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[bookmark: _Toc153099685][bookmark: _Toc153266881][bookmark: _Toc155097023]Executive Summary

Talent Management is a combined process of planning, recruiting and selection, orientation of new employees, training and development, evaluation of employee performance and compensating the employees. The practice of Talent Management is growing sincerely. Nowadays it is considering as a source of competitive advantage because it recruits the most qualified employees whose knowledge, skills and abilities, working experience, educational qualification etc. match with job required knowledge, skill and abilities, working experience. These qualified employees work according to organization’s strategy and help them to achieve their goals and vision, satisfying the customers by response and quickly solving their problems. It also orients new recruited employees with job environment and find out their knowledge and skill gap to do the job and current employee knowledge and skill gap to do higher job. Then provide training all of them. Additionally, Talent Management evaluate employee performance by comparing their actual performance with predetermined performance and compensate them based on their performance. The Organizations who only practice the Talent Management process effectively get competitive advantage and who don’t practice effectively fail to recruit qualified employees and achieve goals, strategy, customer satisfaction etc. In the long run, they fail to sustain in the competition. 
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[bookmark: _Toc155097027]1.1 Introduction of the Report

Talent management was introduced last two decades ago and it was firstly expressed by Mackenzie Consulting Company in 1997 (Haerizadeh & Moradpour, 2018). But now it has become one of the most important strategic topics for the Managers around the world (Dalahmeh, 2020). The business environment has gone through many changes over the years and now organizations are facing many challenges. Talent Management is one of them (Ribeiro & Gomes). That’s why Talent Management has also become interest to most of the researchers (Dalahmeh, 2020). Organizations need to compensate, rank, retain etc. to their employees according to their performance and the performance depend on their talent. Because of that it is important to recognize and manage and control the talented employees. Talent is an expectable quality in all the employees and organizations want to ensure it through systematic way (Ansar & Baloch, 2018)
 The Organizations are focusing on their Human Capital because there are high demand of talented employees in organizations. Human capital consists of knowledge, skills, motivation, and capabilities of the employees (Dalahmeh, 2020). If we keep eye on successful organizations then we can observe that their success occurs due to hire, manage and retain high performed and talented employees. That’s why the demand and competition for skilled employees is increasing on global level. 
Organizations ensure talented employees through practicing Talent Management. As part of their practices, Organizations do Human Resource planning, recruitment and selection, orientation, training and developing, evaluation and compensating employees (Haerizadeh & Moradpour, 2018). Organizations are trying to these activities at their best way to make the Human Resource Practices effective and to ensure achieving and retaining talented employees.

1.2 [bookmark: _Toc153099687][bookmark: _Toc153099862][bookmark: _Toc153266725][bookmark: _Toc153266883][bookmark: _Toc153266993][bookmark: _Toc155097028] Objectives of the Report 

[bookmark: _Toc153099688][bookmark: _Toc153099863][bookmark: _Toc153266726][bookmark: _Toc153266884][bookmark: _Toc153266994][bookmark: _Toc155097029]1.2.1 Broad Objective-

1. To research on the process of effective Talent Management and find out how it can be a source of competitive advantage. 

[bookmark: _Toc153099864][bookmark: _Toc153266727][bookmark: _Toc153266885][bookmark: _Toc153266995][bookmark: _Toc155097030]1.2.2 Specific Objectives-

1. To know about the Talent Management and find out the activities of effective Talent Management in details
2. To know, how Talent Management become a source of Competitive Advantage. 
3. Find out the challenges and problems Organizations can face in Talent Management process. 

[bookmark: _Toc153099690][bookmark: _Toc153099866][bookmark: _Toc153266728][bookmark: _Toc153266886][bookmark: _Toc153266996][bookmark: _Toc155097031]1.3 Scope of the Study-

The scope of the report is to enhance the readers understanding the Talent Management perspectives and important in details. At the same time readers can know about the process of effective Talent Management and the way it become a source of competitive advantage. The report gives a general idea about how Talent Management process is connected with other Human Resource Management functions. 

[bookmark: _Toc153099867][bookmark: _Toc153266729][bookmark: _Toc153266887][bookmark: _Toc153266997][bookmark: _Toc155097032]1.4 Methodology of the Report 

In order to prepare the project report, Secondary data and information have been utilized. 

[bookmark: _Toc155097033]1.4.1 Secondary Data 

Following sources of secondary data has been used-
· Offline Newspaper, Professional journals and Articles 
· Web-based study and research. Visiting different websites that is related to Talent Management process and Human Resource Management practices.
· Websites of some well-known Organizations to know their Talent Management practices.
· Human Resource Management related books

[bookmark: _Toc153099868][bookmark: _Toc153266730][bookmark: _Toc153266888][bookmark: _Toc153266998][bookmark: _Toc155097034]1.5 Limitations of the Study 

· The main challenge of the study is duration. 3 months is not enough time to research on a broader topic like Talent Management. Because a single thing is not related with Talent Management. There are many activities of Talent Management like- Human Resource Planning, recruiting and selection, orientation, training and development, evaluating employee performance and compensating employees. 
· Only secondary data and information has been used to do the research because Organizations don’t want to give their internal information to unknown person thinking that internal information will be leaked into the market. 
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[bookmark: _Toc155097036]2.1 Definition of Talent Management
Talent Management is the goal oriented and integrated process of planning, recruiting, selecting, orienting, performance evaluating and compensating employees. The goal of talent management is to build a motivated workforce so that employees stay within the Organization in the long run (Andreev, 2023). It identifies talent gaps and vacant positions. Then searching for the suitable candidates either through internal source or external source or combination of both internal and external sources depending on the vacant positions, job duties and job requirement, recruitment budget etc. After recruiting Organizations grow them within the system and develop the knowledge and skill by providing training for with future-focus and effectively engaging. Organizations also retain and motivate employees by evaluating their performance and compensating employees based on performance (Ghosh, 2023).  It does the same activities that Human Resource Management does to help the improvement of the overall performance of the business and ensure competitive advantage by collaborative efforts and involvement among the employees, managers, supervisors, and executives. 
[bookmark: _Toc155097037] 2.2 Scholars Definition on Talent Management-
Talent management is a set of activities through which organizations recruit, train and retain employees by evaluating performance and compensating based on performance (Fitzgibbons, 2023). 
Talent management is attracting and retaining high-quality employees, developing their skills, and continuously inspiring them to develop their performance (Andreev, 2023). 
Talent Management is the strategic process of identifying, hiring and managing individuals in order to successfully implement the business strategy and organizational goals (Haerizadeh & Moradpour, 2018).
Talent management is a systematic and dynamic process of identifying, upgrading and retaining talent (Štefko & Sojka, 2014). 
Talent management refers to the process that guide the Organizations effectively for hiring the right talent, preparing them to take up top positions in future, assessing and managing their performance and also preventing them to leave the organization (Sareen & Mishra, 2016)
Talent Management refers to such systems and plans that helps organizations to attract, recruit and select, develop and retain the employees to achieve current or future goals (Murphy & Walmsley, 2020).
Talent Management is a strategic management process that involve methods of managing and developing the knowledge, skill and abilities of employees to retain them for a long run in the Organization and achieve the desired goals of the organization (Saraswat, 2023).
Talent management is a strategic and organized approach for attracting, recruiting, developing, and retaining top talented employees (HASTWELL, 2023).
Talent management refers to the process by which organization identity, recruit and retain their best employees (Whiting, n.d.).
According to Much, “Talent Management indicates the acts which are the typical practices and activities of Human Resource Management such as- planning, recruiting, selecting, training, developing, evaluating and compensating employees” (MANAGEMENT: A SYSTEMATIC REVIEW, 2020). 

