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Effects of Talent Management Practices on Organizational Engagement:
A Quasi-Experimental Study in a Turkish Holding

Selman Tetik!, Halil Zaim?

Abstract

Today's knowledge-intensive business environment raises the importance of human
resources in the value creation process. Therefore, talent management (TM) is
considered a strategic tool to gain a sustainable competitive advantage for
organizations. This study aims to explore the effects of TM practices on the
engagement level of employees. A field study has been conducted within a Turkish
holding to analyze the effects of TM. However, the scope of the study is restricted to
the administrative departments within the headquarters of the Holding. A quasi-
experimental design is developed to conduct the research, and two groups are
designated as the talent and the control groups for the study. Data is collected via
surveys on the members of both groups before and after the intervention. Interviews
are conducted during the intervention process, a talent matrix and a talent grid are
developed, and the development practices are offered and partially implemented. In
order to investigate the impact of TM on employees' organizational engagement, the
means (averages) of two groups are compared before and after the implementation
of TM program. We tried to determine if the difference is statistically significant or not.
The research findings reveal a significant difference in the employees' organizational
engagement level between the talent group and control group before and after the
implementation of TM program. This result indicates that TM strategy has a significant
positive impact on employees' engagement. At the same time, this field study
supports, once again, the importance of retention strategies.

Keywords: Resource-based view, Talent management, Organizational engagement,
Quasi-experimental design, Human Resource Management
JEL categories: D23, J24, 015

1. Introduction

Over the past decade, organizations have been operating in a fast and continuously changing
environment. To compete in this dynamic, turbulent environment, organizations need to pay
more attention to quality, cost, and agility at higher levels (Hadziahmetovic, Dinc & Jahic,
2017; Dahou & Hacini, 2018; Harsh & Festing, 2020). However, the resources should be long-
lived and cannot be replicable (Heinen & O'neill, 2004; Mattone & Xavier, 2012). In the
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knowledge economies where knowledge is a significant component of value creation,
organizations are increasingly counting on the contributions of talented employees (Nonaka,
2005; Zaim, Keceli, Jaradat, & Kastrati, 2018). Therefore, a talent management strategy is
needed to gain sustainable competitive advantages in this competitive environment
(Waheed, Zaim & Zaim, 2012; Gallardo-Gallardo, Thunnissen, Scullion, 2020).

In order to understand the development in Human Resources management, the evolution of
management thought should be overviewed. Historical developments in the management
field have indicated paradigm shifts in people at work. People were assessed as a cost, and
the human factor was ignored in workplaces. The formal transactions, such as payment and
disciplinary issues, were of 'personnel management through the perspectives of scientific
management. That resulted from a massive transformation that was the industrial revolution,
that changed employees' habits in their work lives (Tetik, 2016). Over time, the position and
contribution of people gained significant importance in workplaces, and human resource
management practices have been diversified to appreciate and retain qualified people (Azmi,
2008).

In the literature, there are several approaches to define talent management. Three
perspectives on talent management are by Lewis and Heckman (2006). Human resource
management practices such as recruiting, selection, development, and succession planning
are included in the first perspective of Lewis and Hackman. The focus of the second approach
on talent management is talent pools. In this approach, an employees' needs and managing
the development processes of employees through the positions are evaluated. The focus of
the third perspective is on the talent within organizational boundaries or specific positions.
There are two general approaches to the talent concept in this perspective. Talents are
defined as high performers and high potentials, and these people are considered unlabored
resources in the first approach. Thus, it is highly recommended to manage those talents'
performance in their positions (Lewis & Heckman, 2006). In the second approach, talents are
assessed as a source of competitive advantage of the organization, and it is placed within the
organization's strategic planning process (Hughes & Rog, 2008).

Concerning all the perspectives discussed above, this study has designed and developed a
talent management process, which includes identifying the high potential and high performer
employees, creating a talent pool, providing development practices, and designing retention
practices. This study's talent management implementation has been held within the
headquarter of a Holding in Turkey. Holding decided to change their mindset on HR policy
and practices and began to implement different HR processes like performance management
system, defining the competencies of the Holding, and developing a talent management
system simultaneously.

