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Abstract 

Under the exclusive approach, which defines talent as ‗Hi-Pe‘ and Hi-Po‘, organizations 

will have to ensure their accessibility to these people in order to maintain their ability to 

fill key positions with talents. As the tool to ensure such ability, talent tool concept was 

raised Differential of characteristics, organization size, structure, business sector, market 

strategies, and other essential factors creates unique demand of talents and development 

plan of for talent pool development. 
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1. Introduction 

All organizations understand the significance of supporting a capable workforce. With it, 

the sky is the limit—anything is possible! Without it, you can rely on various ineffective 

vital endeavors—consistently. Among the wide scope of authoritative procedures 

identified with holding high-performing representatives, corporate capabilities have turned 

into a point of convergence, helping fruitful associations comprehending to center assets, 

for example, motivators, instructing, and preparing programs. By plainly recognizing the 

correct skills, associations can ensure they are enlisting and overseeing gifted individuals 
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in the most vital manner, putting the suitable individuals in the correct employments with 

the capacities to perform at their greatest potential consistently.  

In organizations using best practices, a little arrangement of center initiative and qualities 

based abilities are built up over the organization. These capabilities are extensively 

connected to all workers and send a ground-breaking message, mirroring the 

organization's way of life, business procedure, desires and one of a kind market elements.  

Estimating competency gaps inside your organization and nurturing them proactively 

enables you to concentrate on the territories you need most to affect your business 

execution, representative commitment and maintenance, and in general gainfulness.  

Estimating Competency Gaps  

Competency review is basic during the time spent for an employee in his or her 

professional scheme of things. One of the basic execution is instructing individuals to 

build up the abilities that they are lagging in that might keep them away from 

acknowledging achievement and in the end climbing the professional bureaucracy. This 

improvement and enhancing the skills process is generally aligned to assess the person's 

aptitudes gap. People, supervisors and HR overseers can each assess gaps against the 

present place of employment or a potential position and devise development 

methodologies based on the organizational requirement.  

The appraisal gives the worker a feeling of what is important to perform at a more 

elevated extent, and explicitly what abilities and capabilities are important to produce and 

showcased for progress.  
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2. Literature review 

Social exchange theory provides a valuable lens for understanding how perceived TM 

practice efficacy may generate positive high-potential employees‘ attitudes. The 

theory suggests that when organizations invest in their employees, they are likely to 

respond these corporate investments in positive ways (Björkman et al., 

2013; Cropanzano and Mitchell, 2005)(Vaiman, 2015). The empirical evidence, based 

on the concept of social exchange and the norm of reciprocity, also suggests that 

inducements, such as positive and beneficial actions directed at employees by the 

organizations, create conditions for employees to reciprocate in positive ways 

(Settoon et al., 1996).(Vaiman, 2015) 

In line with social exchange theory, we argue that TM practices provide an arena for 

high-potential employees to reciprocate in positive ways. TM practices may influence 

how high-potential employees perceive and react to organizational signals; they can, 

intentionally or unintentionally, send signals that high-potential employees interpret 

and make sense of to form an understanding of desired reactions (Collings and 

Mellahi, 2009). Overall, the goal of designing and implementing TM practices is to 

structure it in a way that leads to increased cognitive skills relevant to the job and/or 

the organization, increased task productivity, and increased contextual behaviours of 

high-potential employees (Collings and Mellahi, 2009). Hence, when organizations 

invest in their high-potential employees by getting them involved in TM practices, 

high-potential employees can reciprocate this investment by committing to leadership 

competence development. In order to do so, employees may look for TM practices 

which they perceive to be the most effective (De Pater et al., 2009; Khoreva and 

Vaiman, 2015).(Vaiman, 2015) 
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Since commitment to leadership competence development represents one of the 

desired high-potential employees‘ attitudes to TM (Björkman et al., 2013), we suggest 

that when high-potential employees undertake TM practices offered by organizations 

and perceive them to be effective, they will return this organizational investment in a 

form of increased commitment towards leadership competence development. In other 

words, high-potential employees are unlikely to reciprocate in a form of increased 

commitment to leadership competence development unless they perceive TM 

practices to be effective.(Vaiman, 2015) 

understood in organizations (Collings, Scullion & Vaiman 2011), and how TM contribute 

to added value for corporations (Lepak, Smith & Taylor 2007; Effron & Ort 2010; Bethke-