[bookmark: _Toc155097038]2.3 Competitive Advantage-
Competitive advantage refers the advantage that is obtained over the competitors by providing greater customers value. This customers value is given either through lower prices or by additional benefits and service (Cole Ehmke).It is created internally and thought as the ability of the organization to differentiate them over the competitors (Potjanajaruwit, 2018). Organizations can get competitive advantage through differentiation, lowest cost and focus strategy. Focus strategy that is the combination of both differentiation and lowest cost strategy (Porter, Competitive Advantage: Creating and Sustaining Superior Performance, 1998).Through the competitive advantage an organization achieve and maintain superior margins, a better growth profile and loyalty among current customers. 
To ensure competitive advantage they also need to highlight customer benefits, find out business strengths, clear, simple and unique in organization’s internal and external process and change the strategy, process to adapt with change or new conditions (Porter & Millar, hbr.org, n.d.).
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Competitive advantage refers to any factor that allow an organization to differentiate its products or services and gives the Organization an advantage over its competitors, helping to compete with competitors and be better than competitors (TWIN, 2023). Talent Management deals with the human resources. In an organization, human resources are the most valuable assets. They work for achieving organization vision, mission and success.  An organization who has talented, experience, motivated employees can finish the functions within time successfully and achieve business goals where who has demotivated, inexperience and careless employees cannot. Talent Management process in such a way in an organization that ensure to acquire, improve and retain their best employees. 

[bookmark: _Toc155097042]3.1 Ensure in the implementation of organization strategy 

 Organizations work to implement their strategy. To achieve their strategy, they need to work according to their plan. There are three types of strategy that Organizations formulate such as- low-cost strategy, differentiation strategy and focus strategy (combination of low cost and differentiation strategy)-
· Low-cost strategy- Low-cost strategy occur when organizations formulate the strategy of offering products at the lowest cost and such a cost that competitors cannot offer (Porter, Competitive Advantage: Creating and Sustaining Superior Performance, 1998). When Organizations formulate low-cost strategy, their Human Resource Department recruit new employees at a low cost and guide their current employees to be sufficient, productive. If the employees are talented, productive, experience and trained then they can produce at a low cost. Talent Management ensure employees these qualities and thus achieve Organization's strategy.
· Differentiation strategy- Differentiation strategy occur when organizations formulate the strategy of offering innovative, new, multifunctional products that competitors cannot offer (Porter, Competitive Advantage: Creating and Sustaining Superior Performance, 1998). When Organizations formulate differentiation strategy their Human Resource Department recruit new employees who are talented, have the knowledge about technology and skill of multiple tasks and provide their current employees training, education, knowledge to value creativity. Recruiting employees and providing training to current employees are part of Talent Management and thus Talent Management ensure achieving Organization's strategy.
· Focus strategy- Focus strategy occur when organizations formulate the strategy of offering products on a narrow and specific segment in the market. Organizations formulate and implement focus strategy by developing, marketing and selling specific products to a specific group of customers. Organizations can formulate focus strategy in two way- focused differentiation strategy and focused low-cost strategy. Focused differentiation occurs when organizations offer innovative products and focused low-cost occur when offer at a low cost. When Organizations formulate focused strategy, their Human Resource Department recruit new employees who are talented, have the knowledge about technology and different market and skill of multiple tasks and provide their current employees training to be efficient and knowledge about different market to identify potential market. Recruiting employees and providing training and knowledge about
different market to current employees are part of Talent Management and thus Talent Management ensure achieving Organization's strategy.
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[bookmark: _Toc155097043]3.2 Ensuring unique knowledge, skill and ability (KSA) 

Employees knowledge, skill and abilities are considered as unique or rare qualities because one employees KSAs doesn’t match with other employees. An employee who has higher education degree, knowledge about work environment, business, customers and others business related things, has the skill of performing different task and ability to work in different situation, difficult tasks are considered as unique because every employee doesn’t have these qualities. The Organization whose employees have these unique qualities get competitive advantage because they can work in different situation, work efficiently, be productive that other Organizations employees cannot do. Talent Management ensure employees unique KSAs by recruiting the employees who have the highest level KSAs and ensure current employees KSAs by providing training, offering new course, new work environment etc. 
[bookmark: _Toc155097044]3.3 Unmatchable 

Employees knowledge, skill and abilities is inimitable even after the competitors having spotted the same. Competitors can hire employees whose knowledge, skill and ability match with Competitive advantage getter employees KSAs but there are some other factors that gives the Organization competitive advantage like volunteer interrelationships which is developed longitudinally and characterized by trust and common goals/identities, demonstrate ambiguous qualities that competitors would be hard-pressed to easily imitate. Talent Management ensure these intangible factors that give competitive advantage. 
3.4 [bookmark: _Toc155097045]Updating employees to fill skills gaps
[bookmark: _Toc155097046]Talent Management motivates employees to learn and develop their skills. Effective talent management following Organizations provide lots of Talent Development resources to employees. It includes long career with the organization, benefits for development events, performance reviews and access to on-demand courses, learning resources, and assessments. Development program ensure team members engagement and filling skills gaps as business priorities and customer expectations shift.
3.5 Ensuring team member engagement and retention 
Talent Management ensure team members engagement and motivation. It ensures engagement and motivation by arranging engagement surveys, giving team members benefits for their contributions, motivating managers to arrange discussion with each team member and arranging departmental or organization wide meetings with the chance for team members to ask questions.

[bookmark: _Toc155097047]3.6 Ensuring customer satisfaction and Loyalty 

Talent Management ensure hiring of skilled, engaged and passionate employees. When workers are engaged and satisfied, they are more likely to go to establish trust, build relationships with customers.  They’re also more motivated to encourage product and feature adoption and identify ways to increase revenue by identifying customer upsell and renewal opportunities. Additionally, Talent Management also ensure hiring adequate number of employees who can quickly answer customer questions and solve problems. As a result, customers become satisfied and loyal.  The organization who is short staffed or workers are disengaged due to an inefficient talent management strategy, it leads to a frustrating experience that leads to a negative impact on customer satisfaction and loyalty. 
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[bookmark: _Toc155097049]        Talent Management Process to Ensure Competitive 
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Talent Management process include analyzing the right talent gaps for the present and the future, identifying the right talent pools and best-fit candidates, getting them to join and then optimizing their existing skills and strengths, develop employee skills and strengths, compensate employees based on performance to retain them. Talent management can act as the competitive tool for the organizations. To get competitive advantage Organizations ensure effective Talent Management by the following way (Štefko & Sojka, 2014)-
1. Human Resource Planning 
2. Recruitment and Selection Process 
3. Orient new employees with the work environment
4. Provide training and development to the employees on the competencies that they lack of and need to do the job
5. Evaluate employee performance 
6. Reward and compensate employees based on their performance to motivate.

