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Abstract: Talent has become an emerging topic in Human Resources Management and has aroused the interest of many researchers 

and writers on this concept. McKinsey company sparked such concern on year (1997) by providing a study that formulated the term 

(war on talent) to rethink the actions to be taken to attract the talented and their retention. In spite of the ramifications of the concept of 

talent, there was no clear definition of talent. Many studies that have addressed the issue of talent and talented people have tried to 

determine a clear meaning to the term talent and the talented, but there are clear differences between specialists and researchers 

regarding this field. 

Talent management is an integral part of human resource management. Talent management can be defined as a deliberate approach 

implemented to recruit or hire, develop, and retain people with the required aptitude or skills to meet the present and future goals or 

needs of the organization. It is, therefore, the commitment of an organization to recruit, develop, and retain the most talented and 

qualitative employees available in the job market. It has become almost an inevitable management process in modern days.  

This paper presents a review of past literature on Talent Management in organizations. The purpose of the review is to identify 

research gaps and concepts of Talent management. This literature review offers a synthesis of past and contemporary studies about 

Talent Management.  

The review of literature specifies that there were studies carried out with respect to Talent Management Strategies, Talent 

Management in HR Strategy, Intelligence and Talent Management, Global Talent Management, Talent Management, and Employee 

Engagement Overview, Talented workforce planning, Talent Management Practices, Talent Attraction, Talent Development as well as 

Talent Management Process. 

Some of the studies also focused on two important factors “Can do” under Ability or Capability and “Will do” under Motivation; 

Capability for a Talent-focused organization; Talent Acquisition; as well as Monetary factor and Non-monetary factors. 

A few were related to four parts of Talent within the organization i.e. LBSS Talents (Leadership, Basic, Substantial and Supportive) 

talents; 4IP (Fourth Industrial Revaluation); as well as pointed out identifying the Hidden Talent of employees. 

Keywords: Talent Management, Talent Management Strategies, Talent Management in HR Strategy, Intelligence and Talent 

Management, Global Talent Management, Talent Management Process, Talent Management Wheel. 

I. INTRODUCTION 

Talent management is an integral part of Human Resource Management. Talent Management can be defined as a deliberate approach 

implemented to recruit or hire, develop, and retain people with the required aptitude or skills to meet the present and future goals or 

needs of the organization. 

Talent Management is, therefore, the commitment of an organization to recruit, develop, and retain the most talented and qualitative 

employees available in the job market. It has become almost an inevitable management process in modern days. Due to tough 

competition in every sphere of the business world today, organizations are vying for the best people from the job market. It starts with 

the identification of the appropriately skilled people required for the organization and then there is a proper selection of people with 

requisite potential and skills in the desired job. After identifying and selecting the right kind of people, Talent Management 

implements competitive compensation that may include attractive pay packages, periodical increments, health insurance, paid leaves, 

etc. for the employees. The selected workforce is provided with training and regular refreshment programs so as to match the 

emerging requirements of the organization. 

1.1 Definition and Concept of Talent Management (TM) 

The concept of Talent management is a natural evolution of ‘human resources’ (HR). According to Josh (2006), the evolution ranged 

from personnel to strategic human resources to talent management. The term “Talent” refers to a marked natural Ability or Skill. 

Thus, to a layman, talent management may connote the identification of the inbuilt potential of employees and their development of 

them to achieve organizational goals. However, in this context, “Career” is a more elaborate term as it is used to define highly skilled 

workers. As the name implies, Talent management is concerned with nurturing employee performance for the future benefit of the 

organization. Meaning that it involves attracting the most skilled individuals in the right position that is, putting round pegs in round 

holes and developing them to enhance their potential thereby creating a sense of loyalty to the organization in terms of employee 

commitment, engagement, and job satisfaction. 
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According to M. Armstrong, “Talent Management is the processes of ensuring that talented people are attracted, retained, motivated 

and developed in line with the needs of the organization”. 

J. Moczydłowska. Talent Management is a set of activities taken vis-à-vis personnel with outstanding talents, to ensure their 

development and increase their operational efficiency, while simultaneously achieving corporate goals. 

S. Borkowska. Talent Management involves implementing a set of key activities as part of human resources management, while 

simultaneously applying more advanced methods and techniques. 

Lewis & Heckman (2006). Several definitions of talent management from different perspectives are available, yet there continues to 

remain some confusion about the accurate and objective definition, scope, and goals of talent management. 

According to Stahl et al. (2007), it includes all the activities of an organization among which are attracting, developing, selecting, and 

retaining the best people in the suitable position.  

