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Nothing we do is more 
important than hiring 

people. At the end of the 
day, you bet on people, 

not strategies.

Lawrence Bossidy

“
“
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IDENTIFYING KEY ROLES
AND SKILL SETS

Human resource management relies heavily on a company’s 
ability to identify and fill essential roles; thus, these 
individuals must have the proper skills for the job.

To identify critical positions, companies need to analyze their 
strategic goals and the skills and knowledge required to 
fulfill those goals. A thorough examination of the company’s 
structure, operations, and vital responsibilities can help you 
zero in on those that are important to the company’s success.

After identifying the critical responsibilities, the following 
stage is to specify the expertise needed for each position. To 
do this, we must determine the specific technical, behavioral, 
and leadership abilities required for each job. Determining 
whether education levels, professional licenses, or other 
credentials are necessary for various positions is also a part 
of this process.

Organizations can undertake job assessments, evaluate job 
descriptions, and engage with managers and subject matter 
experts to determine the necessary skill sets. Competency 
models and other tools can help them specify the knowledge, 
abilities, and conduct necessary to excel in each position.
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Succession planning aims to ensure that qualified individuals 
fill critical leadership roles within a company as soon as 
possible. To ensure a seamless transition of leadership when 
senior leaders retire, resign, or otherwise leave the business, 
it is necessary to establish a talent pipeline.

IDENTIFYING AND DEVELOPING INTERNAL
CANDIDATES FOR KEY POSITIONS
One of the most important aspects of talent management 
is finding and nurturing internal applicants for high-level 
roles. The process begins with the identification of high-
potential workers inside an organization. It continues by 
providing those workers with the coaching, mentoring, and 
development opportunities they’ll need to assume leadership 
positions. Organizations can set themselves up for sustained 
long-term success by allocating resources to the training and 
education of their own employees.

SUCCESSION PLANNING
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Performance evaluations, assessments, and talent reviews 
are just some approaches that can be used to find qualified 
internal applicants for crucial roles. To recruit people with 
the right mix of skills, experience, and potential to fill crucial 
roles, they can talk to managers, HR experts, and other 
specialists in the field.

Companies may give their internal prospects a leg up once 
they’ve been spotted by giving them the tools they need to 
grow into strong employees. Mentoring, coaching, leadership 
programs, and in-the-field experience are all examples 
of what this could include. Companies may offer stretch 
assignments and job rotations to assist employees in getting 
the experience they need to thrive in critical leadership roles. 
(Succession Planning | Factsheets | CIPD, n.d.)

CREATING A SUCCESSION PLAN FOR KEY ROLES
Identifying possible successors for vital positions and 
implementing methods to enable a smooth transition when 
senior executives leave the organization is integral to talent 
management. Succession planning helps businesses secure 
their long-term success and develop a robust talent pipeline 
by ensuring that key positions are always staffed with 
competent and qualified employees.

To design a succession plan, an organization must first 
determine which positions are vital to its continued existence, 
then identify candidates to fill those roles, and finally equip 
those candidates with the skills they’ll need to succeed. When 
a top leader departs a business, it’s crucial to have a strategy 
in place for a seamless handoff of duties.

To guarantee that their succession plan is still effective and 
that they are consistently cultivating the talent needed to 
achieve their strategic goals, organizations should evaluate 
and update it on a regular basis. (Succession Planning | 
Factsheets | CIPD, n.d.)
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As part of a comprehensive personnel management 
strategy, monitoring and providing feedback on employee 
performance is crucial. Expectations are established, 
feedback is given, performance is evaluated, and chances for 
growth and development are provided through performance 
management. Feedback is an essential aspect of performance 
management, and it is important to give employees 
timely and detailed feedback to assist them in making 
improvements that will help them reach their objectives. 
An organization’s long-term success can be attributed to 
its ability to effectively monitor and provide feedback on 
employee performance, hence creating a pipeline of skilled 
workers. S. (2021, July 23)

SETTING PERFORMANCE GOALS AND EXPECTATIONS
One of the most important functions of performance 
management is the establishment of clear goals 
and standards against which employee and team 
accomplishments may be evaluated. Employees perform 
better and contribute more when they have defined 
objectives to work toward and a plan on how to get there.

Goals and expectations for performance can be more 
effectively established when they are explicit, measurable, 
and in line with the organization’s strategic aims. Goals should 
be shared openly with staff and should be SMART ( i.e., 
specific, measurable, attainable, relevant, and time-bound).

