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Current and Emerging Future Issue: Talent Development, Management and Retention
Organization management practices have taken a different dimension for the past few years. Ever since the concept of globalization took the world, people have been interacting with each other globally hence coming up with new ways of organization and management. According to Balcerzyk & Materac (2019), the use of talent in the organization has brought radical changes in administration and healthcare is not an exception. Similarly, the concept of knowledge management is the talk in all organizations which ensures that all subsystems are integrated. However, for knowledge-based management to take place there is a need for talented individuals who can work and control the entire process. Moreover, the human resource process will be required to ensure that they use attractive procedures that will create, inspire, retain and involve productive workforces.
Similarly, the advancement in competitive advantage also requires managers to have outstanding employees that are capable of deriving new methods as well as being devoted to achieving goals of the organization. Moreover, due to the increased strategies in the current market, demographic indicators have projected a decrease in labor market resources. Therefore, healthcare organizations need to determine the costs related to employment and thus getting individuals who are talented and help in their development is cheaper than focusing on hiring external individuals. Nonetheless, according to Balcerzyk & Materac (2019), an organization must ensure competency is upheld by its employees, indicating that managers have realized the significance of talent in the development and operation of the healthcare organization. Healthcare sector deals with treating and providing medication services to people thus require competent individuals who understand and love their work.
Ibrahim et al. (2019) argue that talent development in healthcare will ensure that performance is enhanced and have a maintainable organization that conforms to its strategic and operational objectives. Employees become encouraged when they are supported by the organization and therefore, through supporting employees training their talent is also developed and thus achieving their goals. Although the organization will have to incur costs when supporting talented individuals through either training or career planning, they also benefit from improved performance. Moreover, employee’s talent development also boosts the key competencies that are required. For instance, in healthcare settings, competency is achieved through employees having knowledge, abilities, skills and traits. All these competency capacities are obtained through pre-service education, work experience and service training.
Balcerzyk & Materac (2019), also emphasize that poor competencies result in low performances thus promoting competency would help in improving performance. Talent development has faced challenges due to the unique range of talents. With increased healthcare needs, the field will require more employees to sustain pressure. Therefore, new jobs will be available ranging from physicians, policymakers and nurses and they will have varying responsibilities, needs and different necessities as well as a diverse understanding of their errands and duties. Ibrahim et al. (2019) posit that these complexities will make talent development in healthcare be very intricate. For that reason, to handle such diversity in work in an organization there is need to implement a coaching strategy that is at a higher level and will be able to realize where talent development is supported by coaching to enhance employees’ competitive edge.
Kwan et al. (2012) claim that the leadership qualities of a person enable them to connect their work with the goals of the organization. Additionally, making employees become aware of objectives of the organization and work towards it enables a good culture hence promoting them to be leaders. The future issues on talent development in healthcare are associated with extreme innovation in the field. Many things are changing and due to that, the culture in a healthcare organization should also change to adapt to the advancement. Some of the advancements happening in the field include neuroscience, nanotechnology, data science and biomedical engineering. Likewise, Ibrahim et al. (2019) expounded on the gap between healthcare system which favor organization with resources and that with less indicating having fewer opportunities available to them hence developing a culture that is stunned and distressed. Furthermore, when such a culture has been developed, the organization will be unable to promote talent development because it has a burden of budgets and nervous agendas.
Moreover, the future issue of talent development is accompanied by use of coaching as a secluded part of performance enhancement plan and thus can be wrongly received and misrepresented as a method of remediation. On the other hand, when coaching is done in the best way it can have positive effects on involvement, augmented leadership progression and retention. Therefore, for a healthcare organization to change the discernment of coaching, they should realize their measures and find a good position to perform coaching to achieve their objectives. Furthermore, talent development will also enhance due to the shift from a transactional method to transforming employees.
Kwan et al. (2012) argue that talent is among the key things that allow employees to be determined and have the willingness to work. Therefore, organizations are required to manage talent so that they can attract, develop as well as retain and motivate high-performing employees. Besides, research done by Cahill & Sedrak (2012) also stresses that talent management involves the human resource integrating their processes. Also, the purpose of talent management in an organization is to enhance performance where through this they will be able to develop justifiable competitive advantages and outdo their competitors. Talent management practices also ensure that the strategy used can be very hard to copy and imitate as it is within the organizations and fully integrated. 
Kwan et al. (2012) posit that one needs to understand how performance can be optimized first in an organization. Several plans must be put into considerations first and it includes bringing individuals to work fast. When employees are required to finish their assigned duties quickly, they will save on time and increase productivity. Another plan is to recognize the skills gap and other work resources first, thus making the human resource be able to plan based on the resources they have as well as skills needed. Furthermore, this plan will enable the organization management to realize the skills that are lacking and thus train individuals on the same. Employees are supposed to be involved in organizational activities, especially when handling healthcare equipment. The emergence of new technologies requires both new and experienced employees to be involved in the use of those technological devices and systems to enhance their experience of use hence retain them to stay productive in the organization.  
