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Research rationale and background
Business owners and employers all over the world are trying to effectively handle talent management. It is looked at as an important tool to measure employee and business performance. 
Talent management (called from here on to TM) is difficult to identify, as there are so many terms given by many authors. It has received a lot of attention during the last decade, and many scholars have contributed to how TM is seen now.  Jackson and Schuler (1990) stated that making sure that the right person is in the right job at the right time is TM. Pascal (2004) gives the definition as „managing the supply, demand and flow of talent through capital engine”. There is no consensus on the meaning and principles of TM even to this date.
It is important for companies to ensure that they win the „war for talent” (Iles, Preece & Chuai, 2010; Vaiman, Scullion & Collings, 2012). According to Cappelli (2008), TM contributes to the overall performance of a company and supports the organization’s overall objective, which is „making money”. This view is also supported by Cheese et al, 2009; Stahl et al, 2007.
Greenwood and Miller (2010) highlight the importance of a pluralistic approach, in using multiple theoretical lenses together when they try to understand the behavior of an organization and its complexity. The following perspectives should be analysed: 

· According to Boxall and Macky (2009) there should be a focus on both the employment and work relationship, employees offer their time and capabilities to organizations (Rubery& Grimshaw, 2003); employees reciprocate in ways comparable to how they are treated by their organization (Hom et al, 2009; Tsui, Pearce, Porter & Tripoli, 1997)
· Consider the influence and well being of actors at multiple levels; organizational behavior is strongly influenced by the needs and preferences of different actors inside and outside the system (Astley & Van der Ven, 1983); TM should include the preferences and intentions of the other leading figure in the employment relationship, the employee, because an organization interacts with its environment; organizations have to incorporate and respond to these needs (Christensen et al, 2007); according to Paauwe & Boselie (2007) the employee-organization relationship should be productive, contribute to employee well-being, and fulfill the norms, values and expectations of its environment.
· Impact of economic and institutional pressures on value creation by the organization and TM (Kalleberg, 2009; Suchman, 1995); both economic and institutional pressures have an impact on HRM and organization-employee relationship (Boxall, 2007; Kalleberg, 2009; Paauwee & Boselie, 2007
TM should also create value on individual and on organizational level. 

Individual level: 

Employees want to see their efforts rewarded by financial or other material rewards, such as income and want their need for job security to be fulfilled now and in the future (Kallerberg& Marsden, 2013; Oldham & Hackman, 2010). They also attach major importance to work that is meaningful and challenging, matches personal interests and gives a feeling of accomplishment (Kallerberg & Marsden, 2013). Employees have growth needs (desire for personal accomplishment, learning and career development),  and have social needs (desire for significant relationship with others at work), according to Oldham and Hackman (2010).

Organizational level:

On organizational level TM has three main goals: labor productivity, organizational flexibility and social legitimacy (Lewis, 2006)
Research question

The overall research question of this dissertation is finding out how local businesses’ are affected by the use of talent management, and what is the role of talent management in the successes of such companies. 


The researcher also seeks answers to the following questions: 
What influences TM in a business? 

How can TM be improved to have a positive effect on a business? 

What ways of implementation of TM can have positive or negative effect on a business?

The aim of the research

The aim of the research is to establish the role of talent management in the life of a local company. The second aim of the research is to examine the how talent management is applied in the company and further how this affects the business.
The objectives of the research
· To identify methods that can lead to improvement in the retention and management of talents and the creation of a large talent pool

· To determine what influences talent management in a business

· To objectively evaluate the process of talent management of the chosen company 

· To determine in what way the implementation of talent management can have positive or negative effect on a business

· To make proposals on how to develop a talent management strategy, based on findings of the case study (interview and questionnaires)
Background

The intention of the writer is to better understand through this research how the employees of this company feel about their organization’s strategy of TM, and how TM is being perceived as a whole in this.
According to CIPD (2020) there should be a workplace plan in place that should include:
· Recruitment (acquiring talent)

· Building talent pools

· Succession planning

· Continuous learning

· Leadership development

· Career management

· Employee engagement

· Employee retention

Also the researcher seeks to find out whether the internal benefits of being part of a larger local company and receiving a better salary is a motivator for the employees and managers, and whether this approach of the company is lowering staff turnover.

Organizations need to develop a strategic approach to TM in order to gain competitive advantage (CIPD, 2020). There could also be other strategic objectives according to CIPD (2020), such as:
· Creating meaningful work and growth opportunities for employees

· Building a high performance workplace

· Encouraging continuous learning

· Contributing to diversity and inclusion

· Increasing productivity

Having read about so many different positions and opinions on TM, the researcher wishes to make some clarifications, by determining how TM is in the life of a local business, what the people involved think about this and what are the reasons of a company when they chose to use TM.
Academic Focus

A comprehensive literature review will stand on the basis of this study, through which methods for improvement will be identified.

Interviews of managers and staff of a large local company will help raising questions and making suggestions on further development and improvement of talent management, and also make a proposal of strategy if this becomes necessary.

TM has been defined by Tansley and Tietze (2013) as the attraction, identification, development, retention and deployment of individuals with high potential that will bring value to an organization. Michaels et al (2001) defines talent as the abilities, gifts, skills, experience and knowledge, intelligence, charachter of a person and their ability to learn and grow. Concluding from this Armstrong (2017) summarizes that the aim of TM is to identify, obtain, keep and develop the above talented people.

