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ABSTRACT

Human resource is the bedrock of any organizatihey are a vital and significant resource that kelgive the
organization an edge. Organizations today especialiNigeria are working towards a technology-driventity and the
management of human resources requires technol@ghnologically generated data is needful for thalgsis of human
resource from the point of candidate attractionth@ point of employee retention. Imperatively, doganizations to
determine how far they want to imbibe talent anesywill indicate plans that will effectively dewpltheir workforce with
the right competencies and this in turn becomesoaster to retaining employees. Development in #tenemy has
resulted into a stiff Labour competition creatingeaues and opportunities for human resources. Tggebt challenge
organizations are faced with is managing these uesgs and retaining them especially the talenteglepees. Attracting
and retaining these skilled employees plays an itaporole for any organization as employees’ krexge and skills are
central to organizations’ ability to be economigalbositioned and competitive. Organizations areoadaddled with
continuously satisfying the employees so as to rtheka stay-put. Sensitivity on the part of the aigation with respect
to employee retention is key, hence the studytetlanology driven talent management strategy tp kelderstand the

measures for employees retention
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INTRODUCTION

The world is moving at a fast pace with technoloBgchnology as a tool has come to stay and enhavesyg discipline
of which human resources is one: human resoureenation system to talent analytics. Talent anedyts a relatively
new but exciting and growing area in human resaupractices in Nigeria and it presents a grounding opportunity
for organizations that are into human resourcesag@ment both as an organization, department, caifrseudy and
discipline. Talent analytics is a creative initvatifor transforming human resources-oriented owmgdiun. It is the
application of technology and expertise to the aditamployee for better decisions making for thgamization (Guenole
et al, 2017). Talent analytics is capable of hejgime manager retain top performing employees, nstated why they are
loyal at the workplace, appreciate their satiséactn the job and peek into why they stay-put. itanalytic helps to
determine corrective actions in addressing retanissues in the organization. A well measured perémce helps to
identify prime candidates, increase satisfactiontlom job that boost employees’ loyalty to the oigation. Talent

analytics has become a powerful predictive toot ttem help anticipate performance levels; it insiegly has become
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indispensable tool for attracting, retaining andirojzing work place talent. The future of humanaeses is changing.
Like the rest of the business world, human resouoffieers and their teams are beginning to find thay need to focus
on building a robust analytics capability to bestgare for the data-driven world. Schiemann eR@ill8) believes that the
key to human resources concern for businessespkgee retention (reducing employee attrition amthdver). There are
significant financial and intangible costs assaatvith losing loyal and high-performing employeiesakes investments
to find, hire, and train replacements. There is al®egative impact on the stakeholders they worktdregularly such as
suppliers, colleagues, and customers. Hence, thdhe called for organizations to retain talenthis technological era.
Talent analytics or human resources analyticaltipeds as old as the late 19th century with crédiFitz-enz (2010),
author and president of human resource serviceasn@ation Saratoga Institute, he looked at the omeasof human
resources management, a seminal tome outliningritgics that is put into use for effectively measgrof employee
performance. Giving rise to talent analytics and litchas evolved from being just an experimentgrapch to improving

employee satisfaction and loyalty: a total boostroployee retention.