Blass (2007) opined that Talent Management refers to the additional management processes and opportunities that talented employees 

in the organization are provided with. 

Hejase et al., (2012) have defined it as the approach to optimize human capital, which enables an organization to drive short- and 

long-term results by building culture, engagement, capability, and capacity through integrated talent acquisition, development, and 

deployment processes that are in sync with business goals. 

1.2 Talent Management Process 

The Talent Management Process is the procedure to manage the ability, competency, and power of employees within an organization. 

Everything that is done to recruit, develop, retain, reward, and make employees perform better is a part of talent management. People 

are undoubtedly the best resources of an organization. Sourcing the best people from the industry has become the top prior ity of 

organizations today. In such a competitive scenario, Talent Management has become the key strategy to identify and fill the skill gap 

in a company by recruiting high-worth individuals from the industry. It is a never-ending process that starts with targeting people. The 

process regulates the entry and exit of talented people in an organization. To sustain and stay ahead in business, talent management 

cannot be ignored. In order to understand the concept better, let us discuss the stages included in the talent management process: 

 Understanding the Requirement: It is the preparatory stage and plays a crucial role in the success of the whole process. 

The main objective is to determine the requirement of talent. The main activities of this stage are developing job descriptions 

and job specifications. 

 Sourcing the Talent: This is the second stage of the Talent Management process that involves targeting the best talent 

in the industry. Searching for people according to the requirement is the main activity. 

 Attracting the Talent: It is important to attract talented people to work with you as the whole process revolves around 

this. After all the main aim of the Talent Management process is to hire the best people from the industry. 

 Recruiting the Talent: The actual process of hiring starts from here. This is the stage when people are invited to join the 

organization. 

 Selecting the Talent: This involves meeting with different people having the same or different qualifications and skill 

sets as mentioned in the job description. Candidates who qualify for this round are invited to join the organization. 

 Training and Development: After recruiting the best people, they are trained anddeveloped to get the desired output. 

 Retention: Certainly, it is the sole purpose of the talent management process. Hiring them doesnot serve the purpose 

completely. Retention depends on various factors such as pay package, job specification, challenges involved in a job, 

designation, personal development of anemployee, recognition, culture, and the fit between job and talent. 

 Promotion: No one can work in an organization at the same designation with the same jobresponsibilities. Job 

enrichment plays an important role. 

 Competency Mapping: Assessing employees’ skills, development, ability, and competencyis the next step. If required, 

also focus on behaviour, attitude, knowledge, and futurepossibilities for improvement. It gives you a brief idea of whether the 

person is fit to be promoted further. 

 Performance Appraisal: Measuring the actual performance of an employee is necessary to identify his or her true 

potential. It is to check whether the person can be loaded with extraresponsibilities or not. 

 Career Planning: If the individual can handle the work pressure and extra responsibilitieswell, the management needs 

to plan his or her career so that he or she feels rewarded. It is good to recognize their efforts to retain them for a longer period 

of time. 

 Succession Planning: Succession planning is all about who will replace whom in near future. The employee who has 

given his best to the organization and has been serving it for a very long time definitely deserves to hold the top position. 

Management needs to plan when and how succession will take place. 

 Exit: The process ends when an individual gets retired or is no more a part of the organization.The Talent Management 

process is very complex and is, therefore, very difficult to handle. The solepurpose of the whole process is to place the right 

person at the right place at the right time. The mainissue of concern is to establish the right fit between the job and the 

individual. 

 

1.3 Talent Management Wheel 

The Talent Management Wheel divides the impotence of Talent Management into two parts: Talent Management Practices (shown in 

the outer ring) and Guiding Principles (shown in the inner ring). The six guiding principles apply equally to each of the individual 

Talent Management Practices. 
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Figure - 1. Talent Management Wheel 

II. OBJECTIVES OF THE STUDY 

The major objectives of the review are:- 

 To know the concept of Talent Management. 

 To evaluate the kind of research undertaken and available in the field of Talent Management in the organizations. 

 To identify the gaps in the current literature.  

III. RESEARCH METHODOLOGY 

This is a descriptive study essentially based on secondary data that has been obtained through a review of the literature and analysis of 

journal articles. For this purpose, articles listed in the databases have been reviewed. 

IV. REVIEW OF LITERATURE 

Several methods and techniques related to Talent management are discussed in books, technical papers, and articles. In this review, 

the research team has looked closely at the development of Talent Management as well as conceptual approaches and experiences that 

have occurred in this field of expertise.  

An attempt has been made to put forward a brief review of the literature based on a few of the related studies undertaken worldwide in 

the area of Talent Management as follows.  