Human Resource Planning 

 Compensation

                                    
                Recruitment and Selection

                                   Talent Management

                                                               
                                                            Evaluation of Performance

                                                                            Orientation

                                                  
                                                                                       
Training and Development



[bookmark: _Toc155097052]4.1 Human Resource Planning 

 Human Resource Planning is a process through which organizations identify the present and future demands of human resources that organizations will require to reach its objectives and goals (Reilly, 1996). It is the first step of Talent Management. Organizations conduct Human Resource Planning based on
· Job Analysis- Job analysis is a procedure through which Organization identify the task and duties of their different department, positions and the required characteristics of the employees to do the task (Kapur, 2020) . When organizations know their duties, they can forecast the human capital requirement for doing these tasks. Thus, job analysis help in doing human resource planning.
· Organization goals- Organizational goals indicates the strategic objectives that is established by the organization and to achieve the objectives employees and the management team effectively use the resources (Geetha, 2022). To achieve Organization’s goals, organization formulate plan and strategy. According to these plans they work. As they know what they should do they can forecast how much people they need to do these works. Thus, organizations goals push Organization to do Human Resource Planning.
· Organization's Strategy- Organization's various strategy such as- differentiation, low-cost strategy push Organization to do human resource planning. When organizations formulate a strategy, they need to do work according to their strategy. These strategies indicate them what they need to do and how many employees they are required. Thus, Organization’s strategy push Organization to do human resource planning. 

[bookmark: _Toc155097053]4.2. Recruitment and Selection

[bookmark: _Toc155097054]4.2.1 Definition of Recruitment and Selection

Recruitment is the process of identifying and determining the number of employees that organization needs, attracting and motivating them for the job there are vacancy (Kumari, 2012).To identify the required number and required qualities employees Organizations conduct job analysis based on organization’s required performing job. Here they also gather most suitable candidates for the vacant post and vacancies are informed through internal or external or the combination of internal and external source.
Selection is the process of assessing candidates’ qualities, expertise and experience to narrow down the pool of applicants. This process usually involves creating a talent pool, screening the CV, conducting interviews and using various tests and assessments to select the desired employees (Singh, 2022). 

[bookmark: _Toc155097055]4.2.2 Sources of recruitment and Selection

Finding the sources of recruitment is an important step for the recruitment. Organizations use internal or external source or the combination both sources (MUSCALU, 2015).

[bookmark: _Toc155097056]4.2.2.1 Internal Source-

Recruiting employees within the organization is internal source (kapur, 2018) . When a position creates in the organization, it is given to existing employees in internal source recruitment. If a higher post is given to an existing employee, it motivates other employees of the organization to work hard. 

Methods of internal source: There are three methods of internal source-
· Transfer- In transfer, Organizations change an employee from current job to other similar job. Here they don’t change the employees rank, duties and the number of employees remain same.
· Promotions- Promotion occurs when employees are changed to better or higher duties and more pay. It creates vacancy within the Organization. It motivates the employees to develop their performance to be promoted (Gusdorf, 2008).

· Employee referral – Current employees of an organization are informed about required employees. Current employees recommend their known candidates and management consider them. The candidates recommended by the employees may be acceptable for the vacant position because they know the requirements of various positions.

Advantages of Internal Source 
1. Improves morality- Recruitment from internal source increase morality among the employees. Every employee desire promotion to a higher post where they will get higher status and more payment. If an employee is promoted then there create a belief among current employees that their position will also be promoted in future.
2.Decreasing chance of Error in Selection- If an employee is selected from inside then the chance of errors in selection decrease because every organization keep record of its employees and they can judge them in a better manner observing the record of employees. They promote the employees who have knowledge, skill and abilities, working experience to do the higher job. 
3. Promotes Loyalty- When employees are promoted it create loyalty among the employees. They become loyal and committed to work in the Organization for a long term because they know that there are chance of promotion. That’s why they work with loyalty. 
4. Economy in Training Costs- Every organization keep record of their employees. So, they know their employee knowledge, skill and abilities. They also know the lacking of their employees KSAs. Based on that, organizations provide training to the existing employees to do higher job. As they know the employees lacking, they don’t need to find out lack of KSAs again that save money and reduce training cost.

4.2.2 Finding Internal Candidates-

Organizations find out internal candidates through two ways—
1. Job Posting-Job posting means publicizing the open job position to employees. Organizations post it on their intranets or bulletin boards. These posting mentioned the job duties and responsibilities, qualifications, knowledge, skill and abilities, supervisor, work time and pay rate.  
2. Qualification skills Inventories- Organizations keep the record of every employee’s knowledge, skill and abilities. They also keep record of employee’s educational qualification, performance over the year, training, working experience. So, when there are created any vacancy, Organizations check the qualification skills inventories and find out whose knowledge, skill and abilities, work experience, educational qualification match with the vacant position requirements. Whose KSAs, work experience and educational qualification match with vacant positions requirements, Organizations internally offer him to do work in that position.

[bookmark: _Toc155097057]4.2.2.2 External Source—

Recruiting from External source mean hiring employees from outside the organization to fill vacancy (Marketing, 2023).
Sometimes organizations require specialized employees for specific roles. Though they always give internal employees priority for the higher job position but there can be no eligible employees in internal source to do that specialized task. At that time organizations need to go outside where there are available specialized employees. Organizations also used external source to get available option to choose expected employees.

External Sources of Applicants 
1. Advertisements (Offline)
Advertisement is the most common and preferred source of external recruiting to attract candidates. Here Organization ads in newspapers, professional journals, monthly or weekly based job searching newspaper etc. In the advertisements organizations give a comprehensive detail about the organization, type, and nature of job, required knowledge, skill and abilities, educational qualification and experience expected of job, benefits etc. (kapur, 2018).
2.Advertising in Online 
Organizations also give advertisements in online. Here Organizations give ads in online newspaper, different popular social media page, organizations own website, social media page, job searching social media page, group and different job searching website like bd jobs.  In the ads organizations give a comprehensive detail about the organization, type and nature of job position, required knowledge, skill and abilities of jobs, educational qualification and experience of applicants, benefits etc.
3. Campus Recruitment 
In campus recruitment organizations make contract with the educational institutes for the recruitment of students. In campus recruitment organizations inform about their recruitment through posting notice in the campus area, Institution’s website and social media page, student’s social media group or Organization's own website and social media page. Here Organization visits the technical, management and professional colleges on the previous given date and arrange interview to recruit the students directly for the job positions (DESSLER, 2016). It has become common practice of external recruitment because-
· The job candidates are existing at one place
· Fresh graduates have the latest knowledge about the business world and business procedures because they learned these from curriculum. 
· In campus recruitment organizations visit the educational institutions. As a result, they can find out in which environment and how their potential employees are growing and taking educational knowledge, what they are taught etc. that help organizations to judge the applicant educational ethics, knowledge level, manner etc. 

4. Recruiting Agencies
Recruitment trough agencies is one of the most common external sources of employee recruitment. There are many agencies who act as a middleman between the recruiter and the recruit. These agencies help the organization to hire employees and they are specialized in recruiting middle level and top-level executives. These agencies maintain database of all the job seekers, such as education, job required knowledge, skill and abilities, educational qualification, experience, etc. and give their details to the Organizations who are looking for hiring. It is becoming popular day by day because it saves time and cost of recruiting because organizations don’t need to set the recruitment process that is time consuming and costly. To make the recruitment through agencies successful organizations need to do the following things (DESSLER, 2016) – 
· Provide the agency job descriptions accurately. Organizations need to find out job duties, responsibilities and job required knowledge, skill and abilities, educational qualification, experience etc. If organizations made mistake in finding job duties and job required KSAs then their recruitment will be on wrong job duties or hired wrong persons.
· Ensure that tests, application and interviews are part of agency's selection process. 
· Analyze about the agency. Take opinion of other managers and HR Specialist to find out which agencies are the best to fill the vacant positions.

