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ABSTRACT

The impact of talent management practices on employee retention in the hotel industry is
examined in this review study. Organizations in the hospitality sector are realizing the value of efficient
talent management strategies in light of the industry's growing competitiveness and difficulties in luring
and keeping qualified workers. This paper examines the various facets of talent management strategies,
such as hiring and selection, onboarding, performance management, learning and development, career
development, succession planning, organizational culture, leadership practices, work-life balance
initiatives, and diversity and inclusion efforts. It does this by drawing on a thorough analysis of the body
of existing literature. The analysis emphasizes how important a role these factors play in determining the
retention of employees in the hospitality industry. The study also outlines important obstacles that
organizations must overcome in order to successfully apply talent management practices, including
significant employee turnover, little prospects for career growth, and stress at work. This research
provides insights into best practices and recommendations for hospitality organizations looking to
improve employee retention through strategic talent management efforts by synthesizing empirical facts
and theoretical frameworks. In the end, this study advances our knowledge of the intricate relationships
that exist between employee retention results and talent management tactics in the fast-paced hospitality
sector.
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Introduction

The hospitality industry is well known for its high staff turnover rates, fast-paced work
atmosphere, and dynamic nature. For businesses in this sector, employee retention is a major concern
since it affects customer happiness, operational effectiveness, and eventually profitability. Organizations
are using talent management tactics more often to recruit, train, and retain qualified workers in response
to this challenge. A variety of techniques are included in talent management, with the goal of recognizing,
developing, and utilizing people' skills and competencies to meet organizational goals (Armstrong, 2020).
Because employee turnover comes at a significant cost to hospitality organizations—including hiring,
training, and lost productivity—staff retention has become a top priority (Hinkin & Tracey, 2010). The
hospitality sector frequently has higher employee turnover than other industries, which presents
substantial difficulties for businesses trying to retain a competent and steady staff (Karatepe & Kilic,
2007).

As a result, the significance of putting into practice efficient people management techniques to
reduce attrition and improve staff retention in the hospitality industry is becoming increasingly apparent.
The purpose of this study is to present a thorough analysis of the research on the effects of talent
management techniques on employee retention in the hospitality industry. This review aims to clarify the
many aspects of talent management and their consequences on employee retention in hospitality

*

Lecturer, Institute of Hotel Management, Catering Technology & Applied Nutrition, Lucknow, U.P., India.
Assistant Professor, BIITM School of Hotel Management, Bhubaneswar, Odisha, India.



Dr. Ankit Dambhare & Mousumi Srichandan Ray: Impact of Talent Management Strategies..... 13

organizations by synthesizing the literature. This research will also examine the underlying processes
that talent management techniques use to affect employee retention, taking into account things like
organizational culture, employee development programs, and leadership. A variety of techniques are
used in talent management plans with the goal of luring, nurturing, and keeping top talent (Armstrong,
2012). According to Boudreau and Ramstad (2006), these tactics frequently include components
including hiring, screening, training, career development, performance management, and remuneration.
Talent management techniques in the hospitality industry could involve things like career progression
possibilities, staff training and development programs, performance-based rewards, and focused
recruitment efforts (Hayes & Ninemeier, 2009). Numerous elements, including as job happiness,
organizational commitment, and projected career chances, have an impact on employee retention
(Karatepe, 2013).

Talent management techniques have a significant influence on staff turnover rates in hospitality
organizations by influencing aspects related to employee retention. Effective hiring and selection
procedures, for instance, can assist businesses in drawing in applicants who are a good fit for the
demands of the hospitality sector, hence lowering turnover brought on by employees who are not a good
fit for their jobs (Gelbard & Carmeli, 2013). Strong training and development initiatives can also improve
workers' skills and abilities, which will increase job satisfaction and retention rates (Al Ariss et al., 2012).
According to Delery and Roumpi (2017), leadership is also a critical factor in determining talent
management strategies and how they affect staff retention. Establishing the tone, vision, and direction of
talent management initiatives inside an organization requires strong leadership (Gomes et al., 2016).
According to Frost et al. (2020), leaders who place a high priority on talent development, offer assistance
and direction to staff members, and cultivate a happy work atmosphere have a higher chance of keeping
top talent on board. On the other hand, poor leadership can sabotage talent management programs,
resulting in employee discontent and turnover (Wright & McMahan, 2011).

