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[bookmark: _Toc1917]Introduction 
[bookmark: _GoBack]This portfolio will start from different concepts and backgrounds such as talent management, Covid-19 influence and technology support, to find out what kind of solution can assist talent management to face challenges, such as Covid-19. Furthermore, it will analyze in detail concepts of three areas in talent management and their e-solutions, and then pick up one special area of E-recruitment to analyze its future influence in the organization, talent management and human resources management. 


























[bookmark: _Toc11185][bookmark: _Toc4457]1 Part One: Talent management with Covid-19 impact and technology support
[bookmark: _Toc3322][bookmark: _Toc8680]1.1 Talent  
Talents usually mean those who have their special ability, in the business world, this means some people who have high quality and outstanding performance in a new different environment, such as for instance business, management and technology environment (Williams, 2000). Due to the competitive economic environment, such as labour shortages, workforce demographic changes, globalization, digitization and other different situations, talents become an important part of each organization (Lawler and Mohrman, 2003; Frank and Taylor, 2004). The talented staff in different environments will bring different competitive advantages for organizations and then assist these organizations to finally achieve even success (Stone, 2015). Therefore, because talents start to become an important strategic assets that can bring solutions for challenges and problems in different environments, the importance and value of talents start to become increasingly apparent to business leaders (Ulrich and Smallwood, 2012; Srivastava and Agarwal, 2012; Boudreau and Ramstad, 2005), which also improves the value of talent management. 
[bookmark: _Toc13237][bookmark: _Toc5333]1.2 Talent Management 
Because of the importance of talent, an organization or company needs to find the right talent to help it win in a business competition (Sivathanu and Pillai, 2020). Therefore, talent management has become one of the top priorities for the director of the human resources department and the leaders of an organization (Huselid, 1995). In theory, according to Collings and Mellahi (2009), the definition of talent management can be described as the process and activities to systematization of key positions that can bring different contributions to an organization’s sustainable competitive advantages, and then develop a talent pool with incumbents who are both high - performing and have a high potential to fill in these roles. After that, HR directors and leaders also need to develop a differential human resource architecture to add more competent incumbents to fill in these positions and to make sure these talents can stay and continue to make contributions to the organizations. In brief, talent management’s main tasks are the following three steps for employees: employees’ attractions, employees’ development and retention of talent (Lewis and Heckman, 2006). All of these detailed functions from talent management such as recruitment, reward, development and retention of talent, will become the organization strategic human resources planning which will improve its business value and make sure the company or the organization can achieve their objectives and finally even their big goal (Tyskbo, 2019). Therefore, the HR department will consider every factor of talent management. Talent management challenges also belong to factors such as management challenges, structural challenges and performance challenges (Tafti et al., 2017). Because of the different and complex external environments, there are always new challenges coming, and Covid-19 is one of them. 
[bookmark: _Toc6900][bookmark: _Toc321]1.3 Covid-19 influence in Talent management  
The Covid-19 outbreak at the end of 2019 and the beginning of 2020, not only caused 211 million cases and over 4.41 million deaths until 21 August 2021, but also had a deep impact on the world economy, for instance over 300 billion dollars impact for the world supply chain (Sun et al., 2020; Covid-19 dashboard, 2021; Miller, 2020). Therefore, because of economic decrease, many corporations started using some methods to save the cost, and these methods also brought challenges for talent management (Aguinis, 2021). More specifically, these challenges could be hiring freezes and layoffs; pay freezes, cancelled bonuses, and pay reductions; how work is done and pressure. Firstly, for hiring freezes and layoffs, because of Covid-19, until March 2020, 42% of the companies in the US and Canada stopped or reduced the hire of new employees (Willis Towers Watson, 2020). Relevant events also happened in Europe, with about 397,000 people losing their job until April 2020 (Davies, 2020). What this challenge brings to talent management is that losing people may make more difficult finding out high potential incumbent to fill in key positions, because the fewer employees who stay in the company, the fewer people can be picked to build the company’s own talent pool. Secondly, in relation to pay freezes, cancelled bonuses, and pay reductions during the Covid-19 pandemic, globally, there are 29% of employers who did salary cuts, 42% of employers opted for a salary freeze and 37% of employers did bonus reductions worldwide. However, not only basic employees suffer payment issues. In management in the worldwide industrial area, there are 49% professional, 56% middle managers and 67% higher managers who suffered salary cuts (Korn, 2020). Losing payment and salary or rewards cut from employers will bring challenges for the HR department to improve staff performance or even retain talent by using reward policy. Because reward policy is a good way to encourage staff and without this method, the HR department may need to consider another way to replace the reward policy during Covid-19. Thirdly, how work is done. According to the report from Europe (2020), in 27 EU countries, only 5.4% of staff usually worked at home, and only 15% of people had teleworker experience before Covid-19. Few people have the experience to work at home, and this not only changed the habit of staff but also brought problems for the HR department to identify the key position and performance assessment for all staff, especially in some companies that only complete their job face to face. HR departments in these types of companies may feel challenges to find out a new method to keep them working like in the old times. Lastly, it is about the pressure. During Covid-19, because employees were working at home, there was no commute time, and working time can become flexible (Aguinis, 2021). It sounds like a good policy for staff, however, this is not usually good for staff. For instance, before Covid-19, staff may have no tasks after work, but now they may be asked to receive tasks anytime in 24 hours. This will cause heavy pressure to staff and it makes even talented employees consider changing their a job, and this will bring a challenge for the HR department to think about how to retain talent during Covid-19. Overall, the pandemic brought serious trouble to most people and areas including HRM and talent management. For HR departments, because of different pandemic blockade policies, traditional solutions may not be useful. Instead, I would like to introduce a new method: Technology.