Taylor and Collins, (2000). Today an organization’s success is directly proportional to the talent it is recruiting. Recruitment is 

critical not only for retaining the competitive advantage but also for basic organizational survival. 

Michaels et al, (2001) identified five imperatives that companies need to act on if they are going to win the war for managerial talent; 

these are as follows.  

1. Creating a winning employee value proposition that will make your company uniquely attractive to talent. 

2. Moving beyond recruiting hype to build a long-term recruiting strategy. 

3. Using job experience, coaching, and mentoring to cultivate the potential in managers. 

4. Strengthening your talent pool by investing in A players, developing B players, and acting decisively on C players. 

5. Central to this approach is a pervasive mindset – a deep conviction shared by leaders throughout the company that competitive 

advantage comes from having better talent at all levels. 

Pfeffer (2001) has doubts about the war for talent concept, which he thinks is the wrong metaphor for organizational success. He has 

expressed the following belief.  

Fighting the war for talent itself can cause problems. Companies that adopt a talent war mindset often wind up venerating outsiders 

and downplaying the talent already in the company. They frequently set up competitive zero-sum dynamics that make internal 

learning and knowledge transfer difficult, activate the self-fulfilling prophesy in the wrong direction (those labeled as less able 

become less able), and create an attitude of arrogance instead of an attitude of wisdom. For all these reasons, fighting the war for talent 

may be hazardous to an organization’s health and detrimental to doing the things that will make it successful.  

Sears (2003) points out, it is ‘better to build an existing relationship rather than try to create a new one when someone leaves’.  

Fang lee Cook (2004). Through this article, he has focused mainly on the talent management strategy of organizations in the service 

sector. The author has stated that many service organizations are now realizing the advantages of a diverse workplace. In this context, 

the author has pointed out that, as more and more organizations are going global in their market expansions either physically or 

virtually, there is a necessity to employ diverse talents to understand the various niches of the market and management should give an 
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opportunity to their employee to show their hidden talents in this regard. The author has stated that, in every service-rendering 

organization, the management should have a talent management strategy or programs which enhance the talent of the employees. 

Gubman (2004). Talent management and Employee Engagement have a high degree of relationship based on the previous studies 

finding and it is also arguable that engagement is different from satisfaction in that engagement means something that is external to 

the employee and primary to the organization that affects will lead to internal satisfaction to the employee once it yielded desire result. 

The position of Gubman is that it is when an employee is engaged and successfully carries out his/her task that can only lead to 

satisfaction which all depends on where an employee or the organization places the employee and the nature of the task. 

Marquardt et al., (2004) defined six global competencies (as special abilities) required in international employees viz. cultural self-

awareness, global outlook, language, tolerance for ambiguity and differences, cultural flexibility, and communication ability. 

Douglas J. Novona, (2005). Through the study, the author has highlighted the factors which are responsible for the success of talent 

management activities. In this context, the author has stated that talent management activities can seem intimidating and difficult to 

handle for managers and human resources in organizations. However, while discussing ‘talent’ the author has referred to the most 

valuable function in the organization. In the opinion of the author, organizations do not survive without people and when the 

management people of the organization think and plan for the development of these products of value; things can be complex and 

appear multiple. For the successful talent management system of any organization, the author has suggested five points for 

implementing the plan. 

These points are; 

i)  Discover what you are talking about. 

ii)  Describe what it all means is transparent 

iii)  Discuss career aspirations with employees. 

iv)  Determine who belongs where and 

v)  Differentiated development. 

Anat Arkin, (2006). The author has stated that step into any high street bank, chain store, or another customer-facing business, and 

the chances are that the people who serve you, will reflect all the rich diversity of the 21st century. The author has further stated that 

enter these same company’s headquarters and take the lift up to their executive suites and you are likely to find yourself in a mid-20th 

century time warp. 

CIPD (2006) developed the following talent management checklist. 

 How are we defining talent and talent management? 

 Where do professional and specialist staff fit into our talent management process? 

 What are the key features of the external environment and the labour market issues impacting our talent management 

task? 

 What are the main challenges we’re facing in developing a talent pipeline? 

 What are we doing to overcome them? 

 How do we define and measure aspects of talent, such as potential? 

 Are we benchmarking with other organizations? 

 Have we clarified for everyone involved the relationship between talent management and other HR initiatives, such as 

succession planning? 

 What tools can be used to identify the right talent and assess potential, employee engagement, etc? 

 Are we prepared to train and encourage those responsible for talent management to ask serious questions about 

performance and potential, and to do something about those not up to the task? 

