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Abstract

Talent management is increasingly recognized as a critical driver of organizational productivity,
particularly in competitive and resource-constrained environments. This study examines the
effect of five key talent management practices—recruitment and selection, training and
development, performance management, succession planning, and employee retention—on
organizational productivity in public and private sector organizations in Khyber Pakhtunkhwa,
Pakistan. Using a quantitative, cross-sectional survey design, data were collected from 300
employees through stratified random sampling. A structured, validated questionnaire measured
each construct on a five-point Likert scale, and data were analyzed using correlation and
multiple regression techniques. Results indicate that all five dimensions are positively and
significantly related to productivity, with training and development emerging as the strongest
predictor (f = 0.32), followed by recruitment and selection (B = 0.19) and employee retention (ff
= 0.18). The model explained 58% of the variance in productivity (R> = 0.58, p < 0.001).
Comparative analysis revealed that private sector organizations performed better in training and
development practices. These findings support Human Capital Theory and the Resource-Based
View, underscoring the need for integrated talent management strategies to enhance productivity
and competitiveness.

Keywords: Talent Management, Organizational Productivity, Training and Development,
Employee Retention, Recruitment and Selection, Pakistan.

Introduction

The growing complexity of global business environments has elevated the importance of talent
management as a strategic priority for organizations seeking sustainable competitive advantage.
Talent management encompasses a set of integrated human resource (HR) processes designed to
attract, develop, motivate, and retain high-performing employees (Collings & Mellahi, 2009). In
both developed and developing economies, effective talent management practices have been
linked to improved organizational productivity, innovation capacity, and market competitiveness
(Gallardo-Gallardo et al., 2020).

In Pakistan, where organizations often face skill shortages, employee turnover, and performance
inconsistencies, the role of talent management becomes particularly critical. While studies in
advanced economies have provided substantial evidence on the positive impact of talent
management on organizational outcomes, empirical research in the Pakistani context—especially
with quantitative approaches—remains limited. This research addresses that gap by examining
how specific talent management practices influence organizational productivity in public and
private institutions in Khyber Pakhtunkhwa.

The study adopts a survey-based design to collect primary data from employees and managers
across various sectors. Talent management is conceptualized through five core dimensions:
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Recruitment and Selection
Training and Development
Performance Management
Succession Planning
Employee Retention

MRS

Organizational productivity is assessed through perceived output efficiency, service quality, and
goal achievement metrics. By analyzing the relationship between these variables, this research
aims to provide both theoretical contributions to HRM literature and practical recommendations
for organizational leaders.

Research Questions, Objectives, and Hypotheses
Research Questions
This study seeks to address the following questions:

1. What is the relationship between talent management practices and organizational
productivity in selected organizations in Khyber Pakhtunkhwa?

2. Which talent management dimension—recruitment and selection, training and
development, performance management, succession planning, or employee retention—
has the greatest impact on organizational productivity?

3. Are there significant differences in the effect of talent management practices on
productivity between public and private sector organizations?

Objectives of the Study
The objectives of this research are to:
1. Assess the overall effect of talent management practices on organizational productivity.
2. Examine the influence of each talent management dimension on productivity.
3. Compare the impact of talent management practices between public and private sector

organizations.
4. Provide actionable recommendations for enhancing productivity through strategic HR
practices.
Hypotheses

Based on literature and theoretical frameworks (Resource-Based View and Human Capital
Theory), the following hypotheses are formulated:

H1: Talent management practices have a positive and significant effect on organizational
productivity.

H2: Recruitment and selection practices are positively associated with organizational
productivity.

H3: Training and development practices significantly enhance organizational productivity.

H4: Performance management practices are positively related to organizational productivity.

HS5: Succession planning practices significantly influence organizational productivity.

He6: Employee retention strategies positively affect organizational productivity.

H7: The effect of talent management practices on organizational productivity differs significantly
between public and private sector organizations.
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Methodology

Research Design

This study adopts a quantitative, cross-sectional survey design to examine the relationship
between talent management practices and organizational productivity. The design is appropriate
as it allows for statistical testing of hypothesized relationships using primary data collected from
a diverse range of organizations within a defined period.

Population and Sampling Frame

The target population includes middle- and senior-level employees working in public and
private sector organizations in Khyber Pakhtunkhwa. The sampling frame comprises educational
institutions, banks, manufacturing firms, and government departments registered with the relevant
provincial authorities.

Sampling Technique

A stratified random sampling technique will be employed to ensure representation from both
public and private sectors. Within each stratum, respondents will be selected randomly.
Stratification ensures that differences between sectors can be statistically compared.