Even though several studies have been made on talent management, more empirical studies
are needed to generate different perspectives on talent management (Lewis & Heckman,
2006; Collings & Mellahi, 2009; Thunnissen, Boselie & Fruytier, 2013; Al Ariss, Cascio &
Paauwe, 2014). This study provides a field study with new perspectives for the academic
literature and practitioners. The experimental field study which is used in this study facilitates
the exploration of new perspectives.

This study aims to reveal the impact of talent management practices on organizational
engagement. Accordingly, a field study is conducted by designing a talent management
program in a Turkish Holding. That specific Holding is chosen due to their request and
willingness to implement a TM program. Moreover, that Holding, composed of 23 companies
operating in 16 different industries, employs over 8000 employees. Therefore it was an ideal
sample for a quasi-experimental design and research like this. On the other hand, one of the
purposes of implementing TM is to foster employees' organizational engagement.
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Furthermore, the effects of this TM program are achieved by comparing the results between
two groups of employees who participated in the program and those who have not.

2.1. Talent Management

The first discussion of talent began with the "war for talent" by McKinsey in 1997 (Chambers,
Foulon, Handfield-jones, Hankin & lii, 1998: 45). Then, the interest of the scholars and
practitioners reverted to talent management (Axelrod, Handfield-Jones & Welsh, 2001;
Collings & Mellahi, 2009). This movement of interest has also created a new paradigm that
has stressed the importance of talent management (Collings & Mellahi, 2009).

According to Sparrow, Scullion, and Tarique (2014), Talent Management is an anchor to bridge
the perspectives and practices from different fields, including human resource management
(HRM), supply chain management, and capability theory resource-based view.

The companies could facilitate firm-specific competencies by adapting human resource
systems based on the resource-based view (Lado & Wilson, 1994). This effort has led
companies to develop organizational competencies concerning the objectives of the
organizations. As it becomes the focus of the companies, Talent Management is seen as a
strategic approach (Boudreau & Ramstad, 2005; Collings & Mellahi, 2009; Gallardo-Gallardo,
et al., 2020).

There are several talent management systems as proposed in the literature. In this study,
Berger and Berger's (2004) TalentReservoir® approach and Schiemann's (2014) talent
management lifecycle are used as the model. In Berger and Berger's (2004) model, the talent
system is defined by three components; —Designing and building a TalentReservoir® solution,
capturing the TalentReservoir® solution in a software package, and implementing an
integrative TalentReservoir® process. According to Schiemann's (2014) talent management
lifecycle, there are stages of interaction and connection within the organization by
implementing the attracting, acquiring, onboarding stages.

Based on those models, talent management can be described as defining, developing, and
retaining the organizations' competitive edge. The defining process includes the practices of
attracting, acquiring and identifying, and developing a talent pool. The development process
consists of training, coaching, mentoring, career management, and leadership development.
The retaining process covers performance management, succession planning, compensation,
and advancement opportunities. TM practices have been taken in three main processes:
defining, developing, and retaining talents. However, practices for developing Talent Pool are
the main focus of the study.

2.2. Organizational Engagement and Talent Management

A growing body of studies associates and reveal the relationship between talent management
and employees' organizational engagement practices. An effectively implemented talent
management strategy can result in effective recruitment and retention of employees and
enhanced organizational engagement (Hughes & Rog, 2008; Glavas, 2012; Alias, Noor &
Hassan, 2014; O'Connor & Crowley-Henry, 2019). Employees' organizational engagement is
considered a critical factor in retaining talent and motivating people (Hughes & Rog, 2008;
Blass, 2009; Alias, Noor & Hassan, 2016). The engagement can also be supported by
development, leadership effectiveness ( Butler and Waldrop, 2004; Barrick et al., 2015), and
relational creativity (Bhatnagar, 2007). Leaders can improve the performance of the
organization by ensuring the engagement of the organization's members. Internal capabilities
should be developed to improve employees' organizational engagement (Barrick et al., 2015;
Goestjahjanti, et al., 2020). Likewise, organizational engagement and talent management
strategy are mutually connected and related practices. One way of having a successful talent
management strategy requires that employees feel "connected" or engaged to their job and
organization.