Talent analytics gathers workforce data, from whidtory to performance management, to employesfaation
and loyalty. The analyses aid manager’s insightintpkritical decisions, curbing and totally elimiimg high attrition
rates. The world is moving at a fast pace with nedbgy. Technology as a tool has come to stay andhreces every
discipline of which human resources is one; froomhan resource information system to talent analytieording to
Rory (2016), a human resources manager and bloggebglieves that “talent analytics is the reall dth its capable
ability in successfully predictive and prescriptiaaalytics to recruit talent, identify and nurtuedent’'s strengths, and
ensure sustained productivity and innovation thlouthe use of initiations that recognizes and reward
performance.”Talent analytics is a relatively new bxciting and growing area in human resourcestjoes in Nigeria, it
presents a ground-breaking opportunity for orgditna that are into human resources both as a tepat, course of
study, discipline etc. Talent analytics is a craatinitiative that helps in transforming human rese-oriented
organizations. It is the application of technolognd expertise to the data of employee for bett@isams for the
organization. Talent analytics is capable of hejpime manager’s retain top performing employeedgtstand why they
are loyal at the workplace, appreciate their satigén on the job and peek into why they stay-phts is actualized using
talent analytic which can help determine correctagtions addressing any retention issues and a mveHdsured
performance helps to identify prime candidatesydase satisfaction on the job leaving the empldgsalty to the
organization. Talent analytics has become a powgnfedictive tool that can help anticipate perfonoa levels; it
increasingly has become indispensable tool foraetitng, retaining and optimizing work place taledtlthough
organizations are still struggling to understang ¢bmplexities in the potential of their employedsnagers are saddled
with the responsibility of talent acquisition, reten and encouraging performance and loyalty efémployees at the
workplace in return employee must feel a sensatiéfaction (Becker et al, 2003). Talent analyt&a high-priority for
any organization but readiness in this part ofwheld is relatively low, many organizations aredaw behind especially
those within Nigeria; some organizations have fiveseven systems for records of human resourcestldateffect is that
the information that is often generated is inacteuca unavailable and this is a major concern fganizations. According
to Deloitte (2017), setting up clean and accurata dtreams is, and will remain, a challenge fgntaanalytics. He
further added that organizations run specific datmlity activities to make the data fit for anafysvith greater
effectiveness directed at key variables that ptedand limits employee attrition: in order to emsuhat predictive

retention models are a robust tool for decisioninmksteps must be taken for accurate data stréaenreasons for which
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employees leave the organization is essential édding models that lead to targeted and effect®ention strategies.
Organizations must identify adequate coaching aedtaning for employees. Human resources managenseing trained
on the key objectives of developing attrition madahd coached on how to use generated informadiandrt high-flyers

and performing employees from leaving the orgaiopnaiBecker et al, 2006).

This paper is to help address talent attrition amdover issues to better position the organizatiattract and

retain talent.

THEORETICAL FRAMEWORK

Figure 1: Conceptual Frameworks for Talent Analytics and Employee
Retention Source: Researchers Desk 2019

LITERATURE REVIEW
CONCEPT OF TALENT ANALYTICS

Talent analytics is the use of statistics, techgpland expertise to large sets of people dateaflmguate and timely
decision making for an organization. Talent anal/tmakes data accessibility to enable reportinglemand (Wang
&Cotton, 2018). Organizations apply talent analy/tis focus is on data for turnover and attriti@tgrds of those who
leave and if such separation was by choice) andale gathered aids human resources manager kngwemployees left
to accurately predict such attrition risks of eixigtemployees; with the right knowledge and infotiova steps can be
taken to mitigate attrition and attain talent enyple satisfaction. According to Bhatla (2011), oigations that will win

in the future entail a change in strategy, an engged human resources team in developing employegsnaproving

organization's performance. Decisions, ranging frlmoations to place applicant to decisions on howatcurately
incentivize the workforce are guided by predicti@isdata analytics. Talent analytics can also lierred to as: human
resource analytics, workforce analytics, humantehpinalytics, or even just people analytics. Takmalytics improves
an organization’s human resource procurement psodedping human resources managers to identififhjigated and

qualified candidates (Comb et al, 2006). Talenthdits enhances the capabilities of the organiratim generate and
sustain greater employee level of belongingnesthénoverall productivity and output of any orgatiza; it shows

organizations that are focused in retaining skided competent heads (talents). A successful taleadytics is one that is

designed to grow competent workforce for the attent of goal and building a competitive edge in giebal face of
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business world (Sparrow et al, 2015). The technplufgtalent analytics has enhanced organizatiotis thie provision of

information to aid employee retention. LevensoB®18) paper argues that effective systems thin&imt) diagnostics are
essential for the design and implementation ofctiffe talent analytics programs. Levenson (2018hér explains that
talent analytics is meaningfully developed follogia careful diagnosis of the critical problems ffigcthe organization.
An understanding as to what extent these criticablem lie is attributed to the work force. He nofaithat the process

begins with assessments at two levels:
» Competitive advantage analytics and
» Enterprise analytics.