5. Direct Recruitment 
Direct recruitment is an external source of employee recruitment. It is also defined as factory gate recruitment (kapur, 2018). Organizations use it for hiring unskilled workers who are paid on a daily-wage basis. Here, Organizations set up a notice on a notice board or on the factory gate regarding the jobs available, such that the applicant sees it and apply for the job directly.
6. Casual Callers
There are some job seekers who come to the well-renowned organizations frequently and mail or give their job applications seeking the job opportunity. Recruiting from these job seekers is called casual callers. Here Organization HR Department maintains the folder of casual caller applications and call those who fulfill the job requirements, whenever they need employees.
7. E-recruiting
In E-recruiting Organizations search and screen the prospective candidates electronically. There are several online job portals that enable the job seekers to upload their resume online and these resumes are then forwarded to the potential employer. BD jobs is a well renowned online job portals in Bangladesh. 

Advantages of External Source-
[bookmark: _Toc153099473][bookmark: _Toc153099691][bookmark: _Toc153099869][bookmark: _Toc153266731][bookmark: _Toc153266889][bookmark: _Toc153266999][bookmark: _Toc153273057][bookmark: _Toc153273120][bookmark: _Toc153277433]1. Get New Skills, Ideas, Perspectives, and Experiences 
[bookmark: _Toc153099474][bookmark: _Toc153099692][bookmark: _Toc153099870]Through External source recruitment Organizations bring new employees who have new skills and experiences, knowledge and innovative ideas and recommendations. It is helpful when organization wants to enter new markets, diversify its product/service lines, or work with new technology. 
2. Reducing HR Team’s Hiring Stress
Recruiting and hiring quality employees is a long-term process. It involves multiple steps, such as creating application pool, screening the applications, short-listing candidates, arranging interview (often multiple times), provide them the offer letter, and finally, orient them if they  accept the job offer. But when Organizations recruit employee’s trough an agency, it reduces stress of HR. 
[bookmark: _Toc153099475][bookmark: _Toc153099693][bookmark: _Toc153099871][bookmark: _Toc153266732][bookmark: _Toc153266890][bookmark: _Toc153267000][bookmark: _Toc153273058][bookmark: _Toc153273121][bookmark: _Toc153277434]3. Ensure Employee Performance Competitiveness and Strong Leadership  
[bookmark: _Toc153099476][bookmark: _Toc153099694][bookmark: _Toc153099872]When Organizations hire external candidates then there are healthy competition, hiring from external source also reduce tension among current employees who are competing for a managerial or supervisory role and make easier to establish the leadership compared to internal candidates because current employees can not easily accept a colleague as their leader with whom they work a few days ago. 
4. Availability of Applicant-
In external source organizations recruit employees from outside the Organization. Outside the Organization there are available a huge number of employees who are searching employees. As a result, organizations have a large option to choose expected employees. 

5. Hiring specialized employees 
Organizations require specialized employees for specific roles, and external recruitment can help to meet these needs. External recruitment offers access to a wider pool of candidates from where organizations can hire specialized employees. Sometimes there are no eligible employees in internal source to do specialized task. At that time organizations need to go outside where there are available specialized employees.   

Disadvantages of External Source 
1. Reducing employee's morality 
Recruiting for higher position employees from external source affect the morale of current employees, especially where they expect to progress to higher positions within organizations. 
2.Additional training
Organizations assume external employees require less training to perform their specific job but realistically they will need more training to understand general Organization’s procedures and policies. This training can cost the organization money and time as new employees are often less productive during this period.
3. Demotivation among Current Employees 
In an organization employees work not only for getting benefit that they get currently, they also work for a better future. They assume that they will be promoted to next job position. But sometimes organizations recruit employees from external source and current employees don’t be promoted to next job position though they have the eligibility. As a result, current employees become demotivated and not give their best performance. 

[bookmark: _Toc153273059][bookmark: _Toc155097058]4.2.3 Steps of Recruitment and Selection 
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Organizations recruit and select employees following the below steps-
1. Creating Applicant Pool – 
At the 1st stage organizations create an application pool. When they do Human Resource Planning, they find out internal and external source of employees. For internal source organizations give ads on notice board, website, organization's own social media page, employee’s social media group etc. Then employees apply for the post. For the external source organizations give ads in newspaper, professional journals, weekly or monthly based job searching newspaper/magazine. Then applicant from outside source apply for the vacant post. At the time of application, applicant send curriculum vitae (CV) also to the Organization. In the CV there are applicant bio-data such as- personal identification, address, religion, educational information (level of education, passing year, result), interest, work experience etc.
2. Screening CV-
 At the 2nd stage of recruitment and selection organizations screen the applicants CV. Here they find out the applicant’s knowledge, skill, abilities, work experience, educational qualification and the job required knowledge, skill, abilities, work experience, educational qualification. Then match the job required KSAs with applicant's KSAs. Whose KSAs match with job required KSAs keep them in contest and drop the applicants whose KSAs doesn’t match with job required KSAs. 
3. Test- 
At the 3rd stage organizations arrange different types of tests to judge applicant’s knowledge, skill and working ability. Organizations do the following test-
1.Cognitive Abilities – Cognitive test including test of general reasoning ability (intelligence) and tests of specific mental abilities like memory and inductive reasoning (Peter, 2012).
· Intelligence Test- In intelligence tests organizations test general intellectual abilities. They test memory, vocabulary, verbal fluency and numerical ability. Here Organization asks some basic questions that they learned from curriculum and daily life to test memory and vocabulary  
· Specific Cognitive Abilities- In specific cognitive abilities, Organizations test mental abilities such as deductive reasoning, verbal comprehension and numerical ability.  It is also called aptitude test. Here Organization provides a problematic situation and ask the applicants to find out the logical solution to test deductive reasoning. Organizations also offer multiple-choice questions to analyze the applicant’s critical thinking and handling of numerical data in a difficult workplace station.
2. Behavioral Assessment- In behavioral assessment, organizations analyze job candidate’s behavioral competencies such as- analytical ability, interpersonal skills and leadership skills in a workplace situation. Here Organizations ask the candidates to choose the best response to a real, common workplace situation. This test helps the Organization to determine the potentiality for leadership and skills of the candidates within their jobs. 
3. Situational Judgement Test-In situational judgement test, organizations give applicants a hypothetical situation and ask to response the best and appropriate way. Hypothetical situation is given matching to a real workplace situation. It helps organizations to find out how candidates will behave in real workplace.   

4. Personality Test-In Personality test, organizations assess how a candidate’s personality such as- introvert/extroversion, stability, motivation, agreeableness, openness to experience etc. fit within the team and set with the Organization (DESSLER, 2016). 
5. Motor and Physical Abilities Test –In Motor and physical abilities test, organizations test candidate’s physical strength, structure, reaction time (DESSLER, 2016). There are some jobs where employees need to be physically strong or react quickly.
 For example- A driver need to react quickly to turn right or left, stop or run based on the situation. To hire a driver, organizations need to test their reaction time  
6. Achievement Test- In achievement test Organizations test candidates learning that they learned from curriculum and work experience. Here Organization test candidates job knowledge by asking questions. 