Another important factor influencing staff retention in the hospitality industry is organizational
culture (Denison & Mishra, 1995). Employee retention is facilitated by a welcoming, inclusive culture that
honors contributions from staff members, encourages work-life balance, and recognizes achievement
(Ferris et al., 2017). For talent management techniques to be successful in keeping personnel, they must
be in line with the organizational culture (Tarique & Schuler, 2010). In the cutthroat hospitality sector,
companies that foster a culture of ongoing learning, creativity, and staff development will have an
advantage in retaining top talent (D'Annunzio-Green et al., 2018). To summarize, the implementation of
talent management solutions is crucial in tackling the issue of staff retention within the hospitality
industry. Organizations can improve operational performance, consumer satisfaction, and competitive
advantage by attracting, training, and keeping skilled workers. In order to shed light on how talent
management techniques affect employee retention, this review will emphasize the significance of
organizational culture, leadership, and other contextual elements in determining retention results in the
hospitality industry.

Review of Literature
Concept of Talent Management

A variety of strategies are included in talent management with the goal of attracting, nurturing,
and keeping talented individuals in an organization (Scullion & Collings, 2011). According to Armstrong
(2012), it entails strategic workforce planning, hiring, screening, onboarding, performance management,
training, career development, and succession planning. Talent management takes a proactive and
comprehensive approach to managing human capital, coordinating talent strategies with organizational
goals and objectives, in contrast to traditional human resource management, which frequently
concentrates on administrative duties and compliance (Strohmeier, 2007). Organizations are realizing
more and more how important talent management is to sustaining competitive advantage and attaining
sustainable growth in the fast-paced, highly competitive world of modern business. Developing a culture
of continuous development, encouraging innovation, and maximizing organizational performance all
depend on this all-encompassing approach to human resource management.

Dimensions of Talent Management Strategies
Strategies for talent management cover a range of aspects that are essential for recruiting,
nurturing, and retaining talent in an organization. The primary goals of the recruitment and selection

processes are to draw applicants who possess the necessary abilities, competencies, and organizational
culture (Boudreau & Ramstad, 2006). In order to ensure that new personnel integrate into the company



14 International Journal of Advanced Research in Commerce, Management & Social Science (IJARCMSS) - April-June, 2024

smoothly and become productive members of the team right away, onboarding and integration programs
are essential (Bauer & Erdogan, 2011). According to Cappelletti (2008), performance management
systems offer an organized structure for establishing goals, assessing job output, and giving personnel
feedback in order to match personal aspirations with corporate objectives. Additionally, learning and
development efforts are another facet that aims to improve staff members' talents, competencies, and
knowledge through coaching, mentoring, and training programs (Tansley & Tietze, 2013). Opportunities
for career development are an essential component that supports employee development and promotion
within the company, increasing engagement and retention(Cascio & Boudreau, 2008).

In order to maintain continuity and stability in leadership roles, succession planning is also
essential for identifying and developing future leaders (Rothwell & Kazanas, 2004). Moreover, diversity
and inclusion programs are a crucial component of the effort to establish a welcoming and inclusive
workplace where workers from a range of backgrounds have a sense of empowerment and value
(Thomas & Ely, 1996). Additionally, work-life balance, acknowledging employee achievements, and
cultivating a pleasant work culture are the main goals of employee engagement and retention initiatives
(Chuang et al., 2016). Last but not least, talent analytics and technology are new fields that use data-
driven insights and technological advancements to improve efficiency and inform personnel management
decisions (Gibbons & Garavan, 2017).

Benefits of Talent Management Strategies for Hospitality Sector

There are several advantages to implementing talent management techniques in the hospitality
sector, which are essential for the success of organizations. First off, by making sure the appropriate
people are hired, trained, and assigned to different positions, talent management improves operational
efficiency and streamlines workflow and service delivery (Gibbons & Garavan, 2017). By funding staff
development initiatives that improve the knowledge, abilities, and skills necessary to provide outstanding
customer service, it promotes a culture of service excellence (Hayes & Ninemeier, 2009). Talent
management strategies have been found to have a positive impact on employee engagement and
satisfaction, which in turn has been linked to enhanced staff member motivation, productivity, and
loyalty(Erdogan et al., 2015). Furthermore, talent management methods help retain top staff, lower
turnover costs, and maintain service quality continuity by offering clear career pathways and growth
opportunities (Karatepe, 2013). Furthermore, by developing a flexible and agile workforce that can react
to new trends and challenges, good personnel management helps organizations adjust to shifting market
dynamics and customer preferences (Zopiatis et al., 2014). Moreover, talent management helps improve
employer branding by establishing hospitality companies as top employers and drawing top talent in a
cutthroat labor market (Madera et al., 2018).