These in turn allows the creation of human cagtalytics that enable effective strategy executMimbaeva
(2018), who directs the Human Capital Analytics @rat the Copenhagen Business School, makes thethat despite
the utility and appeal of predictive Talent Anatgi(helping us to understanding what will happem)st organization
emphasise their analytics efforts on gaining eusthnding of what has happened (activity metsithin the human
resource function on cost per hire). Minbaeva(2p%8ygested that human resources managers douthi$ an effort to
gain legitimacy for human resource functions atakpense of developing analytics systems that@equately useful for
organization. This shows the ability of organizatao design and implement effective measures ést thought on
organizational capability and demonstrates a methaxperationalize such construct. An effectivealanalytics requires
human resources managers to address three intedrdiacets which are data quality, analytical copees, and
strategic ability to act. Driving improvements imese facets will require interventions of the indiials, processes, and
structural levels of analysis provided. These imfation guides the actions of the human resourceopeel (Minbaeva,
2018). The goal of any analytic solution is to pdevorganizations with information that can propetionable perceptions
for smarter decisions making for improved produttiand better results in the organization. Itmgperative for managers
to understand what solution and decisions eactytitmkexpression proffers and to match such arwalfunctions to the
overall organization’s operational capabilities.bi®Rson's (2018) provides a very useful contributionthe very high
proportion of practitioners wishing to incorporatgrvey data into their analytics efforts. His coatmnsive guide to the
development and use of multi-item psychometricsescir Talent Analytics is likely to become widalged in the Talent
Analytics profession. The various dimensions oénalanalytics build on each other descriptive dityretrospectively
views data which can be diagnosed to ascertairusefulness for forecasting likely futurist predicts for which
prescription are made for better results. Theseedgions are interwoven with focus on improving ¢télgaes of

organizations in understanding data, and the dpuwsdait of such data for business decision making.
Descriptive Analytics — Viewing the Past

Asking “What has happened? When, where and Hodéscriptive analytics sources data to proviégeding information
on past or current events that can give futuriatitions that is explained by the use of key peréorce indicators,
descriptive analytics drills down into data to unendetails such as the frequency of events, teeafooperations and the
root cause of failures. The most common type ofydica used by organizations is that it displayfimation within a
report. Descriptive analytics provides a holistiew and context for what has happened in the pash the point of
current status by gathering information regardingreblem from different sources, comparing and @sting data for

diagnosis (Boudreau et al, 2017).Descriptive are@ybcuses on the followings:
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e The process of investigating past data to bettepeehend the changes that have happened in a bsisine

« Using a range of past data for decision makergttinaa universal view on performance and trendsvbith to

base business strategy.
» It helps in the identification of strength and wee&s areas in an organization.

Descriptive analytics uses a full range of datgit@ a precise depiction of what has occurred lusiness and
how it varies from similar periods. These perforegmmetrics can be used to indicate areas of streagl weakness; it

also informs management on employees’ relevanceamgetence on the job (Fitz-Enz, 2010).
Diagnostic Analytics — Dissecting the past

Diagnostic analytics is a form of advance analytdsch examines past data to answer the questiohMfy did it
happen? Where should we lotkand is categorized by techniques such as doiiag data discovery, data mining and
correlations (Simon et al, 2018). Diagnostic anedytakes a deeper look at data to attempt to staledt the causative
proceedings and actions based on historical dagacriptive analytics provides insights of outcorfresn the past for
diagnoses in order to ascertain the root-causssoies in the systems. Hence, organizations canbttker decisions in
avoiding the errors that resulted into negativeeontes from the past. Based on this historic arglysganizations must
identify areas that require further study. Questioaquiring answers such as why sales have inatease region where
there was no change in marketing, or why there avasdden change in traffic to a website withoubhwious cause or
why skilled workforce mobility. According to Fitzsiz (2018), diagnostic analyst identifies the datarses to aid the
explanation of these anomalies from descriptivdyasigmand then looks out for patterns outside tkistiag data sets into
external sources to identify correlations to deteenthe cause of the problem. Hidden relationshires uncovered by
looking at events that might have resulted in tentified anomalies. Probability theory, regressaoalysis, filtering, and
time-series data analytics can all be useful farowering hidden issues in the data. Descriptive dgiagnostic analytics

uses insights from the past to provide detailedntsior futuristic plans.
Predictive analytics- Understanding the Future