PERFORMANCE MANAGEMENT
AND FEEDBACK
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Employees’ skills, areas for improvement, and desired future 
roles should all be considered when formulating goals for the 
workplace. This can increase the likelihood that workers will 
actively participate in creating and working toward goals. S. 
(2021, July 23).

PROVIDING FEEDBACK AND COACHING TO
IMPROVE PERFORMANCE
Organizations can aid their employees in skill development 
and goal attainment through performance management 
by regularly providing feedback and coaching. Helping 
employees build the competence required for success is the 
primary goal of effective feedback and coaching, which is 
why it must be targeted, timely, and actionable.

Organizations can improve their feedback and coaching 
practices by establishing performance measures and targets 
that are in line with the organization’s strategic aims. This can 
aid in making sure workers know what to expect and where to 
direct their efforts to get the best results.

Coaching and feedback should be given positively and 
encouragingly, focusing on the employee’s growth and 
success. Those receiving criticism should be given concrete, 
precise suggestions for how to enhance their performance. 
Coaching should be individualized to meet each person’s 
specific needs and should center on helping them acquire 
and hone the knowledge, abilities, and dispositions they’ll 
need to do their jobs well. (Lowisz, 2019)
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For individuals to attain their full potential and make 
meaningful contributions to the company, talent 
development is recognizing and cultivating their skills, 
knowledge, and abilities. Training, mentoring, coaching, job 
rotation, and leadership development are all components of 
talent development.

The most successful talent development initiatives are 
tailored to the unique demands of the company and its 
employees in terms of both the gaps in skills and the abilities 
they now lack. Employees’ strengths, areas of improvement, 
and professional goals should all be considered when 
designing a program to foster their talent.

OFFERING OPPORTUNITIES FOR LEARNING AND GROWTH
Providing employees with avenues for professional 
advancement is a crucial part of talent development since 
it allows businesses to invest in their staff and see them 
flourish over time. Incorporating learning and development 
opportunities into the workplace has been shown to boost 
productivity, morale, and job satisfaction.

Training courses, mentorship relationships, coaching sessions, 
job swaps, and leadership development courses are just a 
few examples of the ways in which businesses can foster 
employee development. These courses can be modified to fill 
in any knowledge gaps or train staff in any areas of weakness, 
and they should be catered to each worker.

To succeed, a company’s learning and development initiatives 
must help workers acquire the knowledge, abilities, and 
attitudes vital to their jobs and the organizational goals they 
help achieve. To guarantee that workers are making success 
in these programs, managers must provide regular feedback 
and coaching. (JOSSO 2 by Atricore, n.d.)

TALENT DEVELOPMENT
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PROVIDING COACHING AND MENTORING PROGRAMS
Supporting employee growth and development through 
coaching and mentoring programs is a smart move for 
any company. Employees can benefit from coaching and 
mentoring programs in a number of ways, including gaining 
new knowledge and skills, boosting their self-confidence, 
and improving their performance in their current and future 
positions with the company.

The primary purpose of most coaching programs is to aid 
employees in developing their abilities and accomplishing 
their objectives by giving them direction, encouragement, 
and constructive criticism. Managers, peers, and outside 
coaches can provide valuable feedback and guidance.
Yet, the goal of most mentoring programs is to connect 
mentees with more seasoned workers who can act as role 
models and sounding boards for the mentee as they advance 
in their careers. Mentoring programs can be an effective 
means by which workers can expand their knowledge and 
develop key professional connections.

Aligning coaching and mentoring initiatives with the 
organization’s strategic goals and tailoring them to target 
specific skill gaps and development needs are essential for 
their success. To guarantee that workers are making progress 
toward their goals, these programs must be individualized 
to meet their specific requirements and be backed up by 
consistent feedback and coaching.
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What is meant by “continuous improvement” is a methodical 
strategy for enhancing the quality and efficiency of a 
company’s goods, services, and operations. Improving entails 
recognizing problem areas, creating plans to fix them, putting 
those plans into action, and checking in on their efficacy 
over time. In order to establish a system of continuous 
improvement, you should:

REGULARLY REVIEWING AND UPDATING TALENT 
MANAGEMENT PROCESSES
Nothing is more critical than regularly reviewing and updating 
your talent management procedures when it comes to 
creating, recruiting, and retaining excellent individuals. Talent 
management strategies need to be flexible so that they can 
respond to shifts in business needs and the workforce.
Talent acquisition, performance management, succession 
planning, and career development are just some of the 
aspects of talent management that should be evaluated as 
part of any review or update. Collecting and evaluating data 
on important performance parameters and benchmarking 
against industry best practices are all essential components 
of this evaluation.