 How is the success of our talent management process measured? 

 Do we undertake any systematic evaluation, including calculation of the financial and other benefits of talent 

management to our organization? 

J. Bersin, (2006). In this study paper author, has discussed the critical issues. These issues are – i) Talent Management requires 

integration and communication between existing HR and Research and Development activities. ii) Competency management, 

misunderstanding, and difficult part of training and HR have become critical and iii) Vendor claims, there is no complete ‘Talent 

Management software solution yet. These issues, the author has discussed critically in the study paper. 

Lewis and Heckman, (2006). Scarce values, which are difficult to imitate, have specific characteristics but it is not always clear. In 

light of the above definitions, the researcher can define talent as a set of distinctive capabilities, experience, knowledge, skills, and 

attitudes possessed by workers in order to achieve the organization's goals.  

Goffee and Jones, (2007). A group of employees who have ideas, knowledge, and skills, so we shall give them the potential to 

produce value from available resources". 
Snell, (2007) observed that many people are confused regarding Human Resources Management and Talent Management. It is very 

important to integrate the talent management system with all aspects of Human Resources Management. There is a clear overlap 

between talent, recruitment, development, diversification, and conservation practices of professional succession planning. However, 

there is one important difference, which is that human resource management activities are public administration, while talent 

management is a continuous process that connects the optimum human resources to the real place of work. 

Tobias. C. (2007). In the opinion of the author, organizations should aim to hire, develop and retain motivated capability people, who 

have the “Can do” (i.e. Ability or Capability) and the “Will do” (Motivational) factors that are relevant to the job. This study is based 

on the survey. Through the study, the author has observed that the greatest cause of job dissatisfaction is the underutilization of 

management talent. In the opinion of the author, talent has egoistic needs, which must be met, if they are to be fulfilled; and this forms 

the key content of talent management in high-performing work organizations. 

Uren and Samuel, (2007). "A series of good steps of identifying talent, attracting, and developing them". 

Cappelli, (2008a). The Talented are persons with many characteristics that contribute to the advancement of their organization or their 

nation. In convention, talent is formative capabilities that are not linked to individual intelligence. 

Collings and Scullion (2008) define Global Talent Management (GTM) as “the strategic integration of resourcing and development at 

the international level which involves the proactive identification and development and strategic deployment of high-performing and 

high-potential strategic employees on a global scale”. 

http://www.ijnrd.org/


© 2023 IJNRD | Volume 8, Issue 2 February 2023 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2302269 International Journal of Novel Research and Development (www.ijnrd.org)  
 

c602 

 

Ringo, et al, (2008) were of the opinion that the implementation of Talent Management practices makes a big difference in 

organizational performance. Different industries given the business environment follow different talent management practices. 

Adel A. (2009). There are numerous and various definitions of intelligence. In some of them, it is known as the speed severity of 

understanding, the ability to learn, the ability to adapt to the environment, and the ability to acquire the knowledge, experience, and 

willingness to learn, and benefit from this experience and knowledge in solving problems. Some refer to inelegance as the ability to 

think. It is worth mentioning that early scientific studies of talent and creativity may be directly associated with intelligence theory. 

After that, the evolution of the concept of talent came to reflect individual differences and the degree of talent. 

Collings & Mellahi, (2009). The success of an organization is based on Talent Management in today’s competitive marketplace. 

Learning and skills development is the most important capability for a talent-focused organization. Efforts will be intensified to raise 

the number of faculty members with Ph.D. qualifications in order to meet international quality standards and ratings. In addition, to 

that, various schemes must be made available to assist staff to upgrade their academic qualification by furthering their studies locally 

or abroad. These essential efforts undoubtedly will create opportunities to improve the quality of academicians. As employees’ 

knowledge, skills and competencies are an important competitive weapon, hence talent needs to be maximized and recognized as one 

of the discrete sources of organizational competitive advantage. 

Jantan et al., (2009) Talent Management can be defined as an outcome to ensure the right person is in the right job; a process to 

ensure leadership continuity in key positions and encourage individual advancement, and the decision to manage supply, demand, and 

flow of talent through the human capital engine. The Talent Management process consists of recognizing the key talent areas in the 

organization, identifying the people in the organization who constitute its key talent, and conducting development activities for the 

talent pool to retain and engage them and have them ready to move into more significant roles. 

M. Goldsmith and Louis Carter (2009). Authors have highlighted the most up-to-date thinking, tools models, instruments, and case 

studies which are important with a view to identifying, leading, and managing talent within the organization. Through the study, the 

authors have provided a vast amount of thought-provoking ideas, tools, and models for formulating and implementing talent 

management strategies. The authors have also provided case studies for planning and implementing an effective talent succession 

management strategy in the organization. 

