~ Y International Journal for Multidisciplinary Research (IJFMR)

ILJFMR E-ISSN: 2582-2160 e Website: www.ijffmr.com e Email: editor@ijfmr.com

Talent Management and Its Retention

Ms. Charu Mahajan!, Ms. Kirandeep Kaur?

1.2 Assistant Professor, Department of Management Studies, Global Group of Institutes, Amritsar-
143001, Punjab, India

ABSTRACT

Talent Management serves as a vital component of contemporary human resource management. This
paper explores the strategies and advantages of effective talent management practices, along with their
impact on hiring and selection processes, performance enhancement, and career development. The paper
also seeks to integrate research on talent management and examine its relationship with employee
retention and organizational effectiveness. The research is grounded in an extensive review of literature
centered on the concepts of talent management, technology-driven innovation strategies, employee
retention planning, and value creation through supportive management. The literature review was
carefully carried out by analyzing research articles published in reputed academic journals. The research
provided an in-depth discussion of talent management and its associated variables. This study focuses on
examining the impact of talent management strategies on employee performance and retention.

The findings of the study revealed that talent management practices—such as recruitment and selection
for attracting talent, coaching and mentoring for developing talent, and compensation for retaining talent—
significantly enhanced employee performance. Therefore, this section of the research highlights that talent
management strategies have a substantial influence on the overall performance of the organization.
Employee performance and retention should be evaluated through the implementation of these talent
management strategies. These strategies have a significant impact on employee retention. When
employees recognize opportunities for growth and feel supported, they are less likely to seek employment
elsewhere. This reduces turnover costs and ensures that the organization retains valuable skills and
experience, ultimately contributing to its long-term success. The researchers conclude that organizations
seeking a competitive edge over their business rivals must manage their talent with diligence and
effectiveness. This paper affirms that prior research on talent management contributes to a deeper
understanding of the concept and its advancement.

Keywords: Talent management, Retention strategies, Performance Improvement, Organization success,
Supportive management

1. INTRODUCTION

Every organization relies on competent individuals to secure a competitive edge and promote its overall
growth and development. Employees are vital to an organization’s growth and sustainability; therefore,
retaining them for the longest possible tenure is essential. To achieve success, organizations must refine
their strategies to recruit top talent and invest significantly in the acquisition and training of their workforce
(Ashton & Morton, 2005). Talent acquisition is the process of recognizing, engaging, and employing
qualified individuals who can add value to the organization’s success. An effective talent management
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strategy enables organizations to not only attract and hire top talent but also create a work environment
that promotes employee commitment and loyalty.

Talent retention entails adopting strategies to ensure that skilled employees remain engaged, motivated,
and dedicated to the organization over the long term. After onboarding top talent, retaining them becomes
essential to sustaining a productive and stable workforce. Employee retention strategies aim to build a
positive workplace culture by offering competitive pay and benefits, ensuring opportunities for
professional growth and development, and acknowledging and rewarding employee achievements (Dr.
Shikha Bhargava & Dr. Shiva Johri, 2024). Retaining talented employees results in lower turnover costs,
sustained knowledge and expertise, and enhanced organizational loyalty and morale. Talent acquisition
and retention serve as essential foundations for an organization’s success. Achieving a competitive
advantage and driving sustainable growth hinges on an organization's ability to acquire top talent and
cultivate a supportive work environment where employees thrive.

2. RESEARCH APPROACH

The present study uses a systematic literature review approach to collect and analyze various papers as to
the role of organization in retaining talent and connection between talent management practices and its
retention. The data used in this study were obtained from well-established research-oriented database such
as Web of Science, and Google Scholar. The utilization of this academic database guarantees that the
chosen articles are both high-quality and highly relevant to the fields of talent management and employee
performance improvement.

Initially, this research employed pertinent keywords like "Talent management," "retention strategies,"
"organization success," along with related keyword variations. We also limited our search to English-
language publications released within a specific period—generally from 2005 to the most recent year—to
ensure that only the most up-to-date information was included.

After collecting articles that satisfied the initial criteria, we performed a detailed screening by examining
the titles, abstracts, and other essential sections to evaluate their relevance to the research topic. Our
objective is to develop a comprehensive and in-depth literature review on this research topic, and explore
the relationship between talent management practices—including employee recruitment and selection,
training and development, performance management, and career management—and employee retention.