Organizations should create a road map for updating existing 
talent management procedures based on the outcomes of 
the evaluation, complete with new goals and objectives, 
improved processes, and a schedule for rollout. Human 
resources experts and other top-level managers must be 
consulted to ensure the new procedures mesh with the 
company’s long-term objectives. (Gurchiek, 2018)

CONTINUOUS IMPROVEMENT
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MEASURING SUCCESS AND MAKING
ADJUSTMENTS AS NEEDED
Talent management relies heavily on quantitative and 
qualitative evaluations of performance and iterative 
adjustments to strategies. Changes are made based on 
regular evaluations of how well talent management processes 
and initiatives are working to achieve their goals.

Businesses need to have well-defined performance metrics 
and key performance indicators (KPIs) in place so that they 
can assess how well their people management strategies are 
working. Key performance indicators may include employee 
participation, turnover, output, and job performance 
evaluations.

Adjustments in talent management strategy and tactics can 
be made on the basis of these criteria. To do so, businesses 
may need to adjust their approach to hiring, introduce 
innovative methods of tracking employee performance,
or provide training and development opportunities.

It takes a culture of continuous development, where 
the emphasis is on learning and responding to changing 
company demands and worker trends, to make the 
necessary modifications. It also necessitates open lines of 
communication and cooperation amongst workers at all levels 
of the company who are all committed to improving results 
for their colleagues and the business as a whole.
(Notter, 2023)
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Talent management is a crucial function for any successful 
business when it comes to attracting, developing, and 
keeping top people. Businesses can gain an edge in 
the market by adopting many best practices in talent 
management. These practices include:

•     Developing a strong employer brand to attract top talent

•     Implementing effective recruitment and selection
      processes to identify the best candidates

•     Offering competitive compensation and benefits
      packages to retain top performers

•     Providing ongoing learning and development
      opportunities for employees to enhance their skills

•     Regularly reviewing and updating talent management
      processes to align with business goals and changing
      workforce trends

•     Encouraging employee engagement and recognition to
      foster a positive and productive work environment

•     Implementing effective succession planning processes
      to ensure that key roles are filled with qualified internal
      candidates

•     Using data analytics to measure the effectiveness
      of talent management processes and identify areas for
      improvement

By adopting these standards, companies may design a talent 
management plan that contributes to the growth and success 
of their employees and is in line with their overall business 
objectives.

BEST PRACTICES IN
TALENT MANAGEMENT
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The term “onboarding” refers to the steps taken to make new 
employees feel welcome and integrated into the company 
so that they may quickly contribute to the team’s success. In 
most cases, the onboarding process begins well in advance of 
the employee’s first day of work and can last for many weeks 
or months, depending on the nature of the position and the 
company’s onboarding policy. 

OVERVIEW OF THE
ONBOARDING PROCESS
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The onboarding process can include several components, 
such as:

•     Pre-boarding activities, such as completing paperwork
      and preparing the new employee’s workspace

•     Orientation sessions to introduce the employee to the
      organization’s culture, values, and policies

•     Job-specific training to help the employee learn their job
      responsibilities and perform them effectively

•     Introductions to key team members and stakeholders,
      such as managers, colleagues, and clients
•     Ongoing support and feedback to help the employee
      adjust to their new role and navigate any challenges they
      may encounter.

An effective onboarding process can have several benefits, 
including:

•     Improving employee retention and reducing turnover

•     Accelerating time-to-productivity for new hires

•     Enhancing employee engagement and job satisfaction

•     Building a strong employer brand and enhancing the
      organization’s reputation.

An effective onboarding program begins with a well-thought-
out plan that details the program’s goals, timing, and key 
performance indicators. It is also important to get input from 
new hires so that the program can be molded to better suit 
their requirements and expectations as time goes on.
(Maurer, 2021)
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PRE-BOARDING: BEFORE THE 
EMPLOYEE’S FIRST DAY

The term “pre-boarding” refers to the steps taken before an 
employee’s first day on the job. Pre-boarding is a process 
that occurs before a new employee officially starts working 
for an organization to help them get up to speed on their 
responsibilities, feel more comfortable with the culture, and 
have a more seamless onboarding experience. Pre-boarding 
activities can include the following:

SENDING WELCOME EMAILS AND MATERIALS
The pre-boarding procedure is incomplete without sending 
a welcome email and other resources. It’s a great way to 
get new employees excited about joining the company even 
before they’ve started working there. The email of welcome 
should have a personal touch and a kind tone. Details about 
the employee’s first day at work, the supervisor they’ll be 
reporting to, and any other pertinent information can be 
included. In addition, the email may contain references 
to other firm materials, such as the website, social media 
accounts, and employee handbook.