Osinga, (2009) said that the classification of Talent within the Organization is divided into four parts. 

1. Leadership talents: This category came at the top of the pyramid of talent as they are classified as talented leaders who 

have responsibility for the development, preparation, delivery, and implementation of the strategy at the corporate level.  

2. Basic talents: The second type includes individuals with a strong sense of competition. They are considered valued and 

important talent for the organization because of their capabilities, vision, and perception of the future. 

3. Substantial talents: Members of this type are a superpower in the work. They are production staff responsible for the 

final product delivery to the consumer. 

4. Supportive talents: The implementation of the activities is done through the support of the supporting talent to the non-

core businesses. Often, these activities represent, for example, administrative activities that may be suitable for automation. 

R. Shukla. (2009). This book pertaining to talent management highlights that, how organizations can identify and get the most out of 

high-potential people; by developing, improving, and promoting them to important positions. Through this book, the author has 

highlighted a system for integrating human resources building blocks and conditions of human resources, which are essential for any 

organization’s development and excellence, also focused on, how to link the employee assessment process to career planning and 

improvement. In the opinion of the author, it is the fall of simple, efficient, easy-to-follow methods for assessing, planning and 

improving highly talented people to meet the organization’s current and future requirements. The author has further stated that it will 

helpful for organizations to combine their diverse human resources functions into a single, cogent system. 

Li and Wang, (2010).  "Implementation of integrated strategies, or systems designed to improve the recruitment and development of 

people and retain people with the required skills and a willingness to meet current and future organizational needs".  

Câmpeanu-Sonea et al., (2011). "Using a range of overlapping and interrelated activities, by which the organization attracts, sustains, 

and develops talented individuals who need them at the organization currently and in the future to achieve a competitive advantage". 

Cannon and McGee, (2011) observed that after the global financial crisis (2008), which invaded the entire world and directly 

influenced organizations, individuals, and governments, all of those parties returned to think of a new mechanism to enable them to 

overcome the economic consequences of such crisis. The organizations returned to perform their business and activities based on cost 

reduction and focus on competencies and skills in order to become a leader in their own field of activity. Therefore, many 

organizations began investing in long-term strategies based on the set and to develop management skills in addition to using 

integration in talent management strategies because good planning strategies will enable the organizations to overcome the difficulties 

that face them in order to orient them towards true aspired success..  

Horváthová, (2011). The term Talent Management emerged at the end of the last century and there are a number of special 

definitions. Researchers differed in the definition of Talent Management as a set of organizational activities, which means own, 

develop, motivate, and sustain the talented employees to achieve the current and future objectives of the organization".  

Rath. T. (2011). In the opinions of the authors, integrated talent management is an approach to building organization and capability, 

and engagement by integrating talent acquisition; development, and deployment across traditional HR silos. Authors have further 

opined that this process keeps all the aspects of talent management aligned with business objectives and goals. Through this book, 

authors have presented strategic and tactical guidelines for training and development professionals seeking to play key roles in the 

process. 

Scullion & Collings, (2011). Global Talent Management is “the set of activities undertaken in the context of international business to 

manage talent for differentiated roles”. 

Scullion, Sparrow, and Farndale (2011). GTM focus on developing a global talent pool of people and appropriate flows of people to 

fill critical positions in the organization and enable their successful execution through building necessary organizational capabilities. 

Whelan and Caracary, (2011). In addition, talent management can provide significant benefits to the organization and increase its 

ability to manage knowledge. 

Downe et al., (2012). Creativity and Talent Management Creator is defined as a person who creates a thing from nothingness or a 

person who is characterized by creation, not a simulation. In spite of linguistic agreement on the meaning of creativity, recent studies 

indicate that there are some differences between the two terms in the modern era, and in spite of these differences, Scientists agree that 

the majority of creative properties are found in the talented. Creativity will be shown in the form of creative thinking based on the 
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scientific method in the search, including the sense of the problems faced by organizations or communities, the ability to note, develop 

hypotheses, test such hypotheses, validate the results and their usefulness and ability to disseminate them or the ability to create a 

product or make a new discovery. 

Glastra & Meerman (2012) expressed that in organizations operating in the service and knowledge economy, desirables such as 

innovative capacity and competitive advantage depend on how they discover, assess, develop, place, and retain talent. 