3. RESULTS AND DISCUSSION
3.1 Modern strategies to acquire Talent - Talent, which includes the combined abilities, knowledge,
and expertise of the workforce, has emerged as a key driver of organizational success. To effectively

utilize and enhance this vital resource, organizations are adopting talent management—a strategic
approach focused on attracting, developing, engaging, and retaining outstanding employees.

a) Social-Media Based Hiring Approach: Research shows that organizations are increasingly using social
media as a primary tool for recruitment (Brotherton, 2012). HR professionals are making growing and
widespread use of social networking platforms to evaluate and select candidates. A company’s
presence on social media appears to enhance its corporate reputation, which in turn increases its
attractiveness as an employer and positively influences applicants’ job intentions and expectations
toward the organization (Sivertsen et al., 2013; Carrillat et al., 2014).

b) Skill-Focused and Game Integrated Evaluation: Gamified assessments and skill-based tests introduce
an element of enjoyment and interactivity into the recruitment process. These interactive evaluations
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assess candidates’ competencies, knowledge, and problem-solving abilities through a gamified
approach (Dr. Shikha Bhargava, Dr. Shiva Johri, 2024). They not only draw candidates’ interest but
also offer organizations deeper and more precise insights into their competencies and suitability for
the role.

Tech-Inspired Developments: In today’s context, innovation is closely linked to human resource
strategies that focus on managing workforce talent by identifying organizational strengths,
understanding employee behavior, and fostering effective coordination between the organization and
its employees (Kamran, Dawood & Hilal, 2015). In this regard, talent acquisition refers to a long-term
strategic effort aimed at identifying qualified individuals, building strong relationships with them, and
persuading them to contribute their unique skills to the organization. In the modern world,
organizations employ a range of technologies and strategies to manage talent effectively. To
emphasize new and emerging recruitment strategies, the use of technology and innovative tools—such
as recruitment software, applicant tracking systems, social networking platforms, video interviews,
and artificial intelligence—plays a vital role (Sajin Jose, 2019).

Web-Based Recruitment Portals: Key metrics including retention rates, employee performance, and
employer satisfaction will be evaluated to determine the effectiveness of hires made via online
platforms. Online recruitment platforms provide diverse features, including job posting, applicant
tracking, automated screening, and data analytics, all designed to enhance hiring efficiency, lower
costs, and improve the candidate experience (Justin rajkumar A & Dr.Sindhiya Rebecca, 2025). This
approach simplifies conventional hiring methods by enabling organizations to access a broader talent
pool, minimize recruitment costs, and accelerate the selection process. Common components of online
recruitment involve posting jobs on company websites, job portals, and social media platforms, along
with utilizing applicant tracking systems.

Video-Based Interview and Assessment Process: One of the technologies gaining popularity today is
video-based interviewing, which enables recruiters and hiring managers to screen, recruit, and
interview candidates virtually across the globe (Briggs, 2013). Organizations seeking to enhance hiring
decisions through more effective collaboration among stakeholders are progressing beyond traditional
web and video conferencing methods. They are incorporating video-enabled interviews into their
comprehensive talent acquisition strategies, leading to notable reductions in recruitment costs and
enhancements in candidate quality (Fernandez, E., Junquera, B. & Ordiz, M., 2005). Reducing costs,
increasing efficiency, and comprehensive evaluation of candidates are among the key reasons why
organizations like Walmart, Microsoft, and Rio Tinto are adopting video interviewing tools.

3.2 Benefits arising out of Good talent management practices: organizations must invest effort into

effectively managing their workforce, helping employees enhance their skills and capabilities to
encourage long-term retention. Below are several key benefits why organizations should invest in
talent management:

Workplace succession & employee development planning: Succession planning, a vital aspect of talent
management, ensures that organizations maintain a strong pipeline of capable leaders ready to assume
key positions when needed. This proactive approach prevents leadership gaps and reduces operational
disruptions. By strategically managing succession, organizations can stay resilient and adaptable
during leadership changes—whether driven by retirement, promotion, or external circumstances—
while promoting stability and preserving the company’s culture and core values through smooth
transitions (Nagaraju 2019). Employee development encompasses ongoing learning initiatives, skill-