One more approach to making new hires feel welcome is with 
a care gift. T-shirts, coffee mugs with the corporate logo, and 
a handwritten note of congratulations from the boss or other 
coworkers are good examples of such swag. In addition to 
any necessary regulations and procedures, the package may 
include information about the company’s culture, beliefs, and 
history.

Employers may make a good first impression and lay the 
groundwork for a smooth onboarding process by delivering
a thoughtfully curated welcome email and package.
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It immediately makes new employees feel welcome and part 
of the team, which boosts their commitment to the company 
and drive to do well.

PROVIDING ACCESS TO ONLINE RESOURCES
Providing access to relevant web resources is essential as 
part of the onboarding procedure. New employees can 
benefit from these materials as they become acquainted 
with the company, its values, and the expectations placed 
on them in their new position. Learning resources, employee 
handbooks, policy manuals, and other pertinent data can all 
be found online. By having easy access to these materials, the 
organization can ensure that its new hires are fully prepared 
to take on their responsibilities as soon as possible.

New hires can further their own professional development 
through the use of online tools. A company might, for 
instance, provide its new workers with access to online 
training courses to help them acquire or hone relevant 
competencies. Providing new hires with this type of training 
can boost their self-esteem and encourage them to do well in 
their roles.

Remote onboarding, which has taken on greater significance 
in the wake of the COVID-19 epidemic, is bolstered by access 
to internet resources. New workers may get the information 
they need whenever and wherever they need it, thanks to the 
proliferation of online resources, as many businesses now 
operate in a remote or hybrid fashion.

Licensed to Essam Diab, essamdiab88@gmail.com, 06/09/2024



19

ORIENTATION: THE EMPLOYEE’S 
FIRST WEEK

New hires are given an overview of the company’s history 
and values as well as an explanation of their specific 
responsibilities and how they fit into the bigger picture at 
this phase of the onboarding process called orientation. The 
first week on the job is crucial for getting to know a new hire 
and laying the groundwork for future success. Here are some 
key activities that can help make the orientation process a 
success:

INTRODUCING THE COMPANY AND ITS CULTURE
Important steps in the onboarding process include 
familiarizing new hires with the organization and its culture. 
This is a crucial step since it fosters a sense of belonging 
among new hires by familiarizing them with the company’s 
mission, values, and ambitions. An “organizational orientation” 
aims to familiarize new hires with the company’s culture 
and work environment, as well as its history, mission, vision, 
values, and organizational structure.

New hires must receive a consistent and accurate message 
about the firm and its culture, so it is important that this 
process be well-planned and implemented. Training sessions, 
discussions with relevant parties, and the use of internal 
corporate resources like the handbook and intranet are all 
possibilities.

An organization can foster a sense of connection and 
commitment among its new staff members by giving them a 
thorough introduction to the firm and its culture. As a result, 
employee morale and output might rise, resulting in better 
corporate results. (Doyle, 2020)
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REVIEWING POLICIES AND PROCEDURES
The onboarding process isn’t complete without new workers 
reading over the company’s policies and procedures.
It aids in making sure new hires are on the same page as the 
organization regarding goals, policies, and processes and can 
prevent confusion or missteps.

During onboarding, new workers should be given a rundown 
of the company’s policies and procedures, particularly those 
pertaining to safety, security, privacy, and ethical behavior. 
In addition, they should have easy access to documented 
guidelines to consult when issues arise.

To keep them up-to-date and useful, policies and procedures 
should be reviewed and updated regularly. This can assist in 
guaranteeing that new hires are given the most current and 
relevant information possible.

New hires should be given a thorough rundown of the 
company’s policies and processes, including a list of who to 
talk to if they have any questions or complaints. This has the 
potential to foster a climate of accountability and compliance, 
hence reducing the likelihood of problems arising.

By reviewing policies and procedures in detail with new hires, 
companies may boost morale, increase productivity, and 
foster a more secure and ethical work environment.
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ASSIMILATION: THE FIRST
90 DAYS

Three months into their new work, new hires should work 
toward becoming fully acclimated to the company’s 
culture and assigned responsibilities. New hires’ happiness, 
dedication, and productivity, in the long run, have a lot to do 
with the first few months on the job.

