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Abstract 

This research aims to analyse the implementation of Talent Management (TM) in Chinese 

universities, spanning from policy to practice. The study explores the definitions and execution 

of TM in both literature and Chinese academic settings, considering various perspectives from 

organizations and individuals. It delves into the unique interpretations of 'talent' and 'TM' 

within the Chinese context. Additionally, the research discusses the interconnections between 

strategy, organizational culture, and other management aspects, along with the challenges 

and outcomes of implementing TM in Chinese universities. Practical guidance and theoretical 

suggestions are provided for universities embarking on TM systems and strategic 

development plans.  

Using a qualitative case study design, 44 in-depth semi-structured interviews were conducted 

at two Chinese universities. While no definitive definition of TM has emerged, it generally 

involves an academic screening process with scientific research output at its core, serving 

functions of talent identification, attraction, retention, and development. The findings reveal 

that Chinese universities have started practicing TM, yielding benefits in performance 

improvement, strategy realization, and sustainable development. Context (national double 

first-class construction), strategy (both national and university-level), and corporate culture 

are significant in these efforts. Despite presenting challenges, TM also offers valuable 

development opportunities for Chinese universities. 

This research contributes by addressing gaps in TM research, particularly within Chinese 

university contexts. It establishes a common language for TM research in a Chinese context, 

offering fresh interpretations of TM issues in Chinese universities. Moreover, it aids the 

Chinese academic community in understanding TM, contributing to global TM, and 

connecting with international research at policy, practice, and research levels. The study 

demonstrates TM implementation, highlighting similarities and differences in strategies 

across universities and providing evidence of TM's value. It aids future researchers and 

practitioners in comprehending best practices' dynamism and complexity, promoting further 

TM development. Lastly, it addresses the underdevelopment of TM in the public sector and 

complements the individual perspective of talent in TM research. 

Keywords: Talent Management (TM), Chinese universities, Chinese context, Strategy, 

Organisational culture, Policy to practice.   
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Chapter 1 Introduction 

1.1 Introduction 

This study aims to provide insight into Talent Management (TM) in China, one of the key 

emerging economies. Universities were chosen as the research object due to their high 

concentration on talent. The study examines TM’s role in Chinese universities, its connection 

to strategy, organisational culture, and the contributions and challenges of its implementation. 

Additionally, this study will contribute to understanding the characteristics of the Chinese 

context and to improving understanding of TM in Chinese universities. In Section 1.2, it 

provides an overview of the research background for this study, In Section 1.3, it explains why 

this study selected Chinese universities as the research object. Following the explanation, 

Section 1.4 proposes the purpose of this study and the research questions. In Section 1.5, the 

significance of this study is highlighted. In section 1.6, an overview of all the chapters is 

provided and the thesis is explained and discussed. 

1.2 Research Background 

Since the publication of the McKinsey War for Talent Report in the 1990s (Michaels, Handfield-

Jones and Axelrod, 2001), enterprises have been waking up to the potential value of TM as 

well as its global challenges. In the current context, TM is particularly decisive because an 

organisation’s talent is one of the principal factors determining whether a business is able to 

achieve long-term organisational sustainability and success despite the economic downturn 

(McDonnell et al., 2017). The struggle for talent has become increasingly fierce on account of 

the disappearance of traditional advantages and the predicament of attracting and retaining 

talent (Dries, 2013). Talent strategy is a major component of national core competitiveness 

(Wang, 2011). With countries competing to attract talent on a global scale, it is not only fought 

at the level of salary and employee benefits, but is also a competition between TM systems 

(Ashton and Morton, 2005). All kinds of factors, including institutional systems, policy 

environment, cultural identity and social atmosphere etc., have affected the development of 

talent, and determined the flow direction and outputs of international talent (e.g., Iles et al., 

2010; S. Harvey, 2014; Sheehan, 2006). As a result, the research on strategic TM has received 

extensive attention.  
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Researchers have suggested that TM should be further developed (e.g., Tarique & Schuler, 

2010). Although there are some quite specific studies of why TM matters, a formal definition 

of the central concept is still lacking(Lewis and Heckman, 2006). Correspondingly, in the 

academic world, the field of TM is still in its infancy compared to human resource 

management (Scullion & Collings, 2010). Several comments are offered in the literature 

regarding this phenomenon. For example, the term talent has, thus far, only been 

conceptualised in very broad or generic terms (Faust, 2008); some specific aspects of 

managing talent have been examined but the academic TM literature stills need to overcome 

its inertia and make progress (Dries, 2013); and also, additional empirical research is 

welcomed from as many angles as possible, especially in a qualitative methodology (Stahl et 

al., 2007). In addition, McDonnell (2011) suggests addressing three key aspects of TM, namely: 

the intrinsical link between corporate strategy and talent management, the identification of 

talent, and the efficiency as well as the effectiveness of talent management.  

Innovation-driven development requires TM. In our increasingly technological age, 

innovation is critical to solving the issues people and nations face. Cho & Moon (2000) 

proposed four stages of national economic development, which they traced historically from 

Adam Smith to Michael Porter: the ‘diminishing returns to factors of production’ in traditional 

economic development, the ‘bottleneck of scarce resources’ in the factor-driven stage, and 

the international financial crisis in the investment-driven stage. All of these stages have had 

inescapable empirical consequences, and the innovation-driven stage, as a solution, is 

changing the contemporary world. For example, the United States issued its ‘Strategy for 

American Innovation’ in 2009, 2011, and 2015, respectively. It is the first time in the history 

of the United States that the National Innovation Strategy has been continuously and 

intensively issued, and the position of innovation in the U.S. Strategic system has risen to an 

unprecedented height (Obama, 2011). Similarly, the European Commission adopted the 

‘Europe 2020 Strategy’ in 2010, focusing its future economic development on an intelligent 

economy dominated by knowledge and innovation, and increasing the proportion of R&D 

investment in GDP to 3% (Çolak and Ege, 2013). The UK invested 1 billion pounds to establish 

the Industrial Strategy Challenge Fund (ISCF) in 2017, and allocated an annual budget of 250 

million pounds to be spent over the next four years to continue to build a team of highly skilled 

research talents, including attracting global talents from overseas. The Chinese government 
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also regards the theory of innovation-driven development as a viable solution, and it is widely 

seen as a strategic approach to maintaining sustained economic growth, meeting the needs 

of economic and social development, enhancing the country's core competitiveness, and also 

developing a basic national policy into a national strategy (Li, 2020). 

Innovation-driven development relies heavily on talent. As a result of the rapidly growing 

demand for talents from the innovation-driven scientific and technological revolution, talents 

have a higher turnover rate, and, like resources, energy, currency etc., more internationalised 

and scarcer (Allen & Vardaman, 2021). Competition for attracting talent at the level of nation, 

region, and enterprises has begun, highlighting an urgent need for TM in order to effectively 

cope with the development and reform of talents globally, and systematise talent growth and 

development to ensure talents are trained and developed consistently (Scullion & Collings, 

2010). In the past, concern with the development of talent was restricted to those in power, 

but in the contemporary context, issues associated with talent have become mainstream. 

However, given the dynamic and rapidly developing nature of talent issues, new approaches 

are needed, such as the diversified and systematic strategic management of talents. 

China has made TM a top priority. China is one of the most highly populated countries in the 

world and has outstanding advantages in talent scale. China has maintained a miraculous level 

of sustained and rapid development for more than 30 years, compared with western countries; 

however, its late-mover advantage is no longer obvious (Chang, 2020). Its demographic 

dividend has weakened and its talent dividend has not yet been exploited (Cai, 2010). The 

Strategy of ‘Strengthening the Nation with Talent,’ which outlined the overall strategic idea of 

building a world-class talent center and innovation centre has been proposed (Wang, 2012). 

The application of this strategy has since expanded to various industries, enterprises, and 

organisations, and has had a significant positive effect on the development of TM. The aim of 

the strategy is to transform China from a large source of international immigrants to a 

destination country for international immigrants and from a large talent country to a powerful 

talent country. Moreover, it also coordinates the multi-level relationship between the 

government, market players, social organisations, talents, etc., enabling collaboration in the 

development of talent. Given its increasingly specialised workforce, China is developing its 

international competitiveness and is able to respond effectively to multiple challenges. 

However, TM in China has been understudied, and as a consequence, there is little awareness 
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of the Chinese context within the global talent market.  

The aim of this research is to contribute to the development of the study of TM, compensate 

for the deficiency of previous studies and provide a reference point for future research. More 

broadly, it is hoped that this research will provide an effective introduction to the Chinese 

context. 

1.3 Why TM in Chinese Universities? 

As universities function as the ‘processing plants’ of knowledge, they are increasingly 

prominent in the era of the knowledge economy (Florida, 1999). Poocharoen and Lee (2013) 

conducted a comparative analysis of TM in the public sectors of Singapore, Malaysia, and 

Thailand. Their study delves into various TM schemes, presenting a framework that enhances 

comprehension of the values and contextual factors shaping TM practices. Although these 

countries employ similar names for their TM initiatives—such as scholarship programs, 

training for high-potential officers, and special pay scales for identified talents—a more in-

depth scrutiny uncovers notable distinctions in the implementation of these schemes. 

In China, the university functions as a microcosm of wider society. They have the largest pool 

of scientific researchers with highest level of education and are involved in foundational 

research and cutting-edge technology research in China (Shen & Wang, 2018). Based on the 

Human Resources Statistics Report of China (2016), the number of R&D personnel in 

universities has reached 360000, accounting for 9.3% of the total number nationally. 

According to this study, of this group, 29.1% have a doctoral degree and 40.7% will be qualified 

to masters-level by the end of 2016. A university is not only an organisation, but also provides 

a unique life existence, which integrates and accommodates talents, and guides behaviour 

with unique cultural values (Tam, 2002).  

According to the Ministry of Education of the People’s Republic of China, in December 2017, 

the state started to focus on supporting some Chinese universities to become world-class, 

with first-class teaching staff, as part of the National Double-First Class Strategic Plan. The 

implementation of TM in universities has drawn unprecedented and wide attention (Yang & 

Wu, 2017) and the ability to attract talents, maintain accomplishments, develop reputation 

and ranking has become a central focus for universities and one of the most important 
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indicators for the government in terms of appraisal and evaluation (Liu, 2019). However, faced 

with numerous talents, the existing system is not able to market the value of the talents in the 

most effective way, at times causing the depreciation of human capital (Xu, 2019).  

Management, in essence, involves replacing recklessness with wisdom, replacing habit with 

knowledge, and replacing force with cooperation (Drucker, 2012). Universities are gradually 

becoming aware that it is difficult to reach a high level of achievement relying on traditional 

human resource management; as a result, the role of talent management in enabling 

universities to obtain and maintain a leading position in universities is increasingly clear to 

interested parties (Li, 2014). First-class universities need both first-class talents and first-class 

TM. 

The focus in this research is on university teachers. This is a very complicated professional 

group, which is fundamental to the development of universities. Teachers do not produce 

goods or services, but rather knowledge, professional development, and the pursuit of the 

truth and scientific exploration. Their output is hard to quantify in terms of ‘product’, time, 

and quality etc. Therefore, they have been referred to as ‘elastic workers’ (Zhang & Zhao, 

2014). Moreover, on account of the value of human capital and the flexitime policy of 

university teachers, it is hard to manage in practice. University personnel can determine their 

own research based on their own preferences, and together with aging and talent flow, the 

human capital and the competitive advantage of certain university disciplines are at risk of 

decline. 

In short, universities are typical human resource-intensive organisations (Cascio, 2015), and 

as the main body of human resources in universities, teachers are highly educated and 

engaged in creative labor. This research summarises the characteristics, application, 

development history and existing studies of TM in Chinese universities, indicates some issues 

and provides some suggestions for future research.   

1.4 Purpose of the Study and Research Questions 

This study addresses the research questions regarding TM in universities in the Chinese 

context, which has been underexplored by current TM literature. My objectives are: 
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First, global TM has little knowledge of practice and academic research in the Chinese context, 

where the topic of TM remains a relatively unexplored, underdeveloped concept. This 

research looks to close current gaps in TM literature and contribute to broadening its scope 

by providing survey results in Chinese universities. By connecting existing research and 

interpretation of TM, a definition more in line with Chinese context will be proposed in this 

research. 

Second, TM has become the most concerned topic of Chinese university administrators, and 

academic research in this context has taken time to catch up. This research aims to make 

contribution to introduce the understanding, implementation and contribution of TM in 

Chinese university to academics and practitioners, and realistic references for a broader study 

and practice. Due to the particularity of the research context, this study has carried on a more 

in-depth discussion from the perspective of policy to practice. 

Third, Chinese universities encountered issues and challenges in implementing TM, which is 

instructive for the theoretical research and future practice of TM, especially in the field of 

global TM and TM in public sector. This research aims to discuss the main issues/challenges of 

implementing TM in particular Chinese universities, involving the main recruitment, attraction, 

and retention challenges in Chinese universities. Based on the lack of multidimensional 

discussion in this field, this research provides insights and discussions from both individual 

and organisational perspectives. 

Forth, this research also aims to find out the links of TM with strategy and organisational 

culture, and other areas of management by examining the regarding the formulation of 

existing TM systems and strategic development plans.  

More specifically, the following research questions need to be addressed: 

1. What does the concept of TM mean in Chinese university? 

2. How is TM implemented in Chinese university?  

3. How does TM fit with strategy and organisational culture? 

4. What are the main issues/challenges of implementing TM in particular Chinese 
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universities? 

In addition, there are some subquestions: 

⚫ What is the progress of TM in Chinese universities? 

⚫ What are the main recruitment, attraction, and retention challenges in Chinese 

universities? 

⚫ What are the links between TM and other areas of management, such as 

performance management, rewards management, etc? 

1.5 The significance of this study 

The findings of this study are significant for both academics and practitioners for the following 

reasons: 

First, this research on the Chinese context has important theoretical meaning and practice 

value because it provides insights into TM in China, a context which has not yet been fully 

investigated and understood. Moreover, the findings of the present research are based to a 

significant extent on a theoretical background imported from a western context, and the 

applicability of this context is explored in relation to the specifics of the Chinese context which 

result from the peculiarities of China’s political system. With the development of research on 

global TM, and more Chinese enterprises and talents participating in the international market, 

researchers are curious about the state of TM in the Chinese context. The second chapter 

reviews talent management and universities in the Chinese context. My experience of, and 

insight into, the Chinese context, place me in a strong position to enrich the relevant research 

concerning TM in China. Also, this study explores the broader question of whether western 

models of TM fit with Chinese culture. 

Second, this research develops qualitative research within the field of TM. According to 

statistics, TM research is dominated by quantitative analysis, and approximately 56% of all 

empirically based papers drew upon quantitative data (McDonnell et al., 2017). However, it is 

necessary to provide more qualitative perspectives, which address individuals, subjectivism, 

and phenomena within a specific context for a better understanding of the concept of TM.  
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Third, this research has theoretical and practical significance for enriching the concept of TM, 

relevant talent theories, promoting rational talent identification, talent attraction, talent 

retention, and talent development, as well as other relevant areas of management.  

1.6 Thesis Structure and Outline of Chapters 

This section provides a general overview of this study. The chapters are as follows: 

CHAPTER TWO: Chinese Context 

In this chapter, the location of the study is described in detail: the Chinese context is presented 

in detail and the reasons for its inclusion as a full chapter are explained, as well as the 

significance of the Chinese context for this research. At first, readers are given a general 

overview of China's general situation, including its location, region, demography and the 

challenge of implementing TM in the corresponding context. This chapter then explains the 

institutional logic of China's national governance and Confucianism culture and their impact 

on TM. Moreover, it discusses the main contexture challenges that are aroused from culture, 

technological progress, sharing economy, and changes in organisational forms. This is of 

particular significance because, in China, politics and institutional structure have a great 

influence on TM research. Then, this study introduces the context of the Chinese public sector, 

and the basic situation of Chinese universities, including the double first-class strategy, to 

enable a thorough understanding of the development and role of TM in Chinese universities. 

CHAPTER THREE: Literature Review – Talent Management in Theory 

In this chapter, the origins, current state, and theoretical grounding of TM literature are 

reviewed in detail. The definition of the terms talent and TM are discussed. Key arguments 

and judgements in academia are summarised. In particular, this section provides a greater 

understanding of talent and TM in the Chinese context than is found in previous studies. In 

addition to discussing the theoretical architectures of TM, this study reviewed the literature 

on talent identification, attraction, retention, and development in universities, and also 

discussed existing research insights in the Chinese context.  

CHAPTER FOUR: Research Design and Methodology 
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In this chapter, the key decisions and choices regarding the research design and methodology 

are outlined. The philosophical stance of this study and the reasons for choosing a qualitative 

research approach are explained, and the strategies for data collection and data analysis are 

provided. 

CHAPTER FIVE: Empirical Findings 

In this chapter, I expound upon the empirical findings derived from the case studies, 

elucidating responses to the central research inquiries: "What does the conceptualization of 

TM encompass within the context of Chinese universities? How is the operationalization of 

TM manifested within these academic institutions? In what manner does TM harmonize with 

strategic initiatives and organizational culture? What are the principal impediments and 

challenges attendant to the implementation of TM within select Chinese universities?" The 

ensuing discussion sequentially unveils the research findings and transitions from a 

theoretical framework to practical application, providing nuanced perspectives on the role of 

TM within Chinese universities. This examination encompasses viewpoints from both 

institutional and individual vantage points. Throughout this analytical journey, I systematically 

explicate the findings and insights gleaned from an examination of two distinct cases. 

CHAPTER SIX: Discussion 

This chapter synthesizes empirical findings and explores the nuanced aspects of TM within 

China's socio-cultural context. Sections delve into operational facets, covering talent 

identification, attraction, retention, and development. The discourse extends to the interplay 

between TM, organisational strategy, and culture, unravelling symbiotic relationships shaping 

the talent landscape. The chapter dissects TM contributions, engaging in a comparative 

analysis, and concludes with a succinct summary of key insights. 

CHAPTER SEVEN: Conclusion 

In this chapter, a summary of this research and the main findings is provided. Furthermore, it 

provides a conclusion regarding this research's contribution, its implications for practice, and 

limitations, and outline future research possibilities. At the end of this chapter, it reflects on 

the process of completing the study from a personal, academic development perspective.   