Sample Size

Following Cochran’s formula for sample size determination and considering a 95% confidence
level with a 5% margin of error, the required sample size is estimated at 300 respondents (150
from public sector, 150 from private sector). This sample size is adequate for regression analysis
and subgroup comparisons.

Data Collection Instrument
A structured questionnaire will be used, divided into three sections:

e Section A: Demographic information (age, gender, education, sector, years of
experience)

e Section B: Talent management practices (measured on five dimensions: recruitment &
selection, training & development, performance management, succession planning,
employee retention)

e Section C: Organizational productivity (measured through perceived efficiency, output
quality, and goal achievement)

All items will be measured using a five-point Likert scale (1 = Strongly Disagree, 5 = Strongly
Agree). The questionnaire items will be adapted from validated scales in prior HRM research
(e.g., Collings & Mellahi, 2009; Al Ariss et al., 2014; Mensah, 2019).

Validity and Reliability
¢ Content validity will be ensured through expert review by HRM scholars.
e Construct validity will be tested using factor analysis.
e Reliability will be assessed through Cronbach’s alpha, with values above 0.70
considered acceptable.

Data Collection Procedure

Data will be collected via both online survey forms (Google Forms) and printed questionnaires
distributed in person. Respondents will be briefed on the study purpose, and participation will be
voluntary with informed consent obtained.
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Data Analysis Techniques
Data will be analyzed using SPSS and AMOS. The following analyses will be conducted:
1. Descriptive statistics (mean, standard deviation, frequency distribution) for
demographics and variables.
2. Reliability testing using Cronbach’s alpha.
3. Correlation analysis to assess associations between variables.
4. Multiple regression analysis to test the effect of talent management practices on
organizational productivity.
5. Independent samples t-test to compare public and private sector differences (H7).
6. Hierarchical regression to determine the relative contribution of each talent
management dimension.

Results and Analysis

Response Rate and Demographics

Out of 350 questionnaires distributed, 300 valid responses were received, yielding an 85.7%
response rate. The sample consisted of 54% male and 46% female respondents. Regarding
sector representation, 150 respondents (50%) were from public sector organizations and 150
(50%) from private sector organizations. The majority (62%) held a master’s degree, with an
average work experience of 8.4 years.

Reliability Analysis
Cronbach’s alpha values for all constructs exceeded the minimum threshold of 0.70, indicating

good internal consistency (Table 1).

Table 1: Reliability Statistics

Construct No. of Items Cronbach’s Alpha
Recruitment & Selection 5 0.84
Training & Development 6 0.88
Performance Management 5 0.82
Succession Planning 4 0.80
Employee Retention 5 0.85
Organizational Productivity 6 0.87

Descriptive Statistics

The mean scores for all talent management practices were above the mid-point of the 5-point
Likert scale, suggesting respondents generally perceived these practices as being implemented to
a moderate-to-high degree (Table 2).

Table 2: Descriptive Statistics

Variable Mean Std. Deviation
Recruitment & Selection 3.76 0.78
Training & Development 3.89 0.81
Performance Management 3.71 0.75
Succession Planning 3.58 0.82
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Variable Mean Std. Deviation
Employee Retention 3.65 0.79
Organizational Productivity 3.83 0.77

Correlation Analysis

Pearson correlation coefficients indicated positive and significant relationships between all
talent management dimensions and organizational productivity (p < 0.01). Training and
development showed the highest correlation (r = 0.66) with productivity.

Regression Analysis
A multiple regression analysis was conducted to examine the impact of talent management
practices on organizational productivity.

Model Summary:
e R? = (.58, indicating that 58% of the variance in organizational productivity is
explained by the five talent management dimensions.
e F(5,294) = 81.36, p < 0.001, indicating the model is statistically significant.

Table 3: Regression Coefficients

Predictor B SE. t p-value
Recruitment & Selection 0.21 0.19 4.23 0.000
Training & Development 0.35 032 6.71 0.000
Performance Management 0.18 0.16 3.48 0.001
Succession Planning 0.14 0.13 2.79 0.006
Employee Retention 0.20 0.18 3.95 0.000

Interpretation: Training & development had the strongest standardized beta (f = 0.32), followed
by recruitment & selection (f = 0.19) and employee retention (B = 0.18). All predictors were
statistically significant.

Public vs. Private Sector Comparison

An independent samples t-test revealed that private sector organizations reported significantly
higher mean scores for training & development (M = 4.02) compared to the public sector (M =
3.76), t(298) = 3.18, p = 0.002. No significant sectoral difference was found for succession
planning.