4. Arranging Interview- 
At the 4th stage organizations arrange an interview who has already passed the test. When organizations conduct interview they focus on the following things –
1.Structured or Unstructured interview- When Organizations conduct interview, they think whether their interview will be structured or unstructured (Ahmad, 2012).
In unstructured interview, organizations don’t follow any format. Here, they ask questions that aren’t job related like- “Introduce yourself, why we will recruit you, what are your strong or weak things” etc. (DESSLER, 2016)
In Structured interview, organizations ask candidate job related questions to test candidate knowledge about job (Ahmad, 2012).
2. Interview Content-Organizations also think about their content of the interview. Here they think which type of questions they will ask to candidates-situational or behavioral or job related. 
· Situational Questions -In situational interview Organizations give situation and ask candidate what he or she will do in the given situation. 
·  Behavioral Questions – In behavioral interview organizations ask how applicants behave past in an actual situation. 
· Job Related Questions - In job related interview organizations ask candidates about job related past experience to test their knowledge and experience.
3. Mode of Conducting Interview-Before conducting interview Organizations also think about the mode of their interview. There are different mode of conducting interview such as-
· Panel Interview- It is also known as board interview where there are 3 or 4 members work as interviewer. Here all members ask questions sequentially to candidate and each member record the candidate’s answer and rate the candidate individually. Finally add all members given rating and based on that rating hire employees. 
· Sequentially one to one-Here there are 2 or 3 members as interviewer. They individually conduct interview in a room one by one. All the interviewer meet individually with candidate one by one in a room. They individually record the candidate’s answer and rate the candidates. Finally add all members given rating and hiring decision is made by all.
· Mass Interview -In mass interview Organizations arrange interview with several candidates simultaneously. Interviewer ask questions and wait for the answer.


Design and conduct an effective Interview — 

To make an interview successful Organizations follow some steps. The steps are-
· Analyze the Job-Firstly Organizations analyze the job. Through analyzing the job organizations find out the job duties and responsibilities, job required knowledge, skill and abilities, work experience, educational qualification etc. Organizations need to analyze job accurately cause based on the job analysis organizations find out the duties depend on which they find out the number of employees required and KSAs required and arrange interview panel, system.  If they make mistake in job analysis then their interview system will be vain.
· Rate the Job-Then Organizations need to rate the job duties. Organizations rate duties good, marginal and poor and give mark each level. They rate 5 to good, 3 to marginal and 1 to poor. Organizations rate based on the duties important, difficulty level, required KSAs. 
· Create Interview Questions- At the 3rd step organizations create the questions that will be asked. Organizations ask situational or behavioral or job related or the combination of 2 or 3 of situational, behavioral and job related. Organizations create questions based on the required nature of employees. 
         For example- for a new employee, organizations ask job related questions more because they have not acquired experience from which they can recall solution that is asked in situational or behavioral questions. But through job related questions they can test job related knowledge that they learn from curriculum. On the other hand, for higher level employees organizations ask behavioral or situational questions because they have past experience. 
· Create benchmark answer-Here Organization develop the benchmark answer. Organizations need to set what should be the answer, what the candidates should reply. Organizations create some rank such as good, marginal and poor of the answer. They also rate the answer for example- 5 to good, 3 to marginal and 1 to poor.
· Get Organized- Here Organization select the interview room and decorate it. The room size depends on the number of interviewer, generally organizations should select such a room where there would be no interruption, interviewer and candidate can interact. Interviewer can easily hear to candidate and candidate can hear to interviewer.
· Appoint the interview panel and ask them to conduct interview - Here Organizations appoint the interview board. They select 3 to 5 members in an interview board. As board member organizations select the employees who have knowledge, skill and experience in the area on which employee will be hired and who have the past experience of interviewing. Then the board members ask questions to the candidates. They ask the questions that they make in 3rd step. Each member of the board ask sequentially and record the candidates answer. They also rate on the answer of the candidates individually. Then add all the members given rating. 
· Close the Interview— Close the interview informing to the candidates. Otherwise, candidate will think interview is still going on. End the interview with positive note, if candidate is chosen from interview, then tell him the next step that he needs to do and if he is failed to meet expected answer then inform him diplomatically. 

5. Negotiate Term, Conditions and Benefits-
The candidates who have passed the interview call them to negotiate term, conditions and benefits. They can be known these at the time of the application through advertisements or source of the recruitment, yet to discuss the term, conditions and benefits face to face call them. Here Organizations inform them the working conditions what are the rules to maintain, the duty hour and benefits what they will get in return of their performance. 
6. Offer Letter- At the last stage of recruitment and selection Organizations provide offer letter. Here they offer the employees who are agreed with organizations term, conditions and benefit. In the offer letter there are the joining date, the position of the employees, the duty location of the employees.


[bookmark: _Toc155097059]4. 3 Orient New Employees with Work Environment 

To ensure effective Talent Management and get competitive advantage, Organizations need to orient new employees with the workplace. Employee orientation is a process through which new employees are introduced to their duties and job environment, their department, colleagues etc. (Team, 2023).
 Here Organizations give new employees various information such as- computer password, email access etc. that they need to do the duties. The first part of the orientation is done by explaining basic matter like working hour and benefits. Then the supervisor continues the orientation process with explaining the Organization’s department, introducing with the colleagues and working environment (DESSLER, 2016).Orientation is done for the below reasons-
· To feel new employee like at home and part of the Organization. New employees feel hesitation and confusing whether they can match with job environment or not. That’s why to remove these feeling, organization orient new employees. 
· Providing new employee the basic information and tools such as- computer password, email access, personal policies etc.
· Helping the new employees to understand the Organization in a broad sense like its past, present, culture, strategies and vision of the future. 

[bookmark: _Toc155087904][bookmark: _Toc155097060]4.4 Training and Development

[bookmark: _Toc155097061]4.4.1 Definition of Training and Development

Training means giving new or current employees the skills that they need to perform their jobs. It is also defined as the human resources development (HRD) that means develop the employees to remain competitive in the market (Vinesh, 2014). It focuses on developing the employees for both their present and future jobs.
[bookmark: _Toc155097062]4.4.2 Training Process— 
Training is not like that whenever organizations want, they arrange it. For arranging they follow some steps such as-
1. Conducting Training Need Analysis- Firstly, Organizations conduct the training need analysis. Training need analysis means identifying whether training is needed or not (Darkwa, 2016).  When Organizations conduct training need analysis, they focus on both future training need and current training needs.
· Future Training Need for New Strategy- Organizations often formulate new strategy and change current strategy for business growth or to cope up with environment change. When they formulate a new strategy, they need to do new work, need new skills, knowledge. They do these new duties by shifting current employees to new duties and sometimes by hiring new employees. Whether they try to fill the gap of new duties required KSAs by current employees or new employees these current or new employees need to achieve these new KSAs. By training Organizations help new or current employees to achieve these knowledge, skill and abilities. 
· Current Employees Training Needs- Employees are hired to do organization’s jobs and they try to do their job duties at their best. Yet sometimes their performance is not the level that Organizations expect to get, there are occurred performance deficiency. If the deficiency is occurred due to lack of employees Knowledge, skill and experience then Organizations fill the deficiency by providing training to current employees.  Here to understand the training need organizations analyze the employee performance and compare the performance with expected performance. If there are any deficiency due to lack of KSAs then training is needed.  