22 

Chapter 2 Chinese Context 

2.1 Introduction 

Examining the impact of contextual dynamics in TM is particularly enlightening regarding its 

conceptualisation, implementation and effectiveness (Gallardo-Gallardo et al., 2020). 

Moreover, Thunnissen and Gallardo-Gallardo (2019) argue that contextualising TM research 

allows researchers to build the bridge between academia and practice by enhancing research 

rigor and practical relevance. However, most management and organisation studies default to 

the Western context (Jia et al., 2012). Management research can suffer if it restricts itself to 

the Western model and some scholars, therefore, have championed contextualised studies, 

especially context-specific research (Fan, 1998). To answer this call, this chapter examines the 

external environment of TM and universities in China, and the discussion is based on the 

Chinese context.  

The development of talents is closely tied to the advantages and disadvantages of the social 

environment. Section 2.2 introduces the site, region, demography and Confucianism in 

context of this research, and the challenges of implementing TM in the Chinese context. In 

addition, it describes the institutional logic of China's national governance and how it impacts 

TM, illuminating the basic logic of the development of China's talent policy and decision-

making system, and the construction of its TM system. In the last part of this section, the main 

contextual challenges in implementing TM in China are analysed, in relation to culture, 

technological progress, the sharing economy and changes in organisational forms. The 

Chinese public sector is described in section 2.3, and the Chinese university context is 

described in section 2.4. Finally, conclusions are presented in section 2.5, and the key points 

of the main environmental challenges when implementing TM in China are summarised.  

2.2 General Situation of China 

2.2.1 Site and Region 

Located in eastern Asia, west of the Atlantic Ocean, China is an ancient, mysterious land with 

a long cultural history. As the world's third largest country, with a land area of about 9.6 million 

square kilometers, it was the most densely populated place in the world for thousands of 
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years (Üskül and Oishi, 2018), and is now home to over 1.4 billion people (NBS, 2021). 

Geographically, China is located next to Russia, India, and other major countries in Asia, and 

is part of the most economically active region in the world (Xiaoming, 2006). The Chinese 

nation is a unified country of many ethnic groups, and the Han nationality together with 55 

other ethnic groups have contributed to the achievements of China historically (Yang and Wu, 

2018). In total, there are a total of 34 provincial-level administrative units in China. In his book 

"The Clash of Civilizations and the Reconstruction of the World Order," Huntington (1998) 

claims that China is not just a country, but also a civilisation; that is to say, it is not only a region 

and a political power, but a combination of different systems, and each system has a long 

history and unique culture, as well as high achievements in particular industries. 

Since China has a large population and numerous ethnic groups, the nation's conditions are 

complex and even contradictory. The country's first-tier cities are characterised by levels of 

wealth comparable to that of the metropolises of many developed countries, but in the 

remote and rural areas, poverty remains (Yao, 2000). China was a weak and poor country that 

suffered greatly at the hands of other powers, and was even referred to as the sick man of 

East Asia (Hu, 2013). Historically, the Chinese once regarded the Western world as the future 

and the center of modern civilization due to wars, semi-colonial and semi-feudal societies, as 

well as its characterised undeveloped technology and education (Huntington, 1996, 2000). 

China’s current national strategic goal is to reach the level of moderately developed countries 

by 2050 (Hu et al., 2021). In 1949, under the leadership of the Communist Party of China, New 

China (Zhongguo, in Chinese) was founded and the socialist political system with Chinese 

characteristics was established (Jinping, 2017). As a result of reform and opening up in 1978, 

China entered a period of rapid economic development (Wang & Hu, 2010), and as a result of 

the improvement of China's national strength, China is once more being recognised 

internationally. However, while the country has a massive economic output, its per capita 

income is still far behind that of developed countries (Pritchett, 1997). This gap needs to be 

narrowed by improving the level of science and technology, but it will be a very long process 

(Zhang, 2006). 

There have been heated discussions about regional issues in China due to its vast territory, 

and several research studies have been conducted on regional economic disparities (e.g., Fan 

et al., 2011; Lu & Lo, 2007, etc.). In spite of the general consensus that China's regional 
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economic development is unbalanced (e.g., Chen, 2010; Kenneth Keng, 2006; Wang, 2016; 

etc.), there is significant variation in the conclusions that studies have drawn regarding the 

trends and influencing factors of regional disparities. The report issued by the 19th National 

Congress of the Communist Party of China stated that the most fundamental contradiction in 

Chinese society is the conflict between the growing needs of the people for a better quality 

of life and the unbalanced growth of the country (Thanh, 2017). As can be seen, China's 

regional development gap is an important manifestation of the development imbalance, and 

an important basis for the state to formulate and adjust its regional policies (Wang, 2015).  

Prior to 2013, China's regional development imbalance was mainly due to the imbalance in 

economic output and population distribution between the eastern and western parts of the 

country (Wang, 2015). 13.52% of the country's land area falls in the east and 41.38% falls in 

the west (Cheng et al., 2020). There are several reasons for the disparities between the two 

regions. First, it was initially decided by the government to promote a strategy to develop the 

southeast coast first (Vogel, 1989). Second, the western region is the region with the most 

serious ecological degradation in China (Li et al., 2021). More specifically, due to severe 

droughts and lack of rain, soil erosion is severe, and the local ecology is extremely fragile, 

which directly threatens local agricultural productivity, but also increases the population 

pressure in the area (Deng and Bai, 2014). Unfavorable natural conditions have caused the 

western region to fall into a vicious cycle of ecological degradation; increasing population 

pressure leads to increasingly poverty-stricken populations, which in turn causes worsening 

ecological conditions (Shen, 2004). 

Additionally, another gap has emerged in China's regional economy: the North-South gap 

(Yang, Ju &Tu, 2021). The main reason for the gap lies in the evident advantages of the South 

in policy environment, ecological environment, industry, science and technology, etc (Liu, 

Zhang and Zhang, 2022; X. Zhang et al., 2022). Some scholars have argued for a civilisational 

difference as a causal factor, because North China’s culture is a complex of farming civilisation 

and nomadic civilisation, and South China’s culture is a complex of farming civilisation and 

marine civilisation (Yang, Ju &Tu, 2021). In addition, some researchers believe that the gap 

between the North and South is fundamentally a gap in the degree of marketisation (Qiang 

and Jian, 2020), and the dominance of the South indicates a victory of a market economy over 

a planned economy. Other studies have pointed out that the East-west gap is giving way to 
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the North-South gap in China's regional development (Yang, Ju &Tu, 2021; Xu, 2021), but both 

still exist. Therefore, in China, regional development imbalance is also a challenge in terms of 

implementing TM, which takes different forms and presents results in different regions and 

organisations. Therefore, for its case studies, this study selected two universities which differ 

entirely in terms of geography and various other factors. Of the two universities selected in 

this study, one is located in a developed coastal city in southeast China and the other is located 

in an underdeveloped area in northwest China. The divergence in the context of the two 

selected universities enables all issues related to TM that may exist in Chinese universities to 

be analysed. 

2.2.2 Demography 

China is the world's most populous nation, and in terms of demography, the implementation 

of TM in China faces the following challenges:  

(1) Demographic structural change. 

As traditionalists (born before 1946) age and baby boomers (born between 1947 and 1964) 

have aged, Generation X (born between 1965 and 1980) (Krohn, 2004), millennials (born 

between 1981 and 1995), and Gen Z (born after 1995) (Rue, 2018) have become the dominant 

force in the workplace. Many young employees with distinct personalities have joined the 

enterprise and play increasingly important roles. As a result of this change in personnel, TM is 

faces significant challenges in adapting to the new workforce.  

The first step in this process is the increasing number of employees from the new generations 

mentioned above. Their preferences towards leadership style in China have changed 

significantly. Ren et al., (2018) noted that new-generation employees (Millennials and Gen Z) 

in China strongly prefer leaders with high relationship-oriented skills, which indicates a 

significant break from the past. Employees of these new generations also put more emphasis 

on work-life balance and prefer a flexible working style and timely feedback on work (Wu and 

Uen, 2015). Implementing effective TM for these new employees is a challenge. 

The second problem relates to the aging of the traditionalist and baby boomer generations. 

China has entered an aging development stage (Lu and Liu, 2019). According to data released 
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by China's National Bureau of Statistics (2021), by the end of 2019, the number of people over 

60 in China had reached 254 million, accounting for 18.1 percent of the total population. 

Chinese policy makers must consider how to develop the value of aging talent, how to 

enhance the human resources of the elderly, and how to continuously learn from the 

experience of the elderly in order to continue to create value. 

Third, China’s demographic dividend is not as significant as it once was. Many scholars believe 

that China's economic growth has benefited from the demographic dividend, especially the 

dividend of the labour force (e.g., Fang, 2016; Garnaut et al., 2018; Mason & Kinugasa, 2008, 

etc.). However, the number and proportion of China's working-age population has been 

declining since 2012, raising concerns about economic development (Garnaut, Song and Fang, 

2018). Due to the one-child policy, China’s population growth rate has slowed sharply, and the 

fertility level continues to be low. As a result, the problem posed by the aging population is 

becoming more and more serious, which is causing a structural shortage and aging of the 

labour force. Moreover, this critical issue not only brings heavy pressure and severe challenges 

to social and medical care and the security system, but also further seriously affects the global 

competitiveness of China’s economy (Wang & Wang, 2019; Krohn, 2004). In 2015, the two-

child policy was issued; however, the number of births in 2016 increased by only 1.31 million, 

and the annual births in 2017 and 2018 fell compared with the previous year (Zhai et al., 2016). 

Furthermore, although the three-child policy has been discussed since 2021, no evidence of 

changes has yet been observed or researched. The birth rate is far below the annual birth 

forecast by the National Health and Family Planning Commission (Wang, 2016) and the 

forecasts based on scholarly research (e.g. Huo, Li & Chen, 2016). It has, however, been 

predicted that even though China has abundant labour resources, the population dividend 

will eventually disappear as aging and low fertility rates continue (Cai, 2010). On the other 

hand, China's human capital is constantly improving, due largely to the rapid development of 

higher education, which will provide the most important talent base for the country's 

economic development. Higher education, then, provides a key route for China to respond to 

this challenge by attracting and developing talent and thereby benefitting from talent 

dividends by improving its human capital (Guo, Huang and Zhang, 2019). Therefore, how to 

change the population dividend into a talent dividend through the rational use of TM is the 

most fundamental challenge that China is facing.  
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(2) Talent flow is increasing.  

As globalisation has developed, institutional reforms have been implemented, the Internet 

Plus environment has developed, and the economy has opened up, the flow of labour in China 

has become much easier and faster (Knight and Song, 2005). Moreover, Chinese talent is no 

longer constrained by employment relationships, employees’ personalities are increasingly 

emphasised, and employee-free companies and platform businesses have enabled mass 

entrepreneurship (Fu, McKern and Chen, 2021). There is growing competition for talents 

between different enterprises and countries, which makes talent competition in China more 

challenging (Farrell & Grant, 2005). However, brain drain also causes many negative effects. 

Zweig & Wang’s (2013) study of China’s brain drain to the United States, fully illustrated the 

related issues. Further, through empirical research, some research has suggested that 

enterprises also face a decline in core competitiveness, information leakage, and core 

technology loss, along with possible group job-hopping, factors which, taken together, would 

result in very significant losses (e.g., Mengmeng et al., 2022; Qu, 2020).  

Therefore, although the increased talent flow in China is not necessarily entirely negative, TM 

faces more challenges because of the high mobility issue, including retaining core employees. 

2.2.3 Institutional Logic and National TM Strategy  

China has had the unique fate of maintaining its particular civilisation, and according to China's 

historical experience, politics has consistently played a particularly critical role in economic 

development; without political progress, the economic development achieved in China not 

have been possible (Dittmer, 1995; Zhou, 2014). In distinction from western countries, China's 

public governance structure is party-led governance (Beck & Brødsgaard, 2022; Lawrence, 

2013; Bray, 2009). The Party holds the core political power in the country, and the Party 

organisation plays a greater role in public governance than government agencies (Beck, 2021; 

Wei, 2014). In summary, without the Chinese Communist Party (CCP), new China would not 

have been possible, and in contemporary China, there is no other political force that can 

compete with the CCP, let alone replace it (Zhang, Brown and O’Brien, 2018). Political reform 

is, however, taking place in China; however, it does not involve changes in the fundamental 

political framework, but is instead focused on national governance (Guo, 2017; van der Kamp, 
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Lorentzen and Mattingly, 2017).  

Grasping this political background enables a better understanding of China’s TM strategies 

which are explored in detail in the following section 

(1) The principle of TM under the Party leadership. 

It has been over 20 years since the Party first put forward the principle of Talents under the 

Party leadership at the National Organisation Work Conference in December 2002. It functions 

as the foundation for China's TM work, which aims to pool outstanding talents from various 

fields in order to promote national development (Zweig and Wang, 2013; Chen et al., 2015). 

Accordingly, the policy on further strengthening the work of TM by the Party, issued in 

September 2012, is the most authoritative and professional explanation to date regarding the 

principle of talent management. The policy emphasises strengthening the Party's macro-

management of talents (Zhu, 2003). Specifically, according to the policy, the Party shall be 

responsible for macro-adjustment, policies and systems, coordination among stakeholders, 

service for various types of talents, and focus on making policies, integrating forces and 

creating an appropriate environment, ensuring the realisation of the strategy of strengthening 

the country with talents (Xiao, 2018). In this context, the formulation of TM policy needs to 

adhere to the strategic direction of the Party, TM policies need to be developed and issued by 

the Party, and the implementation of TM is determined by the leadership of the Party and 

implemented within its system.  

In brief, TM practice in China differs greatly from TM practice in the West, and this is its most 

distinctive characteristic. As a result, the potential impact of this principle on the 

implementation of TM in China requires particularly careful consideration.  

(2) The strategy of ‘Strengthening the Nation with Talent’. 

In the contemporary context, China's most important TM strategy is ‘Strengthening the Nation 

with Talent.’ It was proposed in 2002 and has been repeatedly revised since then (Wang, 2011). 

This study reviewed and summarised talent policy documents from the websites of the 

People's Government of China and the Ministry of Human Resources and Social Security, 

which have been available since 2000 regarding specific talent policies.  
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An initial focus of the strategy is to scout talent and determine if the talent of scouted 

individuals suffices. In addition, policies are developed to improve professional promotion, 

further education, talent flow, human resource management in the public sector, and social 

security services, etc (NLDHR, 2006). The primary goal of these activities is the creation of 

large talent pools. By the end of 2008, the scale of talent reached 113 million, the proportion 

of human capital investment in GDP reached 10.8%, and the contribution rate of talent 

reached 18.9% (Zhu et al., 2011). This indicates great progress, but relative to developed 

countries, a significant gap remains. However, since 2008, national talent development 

activities have begun, enhancing Chinese society's broader talent strategy awareness and 

national resources investment (Sun, 2022). 

Since 2010, talent policy documents have been released successively following a series of 

important talent meetings, such as ‘the national medium and long-term talent development 

planning outline from 2010-2020’ (State council, 2010) and ‘Opinions on Further 

Strengthening the Party's Leadership on TM’ (CPC office, 2012), etc. At this stage, the core 

issue addressed by the strategy is whether there are sufficient talents, whether they are 

sufficiently strong, and their international competitiveness. The competition for talent has 

been launched across China as a whole, as a result, is exposed to challenges such as 

homogeneous competition, market failure, etc (Wang and Sun, 2018). Nonetheless, a 

consensus has formed regarding the decisive role of talent in the development of innovation, 

which is consistently raised in policy-making contexts at various levels of government (Sun, 

2022). By 2020, the scale of talent reached 220 million, with China's global innovation index 

correspondingly rising from 29th to 14th (Chen & Xuan, 2020). At the national level, the 

strategy 'Strengthening the Nation with Talent' has been prioritised and has become one of 

the most important strategies, and it will continue to play an important role as a long-term 

strategy. 

2.2.4 Confucianism in context 

This section aims to present an overview and interpretation of Chinese culture of 

Confucianism and the role of guanxi, and its implications for talent development strategy, 

especially in shaping or implementing them. Thus, a thorough understanding of Confucianism 

context is essential to comprehend the entire system.  
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Compared to Western society, Chinese society is in many ways distinctive in terms of its social 

conditions and culture; for example, the public's mentality, concerns, methods of seeking 

truth, capacity for rational, civilised dialogue, philosophical methodology, cultural inheritance, 

scientific spirit, educational goal, social expectations, moral fashion, and working environment 

are all features which differ from those characteristic of Western society. In Table 2.1 below, 

the social ideology of Chinese and Western society is compared in some aspects, but these 

comparisons are not exhaustive. Behind each proposition, there is a great deal of nuance at 

the level of content and classification. Nonetheless, the table serves to demonstrate the 

ideological differences between Chinese society and Western society in broad strokes. 

Table 2.1 The difference in social ideology between Chinese society and Western society 

 Western Society Chinese Society 

Social System Post-capitalist society (Drucker, 1994) Socialism with Chinese 
characteristics (Jinping, 2017) 

Philosophy 
History 

Reason and logic (Jayatilleke, 1967), 
natural philosophy (Needham, 1993), 

mathematics (D’Ambrosio, 1998), religion 
(Hunt, 2017), politics (Inglehart, 2017), 

ethics (Tiles, 2000), etc. 

Chinese cultures of Confucianism, 
Buddhism, Daoism (Tang, 2015), 
ethics (Wong, 2021), Confucian 

classics (Nylan, 2008), etc. 
 

Way of 
Thinking 

Empiricism, positivism (Comte and Bridges, 
2015), scientism (Hayek, 1942), etc. 

Confucianism, and explanations of 
words in ancient books (Hall and 

Ames, 1987) 

Political and 
Economic 

Basis 

Renaissance (Khanna, 2011), democracy, 
free market (Prasad, 2006), etc. 

Western Learning (Jami, 2012), 
reform and opening up, socialism 
with Chinese characteristics (Guo, 

2010) 

Social 
Expectation 

Interests, career goals, family inheritance, 
etc. 