Itis suggested that effective talent management policies and practices result in more engaged
employees and lower turnover by ensuring the commitment to human capital (Hughes & Rog,
2008; Pandita and Ray, 2018). Retention is one of the critical concerns in a talent management
process, and it is supported by many studies in which more engaged employees are more
likely to desire to stay on the job (Bakker, Demerouti, De Boer & Schaufeli, 2003; Schaufeli &
Bakker, 2004; Hallberg & Schaufeli, 2006). One of these studies, conducted by the Corporate
Leadership Council, demonstrates the connection between engagement to business success
and its direct impact on employee performance and retention, and it also shows the
contribution of managers to enhance employee commitment to the organization, job, and
work teams (Lockwood, 2007). Even though theoretically, the link between talent
management and organizational engagement is well acknowledged, there is limited empirical
evidence revealing the relationship between retention and engagement. Therefore, there is a
need for more empirical studies in the literature to support the positive effect of talent
management on employees' organizational engagement.

The studies were conducted on employees' organizational engagement by developing
different perspectives. Several conceptual models aim to identify links between conditions,
characteristics, and consequences of engagement in the literature (Kahn, 1990, 1992;
Robinson, Perryman & Hayday, 2004; Saks, 2006; Macey and Schneider, 2008; Shuck, Reio &
Rocco, 2011; Christian, Garza, & Slaughter, 2011). Beyond these studies, some of the research
reveals that job resources, such as social support from colleagues and supervisors,
performance feedback, skill variety, autonomy, and learning opportunities, positively
influence work engagement (Bakker, Schaufeli, Leiter & Taris, 2008). Besides that, there is a
shift in studies to improve employees' organizational engagement (Sambrook, Jones &
Doloriert, 2014). Likewise, in their diagnosis, Christian et al. (2011) and Sambrook and
colleagues (2014) state that few researchers can reflect the multi-dimensionality of
engagement within people or between levels in an organization or sector, despite the
consensus among scholars that employees' organizational engagement is considered a multi-
dimensional and dynamic concept. Hence, more studies are needed to fill the gap in the
research associated with HR. The studies should focus on aspects like the HR understanding
of EE, the formulation and implementation of EE strategies by HR, how these are received,
and the effect on senior, local line management, trade unions, and the employees within
organizations. From the HR point of view, this constitutes a research gap. Therefore, by
evaluating the positive association of job resources with job satisfaction and considering the
tendency towards improving engagement at the organizational level, in this study, we propose
an approach to improve work engagement by implementing talent management within an
organization. As previously stated, job resources such as support from peers and supervisors,
learning opportunities, and performance feedback facilitate and mediate work engagement.
Talent management practices include different actions such as mentoring, coaching, training,
career development, and rewarding. So, it appears that those actions can positively affect
engagement.

3. Research Design and Methodology

In this study, a talent management program is designed, developed, and implemented. The
effects of that program on employees' organizational engagement are then evaluated. Even
though many studies depict the dimensions of talent management, there is still a lack of unity
and consensus on the overall dimensions of talent management. By implementing a talent
management program directly, like taking the explorer role of the researcher (Brown, 2006),
this study aims to recognize unarticulated dimensions within the organization. By doing so, it
may be possible to extend the literature by gathering new information and knowledge. That
is why this research can yield an action/applied research method in the first phase of the study
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since action/applied research is an appropriate method while influencing planned
interventions and modifications ( Sekaran, 2003; Saunders et al., 2009;).

In the second phase of this study, the effects of talent management have been examined
based on data collected from the participants of the talent group and the control group via a
self-administrative questionnaire.