Summary of Findings

o Talent management practices explain a substantial proportion of variance in
organizational productivity.

e Training & development emerged as the strongest predictor, highlighting the need for
continuous professional development programs.

e Recruitment and selection and employee retention also have significant positive impacts.

e Private sector organizations outperform the public sector in implementing training and
development initiatives.
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Discussion

The findings of this study reinforce the strategic importance of talent management in driving
organizational productivity. Consistent with prior research (Collings & Mellahi, 2009; Mensah,
2019), the results demonstrate that all five dimensions of talent management—recruitment and
selection, training and development, performance management, succession planning, and
employee retention—positively and significantly influence productivity. This confirms the first
hypothesis (H1) and underscores the idea that organizational output is highly dependent on the
effective management of human capital.

The strongest predictor, training and development (f = 0.32), aligns with the Human Capital
Theory (Becker, 1964), which posits that investments in employee skills directly enhance
productivity. In the Pakistani context, particularly in Khyber Pakhtunkhwa, this suggests that
structured, continuous professional development programs are essential to improving operational
efficiency and service quality. The private sector’s higher performance in this area indicates a
potential benchmark for public sector organizations, where bureaucratic constraints and
budgetary limitations often slow training implementation.

Recruitment and selection emerged as the second most significant predictor (B = 0.19),
validating findings from Phillips and Gully (2015) that strategic hiring decisions contribute
directly to performance outcomes. This highlights the importance of competency-based
recruitment processes, especially in environments where skill shortages are prevalent.

The positive effect of employee retention strategies (B = 0.18) suggests that stability in the
workforce contributes to consistent productivity levels. This finding supports Hausknecht et al.
(2009), who argue that reducing turnover not only lowers recruitment costs but also preserves
institutional knowledge, thereby improving efficiency.

Although succession planning ( = 0.13) had the smallest effect, its significance suggests that
organizations benefit from preparing future leaders, even if the returns are more long-term. The
relatively low score in public sector organizations may reflect a cultural and structural gap in
leadership pipeline development, an area that needs deliberate policy attention.

Finally, the public-private sector comparison revealed that while both sectors recognize the
importance of talent management, private organizations are more proactive in implementing
training initiatives. This is consistent with the resource-based view (Barney, 1991), which posits
that organizations with valuable, rare, and inimitable resourcessuch as a well-trained workforce—
gain a sustained competitive advantage.

Overall, these findings suggest that an integrated talent management framework that
simultaneously addresses recruitment, training, performance evaluation, leadership development,
and retention will yield the most substantial gains in productivity.

Conclusion and Recommendations

Conclusion

This study provides empirical evidence that talent management practices significantly enhance
organizational productivity in both public and private sector organizations in Khyber
Pakhtunkhwa, Pakistan. All five dimensions—recruitment and selection, training and
development, performance management, succession planning, and employee retention—were
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found to be significant predictors, collectively explaining 58% of the variance in productivity.
Training and development emerged as the most influential factor, followed by recruitment and
selection, and employee retention, highlighting the need for organizations to invest in human
capital development as a core strategic priority.

The sectoral comparison revealed that private organizations outperform public institutions in
implementing training programs, suggesting a gap that public sector organizations must address
to remain competitive. The findings reinforce both Human Capital Theory and the Resource-
Based View, emphasizing that a skilled, motivated, and well-managed workforce is essential for
achieving sustainable performance gains.

Recommendations
Based on the findings, the following recommendations are proposed:

1. Invest in Continuous Professional Development (CPD):
Establish structured training programs aligned with current industry needs to enhance
workforce competencies.

2. Adopt Competency-Based Recruitment Processes:
Implement rigorous selection mechanisms to ensure alignment between job requirements
and employee capabilities.

3. Strengthen Employee Retention Policies:
Offer competitive compensation, career growth opportunities, and a positive work
environment to reduce turnover.

4. Enhance Performance Management Systems:
Utilize data-driven evaluation tools that link individual performance to organizational
objectives.

5. Develop Succession Planning Frameworks:
Institutionalize leadership pipeline programs to ensure smooth transition and continuity in
key roles.

6. Benchmark Public Sector Practices Against the Private Sector:
Public institutions should adopt flexible training and HR strategies modeled after
successful private sector initiatives.

By implementing these recommendations, organizations can create a sustainable talent
management ecosystem that directly contributes to improved productivity, competitiveness, and
long-term success.
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