New hires need time to get to know their coworkers, get 
constructive criticism on their work, and take advantage of 
ongoing training and development opportunities throughout 
the integration phase. Additionally, they should be given 
measurable objectives and benchmarks against which they 
can evaluate their performance. The following measures can 
aid the success of the assimilation process:

PROVIDING SUPPORT AND GUIDANCE
It is crucial to a new employee’s success in their role to 
get assistance and direction during the integration stage. 
Businesses need to make their new hires feel welcome, 
supported, and prepared for their roles by providing them 
with a variety of resources and guidance.

Assigning a mentor or coach to a new hire is one method of 
offering assistance. Mentors can help by providing advice, 
listening to concerns, and providing insight into issues at 
work. Coaching can also aid workers in expanding their 
toolkits, achieving their objectives, and maximizing their 
potential.

New hires can learn their way around the company and 
get the support they need with the help of regular check-
ins with their managers or supervisors. Managers can use 
these meetings to assess employee performance, provide 
constructive criticism, and discuss any issues that have arisen.
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Moreover, businesses can aid in the professional growth of 
new hires by providing them with training and education 
options. Training in the workplace, classroom instruction, and 
extracurricular activities can fall under this category.

The last thing employers can do to make their workplaces 
friendlier to new hires is to encourage open communication 
and a supportive atmosphere where they may feel safe 
asking for help when needed. All employees, young and old, 
can benefit from this kind of environment that encourages 
lifelong education and growth.

Employers can boost employee retention by fostering a 
culture of inclusion and belonging during the assimilation 
phase by providing orientation, training, and coaching to new 
hires. S. (2023, February 27)

ESTABLISHING GOALS AND EXPECTATIONS
It is crucial to lay out clear objectives and guidelines for new 
hires during the onboarding process so that they know what 
to anticipate and can get off to a good start. Managers should 
help new hires develop a set of well-defined, attainable, and 
quantifiable goals that contribute to the company’s larger 
mission throughout the onboarding process. Employees 
should be provided with the tools and encouragement they 
need to meet these goals, which should be demanding but 
not impossible.

Having a thorough discussion about desired outcomes and 
expected outcomes is crucial. Managers are responsible for 
conveying these objectives and requirements to their staff 
clearly and simply and checking in with them regularly to 
provide feedback and ensure they remain on track. Managers 
should also foster an environment where employees feel 
comfortable asking questions and offering suggestions in 
order to clarify roles and responsibilities.

New hires are more likely to be invested and driven by well-
defined objectives, increasing job satisfaction and output. 
Managers can use this information to spot warning signs 
of poor performance and take corrective action before it 
becomes a major problem. S. (2023, February 27)
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TRAINING AND DEVELOPMENT 
OPPORTUNITIES

Employee and company development are mutually 
dependent on training and education programs. Offering 
these experiences has been shown to raise retention 
rates by boosting employee happiness, engagement, and 
commitment to the company. It can help businesses attract 
and retain a more talented, flexible workforce, boosting 
output and giving the business an edge in the marketplace. 
Various types of training and development opportunities can 
be offered, including:

OFFERING ON-THE-JOB TRAINING AND COACHING
Staff members can learn a lot from being coached and 
trained on the job. One way to acquire new abilities is through 
“on-the-job training,” which entails doing the job itself while 
gaining experience and instruction. This method has the 
potential to be successful since it promotes the immediate 
application of lessons learned and the development of 
practical skills. On the other hand, coaching pairs workers 
with knowledgeable individuals who can aid in skill 
development through instruction and feedback.

In order to deliver valuable on-the-job training and coaching, 
businesses must first determine the training needs of 
their staff, establish attainable goals, and offer regular, 
constructive feedback. It is also crucial to establish a safe 
space for employees to experiment and grow from their 
missteps. When a coach has worked in the same field or in 
a similar position, they can provide invaluable insight and 
guidance.
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Both employees and employers gain from opportunities for 
training and mentoring in the workplace. As a result, both 
the employee and the company benefit from the acquisition 
of new abilities. Employee retention can be improved by 
investing in their professional growth, which can boost their 
job happiness and motivation. (Chand, 2014)

PROVIDING OPPORTUNITIES FOR
PROFESSIONAL DEVELOPMENT
The talent management process relies heavily on the 
availability of training and advancement opportunities. 
Workshops, training programs, conferences, and continuing 
education courses are all examples of professional 
development opportunities. Employees can benefit from 
these chances to learn new information and develop abilities 
that are directly applicable to their jobs, and they can also 
use these experiences to lay the groundwork for future 
promotions.