3.1 Survey Instrument

The survey instrument is a self-administered questionnaire composed of 16 questions; 5 are
demographic questions, the remaining 11 aim to reveal the employees' organizational
engagement. Organizational engagement questions are derived from Esen (2012). The original
questionnaire consists of 15 items with a six-point rating scale, ranging from almost never (1)
to almost always (6). In this study, 15 items have been slightly changed, and the number of
the items on the scale has been decreased to 11. Each item is rated on a five-point Likert Scale
anchored at the numeral 1 with the verbal statement "strongly agree," At the numeral 5, the
verbal statement "strongly disagree".

3.2 Sample

The talent management program has been conducted in a Turkish Holding in Istanbul. The
Holding is composed of 23 companies in 16 different industries and employs more than 8000
employees. However, the data for this study are collected from the headquarters office,
where nearly 350 employees and managers are working. The data collected are from two
groups:

The talent group: This group is composed of employees who are involved in the talent
management program.

The control group: This group comprises employees who are not involved in the talent
management program.

Random selection is deemed not appropriate for this study by its nature. Therefore
convenient sampling method has been used to determine the participants. Accordingly, only
the members of the administrative department within the headquarter of the Holding are
involved in the data collection. A total sample of 35 participants is involved in the talent group,
and 33 employees are involved in the control group. Considering the number of employees is
nearly 350 in the headquarters office, the number of talent and control group nearly 10% for
the sampling is regarded as good sample size (Gable, 1994). Both groups are with similar
qualifications. During the process, some of the incumbents left the Holding for various
reasons. Therefore, only 25 participants were left for the talent group and 32 for the control
group for the second survey.

3.3. Analysis

The questionnaires were sent to the talent management group and control group work in the
General Administration departments of the Holding.

In the analysis, the means (averages) of the two groups are compared. The analysis focuses
on whether the difference is statistically significant or not. The descriptive statistics of the
data are provided in the following tables.

In the talent group, 54.3 % of the participants are between 20 and 30; 45.7% are between 31
and 40 years old. 74.5% have up to 5 years of experience, 20% have 6 to 10 vyears of
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experience, and 5.7% have 11 to 15 years of experience. 71.4% of the participants have a
bachelor's degree, 25.7 % have a master's degree, and 2.9% have Ph.D.

The second group is the control group, and the descriptive statistics of the initial
measurement are named the control group.

In the control group, 40.6% of the participants are between 20 and 30 years old, 53.1% are
between 31 and 40, 6.3% are over 41 years old. 46.9 of the group members have experience
between 1 and five years, 28.1% of the group's experience between 11 and 15. 90.6% have a
bachelor's degree, and 9.4% of the group have a master's degree.

There are no significant differences between the talent and control groups before the
intervention regarding the demographic structure such as age, experience, and education.

In the analysis, the data is examined to determine whether it is parametric or nonparametric.
Parametric or nonparametric tests are used to check the difference between the talent group
before and after the intervention. If the data is distributed, a parametric test (independent t-
test) is used, but a nonparametric test (Mann Whitney U test) is used if the data is not normally
distributed. Hence, the normality of data uses Kolmogorov Smirnow test. Firstly one of the
measured variables, 'engagement data,' was analyzed in normality, and engagement scores
are normally distributed (p-value:0.447). Therefore, the parametric test is appropriate for the
application. Parametric statistics are viewed as more potent because they use numerical data
(Saunders et al., 2009).

HO: Engagement data is normally distributed

Ha: Engagement data is not normally distributed

Table 1. Normality Test of Engagement

Engagement
N 125
Normal Parameters®® Mean 3,7484
Std. Deviation 0,67609
Most Extreme Differences Absolute 0,077
Positive 0,043
Negative -0,077
Kolmogorov-Smirnov Z 0,862
Asymp. Sig. (2-tailed) 0,447

a. Test distribution is Normal.
b. Calculated from data.

