
            Management Studies and Entrepreneurship Journal 
                                                                             Vol 6(3) 2025:3693-3699 

            
Copyright © 2025 THE AUTHOR(S). This article is distributed under a Creative Commons Attribution-NonCommercial 
4.0 International license, http://journal.yrpipku.com/index.php/msej  

Talent Management Strategies And Their Impact On Employee Retention 
 
Strategi Manajemen Talenta Dan Dampaknya Terhadap Retensi Karyawan 
 
Klemens Mere 
Universitas Wisnuwardhana Malang 

mofoortbhk@yahoo.co.id*  
 

*Coresponding Author 
 
ABSTRACT 
Talent management refers to the systematic attraction, development, retention, and deployment of 
individuals with high potential and value to the organization. The purpose of this study is to analyze 
talent management strategies and their impact on employee retention. This study adopts a literature 
review methodology to explore and synthesize existing research on the relationship between talent 
management strategies and employee retention. The literature review method is particularly suitable for 
gaining a comprehensive understanding of a topic by systematically collecting, analyzing, and 
interpreting previous studies, theories, and empirical findings. This study has demonstrated that talent 
management strategies play a crucial role in influencing employee retention. Through the review of 
relevant literature, it is evident that organizations that implement well-structured talent management 
practices—such as leadership development, career advancement opportunities, performance 
management, employee engagement initiatives, and continuous learning programs—are more 
successful in retaining high-performing employees. 
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ABSTRAK 
Manajemen talenta mengacu pada penarikan, pengembangan, retensi, dan penempatan individu yang 
memiliki potensi dan nilai yang tinggi bagi organisasi secara sistematis. Tujuan dari penelitian ini adalah 
untuk menganalisis strategi manajemen talenta dan dampaknya terhadap retensi karyawan. Penelitian 
ini mengadopsi metodologi tinjauan literatur untuk mengeksplorasi dan mensintesis penelitian yang 
sudah ada mengenai hubungan antara strategi manajemen talenta dan retensi karyawan. Metode 
tinjauan literatur sangat cocok untuk mendapatkan pemahaman yang komprehensif tentang suatu topik 
dengan mengumpulkan, menganalisis, dan menginterpretasikan penelitian, teori, dan temuan empiris 
sebelumnya secara sistematis. Penelitian ini menunjukkan bahwa strategi manajemen talenta 
memainkan peran penting dalam mempengaruhi retensi karyawan. Melalui tinjauan literatur yang 
relevan, terbukti bahwa organisasi yang menerapkan praktik manajemen talenta yang terstruktur 
dengan baik-seperti pengembangan kepemimpinan, peluang peningkatan karier, manajemen kinerja, 
inisiatif keterlibatan karyawan, dan program pembelajaran berkelanjutan-lebih berhasil dalam 
mempertahankan karyawan yang berkinerja tinggi. 
Kata kunci: Manajemen Talenta; Strategi dan; Retensi 

 
1. Introduction 

In the era of globalization and digital transformation, organizations face increasing 
pressure to sustain competitive advantage and achieve long-term success. One of the most 
critical factors in achieving this lies in the effective management of human capital. Talent, 
defined as the skills, knowledge, and abilities of employees that drive organizational 
performance, is now widely recognized as a strategic resource (Collings & Mellahi, 2009). As 
organizations strive to remain agile and innovative, talent management has emerged as a key 
strategic priority. 

Talent management refers to the systematic attraction, development, retention, and 
deployment of individuals with high potential and value to the organization. It encompasses 
various human resource practices including recruitment, onboarding, training and 
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development, performance appraisal, succession planning, and employee engagement 
strategies (Lewis & Heckman, 2006). The goal of talent management is not merely to fill 
vacancies but to ensure that the right people are in the right roles, and are motivated and 
empowered to perform at their highest potential. 