Additionally, it helps with leadership development and succession planning, guaranteeing that
qualified candidates from within the company will take on leadership positions in the future (Snell &
Bohlander, 2013). Initiatives for diversity and inclusion are also supported by talent management
practices, which create an atmosphere at work where people from different backgrounds feel
appreciated, respected, and free to share their special skills and viewpoints (Perry-Smith & Blum, 2000).
Finally, by developing a flexible workforce that can adjust to changes in the economy and in the industry,
talent management promotes long-term organizational sustainability (Armstrong, 2020). In general, talent
management strategies in the hospitality sector support employee engagement, retention, and
organizational agility in addition to operational excellence and customer satisfaction. This puts hospitality
organizations in a competitive market position for long-term success.

Concept of Employee Retention

A key component of human resource management is employee retention, which is the capacity
of the company to hold onto its workforce for a predetermined amount of time. It includes a range of
tactics and procedures meant to lower employee churn and keep a steady staff, which in turn promotes
organizational continuity and stability (Bishop et al., 2016). The realization of the high expenses of staff
turnover, such as hiring, training, and lost productivity, is the foundation for retention initiatives (Hinkin &
Tracey, 2010). Beyond just the duration of employment, the concept of employee retention takes into
account things like satisfaction with work, organizational commitment, and perceived opportunities for
future advancement (Karatepe, 2013). Retention techniques that are effective target the root reasons of
employee turnover, including inadequate work-life balance, insufficient opportunities for promotion, and
poor job fit (Meyer & Allen, 1991). These tactics could consist of competitive pay and benefits packages,
chances for professional growth and skill development, creating a happy workplace, and putting in place
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efficient performance management and recognition systems (Griffeth et al., 2000). Additionally, it is
important to consider how organizational culture affects employee retention. According to Mowday et al.
(1982), inclusive and supportive cultures increase employee commitment and engagement. Furthermore,
effective leadership techniques that promote trust, loyalty, and job satisfaction have a substantial impact
on employee retention. These activities include communication, empowerment, and support (Delery &
Roumpi, 2017).

Additionally, work-life balance programs like telecommuting and flexible scheduling are
becoming more widely acknowledged as crucial components of keeping workers, especially in the fast-
paced workplace of today (Kossek et al., 2014). All things considered, employee retention is a complex
idea that calls for proactive, all-encompassing strategies to establish a work environment where staff
members feel appreciated, supported, and inspired to give their all to the success of the company.

Challenges Faced with Employee Retention in Hospitality Industry

Because of the distinctive features of the hospitality industry, retaining employees is fraught with
difficulties. Due to the nature of the industry, which sometimes entails long hours, strict schedules, and
poor pay, high turnover rates are common and cause employee unhappiness and burnout (Hinkin &
Tracey, 2010). Furthermore, as businesses find it difficult to sustain staffing levels during peak periods,
seasonal variations in demand worsen turnover (Woods et al., 2013). Turnover is exacerbated by limited
prospects for professional growth and the perception of job instability, especially for entry-level and
frontline workers who may view hospitality employment as temporary or transitory (Karatepe & Kilic,
2007). Furthermore, creating a cohesive and engaged staff is difficult due to the unpredictable nature of
the hospitality sector's workforce, which is largely made up of part-time, temporary, and seasonal
employees (Ladkin & Juwaheer, 2000). Inadequate programs for training and development also impede
the growth and acquisition of skills by employees, which causes disengagement and turnover as they
look for better possibilities for progress elsewhere (Batt & Colvin, 2011). Furthermore, turnover is
exacerbated by the absence of work-life balance and employment flexibility in the hotel industry,
especially for younger employees who place a higher value on these aspects and personal fulfilment
(Kniffin et al., 2018). Furthermore, the frequency of stressors at work, such unsatisfactory customers,
inconsiderate visitors, and erratic work schedules, raises employee churn by adversely affecting their
well-being and job satisfaction (Kim & Jogaratnam, 2017).

Furthermore, by undermining employee trust and morale, incompetent leadership and
management technigues—such as inadequate communication, a lack of acknowledgment, and restricted
possibilities for employee involvement and empowerment—exacerbate turnover (Delery & Roumpi,
2017). Last but not least, the labor market's increased competitiveness makes it harder for hospitality
companies to retain employees since they have to contend with rival sectors that pay more, provide
better benefits, and have more appealing workplaces (Chen & Kusluvan, 2016). In order to create
engagement, loyalty, and retention, proactive initiatives that prioritize employee well-being, professional
development, and organizational culture are necessary to solve the complex issues of staff retention in
the hospitality business.

