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Executive Summary
It was a great opportunity for me to work in this project and find out real insights regarding Talent Management prospects in our country. To do my research, I have selected Banking sector of Bangladesh as my focus, specifically IFIC Bank (Primary), Bangladesh Bank (Secondary) and BRAC Bank (Secondary). I have chosen these organizations as they are all highly renowned and reputed Banks in Bangladesh.
My primary focus has been IFIC Bank for conducting this research and to support it I have surveyed more two banks which are Bangladesh Bank and BRAC Bank. The IFIC Bank was established in 1976, as an Investment & Finance Company under arrangement of joint venture with the Govt. of Bangladesh. The Bangladesh Bank is the national bank of Bangladesh that regulates all other existing banks in the country, make and implement policies. It was established in 1972, just after the country got its independence. The BRAC Bank is a part of the Global NGO “BRAC”, which is also the number one NGO in the world, was established in 2001. These three banks are all very renowned and reputed Banks in Bangladesh, also technologically advanced. I have surveyed these banks to get primary data regarding the subject of my report, which is Talent Management and Its implications on firm’s productivity, through formal and informal process.
Talent Management is quite an unfamiliar and also a new concept in the banking sector of Bangladesh. Our country lacks many advanced infrastructures like those in the developed countries. This has a direct impact on the business and service sectors of our country. As Bangladesh is slowly moving towards digitalization and modernization, organizations in both business and service sector are also adopting new concepts to improve their productivity. Talent Management is one of them.
I have prepared this report based on the primary and secondary data that I have collected relating to the subject. I have added my findings at the end of this report along with some recommendations which I thought could be better for improvising the process furthermore.











Chapter One














1.1	Background of the Report
Project report is a mandatory part of the BBA Degree. After completion of all credits, every student is required to submit such a report, based on a topic given by the respected supervisor, focusing on an organization or any specific sector, relating to the student’s discipline. I have been assigned by my respected supervisor, Prof. Dr. Abu Saleh Md. Sohel-Uz-Zaman, to work on this topic “Talent Management and its implications on firm’s productivity” for preparing this report.
In preparing this report, I have selected the Banking sector of Bangladesh as my focus, specifically IFIC Bank (Primary), Bangladesh Bank (Secondary) and BRAC Bank (Secondary). I have chosen these organizations as they are all highly renowned and reputed Banks in Bangladesh.
This report is prepared on the basis of Talent Management practices of the respected banks, specifically IFIC Bank. To complete this report, I have collected data from senior executives of the respected banks, as well as some general employees, and related information from the internet. The purpose of Talent Management is to improve a firm’s productivity.

1.2	Objective of the Report
The objectives of the reports are:
· To know about the Human Resources Policies of the Banking sector in Bangladesh.
· To identify the significance of Talent Management practices to improve firm’s productivity.
· To identify the contribution of Talent Management practices to a firm’s productivity.
· To assess the impact of Talent Management practices on a firm’s productivity.




1.3	Limitations of the Report
The major limitation of this report is that the concept of Talent Management is quite an unfamiliar and also a new concept in the banking sector of Bangladesh. Even though every organization has some individual process of managing their talents but they lack a proper Talent Management process in specific. Yet I have tried my best to gather data through comparing their regular Talent Management practices with ideal Talent Management practices over the world. 
The other limitations are:
· Organizations don’t usually want to disclose their original organizational practices to outsiders.
· It was quite tough for me to get appointments of senior executives for the purpose of my survey, as they tend to be very busy with their regular schedules.
· Organizations don’t usually have a specific evaluation process of such programs in our country, thus failing to provide a clear idea about the outcome.


















Chapter Two













2.1	Research Objective:
1. Find out the Human Resource policies (of the organization) regarding Talent Management: Our first objective is to find out the HR policies of the organizations. Different organizations have different HR policies towards Talent Management. These polices determines how the organization values Talent Management, how the strategies are developed and how are they implemented.
2. How does Talent Management work? : Our second objective is to find out how Talent Management really works for the benefits of the organizations. This implies knowing the pros and cons of Talent Management strategies, the approaches towards developing and implementing such strategies, and the overall procedure of applying such strategies in an organization. 
3. How does Talent Management contribute to the performance of the organization? : Our third objective is to evaluate the contribution of Talent Management strategies regarding the performance of the organizations. This is where we find out the actual benefits that organizations can derive from implementing Talent Management strategies.
4. How does organization measure the benefits of Talent Management? : Our fourth objective is interrelated with our third objective, which is to find out the approaches taken by the organizations to evaluate or measure the benefits of Talent Management. Organizations can adopt different performance measuring strategies to do so.