[bookmark: _Toc24915][bookmark: _Toc5399]1.4 Technology support 
Technology involves the creation of human’s intelligence and wisdom (Hughes, 2004). Although after the end of 2019, the world is under the influence of Covid-19, technology still provides its own support for what it can be used. For instance, digital technology can be used in Covid-19 pandemic response and planning. For instance, some countries can use technology software that includes big data and AI technology (Whitelaw et al., 2020), such as mobile payment applications, mobile phones and social media to track people who touch infected people or have been to infected areas (Hu et al., 2020; Wu et al., 2020). Therefore, after we find out that technology can assist many areas during Covid-19, we can also find out what it can support for talent management. More specifically, when technology starts to drive the business world, it will be used in different types of business process. Technology can be used by the human resource manager to improve talent management goals such as recruitment, development and retention (Collings et al., 2019; Collings and Mellahi, 2009; Katz and Kahn, 1978). 
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[bookmark: _Toc26562][bookmark: _Toc21773][bookmark: OLE_LINK29]2 Part Two: Concepts of recruitment, development and retention, and their E-solution in Covid-19
Part one discusses general ideas about talent, talent management, Covid-19 impact on talent management and what technology may support talent management. Based on the content in Part One, Part Two will focus on the concepts of three areas of talent management: recruitment, development and retention and their e-solution during Covid-19. 
[bookmark: _Toc5023][bookmark: _Toc19785]2.1 Recruitment and e-solution during Covid-19  
In human resource management, recruitment can be defined as one activity or process, which affects job applications and job offers (Breaugh, 2018). As one area of talent management (McCracken et al., 2016), recruitment plays one of the most important functions in hiring employees (Miller and Cardy, 2000) and provides more opportunities for the HR department to pick talent and build a talent pool. If an organization has an effective recruitment, not only will it improve customers’ satisfaction and improve the organization’s innovation creativity, but also will increase the diversity and skills of the workforce (Cox, 1997). However, because of the influence of Covid-19 and different counties’ full or partial lockdown measures (ILO, 2020), people and organizations start to feel worried and uncertain about recruitment (Haak-Saheem, 2020). To bring back recruitment, some e-solution has already been used by organizations: first, professional software such as virtual labour market in Dubai (Haak-Saheem, 2020), which provide an online stage for Dubai to meet the need for labour when UAE recruitment has been suspended because of Covid-19 impact (Burtinshaw, 2020). Moreover, relevant online meeting tools such as Tencent Meeting, Skype and Teams also provide a stage and opportunities for HR staff and applicants to have a job interview. Not only do these types of software save time and costs for both HR staff and applicants but also provide a safe environment during the Covid-19 pandemic (Pillai and Sivathanu, 2020). Also in online recruitment, AI robots such as Sophia and Vera also can be used (Greshko, 2018; Umoh, 2018). These types of AI-robots can not only do automated recruitment tasks by using good natural language and speech recognition to do interviews, and find out the most suitable applicants from hundreds of online job interviews (Economic Times, 2018; Kaplan and Gupta, 2019), but they can also save time for HR departments so that HR workers can dispose of more time for other issues of talent management.  