Graduating from the prestigious 

universities，respectable 

employment, family honour 

China's social environment and culture are very different from those in the West, resulting in 

differences in the implementation of TM, and due to these differences, Chinese enterprises 

and government bodies necessarily encounter cultural shocks and challenges when 

implementing TM. In the implementation of TM, if there is a conflict between the values of 

enterprises and employees, the enthusiasm, satisfaction and performance of employees will 

be affected, which may eventually lead to brain drain. Latukha et al. (2022) elaborated on the 

brain drain caused by exogenous challenges, including culture shocks, however, as a result of 

globalisation, more Chinese enterprises have become global (Alon et al., 2014). On the one 
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hand, how to simultaneously manage overseas Chinese employees and foreign employees in 

an effective cross-cultural is a challenge for TM; on the other hand, when it comes to Chinese 

culture, one must mention Confucianism. 

The Confucianism has profound significance in the study of talent, often considered the origin 

of Chinese TM philosophy (Warner, 2014). Confucianism, founded by Confucius, is a cultural 

faction dominated by Confucian-related theories (Yao, 2000). From its inception to the present 

day, Confucianism has spanned thousands of years, permeating China's religion and political 

power (Zhang, 2021). It has interacted and blended with various cultures, and even in modern 

society, its philosophical ideas of Confucianism continue to exert a significant influence (Meng, 

2012). 

The most fundamental ethical concept in Confucianism is "仁(Ren)", refers to a moral and 

benevolent idea, which is commonly translated as benevolence or humaneness (Jing &Doorn, 

2020). In Confucianism, benevolence is considered a core virtue, symbolizing goodwill, 

compassion, and care towards others (Wang, 2012). This concept emphasizes the cultivation 

of a deep concern for society and others by individuals, aiming to promote harmony, justice, 

and common interests (Zhang & Zhang, 2016; Eryong & Li, 2021). Therefore, in Confucian 

thought, the concept of benevolent leadership emphasizes a people-oriented approach 

(Wang, 2011). For example, Huang &Li (2011) made a study on people-oriented incentive 

mechanism in application of university management, they asserted that all incentive 

strategies are grounded in a people-oriented management approach. Yanbin & Chao (2011) 

addressed its function to build up and improve the working team safety. And Huang 

&Siththada (2022) lean towards understanding it as managing talent with a focus on develop 

their professional capability, as well as the psychological state of talents, and caring for their 

growth based on their investigation in a university in Guangxi, China. 

However, the concept of benevolent has many implications and extensions, but at its core, it 

signifies that an individual should achieve unity between their behavior and inner virtues (Li, 

2007). This is why Confucianism has consistently garnered attention from managers across 

different eras, continually receiving new interpretations and propagation. 

The influence of Confucianism on modern TM is specifically manifested in several aspects. 
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Firstly, there is an emphasis on education and development. Confucianism highlights the 

importance of education, asserting that talent can be nurtured through learning and self-

cultivation (Tan, 2017). This resonates with the contemporary human capital theory in TM 

(Warner, 2010). Confucius believed that the purpose of education is to elevate people's souls 

through benevolence, righteousness, and rituals, harmonizing their social behavior to serve 

society (Wei, 2013), which aligns with China's current talent policies, aiming to create a 

situation where everyone can develop their talents to the fullest.  

Secondly, this theory also underscores the significance of caring for others and interpersonal 

relationships (Tu, 1998). In TM, this might be manifested by placing importance on fostering 

positive employee relationships and emphasizing intimate connections between leaders and 

team members to enhance teamwork and cohesion (Reich, 2011; Phuong-Mai, 2005, Zhou et 

al., 2016). However, besides the aspect of building good employee relations, due to the 

development of Confucian management thought, it is often intertwined with ethical and 

moral considerations (Wada, 2014; Romar, 2004). In interpersonal relationships, there is a 

tendency to be less effective in enforcing management systems, showing favoritism to 

acquaintances, leading to a lack of standardized constraints and norms on members' thoughts 

and behaviors, for example, Kutcher (2000) discussed dangerous friendships in the Confucian 

context which is his fifth relationship. Moreover, the long-standing Confucian idea of seeking 

harmony and avoiding differences has created a dependence on conformity and uniformity in 

talent (Nylan, 2008; Kim, 2009; Rozman, 2014). This protective approach towards the behavior 

and psyche of talents results in individuals often unquestioningly conforming to collective 

interests, rejecting any form of individualism, which is proposed by Gao in 2015. And she 

believed that the consequence is a homogenization of talents, a lack of creativity, and 

organisational stagnation. 

In addition, Confucius' thoughts consistently reflect a class-based nature (Chang, 2010), 

placing importance on persistence, perseverance, and ordering relationships by status (Hill, 

2006; Wright, 1983). This has led to excessive government intervention in the values and 

operational principles of most organisations (Frederickson, 2002), including universities. 

Often, universities have neglected their own strategic choices, mirroring national 

administrative structures in organisational architecture and talent strategy without effective 

self-realization, and this standpoint came from a comparative study in Chinese higher 
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education in the Confucian cultural context from Yang (2011). 

Thirdly, Confucianism places significant emphasis on the concept of family (Lee, 2015), 

highlighting the importance of family in TM by focusing on employees' family backgrounds 

and values (Hong & Froese, 2023), and also, guanxi networks and job searches are deeply 

influenced by family factors (Huang, 2008). Besides, the extension of this family-centric view 

is the Confucian emphasis on loyalty and responsibility, reflected in TM as organisations 

tending to favor loyal and responsible employees (Hill, 2006), especially around the culture of 

Filial piety and loyalty (Hwang, 1999), and in that way employees are expected to be loyal to 

the organisation and willing to take responsibility for it. 

Fourthly, Confucianism places emphasis on rules and regulations (Woods, 2011). In TM field, 

this can be understood as establishing an orderly organisational structure, standards and 

values, making TM execution more streamlined with processes and systems (Rarick, 2007). 

Min (2017) believes that this ensures the responsibility and interests of talents, emphasizing 

the rules and regulations that employees should adhere to, and valuing the etiquette and 

professional ethics in the workplace. 

The reason why TM has been elevated to an unprecedented level of importance (Gallardo-

Gallardo, 2021) is that it helps organisations meet the current and future development needs 

(McCauley & Wakefield, 2006). In China, a country with a profound cultural heritage, the 

influence of Confucianism, which has spanned thousands of years, is unique and continues to 

persist in a distinctive manner (Deng, 2011). This influence is ongoing and is expected to 

endure, shaping the culture in a significant way (Zhao, 2018). 

Through the introduction of Confucian thought and its influence, it can be observed that 

within the Confucianism context, there has emerged the culturally specific interpersonal 

relationship known as guanxi. This has given rise to indigenous psychological research 

centered around guanxi. The use of the term ‘guanxi’ directly in Chinese pronunciation 

indicates that there is no better translation available to replace this term. 

Some scholars consider the emphasized Guanxi in Chinese society as a significant reflection 

of Confucianism in economic behavior (Wong, 2007; Yeung &Tung, 1996). They categorize 

Guanxi into dimensions such as the Five Confucian Relationships (relatively ruler and subject, 
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father and son, husband and wife, elder brother and young brother, as well as friends), 

reciprocity, long-term interest orientation, chivalry, ritual system, and a sense of shame, etc. 

(Zheng et al., 2019; Hwang et al., 2009). Guanxi is mainly established through forms such as 

giving gifts, participating in weddings, funerals, birthdays, and meals (Hwang et al., 2009). It 

can also be transformed to others through identity recognition and introductions by 

intermediaries (Zheng et al., 2019).  

In the context of leadership style research in China, many scholars directly compare Chinese 

entrepreneurs with a Confucian cultural background to transformational or charismatic 

leaders studied by Western scholars (Lin et al., 2013; Wang et al., 2016; Park et al., 2019). 

Zheng et al. (2000) argue that Chinese business leaders influenced by traditional Chinese 

culture should embody a paternalistic leadership style characterised by combining rewards 

and punishments, persuading people with virtue, and they have constructed a three-element 

model of paternalistic leadership: authoritative leadership, virtuous leadership, and 

benevolent leadership. 

Many researchers have employed a core Confucian philosophical concept they identify with 

to explore its influence on employee behavior (Lin et al., 2013; Wang et al., 2005; Park et al., 

2005). For instance, the Confucian value of interpersonal reciprocity emphasized in 

Confucianism may lead employees to proactively help others (Wang et al., 2005); the 

Confucian value of group orientation can result in employees supporting collective goals and 

safeguarding collective interests (lp, 2009); the promotion of frugality in Confucian values can 

motivate employees to reduce company losses and eliminate waste (Efferin &Hopper, 2007). 

Fan (2000) proposed a scale reflecting the behavior of employees in Chinese companies, likens 

Confucian ethical behaviors to Western organisational citizenship behaviors. 

In 1947, sociologist Fei Xiaotong proposed the concept of ‘differential mode’ to describe the 

interpersonal relationships in China, which is one of the most important theory developments 

of guanxi and the culture of one's own people (Yu, 2006). This differential mode of circles 

intricately summarizes the structure of guanxi that has persisted in China for thousands of 

years. At the center of the circle are one's own people, following the rules of personal 

connections; while on the outer edge of the circle are others, adhering to the principles of 

fairness. Indeed, the flexibility of this circle itself is remarkable. It can expand to encompass 



35 

not just oneself but extend to the nation on a larger scale. The idea reflects the adaptability 

and expansiveness of Chinese social relationships, where the concept of guanxi can extend 

from personal connections to broader societal and national networks. This flexibility allows 

for a dynamic interplay between personal and collective relationships within the broader 

context of Chinese social structures. 

2.2.5 Other contextual challenges in implementing TM in China 

The purpose of this section is to provide a sum of all factors and conditions that affect the 

development and growth of TM.  

(1) Challenges posed by technological progress 

A number of new technologies are profoundly affecting production and life in China, such as 

big data, artificial intelligence, and cloud computing (Y. Zhang et al., 2022). More broadly, 

throughout the world, these new technologies have precipitated in daily life and working 

practices.  

First, the wide use of the Internet has broken the limitations of time and space, enabling 

employees working in different places to communicate instantly. Almost all organisations, 

from government departments to enterprises, have embraced Internet technology, in some 

way or another. Enterprises are increasingly using Internet tools for communication, gathering 

information, releasing information, internal management, business services and other 

functions (Mao, 2022). When a team is required to complete a project or task, the members 

of the team are not necessarily required to start work simultaneously in a fixed office, but can 

work flexibly in terms of time and location, completely changing the traditional method of 

working. As a result of the trend for decentralised offices, TM will become more complicated 

and impose higher demands on HR in the future (Tucker et al., 2005; Cappelli, 2013). 

Second, big data is being applied in a variety of areas. The first benefit of big data is that it can 

improve the rationality and efficacy of decision-making (Bian and Wang, 2021). Powered by 

big data (Jain and Maitri, 2018), HR team members can be freed from everyday administrative 

tasks, and focus on HR development strategy and the development of enterprises more 

broadly; for example, large numbers of prospective employees can be automatically identified, 
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filtered and matched based on the job requirements, different training programs can be 

optimised by needs, and the optimal configuration of human resources can be achieved. 

Angrave et al. (2016) stated, however, that HR is set to fail to meet the challenge big data 

poses, and analysed the reasons for this. In addition, this study argues that TM is also 

challenged by the application of vast amounts of data, with the most significant concern being 

issues of data security and sharing.  

Third, artificial intelligence is increasingly widely used in HRM (Charlwood, 2021). For example, 

artificial intelligence can be used to set up various online scenarios to assess employees’ and 

managers’ processing ability s, increasing the accuracy and objectivity of talent acquisition 

(Albert, 2019). However, the increasing use of artificial intelligence will inevitably result in 

some jobs being replaced (Dirican, 2015). Therefore, enterprises need to consider which 

positions need to be adjusted and, in response to their growing demand for digital talents (Su, 

An and Mao, 2021), develop new strategic TM appropriate for the digitalised world.  

(2) Challenges posed by the sharing economy 

Knowledge economies are developing in a new direction through the influence of sharing 

economies (Zieba and Durst, 2018). By integrating scattered or idle resources, sharing 

economies meet supply and demand with low costs, high efficiency, and personalised 

characteristics, and thereby enact the process of income distribution. Importantly, Wang et al. 

(2021) provided evidence of this phenomenon based on an empirical study in China. Talent 

resources are also an important resource, among many,, and have received particular 

attention with regard to their values in the sharing economy. Liang et al. (2020), for example, 

illustrated a two-sided matching method of talent sharing in China, and demonstrated the 

existence of a trend from traditional ‘organisation + employees’ to a sharing ‘platform + 

individuals’. The existence of a cooperative, win-win relationship between an organisation and 

its employees poses new challenges to TM, such as: evaluating the performance of external 

talents, balancing the number of internal and external employees, allocating work, and 

attracting excellent external talents while retaining internal employees, even in light of the 

increase in external talent. 

(3) Challenges arising from changes in organisational forms 
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In China, organisations generate two forms of change: organisational miniaturisation and 

organisational structure flattening (Zhao et al., 2021). To enable the realisation of agile 

organisations (Brosseau et al., 2019), HRM systems need to make adjustments accordingly, as 

does TM.   

Table 2.2 Differentiation of organisational components brought to TM 

Organisational system field Traditional organisation Agile organisation 

Decision-making 
Centralisation (Hall et al., 

1993) 
Fully empowered (Hempel, Zhang 

and Han, 2012) 

Work design Structured (Chan, 1982) Project-based (Wang et al., 2020) 

Work-flow 
Fixed flow process (Chan, 

1982) 
More space for innovation (Wei, 

Xie and Zhang, 2017) 

Career path 
A certain development path 

(Gao, 2017) 
More talent flow (Zhang et al., 

2019) 

Talent development Training plan (Cooke, 2005) 
Diversified (Xiaohan and Rohana, 

2022) 

The change of the organisational form will inevitably require the adjustment of the personnel 

within the organisation. Talent is shifting from geographical space to virtual space, and 

working modes are increasingly flexible (Luo and Chan, 2020). Scientific research 

organisations, remote laboratories, cloud incubation, and cloud conferences enable the 

exchange of global talent and intelligence, and the proportion of virtual talent flow is 

increasing (Bo et al., 2019). It is possible to maximise the value of talents and promote the 

flow of intelligence by sharing talents in flexible ways, such as "long-term rent and short-term 

loan" (Liu et al., 2020). Therefore, adjusting the TM system to adapt to the transformation of 

the organisation, improving performance, and guaranteeing access to talent pools as 

organisations become increasingly agile is a key challenge which TM faces. 

2.3 Chinese Public Sector Context 

In China, most universities are public sector, and almost all high-level universities are public. 

Therefore, this section focuses on the Chinese public sector context to enable a better 

understanding of TM in Chinese universities.  

The Chinese public sector's HRM defines the civil service as encompassing all employees in 

government agencies and departments, as well as those who provide services such as health 

and education that are largely or entirely funded by the public (Burns, 2022). HRM in China's 
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public sector has a number of key characteristics. First, the maximisation of public profit. 

Notably, research has indicated that HRM in Chinese public sector obviously favours fairness 

over efficiency (Meng and Wu, 2015). Second, the requirement of strict political and moral 

qualities. Although the private sector also emphasises virtue and ethics due to the influence 

of cultural traditions, it is more important to emphasise the political views and moral qualities 

of people in the public sector because of the greater depth and breadth of the public sector's 

influence on the economy and society as a whole. Moreover, this point was confirmed by Van 

der Wal & Yang (2015). Furthermore, given the principle of operating under the leadership of 

the Party, political orientation is a prominent feature of those employed in the public sector. 

Finally, address institutionalisation and programmatics. Compared with private sector, the 

public sector’s HRM is not flexible, but is instead more focused on standardised processes (Lin, 

2020).  

Furthermore, the Bianzhi system (Brødsgaard, 2002) operates in institutions and cadre 

management in China. This system is also referred to as the "big pot of rice” and “the iron rice 

bowl" (S. Wang, 2021). This is not a technical term; it simply implies that all individuals eat 

equally from the same pot, with the result that everybody's "bowl" will have rice to for them 

to eat. Importantly, the "bowl" is characterised as made of iron, which means it cannot be 

broken; life, in other words, cannot be destroyed. A person who has been enrolled in the 

recruitment system or distribution plan at all levels of government will no longer be at risk of 

unemployment. Therefore, any unit that hires or employs people has no right to dismiss them 

(S. Wang, 2021). Employees’ medical costs, retirement pension, and so forth, are all paid for 

by institutions and the government. This is a very Chinese characteristic. Throughout the past 

40 years, the most simple and fundamental hope of the Chinese people has been the 

elimination of unemployment, poverty and polarisation and the establishment of equality and 

common prosperity for all (Howard, 2020). As the number of employees increases with the 

establishment of businesses, the pressure on the provision of financial support is increasing, 

and the efficiency of public welfare services is decreasing (Ding, Goodall and Warner, 2000). 

Correlatively, the number of institutions committed to public welfare, such as universities and 

hospitals, is gradually declining, representing the abolition of the institution as such; in 

figurative terms, the original iron rice bowl has broken and has been gradually transformed 

into contract employment (Xia et al., 2020). Universities have also started to cease using the 
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tenure system and are disinclined to offer permanent employment. Inevitably, this process 

has been plagued with controversy. Many people feel threatened by this process, while others 

believe it improves organisations’ vitality by enabling more effective integration at the 

instutitional level (Huang et al., 2021). 

In summary, over the last 40 years, China's approach to managing human resources has 

changed significantly as it transitions from a planned economy to a market economy (Cooke, 

2011), and undergoes a shift from the 'iron rice bowl' policy dominated by Soviet-inspired 

personnel management to one increasingly centred on Japanese-European cultures (Warner, 

2005).  

Some of the key challenges of this shift are as follows:  

First, identify and promote those with passion for public service and associated competencies. 

Currently, talents are identified and promoted primarily through two paths: merit-based and 

'guanxi'-orientated (Ma, Tang and Yan, 2015). The merit-based path emphasises performance 

and ability; performance is understood to directly relate to economic growth and effective 

governance (Burns, 2022). The promotion pathway is composed of distinct stages, and upward 

mobility can only be sustained by success at each stage. Promotion at a specific level is, 

therefore, not affected by the results of the previous stage. However, a major challenge faced 

by this pathway is that most work performance is difficult to accurately evaluate and 

effectively measure, and the performance of talents in different positions is difficult to 

compare horizontally. Moreover, it isolates talent development across stages and 

overemphasies on real-time factors in existing roles. 