Langenegger, Mahler & Staffelbach 2011).  

research addressing the economic and non-economic value of talent management 

(Thunnissen, Boselie & Fruytier 2013).  

there appears to be very little theory explicitly making statements about value. Further 

work is needed before one can fully understand the concept (Lepak, Smith & Taylor 

2007).  

management literature, there still lacks agreement on what value or value creation means 

and how to achieve it (Lepak, Taylor & Smith 2007; Bowman & Ambrosini 2010; Zubac, 

Hubbard & Johnson 2010), in addition to how companies should utilize resources to create 

value (Sirmon, Hitt & Ireland 2007). (Torgersen, 2014) 

Suraj Punj Journal For Multidisciplinary Research

Volume 9, Issue 6, 2019

ISSN NO: 2394-2886

Page No: 102

https://www.emeraldinsight.com/doi/full/10.1108/ER-01-2016-0005


3. Factors influencing retention performance 

Although presented as the last section of talent management, retention performance 

management should be considered as the most vital element of the talent management. 

This opinion is made based on one basic human resource theory that if one talent 

individual obtains scarce experience and skills that are also valuable for other 

organizations, this individual will highly possible be targeted, attracted and steal by other 

organizations in the market with better opportunities offer. This theory further proves that 

any investment towards talent management will be wasted before turning into value unless 

the company is capable of retaining these talents within the organization and motivates 

them to deliver consistent value to the organization through their daily work. (Evans, P., 

Puick, V., & Björkman, I., 2011)(Vladimir Pucik, 2017) 

Scholars with different industrial background had conducted a significant amount of the 

research on employee turnover and retention, each of them has various conclusions 

regarding how organization performance should practice better in talent retention 

management. This study reviews a few of the most referred researches and builds up a 

framework for most common factors that affects retention management. Personal 

development. One main component of the personal development is internal Development 

and promotion opportunities that provided by the organization. The latest report from 

Association of Talent Development (2016), which formally known as American Society of 

Training & Development (ASTD), states that 88% of organizations do not prioritize 

internal hiring, only 24% of organizations have well-defined program for the high 

positions opportunities, and 12% of organizations do not even have internal hiring 

program. All these short attentions to internal development and promotion opportunity 

have directly resulted in their poor retention performance. (Evans, P., Puick, V., & 
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Björkman, I., 2011; Welch, D. & Welch, C., 2015) Another main focus of personal 

development is the exciting and challenging responsibility. This factor organization has no 

control with due to the inspiration is highly linked with personal interest which 

organization can hardly identify, and opinions regarding challenging responsibility variate 

greatly from people to people. What organization can do is to improve their recruitment 

process to identify personal interests and experiments of talents more accurately. 

(Bhatnagar, J., 2007) compensation. Although higher income is one of the most common 

reason for talents to switch organization, research shown that it is not the higher 

compensation but the lacking of job satisfaction triggers talent to search/consider 

opportunities outside the company. 

Therefore, higher salary package for talents could resist the talent turnover in a short time, 

but it will eventually damage the competitiveness of the organization due to the low cost 

efficiency. (Evans, P., Puick, V., & Björkman, I., 2011)(Vladimir Pucik, 2017) 

Relationship quality with the direct boss. As one well circulate epigram say ‗People leave 

managers, not companies,' line managers are usually those who have the most impact on 

talents motivation and retention performance. The loyalty of talents can come from both 

formally and informally positive daily interaction with their direct managers. Those 

interactions can build small yet consistent positive and supportive image and eventually 

will strength the sense of belonging to employees. (Branca, JR.R., 2015) 

Work-life balance (WLB). Rarely being observed at high social benefits areas such as 

Nordic, WLB has always been one of the biggest issues for low job satisfaction rate in 

MNC located in emerging markets such as South Asia and South America, some countries 
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(e.g. Japan and South Korea) also have intensive conflicts that rooted in the culture. Such 

differences within different organizations often create a unique company culture and, for 

some talents, hard to remain the passion for working within. (Evans, P., Puick, V., & 

Björkman, I., 2011; Deery, M. & Jago, L., 2015)(Feng, 2016) As an example of WLB 

imbalance among the world, The Guardian (2015) reports that 22% of the Japanese and 

35% of South Korean work more than 49hrs per week, while this number is 11 % in 

France/Germany and 16% in the US. There is no doubt that most of the talents from 

Nordic will have the feeling of being badly treated if they are working in Japanese 

organization under the same terms as other Japanese colleagues who are fully accepted 

this culture.(Feng, 2016) 

4. Talent Management and its relationship to Employee 

Engagement 

Talent Management practices and policies that demonstrate commitment to human 

resources result in more engaged employees and lower turnover. Consequently, Employee 

Engagement has a substantial influence on employee productivity and talent retention. 