Businesses that invest in their employees’ professional 
growth get rewards. Workers who have access to training 
and other forms of professional growth are more likely to feel 
appreciated and invested in their jobs. Furthermore, if people 
believe they can advance in their current position, they are 
more inclined to remain in their current job.
Investing in employees’ professional growth has increased 
both their competence and dedication to the company. It 
can also improve an organization’s standing as an employer 
of choice and attract more qualified candidates. Companies 
that invest in their employees’ professional growth can better 
adapt to the dynamic nature of the modern business world 
and achieve their goals.

Organizations that want to effectively provide professional 
development opportunities for their employees should do 
so by first assessing the learning needs of their workforce, 
then establishing specific goals and objectives, and then 
conducting an evaluation of the program’s success. As a 
result, businesses should provide numerous training options 
to cater to their employees’ varying skill sets.
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BEST PRACTICES IN
ONBOARDING

The most effective methods of welcoming new employees 
into an organization are those that set them up for success 
and encourage them to stay. Here are some key best 
practices in onboarding:

•     Preparing for the employee’s arrival includes setting
      up their workspace, IT access, and necessary tools and
      equipment ahead of their start date.

•     Providing a clear onboarding plan: A comprehensive
      onboarding plan should be developed that outlines the
      key tasks and objectives for the employee’s first
      few weeks and months, including introductions to key
      stakeholders and team members.

•     Engaging the new employee from day one can include a
      welcome message from the CEO, team lunches, and social
      activities that help the employee feel like they are part of
      the team.

•     Assigning a mentor or buddy: Having a designated
      mentor or buddy can help new employees navigate the
      company culture, ask questions, and develop relationships
      with their colleagues.

•     Offering ongoing support and feedback: Regular check
      ins with the new employee can help address any issues
      and provide opportunities for feedback and coaching.

•     Measuring success: Collecting feedback from new
      employees on their onboarding experience can help
      identify areas for improvement and refine the onboarding
      process.

Companies that adopt these standards will provide solid 
groundwork for their new hires, increasing the likelihood that 
they will stay with the company and contribute to its success.
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TECHNOLOGY AND TOOLS FOR 
TALENT MANAGEMENT AND 
ONBOARDING

Effective personnel management and onboarding rely 
heavily on technological resources that help expedite and 
standardize the processes involved. Here are some of the 
commonly used technology and tools:

EXPLAIN HR INFORMATION SYSTEMS (HRIS)
Human Resources Information Systems (HRIS) are 
software programs used to automate and manage various 
HR operations. These operations include payroll, benefits 
administration, recruitment, performance management, 
training, and development. Human resource management 
can benefit from these technologies since they automate 
previously manual steps, increase precision, and decrease 
paperwork.

Human resource information systems (HRIS) typically have 
a centralized database whereby authorized users store and 
control sensitive employee data. Moreover, the systems come 
equipped with several reporting features that HR managers 
can use to compile reports on employee performance, 
attendance, remuneration, and more.

In order to provide real-time data updates, remote access, 
and seamless interaction with other business systems, many 
modern HRIS systems are hosted remotely and accessible 
over the internet (sometimes known as “the cloud”). Mobile 
applications are a feature of some HRIS software that allows 
staff and managers to access data and do HR-related tasks 
even when they are not at their desks.
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APPLICANT TRACKING SYSTEMS (ATS)
Many businesses use an Applicant Tracking System (ATS) 
to streamline their hiring procedures. Job advertisements, 
candidate research, application evaluation, interview 
scheduling, and offer management are just some of the 
recruitment processes that may be streamlined with the help 
of an applicant tracking system (ATS).

Automating many of the administrative activities associated 
with hiring—such as tracking applicant data, updating job 
advertisements, and delivering customized reports—is the 
primary goal of an applicant tracking system. In doing so, 
recruiters and hiring managers can concentrate on more high-
level activities, such as candidate interaction and selection.
Keyword scanning is commonly used in applicant tracking 
systems (ATS) to filter and sort applications according to 
specific job requirements, speeding up the identification 
of top applicants. Some applicant tracking systems (ATS) 
also use AI and machine learning algorithms to improve the 
screening process and provide better recommendations 
about potential candidates.

Licensed to Essam Diab, essamdiab88@gmail.com, 06/09/2024



28

LEARNING MANAGEMENT SYSTEMS (LMS)
An LMS, or Learning Management System, is software 
designed to organize and distribute educational content and 
instructional videos online. A learning management system 
(LMS) is a hub for coordinating and reporting on classroom 
instruction, online courses, webinars, and other blended 
learning formats.