In contrast, the ‘guanxi’-orientated approach considers that ‘guanxi’ connections are the 

decisive force for effective talent identification and promotion, and, in this system, both 

‘guanxi’ type and ‘guanxi’ strength impact an individual’s promotion speed (Ma, Tang and Yan, 

2015). ‘Guanxi’ refers to the network of family relationships, relatives, friendships, colleagues, 

classmates, fellow townspeople, comrades-in-arms, and other relations which have a 

supportive role in terms of an employee’s prospects for promotion (Fan, 2002). Talent 

development depends on the strength of ‘guanxi’ and the ability to seek the support of ‘guanxi’ 

at higher levels (Bian, 2019). Hao (2022) believed that both these paths to promotion are 
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critical, and characterised merit and performance as the extraneous factor, with ‘guanxi’ as 

the background factor; under the protection of a certain ‘guanxi’, it is easier to achieve positive 

results at work. As a result, although it may appears that performance and achievements are 

determining opportunities, it is, in fact, the background influence of ‘guanxi’ playing a key role.  

Second, improve HRM efficiency and vitality. Performance categories in the public sector are 

fuzzy and subjective (Yang, 2016), and individual performance does not directly affect 

promotions, salaries, or welfare benefits. Institutionalised reforms centred on supervision 

(Deng, 2018) have significantly reduced incentives in the Chinese public sector. The civil 

service elite has lost enthusiasm as pay transparency and restrictions, power lists, process 

requirements, and increased accountability and anti-corruption requirements have become 

more prevalent (He, 2000). The resulting low morale is a key challenge for TM. 

Third, introduce strategic concepts. Strategic concepts have improved administrative 

efficiency in the public sector and have effectively overcome the issues associated with the 

traditional internal orientation of administration, focusing instead on the external 

environment (Poister and Streib, 1999). In terms of practical significance, strategic 

management provides a framework for the public sector to think and act (Johnsen, 2015). 

Favoreu et al. (2016) analysed three types of strategic approach: rational, political, and 

collaborative. In practice, it was believed that strategic concepts in Chinese public sectors are 

inflexible and therefore too slow to respond to rapid changes and turbulent external 

circumstances, the organisational objectives of the public sector are vague and strategic 

considerations meaningless, and centralised political control creates difficulties at the level of 

implementation. These points were ,to some extent, substantiated by Heilmann (2008) from 

the perspective of policy experimentation.  

Fourth, balance political power with professional development. The Chinese government is 

constantly seeking a balance between administrative power and professional development. 

As a result, public sectors and systems still face a long-term dilemma in terms of achieving the 

best compromise (Tao-chiu and Chan, 1996). For the foreseeable future, China will continue 

to rely on the centralised and unified leadership of the CCP to implement comprehensive 

reforms. The extent to which a highly politicised administrative system can reconcile two 

different sets of values and meet the requirements of the global economy for transparency, 
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efficiency and compliance with rules will determine the possibilities of TM.  

Fifth, promote public involvement. Building public service-oriented government and realising 

more public involvement or socialisation is a key goal in Chinese public sectors (Knox and Qun, 

2007). Chinese citizens trust their government more than those in western countries 

(Steinhardt, 2012). While such high levels of trust may largely stem from traditional respect 

for authority, research shows that information disclosure and public participation can enhance 

citizens' trust (Wang and Niu, 2020). Therefore, more social organisations have been given the 

opportunity to cooperate with the government in social affairs governance, which gives TM a 

wider remit and a higher purpose. 

2.4 The Chinese University Context 

2.4.1 General Information and Organisational Structure 

The majority of Chinese universities are state-owned institutions, which are subject to 

relatively strict personnel, funding, and staffing restrictions. The number of universities in 

China increased from 1,041 in 2000 to 2,596 in 2016, including 1,237 universities offering 

undergraduate education and 2,404,800 faculty and staff (China Statistical Yearbook, 2017). 

Universities in China are the main source of foundational and into cutting-edge research, and 

they have the largest contingent of researchers with high education levels. By the end of 2016, 

university R&D personnel had reached 360,000, accounting for 9.3 percent of China's total 

R&D personnel, of which 29.1 percent are PhDs, and they contribute more than 60% of the 

country's research. The above data is taken from the China Science and Technology Talent 

Development Report (2016) released by the Ministry of Science and Technology of China. 

It is the policy of the Chinese government to allocate financial resources to universities (Lou 

and Wang, 2008). Regardless of the direction in which society develops, the core task of 

universities is to spread knowledge and cultivate talents (Yang & Li, 2016). Contemporary 

Chinese universities, whether directly associated with the Ministry of Education or provincial 

and municipal education departments and bureaus, or directly associated with the Ministry 

of Industry and Information Technology and other ministries, are essentially subordinate units 

of administrative departments (Pearce and Pearce, 2001). As the administrative organ that 

dominates the development direction of universities, the government is responsible for 
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controlling the key adjustments of universities in different periods of time (Ge, 2015). 

The internal management system of Chinese universities is under the Party's committee at the 

university level, which is governed by applicable regulations (Liu, 2020). Aside from ensuring 

that the Party ultimately has authority over the university, these regulations also guarantee 

that the party committee can comprehend the overall situation in school reform and 

development, as well as its ideological and political leadership. In addition, the Party is 

empowered to make decisions on major issues and oversee the implementation of major 

resolutions. At the same time, the regulations guarantee that principals and other 

administrative leaders can fully mobilise their enthusiasm and initiative (Walker, Hu and Qian, 

2012). In summary, the system is based more on political considerations than on operational 

principles. 

In terms of the institutional organisation of universities in China, the secretary of the Party 

committee and the president of the university exercise double leadership. Under the party 

secretary and president of the university, the deputy secretary and vice-president are set up 

to form a higher management organisation at the university level (Liu, Wang and Liang, 2019). 

Then, middle-level management organisations are set up, such as HR- departments, academic 

affairs department, science and technology department, finance department etc., as well as 

a number of secondary colleges (Schools) which undertake teaching and scientific research 

tasks. Additionally, the colleges have deans, associate deans, and party branch secretaries 

(Hayhoe, 2004).  

The organisational structure of universities in China has a two-dimensional structure of 

academic power and administrative power, and the core management functions of 

universities have gradually evolved into a combination of party, institution, government and 

committee (Ge, 2015). University committees include academic committees and degree 

committees etc., and are composed of representatives from various departments, which 

reflect the particular scientific research and teaching functions of the university (Mohrman et 

al.,2011). This system also distinguishes the university from other government agencies and 

institutions. In addition, the university is a professional academic organisation composed of 

highly knowledgeable people. Its primary task is to spread knowledge, conduct academic 

research and serve society. In the university, senior figures have a high status and are expected 
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to have strong academic identities (Luo and Qin, 2012). Accordingly, each university creates 

corresponding academic organisations based on the particularities of its concrete situation. 

Such academic organisations include labs and research centres. 

Almost all Chinese universities have largely the same organisational structure (See Figure 2.1). 

While organisational titles may differ, they are nonetheless based on similar functions, natures, 

or content. In general, there are four main types of institutions or departments in Chinese 

universities: first, the party-mass organisations, which are responsible for political 

construction, ideological construction, organisational construction and system construction 

within universities; second, the administrative organisation, which is mainly responsible for 

the management of the daily affairs, such as asset management, infrastructure and logistical 

support, etc.; third, subsidiary units, including museums, research institutes, and affiliated 

centers; fourth, schools/colleges, that is, departments established based on specific major 

disciplines.  

 

Figure2.1 The Organisational Structure of Chinese Universities 

The primary manifestation of political embeddedness is the most fundamental feature of the 

socialist higher education management system with Chinese characteristics, that is, the 

system of presidential responsibility under the leadership of the Party's committee at 

universities (Liu, Wang and Liang, 2019). This system fundamentally ensures the recognition 

of socialism and follows the fundamental requirement of the Party being responsible for 

talents. Overall, China implements a highly centralised administrative system. The most 
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significant consequence of this system, when applied to the management of universities, is 

the embedding of various institutional cultures (Pearce and Pearce, 2001). 

Generally, universities' structures are quite close to those of the government, and the 

government regards universities as a "quasi-government" organisations (Fang, 2018). From 

the perspective of economic sociology, political embedding is undertaken with a view to 

distributing power between the government and other social classes through economic 

policies. Hence, it is crucial to manage Chinese universities according to institutional norms, 

which include defining the internal management system, the scope of institutional authority 

and responsibilities, laws and regulations, and the form of institutional regulation (Yang & Li, 

2016). 

The government has presided over the allocation of university resources for an extended 

period of time, and given the pressure of resources, universities will ‘rationally’ converge with 

the government in all aspects (Xuan, 2014). Each Chinese university department has a clear 

hierarchy, a clear division of labour, and clear job responsibilities that are determined by clear 

regulations and norms, much like government departments. For example, the construction of 

subject teams is managed by the Human Resource Department, scientific research is managed 

by the Institute of Science and Technology, and student training is managed by the Academic 

Affairs Office, Graduate School and Academic Degrees Office. At the departmental 

management level, undergraduate and graduate students have their own vice presidents and 

teaching secretaries in charge of teaching and educational administration, each subject 

teaching team has subject leaders, and cultural construction departments have a party 

secretary and youth league secretary (Ge, 2016). Within this framework, the rights and 

responsibilities of all individuals are clearly defined, and most are prescribed (Liao, 2012). 

Regardless of the system or the distribution of responsibilities and powers in Chinese 

universities, for all tasks, from decision-making at the school level to applying for documents, 

there are strict rules and regulations, which have distinct impersonal characteristics. These 

rules and regulations determine the sequence of events, the procedures to be followed, and 

the certificates to obtain (Huang, 2017). The discipline system alone includes discipline setting 

and division system, the education system of the discipline, discipline the reward and 

punishment system of the discipline, the discipline’s periodical system, the academic 
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exchange system, the personnel training system, the position (title) evaluation (appointment) 

system, the intellectual property system, the achievement release system, and the fund-

raising system, etc (Qi, 2016; Liao, 2018). As a form of knowledge production, these systems 

control resources and power with other organisations and academic communities through 

exclusion, and the developmental direction of disciplines is influenced by the direction of 

resources. Moreover, this is a means for government or administrative forces to regulate and 

control, reflecting the impersonal nature of university organisation and the deepening of 

political embedding. In a word, various characteristics of the university, such as 

institutionalisation, impersonality and distinct levels, not only reflect the role of bureaucracy 

in the organisational structure of universities, but are also the result of the deep embedding 

of politics in the organisation (Liu & Tian, 2017).  

For most Chinese universities, educational resources can be divided into tangible and 

intangible educational resources, as illustrated in Figure 2.2. 

 

Figure 2.2 Classification of educational resources in Chinese universities 

The rational allocation of teachers in higher education not only helps to improve the quality 

of teaching at universities, but also contributes to the development of higher education (Liu, 

2015). The categorization of teachers' resources follows the framework proposed in an 
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analysis utilizing survey data from the National University Teacher Development Center by 

Chen (2022), distinguishing between soft structure and hard structure. In his survey, the soft 

structure refers to the intangible or non-physical aspects related to the development and 

enhancement of teachers' knowledge, skills, and abilities, and it focus on improving the 

professional capabilities of teachers, fostering a culture of lifelong learning, and enhancing 

their effectiveness in the educational setting; for example, it might include professional 

development programs, training workshops, mentoring and coaching initiatives, continuous 

learning opportunities, and career advancement strategies are part of the soft structure. The 

hard structure involves the tangible or physical components that support the overall 

infrastructure and organisation of the teaching profession, and it helps provide the 

organisational framework and support systems that shape the teaching profession, ensuring 

quality standards, accountability, and the overall structure of the teaching workforce; for 

example, certification processes, recruitment and selection procedures, performance 

evaluations, salary structures, title system and administrative policies might be included. 

2.4.2 Double First-class Strategy 

The implementation of the double first-class strategy, which refers to the development of first-

class universities and first-class disciplines, is crucial for understanding the development of 

Chinese universities. In September 2017, the Ministry of Education of China released a list of 

first-class universities and disciplines globally, including 42 first-class universities and 95 

universities with first-class disciplines, which represents the start of the double first-class 

strategy (Liu, 2018). It emphasises the importance of developing a first-class faculty talent 

pool. Under the guidance of the double first-class strategy, local governments issued 

corresponding supporting policies (Li and Xue, 2021). The question of how this opportunity 

can be seized has become a major challenge for every university in China. 

In the face of the challenges of double first-class policy implementation, the academic 

community has begun to explore related challenges based on different perspectives and 

search for corresponding solutions. Li et al. (2022) highlighted the complexity of this challenge, 

noting that how the policy should be implemented is unclear because of the vague language 

with which it was formulated 

Almost all universities in China have responded to this national strategy. However, among 
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these responses, there is a severe tendency for utilitarianism, excessive dependence on 

external policy, and responses that deviate from the logical starting point of the policy (Jiang 

et al., 2019). Many universities focus only on first-class research indicators and ranking 

indicators, while ignoring the value and results of their research (Wang, 2020). Due to the low 

visibility of indicators or lack of direct correlation with ranking, meeting diverse student needs, 

improving teaching quality and emphasising social service are ignored in the practical 

realisation of the double first-class strategy (Cui, 2018). In addition, due to the difficulty of 

receiving the policy dividend, some universities are less eager to participate in the double-

first-class policy. In other words, although the double-first-class strategy targets all universities, 

the construction target and object are necessarily first-class rather than 'non-first-class'. Thus, 

universities will be discouraged from participating in the double first-class strategy if they lack 

funds, development opportunities, infrastructure, etc. 

2.5 Conclusion 

China is the world's most populous nation and has the world's second-largest GDP. Therefore, 

to some extent, China's TM issues are also global concerns. It is important to emphasise that 

China's TM practice is worthy of academic attention, and that Chinese practices and 

perspectives on TM must be shared with the world. This is the original intention of this study 

and the significance of this chapter. 

Contemporary research into TM originated in the West (Chambers, 1998), and its theory 

therefore needs to be localised in an economic and social development environment with 

Chinese characteristics. As a major source of international immigrants, rather than a 

destination country for global migrants (Pieke, 2012), China is facing challenges such as 

insufficiently competitive international talents, unbalanced development of regional talents, 

and an immature talent development system, which restricts the development of strategic TM 

to some extent.  

In terms of site and region, China, as a country with a large population and an active economy, 

has complicated national conditions. Unbalanced regional development is China’s most 

fundamental challenge, and is one which, in turn, leads to regional talent accumulation and 

shortages, as well as differences in talent policies. Both the east-west gap and the north-south 
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gap exert a significant influence, resulting in different practices of TM in different regions. For 

this reason, this paper analyses two universities in entirely different regions in order to better 

understand the problems associated with the implementation of TM in Chinese universities.  

With its demographic dividend gradually fading, China is pursuing a talent dividend. As a result 

of aging populations, low birth rates, and other factors, demographic structural changes have 

significantly marked the Chinese context. As a result, there are many challenges associated 

with implementing TM for the next generation of employees, who have unique characteristics. 

A second challenge is to continue to create value for older talents as China enters its aging 

development stage. In addition, China’s demographic dividend has weakened, and as a result, 

the development of a talent dividend and the rational use TM represent further challenges. 

Furthermore, talent mobility has brought new challenges to retaining and attracting talent. 

Due to the innovation and development of digital and economic globalisation, talent flow 

patterns have changed profoundly; talent moves across borders, across regions, across 

industries, and across systems (Saxenian, 2002). Moreover, approaches to human resources 

have gradually changed. In addition, there is a tendency for employees to focus on self-

development, and they may seek individuals who have a group consciousness; in other words, 

they may prioritise searching for individuals with whom they can work cooperatively (Qiu, Xu 

and Bhatt, 2021). 

Understanding China’s institutional logic and national TM strategy enables the Chinese 

context of this study to be better understood. The Communist Party of China is the ruling party 

and is expected to continue to govern in the long term. The basic principle for the 

implementation of TM in China is under the Party leadership, with a focus on macro policies 

rather than operational work, promoting talent ecology and services, and guiding all TM 

decisions. ‘Strengthening the Nation with Talent’ is a long-term national talent strategy that 

emphasises completing national modernisation through talent support. Its primary goal is the 

construction of world-class talent pools with a focus on more open talent policies. It aims to 

enhance talent development by implementing more active, open, and effective talent 

attraction, and making good use of global talent resources. The strategy also emphasises the 

strategic role of talent in leading development. All TM efforts and research in China revolve 

around these two strategic focuses, and their interpretation is crucial for understanding the 

research background for the study of TM in Chinese universities. 
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Implementing TM in China is a complex process, and there are several contextual challenges 

that organisations may face:  

⚫ First. Challenges posed by Culture. China's distinct social environment and culture 

necessitates a different approach to TM implementation. This is crucial if culture shock 

is to be avoided. Managing both overseas Chinese employees and foreign employees 

in a cross-cultural manner is also a critical challenge for TM. 

⚫ Second. Challenges posed by technological progress. The wide use of the Internet has 

fundamentally changed traditional ways of working. In addition, the application of big 

data brings great challenges to TM in terms of the quantatites of data availabale and 

associated issues with data security and sharing. In addition, artificial intelligence also 

requires new strategic TM to match the digital world.  

⚫ Third. Challenges posed by the development of the sharing economy. A new sharing 

‘platform + individuals’ model has been developed in China. As a consequence, TM 

faces particular challenges in terms of attracting, retaining, developing and both 

internal and external employees.  

⚫ Fourth. Challenges posed by changes in organisational form. Organisational change 

inevitably affects the personnel within the organisation. Talent is now global, virtual 

and flexible. The main challenges faced by organisations are deauthorisation and 

decentralisation; more organisations are now managed in a flexible and project-based 

manner – in other words, in a collaborative manner – and they are more likely to be 

managed through platforms and networking (Sun, 2018). 

Reviewing China’s economy, politics, society and system design, as well as the basic structure 

of universities, enables the pattern and environmental background of talent management to 

be understood, which in turn enables stronger theoretical interpretation and logical 

argumentation.  

Due to the fact that most Chinese universities are public institutions,  the context of the public 

sector was also analysed in this study. Chinese universities are strictly organised and TM 

systems, such as the Bianzhi system, are used in employment relationships. According to this 
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study, TM implementation in the Chinese public sector faces five challenges because of its 

unique context:  

⚫ First, identify and develop talents with public service competence and passion.  

⚫ Second, improve HRM efficiency and vitality.  

⚫ Third, introduce strategic concepts.  

⚫ Fourth, balance political power with professional development.  