Employee Engagement and Talent Management combined can make or break the bottom 

line (Lockwood,2006). 

According to a study completed by the Corporate Leadership Council (Driving 

Performance and Retention through Employee Engagement, 2004), employees who are 

committed perform 20% better and are 87% less likely to resign. 

The process of building Employee Engagement is on-going. Effective Employee 

Engagement fosters an environment of stimulation, development and learning, support, 

contribution and recognition (Lockwood) Lockwood (2006) concludes that it is the work 
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experience and ultimately, the Organizational culture that determine Employee 

Engagement and retention of talent. Effective Talent Management requires strong 

participatory Leadership, Organizational buy-in and Employee Engagement 

(Lockwood,2006) Attracting and selecting the talent are only the start and can appear to be 

the simplest of the phases. 

Although pay and benefits may initially attract employees, top-tier Organizations have 

now realized the importance of Employee Engagement. Engagement is much more than 

satisfaction. A satisfied employee is happy with current pay, benefits and atmosphere. This 

contentment may cause hesitation to show any extra initiative or achievement; thus, it 

creates a worker who is comfortable with the statusquo. 

Alternatively, engaged employees demonstrate virtuous qualities like: 

1. Innovation & creativity 

2. Taking personal responsibility to make things happen 

3. Authentic desire to make the company successful as well as the team 

4. Having an emotional bond to the Organization and its mission and vision. 

Engagement and its impact on Talent Management processes 

Employee engagement has an impact on the efficacy of the four key talent management 

processes of Development, Performance Management, Recruitment/Selection and 

Succession/Progression. 

Performance Management and Engagement 
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According to the Institute of Employment Studies (IES), there is a clear positive 

correlation between those who have participated in an appraisal and those that exhibit 

higher levels of engagement. This appraisal process signals to the employee that their 

training needs and their development are being taken seriously by the organisation. The 

underpinnings of an effective performance appraisal are a clear set of role-specific 

characteristic measurements. This, in conjunction with a comparison with benchmarks, 

will show without ambiguity, where an individual needs to develop, the behaviours they 

need to adopt (or not) and how they compare against their peers. 

Development and Engagement 

There is much in common with many indicators of sound leadership and people 

management used in 360 reviews, and those found Engagement Diagnostics. For example, 

360 reviews solicit input from direct reports (typically on competences such as 

maximising potential and communication) providing a score for that manager against these 

competences 

Recruitment & Selection and Engagement 

The IES study demonstrated that where a realistic job preview is provided to candidates, 

those who subsequently joined the organisation had higher engagement levels. In terms of 

your own recruitment processes, to what degree do you use assessment centres or other job 

preview mechanisms to set clear expectations as to the nature and requirements of the role 

– surely not just a job description? 

Progression & Succession and Engagement 

The IES note that those who have a personal development plan exhibit higher levels of 

engagement than those that don‘t. Very often a perceived lack of opportunities or career 
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paths lead to dissatisfaction with the employer and it is just a perception. Practical career 

planning support, put into the hands of the employee, with easy to use tools that they can 

experiment with and develop their own thinking, enables an informed and purposeful 

career planning activity.(R. V. Dhanalakshmi, 2014) 

Conclusion 

Effective organizations center around the capabilities required for their industry at their 

dimension of development. At the point when wanted abilities are unmistakably 

enunciated, workers can be required to tolerate greater duty regarding building up those 

capabilities. One way this is done is by expecting representatives to figure out 

improvement plans or objectives that emerge from competency-based execution surveys. 

The competency audit process incorporates giving a reasonable and progressing 

correspondence plan to all representatives about what they are doing and why, with an 

emphasis on clear jobs and accountabilities and arrangement of their ability activities with 

frameworks, for example, prizes, acknowledgment, and remuneration to drive results. 
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