However, a growing concern for many organizations across industries is the increasing 
difficulty in retaining top talent. Employee turnover, especially among high-performing 
individuals, can have severe financial and operational consequences. Studies have shown that 
the cost of replacing an employee can range from 50% to 200% of their annual salary, 
depending on the level of expertise and role complexity (Allen, Bryant, & Vardaman, 2010). 
Beyond monetary costs, turnover disrupts team dynamics, causes loss of institutional 
knowledge, and affects overall morale. 

One of the leading causes of employee turnover is the lack of effective talent 
management strategies. Employees often cite reasons such as limited growth opportunities, 
lack of recognition, poor leadership, and inadequate development programs as key factors in 
their decision to leave an organization (Hughes & Rog, 2008). As a result, organizations are 
increasingly investing in talent management systems that foster a culture of learning, provide 
clear career pathways, and recognize employee contributions. 

Effective talent management not only enhances employee satisfaction and 
engagement but also strengthens organizational commitment. According to Armstrong and 
Taylor (2014), talent management practices that are aligned with organizational goals and 
employee aspirations are more likely to result in high retention rates. For instance, leadership 
development programs have been found to increase employee loyalty, particularly among 
younger workers who seek purpose and progression in their careers (CIPD, 2017). Moreover, 
performance management systems that provide continuous feedback and recognition can 
boost employee motivation and reduce attrition. 

Despite the recognized benefits, many organizations struggle to implement talent 
management strategies that yield tangible retention outcomes. A major reason for this gap is 
the lack of integration between talent strategies and broader organizational goals. In some 
cases, talent management is treated as a standalone HR initiative rather than a strategic 
function embedded in organizational planning. Additionally, inconsistencies in the application 
of talent management practices across departments or geographic regions can dilute their 
effectiveness (Tarique & Schuler, 2010). 

Furthermore, the rise of remote work and the gig economy has altered traditional 
employment relationships, making retention even more challenging. Employees today, 
particularly millennials and Gen Z, value flexibility, autonomy, and meaningful work 
experiences more than job security or hierarchical advancement (Gallup, 2016). This shift 
necessitates a rethinking of talent management strategies to accommodate diverse employee 
expectations and evolving workplace dynamics. 

Given this context, there is a critical need to examine the impact of talent 
management strategies on employee retention in a systematic and empirical manner. While 
previous research has highlighted the individual components of talent management, there is 
limited understanding of how these elements interact to influence employee retention across 
different organizational settings. Moreover, cultural, sectoral, and generational factors may 
moderate the effectiveness of these strategies, requiring a more nuanced approach to their 
design and implementation. 

This study seeks to fill this gap by exploring the relationship between talent 
management strategies and employee retention. It aims to identify which strategies—such as 
leadership development, performance appraisal, learning and development, or career path 
planning—have the most significant influence on employees’ intention to stay. The findings 
from this research can provide valuable insights for HR practitioners, organizational leaders, 



 
Mere, (2025)    MSEJ, 6(3) 2025:3693-3699 

3695 

and policymakers in designing talent management systems that not only attract but also retain 
top talent. 

In conclusion, the success of any organization hinges not just on attracting talent, but 
more importantly, on retaining it. In an increasingly mobile and competitive labor market, 
organizations must go beyond traditional HR practices and adopt a strategic, integrated 
approach to talent management. By doing so, they can build a resilient, engaged, and loyal 
workforce capable of driving sustained performance and innovation. 
 
Method 

This study adopts a literature review methodology to explore and synthesize existing 
research on the relationship between talent management strategies and employee retention. 
The literature review method is particularly suitable for gaining a comprehensive 
understanding of a topic by systematically collecting, analyzing, and interpreting previous 
studies, theories, and empirical findings (Snyder, 2019). Through this approach, the study aims 
to identify patterns, gaps, and key themes that contribute to a deeper understanding of how 
talent management practices influence employee retention across various organizational 
contexts. 
1. Research Design 

The research is qualitative and descriptive in nature, utilizing a narrative review format. 
This design allows for flexibility in selecting diverse sources, including peer-reviewed journal 
articles, industry reports, and books, to provide a broad perspective on the subject. The 
focus is not on statistical generalization, but on conceptual clarity and theoretical 
integration. 