⚫ Fifth, promote public involvement.  

Finally, this chapter discussed the context of Chinese university. The majority of Chinese 

universities are state-owned institutions, and they are under the leadership of the Party. In 

the institutional organisation of universities in China, the secretary of the Party committee 

and the president of the university exercise double leadership. In universities, there is a dual 

organisational structure of academic power and administrative power, as well as a 

combination of party, institution, government, and committee management. As resources 

tighten, universities will eventually be compelled to converge with governments in all aspects, 

including how they organise themselves. 

The double first-class strategy, which involves developing first-class universities and first-class 

disciplines, determines the development of Chinese universities. The majority of universities 

have embraced this national strategy, but in many cases, they have done so from a utilitarian 

perspective. In the following chapters, the TM problems faced by Chinese universities as a 

result of the double first-class strategy will be discussed in detail. 
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Chapter 3 Literature Review – Talent Management in Theory 

3.1 Introduction 

TM is an ambitious and comprehensive topic. Accordingly, this chapter reviews its trajectory, 

concepts, architectures, and development in relation to a specific field, namely universities. 

Most importantly, the chapter explains the current research gaps within the existing TM 

literature.  

The theoretical basis of this thesis is described in Section 3.2, which involves three theories: 

Human Capital Theory and Resource-based View Theory (RBV). The elaboration of each theory 

consists of a unified written logic of what the theory is, how it is applied in the Chinese context, 

and how it relates to TM research. In so doing, the theoretical basis can be fully elucidated, 

the applicability of this theory to the Chinese context can be validated, and the relationship 

between each theory to this thesis can be shown. Section 3.3 provides a brief overview of the 

history of TM and its development from a new concept to its current state. Section 3.4 defines 

the terms ‘talent’ and ‘talent management’. In the process of defining these terms, this study 

adopts the same writing logic, that is, separately expounding how this definition is understood 

in the Chinese context so as to more accurately show the cognitive differences and provide a 

better definition for this study. Section 3.5 combines and classifies relevant studies in order to 

present an overall picture of the existing TM literature. In order to more accurately 

comprehend the current status of TM research, this study used CiteSpace to analyse annual 

and highly-cited articles. This enabled me to glean the research development and trend in this 

field through the statistics of the number of articles published in SSCI journals, identify the 

research themes and contents of highly-cited articles, discover the most prominent academics 

in the field, and clarify the research trends. Section 3.6 presents TM architectures in order to 

explain the TM system and of what it consists. In Section 3.7, the development of TM in the 

university field is presented from four aspects: talent identification, talent attraction, talent 

retention, and talent development. The Chinese context is also distinguished in order to 

explore the research gaps and conduct comparative studies. Finally, Section 3.8 summarises 

the main points and concludes the chapter.  
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3.2 Theoretical Grounding 

The theoretical grounding of this research is crucial for understanding the principles, 

objectives, and implementation strategies within organisations. The following theoretical 

perspectives contribute to the conceptual foundation of TM. Human capital theory (HCT) 

posits that individuals' skills, knowledge, and capabilities are valuable assets that contribute 

to organisational success. In the context of TM, it emphasizes investing in the development of 

employees to enhance their skills and create a more valuable workforce (McLean & Kuo, 2014). 

Resource-Based View (RBV) focuses on the internal resources and capabilities of organisations. 

TM, from an RBV perspective, considers talent as a valuable resource that can provide a 

competitive advantage. Managing talent strategically is seen as essential for sustained 

organisational success.  

In this research HCT is used to (a) understand how individuals, organisations, or governments 

invest in talent development, and it includes studying the relationship between educational 

attainment, skill development, and workforce productivity, etc.; (b) inform policy analysis by 

providing insights into the impact of education and talent development policies; (c) serve as 

a framework for understanding TM and its contribution. And RBV is used to (a) identify and 

classify the key resources and capabilities of case university, involves their competitive 

advantages; (b) help analysing competitive advantage; (c) serve as a theoretical framework to 

analyse and understand how the case universities achieve and sustain a competitive 

advantage through TM.  

3.2.1 Human Capital Theory  

(1) An Introduction to Human Capital Theory (HCT) 

Schultz’s (1961) macro system of human resource theory is best represented in his book, 

Investment in Human Capital, in which human knowledge and skills play a direct and decisive 

role in economic development due to their being special forms of capital. Several factors have 

been identified as contributing to the development of human resources, such as education, 

healthcare, and population mobility. Furthermore, he contributed significantly to the theory 

of human capital by introducing the concept of Economics of Population Quality, which holds 

that investment in improving population quality is essential to the promotion of economic 
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prosperity and the improvement of the welfare of the poor. Becker (1962) systematically 

strengthened HCT from the perspective of microeconomics by conducting a systematic 

analysis of the income effect and return rate of human capital investment. He also examined 

human capital investment at various stages of the life cycle through conceptualising a novel 

equilibrium condition for human capital investment based on its tracking and analysis. In light 

of this, it is evident that the amount of time invested in human capital decreases with 

increasing age. There has been a gradual shift in the emphasis of positivism from the 1970s 

to the present day, and the use of empirical data has become an important tool with which to 

quantitatively explore the theory and practice of human capital. For instance, human capital 

has been included as an independent endogenous variable in several growth models (Romer, 

1989; Lucas, 1990). In addition, human capital investment is important to economic 

development (Simon, 2019).  

(2) Application of Human Capital Theory in the Chinese Context 

First, HCT provides theoretical support for Chinese labour market research by providing a 

theoretical basis from which to understand the improvement of population quality, labour 

flow, and human capital allocation (Xie & Gao, 2004). Academics have studied family 

educational expectations, educational participation behaviour, and educational investment 

starting with the factors that affect human capital investment (Gu & Yang, 2013; Cui et al., 

2019). Moreover, the theory provides perspectives for improving the quality of human capital. 

Furthermore, the theory of human capital plays an enlightening role in understanding the 

contribution of these changes to economic growth. Therefore, a large number of studies have 

used the theory to study the relationship between the human capital level of floating 

populations, and labour productivity and employment opportunities, and explained the above 

problems in detail (Knight et al., 2011; Xie, 2012).  

Second, HCT provides analytical methods and tools for the study of the Chinese labour market. 

Scholars have conducted a series of empirical studies related to China’s labour market, 

forming a number of application fields, such as the expansion of human capital and education 

production, and gender differences within human capital investment (Yu, 2014; Wang et al., 

2010). 
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Third, HCT provides a new perspective from which to study the Chinese labour market. The 

rapid expansion of education has greatly improved the level of human capital in China and 

changed the structure of human capital on the labour market. Moreover, the country has 

witnessed an increasing number of highly-skilled and knowledgeable talents, which has 

promoted the rises in both income share and salary levels of low-income people (Lai & Meng, 

2005). Research on the relationship between marginal income and human capital investment 

in the early life cycle has led scholars to realise the importance of education investment in this 

stage. In particular, the cultivation of non-cognitive abilities has been identified as key to 

human capital investment (Heckman & Rubinstein, 2001). 

HCT also solves many practical problems, such as ① income distribution. Indeed, the theory 

has provided China with a new notion for increasing the income of labourers by improving the 

level of education, and has outlined an ideological basis for enhancing the awareness of 

education of labourers and promoting education reform (Lai, 1998). ② Employment. Using 

HCT, the allocation ability of workers influences their efficiency, and other viewpoints can 

provide a new perspective for understanding China’s employment issues (Lai & Ji, 2015). In 

addition, the academic circle has also expanded the scope of research in that ‘knowledge 

unemployment’, ‘over education’, and other issues have received increasing attention so as to 

not only identify the reasons behind the structure of the labour market, but also to reflect on 

the higher education system and its quality. This attention has helped further the connections 

and interactions between education and the labour market (Li & Zhang, 2003). ③ The theory 

has helped disentangle other practical issues related to the allocation and segmentation of 

labour (Ma et al., 2017; Guo & Ding, 2005). 

Many studies have centred on human capital in enterprises, with varying results. Yu (2018) 

conducted a bibliometric analysis on human capital investment and predicted the direction of 

future research. A majority of these studies are quantitative in nature. For example, Xu and 

Quan (2018) selected 32 enterprises as a sample from which to construct a model. It has been 

recognised that employees in cultural enterprises have a positive impact on the growth of 

human capital due to the level of education and training they receive. Although senior 

executives’ working years do not have a significant impact on their human capital growth, the 

salary incentive of managers negatively affects their human capital growth. On the basis of 
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the hypothesis that there is an interaction mechanism between innovation and human capital, 

Wang and Pan (2018) constructed a model to demonstrate that the accumulation of human 

capital and the level of innovation within an enterprise are strategic complements that can be 

used in conjunction. 

(3) Human Capital Theory and TM 

An important way to measure the effectiveness of TM is by assessing the level of human 

capital (Martin, 2015). Based on the development of HCT in the 20th century, and considering 

the trends of human development, it seems highly certain that economic expansion is bound 

to increasingly rely on humans (Cheese, Thomas and Craig, 2007), whether on the macro, 

meso, or micro levels. This is one of the reasons why human capital research continues to be 

a hot topic. There are still several production factors that must be considered in a model of 

economic development of human capital, including human capital, material capital, and 

technological progress (Yakushev and Filin, 2020). Particularly in terms of the promotion of 

human capital, it is important to fully take human needs into consideration (Sharipov, 

Krotenko and Dyakonova, 2021). As human capital investment is closely related to personal 

future income and a country’s long-term development prospects, it is critical that human 

capital investment continues to be increased in order to promote the accumulation and 

endogenous growth of human capital (S. Wang et al., 2022). The importance of human capital 

accumulation to both developed and developing countries (or regions) cannot be overstated 

(e.g., Alvarado et al., 2021; Lin et al., 2021).  

TM seeks to enhance the value, efficiency, and efficacy of human capital (Crane and Hartwell, 

2019). Accordingly, this necessitates the question: What can be done to ensure human capital 

is continuously appreciated? The purpose of various initiatives is to promote the appreciation 

of human capital, especially by eliminating various institutional or social obstacles to human 

capital appreciation and maximising the efficiency with which it can be utilised (Masri and 

Suliman, 2019; Alves et al., 2020; Widarni, Bawono and nine, 2021). However, human capital’s 

added value is also affected by a number of other social factors that play a role in TM, such as 

enterprises or organisations, which contribute high-quality resources and talents, actively 

develop management methods that meet the characteristics and needs of organisations, and 

actively promote talent development (e.g., Pauli & Pocztowski, 2019; Sakthi Ananthan et al., 
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2019; Shet, 2020).  

In light of the above, it drew the following conclusions:  

First, HCT indicates that human capital is a potential source of competitive advantage, which 

is the basic hypothesis of this thesis.  

Second, HCT has been widely used in China, which shows its applicability in the Chinese 

context.  

Third, TM can be used to increase human capital. 

3.2.2 Resource-based View Theory (RBV Theory)  

(1) An Introduction to Resource-based View Theory 

Resource-based View Theory (RBV) is considered one of the most important reorientation 

works in strategic research (Aragón-Correa & Sharma, 2003). In recent years, it has gradually 

developed as an emerging theoretical method with which to study the sustained competitive 

advantages and strategic management of organisations (Mahoney & Pandian, 1992). In order 

for companies to gain a sustainable competitive advantage and achieve excellence, they must 

possess valuable, rare, inimitable, and non-replaceable resources (Barney, 1991). Research in 

strategic management has predominantly focused on obtaining and maintaining competitive 

advantages (Oliver, 1997; Teece, Pisano and Shuen, 1997; Hitt, Ireland and Hoskisson, 2019; 

Mahdi, Nassar and Almsafir, 2019). Indeed, Lippman and Rumelt (1982) suggested that an 

enterprise’s competitive advantage is its unique resources that can be hard to imitate. 

Furthermore, a pioneering economic analysis of an enterprise strategy has been able to prove 

the inherent resources of an enterprise strategy can be used to generate Ricardian rent. Based 

on Wernerfelt’s research (1984), scholars have attempted to explain how differences in 

internal resources contribute to the superior performance of an enterprise. Moreover, Rumelt 

(1987) explained that an enterprise may be homogeneous when it is new, but will gradually 

become different over time, thus meaning that the resources of each enterprise cannot be 

completely replicated. RBV focuses on an enterprise’s acquisition and development of internal, 

rather than external, resources, and focuses on the assets, skills, abilities, and knowledge 

located within the organisation (Barney, 1991). 
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Following Wernerfelt (1984), Rumelt (1987), and Barney (1991), many subsequent works have 

extended RBV, including core competencies (Hamel and Prahalad, 1994), knowledge-based 

perspectives (Grant, 1996), and dynamic capabilities (Teece, Pisano and Shuen, 1997). There 

has been a substantial contribution to strategic management knowledge through the RBV-

related studies. Researchers have also focused on a variety of scare resources that produce 

competitive advantages, such as reaction delays (e.g., Dutta et al., 2014; Smith et al., 2005), 

conventions (e.g., Hoffman & Preble, 2003; Johnson-Hall & Hall, 2022; Zhang et al., 2020), 

business experience (e.g., Bhatt & Grover, 2005; Ying et al., 2019), organisational culture (e.g., 

Azeem et al., 2021; Fiol, 1991; Gürlek & Tuna, 2018; Sabuhari et al., 2020; etc.), intangible 

assets (e.g., Chen & Chang, 2013; Hall, 1993; Khan et al., 2019; Manikas et al., 2019), 

organisational learning (e.g., Andreu & Ciborra, 2009; Antunes & Pinheiro, 2020; Pratono et 

al., 2019), entrepreneurship (e.g., Hwang et al., 2020; Lestari et al., 2020; Teng, 2007), 

information resources (e.g., Kearns & Lederer, 2000; Powell & Dent-Micallef, 1997; Saeidi et 

al., 2019), human resources (e.g., Collins, 2021; Hamadamin & Atan, 2019; Schuler & 

MacMillan, 1984; Wright et al., 1994), and knowledge (e.g., Chuang, 2004; Haseeb et al., 2019; 

Karia, 2018; Wang et al., 2009).  

(2) The Application of RBV in the Chinese Context 

Many studies have linked the RBV and its core competencies to the Chinese context (Chou 

and Chang, 2004; Gu, Jiang and Wang, 2016; Shan et al., 2019; Zameer, Wang and Yasmeen, 

2020). Indeed, the role of core competitiveness has received unprecedented attention in the 

last four decades since China’s reform and opening up period. Due to the impact of economic 

transformation and upgrading, Chinese enterprises have faced an urgent need to concretely 

and accurately understand the concept and mechanism of effectively strengthening their core 

competitiveness, which is built around their own resource bases (Chew, Yan and Cheah, 2008; 

Shan et al., 2019).  

In relation to studies on Chinese enterprises, three consistent aspects of the uniqueness of 

resources have been examined. First, regarding contextual features, China is the largest 

transition economy and emerging market in the world, rapidly increasing in market openness 

and economic growth (Tung, 1994; Li-Hua and Khalil, 2006; Warner, 2013). Second, in terms 

of institutional characteristics, China has a large number of enterprises and organisations with 
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either different or mixed ownership (Peng, Tan and Tong, 2004; Delios et al., 2006; Ralston et 

al., 2006; Li et al., 2022; Lo, Gao and Lin, 2022). Although the country’s enterprises have a 

tendence to rapidly develop and have strong business vitality (Child, 1996; Chen, 2006), many 

challenges stemming from corporate management (Ma et al., 2022) have resulted in their 

having different characteristics than those of mature economies (Gamble, 2000; Lin and 

Germain, 2003; Guan, Yam and Mok, 2005; Ralston et al., 2006). Third, concerning leadership 

characteristics, Chinese leadership is still in the incubation period of development, with the 

concepts of guanxi and familism playing a critical role in their success (Zhou, 2012; Burt and 

Burzynska, 2017). While most leaders may not have pedigree diplomas, they are highly 

adaptable, and have strong learning and innovation abilities (Malik, 1997; Huang et al., 2022).  

Moreover, the features of resources in China have a dual effect on forming and improving the 

core competitiveness of Chinese organisations. Some positive influences include China’s 

global spread and attractiveness as a market for entry (Wang and Miao, 2016), as well as the 

ease with which motivation for development can be generated and maintained during the 

country’s economic rise (Whitfield and Therkildsen, 2011). However, the challenges cannot be 

ignored. First, it is a challenge for Chinese enterprises to transform development motivation 

into core competitiveness (Deng, 2007). Second, Chinese companies face enormous obstacles 

in choosing between long- and short-term benefits, and effectively building core 

competitiveness and completing strategic commitment through resource utilisation and 

sustained investment (Wang et al., 2017; Xu and Tan, 2020). Third, it is easy for Chinese 

enterprises to deviate from the market because of the influence of government policies in 

decision making (Child and Yuan, 1996). Therefore, the development of Chinese enterprises 

and organisations needs to effectively cope with the features of resources. 

(3) RBV and TM 

RBV theory closely links the analysis of competitive advantage and performance of enterprises 

with resources (Ma, 2000; Lindelöf and Löfsten, 2004), establishes a set of resource-based 

analysis methods (Rouse and Daellenbach, 1999), and extends them to the analysis of 

enterprise theory, in which talent resources are of critical importance (Rabbi et al., 2015). 

Having come from a knowledge economy and global economy background, Wright et al. (1994, 

2001) developed a strategic human resources management model based upon RBV, 



59 

highlighted the integration of static resources and dynamic management, and systematically 

examined the efficacy of using human capital management to acquire and maintain 

competitive advantages. Barney and Wright (1998) examined the role that human resources 

play in the development of sustainable competitive advantages by applying the value, rarity, 

imitability, and organisation (VRIO) framework, and discussed which aspects of a firm’s human 

resources can contribute to sustainable competitive advantage. They believed that talents are 

viewed as VRIO resources, because talents are valuable, rare, inimitable, organisational, and 

non-substitutable.  Within strategic human resource management, it could be argued that 

RBV provides an essential theoretical basis for understanding a variety of issues (Colbert, 

2004).  

Intellectual capital (Youndt and Snell, 2004) and knowledge management (Bolisani and 

Bratianu, 2018) bridge the gap between human resource management and strategic 

management. The implementation of knowledge-based HRM practices is associated with 

higher innovation performance by improving a firm’s intellectual capital (Kianto, Sáenz and 

Aramburu, 2017), and is one of the most effective means of increasing and maintaining the 

stock of intellectual capital (Rodriguez Perez and Ordóñez de Pablos, 2003). It could also be 

argued that the new reality of competitiveness lies in knowledge management and 

intellectual capital (Rastogi, 2000), wherein a dynamic nexus forms a link with HRM systems, 

intellectual capital, knowledge management, and core competence.  