Asking “What could happen? What is the patterpredictive analytics provides answers that mdaeyond using
historical data as the principal basis for decisjoib goes further in helping managers anticipéitely scenarios for
proactively planning ahead instead of reacting tratwhas already happened. Predictive analyticizesgildiagnostic
information accumulated over time for predictingammes (Fitz-Enz, 2010). Predictive capabilitieshsas forecasting
and simulation provide enhanced insight that marsagan use to make informed decisions. The useeafl$ of time-
series data and correlations to identify pattgpnsdictive analytics applies advanced statistinalysis and data mining as
well as sophisticated mathematics to validate aptioms and test hypotheses to provide a solid,-based foundation
that can raise managers’ confidence. Predictivéycs provides organizations with futuristic likebods which in turn
helps managers identify conditions for potentiafiaiencies or surpluses in the future. Predictivealgtic give
organization the capabilities to leverage on itadar evaluation purposes for productivity antatipn or likelihood of

failure (Davenport et al, 2010).
Prescriptive analytics — Tender Possible solution

Asking “What should we do? What is the best action? Wha ifry this? prescriptive analytics explores a set of possible
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actions and suggests actions based on descrigtimgnostic and predictive analyses of complex dBtascriptive
analytics provides reliable solutions for organi@maineeds and for better decision making on alteres problems solving
(Guenole et al, 2017). The outcomes help orgawizatientify inventory that should be re-orderetenadeficiency in the
organization due to attrition and turnover, meastioerevamp a sale outlet etc. Prescriptive ar@ytikes uncertainty into
account and recommends ways to mitigate the fgktscain result from it: Its ability is not only éxamine potential outcomes

but also make recommendations to help managers @eaisgons even when the data environment is tge lar complex.
CONCEPT OF EMPLOYEE RETENTION

Employees today are different. They are not thesamieo do not have good opportunities, especiadignted, skilled,
competent and experienced ones. Job dissatisfitloof advancement opportunities, salary and reration and others
are the reasons for which employees switch orgtaizéSchiemann et al, 2018). The resultant effiéemployee attrition
or turnover is loss of invested resources on thiegfaemployers, employee/customer relationshigssarained, huge cost
associated with replacement and downturn of maralrémaining staff. It is therefore very imperatithe&at employers
retain their employees, especially the talentedeqkrienced ones. Employee retention is a prdoestich employees
are encouraged to remain with the organizationttier maximum period of time or until the completioha particular
project (Bhatla, 2011). In as much as remuneratiod other types of benefits continue to be imparfaator in the
retention scale, it is important to note that cotreuman resource literature treats them as ondy potential area for
retention, and not always in adequate enough teagtee a strong employee loyalty and commitmener@we years, the
business statistics on employee participation, plade wellness, work-life balance and other topias tailored towards
indicating a strong interest in and recognitiomofv other aspects of working life influence peopléécisions to stay with
or leave a company (Hom & Griffeth, 2000). There aumerous factors that create satisfaction ttraititrénto employee

retention in an organization: factors such as:

» A stimulating work environment- An environment themproves the effective use of people’'s skills and
knowledge, allowing them some degree of indepergl@mcthe job; this will aid in providing an avenfee the
employees to contribute more ideas, as they seetheiwcontributions influences the overall wellig of the

organization.

e Opportunities for learning and upgrading skills-B®pment and consequent advancements on tasksaeguane
level of learning for improvement. Effective comnmations and employee participation in decisioret tiffect
them is attained when they are given the room figorovement and contribution; understandings of what

happening in the organization are the employer’sirhasiness concerns.

» Good compensation and adequate, flexible benefitgplHelping employee stay motivated with extringitues

that propels them internally.

» Recognition on the part of the employer- Every empé needs to strike a good balance between theg &t
work and outside of work. Respect and support fimeers and supervisors is significant in achieviaghs
balance (Hamid et al, 2014).

Employee Retention Strategies

Strategies here refer to a more formal and delibesgstem of practices that links with an orgamimabverall vision, set

of values and mission (Allen, 2008). Organizatigevelop activities that engage in elaborate plapmirechanism for
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cohesive strategy that deals with employee retensues. According to Schiemann et al (2018) hphasized the
importance of good retention and the ability foigamizations to keep their talents longer. In my tébation to
knowledge, | viewed employee retention as a dditeescheme organizations put in place to stop tiadented and
experienced workforce from leaving, to help thendfsatisfaction on the job and make exit intervadwtmost concern.
To this employee retention strategies include egyg#oengagement, employee training, employee mativand work-