Naik (2012) declared that talent management enhances the capability of representatives. Talent management identifies representatives 

with the capacity to create a profitable effect for the organization, presently or later on. Additionally, talent management confidently 

finds potential leaders hence organizations can plan to respond to their changes with other alterations. 

Stahl et al., (2012), emphasized the importance of having an aggressive compensation system. They stated that such compensation is 

obviously basic to pull in and hold top talented employees while organizations similarly progressively notice that money-related 

motivating forces are just a single component of accomplishment. Thus every worker should be eligible for aggressive compensation 

and any organization should pay for any work to draw in and hold the best-performing worker. 

Waheed et al., (2012). Administrative system based on identifying the most important and sensitive jobs that contribute to the 

achievement of organization sustainable and competitive advantage by receiving the labor force appropriate to perform effectively and 

efficiently". 

Aljamal (2013) found that clearly stated that talent and talent management are an unmistakable capacity to associate the executives 

and their authority. This author defined talent management as a very essential conceptual framework. Their studies reviewed that it is 

the procedure of successfully procuring the correct ability, setting them up to take up the best positions in the future, and surveying 

and dealing with their performance. Furthermore, both studies declared that talent management is counteracting employees to leave 

the organization.  

Chattopadhyay. P., (2013). The author has stated that it may be underscored that the return on talent is a calculable measure both- in 

quantitative and qualitative terms. In the opinion of the author, in typical organizational situations, this concept can wonder though it 

must be said in the organization, especially those belonging to the same ranks may create problems related to camaraderie. The author 

has further stated that the development of the right attitudes and enduring managers and people with required powers can bring forth 

results several times higher than the expenditure that may be incurred in finding talents, harnessing them, and deploying them not only 

for the purposes of today but also tomorrow.  

Khoram and Samadi (2013) studied the relationship between managing talent and organizational creativity and effectiveness in the 

banking industry which revealed that organizational creativity, effectiveness, and talent management are positively correlated. 

Koscianska (2013) viewed talented people are the wellspring of the workplace and whenever supervised acceptably they can have any 

effect on general business performance. The same study described more on talent management as an idea that enables organizations to 

deal with their human potential and defeat it. 

K. R. Manjunath and K. Jalaja, (2013). Authors have stated that what is important for the organization is not to acquire quality 

human resources, but it is important for them to realize optimal value for them which requires them to develop such strategies to 

appraise-develop-retain the intellectual resources for creating long-term sustainable competitive positions in the competitive or highly 

fragmented market conditions. Acquiring the right talent and sustaining them for the long term would always ensure them all the 

advantages of realizing strategic turnaround to the operations. 

Poorhosseinzadeh & Subramaniam (2013) mentioned that Talent Management incorporates every element of the human asset. The 

study focused on the benefits of having talent management practices. Thus they reviewed and summarized talent management as a 

business procedure that organizations accept and empower them to hold their best capable representatives and enhance organizational 

performance. 

Rana and Abbasi (2013) in their study on the impact of Talent Management and employee turnover on the efficiency of the 

organization in Pakistan’s telecom sector found that talent management has a direct effect on employee turnover intention and  

organizational efficiency. 

Amiri, M. (2015). According to the author, it is also increasingly recognized that wasted unused, or hidden talent can literally shrink a 

person’s brain. The author has raised the question, how can a person develop more talent given the complexity of the brain to 

recognize such hidden or unused talent and the rigidity of some workplaces to value the unique capabilities of its workers? 

Garg & Rani (2014) emphasized the difficulty in identifying and acquiring talents. They identified talents to be very mobile hence 

their retaining is hard. Thus this study reviewed the talent management concept evolved with talents. Based on this argument the 

following hypothesis can be depicted. 

H1: There is a strong relationship between Talent and Talent Management. 

All the above studies differently defined Talent Management. Thus reviews have differed with different objectives and goals. 

Therefore this study reviewed Talent Management as an essential business approach to hold the employees of an organization. 

McKinsey, (2014). Global Talent Management has surfaced as a vital strategic issue for Multinational Corporations. It is the topmost 

priority among HR practitioners over the past decade. 

Amiri, M. (2015). According to the author, it is also increasingly recognized that wasted unused, or hidden talent can literally shrink a 

person’s brain. The author has raised the question, how can a person develop more talent given the complexity of the brain to 

recognize such hidden or unused talent and the rigidity of some workplaces to value the unique capabilities of its workers?  

Amiri, M. (2016). He has concluded that, for attracting customers, edible oil wholesalers have adopted various marketing strategies 

such as giving a free gift and advertising. But lack of Talent Management among wholesalers caused various challenges and problems. 

So Talent Management is vital for edible oil wholesalers. 