IJFMR250663125 Volume 7, Issue 6, November-December 2025 3



http://www.ijfmr.com/

~ Y International Journal for Multidisciplinary Research (IJFMR)

ILJFMR E-ISSN: 2582-2160 e Website: www.ijffmr.com e Email: editor@ijfmr.com

b)

d)

building activities, and leadership training designed to prepare employees for future roles (Garavan et
al., 2012). Studies indicate that organizations that invest in well-structured development programs
achieve greater employee engagement and improved performance (Noe et al., 2017). Additionally,
personalized learning opportunities, mentorship, and coaching play a key role in fostering career
growth and enhancing knowledge retention within organizations (Sparrow & Makram, 2015).
Employee skill enhanced: Talent management enables organizations to identify and develop the
critical skills needed to plan for and address specialized roles within the workforce. This ensures a
steady pipeline of qualified employees ready to fill key positions, allowing operations to run efficiently
and preventing excessive workloads that could lead to employee burnout (Nagaraju, 2019).
Creativity & cost optimisation: Technology plays a vital role in managing and reducing costs
associated with skill development by helping organizations optimize resources and enhance
operational efficiency. Through the adoption of tech-driven solutions, businesses can streamline skill
management processes and better align them with strategic goals. Leveraging cloud technologies such
as Google Cloud and Kubernetes Engine can significantly aid in controlling training expenses and
improving skill optimization. These platforms allow organizations to monitor employee progress and
resource usage in real time, supporting data-driven decisions and effective financial management.
Increasingly, companies are using cloud-based financial tools to eliminate unnecessary spending on
skill development. Moreover, adopting cloud solutions not only improves cost management but also
promotes continuous learning through flexible and scalable training environments. For example,
Google Kubernetes enables efficient resource allocation, leading to further cost savings and reduced
training expenditures (Damien Rodriguez, 2025).

Sustainability: Talent retention strategies aim to reduce employee turnover and maintain a stable,
committed workforce. According to Kanojia et al., providing career growth opportunities, competitive
compensation, and a positive work environment enhances employee loyalty and job satisfaction.
Organizations that invest in retention initiatives—such as training, development programs, and
mentorship—cultivate a culture where employees feel appreciated and supported. Moreover, effective
retention strategies not only lower recruitment costs but also boost overall team performance. By
focusing on retention, companies can sustain a skilled and dedicated workforce that contributes to
long-term organizational success (Dr. Raji Jennet, M. Sujithra, April 2025). Retaining high-potential
employees involves offering competitive pay, opportunities for career advancement, and recognition
programs (Kwon & Jang, 2021). Research shows that HR policies centered on retention enhance job
satisfaction and decrease employee turnover (Hancock et al., 2013). Additionally, implementing
employee-focused initiatives—such as flexible work options and wellness programs—strengthens
organizational commitment and fosters greater employee loyalty (Guest, 2017).

3.3 Employee Retention Strategies - Employee retention has gained significant attention as

organizations increasingly recognize employees as their most valuable assets (Herman, 2005; Hughes
et al.,2008). An effective talent management strategy not only improves the retention rate but
positively affects operational and financial outputs.

Feedback system: Feedback entails communicating employees’ areas for improvement, thereby
promoting clarity about their roles and the expectations set by management. Providing feedback more
frequently and effectively has become essential due to the influence of technology, the dynamics of
the millennial workforce, and the growing emphasis on high employee performance (Cascio, 2014).
Performance feedback is deemed valuable when it strengthens an individual’s sense of self-
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determination. This suggests that performance feedback, for instance, can direct an individual’s focus
toward intrinsic motivations such as autonomy, competence, or belonging, rather than solely pursuing
extrinsic rewards like financial gains.

b) Employee involvement and competency analysis: Engaged employees demonstrate higher levels of
commitment, innovation, and resilience, thereby making a substantial contribution to organizational
success. Organizations with higher levels of employee engagement typically experience lower
turnover rates, increased productivity, greater stakeholder returns, and improved financial
performance (Baumruk, 2006). Corporate competencies have become a central focus, enabling
successful organizations to identify where to allocate resources like incentives, coaching, and training
programs. Modern societies are defined by rapid technological advancements and a dramatic
expansion in the availability and accessibility of knowledge (Burbach, R. and Royle, T. ,2010).