The following processes that are supported by TM contribute to the core competitiveness of 

enterprises. 

First, through the stock of intellectual capital (related to the knowledge, skills, and abilities of 

talents, etc.), social capital (related to the valuable relationships between people), and 

organisational capital (related to organisational processes and procedures), a company can 

integrate talents and systems in order to drastically increase their performance and 

competitive advantage (Subramaniam and Youndt, 2005). 

Second, several processes form part of knowledge management, such as the creation, 

transformation, and integration of knowledge. Through this approach, enterprises are able to 

maintain and improve their stock of intellectual capital, thereby supporting their core 
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competitiveness (Rastogi, 2000). A hierarchical and classified TM system facilitates the 

efficient integration, transformation, and innovation of knowledge, resulting in an 

improvement of an organisation’s core competitiveness (Khan, 2019).  

Third, by integrating, reorganising, acquiring, and withdrawing resources, enterprises use 

dynamic capabilities to match, or even lead, market changes (Zahra, Sapienza and Davidsson, 

2006). Moreover, by developing dynamic capabilities, companies can update their core 

competitiveness to adapt to market changes in line with alterations to the flow of intellectual 

capital stock and knowledge (Thanh Nhon et al., 2020). 

In relation to individual employees, RBV could be used to ensure that leaders are made 

responsible for helping organisations use their resources more effectively than their 

competitors (Connor, 2002). RBV can also help employees understand their own cognitive 

processes and own advantages, which can contribute to an organisation, gain knowledge and 

skills that provide a competitive edge, and train their employees in fields that will enhance 

the value of the organisation. Moreover, talents must not only have resources that are 

valuable to the organisation, but must also ensure that the organisation is aware of these 

available resources. Practically speaking, talents can continuously demonstrate their value to 

an organisation in a variety of ways, such as through their task performance. 

In sum: 

RBV provides a more comprehensive understanding of the sources of sustainable 

competitive advantages and the strategies with which to achieve them. Organisations 

can attain these advantages through the control of valuable, scarce, irreplaceable, and 

difficult to replicate resources (i.e., talent). 

According to RBV, China’s particularity has not only contributed to the success of 

Chinese organisations, but also posed many challenges. Strategic managers are faced 

with great challenges to effectively build core competitiveness. 

TM promotes competitiveness in core area. This research, guided by RBV, focuses on 

the inside of the black box of organisations, and considers the university to be a 

collection of talent resources and capabilities. Accordingly, its core theme is the 



61 

discovery of why organisations are different, as well as how competitive advantages 

can be obtained and maintained. In order to obtain core competitiveness, this research 

argues that the TM system must be implemented and continually optimised. 

3.3 The Origins of Talent Management 

Both TM and HRM are important functions within an organisation (van den Brink et al., 2013). 

While there is some overlap between the two, differences also exist (Iles, Chuai and Preece, 

2010; Swailes, Downs and Orr, 2014). For example, TM is typically more strategic (Lewis and 

Heckman, 2006), with an emphasis on long-term strategy and development (Stahl et al., 2012), 

whereas HRM is more tactical, with a focus on implementing and managing specific HR 

programmes and initiatives (Schuler, 1992). Different from traditional HRM, TM, as a new 

concept and strategic thought, has attracted the interest of many organisations and 

researchers around the world in the past two decades (Scullion & Collings, 2010). From 

practice to theory, TM has gradually become the main topic of debate within the relevant 

mainstream literature (Dries, 2013; McDonnell et al., 2017). Figure 3.1 shows the number of 

all TM articles in the Web of Science (WOS) Core Collection, developed by Thomson Reuters 

Company, between 1900 to May 2020. There are 1,200 articles in total, and the upward trend 

reflects the growing attention that TM continues to receive, thus reflecting its great 

development and promising future.  

Figure 3.1 The number of all TM articles in the WOS database from 1990–2020 (May) 
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Since Chambers (1998) investigated 77 US companies in different industries, and proposed 

the notion of the ‘the war for talents’, the global competition for talents has pushed every 

organisation to remain aware of the benefits of talent flows and the serious consequences of 

talent shortages. TM is of the utmost importance for an organisations to establish advantages 

in increasingly competitive markets (Clake and Winkler, 2006). The development of the global 

market and the emergence of new technologies have brought great changes in enterprise 

management concepts, methods, and tools, and the demand for skilled talent has increased 

significantly worldwide (Kerr et al., 2016). Compared to other forms of capital, the human 

variety has taken a leading position. Accordingly, practitioners and academics have sought to 

demonstrate TM as a source of competitive advantage and the key to success at every stage 

of development within numerous fields (e.g., Dries, 2013; Kravariti & Johnston, 2020; Swailes, 

2013; Whysall et al., 2019; Atrizka et al., 2020). Indeed, in their paper (the most cited in the 

field), ‘Strategic Talent Management: A Review and Research Agenda’, Collings and Mellahi 

(2009) appealed to the academic community to explore TM and developed a theoretical 

model of strategic TM. 

This is often the starting point for all research within the field and provides a context for 

further elaboration of the increasing difficulties of talent attraction and retention (e.g., 

Beechler & Woodward, 2009; McDonnell et al., 2017; Tarique & Schuler, 2010; etc.). In order 

to adapt to the needs of enterprise development, TM is constantly changing and innovating. 

Amidst technological advances, new practical contributions, and academic debates, TM has 

been afforded ample opportunities to develop, and relevant research has blossomed (Collings, 

Mellahi and Cascio, 2017). 

Plateauing organisational hierarchies and networked management structures have made 

organisation more flexible, agile, and faster to respond, and have brought expansive 

development space and vigorous vitality (Chandratreya and Sajanapwar, 2013; Cappelli and 

Keller, 2014; Harsch and Festing, 2020). The traditional six-functional-module of HRM has hit 

something of a bottleneck in that it has been difficult to adapt to the role positioning of talents, 

their personalised needs, and the diversity of their values (Iles, Chuai and Preece, 2010; 

Sarmad et al., 2013; Jyoti, 2014). Moreover, a case study of Chinese multinational companies 

confirmed the traditional HRM model is neither recognised by leadership nor employees 

(Chuai, Preece and Iles, 2008).  
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In addition, the cooperation method of departmentalisation is undergoing changes. Team-

based cooperation, such as strategic business units (SBU), is slipping into the mainstream, and 

greater attention is being paid to new forms of teamwork instead of hierarchical authority, 

which has changed the methods of talent motivation and TM (Tarique and Schuler, 2010; 

Vaiman and Collings, 2013). Vison-driven management and big data analytics appears to 

motivate talents to create values through the identification of cultural values, instead of 

traditional simple instructions and institution systems (Oltra and Vivas-López, 2013). Talents 

are gathered, engaged, and empowered under a common vision, strategy, and culture gained 

not only from substantial professional growth, but also from the increased capacity for 

mentoring others, and TM is promoted from this development mode (Smith et al., 2019).  

A system that attracts and maximises the value of talent is urgently needed. Indeed, research 

on the value (Makram et al., 2017; Sparrow & Makram, 2015) and contribution (Collings, 2014; 

Narayanan et al., 2019) of TM describes talent as increasing from its initial point to gradually 

form a healthy competition and a perfect talent pool. Accordingly, organisations should be 

accurately oriented to practice TM (Meyers and van Woerkom, 2014; Thunnissen, 2016; 

Bolander, Werr and Asplund, 2017; Makram, Sparrow and Greasley, 2017), and discuss its 

effectiveness (Khoreva, Vaiman and Van Zalk, 2017; Ali, Bashir and Mehreen, 2019; King and 

Vaiman, 2019), impacts (Collings, 2014b; Anlesinya, Amponsah-Tawiah and Dartey-Baah, 2019; 

Kamel, 2019; Al Aina and Atan, 2020), and contexts (Tansley, Kirk and Tietze, 2013; Gallardo-

Gallardo, Thunnissen and Scullion, 2020; Shet, 2020).  

While the concept of TM is becoming richer and more comprehensive, its development 

requires a certain period of accumulation, listed in the following: 

(1) TM is a growing field; its formation and development require ample time. In the 1980s 

and 1990s, the intellectual roots of TM emerged in the fields of HRM and HR planning 

(Vaiman et al., 2013). As TM research is still in its nascent stage (Collings & Mellahi, 

2009), its boundaries have yet to be determined. There are unique stages and 

differences in the growth process of TM in different talent organisations with different 

fields, forms, and scales (e.g., Hassan et al., 2022; Kravariti et al., 2021). Leadership 

must be able to identify and lead during the process of its formation. Indeed, 

Mohamed Jais et al. (2021) proposed a framework of five clusters of leadership 
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competency skills, including personnel effectiveness, cognition, leading, impact and 

influence, and achievement and action.  

(2) TM has a complex impact on organisational development (Kehinde, 2012). Due to its 

being a unified system, it is not possible to separate the implementation and operation 

of TM from the configuration and integration of its various components (Morris, Snell 

and Björkman, 2016). Its combination is directly related to the level of talent 

performance. A reasonable configuration will result in a positive impact. For example, 

Anlesinya and Amponsah-Tawiah (2020) argued that TM contributes to the sustainable 

development of an organisation. However, the impact of TM can also be risky and 

negative. For instance, De Boeck et al. (2018) found evidence for negative affective 

reactions in employees identified as talents. Additionally, organisations that are risk 

averse, such as family-owned firms, tend to invest less in TM when there is little 

competition in their industry (Basco et al., 2021). 

(3) TM itself is a dynamic process that is influenced by many factors, including such 

internal factors as capital, technology, management systems, and corporate cultures, 

and external factors, such as the social, economic, political, cultural, educational, and 

scientific and technological environments (Gallardo-Gallardo, Thunnissen and Scullion, 

2020). These types of influences are especially complex in times of economic 

globalisation, since TM, enterprise development, and environmental change are all 

interconnected. As a dynamic effect field, it appears to be continually adapting to 

changes in the environment and organisational development, and thereby constantly 

meeting organisational demands for talent resources.  

(4) In many ways, TM embodies and reflects an organisation’s vision and strategy (Collings 

and Mellahi, 2009; Morris, Snell and Björkman, 2016). A company's business 

philosophy, objective system, value orientation, and vision must be clearly defined in 

order to bolster its survival, development, and competitiveness (Schoemaker, Heaton 

and Teece, 2018). In addition to helping enterprises integrate all departments into one 

goal, they can also provide a reference for its strategy and actions, and play an 

important role in guiding and controlling TM (Altındağ, Çirak and Acar, 2018). A 

company may have a different strategic plan, which is why the content and guidance 
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of TM may differ due to its content and structure. The objective of TM is to maintain 

alignment with an organisation's resource structure and development space, as well 

as to improve performance and explore new opportunities for the organisation's 

development (Cheese, Thomas and Craig, 2007; Waal, 2017).  

(5) TM differs according to its particular context. Indeed, TM practices ought to be linked 

with organisational context (King, 2017), and can benefit from broader perspectives 

and a multilevel, multi-value approach (Thunnissen, Boselie and Fruytier, 2013b). 

There is a contradiction between diversity management and TM in terms of exclusion 

and inclusion. On the one hand, organisations promote exclusion through their TM 

architecture – which focuses on identifying and developing certain select employees. 

On the other, organisations promote inclusion in order to reduce existing inequalities 

for traditionally underrepresented groups (Daubner-Siva et al., 2018). 

In summary, from reviewing TM’s origin, it can see how organisations’ development strategies 

and objectives are associated with TM. This provides a more complete picture of TM. 

Moreover, TM acts as a support for the existence form of the organisation, and is designed to 

create a channel between the internal and external environment of human resources, thereby 

optimising factor combination and achieving high performance through their integration 

(Silzer and Dowell, 2009; Stahl et al., 2012). In light of its increasingly important role, it seems 

likely that the TM system will continue to be optimised, upgraded, developed, and evolved. In 

so doing, TM can provide constant support to, and guarantee, an organisation’s talent and 

intellectual requirements.  

3.4 Understanding Talent Management 

3.4.1 The Meaning of Talent 

While earliest talent studies tended to focus on ‘excellent people and their qualities’, they 

largely related to various disciplines, including psychology, success studies, economics, 

sociology, and philosophy. Psychology research has tended to centre around intelligence, 

personality, self-concept, motivation, creativity, and other issues of talents (e.g., Feldhusen & 

Hoover, 1986; Gardner & Moran, 2006; Guilford, 1967; Kerr, 2009; Simonton, 2008). Success 

studies have largely focused on case studies of becoming talents (e.g., Allen, 2014; Guiying, 
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2000; Martinez, 2021; Hutton, 2008). Sociology research has mainly discussed the social 

conditions of talents and creativity, and the influence of social environment on talents has 

been the core content (Khoury, 1977; Abdullah, Ismail and Albani, 2018; Liu and Liu, 2021). 

The research from the perspective of economics has predominantly foregrounded human 

capital investment and economic returns (Chiu, 1998; Tungodden et al., 2004; Boudreau and 

Ramstad, 2005; Qian, 2010), mostly adopting quantitative statistical research methods and 

models. Besides, philosophy research (and especially that of political and historical philosophy) 

has mainly focused on the relationship between politics, historical figures, and their roles in 

history and historical development, and the most famous achievements include ‘the rise and 

fall of the elites’ (Pareto, 1991), ‘the power elite’ (Mills, 2000), and ‘the development of the 

monist view of history’ (Plekhanov, 1956).  

Freidrich Liazt (1936) divided national productivity into three levels: natural resources, social 

conditions, and spiritual forces. The first two levels pertain to the production of materials, 

while the highest level of productivity refers to the production of spiritual power, in which 

human capital plays an important role. Drucker (1954) argued that a company’s resources 

include a broad range of items; however, the most important resource is its human capital, 

and losing its appeal to qualified, capable, and ambitious employees is the first sign that a 

company is going downhill. Dubrin (2010) exemplified the importance of finding and correctly 

using excellent talents. Waterman et al. (1994) proved that interest keeps people happy and 

results in long-term outstanding performance in the work. 

Within human resource management, the concept of talent was rarely mentioned until the 

end of the 1990s, whereupon the word ‘talent’ began to appear with increasing frequency 

(Gallardo-Gallardo, 2018). With the popularity of the ‘War for Talent’, talent and TM have 

grown in recognition (Griffith, 2019). Practice and research in TM are centred around talent, 

which is the basic unit of the system. There will always be different needs, knowledge, skills, 

personalities, and behaviours that talents possess at different times. As a result of the 

environment and their own evolving characteristics, talents will also change themselves as 

well, which directly affects the function of TM (Zhao, 2019). Consequently, it is essential to 

first discuss the meaning of talent in order to more comprehensively understand TM itself. 

While a wealth of studies have discussed TM, ‘talent management’ lacks a consistent 

definition and clear conceptual boundaries (Collings & Mellahi, 2009). Indeed, some of these 
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studies have focused on particular human resource practices, some on the needs of talents 

and position progression (Lewis and Heckman, 2006), and others on improving performance 

(Michaels, Handfield-Jones and Axelrod, 2001). However, the majority of related studies first 

discussed how to define ‘talents’ in order to differentiate themselves from conventional 

human resource management research.  

Using a philological approach in both historical and linguistic examples, Tansley (2011) 

analysed the word ‘talent’ and noted the variations in its use in other languages. According to 

him, there is no single or universal definition of ‘talent’ in any language. Similarly, Ross (2013) 

declared that there is no ‘one size fits all’ (pp.166) solution to the definition of talent. The 

term appears open to many complex, ambiguous, and incomplete interpretations. When 

organisations are able to understand this ambiguity, they are better able to identify any 

weaknesses in their approaches to correctly defining talent (Ross, 2013). Depending on the 

perspective of a particular organisation (Tansley, 2011), or on the time period (Ansar, 2018), 

talent can vary. 

It has been generally accepted that talent has different meanings for different organisations, 

and is highly influenced by the work undertaken. It is imperative for organisations to have a 

common language when it comes to talent (Tansley, 2011). Moreover, Meyers et al. (2013) 

provided guidelines on how an organisation’s TM system can be designed based on their 

respective talent definitions, which are of particular use to HR practitioners in the 

development of their TM systems. Many scholars have continued the development of TM as 

an independent research stream on this basis. For example, according to Collings and Mellah 

(2013), two important improvements can be made to Meyers et al.’s (2013) definition. In order 

to maximise value creation for organisations, it is important for them to focus their efforts on 

calibrating their required level of talent and to ensure its strategic development in order to 

most significantly enhance value creation. In addition, due to its importance, there must be 

an emphasis on context when translating talent into an organisation’s performance.  

Specifically, an individual’s talent is viewed as a combination of abilities, which includes a 

multitude of intrinsic qualities, skills, knowledge, experience, intelligence, judgements, 

attitudes, behaviours, characteristics, and drives that make them unique in comparison to 

others (Dahshan, Keshk and Dorgham, 2018). A person’s capability to learn and grow is also 
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included in this concept (Nafei, 2015). In the context of organisations, talent is referred to as 

the unique characteristics, qualities, traits, or abilities of individuals who use these traits to 

achieve the goals of the organisation (El Nakhla, 2013).  

Talent can be defined as an individual’s inherent ability to perform a particular task in a specific 

manner. A variety of terms are used to define talent, such as excellent abilities, key employees, 

high potentials (Ready, Conger and Hill, 2012), or those individuals especially able to provide 

a particular value to their organisation. Some studies have suggested that talents are the 

combination of such characteristics as strategic thinking, leadership, emotional maturity, and 

communication skills. (e.g., Bird, 2017; Garavan et al., 2012; Michaels et al., 2001). Nijs et al. 

(2014) believed that some talents systematically develop innate abilities and better 

performants than others. Moreover, talent entails a greater mastery of established abilities 

and systematic knowledge (Tansley, 2011). The most impactful definition of talent to this study 

is the combination of skills, competence, commitment, and contribution (Beechler and 

Woodward, 2009; Thunnissen and Arensbergen, 2015; Čizmić and Ahmić, 2021).  

Furthermore, talent pools are composed of a variety of talents and high potentials (Stahl et 

al., 2012). TM can include a variety of talent pools and classifications, and tend to be 

interconnected and have mutual influences, such as cooperation and competition (Boselie & 

Thunnissen, 2017). 