Impact of Dimensions of Talent Management Strategies on Employee Retention in Hospitality
Industry

The hospitality sector is affected by the various aspects of talent management techniques in a
profound and varied way. First and foremost, hiring and selection procedures are critical in drawing in
applicants who share the company's values and have the requisite qualifications, which raises employee
retention and job satisfaction (Collings & Mellahi, 2009). Employee engagement and work satisfaction are
positively correlated with efficient recruitment procedures that target applicants who share the
organization's values, culture, and job requirements (Collings & Mellahi, 2009). Furthermore, stringent
hiring practices that evaluate candidates' technical proficiency as well as their interpersonal skills and
cultural fit aid in identifying those who have the potential to succeed and be retained over the long run
(Hinkin& Tracey, 2010). Proficient onboarding and integration initiatives guarantee that recently hired
personnel experience appreciation and assistance right away, cultivating a feeling of inclusion and
dedication to the company(Bauer & Erdogan, 2011). Onboarding programs assist reduce emotions of
ambiguity and anxiety among new hires by offering clarity and guidance from the beginning, which raises
work satisfaction and retention levels (Van Maanen & Schein, 1979). Additionally, socialization exercises
and networking opportunities included in onboarding programs help new hires form bonds with
supervisors and coworkers, which promotes a positive work atmosphere and a feeling of community
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(Ashforth & Saks, 2000). Additionally, by highlighting organizational values, objectives, and expectations
and coordinating individual ambitions with the organization's larger mission, successful onboarding
programs increase employee engagement and commitment (Saks & Ashforth, 1997).

Additionally, regular feedback and acknowledgment from performance management systems
boost employee motivation and engagement, which raises retention rates (Delery & Roumpi, 2017).
Performance management systems give employees a feeling of direction and purpose by coordinating
individual performance goals with organizational objectives. This encourages workers to put up their best
efforts towards achieving common goals (Cappelli, 2008). Furthermore, by identifying and recognizing
top performers, performance management systems help organizations establish a culture of performance
excellence and reinforce desired behaviors (Griffeth et al., 2000). Moreover, learning and development
programs improve staff retention by demonstrating to workers that the company values their professional
development and advancement in addition to strengthening employee skills and competences (Scullion &
Collings, 2011). These programs support workers' professional development and skill enhancement,
which strengthens their sense of career investment and organizational commitment (Bhattacharya et al.,
2017). Additionally, learning and development programs improve job satisfaction by giving staff members
the skills and information necessary to succeed in their positions, which raises engagement and retention
rates (Madera et al., 2018).

Opportunities for career growth, like training courses and advancement routes, are essential for
keeping top personnel on staff and reducing attrition (Cascio & Boudreau, 2008). Training programs give
workers the abilities and information they need to carry out their jobs well, which boosts confidence and
job satisfaction (Shipton et al., 2006). Additionally, companies show their dedication to their workers'
professional development by funding employee development, which encourages engagement and loyalty
(Kehoe & Wright, 2013). Furthermore, by addressing employees' drive for personal fulfilment and upward
mobility, professional development options help to lower turnover (Hayes & Ninemeier, 2009).
Furthermore, because employees are driven by the possibility of advancing their careers inside the
company, companies that offer career progression chances are more likely to draw and keep top talent
(Batt & Colvin, 2011). Furthermore, succession planning guarantees a talent pipeline for crucial positions,
lowering the possibility of disruptions brought on by turnover and a lack of talent (Rothwell & Kazanas,
2004). By ensuring the continuity of management and leadership roles, succession planning helps to
mitigate the uncertainty and instability that can result from a change in leadership, which can have a
detrimental effect on staff retention and morale (Rothwell & Kazanas, 2004). By offering employees
chances for growth and professional advancement, succession planning raises employee engagement
and motivates them to stay with the company (Bauer & Erdogan, 2011).

According to Mowday et al. (1982), an organization's supportive and inclusive culture fosters
employee loyalty and dedication, which is another important factor in employee retention. Long-term
loyalty and the development of a strong attachment to the firm are more likely to occur when employees
feel appreciated, respected, and supported by their organization (Thomas & Ely, 1996). A cohesive and
cohesive workforce is also produced by a strong corporate culture, which is defined by common values,
standards, and beliefs and which gives employees a feeling of identity and community (Delery & Roumpi,
2017).By building trust and morale, effective leadership technigues—such as communication,
empowerment, and recognition—help to increase employee satisfaction and retention (Snell &
Bohlander, 2013). Effective leaders also place a high priority on the professional development of their
staff members by offering chances for skill improvement, career promotion, and fulfilling work
assignments (Bass, 1985). Additionally, it has been demonstrated that servant leadership—which is
centered on meeting the needs of others and creating a happy work environment—had a favorable effect
on staff retention and well-being in the hospitality industry (Greenleaf, 1977).