Since normality tests indicate the normal distribution of the data, the independent t-test is
used as the parametric statistics to evaluate the groups' differentiation which helps to
compare the difference in the means of the two groups using a measure of the spread of the
scores (Saunders et al., 2009). By doing that, the likelihood of any difference between these
groups is determined. A significant t statistic can indicate it with a probability of less than 0.05
refers that the difference between the groups is statistically significant (Saunders et al., 2009).
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The first analysis has been performed to examine the difference between the talent and the
control groups before implementing the talent management practices. As seen in Table 2,
there is no considerable difference between the talent group and control group before the
intervention, and the difference is not statistically significant. It is depicted in table 3.

Table 2. Group Statistics of Talent and Control Pre-test Groups in

Engagement
N Mean Std. Std.

Deviation Error
Group Mean
0,0958

Talent Group Pre-test 35 3,5429 0,56708 5

Engagement

0,1291

Control Group Pre-test 32 3,6676 0,73079 9

HO: The engagement level of the talent group is not different from the engagement level of
the control group.
H1: The engagement level of the talent group is different from the engagement level of the

control group.

Table 3. Independent Samples Test of Engagement for Talent and Control Groups

Pre-test
Levene's Test for
Equality of t-test for Equality of Means
Variances
95% Confidence
Sig. (2- Mean Std. Error Interval of the
F Sig. t df tailed) Difference Difference Difference
Lower Upper
= Equal i i
() i -
£ variances 0,86 0,357 0,784 65 0,436 0,12476 0,15906 0,44242 0,1929
@ assumed
%o Equal
léo variances - -
w not 0,776 58,392 0,441 -0,12476 0,16086 0,44671 0,1972
assumed

While the mean of the engagement in the Talent group is 3.5429 (X'=3.5429;5.D.=0.5678), the
mean of the control group is 3.6676 (X = 3.6676; S.D.= 0.73079), so the engagement level
of the control group is higher than the talent group, but this surplus is not statistically
significant (Table 3). Thus, it reveals that the engagement level of the talent group is not
different from the engagement level of the control group.

The second analysis aims to explore the difference between talent groups before and after
the manipulation by the talent management practices. A difference is measured in the talent
group after implementing talent management by employing the independent samples test.



Table 4. Group Statistics of Talent Group in Engagement Before and After the

Intervention
Group N Mean Std. Deviation  Std. Error Mean
Talent Group Pre-test 35 3,5429 ,56708 ,09585
Engagement
Talent Group Post-test 25 4,1200 ,52337 ,10467

HO: The engagement level of the talent group is not different after the intervention.

H1: The engagement level of the talent group is different after the intervention.

Table 5. Independent Samples Test of Engagement for Talent Groups After the
Intervention

Levene's Test for

Equality of t-test for Equality of Means
Variances
95% Confidence
Sig. (2- Mean Std. Error Interval of the
F Sig. t df tailed) Difference Difference Difference
Lower Upper
= Equal i i
Q i ,010 ,921 58 ,000 -,57714 ,14387  -,86513
e variances 4,012 28916
o assumed
e
© Equal
ED variances - -
4,217 -,57714 141 -,86167
" hot 4,066 > 000 -5 A4193 86167 19961
assumed

The mean of the engagement in the Talent group before the intervention is 3.5429
((X=3.5429;5.D.=0.5678); after the intervention, average engagement in the talent increases
to 4.12 (X = 4.12;S.D.= 0.52337) (Table 4). An increase was noticed due to the mean
comparison, and test results indicate that it is statistically significant (Table 5).

The third group comparison included both the talent and control groups after the
intervention. The comparison results obtained by running the independent samples test
revealed a difference between the groups after the intervention. Table 6 indicates the

averages of the groups.

Table 6. Group Statistics of Talent and Control Group in Engagement After the
Intervention

Group

Std.
N Mean Deviation

Std. Error
Mean




Talent Group Post-test 25 4,12 0,52337 0,10467
Engagement
Control Group Post-test 33 3,7631 0,73888 0,12862

HO: After the intervention, the engagement level of the talent group is not different from the
engagement level of the control group.

H1: After the intervention, the engagement level of the talent group is different from the
engagement level of the control group.