2.2	Research Methodology
Case Study Methodology: Case study methodology is one of the most popular and commonly used research strategies. In the social and life sciences, a case study is a research method concerning an up-close, in-depth, and detailed assessment of a particular case. For example, a case study in medicine may look at a specific patient a doctor treated, and a case study in business might examine a particular business's strategy. Usually, a case can be almost any unit of analysis, counting individuals, organizations, events, or actions. Case studies can be produced by following a formal research method. 

These case studies are likely to appear in formal research venues, as journals and professional conferences, rather than popular works. Case study research can mean both single and multiple case studies, can include quantitative data, relies on multiple sources of data, and benefits from the prior development of theoretical propositions. Case studies may involve both qualitative and quantitative research methods. Single-subject research provides the statistical framework for making assumptions from quantitative case-study data. Another suggestion is that case study should be defined as a research strategy, an empirical inquiry that investigates a phenomenon within its real-life context (Lamnek and Krell 2010, Yin 2013).
2.2.1	Research Strategy
Case Study
· Research Approach- Induction: Inductive approach, also known as inductive reasoning begins with the observations and theories are anticipated towards the end of the research process as a result of observations (Goddard and Melville 2004). Inductive research “involves the search for pattern from observation and the development of explanations – theories – for those patterns through series of hypotheses”. No theories or hypotheses would apply in inductive studies at the beginning of the research and the researcher is free in terms of altering the direction for the study after the research process had commenced (Bernard 2017).
· Research Process and Exploration: In scientific research, exploration is one of three purposes of empirical research (the other two being description and explanation). The term is often used metaphorically. For example, an individual may speak of exploring the Internet, etc (Wikipedia 2020).
· Data Collection: Data collection refers to collecting necessary data for research completion through various sources. Here I have collected data through the following sources-
1. Top Management Interview: Interviewing the senior executives of the organizations.
2. Archival Research: Going through archived data gathered by primary and secondary sources.
3. Policy Paper Analysis: Analyzing the Human Resource policies of the organizations.
· Data Analysis-Thematic Analysis: Thematic analysis is one of the most common forms of analysis within qualitative research. It emphasizes identifying, analyzing and interpreting patterns of meaning (or "themes") within qualitative data (Guest, MacQueen et al. 2012) (Braun and Clarke 2006).
To conduct this research, I have chosen the Interview method, to specify Non-standardized, one to one interview (senior executives). I have also interviewed a focus group (general employees). 
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Figure 1: Types of Interviews (Saunders et al., 2012)

To clarify, the reason behind choosing a non-standardized or qualitative interview method; the purpose of the research; the significance of establishing personal contact; the nature of the data collection questions; length of time required and completeness of the process.
I have chosen to go for semi-structured open ended questions because they provide you with the opportunity to ‘probe’ answers, where you want your interviewees to explain, or build on, and their responses. This is important if you are adopting an interpretive epistemology, where you will be concerned to understand the meanings that participants ascribe to various phenomena. Interviewees may use words or ideas in a particular way, and the opportunity to probe these meanings will add significance and depth to the data you obtain. They may also lead the discussion into areas that you had not previously considered but which are significant for your understanding, and which help you to address your research question and objectives, or indeed help you formulate such a question.





























