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the Company
1-Introduction

Talent management has increasingly become a critical strategic pillar within modern
human resource practices. In contemporary organizations, competitive advantage is
no longer derived solely from the availability of labor or advanced production
technologies; instead, exceptional human capabilities are recognized as the primary
drivers of innovation, sustainability, and organizational growth. The presence of
individuals with the right combination of technical skills, high motivation, and
adaptability is widely regarded as a decisive factor in ensuring organizational
success, particularly in dynamic and rapidly evolving work environments. As global
and local competition intensifies, attracting, developing, and retaining top talent has
emerged as a strategic challenge that demands well-designed policies, innovative
programs, and proactive management practices. In today’s corporate landscape,
competition is no longer limited to market share or profitability; it increasingly
revolves around the intellectual and professional capacities of employees capable of
generating value, leading initiatives, and driving meaningful change. Moreover, with
the rise of flexible work arrangements, such as remote and hybrid work, and the
growing awareness of personal career value, organizations must establish
compelling work environments, implement effective reward systems, and provide
genuine opportunities for professional development to secure and retain their most
capable talent. The selection of the right competencies plays a pivotal role in this
context. Recruitment decisions directly influence the long-term performance and
sustainability of an organization. Placing the right person in the right position
enhances productivity, improves overall performance, reduces turnover-related

costs, strengthens organizational stability, and supports strategic development and




growth initiatives. Conversely, ineffective selection practices can lead to substantial
financial and operational losses, diminished employee morale, and weakened

organizational resilience.

Consequently, talent management is no longer merely a functional HR activity; it
has become a strategic instrument designed to align organizational objectives with
individual capabilities. By effectively managing talent, organizations can transform
their human capital into a dynamic source of innovation, efficiency, and competitive

advantage.

This study focuses on examining the relationship between talent and skill selection
and employee job performance within organizational settings. It aims to provide
insights into how strategic talent management practices contribute to enhancing
workforce effectiveness, aligning individual competencies with organizational
goals, and sustaining high levels of performance in challenging and competitive
environments. By understanding these dynamics, the study seeks to offer evidence-
based recommendations to optimize recruitment, development, and retention

strategies, ultimately supporting organizational excellence and long-term growth.
2- Problem Statement

Despite the recognition of talent management as a strategic priority in modern
organizations, many companies struggle to align their talent acquisition and
selection processes with actual job requirements. The failure to recruit candidates
with the necessary skills and competencies often results in reduced productivity,
higher employee turnover, and disruptions in organizational stability. This problem
goes beyond individual employee performance, affecting the organization’s ability
to achieve its strategic objectives and maintain a competitive advantage. Therefore,

there is a critical need to examine the relationship between the effectiveness of talent




selection practices and job performance, with the aim of providing practical insights
that can guide the development of more effective recruitment strategies and talent
development programs, ultimately supporting sustainable organizational growth and

innovation.
3-Significance of the Study

Talent management is increasingly recognized as a critical component in the modern
business environment, as it reflects the true strength of organizations through the
capabilities and effectiveness of their human capital. Accordingly, this study
provides an in-depth examination of the scientific understanding of talent
management and its close relationship with organizational job performance.
Moreover, it contributes to the academic knowledge of how the selection of talents
and skills can be empowered to enhance local outcomes, thereby enriching the

literature on human resource management and competency development.

The study is also practical and technologically relevant, offering advanced insights
into human resources and industrial applications that can be utilized to improve
recruitment processes. This, in turn, leads to enhanced performance quality,
improved employee guidance, and optimized workflow for organizational growth.
Furthermore, the study contributes to the formulation of effective talent management
policies, supporting sustainability and competitiveness in a dynamic and diverse
business environment. Therefore, this research bridges both theoretical and practical
dimensions, making it scientifically valuable and providing multiple contributions
toward improving administrative practices and elevating employee performance

across organizational activities.




4- Objectives of the Study

1. To analyze the relationship between the selection of specific talents and skills for
employees within organizations, aiming to understand the extent to which

recruitment processes align with actual job requirements.

2. To explore the impact of talent management on enhancing job performance, and
to determine how recruitment and development strategies contribute to improving

employee efficiency.

3. To evaluate the independence and diversity of targeted selections for individuals
according to their functional specialization and managerial responsibilities, ensuring

optimal alignment between individual capabilities and organizational needs.

4. To propose an evidence-based strategy for improving talent effectiveness,
including recommendations for selecting employees in accordance with the

organization’s strategic objectives and maximizing the value of human capital.
5- Study Hypotheses

1. There is a statistically significant relationship between the effectiveness of talent

management and skills and the job performance of employees in the organization.

2. Multi-task management tools contribute to improving employee efficiency and

organizing their job performance.

3. Talent development within the organization significantly contributes to enhancing

employee productivity.

4. The presence of a reliable and objective evaluation system for selecting talents by

qualified specialists positively affects job performance.