Additionally, work-life balance initiatives—like wellness programs and flexible scheduling—are
critical to keeping employees, especially in the high-stakes hospitality sector (Kniffin et al., 2018). First
off, by enabling workers to balance professional and personal obligations well, these programs lower
employee burnout and turnover while also raising job satisfaction and engagement levels (Berg et al.,
2010). Furthermore, work-life balance initiatives like paid time off, flexible scheduling, and telecommuting
choices show that an organization values its workers' health and well-being and encourages dedication
and loyalty (Kossek et al., 2014). Furthermore, by lowering stress and weariness, boosting general well-
being, and improving focus, work-life balance techniques help to improve employee productivity and
performance (Hill et al., 2008). Additionally, encouraging a work-life balance culture demonstrates to staff
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members the organization's dedication to their overall growth, which can increase organizational
identification and retention (Clark, 2000).

Furthermore, by fostering a sense of equity and belonging inside the company, diversity and
inclusion programs help to retain and engage employees (Thomas & Ely, 1996). Diversity efforts reduce
emotions of prejudice and alienation among employees from different backgrounds, which in turn
reduces turnover by fostering a sense of psychological safety and belonging (Roberson et al., 2007).
Additionally, inclusive leadership techniques like empathy, open communication, and active listening help
to foster rapport and trust among staff members, which raises retention rates (Nishii, 2013). Furthermore,
diversity and inclusion initiatives give underrepresented groups the chance to grow professionally and
advance in their careers, which strengthens their dedication to the company (Kulik et al., 2012). All things
considered, the many aspects of talent management strategies work together to improve employee
retention in the hospitality sector by tackling important variables that affect commitment, engagement,
and job satisfaction.

Conclusion

This review paper concludes by highlighting the important role talent management methods
have in employee retention in the hospitality industry. It becomes clear from a synthesis of the body of
research and empirical data that good personnel management strategies are essential for raising staff
retention rates in the hospitality industry. A supportive and stimulating work environment that encourages
employee satisfaction and loyalty is fostered by a variety of talent management components, such as
recruiting and selection, onboarding, performance management, learning and development, career
development, succession planning, organizational culture, leadership practices, work-life balance
initiatives, and diversity and inclusion efforts. The analysis does, however, also draw attention to the
many obstacles that hospitality companies must overcome in order to successfully apply people
management strategies. These obstacles include high turnover rates, a lack of resources, opposition to
change, cultural barriers, and inadequate leadership styles. A multidimensional strategy that takes
organizational context, stakeholder engagement, and strategic alignment into account is needed to
address these issues. In order to overcome these obstacles and improve the efficacy of talent
management strategies in fostering employee retention and organizational success within the dynamic
and cutthroat hospitality sector, future research should concentrate on investigating creative solutions
and best practices. In general, this analysis offers significant perspectives for professionals in the
hospitality industry, legislators, and scholars who aim to enhance talent management strategies and
boost employee retention rates.

Future Directions and Recommendations

Further directions and suggestions for practitioners, policymakers, and researchers come from
the review of the influence of talent management techniques on employee retention in the hospitality
sector. These recommendations build on the insights gathered from the study. First and foremost, more
research is required to determine whether particular talent management interventions—Iike creative
hiring strategies, individualized onboarding processes, and focused learning and development
programs—are beneficial in resolving retention issues in a range of hospitality settings. Furthermore,
longitudinal research can offer significant perspectives on the enduring impacts of talent management
tactics on employee retention rates and organizational efficacy. Subsequent studies ought to explore the
function of technology and data analytics in enhancing talent management procedures, including
customized career development plans and predictive analytics for detecting individuals who pose a risk.
Cross-cultural studies are also crucial for comprehending how cultural variations affect the application
and efficacy of talent management strategies in various situations and locations, considering the
worldwide scope of the hospitality sector. It makes sense for hospitality companies to put their money
towards all-encompassing talent management initiatives that are customized to the special requirements
and preferences of their employees. These initiatives should include things like flexible work schedules,
chances for professional growth, and encouraging leadership styles. Furthermore, empowering staff
members and raising their engagement and retention rates depend heavily on creating a culture of
ongoing learning and feedback. Together with industry stakeholders, policymakers should create
initiatives that address workforce problems like labor mobility and skill shortages through collaborations
with businesses, regulatory reforms, and education and training programs. In the constantly changing
hotel industry, adopting creative methods and fostering stakeholder collaboration are crucial to
maximizing talent management strategies and raising staff retention rates.
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