Amiri, M. and Nobakht, A. (2016). It was found that performance management is an essential way to improve the effectiveness of 

the organization and the achievement of organizational goals. However, the effect of Talent Management among HR professionals and 

managers is essential for improving the circumstance of the organization for achieving its goals. 

Amongst, Sareen and Mishara (2016) defined Talent Management as the process of recruiting, training, developing, managing, and 

maintaining the people being the most valuable resource in an organization. Further, they illustrated, in a competing marketplace, 

Talent Management is one of the most important drivers for organizational success and growth.  

Isiaka, Kadiri & Lukman (2017) carried out a study on Talent Management and Employee Turnover. The questionnaire was used as 

the survey method of primary data collection. Correction coefficient and t-student distribution were methods used in the analysis of 

data gathered. The study results showed that there is a relationship among the variable. 
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Amiri M. and Safariolyaei, N. (2017). The authors have discussed talent management among employees. They have explained that 

Talent Management is the hidden talent of employees and emphasized that the management should be focused on the talent of 

employees for improving and increasing the productivity and performance of workers.  

Iles et al., (2010); Héder and Dajnoki, (2017a). The quality of an organization is the quality of the workforce it possesses. The best 

way to have talent at the top is to have talent at the bottom; their development needs career inspirations, strengths, and weaknesses, 

abilities, likes, and dislikes. It is easier, therefore, to determine what motivates whom and this helps a lot in the job enrichment 

process. 

Krishnan and Scullion, (2017). The importance also comes from the definition where Talent Management is defined as a systematic 

attraction, identification, development, engagement, retention, and deployment of those individuals who possess a high potential that 

creates a particular value for an organization.  

Lyria et al., (2017) clarified the factors (monetary and non-monetary) which made people get attracted to a certain organization. 

McDonnel et al., (2017). Upon identifying poor performers, the Talent Management process must be able to take actions to specify 

whether the employee is unskilled which will urge the need to train him. 

Singh, M. M., Amiri, M., & Sabharwal, S. (2017). It observed that in Information Technology organizations various strategies like 

meditation and participation in programs for reducing stress among employees would be adopted. However, the identifying hidden 

talent of employees is not implemented properly by the managers. So Talent Management along with other strategies should be 

adopted in an organization. 

Amiri, M. (2018). It observed that except for the management of stress among information technology employees in IT organizations 

for increasing productivity and decreasing the negative impact of stress on the physical and psychological of employees, Talent 

Management is one the most important strategy for reducing stress by finding a better way to work in an organization. 

Héder et al., (2018). In business, it is often stated that the highest value of an organization is provided by the employees working 

there. 

Collings et al., (2019). It’s become obvious that the essential asset of a successful organization is human capital because it plays a 

fundamental role in the competitiveness and growth of the organization (Lockwood, 2006) that puts human resources management on 

the front line and a strategic business partner in the organization. 

Mercer, (2019). The human capital risks a lack of the right skills and competencies for the new challenges ahead and low engagement 

due to insecurity of the jobs. HR will need to rethink the employee lifecycle and align the new people strategy with the organization’s 

priorities. There are two main areas that HR can tackle. 

1. Introducing new technology such as direct access tools, AI, and chatbots, becoming more focused on employee 

experience and embracing agile ways of working;  

2.  Addressing critical concerns such as evolution for value creation, encouraging adoption of new technologies and automating 

processes, monitoring talent cycles, and assessing the maturity of the current HR approach. 

According to Collings and Mellahi (2009), all talented employees in different sectors are looking for an organization that offers 

exciting challenges, great development opportunities, and meaningful work in a successful organization, where great leaders can lead 

them (Csordás, 2020). 

WEF, (2020). The WEF, Mercer, and McKinsey & Company provide a broad overview of how the Fourth Industrial Revolution (4IR) 

is impacting human resources and implicitly talent. As the 4IR brings people closer to technology, facilitating a new environment 

where the physical, digital, and biological areas combine, the future job market will be able to allow people to discover their full 

potential. The markets are changing dynamically, and as result, the job roles already started to transform. HR has a critical role in 

supporting the business and leaders to adapt to the rapidly changing environment, drive the culture of innovation and continuous 

learning, and adopt new working models. The workforce of the future will need to be open to new technologies, flexible in embracing 

new mindsets and eventually accept automation and digitalization as a must. “The organization is becoming a hub of networked teams 

and talent that coalesces and evolves”. 