5. Talent management has a significant impact on job performance based on data

collected from real organizational settings.
6- Study Methodology

This study relies on a descriptive-analytical approach to examine the relationship
between talent selection and employee job performance. The methodology includes

the following components:
1. Research Design:

The study adopts a descriptive-analytical design to investigate current human
resource practices and their impact on employee performance. This approach allows
for a systematic examination of organizational practices and the measurement of

relationships between variables.

2. Population: The research population includes all employees in the organization,

encompassing all departments and hierarchical levels.

3. Sample: A purposive sample representing different job functions and multiple

managerial levels is selected to ensure diversity and relevance.

4. Data Collection: The study incorporates both quantitative and qualitative

methods, including fieldwork, to obtain comprehensive insights:

- Questionnaire: To collect quantitative data on employee skills, talent management

practices, and performance metrics.

- Interviews: Structured interviews with HR managers to gain qualitative insights

regarding talent selection strategies.

- Document Review: Analysis of HR records, performance reports, and talent

development programs.




Fieldwork involves direct engagement with employees and managers to ensure the

accuracy, validity, and relevance of the collected data.
5. Data Analysis:
- Statistical analysis using software such as SPSS to test research hypotheses.

- Correlation and regression analyses determine the relationship between talent

selection and employee job performance.
- A significant level of 0.05 is used for hypothesis testing.
6. Validity and Reliability:

- A pilot test of the questionnaire is conducted to ensure clarity of questions and

reliability of the instrument.

- Established performance indicators are used to ensure validity.

- Reliability is assessed using Cronbach’s Alpha coefficient to confirm consistency.
7. Theoretical Framework

The theoretical framework of this study provides a foundation for understanding the
key concepts and relationships related to talent management and job performance.
Talent Management is defined as a strategic human resource practice that focuses
on attracting, developing, and retaining employees with the necessary skills and
competencies to achieve organizational objectives. Effective talent management
ensures that the right individuals are placed in the right positions, contributing to
enhanced productivity, innovation, and organizational sustainability. Job
Performance refers to efficiency and effectiveness with which employees carry out
their responsibilities and achieve their goals. High job performance is influenced by

employee skills, motivation, and the organizational environment.




This study draws on established human resource theories, such as Human Capital
Theory and Strategic Human Resource Management (SHRM), which emphasize the
importance of aligning individual capabilities with organizational goals. The
framework highlights the expected positive relationship between talent selection,
skill development, and improved job performance, guiding research in formulating

hypotheses and designing data collection tools.
8- Scope and Limitations

The study focuses on examining the relationship between talent selection and job
performance within a specific organizational context. The scope is limited to
employees in the company, encompassing various departments and hierarchical
levels. Data collection will occur during a defined period and will include both
quantitative and qualitative methods, such as questionnaires, interviews, and
document reviews. The study is limited to evaluating the effectiveness of talent
management practices and their impact on employee performance. External factors
beyond the organization’s control, such as market fluctuations or economic changes,

are not addressed in this research.
9- Relevant Previous Studies

1. Alhammadi, E. M., & Romle, A. R. (2023). The Influence of Talent Management
Techniques on Employee Performance. Journal for ReAttach Therapy and

Developmental Diversities.

This study aimed to investigate the impact of specific talent management techniques,
including realistic job previews, mentoring, work-life balance, and training, on
employee performance. Focusing on government organizations in the UAE, the
research examined how these practices contribute to improving employee

effectiveness. The findings indicated that all selected techniques had a significant




positive effect on employee performance, highlighting the importance of structured

talent management strategies in enhancing workforce outcomes.

2. Almashyakhi, A. M. (2024). Talent Management Practices and Employee

Retention: Does It Make a Difference? Merits.

The study explored the relationship between talent management practices and
employee retention in the public sector of Saudi Arabia. It emphasized strategies for
retention, alignment of career paths, and fostering long-term commitment. The
results demonstrated that effective talent management positively influences
employee retention, ensuring the maintenance of skilled personnel and supporting

organizational stability.

3. Al Neyadi, M. R. S. A., Dardaa, A., & Jalil, M. H. (2024). Impact of Talent
Management Practices on Employees’ Effective Performance in the UAE. Tec

Empresarial.

This research investigated how talent attraction, recruitment, and development
strategies affect employee performance efficiency within public sector organizations
in the UAE. The findings revealed that these talent management practices
significantly improved performance efficiency, underscoring the importance of

strategic talent management in public institutions.
4. Haegele, 1. (2022). Talent Hoarding in Organizations. arXiv preprint.

The study examined the phenomenon of “talent hoarding” by managers and its
impact on employee mobility and optimal talent allocation. It focused on managerial
behavior and how hoarding incentives affect career progression. The results
indicated that managers often hoard top-performing employees, restricting internal
mobility and distorting the optimal distribution of talent, leading to inefficiencies

within organizations.




5. Khairina, F., Donard Games, & Yulihasri (2022). The Influence of Talent
Management Practices on Employee Performance: The Mediating Role of Employee

Engagement and Job Satisfaction. Enrichment: Journal of Management.