2. Designing the Training Program –Designing training program means planning the overall training program including selecting training topic and objective, selecting and decorating training room and selecting delivery methods (Darkwa, 2016). Before arranging the training program organizations design the training. Organizations design training program by-
· Selecting training topic, area and objectives-Firstly Organizations select the training topic, they find out the area where employees have lack and the objectives of the training. They find out what will be the development in employees KSAs and how performance will be affected, what change occur in the employee performance compared to before training.  
· Selecting and decorating training room- Here Organization select the training room.  Organizations select the interview room based on the number of trainees, method of the training etc. Organizations should select such a room where there would be no interruption, trainer and trainee can interact. Trainer can easily hear and see to trainee and trainee can hear and see trainer. 
· Selecting the method of training-Organization complete designing of training by selecting the method of training. There are many methods of training such as- On the job training, lecture method of training, apprenticeship training, job instruction training, programmed learning, behavior modeling etc. Organizations select method based on the number of trainees, level of KSAs, topic and learning objectives, organization’s financial stability etc.

 For example- for new and large number of employees, to provide basic knowledge about job, organizations select lecture method because by lecture method Organization can give a large number of employees training at a time.
3. Implementing the Training on Method-After completing the design of training program Organization go for the implementation of training program. Here Organization implement training by the method that is selected at the time of training design (Darkwa, 2016). Organizations train employees by the following methods-  
1. On the Job Training 
In, on the job training, organizations provide the trainee a workplace. During the course of this process a trainee is given a hands-on experience of tools, techniques, machinery, software, materials or equipment. This training is provided by the co-worker, training or professional trainers (Rao, 2008). The motive of on-the-job training is to train the workers on a certain skill set which they will use in daily tasks. Organizations give on the job training by the following way- 
· Coaching- In coaching, training is given by the senior employee or internal trainer to the new recruit. The trainee can solve their queries and do hands-on through the demonstration and instruction given by their seniors.
· Mentoring- In mentoring, training is given by manager or internal trainer who are well-known in their daily tasks. Here Organization train employees based on a one-to-one training method where the trainer is considered as a mentor who guides trainees in the situations of difficulty.
· Job Rotation- In job rotation, the new recruits are shifted to other connected job roles at planned intervals to make them well-versed in different job backgrounds. It helps them to learn new tools and technologies and perform multiple tasks if needed. They can also make good networks with other people in the Organization. 
· Understudy- In this method, the senior employee trains an assistant or subordinate to perform their tasks and duties in-case that former vacates their position due to transfer, promotion, death or retirement. 

2. Behavior Modeling- 
Behavior Modeling is one the most widely used, well researched and highly regarded psychologically based training method. Here organizations teach the trainees the behavior that they expect, gives trainees the chance to practice, role-play those behavior and provide feedback (Rao, 2008). In behavior modeling organizations give trainees training following the below things –
· Modeling- Firstly Organizations show trainees live or video examples showing models behaving effectively in a problem situation. 
· Role playing- Then trainee play a role like the way organizations show them though the video or live.
· Feedback- Trainer give feedback on trainee’s role playing. They praise if it is right and solve if they make mistake. 
· Transfer of Learning- Lastly trainer motivate the trainees to use their learning in job.

3. Programmed Learning 
Programmed learning is a step by step self-learning method (DESSLER, 2016). Here Organization train employees by —
· Providing questions, fact or problems to the trainees. Here organizations ask questions on the training topic to the trainee. 
· Waiting for the trainee response. Instructors don’t answer first, they find whether trainees can give answer or not. 
· Providing feedback on trainee’s accuracy of answers and give instructions on what to do next.

4. Job Instruction Training 
In Job instruction training (JIT) Organizations provide training to a new employee step by step by a supervisor or colleague. Organizations use JIT for the jobs that need low and manual skills such as factory workers. Organizations give JIT based on real time and real workplace. As a result, trainee get both training and hands on experience during the training time. Organizations provide this training, one to one basis as well as one to many. 
5. Lecture Method
In lecture method, organizations appoint an instructor and that instructor provides knowledge about job through speech to a large number of trainees (Suyal & Singh, 2021).  Here, Organizations decorate training room like a classroom and instructor work like a teacher. Trainers give speech on the training subject. By motivating and creating team among the trainees it can be successful and it save money as Organization give training a large number of trainees at a time.
6. Cross-training
In cross training, Organizations train one job’s employee on another job to achieve knowledge, skill and experience of new job (Rao, 2008). It is useful for employee personal growth because through cross training employees learn new skills to increase their experience within the organization, or change to the job that they feel is more suitable and better future.
7. Apprenticeship Training 
Apprenticeship training consist of on-the-job training and the classroom training. Firstly, Organizations give knowledge to employees about the job in a classroom then tell them to do practically in the workplace. Generally, it is given to the technical employees such as mechanics, electricians, welders, etc. It continues for 4-5 years until the employees become an expert in his field. 
[bookmark: _Toc153099477][bookmark: _Toc153099695][bookmark: _Toc153099873][bookmark: _Toc153266733][bookmark: _Toc153266891][bookmark: _Toc153267001][bookmark: _Toc153273060][bookmark: _Toc153273123][bookmark: _Toc153277440]8. Case Studies
Case studies method is used for improving judgmental thinking, case solving, and analytical skills. Here Organizations present a scenario and trainee read the scenario and then analyze and solve them. It can be individually or in a group. 
[bookmark: _Toc155087907]
[bookmark: _Toc155097063]4.5 Evaluation of Employees Performance 
Evaluation of employee performance means determining and measuring employees previous or current performance compared to his or her standards performance. It is structured to determine each employee contribution to the organization (Islam & Rasad, 2006).
Organizations evaluate employee’s performance for the following reasons-
· Most Organizations give various rewards such as base pay, promotion and retention decision based on employee’s performance (Islam & Rasad, 2006). If organizations don’t evaluate employee performance then they cannot determine employees benefit and take these decisions properly. 
· Through performance evaluation Organizations can identify better performer and poor performer. When Organizations identify better performer, they praise them that motivate them to stay in the Organization, if organizations don’t motivate better employees and recognize their contribution, they will leave the Organization. To motivate and retain top performer Organization evaluate employee’s performance. 
· In the performance evaluation, organizations match employee’s actual performance with the standard performance. If there are any gap then deficiency occur and if the deficiency occurs due to lack of KSAs, work experience then organizations understand there are required training for removing the deficiency. To understand the requirement of training needs (Islam & Rasad, 2006), organizations evaluate employee’s performance. 

[bookmark: _Toc155097064]4.5.1 Steps of Performance Evaluation

Organizations evaluate employee’s performance following 4 steps (DESSLER, 2016) such as-
· Setting Performance Standards- Firstly Organizations need to set a standard of employee performance. Here they inform employees what they expect from them and how their performance should be.
· Finding Employees Actual Performance – Here Organization find out the actual performance of employees. They determine what the employees have done. Organizations find out employee performance through performance appraisal form, observation, subordinates, supervisor and so on.
· Measuring Employees Performance – Here Organization measure employee performance by comparing the actual performance with the standard performance.
· Providing Feedback- Lastly organizations provide feedback to the employees about their performance. If there are gap between actual performance and standard performance then there are deficiency in the performance, when deficiency occur organizations tell them to achieve the standard performance and if there are no gap between actual performance and standards performance then organizations praise employees and motivate them to continue that performance in future.     

[bookmark: _Toc155097065]4.5.2 Techniques of Employees Performance Evaluation    
 
Organizations evaluate employee’s performance by following techniques –
1. Graphic Rating Scale 
Graphic Rating Scale is the most simple and popular method of evaluation among the techniques of evaluating employee performance. Here, organizations provide supervisor or rater a printed or online form. In that form there are both the employees name and some evaluation degree such as- quantity of job, knowledge of job, skills, personality etc. (Black & Bright, 2019). Organizations tell the rater to rate the employees by giving a number or rating on each of the degree. 