[bookmark: _Toc6935][bookmark: _Toc5162]2.2 Development and e-solution during Covid-19  
In human resource management, development can be considered as an activity, a performance taken by the employers or employees, to improve their capabilities familiar with the latest developments (Nasir, 2017). As having an important function in talent management (Davies and Davies, 2010), employee development is becoming a significant part of each organization's people management, especially personnel management (Hunt, 2014). In an organization, development or talent development have been seen as an important process for the organization itself (Stacho and Stachová, 2013), because development is not only future investment. After investing in development, it will provide return by skilled and trained employees (Fajčíková et al., 2016), but also talent management is a strategic resource that will make employees improve their current and future job to face every uncertainty in the future (Wall and Knights, 2013). Therefore, talent development is a process of changing and investing in organizations, which will bring current and future competitive advantages for them (Davis et al., 2007; Rothwell and Kazanas, 2003). However, the influence of Covid-19 brought relevant full or partial lockdown measures (ILO, 2020) and safety concerns. Traditional face-to-face training and development may not work as in the old times. To face this challenge, software may be a good choice. For talent development, when HR managers or staff cannot have traditional training or development like before the Covid-19 pandemic, training and development software may be a good choice. The organization can purchase or develop training software that is most suitable for it. Not only will this technology software allow staff to have their training at any time in their home (Sivathanu and Pillai, 2019), but some AI training software will also even let staff know their ability level and suggest a future career path in the respective organization (Bulmash, 2008). 
[bookmark: _Toc28467][bookmark: _Toc20924]2.3 Retention and e-solution in Covid-19  
In human resource management, retention means ability to retain employees or talents to keep a competitive workforce and then improve strategic advantages for organizations (Schramm, 2006; De Long and Davenport, 2003). In talent management, as one of the five main areas of talent management (Oladapo, 2014), retention is important, and every organization need to consider how to retain employees, especially high value and talented employees, because they become more and more difficult to be found then before (Mpofu and Hlatywayo, 2015; Kermally, 2004; Panoch, 2001). Therefore, an appropriate talent retention policy will bring more opportunities for the organizations to keep their talented staff and assist the whole organization to achieve their goal (Amadasu, 2003; Taplin et al., 2003; Gberevbie, 2003). However, because Covid-19 caused a lot of inconvenience to every staff and brought much pressure than before, the HR department may have challenges to do their talent retention policy. To face the challenge, e-solution and Big data may be a good choice. Big data can provide HR department workers and managers with analyzing data, to find out employees who may leave the company in the future (Kaplan and Gupta, 2019), and then to find out some solutions to avoid losing employees, especially talented employees. In fact, some methods such as the employees' pulse survey is a common way to use this technology to avoid losing employees (Welbourne, 2016), because it will show employees’ motivation and mindset to the HR department (Sivathanu and Pillai, 2019). During the Covid-19 pandemic, because of working at home and flexible working hours (Aguinis, 2021), employees may meet 24 hours tasks and feel pressure, which may cause some of them to wish to change a job to decrease their pressure. The HR department may use big data and cloudy technology, such as employee pulse survey, to find out who may experience heavy pressure especially talented employees who may have too much pressure to consider quitting, and use some policy to decrease their pressure for instance have a free day or reward to achieve high talent retention.  
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[bookmark: _Toc32258][bookmark: _Toc10957]3 Part Three: Analyzing E-recruitment’s characteristics and its future influence in TM and HRM
Based on the analysis from three areas of talent management and their e-solutions in Part 2, it is obvious that e-solutions start to become a better choice than before for talent management because of Covid-19 and relevant policies. Part 3 will narrow down from Part 2 and pick recruitment to combine with e-solutions to obtain one new concept: E-recruitment, to find out how E-recruitment may have influence in the future.  
[bookmark: _Toc1629][bookmark: _Toc4495]3.1 E-recruitment developed from Covid19 
From the definition, E-recruitment can be defined as a system that is designed for organizations to use the functions of electronic and digital recruitment of network and hire competent candidates (Ruel et al., 2007). Although E-recruitment exists and first happened in the mid-1980s with two main types: commercial job board and company’s website to post organization job advertisement (Kapse et al., 2012). Because of different reasons, many traditional recruitment methods are still popular between organizations and candidates, such as recommended by staff, friends and relatives, real employee agencies, face to face in a real office room, job fairs and campus visit (Zottoli and Wanous, 2000). However, after the Covid-19 pandemic, because of different counties’ full or partial lockdown measures (ILO, 2020) and safety considerations, traditional recruitment methods that happen in the real world may become more and more difficult. And this also strengthens many remote communication technologies. For instance, in China, the Tencent corporation released their remote communication software Tencent Meeting at the end of 2019, because of Covid-19, there are 10 million users in March 2020, and in July 2020, there are 100 million users (Ren, 2020). Another remote communication product is Ding Ding which is releases by Alibaba. In the Alibaba APSARA conference, Zhang Jianfeng, the president of Ali Cloud Intelligence showed that, until September 2020, there are 100 million users in Ding Ding, and there are one million users of Ding Ding in the Zhe Jiang province every day (Sina, 2020). Therefore, because of the Covid-19 influence and its instability (WHO, 2021), remote communication software will be invested in and will be required more, which will also increase the opportunities for E-recruitment. This paper will analyze the advantages and potential limitations of E-recruitment, to find out what influence it may bring for talent management in the future. 