2. Data Sources and Search Strategy 
Relevant academic literature was gathered from reputable electronic databases such as 
Scopus, Web of Science, Google Scholar, JSTOR, EBSCOhost, and ScienceDirect. The search 
terms used included combinations of keywords such as: 
• “Talent management” 
• “Employee retention” 
• “HR strategies and retention” 
• “Talent development and loyalty” 
• “Turnover and human capital” 
• “Succession planning and retention” 

 Boolean operators (AND, OR) and filters were applied to narrow down results to 
articles published primarily between 2010 and 2024 to ensure contemporary relevance. 
However, some foundational works from earlier years were also included when necessary. 
 
3. Inclusion and Exclusion Criteria 
To ensure quality and relevance, the following inclusion and exclusion criteria were applied: 
Inclusion Criteria: 
• Peer-reviewed journal articles and scholarly books 
• Publications in English 
• Studies that directly examine talent management and employee retention 
• Studies from both developed and emerging market contexts 
Exclusion Criteria: 
• Opinion pieces or non-peer-reviewed sources (unless from reputable organizations like 

CIPD or SHRM) 
• Studies focusing solely on recruitment without discussing retention 
• Articles unrelated to organizational or human resource management 
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4. Data Analysis 
The collected literature was analyzed using thematic content analysis. This involved: 
• Identifying recurring concepts and frameworks related to talent management strategies. 
• Grouping findings into thematic categories (e.g., leadership development, performance 

management, career planning, employee engagement). 
• Comparing how these strategies are associated with retention outcomes across different 

industries and regions. 
The analysis also considered mediating or moderating variables, such as organizational culture, 
employee demographics, and industry type, to provide a more nuanced understanding of the 
relationship between talent management and retention. 
 
Result and Discussion 
Introduction to the Link Between Talent Management and Retention  

Employee retention has become a central concern for organizations worldwide, 
particularly in competitive and knowledge-driven industries. Talent management, which 
encompasses a range of human resource practices aimed at attracting, developing, and 
retaining employees, plays a pivotal role in addressing high turnover rates. Several studies 
highlight that effective talent management is positively correlated with improved employee 
loyalty, reduced turnover intentions, and stronger organizational performance (Collings, 
Mellahi, & Cascio, 2019; Hughes & Rog, 2008). This section synthesizes findings from relevant 
literature to explore how different talent management strategies impact employee retention. 

 
Leadership Development and Retention  

Leadership development emerges as one of the most influential talent management 
strategies in employee retention. Organizations that invest in identifying and developing future 
leaders often experience higher levels of commitment and engagement from employees. 
According to Avolio and Gardner (2005), transformational leadership development programs 
help cultivate trust, vision alignment, and motivation among employees, which are essential 
for long-term retention. Additionally, research by CIPD (2017) notes that employees who 
perceive clear leadership pipelines and succession plans are significantly less likely to leave 
their organizations. The psychological safety and career security that come from leadership 
development programs strengthen employees' emotional bonds with the organization, 
encouraging them to stay and grow internally.  

 
Career Development and Internal Mobility  

Career development opportunities play a critical role in shaping an employee’s 
decision to remain within an organization. Poorhosseinzadeh and Subramaniam (2013) 
identified lack of advancement prospects as one of the primary drivers of employee turnover, 
especially among mid-career professionals. Organizations that provide visible career paths, 
succession planning, and internal mobility structures empower employees with a sense of 
direction and purpose. Moreover, LinkedIn’s Talent Trends Report (2020) shows that 
employees who change roles internally are 3.5 times more likely to stay with their companies 
compared to those who do not. This finding emphasizes the importance of fostering internal 
mobility and ensuring that employees are aware of the possibilities available to them within 
the company.  