	



	A Sample of a Typical Graphic Rating Scale

	Name ________________Dept. ______________Date _______________

	Quantity of job
	Excellent 
	Good
	Acceptable 
	Need to update
	Unacceptable 

	Degree of acceptable duties  
	
	
	
	
	

	Opinion:

	Quality of job
	Excellent
	Good
	Acceptable
	Need to update
	Unacceptable 

	 Accuracy of work
	
	
	
	
	

	Opinion:

	Knowledge of work
	Excellent
	Good
	Acceptable
	Need to update
	Unacceptable 

	 Know the facts or factors of the job
	
	
	
	
	

		Opinion:




	Individual qualities of employees 
	Excellent
	Good
	Acceptable
	Need to update
	Unacceptable

	Personality, openness, agreeableness, leadership etc.
	
	
	
	
	

	Opinion:

	Collaboration 
	Excellent
	Good
	Acceptable
	Need to update
	Unacceptable

	Agree to work with colleagues, supervisors, and subordinates
	
	
	
	
	

	Opinion:

	Dependence 
	Excellent
	Good
	Acceptable
	Need to update
	Unacceptable 

	Conscious and accurate at attendance, lunch periods, reliefs etc.
	
	
	
	
	

	Opinion:
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2. Behaviorally Anchored Rating Scale- In a behaviorally anchored rating scale, organizations measure an employee performance by comparing his actual performance with standards performance. Here Organizations use a rating system, for example- ranging from 5 to 9 that indicates different level of performance from poor to outstanding. The managers or supervisors who evaluate employee performance firstly identity all tasks that an employee need to do and then set the rating on specific behaviors to all grades from 5 to 9 (Black & Bright, 2019).
Example 
Implementing behaviorally anchored rating scale for salesperson role-
Rating-5: The salesperson is conscious about their phone while customers call and want to know about products.
Rating-6: The salesperson shows customers how products work and how they can be benefited by the products but sometimes make mistake on showing accurately.
Rating-7: The salesperson correctly answers all customer questions on that they ask and on the goods they want to buy.
Rating-8: The salesperson uses different sales techniques such as fall the customers in imagination like what will be the beneficiaries of their products using.
Rating-9: The salesperson answers customers all questions accurately and increases their motivation buy showing the usages way of the products on that they are interested. 

[bookmark: _Toc153099479][bookmark: _Toc153099697][bookmark: _Toc153099875][bookmark: _Toc153266735][bookmark: _Toc153266893][bookmark: _Toc153267003][bookmark: _Toc153273062][bookmark: _Toc153273125][bookmark: _Toc153277445]3. Behavioral Observation Scales
Behavioral Observation Scale and BARS both determine employee performance by observable behaviors that is related to job. Here organizations rate each behavior on a scale from 1 to 5 based on how much time employees show the behavior in job (Black & Bright, 2019). Then organizations add each behavior rating to evaluate each employee performance. 

	Behavioral Observation Scale for Managers: Overcoming Resistance to Change

	
	Almost Never
	Often
	Usually 
	Frequently 
	Almost Always

	1. Providing  details knowledge about the change to subordinates
	1
	2
	3
	4
	5

	2. Describe the necessity of change
	1
	2
	3
	4
	5

	3. Tell the employee how the change will affect them
	1
	2
	3
	4
	5

	4.Take the opinion from the subordinates 
	1
	2
	3
	4
	5

	5. Motivate the subordinates in bringing change
	1
	2
	3
	4
	5

	6. Arrange a meeting with the subordinates to train on the change.
	1
	2
	3
	4
	5

	Total:
	6–10
	11–15
	16–20
	21–25
	26–30

	
	Below sufficient 
	Good
	Better
	Excellent
	Superior
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Organization use Management by Objectives technique for evaluating performance for the jobs that is quantitative. Here both supervisor and employees set goals and objectives for achieving that employees will work during the coming year. Organizations set goals that are related to the Organization and within capabilities of the employee.

	MBO example for Sales Executive 

	Goals identification 
	Goal
	Actual Performance
	Variance

	1. Amount of sales calls
	40
	38
	95%

	2. Amount of new customers communicated
	10
	10
	100%

	3. How much customer objection 
	5
	10
	50%

	4. Sales of product #1
	10,000 units
	11,000 units
	110%

	5. Sales of product #2
	15,000 units
	14,000 units
	93%

	6. Sales of product #3
	25,000 units
	30,000 units
	120
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4.6 Compensating Employees 
To make Talent Management effective, Organizations compensate employees. Compensation means providing both monetary and nonmonetary benefit that employees are given in return for performing work (PATNAIK & PADHI, 2012).
Organizations compensate employees for the following reasons-
· Recognizing employee performance- Employees work for the Organization and they want recognition of their performance. Organizations give employees both monetary and nonmonetary rewards recognizing their performance. 
· Retaining the top performer- Organizations compensate the employees based on their performance. They compensate top performer more compared to poor or average performer. As a result, top performer become pleased and stay in the Organization. 
· Motivated the Employees – When Organizations compensate employees based on their performance both top performer and poor performer become motivated. Poor performer motivated to develop the performance because they know Organizations will compensate for developing performance and top performer become pleased as well as motivated to keep the same performance in future. 

[bookmark: _Toc155087911][bookmark: _Toc155097067]4.6.1 Compensation Strategy Decision 

When Organization formulate compensation strategy they need to follow the following things-
1.  Ensure Organization’s competitive business strategy and HR strategy support Compensation Strategy- To get competitive advantage over the competitor organization formulate low-cost strategy or differentiation strategy as business strategy. They also formulate the Human Resource strategy based on which they decide how many employees they will hire, what level of employees they will hire. Organizations formulate such a compensation strategy that is supported by organization’s business strategy and HR strategy (Martocchio, 2016)
For example- If organization formulate low-cost strategy, their compensation strategy will be compensated employees at a low rate. If they paid higher to employee, it will not match with their business strategy. 
2. Does Compensation practices directly effect on employee behavior and performance or not- Organizations should practice such a compensation strategy that will directly affect on employee behavior so that that behavior effect employee performance positively (Martocchio, 2016). Organizations need to practice higher compensation than competitors at least market competitive compensation. Otherwise, employees will be demotivated, their performance will be poor and they will try to go where there are higher payment. If the employee is top performer but organization give lower payment then competitors will snatch the top performer by giving higher payment. 
[bookmark: _Toc155087912][bookmark: _Toc155097068]4.6.2 Structures of Compensation System—
Employees work for the Organization and in return they expect both monetary and nonmonetary benefit. Organizations provide core compensation as monetary rewards and employees benefits such as discretionary benefit, legally required benefits as nonmonetary benefits. 