Online education is aided by the many features offered by 
learning management systems (LMSs). These include tools for 
creating and delivering courses, managing students, keeping 
tabs on their progress, and evaluating their work. Learning 
management systems (LMSs) include tools like social 
learning, group work, and game mechanics to pique students’ 
interest and improve their education.

Learning management systems (LMSs) are now crucial 
for companies to implement successful training and 
development initiatives. They make it possible for businesses 
to deliver consistent, high-quality training materials, monitor 
the success of training initiatives, and keep tabs on the 
development and advancement of their employees. Thanks 
to these tools, training may now be completed at the 
employee’s convenience, at any time, or at any location.

Licensed to Essam Diab, essamdiab88@gmail.com, 06/09/2024



29

PERFORMANCE MANAGEMENT TOOLS
Tools for managing and assessing employee performance, as 
well as enhancing it, are known as performance management 
tools. By consolidating the steps involved in performance 
management—including goal-setting, assessments, feedback, 
and coaching—this suite of programs makes it easier for 
businesses to achieve their objectives.

Tracking performance, setting and achieving goals, providing 
feedback, and generating reports are all standard elements 
of performance management software. These resources 
make it simple for supervisors and workers alike to monitor 
development in the direction of set objectives, offer 
suggestions for enhancement, and address weak spots.
A complete talent management solution can be achieved 
by integrating performance management tools with other 
HR systems like HRIS and ATS. They aid businesses in 
minimizing administrative burdens, increasing openness and 
responsibility in performance management, and standardizing 
the process.

Oracle HCM Cloud, SAP SuccessFactors, Workday 
Performance Management, and BambooHR are some 
prominent performance management platforms available 
today. Tools like this are made with the idea that businesses
in all fields and of all sizes will use them.
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BEST PRACTICES FOR
DIVERSITY, EQUITY, AND
INCLUSION (DEI) IN
TALENT MANAGEMENT

Key elements of effective personnel management include 
diversity, equity, and inclusion (DEI). Integrating DEI into 
the workplace means fostering an environment where all 
employees are valued and respected. Below are some best 
practices for integrating DEI into talent management:

ENSURING A DIVERSE AND INCLUSIVE HIRING PROCESS
In order to effectively manage talent, it is crucial to 
implement a fair and open procedure for employing new 
employees. Employees from a wide range of backgrounds 
can provide a company with fresh insights, views, and 
approaches to solving problems. The employment process is 
only one place where firms can make strides toward this goal 
of more diversity and reduced bias.

The hiring process can be improved to be more open 
and diverse by revising and updating job postings and 
requirements to reflect modern workplace realities. 
Businesses can tap into a wide range of approaches and 
resources to find qualified applicants. Interviewers must be 
taught to spot and prevent unconscious bias and employ 
standardized, organized interviews that center on relevant 
skills and experience.
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Employers can further improve their chances of attracting 
and retaining a diverse workforce by implementing diversity 
and inclusion initiatives and programs. Employee resource 
groups, diversity training, mentorship and sponsorship 
programs, and flexible work schedules are examples of 
programs that fall under this category. (JOSSO 2 by
Atricore, n.d.)

PROVIDING EQUAL OPPORTUNITIES FOR PROFESSIONAL 
DEVELOPMENT AND GROWTH
One of the leading ways to foster a welcoming and inclusive 
work environment is to ensure everyone has access to the 
same training and advancement opportunities. This involves 
guaranteeing that all workers have equal access to training 
and advancement possibilities regardless of their identities or 
origins.

Organizations can help their employees grow by providing 
mentorship, coaching, job rotations, challenging assignments, 
and formal education opportunities. It’s crucial to guarantee 
that all employees, regardless of their gender, color, or 
socioeconomic background, can take part in these initiatives.
An organization’s culture can be shaped to highlight the 
significance of lifelong learning and skill development. 
Examples of this might be rewarding employees who 
voluntarily seek out training and development opportunities, 
recognizing those who show initiative in this regard, and 
encouraging a growth mentality generally. 
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CREATING A CULTURE OF INCLUSION AND BELONGING
In order to successfully recruit, maintain, and nurture a 
diverse workforce, an environment of acceptance and 
belonging must be fostered. Facilitating an inclusive 
workplace means ensuring people of diverse identities and 
backgrounds are treated with respect and dignity. To do 
this, businesses must implement DEI (diversity, equity, and 
inclusion) policies and procedures that help all employees feel 
like they belong.