Chapter Three














3.1	Literature Review
Talent Management means hiring the right people, having the right skills into the right job. It refers to identifying a person’s inbuilt skills, traits, personality, and offering him a corresponding job. Every person has a unique talent that matches to a specific job profile and any other job position will cause uneasiness both to the individual and to the organization. Therefore it’s crucial that organizations focus on attracting and retaining talent that perfectly matches their goals. A wrong fit will cause in future odds like rehiring, retraining and other inefficient activities. Talent Management is advantageous to both the business and the employees. The business profits from increased output and capability, a better connection between individual’s efforts and organizational goals, dedication of esteemed employees, reduced turnover, etc. Employees benefits from higher motivation and commitment, career development, increased knowledge about contribution to company goals, sustained motivation, job satisfaction, etc (Kasar 2008-10).
Talent indicates a capability to learn and develop in the mug of latest challenges. Talent talks more about upcoming potential than old track records. So talent is likely to be calculated in having certain features, such as keenness to take risks and gain knowledge from mistakes, ambition and competitiveness, ability of focusing on large picture issues, awareness about their individual strengths and weaknesses, and impact on others.
A number of Talent Management procedures need to be in place in a tactical level in order to ensure its success. Such procedures might include- talent identification, recruitment and assessment, competency management, performance management, career development, learning management, compensation, succession planning, etc (Kasar 2008-10). Companies today face fearsome talent challenges. The ability to sustain a stable supply of critical talent is a challenge facing all organizations worldwide. 
Among the issues impacting the “next generation” workforce are imminent skill shortages, an increasingly cross-generational and diverse workforce, the need for knowledge transfer from retiring baby boomers, and significant leadership gaps.
Intense cost pressure from both traditional and emerging competitors, new markets, and more demanding customers are supplementary essentials that give a new sense of necessity to the concept of talent management (Freidberg and Kao 2008). Often when businesses need to optimize their employees, the majority agree that talent management is of tactical magnitude. To assess the degree to which businesses act on that belief, Hewitt Associates and the Human Capital Institute carried out an inclusive study seeking to evaluate the state of talent management practices in corporations today.
Senior leaders do understand this. In nine out of ten businesses, they consider superior talent offers a very important competitive advantage. They increasingly identify the significant linkage between efficient talent management and business achievement.
The complexity to draw and keep key talent has led businesses to use increased energy and assets on talent-related schemes over the past five years. Vital progress has been made on a range of talent management fronts from getting introductory programs in place to creating and deploying new programs, such as elevated latent development, leadership development, and succession planning. Nevertheless, most of the development has been made in the executive ranks, with less focus outside the highest executive levels.
The demand for more leadership participation in talent management is driven by the importance of talent strategy development, articulation, and execution. Some leaders are beginning to play an increasingly visible and active role in talent management, understanding that their practices must be matched with these talent strategies in order to have a direct impact on workforce engagement and performance (Freidberg and Kao 2008). It is now proved that Talent Management is essential to increase the overall performance of a firm’s productivity. Companies now are focusing more on Talent Management strategies and are ready to invest time and money to develop and implement such strategies to meet their strategic goals. Quality employees are no longer available in abundance, easily replaceable and relatively costly.
Researchers have found out some basic steps to count while implying Talent Management strategies. They are-
· Hire the right people: Companies need to be careful while hiring people. It would be beneficial for the company to recruit young people and nurture them, rather than substituting them by recruiting from other companies. 
· Keep the promises: Companies should build a sense of loyalty in their employees by keeping the promises made while hiring them. Unfulfilled expectations can cause in job dissatisfaction and leading to decreased work performance. 
· Good working environment: Companies should realize that highly talented employees like to work on their own rules. Therefore employees should be given enough freedom to work with flexibility. The HR policies should be developed in such a way that creates a good working environment for the employees.
· Recognition of merit: Every individual wants his/her talents to be rewarded. Therefore companies should regularly evaluate their employee performances and reward employees with high level of performance or some unique talent. In this way employees will find their talents worthy of contributing for the good of the company and improve themselves further.
· Providing learning opportunities: Every employee should get learning opportunities to develop their talents furthermore. Empowered employees feel much more confident in their work, thus try to contribute more to the company. HR should arrange various training programs to enable learning opportunities for the employees.
· Shielding from high work pressure: Companies need to realize that a stressed mind can never give its hundred percent to its work. Therefore instead of piling up work stress on employees, companies should think of reducing stress from their head. HR should come up with ways that would allow employees to relax, stay energetic and cheerful while doing their jobs (Freidberg and Kao 2008).
3.2	Talent Management Model
Different organizations follow different Talent Management practices aligned with their organizational strategies and goals. Most of them are uniquely designed to match the organization’s purposes. Therefore there isn’t any fixed universal model for Talent Management. Yet, there are some common elements that every Talent Management model consists of. The below model is a simple Talent Management model that consists of basic Talent Management practices that most organizations follow.
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Figure 2: Talent Management Process Model (Business Jargons, 2019)