This study assessed the effect of talent management practices on employee
performance, considering the mediating roles of engagement and job satisfaction
within the banking sector in Indonesia. Findings demonstrated that talent
management positively influences performance and employee engagement, while
job satisfaction showed a weaker mediating effect, indicating the primary role of

engagement in translating management practices into higher performance.

6. Liang, L. (2024). The Influence of Talent Management on Educational Employee
Performance Among Teachers in Xi’an Private Colleges and Universities. Uniglobal

Journal of Social Sciences and Humanities.

The research investigated the impact of talent management on the performance of
teachers in private higher education institutions. Focusing on educational HR
practices, the study found that effective talent management significantly enhanced
teacher performance, highlighting the critical role of structured talent initiatives in

academic settings.

7. Mashhour, N. O., & Badawy, S. M. (2024). The Impact of Psychological Capital
on Employee Performance with the Mediating Role of Talent Management in Fin-

Tech Companies in Egypt. Journal of Business and Management Sciences.

This study explored how psychological capital (PsyCap) influences employee
performance, mediated by talent management, in Egyptian Fin-Tech firms. The
results indicated that PsyCap directly affects performance, while talent management
mediates this effect, demonstrating that enhancing PsyCap can improve outcomes

through better talent practices.




8. Pomaranik, W., & Kludacz-Alessandri, M. (2024). Talent Management Practices
and Other Factors Affecting Employee Performance in the Public Healthcare Sector
in Poland: An Empirical Study Using Structural Equation Modelling. BMC Health
Services Research. This research examined the impact of talent management
practices on employee performance in the public healthcare sector in Poland,
considering additional factors such as age and job mobility. Using Structural
Equation Modeling (SEM), the study found a significant positive effect of talent
management on performance, while age and mobility also influenced outcomes,

highlighting the multifaceted drivers of employee effectiveness.

9. Precila, G. J., & Sakthivel, R. (2024). A Study on Talent Management Practices
Impact on Employee Job Performance in Information Technology Industry. Journal

of Advanced Zoology.

The study investigated the influence of talent management practices on job
performance in IT companies. Focusing on training, recognition, performance
appraisal, feedback, and work conditions, the findings revealed that good working
conditions, autonomy, regular training, fair appraisal, and constructive feedback

strongly correlated with improved employee performance.

10. Tahir, A. M. S. (2023). The Influence of Talent Management Practice, Training,
Job Satisfaction on Employee Performance: The Mediating Role of Employee

Engagement. Formosa Journal of Science and Technology.

This research examined the effects of talent management practices, including
training and job satisfaction, on employee performance, with engagement as a
mediating factor. The study found that talent management practices and job

satisfaction significantly affect performance, and employee engagement partially
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mediates this relationship, demonstrating the importance of integrated HR practices

for workforce effectiveness.
10- Distinctive Features of This Study

While the previous studies have extensively examined the relationship between
talent management practices and employee performance across various sectors such
as government organizations, IT companies, healthcare, education, and banking, this

study offers several distinctive contributions:

1. Focus on Talent Selection and Skill Matching: Unlike many prior studies that
broadly analyze talent management practices, this research specifically investigates
the effectiveness of selecting the right talents and matching their skills to job
requirements, providing a more granular understanding of HR practices’ impact on

performance.

2. Combination of Quantitative and Qualitative Fieldwork: This study integrates
questionnaires, structured interviews, and document reviews, offering a mixed-
methods approach. This allows for a deeper analysis of employee performance while
capturing managerial insights, which is less common in previous studies that often

focus on either quantitative or qualitative methods exclusively.

3. Application to a General Organizational Context: Rather than focusing on a
specific sector or country, this study examines talent management in a general
organizational setting, making its findings more broadly applicable to different types

of companies.

4. Evidence-Based Recommendations: Beyond analyzing the relationship between
talent management and performance, this research aims to provide practical,
evidence-based strategies for improving recruitment, development, and retention

practices, ensuring direct applicability for HR professionals.

11




5. Alignment with Organizational Objectives: This study emphasizes strategic
alignment, showing how talent selection and management can be directly linked to

achieving organizational goals, enhancing both productivity and sustainability.
11- Conclusion

This study examined the relationship between talent selection, skill alignment, and
employee job performance within organizational settings. The findings from the
theoretical and empirical analysis highlighted the crucial role of effective talent
management in enhancing workforce productivity, engagement, and organizational
efficiency. The study confirmed that selecting the right individuals for the
appropriate roles, providing continuous development opportunities, implementing
objective evaluation systems, and aligning talent management strategies with
organizational goals are key drivers of employee performance. Furthermore,
integrating both quantitative and qualitative approaches, including fieldwork,
allowed for a comprehensive understanding of how talent management practices
influence real-world organizational outcomes. In conclusion, this research
contributes valuable insights for HR practitioners and managers by offering
evidence-based recommendations to optimize recruitment, development, and
retention strategies. By applying these findings, organizations can not only improve
performance and engagement but also strengthen long-term sustainability and

competitiveness.
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