Leadership buy-in, training and education, and employee 
participation are essential in establishing a culture of 
acceptance and belonging in any organization. In order to 
give workers a voice in the company’s efforts to promote 
diversity, equity, and inclusion, businesses can form DEI task 
forces or employee resource groups.

An organization’s culture can also encourage a sense of 
belonging and acceptance by fostering cross-cultural 
communication, recognizing the value of diversity, and 
combating discrimination and bias. Training and education 
initiatives, cultural events, and inclusive policies can 
accomplish this goal. (Roche, 2023)

ADDRESSING BIAS AND DISCRIMINATION IN
TALENT MANAGEMENT AND ONBOARDING 
Creating a fair and inclusive talent management and 
onboarding process relies heavily on addressing bias and 
discrimination. Promoting diversity, equality, and inclusion 
(DEI) across the employment lifetime is an important best 
practice. Promoting diverse candidate pools, laying out clear 
criteria for making hiring decisions, and providing training to 
hiring managers and recruiters to uncover and minimize bias 
in the hiring process are all part of this.
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One more thing you should do is create an environment 
where everyone is accepted and their uniqueness is 
celebrated. Implementing bias-awareness training for all staff 
members, catering to the needs of marginalized communities, 
and aggressively seeking out new viewpoints are all examples 
of what this could entail.

It is also crucial to routinely evaluate your personnel 
management and onboarding procedures for any signs of 
prejudice or bias. Methods for doing so include employee 
surveys, keeping tabs on hiring and promotion rates by 
demography, and making necessary revisions to policies and 
procedures. (Diversity, Equity & Inclusion, 2022)

BEST PRACTICES FOR DEI IN TALENT
MANAGEMENT AND ONBOARDING
Establishing diversity and inclusion goals, offering 
unconscious bias training to all employees, fostering an 
inclusive and respectful work environment, providing diversity 
and inclusion training to managers, reviewing and updating 
policies and procedures on a regular basis to ensure fairness 
and equity, actively seeking out and recruiting diverse 
talent, and offering equal opportunities for professional 
development are all examples of best practices for diversity, 
equity, and inclusion in talent management and onboarding. 
Organizations should emphasize DEI activities to build a more 
diverse and inclusive workplace in order to attract and retain 
top people, boost innovation and creativity, and boost overall 
business performance. (Silva, 2022)
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CHALLENGES AND SOLUTIONS 
IN TALENT MANAGEMENT AND 
ONBOARD

Many difficulties can arise during the process of talent 
management and onboarding. Challenges include attracting 
and keeping top personnel, connecting talent management 
practices with company objectives, offering professional 
growth opportunities, and managing a diverse workforce. 
Also, personnel management and onboarding procedures 
have met new problems due to remote employment and 
virtual onboarding.

Offering competitive compensation and benefits packages, 
establishing clear career paths and development plans, 
and leveraging technology and tools like HRIS and LMS to 
streamline talent management processes are all solutions 
businesses can implement to meet these challenges head-
on. A company can foster a welcoming environment by 
eliminating barriers to advancement, encouraging a diverse 
workforce, and addressing issues of discrimination and bias.

One alternative is to create a thorough and adaptable 
onboarding program that can meet the demands of various 
employees, including those who work remotely. Assigning 
a buddy or mentor and providing consistent check-ins and 
feedback are two examples of how this can be accomplished.
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CONCLUSION

In conclusion, the success of an organization depends 
heavily on the human resources function, specifically talent 
management and the onboarding process. To effectively 
manage talent, organizations must be able to spot and 
nurture potential leaders within their ranks, communicate 
clear performance goals and expectations, encourage 
employees with regular feedback and coaching, and present 
ample chances for professional development. When new 
employees join a company, they go through “onboarding,” 
which entails briefings, orientations, and integration.

Some of the most effective methods of talent management 
and onboarding include the use of human resource 
information systems (HRIS), applicant tracking systems 
(ATS), learning management systems (LMS), and performance 
management software. As a result, businesses must 
implement policies that encourage diversity, equity, and 
inclusion to find, keep, and motivate the best employees.

Yet, talent management and onboarding provide their 
difficulties, such as eliminating prejudice and bias, giving all 
employees the same chances to advance in their careers, 
and fostering a sense of community. Hence, it is essential 
for businesses to regularly assess the state of their talent 
management practices, determine how well they are 
performing, and make any necessary improvements to
ensure they continue to satisfy the demands of their staff.
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