A simple Talent Management model consists of 5 stages which are-
· Planning
· Attracting
· Selecting
· Developing
· Retaining
Human Resource departments follow these five steps for managing talent in their organizations. The model starts with the Planning stage where HR determines the need and criteria of talents needed for particular job positions, suitable remunerations, etc. then comes the second stage which is Attracting. Here companies try to attract potential candidates for particular job positions. This can be done by offering attractive benefits for the employees, such as- salary, good working environment, company reputation, leaves, extra benefits, etc. Third comes the Selecting stage. In this stage HR goes through a series of internal processes to select suitable candidates for those jobs, considering their talent, merits, personality, passion, ambition, etc. Fourth is the Development stage where HR tries to develop the newly hired employees. HR arranges various training and learning programs for the employees that helps them develop their talents and skills furthermore and perfectly suitable for their assigned jobs. Such employees feel empowered and confident while performing their jobs. It also creates a sense of loyalty in the employees. The last and the final stage is Retaining. This is perhaps the most crucial stage of all. HR creates policies and various strategies to retain talents for as long as possible. This includes creating a perfect job environment for the employees, paying them desired salaries, providing extra benefits, leaves, etc (HRMS 28/03/2019).
Another sort of Talent Management model includes an Integrated Talent Management model which is a bit complex in nature than the simple Talent Management model and also more effective. The model below shows the fundamental and secondary elements of an Integrated Talent Management model (HRMS 28/03/2019).
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Figure 3: Integrated Talent Management Model (Business Jargons, 2019)
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4.1	Findings
I have selected the Banking sector of Bangladesh as my focus, specifically IFIC Bank (Primary), Bangladesh Bank (Secondary) and BRAC Bank (Secondary). I have chosen these organizations as they are all highly renowned and reputed Banks in Bangladesh.
I have tried to gain insights about the Talent Management practices of the respected banks, specifically IFIC Bank. To do my research, I have collected data from senior executives of the respected banks, as well as some general employees, and related information from the internet.
I have prepared a questionnaire consisting five semi structured open ended questions, which were used to interview the senior executives of the respected banks and also a focus group of general employees. As already mentioned in the “Limitations” section, none of the banks in our country has a proper standardized Talent Management program yet. But all of them have some internal practices of managing talent that I have tried to align with standard Talent Management practices. 
The questionnaire consisted of the following questions:
1. Do you think that Talent Management is significant to improve a firm’s productivity?
2. According to you, what are the advantages of using Talent Management?
3. According to you, what are the disadvantages of using Talent Management?
4. What is the Talent Management procedure in your company?
5. How did Talent Management affect your firm’s productivity?
I have collected the answers through face to face interview. To mention, the answers were very much similar to each other with little variations.
While answering the questions, firstly, all of them recognized the significance of Talent Management to improve a firm’s productivity. Secondly, they have identified quite a few advantages of using Talent Management practices in their organizations. Such advantages include- increased productivity and capability of employees, a better linkage between individual’s efforts and business goals, commitment of valued employees, reduced turnover, etc.

Thirdly, they have mentioned some common disadvantages of using Talent Management practices. They are- such practices are often costly and top management often feels reluctant to invest in something that doesn’t provide an immediate outcome. As Talent Management investments are long term investments and the benefits can also be seen in the long run, not immediately. It has also been noticed that, many employees tend to switch jobs after they learn and develop themselves from their current job. Employees feel that shifting job would get them a higher position and larger pay. This is also a factor that demoralizes top management from investing in Talent Management. Fourthly, when asked about the Talent Management procedures in their respected organizations, their answers varied a little from each other. The processes followed by both the private banks are mostly similar, whereas the processes followed by the national bank slightly differed from the other two. The private ones both follow a model very similar to the Integrated Talent Management model, though not entirely. The national bank somehow follows a more traditional approach in managing talent that includes a very competitive exam, mostly academic, and candidates are chosen on the basis of their scores. Then a viva is taken which also focuses on academics primarily. They don’t care much about engaging their employees in learning new skills or developing themselves furthermore, instead they prefer their employees to continue their routine works and get promoted by seniority whereas in the private banks the practice is quite different. They focus more on candidates’ personality and intellectuals, rather than academics. Candidates are screened through different processes, like- group discussions, case study, etc to gain a better knowledge about the individual’s inherent traits, and lastly an interview is taken to consider their match with their desired position. These banks invest a moderate amount of money to develop their employees. Training programs are arranged for new and old employees periodically. Employees are also sent for outdoor training programs. Seniors often works as mentors to guide and teach juniors through firsthand experience. HR tries to retain employees by providing them good working environment, by listening to their unsaid needs, keeping up their promises, providing extra facilities, providing work flexibility, etc. 