life-balance.
Employee engagement

The success or failure of the organizations isdgrdependent upon employees working in it (Kha13). In this era of
globalization and industrialization, where therehigh competition in the market (organization)jsitimportant for the
organization to have engaged workforce for the isaty growth and smooth running of the organizati@@mployee
engagement is considered an important mechanistrighimplored in the business world afloat. Kah®X2) defined
employee engagement as the dedication and involvieaighe employees towards their organization ismgalue. Many
scholars consider employee engagement as similathier important work-related constructs like jatigfaction, job
involvement, organizational commitment and orgatiizeal citizenship behaviour (Garvin, 2013). Thevdris for
organization to put measures in place to keep lyjigtd (talented employees) from an exodus-expegieAccording to
Becker et al (2001) he saw employee engagememtifiasgness or enthusiasm that the employee hadspend optional
effort towards the job”. Hamid et al (2014) defireraployee engagement as the extent to which awidhdil is attentive
and absorbed in the performance of his/her rotas.the positive feeling that employees have talwaheir jobs and also
the motivation and effort they put into it. An eggad employee is considered as the base of the inagi@mal
development. Such kind of employees carries thardegtion in positive direction. They not only perh their work but
also play an important role in achieving the orgation’s goals and objectives. Engaged employeed wause their
talent and strength to move the organization fodwgerforming task with passion and driving innaeaton overall
performance (Bakkar, 2008). Employee engagememted@sive to any organization that seeks to reth#irtvalued
employees. It is very important for effective atition of human resource and smooth running of diganization.
Without employee engagement, an organization casunotve for a long period of time. As opined bycRer et al (2003)
engaged employees strengthen the organizationspetitine advantage and generate favorable busieeggonment.
Cook (2008), have reported that engagement is éribecimportant and powerful strategies to attrawftrture, retain,
respect and manage the manpower of the organizattey have also pointed out that married employeed to have a

higher level of engagement than those who are umedar
Employee Training

In addition to employee engagement, training istleerokey area in retaining employee (Sundaray, RAldarning new
skills triggers renewed interest in aspects ofjtie for which they were learned. Through trainimgw recruited and
current employees acquires the knowledge and gkillserform assigned jobs in a more effective wHye employees
who enhance their skills through training are mikely to engage fully in on work and the tendertoybe highly
motivated and satisfied with mastering new taskgafBalatha & Prasanna, 2012). According to Khari 8Q@raining and
developmental activities are important and like rgvether human resource functions, it improves abdities of any
employee. It is the act and process of impartingwdadge and skills that are job specific. Trainipgvides the

opportunities to raise talents in the organizatioglping the employee to perform their work effitlg and effectively,
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hence reducing the problem of employee attritiod arnover. Lack of skills has been cited as on¢hefreasons for
employee turnover, thereby indicating the necedsitytraining, re-training and multi-skill traininglessmer (2000) but
stressed that one of the important factor in emgeaetention is investment on employee trainingearder development.
Organizations are most likely to productively rattieir skilled employees when they invest in tirsgnand development.
The return of such investment is growth and prbfity. Tomlinson (2002) agrees with the view tlwganizations can
keep the leading edge in this competitive worldhlaying their employees well trained in the lateshhologies. Garg &
Rastogi (2006) explained that in today’s competdinvironment employee feedback is very essetialrjanizations; as
they learn and gain knowledge, the more they valifgrm on the job to meet the global challengethefmarket place.
Handy (2008) has mentioned that proper innovatiom assimilation of new knowledge is essentialsiavival in any

work environment. Thus, knowledge is the most ezpenasset of any firm.
Employee Motivation

A motivated and qualified workforce is essentiat fmy company that wants to increase productivitd austomer
satisfaction. For the purpose of this study, maibrais the willingness of an individual to be datined and take
deliberate actions toward organizational goals @bjdctives. The challenge for any manager is td fire means to create
and sustain employee motivation. On one hand, n@eaghould focus on reducing job dissatisfactiororking
conditions, salary, supervision, relationship vatileagues), while on the other hand should usévataig factors such as
achievement, recognition, responsibility and thelkwitself to retain competent employees. Employasdigipation and
empowerment do not only enhance efficiency, groavtti innovation but they also increase employeevatdn and trust
in the organization. If employees feel appreciaiedheir achievements on job and are involved isien-making, their
enthusiasm is fed and the resultant effect is mtitw that will lead to productivity and continudlagalty. Organizations
want to use maximum potential of their human resesirto stay in the competition and to surviveagoganizations are
built on the inherent value of their human resosiresd the motivation and commitment of its empésy@Mohsen et al.,
2004). To achieve employees’ satisfaction and camanit, effective motivation becomes a necessityiTet al., 2007).
Mohsen et al. (2004) supposed that employee maiivaind commitment is very important for an orgatian’s success.
Motivated and committed employees with high levefsjiob involvement are considered as an importasetto an
organization. Barkar et al (2008) argued, that kegphe employee motivation, commitment and joboimement up, is
always rewarding to a business; as motivated anunitied employees are productive and emotionadipplst Motivation
is a management process that encourages emplogeasrk better for the overall benefit of the orgaation.
Organization’s willingness on survival is hingeditnability to adequately understand employee watiton as a pillar for
successfully running any organization when empleyare well motivated, they help the organizatiogrimw and survive