 
Performance Management and Recognition  

Modern performance management systems, which emphasize regular feedback, 
coaching, and employee involvement, are closely linked to retention. Traditional appraisal 
systems have largely been replaced by continuous performance dialogues, which allow for 
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real-time feedback and employee development (Aguinis, 2013). These systems promote 
transparency, build trust, and ensure alignment between employee goals and organizational 
objectives. Recognition and rewards also play a crucial role. When employees feel recognized 
for their contributions, their engagement and sense of belonging increase. DeNisi and Smith 
(2014) argue that performance management is not only a tool for evaluating outcomes but 
also a mechanism to reinforce positive behaviors and build organizational commitment. 

 
Employee Engagement and Organizational Culture  

Employee engagement is both an outcome of effective talent management and a 
driver of retention. Gallup (2016) found that highly engaged employees are 59% less likely to 
look for another job within the year. Engagement stems from several factors, including 
leadership support, autonomy, meaningful work, and workplace culture. A strong 
organizational culture that aligns with employee values enhances retention by fostering a 
sense of identity and community. Hughes and Rog (2008) emphasize that when employees feel 
aligned with an organization’s mission and values, they are more likely to exhibit 
organizational citizenship behavior and stay committed during challenging times. 

 
Learning and Development (L&D) Opportunities  

Providing learning and development opportunities is fundamental to retaining top 
talent, particularly among millennial and Gen Z employees who prioritize growth over job 
security (Gallup, 2016). Organizations that invest in training programs, workshops, 
certifications, and mentorship signal that they care about employee development. A study by 
Bersin by Deloitte (2014) revealed that companies with strong learning cultures had up to 50% 
higher retention rates than those with minimal development investment. Additionally, 
continuous learning helps employees adapt to changing job demands, reducing frustration and 
increasing job satisfaction. 

 
Integrated and Strategic Application of Talent Management  

While each strategy contributes individually to retention, the literature emphasizes the 
importance of a holistic and integrated approach to talent management. Tarique and Schuler 
(2010) argue that isolated interventions often fail to create long-term impact unless embedded 
within a cohesive talent strategy aligned with organizational goals. Organizations must ensure 
that their talent management strategies are not only comprehensive but also customized to fit 
their workforce demographics, industry needs, and organizational culture. For example, the 
retention needs of a tech startup differ from those of a public sector institution, requiring 
adaptive strategies based on context. 

 
Challenges and Considerations  

Despite the benefits of talent management strategies, challenges remain. Budget 
constraints, poor implementation, lack of leadership buy-in, and resistance to change can 
undermine the effectiveness of these initiatives. Furthermore, global talent mobility and 
remote work have increased employee expectations and competition for skilled workers, 
forcing organizations to continuously innovate their talent practices. To overcome these 
challenges, organizations must adopt data-driven approaches to track the impact of talent 
strategies on retention. Regular employee feedback, exit interviews, and talent analytics can 
offer valuable insights into what works and what needs improvement. 

 
5. Conclusion 

This study has demonstrated that talent management strategies play a crucial role in 
influencing employee retention. Through the review of relevant literature, it is evident that 
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organizations that implement well-structured talent management practices—such as 
leadership development, career advancement opportunities, performance management, 
employee engagement initiatives, and continuous learning programs—are more successful in 
retaining high-performing employees. 

Effective talent management not only enhances job satisfaction and employee loyalty 
but also fosters a culture of growth, recognition, and alignment between personal and 
organizational goals. Leadership support, transparent career pathways, and a commitment to 
employee development emerge as key drivers in reducing turnover intentions. 

Ultimately, organizations that view talent management as a strategic priority—rather 
than a reactive HR function—are better positioned to maintain a stable, committed, and skilled 
workforce in an increasingly competitive labor market. A holistic and integrated approach to 
talent management ensures that employees feel valued, supported, and motivated to grow 
within the organization, thus significantly improving long-term retention. 
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