[bookmark: _Toc155087913][bookmark: _Toc155097069]4.6.2.1 Core Compensation— 
Organizations give core compensation in two way- Base pay and base pay adjustments over time.
1. Base pay- Base pay indicates the benefits that Organizations give employees as long as they work for the Organization. Organizations determine the base pay based on some compensable factors such as- employees knowledge, skill and abilities, working conditions, working difficulties and work importance to the Organization (Martocchio, 2016). Organizations give base pay in two forms.
1. Hourly Pay- Here Organization pay employees based on working hour. 
2. Salary- Here Organization pay fixed amount of money on monthly basis. There are fixed working hour for example- 9.30 am to 5.30 pm. 
2. Base Pay Adjustments over Time- Base pay adjustments over time means increasing the amount of base pay. Organizations do base pay adjustments in following payment-
· Cost of living adjustments (COLAs)- In cost of living adjustment, Organizations increase the base pay due to the price increases. Every year there are increasing price. As a result, employee’s purchasing power decreases and they fail to maintain standard living. That’s why organizations increase employees base pay due to inflation and help employees maintaining a standard living (Martocchio, 2016).
· Seniority Pay- In seniority pay organizations increase employees base pay according to their length of service in the Organization. Senior employees are regarded as human capital (Martocchio, 2016) because they are experienced, have higher KSAs, know the Organization’s culture, vision and mission. To retain these employees, organizations need to increase their base pay, otherwise they will leave the Organization. 
· Merit Pay-Here Organizations increase employees base pay due to excellent efforts of results and motivates future performance.
· Incentives Pay- In incentives pay, organizations rewards employees for achieving pre-determined work objective. Here Organization don’t increase base pay permanently but give temporary benefit for the achievement of standards according to predetermined formulated formula, personal or team goal.
· Person focused pay or competency base pay- In person focus pay, organizations provide benefit to employees for achieving new knowledge and new master skill. When employees learn a new thing or achieve a new skill Organizations need to recognize that learning or skill cause employees new learning and skill will affect the performance positively and organizations will be benefited.   
[bookmark: _Toc155087914][bookmark: _Toc155097070]4.6.2.2 Employee Benefits- 
Besides paying core compensation organizations provide a variety of employee benefits to attract and keep top talent. This boost employees moraly and productivity and show that they care about the well-being of their employees. Organizations provide following benefits-
1. Health insurance- It is one of the most common and important things that organizations give. Organizations generally provide medical, dental, and vision costs for employees and sometimes their dependents as health insurance (Verlinden, n.d.)
2. Plans for retirement- Employers provide various retirement plans and pension plans as benefit. These plans help employees for retirement benefits (Verlinden, n.d.). 
3. Paid time off (PTO)-Organizations give employees vacation, sick, and personal days as benefit. At these days they can take off from work and yet get money like working hour (Bester, 2023).
4. Flexible work Time- Organizations offer flexible working time such as flexible working hour or part-time work. This offer help employees to keep a balance between their work and personal task (Bhat, n.d.).
5.  Disability insurance- Disability insurance cover income when an employee can’t do work at time of illness or injury (Bester, 2023). 
6.Life insurance- Life insurance helps an employee family financially when an employee is dead. 
7. Wellness programs- Organizations give gym memberships, on-site fitness classes or health coaching as wellness benefit. These programs ensure employees well health and save organization’s money on medical cost (Bhat, n.d.). 
8. Childcare benefits- Organizations offer childcare benefits such as on-site daycare or referrals. These help working parents in maintaining balance between job and family. 

[bookmark: _Toc155087915][bookmark: _Toc155097071]4.6.3 Compensation System Designing Elements –
Organizations design Compensation System based on-
1. Internal Consistency Firstly, Organizations consider internal consistency when they design Compensation System. Internal Consistency means the value of each job within organizations. It represents the job structure of an organization. The job that has more duties and that is more complex and to do a job that need more qualifications organizations should pay more than jobs that need lower qualifications and that has few duties (Martocchio, 2016).Internal consistency help organizations to recognize differences of job and pay accurately. Job analysis and job evaluation help to be internally consistence.  Job analysis find out Organization’s duties, responsibilities and required knowledge, skill, abilities, work experience, educational qualification etc. and job evaluation help organizations to pay employees based on their performance.
2. Market Competitiveness 
When Organization design Compensation System they consider market competitiveness. Market competitiveness means providing salary comparable to other employers in the market.  Competitive pay includes more than money and being competitive is being different by providing benefits and bonuses such as flexible work, paid family leave and career development plans etc. Organizations need to design market competitive compensation for a similar job. Otherwise employees will be demotivated, their performance will be poor and they will try to go where there are higher payment. If the employee is top performer but organization give lower payment then competitors will snatch the top performer by giving higher payment. 
3. Recognizing Employee Contribution
 Organizations recognize employee contributions through pay structures. Pay structures represent pay rate differences for unequal jobs. Pay grades and pay ranges are two forms of pay structures.
· Pay grades- Here Organization group jobs based on similar compensable factors (O’Riordan, 2008). 
[image: ]

· Pay ranges- Pay ranges are built on pay grades. Here organizations determine minimum, maximum and midpoint pay rate of employees. For example- Organization determine sales representative salary, the low end of the range is 35,000 BDT in a month and the high end of rang is 65,000 BDT in a month. Then midpoint will be 50,000 BDT monthly.
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[bookmark: _Toc153970826][bookmark: _Toc155097074]5.1 Challenges of Talent Management-

1.Unwillingness to follow systematic process- Talent Management process is a systematic and combination of many steps process such as-Human Resource Planning, recruitment and selection, orientation, training and development, evaluation of performance and compensation. Each step of Talent Management has individual process and system. One step is different from another step. Sometimes Organizations lose the willingness to follow so many process.
2. Budget- To ensure effective talent management organizations need to follow many steps and to make the steps successful organizations need lot of money. Organizations can face the budget problems. 
3. Lack of knowledge, skill and abilities- To make an effective talent management, organizations need to have knowledge about Human resource planning, recruitment and selection, orientation, training and development, evaluation and compensation. They also need previous experience and abilities to make a talent management. Organizations may have lack of knowledge of talent management activities and lack of ability to implement talent management.
4. Lack of support and dedication from employees-In, different case organizations need employees support to make talent management successful. 
For example- doing task and submit the task to supervisor timely to evaluate employees performance. But employees don’t give such support and organizations face problem.
5. Time Limitations-There are many steps of Talent Management. To follow these steps organizations need huge time. But always organizations don’t get so much time that make challenging to follow talent management process.

[bookmark: _Toc155097075]5.2 Recommendations-

1. To make talent management process organizations need lot of money. That money need to allocate before starting the talent management process. 
2. Organizations should train the HR team first who will do the talent management process. Inform and train them which activities are required to do to ensure effective talent management. 
3. As talent management is a time-consuming process, they need to allocate time and plan the steps previously. 
4. All the employees are related with talent management process and their support is also required to make it successful. So, organizations need to ensure the support from the employees. 
5. Ensure the fair activities in recruitment and selection, evaluation of employees performance and compensation. Sometimes there are occurred biasness in these activities.  

[bookmark: _Toc153970828][bookmark: _Toc155097076]5.3 Conclusions-

The area of Talent Management is in its initial phase and significant level of theoretical development is needed. This research is based on the theoretical point of view of talent management. It develops a clear and short definition on talent management from different perspectives. A group of scholars define talent management as a typical practices and functions of human resource management where a group of scholars assumed talent management to design talent pools for exclusive employees who could make a vital change in whole performance and a group of scholars think, talent management focus on key positions which need highly talented employees This report also describe about different activities of talent management such as- human resource planning, recruitment and selection, orientation, training and development, evaluation of performance and compensation.  If organizations practice talent management process effectively then it can be a source of competitive advantage by ensuring recruiting and retaining talented, unique, strategy and business goal achiever employees. I hope this report will guide the Organization how to do talent management process and understand how talent management give competitive advantage. I also think this research will help the researcher for as foundation further research.
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