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(Theoretical Framework)
[bookmark: _Toc27477][bookmark: _Toc20475]3.2 Advantages of E-recruitment  
Concerning the advantages of E-recruitment, there are several researchers who hold the view that E-recruitment brings more benefits for organizations. Smith (1999) for example, tried to use the internet to assist employers to dig out more potential recruitment, mentioning that, for the cost of E-recruitment, a small company may think that to have a carer web is one expensive cost. However, it still has lower cost than some traditional recruitment, such as posting recruitment ads in the newspaper. There are some facts and evidence that show that E-recruitment can improve efficiency and decrease the cost of the recruitment process (Cappelli, 2001), such as different social network software. Not only companies that use social network software for recruitment can reduce their cost during the process of recruitment, but also companies that have their own social network software account also can use these pages to attract more special talents (Doherty, 2010; Andrews, 2012). Moreover, some research (Bountyjobs Report, 2018) shows that compared to the traditional recruitment tool, technologies in e-recruitment such as social media, company’s web-page, AI-auto recruitment robots and other AI technology will attract more potential applicants to come to the interview (Stone et al., 2015). Therefore, some advantages of e-recruitment can be shown from the perspectives of convenience, low cost and more applicants, which may become easier to provide more people for HR departments to complete their talent management work, especially under the influence of Covid-19.  
[bookmark: _Toc27202][bookmark: _Toc14545]3.3 Potential limitation or risk of E-recruitment  
However, even E-recruitment may play a more important role in talent management than before. We still need to analyze its potential limitations and risks. For instance, Social network software can be a useful tool in E-recruitment, but will it contribute to the ethics questions like misuse of information, and hurt candidate's privacy and fairness (Hosain, 2020)? There is also some doubt expressed by researchers about whether E-recruitment can bring diversity talents in talent management (Stone et al., 2015). Because even E-recruitment can bring more candidates than before, there is not enough researches which can prove that E-recruitment really can bring a lot of diversity and talented staff for the organization (Allen et al., 2007; Chapman et al., 2003; Galanaki; 2002). For example in some places, some web pages or job boards only show what types of employees are needed by employers, it is a one-way communication and not ideas exchanged between candidates to the organizations’ HR department. Not only is it not good for the candidates to show their special talent during the application, but also HR department will lose one good opportunity to identity talents during the process of recruitment because these types of E-recruitment (Stone et al., 2015) also make a distance between the organization and the candidates and do not make recruitment to play a good role as one area of talent management. Furthermore, some old generation employees can work and have their talents in real life. However, because they may not be good in new skills, such as computers or chatting online, one-way communication E-recruitment may not bring a good opportunity for these types of talents, and it will also not bring diverse talents for the organization (Johnson et al., 2011; Wallace and Clariana, 2005; Read, 2021). Overall, E-recruitment may have the potential risk on the candidate privacy risk, and may not bring high quality and diverse talents for the organizations.  
[bookmark: _Toc11311][bookmark: _Toc23915]3.4 E-recruitment in the future 
In the future, E-recruitment may receive more investment by using online technology, but employers also need to think about whether the type of E-recruitment they used is the most suitable and effective for their organization. In this vein, Srivastava and Agarwal (2012) proposed that there are several challenges that may influence HRM such as workforce diversity, technological advances, changes in the political and legal environment and Revolution in Information Technology, etc, and relevant challenges and changes on HRM and TM also could influence the organization.
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For example, if the change from traditional recruitment to E-recruitment cannot assist organizations to face the challenges such as workforce diversity, the organization leaders may need to consider and analyze whether this type of E-recruitment may not suit the organization itself, and change another method of E-recruitment. Of course, this paper may only focus on a small potential limitation of E-recruitment, but can analyze and identify more limitations of E-recruitment, and its simulations for new challenges will bring more benefits for the HR talent management, and more benefits for the organization in the future. 
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Having completed the analyses described in the three papers, it is obvious that E-solutions and relevant technology will provide support to talent management, especially human resources management in the organization. However, what is most important for us is critical thinking regarding new methods even it is really helpful to us at present, such as E-recruitment good performance during the Covid-19 pandemic. Because after we analyze E-recruitment’s disadvantages or potential limitations, we will consider more thinking to fix these potential limitations or disadvantages, so that it can result in more benefits to talent management, especially human resources management for our organization in the future.  
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