Table 7. Independent Samples Test of Engagement for Talent and Control Groups

Post-test
Levene's Test for
Equality of t-test for Equality of Means
Variances
95% Confidence
Sig. (2- Mean Std. Error Interval of the
F Sig. t df tailed) Difference Difference Difference
Lower Upper
Y Equal
v variances 3,663 ,061 2,054 56 ,045 ,35691 ,17374  ,00887 ,70495
g _assumed
%P Equal
E" variances
w not 2,152 55,793 ,036 ,35691 ,16583 ,02469 ,68914
assumed

Accordingly, the independent samples test is provided in Table 7. According to the given
results, the average score of the talent group is 4.12 (X = 4.12;S5.D.= 0.52337) .
Furthermore, the average score of the control group is 3.9146 (X = 3.7631;S.D.= 0.73888)
(Table 6). The difference between the groups is statistically significant.

The last test for evaluating the difference in engagement covered the control group before
and after the intervention (Table 8). The following hypotheses have been tested by
performing the independent samples test, and the group averages before and after
intervention are provided in table 9.

Table 8. Group Statistics of Control Group in Engagement Before and After the

Intervention
Group Std. Std. Error
N Mean Deviation Mean
Engagement Control Group Pre-test 32 3,6676 ,73079 ,12919



Control Group Post-test 33 3,7631 ,73888 ,11769

HO: After the intervention, the engagement level of the control group is not different.

H1: After the intervention, the engagement level of the control group is different.

Table 9. Independent Samples Test of Engagement for Control Group Before and
After the Intervention

Levene's Test for

Equality of t-test for Equality of Means
Variances
95% Confidence
Sig. (2- Mean Std. Error Interval of the
F Sig. t df tailed) Difference Difference Difference
Lower Upper
Y Equal
g variances ,474 ,494  -524 63 ,602 -,09547 ,18233  -,45983 ,26889
o assumed
e
© Equal
E" variances
w not -,524 62,974 ,602 -,09547 ,18230  -,45977 ,26883
assumed

Before the intervention, the mean of the engagement in the control group is 3.6676
(X =3.6676;5.D.=0.73079); after the intervention, the average engagement in the control
group is 3.7631 (X = 3.7631;S.D.= 0.73888) (Table 8). An increase has been noticed due
to the mean comparison, but this is not statistically significant (Table 9).

4. Discussion and Conclusion
The findings of this research have theoretical and practical contributions.

4.1. Implications for Theory

One of the significant findings of this study is regarding the effect of talent management on
employees' organizational engagement. The results indicate that the implementation of a
talent management program is positively affecting employees' organizational engagement.
This finding is consistent with the literature. Several studies conceptually acknowledge the
relationship between talent management and employees' organizational engagement
(Mohammed, 2015; Pandita & Ray, 2018; O'Connor & Crowley-Henry 2019). There is also a
limited number of empirical studies investigating the association of talent management with
employees' organizational engagement. For example, Alias et al. (2014) found that talent
management positively correlates with employees' organizational engagement.

Similarly, Aljunaibi (2014) claims that talent management factors such as talent development,
recognition, and leadership support positively correlate with employees' organizational
engagement. On the other hand, Goestjahjanti and colleagues (2020) provide empirical
evidence regarding the mediating role of employees' organizational engagement between
talent management and employees' job satisfaction. However, the findings of this research
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contribute to the body of literature by providing additional empirical evidence supporting the
relationship between TM and employees' organizational engagement.

The study's findings indicate that talent management initiative is embedded within the
organizational strategy and can drive organizational change and development. The strategic
view of HR suggests that HR strategy should be a part of corporate development and change
(Ulrich & Brockbank, 2005). Accordingly, this study contributes to the literature so that HR can
be a part of organizational change and development through talent management and
employees' organizational engagement.

As was underlined by Lewis and Heckman (2006), there is still a discrepancy between the
practitioner and academic interest in talent management. This study anchored some of the
practices with the academic literature, and some theoretical propositions have also been
examined.

