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Diagnosis:
Diagnosis is a critical step in the determination or various specified issues that sum up the problems organizations are facing. The realization of the symptoms eases the process of resolving the realized problems. My analysis has identified several factors that breed problems regarding their global talent management strategy. However, I found three critical roots of the issues; performance, employee retention and motivation, and employee dissatisfaction.
The case scenario describes that the most critical factor that line and middle managers had in the subsidiaries was ‘having the right employees at each function and workstation.’ There is also an operational manual that specifies the working structure of the organization, and the line and middle managers implements it religiously. The manual stipulates that all employees should be fully trained and certified before starting to work. The problem with the plan is that the training takes between three and six months for the full training and certification. The low retention rate of employees makes the training procedure for new employees excessive, expensive and results in a drag in production output and productivity. Furthermore, the manual also stipulates that there shall be no exception for retraining and recertification for employees who have previously left the company. The regulation does not take into account time, with even employees who have left the organization for a week being subjected to the process, when those out on vacation for even a month not requiring undergoing the same process. 
The organization also has issues of retention and motivation. The case scenario informs me that the subsidiary locations have a history and tendency of employees separating from AGC. However, no comprehensive information is present because there is no indication of the reason or logic that led to the employees leaving. It is also shocking that there are no records to quantify the numbers of employees who have left the organization. The situation presents an alarming context of the fluidity of operations at the subsidiary locations, without proper implementation of protocols to deal with this kind of scenarios. 
The low level of retention for the organization is significant and may be brought about by the dissatisfaction with the organization. The conditions that may lead to dissatisfied former and current employees could emanate from the working conditions or the implemented unified culture of AGC that does not align with the culture and norms of the employee. There is also the possibility of other underlying reasons not presented in the case. 
Intervention:
Employee Retention and Motivation
We have seen it appropriate to implement an exit interview and survey, which is mandatory for every employee seeking to leave the organization. The implemented directive should be the first point prior to starting the separation process. The manager will be charged with conducting the interview and the employee will be required to complete and additional survey. The organization will benefit from the process since they will be able to gather and collect information about reasons that prompt separation. The managers will be responsible for documenting and filing the information. AGC will then be able to use the information to strategically make changes relevant to increasing their retention rates. 
Performance Issues
I recommend the implementation of a training needs assessment which will be structured to happen before training commences. The assessment will provide relevant information about current knowledge of the candidate with relation to the position, and also provide opportunity to narrow the training to focus on critical issues that the candidate lacks. The intention for the implementation is shortening the training duration for candidates. Another assessment that I would recommend would be the post-training assessment. The employees will undergo an assessment after the training to evaluate the amount and value of the information that the employee retained.  The analysis of the data will provide additional channels for re-training and re-certification for the employees. The assessment may also be included for the re-hiring of former employees and colleagues who have gone for a long leave to evaluate the need for additional training.
Employee Dissatisfaction
It is critical to ensure that the organization has a bi-monthly engagement survey structured to be mandatory for every employee. The design of the survey should keep the identities of each participant anonymous which will hopefully provide for honest opinions. The objective of the survey is to source from the employees information about their relative experiences and also what they perceive needs to be changed to enhance satisfaction. The survey will additionally provide a means for the management to internally resolve issues within their structure long before the employees feel the need to separate from the organization. The survey will also enhance relationships between the employees and the organization stemming from an established need to reconcile differences. 
Evaluation:
The evaluation of the success or failure f the implemented changes will take into account various metrics through the lenses of organizational performance, individual employee performance and overall change management performance. The metrics include;
a) Operational speed
b) Realization of specified deadlines
c) Benefit realization and ROI
d) Projected KPI measurements
e) Adherence of the project plan
f) The results of employee satisfaction survey
g) Results of employee readiness assessment
h) Observational records for behavior change
i) Issue, compliance and error logs
j) Employee feedback
k) Employee engagement, buy-in and participation measures
l) Adoption metrics
m) Proficiency measures
n) Relevant reports