The Concept of Talent in the Chinese Context 

Within Chinese culture, talent has a long history, which can be traced back to ancient times. 

Wang Chong (27 AD–ca.97 AD) – an outstanding materialist philosopher in the Eastern Han 

Dynasty – was the first to utilise the concept of talent. In his book, Lun Heng, he made many 

famous arguments about the concept of talent, such as ‘Ren Cai Gao Xia, Bu Neng Jun Tong 

(人才高下，不能钧同)’ which means talents are different and cannot be treated in the same 

way, and ‘Cao Xing You Chang Xian, Shi Huan Wu Chang Yu (操行有常贤，仕宦无常遇)’, 

meaning that, while positions are impermanent, virtue must always be present. China has 

focused on the management of talent since its ancient past, which has evolved into an 

industry with a unique system of talent selection, training, utilisation, and motivation. 

Confucius promoted a ‘people-oriented’ concept, which holds that the ideal society cannot 
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be realised by the government, but rather by people themselves (Wei and Zhang, 2011). 

Mencius proposed the important view that people are the foundation of a country and a 

peaceful country depends on a strong foundation (He, 2022). Xunzi emphasised the 

importance of human beings in society, holding that people are the spirit of everything (Lee, 

2005). While the philosophy of Chinese TM is rooted in the country’s ancient culture (Brown, 

2014; Higgins & Zheng, 2002), since modern times, the development of TM thought in China 

has been slow and its achievements have been somewhat limited. It was only during the 

reforms and opening up of the Chinese economy in the 1980s that Chinese scholars began to 

pay increasing attention to the study of TM (Fang, 2019). In 1979, Lei and Pu proposed that a 

science of talent should be established in order to understand its nature. Since the birth of 

TM as its own discipline, contemporary talent researchers have begun to further explore and 

investigate the concept of talent in a systematic and scientific way. Especially since the 

beginning of the 20th century, when the scientific view of talents was formally established in 

China, the concept of talent has experienced near-constant evolution (Wang, 2017). 

The main perspectives in relation to the definition of talent can be summarised as follows: 

(1) Considering the concept of talent as ‘creative labour’, ‘greater contribution’, or ‘certain 

contribution’. Wang Tongxun (1985) defined a talent as someone who has contributed 

greatly to social development and human progress in a particular field, industry, or 

occupation. Ye et al. (1983) further suggested that talents are individuals who possess 

a certain specialised knowledge, advanced technological abilities and skills in a variety 

of social practice activities, and who make significant contributions through their own 

creative work to the understanding and transformation of nature and society, as well 

as the advancement of humankind. As Lei et al. (1979) asserted, the talent to be 

understood should be that which has made the greatest contributions to the 

understanding and transformation of nature and society, and to the progress of 

humanity through the use of creative energy. Gan’s (1984) definition of talent refers 

to all those who have contributed to the well-being of human beings and society 

through creative labour and wisdom. Talent exists in a number of forms. Those who 

possess it might be either celebrated or unknown, and talent can be obvious or buried. 

(2) Talent has been defined as the possession of certain wisdom, specialised knowledge, 
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experience, or skills. The concept of talent has been defined in a variety of ways by 

various scholars. China’s most famous scholar, Qian Xuesen, provided a precise 

definition of talent: It is not a talent of genius, but a talent of the people, an individual 

with exceptional skills from all walks of life. Scholars often conceptualize talents as a 

form of talent capital, asserting that individuals characterised as talents can effectively 

harness their wisdom, skills, and knowledge, combining them with the outcomes of 

their creative pursuits (Hymer et al., 2008). Despite the presence of abundant 

knowledge, extraordinary wisdom, outstanding talent, and special skills, these will not 

contribute to the creation of value if they are not combined with work. Indeed, these 

attributes will remain as mere potential and stagnant manpower, not talents (Zhao, 

2013). 

(3) Talent is characterised by the strong will and skill capable of inspiring creativity. Some 

scholars have emphasised that talent differs from labour force. Talents are considered 

to be people with high intelligence and capable of creativity (Wu, 2011). According to 

Li (2007), talents are individuals with above-average skills who have greater 

contributions to society than others. According to Zhong (1999), a talent refers to a 

person who has developed some outstanding internal characteristics. Miao (2009) 

referred to the concept of talent as individuals who have skills, abilities, and talents 

that exceed the average value of social talents in some respects and who are regarded 

as such by society in practice (Yang, 2014). 

(4) The definition of talent in terms of the potential for greater contributions. Zhou et al. 

(2012) stated that talents are those with the potential to make great contributions, 

and whether they have already made such contributions should only be considered 

when a talent is awarded and promoted. However, the concepts of talent and talent 

development are often confused due to a singular focus of defining the former as 

someone who has made some significant contribution. In the context of making a 

great contribution, only those who have been developed can be considered or 

recognised as talents by society. Therefore, when discussing the concept of talent, this 

study should keep in mind not only the performance and effects, but also future 

potential. This study would like to point out that this is a similar perspective to the one 

held by the CIPD (2006) in the UK, namely that talents are those who are capable of 
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bringing performance, contributions, or special value to an organisation. This includes 

both those who are currently able to contribute to an organisation as well as those 

with the potential to do so in the near future.  

While the definition of talent is not universally agreed upon, some consensus exists within the 

literature. The ‘Outline of the National Program for Medium- and Long-Term Talent 

Development’ (2010–2020), issued by the Chinese government in 2010, defines talents as 

those able to produce creative work, and contribute to society by using their specialised skills 

and knowledge. Among human resources, talents are workers with a higher level of ability 

and quality than others. ‘One difference’ and ‘three characteristics’ can be summarised by this 

definition. ‘One difference’ refers to the difference and connection between talent and human 

resources, with talents being specific examples of human resources with a greater ability and 

quality than human resources as a whole. ‘Three characteristics’ refer to the extensiveness of 

the scope of talents, which emphasises professional knowledge or skills; the creativity of the 

nature of talents’ labour, which emphasises the progress of the direction of talents’ labour; 

and the emphasis on the virtues and contributions of talents. 

In the public sector, talents are individuals distinguished by their exceptional skills, knowledge, 

and capabilities, underpinned by a steadfast commitment to serving the public good (Light, 

2001). These individuals exhibit a profound dedication to contributing to the collective welfare, 

demonstrating the capacity to make substantial and positive impacts within government 

organizations (Leadbeater, 2023). Talents within the public sector are characterised by their 

adeptness in addressing intricate challenges, fostering effective governance, and instigating 

innovation in the delivery of public services. Their contributions extend beyond individual 

proficiency, encapsulating a resolute commitment to the values and objectives of public 

administration (Chun & Evans, 2023). 

In the public sector, talents are individuals distinguished by their exceptional skills, knowledge, 

and capabilities, underpinned by a steadfast commitment to serving the public good (Light, 

2001). These individuals exhibit a profound dedication to contributing to the collective welfare, 

demonstrating the capacity to make substantial and positive impacts within government 

organizations (Leadbeater, 2023). Talents within the public sector are characterised by their 

adeptness in addressing intricate challenges, fostering effective governance, and instigating 
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innovation in the delivery of public services. Their contributions extend beyond individual 

proficiency, encapsulating a resolute commitment to the values and objectives of public 

administration (Chun & Evans, 2023). 

In summary: 

First, there is no single or unified definition of talent at any level. Indeed, the above shows 

that a number of studies have contributed suggestions for clarifying and defining this term, as 

well as approaches to explaining it.  

Second, there are some new insights to be gained from research in the Chinese context, 

possibly due to its cultural characteristics, which lend a new perspective to this term. 

Accordingly, this study pays thorough consideration to this point.  

Third, this study attempts to distinguish and identify talents by combining some common 

keywords to describe their essential elements or qualities, such as ‘knowledge and skills’, 

‘contribution’, ‘creative’, and ‘leadership’, as well as some other intrinsic qualities. Moreover, 

‘key employees’, ‘high-performing workers’, and ‘high potentials’ are often used as alternative 

terms for talent. This study underscores the distinct characteristics of talents within the public 

sector. These individuals are defined by their outstanding skills, knowledge, and capabilities, 

coupled with an unwavering commitment to serving the public good. Their dedication to 

contributing to collective welfare is evident through their capacity to make substantial and 

positive impacts within government organizations. Public sector talents excel in addressing 

intricate challenges, fostering effective governance, and instigating innovation in public 

service delivery. Their contributions extend beyond individual proficiency, reflecting a resolute 

commitment to the values and objectives of public administration. 

In addition, from an inclusive perspective, everyone has the potential to contribute to 

organisational performance and success. However, from an exclusive perspective, certain 

individuals can offer greater contributions. 

3.4.2 The Meaning of Talent Management 

TM originally began by organisations’ emphasis on talent recruitment caused by the War for 

Talent, and later gradually developed into a management practice involving a wider scope, 
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including talent attraction, retention, and development (Scullion & Collions, 2010). While the 

definition of TM continues to be discussed, it is generally believed that TM is increasing in 

significance (Gümüş et al., 2013). 

The concept of TM has been questioned as possibly being an old concept framed as a new 

idea (Sarmad et al., 2013), and has been criticised by the academic community for its lack of 

conceptual and intellectual foundation, definition, and rigour (Collings, Scullion and Vaiman, 

2011). Preece et al. (2011) asserted that replacing ‘people’ by ‘talent’ may demonstrate HRM's 

fashionability, and conceptualising TM in terms of the functions of traditional term ‘Human 

Resource’, and that it has the same function, only with a greater dependency on corporations 

and the internet. According to existing research, TM is indeed in its infancy (Thunnissen, 

Boselie and Fruytier, 2013a). While there has been some practical exploration, a significant 

degree of theoretical advancement is still required (Collings and Mellahi, 2009).  

While the concept has existed for some time, TM has further been developed in the context 

of the new challenges of coordinating and integrating human resources on a global scale. The 

rapid progress of globalisation has propelled the global competition for talent and 

international mobility (Farndale, Scullion and Sparrow, 2010). Therefore, the global TM has 

roused wide academic and practice concern. Indeed, Scullion and Collings (2010) defined 

global TM as the strategic integration of resources and development at the international level, 

including the proactive identification, development, and strategic adjustment of high 

performance and high potential employees worldwide. Broadly speaking, global TM involved 

all actions aimed at attracting, developing, and retaining employees with high-level human 

capital, as well as the adherence to the strategic direction of enterprises in dynamic, highly 

competitive, and globalised multinational companies (Tarique and Schuler, 2010).  

However, an elegant and unifying conceptual framework, or theoretical foundation (Vaiman, 

Collings and Scullion, 2017; Skuza and Scullion, 2021), that integrates diverse findings on its 

consequence in social practice has yet to be developed. Moreover, its significance related to 

added value and the effectiveness of TM has not been accurately stated and greater utilised 

(Bethke-Langenegger, Mahler and Staffelbach, 2011).  

First, each employee has qualities and strengths that are valuable to the organisation (Meyers 
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and van Woerkom, 2014). Accordingly, the resulting challenge for TM is to have a continuous 

and reasonable positioning, as well as the employing of talents in order to express their fullest 

potential and dedication (Swailes, Downs and Orr, 2014). Indeed, the true function of TM is 

to arouse the greatest potential of the outstandingly talented to emerge and mature (Lewis 

and Heckman, 2006). However, it is insufficient to simply recognise talents; there must also 

be a system for managing their talents, meeting their expectations, developing significant 

positive effects of psychological contract or occupational commitment, and, finally, producing 

results (Festing, Kornau and Schäfer, 2015).  

Thus, TM can achieve the goal of attracting and retaining talents, and ensure that the most 

suitable and capable individuals are identified and valued (Tamunomiebi and Worgu, 2020). 

In addition, TM can effectively identify and meet the needs of talent development, and 

provide career choices and development paths (De Vos and Dries, 2013; Rezaei and Beyerlein, 

2018). Moreover, as a systematic investment in human capital, it can not only guarantee the 

stability and expansion of employee quality, but improve intellectual capital as well 

(Iscandarov, 2018). 

Second, scholars have expounded upon the important roles and significance of TM on a 

strategic level to face an intense competitive global landscape (Morris, Snell and Björkman, 

2016; McDonnell et al., 2017; Schreuder and Noorman, 2018), and have emphasised that it 

can guarantee the realisation of an organisation’s strategies and goals (Gallardo-Gallardo, 

Thunnissen and Scullion, 2020). Although many studies have supported this view, research on 

business organisations has verified the link between TM practices and business strategies on 

improved performance (e.g., Hongal & Kinange, 2020; Rabbi et al., 2015; Rani & Joshi, 2012). 

All activities should focus on a higher enterprise goal, and TM is no exception; it should be 

recognised and realised as part of the organisational strategy, and form a broad view of talent 

(Collings, Mellahi and Cascio, 2019; Al Aina and Atan, 2020). From the perspective of global 

strategy, Scullion and Collings (2007) defined TM as a strategic integration of resourcing and 

development, which involves the proactive identification and (strategic) development of high-

performing and high-potential strategic employees on a global scale. McDonnell and Collings 

et al. (2017) provided a more specific definition: Strategic TM is composed mainly of activities 

and processes of identifying key positions, which reflects different contributions on the 

sustainable competitive advantage of organisations, and includes the development of a talent 
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pool of high-potential and high-performing incumbents, as well as the establishment of a 

differentiated human resource architecture to fill these positions and retain their continued 

commitment.  

In the process of literature review, this study found that the concept of TM is often mixed with 

those of talent strategy, strategic TM, succession management, human resource planning, and 

so on. One of the most common cases relates to the simple replacement of strategic human 

resource management with strategic TM, which still discusses the content of traditional 

human resource practices, such as recruitment, leadership development, and succession 

planning (Ahsan, 2018; Dhanabhakyam et al., 2014).  

Although its concept still lacks a solid definition and theoretical interpretations (Scullion & 

Collings, 2011), TM is a growing field (Bethke-Langenegger, Mahler and Staffelbach, 2011), 

and some general views have previously been proposed.  

Researchers have provided several explanations of the concept. For instance, some have 

described TM as the process of exerting employees’ advantages and realising their values 

(Creelman, 2004); a tool with which to reap full economic benefits (Lockwood, 2006); a 

tentative guarantee that employees at all levels could reach their highest potential (Redford, 

2005); an anticipation of the need for human capital, and the formulation of specific plans to 

balance supply and demand (Cappelli, 2013); a process to meet the needs of human capital 

(Silzer and Dowell, 2009); or the additional management processes and opportunities that are 

made available to talented people (Blass & Chartered Management Institute, 2007); the core 

competencies to achieve an organisation’s strategy and response to global challenges (Scullion 

et al., 2010); a challenge to ‘make’ and ‘buy’ in order to manage risk; or a solution for HR 

challenges (Scullion & Collings, 2011). In addition, Cheloha (2005) defined TM from the 

perspective of corporate succession planning. However, rather than define the term directly, 

some scholars have acknowledged the strategic importance of TM without a single, consistent, 

or comprehensive definition (e.g., Finnegan et al., 2004; Ashton & Morton, 2005); specifically 

including arousing the concern of talent needs, setting good employer images to attract 

talents, ensuring high performance, and helping talent retention.  

According to the results of prior research, this study categorised the various definitions of TM 
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based on the following aspects: definitions based on functions; definitions based on talent 

pool; definitions based on performance; and definitions based on strategic orientation.  

(1) Definitions Based on Functions  

Many scholars have defined TM as the typical practices, operations, activities, and 

professional decision making of HR departments, including talent recruitment, selection, 

development, and succession management (e.g., Byham, 2001; Heinen & O’Neill,2004; Hilton, 

2000; Mercer, 2005; Olsen, 2000). For example, Byham (2001) and Mercer (2005) argued that 

TM’s function is to significantly contribute to recruitment, training, and development of 

talents – highly similar to traditional HRM. As with the practical activities of HR departments, 

TM operates throughout the entire process of organisational activities, rather than just 

existing in a certain link (Heinen & O’Neill, 2004).  

Under the scientific and reasonable use of TM, the most suitable candidates can be obtained 

and encouraged to acquire organisational knowledge use to develop both the firms and 

themselves (Hongal & Kinange, 2020; Ifeoma, 2015; Sullivan, 2005). Moreover, training and 

development advocates the encouragement of growing talents (Al Suwaidi et al., 2020; 

Griffith et al., 2019; Groves, 2007; Cohn, Khurana & Reeves, 2005). Performance management 

has occasionally been used to alleviate certain TM challenges (Aguinis and Burgi-Tian, 2021), 

and some scholars have emphasised the importance of succession planning and leadership 

development in TM (Groves, 2007; Griffith, Baur and Buckley, 2019; Al Suwaidi et al., 2020).  

(2) Definitions Based on Talent Pool  

In developing and retaining talents, TM involves a series of processes designed to ensure that 

there are sufficient employees at all positions throughout an organisation (Rothwell, 2011; 

Okwakpam et al., 2019; Cannon, 2011), thereby avoiding any gaps in talent supply and 

incorporating typical HR practices (Bonneton et al., 2020; Byrne, 2013; Ingham, 2006). For 

example, Pascal (2004) defined TM from the perspective of talent pool, believing that its main 

function was to provide all organisational positions with corresponding services. Lermusiaux 

(2005) argued that TM is the management of an enterprise’s talent pool through 

understanding and meeting the needs of employees in order to ensure their effective 

performance. Schweyer (2004) more greatly emphasises talent pools, arguing that reasonable 
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resource allocation is based on the effective understanding of employee needs. Kesler (2002) 

analysed the differences between TM and traditional HRM, and believed that succession 

planning must become a more comprehensive and creative set of assessment and 

development practices that support rewarding, promoting, and retaining talent. In short, 

scholars who advocate this definition have attached great importance to TM’s construction of 

talent pool, emphasising it to be a management mechanism to ensure that each position in 

the organisation has appropriate and sufficient talents. 

(3) Definitions Based on Performance 

In this definition, TM typically does not take organisational boundaries or job specificities into 

account, but is instead based on general job settings. Within this view, TM should not only 

consider the special role of talents, but should more generally find and reward talents (Axelrod, 

Handfield-Jones and Michaels, 2002; Dmitrieva et al., 2014). Organisations should place a 

greater focus on managing the performance of talent rather than on specific job succession 

(Michaels, Handfield-Jones and Axelrod, 2001; Axelrod, Handfield-Jones and Michaels, 2002; 

Ashton and Morton, 2005; Cheese, Thomas and Craig, 2007; Hills, 2009; Rothwell et al., 2015). 