	Consequently, Ambrosius (2018), researched on several talent management strategies and how they impacted employee retention. Ambrosius concluded that for Brazilian multinational corporations to perform well they need to focus on talent development within their organization by observing their objectives and goals to find the skills required. Moreover, they will need to employ coaching techniques to enhance the ability of their employees. Furthermore, highly trained and skillful employees are always attractive to competitors, thus easy to get employed. Therefore, Ambrosius, suggested that Brazilian multinationals corporations should implement strong strategies for mentor coaching for instance through career development opportunities (Ambrosius 2018). Besides, when developing the strategies, the management team is required to focus on organizations first by determining the strategic priorities of the company. For instance, an organization will focus on the goals and objectives based on a balanced scorecard. Furthermore, the healthcare organization will focus on identifying a list of priorities, for instance, increasing the customer base or focus on developing patient relationships. Consequently, this concept will enable them to realize the type of skills required in the organization and thus develop them based on current employees.
Similarly, another research conducted by RFC-Executive (2018), argued that 78% of the chief executive officers are willing to make changes in the way they manage people. Therefore, many companies are facing a problem in leadership indicating that currently, talent is not only essential but also rare. Although the discovery of talent and retaining it is important but it is also significant for management to ensure they develop an environment that will foster the growth of talented individuals. RFC-Executive (2018), also added that only 18% of employees are determined to stay with their present organization, thus making the process of enticing and retaining employees.
While talent management is responsible for efficiently finding and motivate talent, the increased demand in the healthcare industry has become a great challenge for both current and future healthcare settings. Hospitals are developing new practices that require well trained and educated personnel who are hard to find. The process now requires individuals who are talented to handle emerging skills required as well as reduce employee shortages in healthcare (Ibrahim et al., 2019). Although shortages differ from place to place, currently almost all regions in the United States are facing a challenge in recruiting healthcare staff. More nurses and information technology in healthcare will boost performance by ensuring better service delivery. Moreover, the use of emergency medical records has resulted in the rise in the need for qualified staff who can support the execution of new systems in the healthcare industry. 
Balcerzyk & Materac (2019), uttered that one of the purposes of talent management in an organization is to retain talented individuals. Therefore, the retention of a positive and inspired employee is significant in support of the success of the organization. Moreover, high employee turnover intensifies the expenses of the organization and thus causing increased negative influences to the existing employee's morale. For instance, in every organization, when one of the best and talented employees resign managers are always faced with great challenges concerning their responsibilities. Although it is not easy to find such a talented employee since they are always in high demand, it will have caused huge impacts on the success of the company. 
There are several strategies that managers can use to promote employee retention. First, every employee is always eager to be appreciated and treated fairly by their employers. According to the research conducted by Kwan et al. (2012), found out almost 95% of the individuals who strongly place high level of trust on cooperating leadership stating managers do an efficient job communicating plans of the company. Therefore, the first strategy to make employees stay in an organization starts when they report in the organization on the first time. Although, majority of managers ignore this step it matters a lot to the employee. Onboarding and orientation are critical in educating the new employee about the job and introducing them to the organization's culture. In the healthcare setting employees will be able to know where certain departments are as well as when to get something when they need it.
Björkman et al. (2013), argued that talent retention is critical in an organization because high performing employees are valuable as well as have competencies that are rare to find. The research found that psychological contract breach is among the reasons for increased turnover intentions. Similarly, individuals who got support from the organization did have the intention of leaving, therefore offering mentorship programs to employees will help in providing guidance as well as welcome them to the organization (Cahill & Sedrak, 2012). Furthermore, when employees are mentored, they become aware of every rule and regulation in the organization as well as get more experience of how things should be done. Besides, supervisors should also act as mentors to support employees in their career and help them grow to be better individuals both at work and as persons.
Some employers are considered to be favoring employees who are top-performing hence forgetting that other employees also are an asset to the organization. Therefore, acting fair to both of them will also motivate other employers to work hard and develop their careers towards company success. Employee compensation plays a critical role in employees’ retention (Björkman et al., 2013). For instance, through providing health benefits, bonuses and retirement plans employees can understand the benefit they get and improve their performance as well as retain in the organization. Healthcare industry is faced with extreme challenges as it is one of the organizations that operate in twenty-four hours, therefore most of the time employees will be required to work on overtime basis when there are many patients and thus through motivating them with bonuses and overtime, they will not think of moving out of the organization. Moreover, employee retention is determined by communication and feedback among them and the management. Managers and supervisors should keep their communication lines open and allow employees to report directly to them. Also, managers should allow employees to communicate new ideas to them through either asking questions or concerns and be answered honestly and openly on the improvement they should make to enhance their performance (Cahill & Sedrak, 2012).
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