V. CONCLUSION AND SUGGESTIONS 

This study addresses this gap by looking at the Talent Management literature from multiple perspectives and from different 

disciplines, including place of publication, frequency of publication, research approach and method of study, focused level o f Talent 

management, and research areas and topics. This paper is organized as follows. The following section presents the method of this 

study, which is followed by a detailed review and analysis of selected articles. Some suggestions are then presented.  

Through the reviews of related literature, it is concluded that the majority of studies have been done with a very limited purpose that is 

focusing only on the significance of talent management in the organization. There are many studies, in which the term talent 

management has not been viewed as a core competence and therefore, organizational culture has been overlooked and lopsided.  

The existing literature review on talent management indicates a positive relationship between Talent Management Practices such as 

attraction, development, motivation, and retention and employee and organizational productivity and performance. Organizations have 

understood the importance of Talent Management and the key role it plays in providing a competitive advantage, especially in the 

service industry. 

Obviously, from the previous studies most of the research conducted in this area was mostly on Talent and Talent Management on 

employee turnover, retention, or performance and it is only limited studies carried out research on engagement. Also, most of these 

studies were carried out outside the environment in which this present study conducted its research and finally none of these studies 

use the banking sector as their case study which makes this current study unique and relevant. 

In the present research, there are various kinds of research in the relevant field that focus particularly on Talent Management 

Strategies as well as Global Talent Management. 

Some of the authors studied six global competencies (as special abilities) viz. cultural self-awareness, global outlook, language, 

tolerance for ambiguity and differences, cultural flexibility, and communication ability; Talent Management and Employee 

Engagement; Creativity and Talent Management Creator; the relationship between managing Talent and Organizational Creativity and 

Effectiveness; as well as the effect of Talent Management amount HR Professional and Managers.   

 There are a number of kinds of literature that focus on various aspects related to the ability to manage knowledge as well as Talent at 

the Top and Talent at the Bottom. 
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Some studies explained Talent Management Systems,  Talent Management Processes, Talent Management Activities, Individual 

Intelligence, Talent Management Highlights, Talent Management Identifiers as well as Aggressive Compensation Systems.  

Some of the studies focused on two important factors “Can do” under Ability or Capability and “Will do” under Motivation; 

Capability for a Talent-focused organization; Talent Acquisition; as well as Monetary factor and Non-monetary factors. 

A few were related to four parts of Talent within the organization i.e. LBSS Talents (Leadership, Basic, Substantial and Supportive) 

talents; 4IP (Fourth Industrial Revaluation); as well as pointed out identifying the hidden talent of employees. 

Talent Management is vital to the success of any organization. It involves integrated organizational HR processes that work together 

to attract, engage, motivate, and retain the best employees for a company, nurturing them into lifelong employees, and is often 

managed with a Talent Management platform. Talent Management, when handled strategically, should flow from your organization's 

mission, vision, values, and goals. This enables every employee to see where they fit within the organization. This, in turn, enables 

employees to participate in the overall direction of the company. From a strategic perspective, an effective talent management system 

helps crucial employees feel as if they are part of something bigger than their current job. A good talent management strategy will 

enable us to capitalize on the strengths and abilities of our employees, helping them to become stronger and grow within the 

organization. 

Covid-19 has changed the world of work and for many organizations; this means that work and office have been decoupled. This 

poses a huge new challenge for HR Leaders, but ultimately it is something that will improve Talent Management as it will drive us to 

build back better. At Ethical Angel, we are always looking at how the world of work is evolving and how changes in the workplace 

are having an effect on learning and development within organizations. One approach we have taken is to build the use of our own 

platform, Ethical Angel, into our Talent Management program. This has allowed staff to engage with applied training experiences that 

not only improve their skills but have the dual benefit of helping the global causes with projects that they need additional support with. 

According to expert life coach, Renee McDonald, “Having a healthy work environment will benefit both individuals and the 

organizations they work for. We spend so much of our life at work and if it is somewhere we feel safe and happy, then that will make 

us want to work harder and do well. Businesses that create healthy working environments are more likely to be successful than those 

who don’t.” 

Successful Talent Management needs to be dependent on the structure, culture, and goals of our organization. By changing the way 

we think about and approach managing talent, we will achieve a workforce that is unstoppable.  

The importance of Talent Management should not be neglected by the top management of the organization. The top management 

should always remember that a Talent Management Strategy will help to improve the performance of an organization, through better 

identifying, sourcing, developing, rewarding, motivating, and retaining the talent that keeps the organization ahead of competitors. 

The conversation around talent management in any organization can vary depending on its size and complexity. It is the organization’s 

prerogative to decide how it wants to define talent and what activities it wants to cover under Talent Management.  
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