Each company should have a TM strategy. Capelli (2008) states that the companies should have aims to reach their strategies. Some of these are listed below:

· Developing the organization

· Planning and implementing recruitment to ensure that people with good qualities are recruited who will remain for a proposed lenght of time with the company

· Plan talent retention program
· Reward policies to be introduced so that these attract/retain quality staff

· Implement talent development programs
· Ensure there are opportunities for career development and growth

· Recognition for talent (rewards for achievement, excellence, enterprise)

· Generate a talent pool (available for management succession)


CIPD (2013) survey related that there were 6 objectives that were most important among the respondents TM policies were:

· Growing future senior managers/leaders

· Developing high-potential employees

· Ensuring the strategic goals of the company are achieved

· Retaining key staff

· Ensuring that future skill requirements of the company are met

· Attracting and recruiting key staff to the organization


CIPD (2020) states that by managing talent strategically a high performance workplace can be built and they could add value to their employer brand. There are benefits in addressing TM, and indicates that people need to be involved in this.

Organizations are adopting an inclusive approach when creating a focus on talent development and engagement, according to CIPD (2020). Also a more blended approach is used by HR, that places special focus on a segmented talent group of employees, states the same source.

Ethical considerations

This research will be conducted in accordance with the code of conduct of the University in an unbiased manner. The researcher will adhere to all the protocols and will conduct this research with complete honesty and curiosity in order to find evidence to sustain the aims and objectives of this dissertation. Open communication will stand at the basis of all work, which the researcher believes it is of high importance. How data is collected and used will be communicated to the participants. Only minimum information will be collected, e.g. age group (30-39) or work category (manager/employee), no personal data will be kept such as name or address. 

The survey data will be collected through and than downloaded from Google (or another site that will be chosen in the future), to the researcher’s laptop, and held safely on a USB drive. The data will be disposed as per university guidelines.

Research methodology 


Ontology refers to the overall views of the researcher about TM. The researcher is concerned to find suitable answers to the above proposed aims and objectives. The pragmatism paradigm will be followed in order to find the reality or truth. How TM is seen needs to be interpreted in the lights of the findings, which could be unpredictable or conclusive. Dewey was the proponent of pragmatism and viewed knowledge coming from people to the environment (Field, no date). According to the same writer, Dewey saw this interaction as a process (finding the obstacle, proposes a hypothesis, readapts the environment and proceeds). The researcher will act the same way, through the research will find the obstacle, will propose the objectives, and will carry on from there to make a proposal of improvement.

Case study method was chosen to resolve the epistemology of this research. If all information and knowledge will be gathered objectively, will be from valid source and will be suitably generalized, this will give the possibility of a debate (Patton, 2002). 

Mixed data analysis will be used to highlight hidden or underlying issues. Both quantitative (survey) and qualitative (interviews) methods will be used. Survey research gives answers to questions, about frequency and co-occurrence of certain social phenomena (Greene, 2008). The parameters of the research are critical to its quality and have the purpose of generating accurate information. 
Case study methodology
A case study will be conducted by the researcher in order to find sources of evidence regarding TM. A single case exploratory design will be used for this research.
According to Yin (1984) the following procedures have to be applied to construct a case study:

· Design the case study protocol: 

· determine the required skills
· develop and review the protocol

· Conduct the case study: 

· prepare for data collection

· distribute questionnaire

· conduct interviews

· Analyze the case study evidence:
· analytic strategy

· Develop conclusions, recommendations and implications based on the evidence

The researcher will develop the protocol for this study. Extensive and relevant reading on the topic will be performed to help develop the questions. According to Yin (1994) the development of the rules and procedures of the protocol enhance the reliability of the study. There should be what and how questions, as these will make the study explanatory.

Data collection will enhance the validity and reliability of the study. The researcher will use interviews and questionnaire to document sources of the study. Multiple sources will be used to gather the data (interviews and questionnaires). These will be scheduled at the interviewee’s availability.
Analysis of the collected data will be made by the researcher, who will rely on literature to present the evidence and will interpret it. Finally the conclusions from the research will be developed and recommendations will be made based on the gathered data.
Research approaches, data collection, data analysis
Evaluating TM is difficult as it requires quantitative and qualitative data according to CIPD (2020). Organizational success is the most effective evaluation of TM. In the recent years TM has evolved into an essential practice (CIPD, 2020), and it includes many areas such as workforce, individual performance and development, organizational capability. 

CIPD (2020) has found that many leaders are prioritizing and increasing TM budgets. They are focusing on developing talent rather than recruiting talent (CIPD, 2017).
A mixed method research will be used to identify the data. The quantitative survey could shed light on some issues the company is facing regarding its system of benefits and salaries and rewards received by individuals. To ensure that the answers can be generalized and there will be no probability for potential bias, the researcher will randomly choose the participants. The questionnaire will ask a number of approximately 40-50 people (managers/employees). Questions will be asked regarding quality of work/life, management, rewards, and benefits. There will be statement answers of 5 possibilities (Strongly agree, Somewhat agree, Neither Agree or Disagree, Somewhat Disagree and Strongly Disagree). Emails will be sent out to the participant and the replies will be gathered through an online site (Google or other). The participants will be called Participant (1, 2, 3) or Manager (1, 2, 3). This will be explained to each participant and also that they may withdraw from the survey any time. For correct generalization the participants will be divided into two groups (managers/employees).

A qualitative approach will be used as well, through semi-structured interviews. This offers the researcher the flexibility of having some light conversation between the structured questions. The participants will be randomly chosen from different categories of employees (administrative, warehouse, logistical, managers), and there will be a number of 20 people. Brown (2011) states that the qualitative methodology aims to develop a complete, accurate and clear description of a phenomenon that has a real life context.  Transcripts will be used to evaluate the data. The interviews will have several questions that are of key importance for this research and will point out issues that will need further consideration. 
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