in a fast changing workplace (Mohsen, 2004).
Work-Life Balance

Work-life balance is becoming gradually more cdnfoa employees and tends to affect employees’siecito stay or
leave an organization. Work-life balance is condbpt supports employees flexible work scheduleghvhllow them to
take care of both their personal and professidfealThe balance between personal and professiwealis determined by
the amount of sacrifice the individual is readynbake at the expense of other areas of life. Loamkél et al (2010)
observed that a job that gives the holder the pisgito fulfill his/her family responsibilities/ligations increases such

employees’ retention rate. At the point of emploptmemployees are focused on the job but after gevetttention is
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given to other areas of their lives (phenomenodayfnshifting). Kyndt et al (2009) laid emphasistba significance of a
healthy balance. The relationship between reterdiosh work-life balance is an area of concern asl@yeps focus is
divided when time is not allotted to his persoiifal ILener et al (2006) are of the view that empisyshould implement a
harmonious balance to improve employee retentiten sman (2013) found that offering emotional supfpo employees
through work-life balance reduces their intentiorguit their job. Mita et al (2014) observed a direslationship between

employees’ decision to stay or leave is work-lifédamce.
Employee Retention through Talent Analytics

The need for organizations to retain their talastsrucial as their ability to remain in businespends largely on it
(Garvin, 2013). Traditionally talent analytics atescriptive in nature, an examined employee datasaalimensions such
as department and demographics to identify pastnpatwithin metrics like employee turnover aneéngibn. The findings
are used to formulate talent retention policiessddiptive analytics do not predict the future omes, the outcomes are
diagnosed to know the reasons for past results, predictive analytics goes a step further using eélielence from
descriptive and diagnostic analytics as inputs ddvanced techniques like statistical modeling, rimecHearning
probability, regression analysis and time serieseSE methods provide forward-thinking measures uantifies the
likelihood of an employee's leaving the organizatwithin a certain period of time and prescriptasgalytics proffers a
mechanism that helps organization keep skills witRiredictive analytics also identifies hidden cestions between key
factors contributing to employee turnover. The mtd variables such as pay, promotion, performareéews, time
spent at work, commute distance, and relationslitip &manager, training and ability to strike aamale with professional
and personal life, motivation level, and engagenret¢ are contributory factors for employee retamtor turnover.
Organizations also use external data such as lamavket indicators and the current economic scenariprescriptive

analytics to better design effective interventionémployee retention purpose (Bhatla, 2011).
CONCLUSIONS

The emerging level of talent analytics holds a iggmt promise for organizations and human reseumanagers as this
will improve their operational and strategic penfiance through more effective workforce managemafat! informed
prescription on problems solving, resulting fronttbedata analytics with the potential to help emgpkes manage and
improve their own careers, through more effectigedback and career-path systems. It is imperatigé workforce
metrics and analytics systems are supported imargtions going forward. The automation of humasotgces functions
to improve the health of the overall organizatisrparamount in this era where new roles and jobserated, talented
employees are fewer (Bock, 2015). Organization npugt measures in place to help skilled, talented eompetent
employee stay actively engaged with upgraded knbydethat keep them motivated and then strike anbalghat aids

flexibility at the workplace.
RECOMMENDATION

It is important that organizations understand timethsions of analytics as it is the tool that ardproblem identification
and also brainstorms the solution using data drfaetor. Talent analytics helps organization pereaihallenges and also
put a reward system that motivates talented empkye stay put in the organization. It identifibe tkey drivers of

resignation and develops a retention measureidreth, organization success is hinged arouncetred bf technology.
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