4.2	Analysis
As mentioned earlier, I have chosen Thematic Analysis process to analyze the data I have collected through the face to face interviews, archival research and policy paper analysis.
Thematic analysis is one of the most common forms of analysis within qualitative research. It emphasizes identifying, analyzing and interpreting patterns of meaning "themes" within qualitative data. Thematic analysis is often understood as a method or technique in contrast to most other qualitative analytic approaches, such as grounded theory, discourse analysis, narrative analysis and interpretative phenomenological analysis which can be described as methodologies or theoretically informed frameworks for research (they specify guiding theory, appropriate research questions and methods of data collection, as well as procedures for conducting analysis). Thematic analysis is best thought of as an umbrella term for a variety of different approaches, rather than a singular method (Wikipedia 2020).
There are various approaches to conducting thematic analysis, but the most common form follows a six-step process:
1. Familiarization
2. Coding
3. Generating themes
4. Reviewing themes
5. Defining and naming themes
6. Writing up
According to (Saunders 2011) there are different approaches while doing Thematic Analysis.
· An inductive approach involves allowing the data to determine our themes.
· A deductive approach involves coming to the data with some preconceived themes we expect to find reflected there, based on theory or existing knowledge.
· A semantic approach involves analyzing the explicit content of the data.
· A latent approach involves reading into the subtext and assumptions underlying the data.
So here, I have gone with the Inductive and Semantic approach while conducting Thematic Analysis of my collected data. 
4.2.1 Thematic Analysis of collected data
Based on my collected data, I have concluded my analysis with the four following themes-
· Recognizing Importance
· Unfamiliar Concept
· Traditionalist Tendency
· Positive Outcome
Recognizing Importance
Companies (HR) are now recognizing the significance of using Talent Management strategies to improve their productivity. They now realize that attracting and hiring right talent is crucial for betterment and sustainability of their businesses.
Unfamiliar Concept
As Bangladesh is a developing nation, so this is quite obvious that concepts very much popular in developed nations tend to take time to completely emerge in the business culture here. But yet, our country is rapidly moving towards digitalization and due to globalization our business culture is also changing at a fast pace.
Traditionalist Tendency
Even though the HR departments in the companies are very much aware of and feel the importance of Talent Management strategies, but the Top Management is still an obstacle towards implementing such practices entirely. Top Management often loves to stick to their Traditionalist views of conducting businesses instead of changing with the time.
Positive Outcome
After recognizing the need and importance of Talent Management, companies now also recognize the long-term positive outcomes from implementing such strategies. This is a positive sign for Top Management to invest more in such practices.









Chapter Five















5.1	Recommendations
Upon completing this report I have the recommendations, which are-
· HR executives should convey the need and significance of Talent Management practices to the Top Management of their organizations more clearly.
· Top Management should come forward to invest more in Talent Management programs.
· Companies should have a standard Talent Management Strategy aligned with their Business Strategy.
· HR needs to be more careful while analyzing and developing Talent Management strategies.
· HR should come up with more sustainable policies to retain talents in their organization for as long as possible.
· Employees should be more motivated to participate in self development programs.
· Companies can outsource experts while developing Talent Management strategies for their organization.
· Companies should periodically evaluate performance measures to adjust their Talent Management strategies according to their need.

5.2	Conclusion
As Bangladesh is a developing nation, so this is quite obvious that concepts very much popular in developed nations tend to take time to completely emerge in the business culture here. But yet, our country is rapidly moving towards digitalization and due to globalization our business culture is also changing at a fast pace. This applies for programs or strategies like Talent Management too. Companies are now recognizing the significance of using Talent Management strategies to improve their productivity. They now realize that attracting and hiring right talent is crucial for betterment and sustainability of their businesses. Talent Management means hiring the right people, having the right skills for the right job. It implies recognizing an individual’s inherent skills, traits, personality, and offering him a matching job. 

It is crucial that organizations focus on attracting and retaining talent that perfectly matches their goals. A wrong fit will cause in future odds like rehiring, retraining and other inefficient actions. Talent Management is advantageous to both the business and the employees. Talent indicates a capability to gain knowledge and grow in the mug of latest challenges. Talent talks more about upcoming potential than earlier track records. Several Talent Management processes need to be in place in a strategic level in order to ensure its success. Such processes or strategies might include- talent identification, recruitment and assessment, competency management, performance management, career development, learning management, compensation, succession planning, etc. Companies today face fearsome talent challenges. The ability to sustain a stable supply of critical talent is a challenge facing all organizations worldwide. Among the issues impacting the “next generation” workforce are imminent skill shortages, an increasingly cross-generational and diverse workforce, the need for knowledge transfer from retiring baby boomers, and significant leadership gaps. Intense cost pressure from both traditional and emerging competitors, new markets, and more demanding customers are supplementary essentials that give a new sense of necessity to the concept of talent management. Often when businesses need to optimize their employees, the majority agree that talent management is of tactical significance. The difficulty to draw and keep key talent has led businesses to use increased energy and assets on talent-related schemes over the past five years. Noteworthy development has been made on a range of talent management frontages from getting preliminary programs in place to generating and installing new programs, such as elevated possible development, leadership development, and succession planning. However, the majority of the progress has been made in the decision-making ranks, with less focus beyond the top executive levels. It is now proved that Talent Management is essential to increase the overall performance of a firm’s productivity. Companies now are focusing more on Talent Management strategies and are ready to invest time and money to develop and implement such strategies to meet their strategic goals (Kasar 2008-10).
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