Another contribution of the study is regarding the research design. This study has contributed
via the quasi-experimental desi. In TM field, the number of experimental designs is limited; it
may encourage researchers to the extent of the method in this field.

4.2. Managerial Implications

Besides its theoretical contributions, the study also has propositions for practitioners and
managers. First of all, they should recognize that HR is one of the critical components of value
creation, and engaged employees are more likely to contribute to this process. Therefore,
implementing talent management programs is an HR tool and should be integrated with
organizational strategy. Moreover, being a part of a talent management initiative makes the
employees feel more valuable, leading to higher engagement and performance.

Furthermore, talent management initiative is not a simple tool for managers but instead
reflects a paradigm change in how they should see and position the employees in an
organization. Managers must be aware that new generation employees (millennial employees
in particular) are reported to have significantly lower levels of continuance commitment
(Glazer, et al., 2019). They are frequently asking for more autonomy, respect, and recognition.
Additionally, it has been suggested that after the COVID 19 pandemic, a significant change is
expected in employees' behaviors and expectations (Carnevale, & Hatak, 2020). Accordingly,
managers should initiate TM programs more efficiently and emphasize how to motivate,
develop, and retain new talents.

The findings of this study also reveal that the most talented employees are most likely to leave
if the TM program is not implemented timely. Therefore the managers should identify the
most qualified employees and find out the right TM strategies to develop their talents, make
them more engaged and make sure they retain. Finally, it is also essential to keep in mind that
TM programs should be implemented to provide individualized consideration. During our
research, we have noticed that being selected to a talent pool and engaging in TM activities
such as training, mentoring, coaching, etc., make the employees feel unique, distinguished,
and more engaged. Particularly for highly talented employees, recognition and individualized
consideration are among the most essential issues in TM implementation.

5. Limitations and Avenues for Future Research

The scope of the study is the primary limitation of the study. Because of the time and fund
constraint, the study was conducted within the administrative departments in the Holding
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headquarters. It caused to development of a talent pool by a limited number of incumbents.
The study can be expanded by enabling the involvement of more incumbents after extending
the scope of the task within the Holding. The research can also be conducted in different
organizations, and both results can be compared and discussed. By doing so, the cultural
effect on the process of talent management implementation can be examined, as well.

Another challenge is related to the nature of the study based on the method. This study is an
exploratory field study of different units in an organization, and quasi-experimental research
was designed for this research. The challenge with a single study of one organization is
providing data that is relevant to other situations. Therefore, it is not possible to generalize
the results of the investigation. Eisenhardt (1989) states, "Perhaps, it will help others become
informed consumers of the results"” (p. 549). The data and results can stimulate other theories
and research. Yin (2003) points out, "it is the multiple sources of evidence in a real-life case
study that is representative or typical that can then be learned and applied to a larger context.
Thus, the results are not generalizable, but it calls the new studies to the extent and examines
the found results".

The study was performed by implementing the talent management practices, but it was
impossible to implement all the proposed actions as expected because of the resource
limitation. Therefore, the study has implemented all the necessary practices, and the
measurement operated after implementing all possible and allowed procedures as a whole.
If the measurement is performed after each application separately, it might be possible to
find the effects of each talent management practice on engagement. It may ensure to learn
the most effective method of talent management associated with engagement.
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Appendix

1. Talent Matrix

o

Typical rendition of the 9 Box model
Meeds Development Meet Expectations Exceeds Expectations
High
Improve in current
role or reassign
Prepare for future
_ role
[ v
- Imprave in current
E rale
g Growth
May need to focus
i |
Ftﬂz:;:‘:’: e Improve in current are en current
y rale position before a Lirmited
mhone
Performance

Source : Sparrow et al., 2011

2. Talent Grid

Four of the incumbents was assessed as ready for promotion; four incumbents can be
promoted in the short-term; six incumbents can be promoted in the intermediate-term, and
two can be considered long-term for the promotion. Generally, all the participants were taken
in promotion bench who were evaluated as stars and rising stars. After mapping the talent
code of the participants on the grid, a development path will be constructed.
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