c) Talent Assessment Hubs: The Assessment Center Method has been utilized in human resource
management for over five decades for various purposes such as selection, evaluation, and employee
development (Thornton & Rupp, 2006). Additionally, assessment centers have been shown to have a
connection with job retention among both male and female candidates (Anderson & Thacker, 2015).
It was observed that applicants generally perceive assessment centers as more valid than other
evaluation methods and believe they provide a fairer and better opportunity to demonstrate their skills.

d) Guidance and Supervision: Coaching emphasizes building competence, enhancing understanding of
specific tasks, and fostering overall personal and professional development. Mentoring involves the
transfer of specific skills and knowledge. Support provided by mentors plays a crucial role in employee
retention, and organizations are advised to implement effective mentoring strategies and processes to
enhance it (Aruna & Anitha, 2015).

4. FINDINGS AND CONCLUSION

4.1 FINDINGS:

Workplace productivity depends not only on employee satisfaction but also on employee engagement,
which is driven by effective talent management practices. We examined the factors influencing employee
engagement that organizations foster by emphasizing people, their growth, and continuous learning. Such
employee behaviors and attitudes reflect a strong connection with the organization, encouraging continued
employment and high performance, thereby ensuring talent retention.

The research findings indicate a positive relationship between talent management and talent retention.
Retaining talent requires the implementation of diverse and multifaceted strategies. Each of these talent
management practices contributes individually, but when applied together, they significantly enhance
employee retention. Retaining skilled and effective talent is essential for an organization’s success. Hence,
regular evaluations of talent management practices are necessary, given the continuous evolution of work
environments and the shifting market dynamics faced by industries.

4.2 CONCLUSION

Organizations should cultivate a supportive work environment that encourages employee engagement,
development, and appreciation. Therefore, by fostering employee engagement, organizations should strive
to build a strong employer—employee relationship that encourages retention through a deep sense of
belonging and connection. Ultimately, retention is a choice shaped by employee emotions, which can be
positively influenced by the organization’s actions and initiatives. This feeling of connection positions the
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organization as an employer of choice and an excellent workplace, helping retain current employees while
attracting potential talent through a strong Employee Value Proposition.

To achieve a competitive edge, the growing demand for human capital propels the importance of talent
management, which is increasingly recognized as a key determinant of employee and organizational
performance by facilitating the integration of new hires and the development and retention of existing
employees. Hence, talent management practices should be continuously assessed to adapt to the ongoing
evolution of work environments and the shifting market dynamics faced by industries.

5. IMPLICATIONS OF THE STUDY

a) Hiring & selection procedure: Attracting competent and high-performing individuals is the initial stage
of the talent management process. Talent attraction involves engaging both internal and external
candidates with high potential to fill current and future vacancies. During recruitment, the type of
talent attraction strategy employed is critical in identifying and selecting the most suitable and
effective employee for the organization. Recruiting exceptional and well-qualified individuals also
serves as an effective means of communicating the organization’s commitment to sustainability and
innovation (Shreya Mathur& Nandini Srivastava, 2024).

b) Performance improvement & career advancement: Talent management significantly impacts
employee performance. This factor is vital as it contributes to attracting and retaining skilled
employees. Moreover, effective talent management plays a crucial role in driving organizational
success and growth. To maintain a competitive edge, organizations must anticipate and seize emerging
opportunities ahead of their rivals (Sareen & Mishra, 2016).

¢) Pay scale & compensation framework: In 2006, a team of researchers found that performance-based
pay improves employee retention. Similarly, researchers argue that extrinsic incentives, such as the
level of remuneration and additional benefits, are key factors influencing employee retention (Shreya
Mathur & Nandini Srivastava, 2024).

d) Team co-ordination & supportive management: According to this theory, when an individual receives
benefits from another party, they develop a sense of obligation to reciprocate through positive
behaviors and loyalty. Moreover, the theory suggests that employees tend to perform at their best when
they feel supported and valued by their employers (Eisenberger R., Armeli S., Rexwinkel B., Lynch
P. D., Rhoades L. 2001).
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