Axelod (2001) interpreted TM from the perspective of performance, holding that the 

performance produced by talents in the process of work is highly important, and the role of 

talents can be more effectively used through performance management. Moreover, this view 

also regards talent as an undifferentiated resource. According to Baqutayan (2014), talent is 

significant, and the function of a strong talent pool is to manage everyone at a high level of 

performance (Calle-Duran et al., 2021; Tansley, 2011; Walker & LaRocco, 2002; Buckingham, 

Vosburgh, 2001) or increase the value of talents (Ang, 1991; Purkiss & Royston-Lee, 2014; 

Tucker et al.,2005; McCauley, 2006; Josan, 2020 Lardner,2005). In conclusion, in this category 

of definitions, one of the main aims of TM is to identify, hire, and differentiate rewards for 

highly-capable performers without regard to their special roles or the particular needs of the 

organisation. 

(4) Definitions Based on Strategy Orientation 

It has been argued that TM should be combined with an organisation’s practice and operation 

(Rabbi et al., 2015), and that the human resource framework should be reasonably designed 
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according to changes in the internal and external environment (Horváthová, 2011.). TM 

should be consistent with the company’s development strategy (Sharma and Bhatnagar, 2009; 

Silzer and Dowell, 2009; Collings, Mellahi and Cascio, 2019). TM based on strategic orientation 

foregrounds the identification of key positions, which is an important factor determining the 

performance of organisational objectives (Thunnissen, Boselie and Fruytier, 2013b; Martin, 

2015; Painter-Morland et al., 2019), that is, TM is taken as a strategy to obtain competitive 

advantages (Ashton and Morton, 2005; Turner and Kalman, 2014). In this view, TM is often 

thought of as a collection of strategic activities and processes (Makram, Sparrow and Greasley, 

2017) which identify the key factors that have different contributions to sustainable 

competitive advantages (Latukha, 2018a). TM could also be used to fill vacancies, develop 

high-potential and high-performing talents, establish a competent and responsible team and 

ensuring their commitment to an organisation, and promote the organisation’s operation 

effectiveness and efficiency (Collings and Mellahi, 2009). The strategically-oriented definition 

of TM places greater emphasis on the identification of key objectives with the potential to 

differentiate the impacts of a company’s competitive advantage (Boudreau and Ramstad, 

2005; Huselid, Becker and Beatty, 2005; Silzer and Dowell, 2009; Stahl et al., 2012; Ibrahim, 

no date). However, the interpretation of TM should not only consider an enterprise’s current 

interests, but also to its long-term development (Ansar, 2018; Meng and Berger, 2018; Crane 

and Hartwell, 2019; Whysall, Owtram and Brittain, 2019).  

The Understanding of TM in Chinese Academia 

TM research in China often keeps pace with the times. For instance, Yu (1986) believed TM 

research in China to have originated in its ancient past, and modernised in line with its 

development through the use of modern science and technology. This use has helped research 

direct TM to a modern, advanced level, characterised by exploring the concepts, systems, 

methods, means, and organisations of TM to realise the advancement of concepts, the 

legalisation of management, the scientificisation of methods, the computerisation of means, 

the effectiveness of organisations, and the specialisation of personnel. According to the 

‘Report on the Outline of the Tenth Five-Year Plan for National Economic and Social 

Development’ (2001), the talent strategy was elevated to the level of national strategy. Since 

then, Chinese scholars began to study the related issues. For instance, Yang (2004) believed 

that talent strategy is an overall plan that guides and restrains talent development. Not only 
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does it include the purposes, objectives, strategic decisions, and countermeasures of talent 

development, but it also includes the plans and methods for the purposes and objectives. 

From the macro-level, some scholars have studied TM from a historical-narrative approach, 

coming and summarising TM concepts in traditional Chinese culture. Moreover, the 

importance of talent has been emphasised, and how to discover, cultivate, manage, and 

develop talents in ancient China has been elaborated upon (Guo & Zhao, 2004). Deng (2015) 

proposed the principles of implementing TM strategies in China – including under the 

supervision of the CPC – through people-oriented and step-by-step approaches, leading to 

breakthroughs at key points in the self-help and goal management processes. Li and Jia (2011) 

summarised the TM experiences of developed countries based on the background of global 

integration, and proposed that China’s TM should adhere to the strategy of ‘making foreign 

things serve China’, learn from Western experiences, and insist on a people-oriented principle. 

Luo (2014) believed that innovative TM is particularly important for a developing country, and 

Wang (2007) insisted that TM ought to be conducted in accordance with the demands of 

individual talents and the marketing modes of companies, and that specific HRM tools should 

be changed based on the specific situation. Moreover, from the perspective of international 

comparison, Zhang (2009) analysed the strategic intention and theme of TM in different 

organisational development periods. However, most research has focused on the objective 

systems of TM strategies, the content of TM, and the implementation of TM, talent strategies, 

and other aspects. While these studies have focused on the instrumental theory of TM, their 

contributions and innovations to the theoretical grounding seems somewhat lacking in that 

they only discussed the level of TM strategy and its objectives, but not the scope of specific 

indicators (Duan, 2007). However, these studies have effectively identified the practical issues 

of implementing TM strategies, that is, the hollowing-out of TM strategy formulation and the 

disordered implementation of countermeasures.  

Many scholars have focused on the issue of TM in enterprises through conducting studies 

from the perspectives of performance, competitiveness, marketing, and talent flow. For 

example, Xiao (2003) held that the stock and structure of knowledge are important 

manifestations of core competitiveness, meaning that the emphasis on talents is key to 

improving enterprise efficiency, and that TM is closely related to enterprise performance. 

Zeng (2016) proposed that TM’s focus on enterprise should concern two main aspects: First, 
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talent quantity, that is, how many people are needed in terms of an enterprise’s business 

development. Second, the quality of talent, which refers to an enterprise’s industry and 

market competition. The various combinations of the quantity and quality of talent determine 

the different talent strategies adopted by enterprises. The following six types have been 

proposed: predatory, elite, scale-forming, constrictive, robust, and mixed. Furthermore, from 

the perspective of enterprises’ sustainable competitiveness, Qiu et al. (2009) argued that 

strategic TM is an important prerequisite for maintaining sustainable competitiveness. Indeed, 

the experience of HRM can be used for reference, but cannot be repeated, and only through 

TM innovation can enterprises maintain sustainable competitiveness. From a marketing 

perspective, Zhu (2003) cautioned that TM should be designed based on market segmentation 

and meeting the different needs of talents by differentiated management. From the 

perspective of economic conditions, Tong and Wang (2011) analysed the strategic TM in small- 

and medium-sized enterprises (SMEs), and proposed new ideas for their development. Chen 

and Zhang (2012) analysed the phenomenon and influential factors of talent flow in 

enterprises, and proposed that enterprises should classify different groups of talents and 

establish appropriate TM strategies for preventing talent loss. 

From the perspective of research content, Chinese scholars have paid increasing attention to 

innovative talents, as evidenced by the gradual emergence of talent research. Yang (2014) 

suggested that research could in conducted in colleges and universities as the carriers of talent 

research because of the agglomeration of talents they house. Duan (2015) analysed the 

development and changes of the essential attributes of talents, proposing that talents make 

significant contributions to society, with innovation being one of the most important criteria 

with which to measure them. Sun (2014) elaborated upon how to build an effective 

institutional environment for talents from three aspects: improving innovator status, 

mobilising market mechanisms, and strengthening evaluation. Chen (2015) proposed the 

index system of constructing talent management environments, indicating that the regions 

that implement talent management have better entrepreneurial innovation indices. Chang 

(2015) also showed the role of effective management systems for innovative talents in that 

they guarantee environments for developing and maximising talents. 

Much research has started from traditional cultural values. Liu (2007) pointed out that the 

cultural environment of talents is conducive to conducting talent innovative activities. Zhou 
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(2014) proposed a study on the influence of traditional Chinese thoughts on the strategic 

thinking of strengthening the nation through talents, and mentioned that traditional thoughts 

have both positive and negative effects on talent development. 

The above critical review identified the following findings:  

First, based on the above viewpoints, this study holds that TM refers to the strategic 

management activities and processes of identifying, attracting, retaining, and 

developing core talent resources in order to sustain or heighten competitive 

advantages and high organisation performance. This helps enterprises and individuals 

best play their long-term advantages and provide a continuous supply of talent. 

Second, in China, more research has focused on the value of previous talent policies 

themselves, but have rarely considered the development and changes of the TM 

system. Indeed, more focus has been placed on the analysis of the obstacles of the 

existing system, but less on the influencing factors and reasons. The majority of the 

reviewed studies have focused on TM processes and practices, but few have discussed 

the interaction of stakeholders. Moreover, most of the relevant research has been 

conducted from an organisational perspective, yet few have considered the 

characteristics and demands of talents. 

3.5 The Current State of Talent Management Literature 

As a starting point, this study mapped the existing research based on ‘country’ (Figure 3.2). As 

of May 2020, within TM, the United States contributed the largest number of papers (342), 

followed by the United Kingdom (165), and China (146). Interestingly, China is becoming the 

most active research community in this field, taking the lead by shifting their research interest 

to TM, and changing their outlook on talents and traditional HRM. However, despite the 

wealth of relevant papers in China, the number of citations is extremely low. This could be 

due either to cultural and linguistic barriers, or from the deviation and difference of Chinese 

scholars’ understanding of TM. Besides, because of China’s large population base, comparing 

the huge number of talents, the current number of publications and research is far from 

sufficient. Therefore, with my own advantage, this study positioned TM research field in China. 
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Figure 3.2 Knowledge Map of Talent Management based on Countries 

TM research is expected to shift from a slow to an active development period. Of all the 

articles within the field, 607 articles were in the category of Management, 268 from Business, 

107 from Applied Psychology, 94 from Industrial Relations Laboratory, 66 from Economics, 53 

from Education and Educational Research, and 50 from Hospitality Leisure Sport and Tourism. 

The most influential journal was the Academy of Management Journal, followed by the 

International Journal of Human Resource Management and the Academy of Management 

Review. Of the 10 most-cited journals, 7 were in the Management category. Hence, this study 

would argue that TM is a topic worthy of further research in the field of management. 

Table 3.1 Highly-cited Journals 

Ranking Highly-cited Journals Freq Ranking Highly-cited Journals Freq 

1 Academy of 

Management Journal 

426 6 Journal of World Business 332 

2 International Journal of 

Human Resource 

Management 

401 7 Journal of Applied 

Psychology 

315 

3 Academy of 

Management Review 

394 8 Human Resource 

Management Review 

311 

4 Journal of 

Management 

374 9 Journal of Organizational 

Behavior 

241 

5 Harvard Business 

Review 

346 10 Human Resource 

Management – US 

234 

This study grouped the most pressing TM issues into the following five topics: job performance 
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and satisfaction, knowledge management, sustainable development, global TM, and 

managing female talent. These topics often interweave with sub-propositions (e.g., talent 

identification, attraction, talent retention, and talent development) and create a 

comprehensive picture of TM themes. The identification of these (sub)themes allowed me to 

locate the most influential literature, which is discussed below. 

 (1) Job performance and satisfaction: This typically involves or relates to the work–life balance 

(Deery, 2008; Deery and Jago, 2015; Alrowwad et al., 2018; Obeidat et al., 2019; Maurya, 

Agarwal and Srivastava, 2020; Rodríguez-Sánchez et al., 2020; Budhiraja, Varkkey and 

McKenna, 2022), retention strategies (Deery, 2008; Marinakou & Giousmpasoglou, 2019; 

Muhammad & Shao, 2013; Narayanan et al., 2019; Oladapo, 2014; Pandita & Ray, 2018; Singh 

& Sharma, 2015), talent mindset competency (Arocas & Morley, 2015; Mahfoozi et al., 2018; 

McCauley, 2006; Sharma & Bhatnagar, 2009), high performance (Cheese, Thomas and Craig, 

2007; Oehley and Theron, 2010; Coulson-Thomas, 2012; van den Brink, Fruytier and 

Thunnissen, 2013; Anwar et al., 2014; Ali, Bashir and Mehreen, 2019; Hongal and Kinange, 

2020), organisational justice (Gelens et al., 2013, 2014; Swailes, 2013; O’Connor and Crowley-

Henry, 2019; Behzad and Issa, 2020; Gohar, 2021; Kwon and Jang, 2021), employee reactions 

(Björkman et al., 2013; Gelens et al., 2014; Khoreva, Vaiman and Van Zalk, 2017; De Boeck, 

Meyers and Dries, 2018, 2018; Asplund, 2020; Sumelius, Smale and Yamao, 2020; Wikhamn, 

Asplund and Dries, 2021), the effectiveness and inferences of implementation of TM (Ali et al., 

2019; Awan & Zamir, 2016; Bethke-Langenegger et al., 2011; Bibi, 2019; Johennesse & Chou, 

2017; Mohammed, 2015.), intrinsic rewards and incentive (Tymon, Stumpf and Doh, 2010; 

Cooke, Saini and Wang, 2014; Rabbi et al., 2015; Rastgoo, 2016; Victor and Hoole, 2017; 

Kravariti, Oruh, et al., 2021), and psychological control (Poisat, Mey and Sharp, 2018; Mensah, 

2019; Pant and Venkateswaran, 2019; Yazdanshenas, 2019; Herrera and De Las Heras-Rosas, 

2021; Holland and Scullion, 2021), among others. 

(2) Knowledge management: This predominantly concerns analyses around relationship with 

TM (Whelan and Carcary, 2011; Mohammed, Gururajan and Hafeez-Baig, 2017; Sharipov, 

Krotenko and Dyakonova, 2021; Daraei, Karimi and Vahidi, no date), knowledge transfer (Calo, 

2008; Reilly, 2008; Peet et al., 2010; Ahammad et al., 2018; Cross Walker, 2020), knowledge 

assets for competitive advantage (Collings, 2010; Vaiman & Vance, 2008; Swart & Kinnie, 

2010), teamwork integration models (Deery, 2008; Oltra and Vivas-López, 2013; Bothma, 2015; 
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Orlova, Afonin and Voronin, 2015; Ford, 2017; Fernando and Wulansari, 2020), social capital 

(Ariss et al., 2014; Arena & Uhl-Bien, 2018; Crane & Hartwell, 2019; Moeller et al., 2016; 

Soltani et al., 2021; Yaghoubi & YousefAbadi, 2018), and succession plans (Ingham, 2006; 

Poorhosseinzadeh and Subramaniam, 2012; Martin, 2015; Talpoş et al., 2017; Jindal and 

Shaikh, 2020), and other related topics. 

(3) Sustainable development: This often involves research on competitive advantage (Ashton 

and Morton, 2005; Turner and Kalman, 2014; Rofaida, 2016; Latukha, 2018b; Nsour and Tayeh, 

2018; Ibrahim, no date), strategic management (Ansar, 2018; Jayaraman, Talib and Khan, 2018; 

Mahjoub et al., 2018; Sheehan, Grant and Garavan, 2018; Järvi and Khoreva, 2020), social 

responsibility (Bhattacharya, Sen and Korschun, 2008; Kim and Scullion, 2011; Y. Lacey and 

Groves, 2014; Story, Castanheira and Hartig, 2016; Anlesinya, Amponsah-Tawiah and Dartey-

Baah, 2019, 2019; Farndale and Atli, 2019; González-Masip, Martín-de Castro and Hernández, 

2019), context roles (Levenson, 2012; Thunnissen, Boselie and Fruytier, 2013b; Devins and 

Gold, 2014; Glaister et al., 2018; Poisat, Mey and Sharp, 2018; Whysall, Owtram and Brittain, 

2019; Gallardo-Gallardo, Thunnissen and Scullion, 2020; M. Wang et al., 2022), organisational 

culture (Yogita & Maitri, 2010; Hartmann et al., 2010; Kontoghiorghes, 2016; Meng et al., 2016; 

Saleh & Atan, 2021; Sparrow & Makram, 2015; Indonesia & Sadeli, 2012), organisational 

commitment (Almaaitah et al., 2020; Aytaç, 2015; Kontoghiorghes, 2016; Luna-Arocas et al., 

2020; Nobarieidishe et al., 2014; Ping, 2001; Suman &Rupa, 2021), leadership (Betchoo, 2014; 

Powell & Lubitsh, 2007; Sharma & Bhatnagar, 2009; Silzer & Dowell, 2009; Barkhuizen et al., 

2020; Widodo & Mawarto, 2020), business excellence (K. Vora, 2013; Whysall, Owtram and 

Brittain, 2019; Dianingrum, Adawiyah and Wulandari, 2021; Ferreiro-Seoane, Miguéns-Refojo 

and Atrio-Lema, 2021; Joseph, Totawar and Sam, 2022), and innovation (Marin-Garcia, Aznar-

Mas and González-Ladrón-de-Guevara, 2011; Sart, 2014; Salau et al., 2018; van den Broek, 

Boselie and Paauwe, 2018; Ibrahim and AlOmari, 2020; Parrish and Joyce-McCoach, 2020; 

Pandita, 2021), among others. 

(4) Global TM: This heated topic routinely involves global mobility (Farndale, Scullion and 

Sparrow, 2010; Kim and McLean, 2012; Collings, 2014a; Farndale et al., 2014; King, 2015; 

Morley et al., 2015; McNulty and De Cieri, 2016; Collings and Isichei, 2018; Anlesinya, Dartey-

Baah and Amponsah-Tawiah, 2019), individual and organisational goals (Collings, 2014c; 

Farndale et al., 2014; Ingram, 2016; Thunnissen, 2016; Hongal and Kinange, 2020), self-



85 

initiated implications (Altman & Baruch, 2013; Cao et al., 2012; Doherty & Dickmann, 2013; 

Haslberger & Vaiman, 2013; Howe-Walsh & Schyns, 2010; Shao & Ariss, 2020; Vaiman et al., 

2015; Vaiman & Haslberger, 2013; Wechtler et al., 2022), mobility of corporate knowledge 

(Cranston, 2014; Beaverstock, 2017; Farndale et al., 2014; Jöns et al., 2017; King, 2015; 

Sparrow et al., 2013), career development (Ali et al., 2019; Arar & Öneren, 2018; Claussen et 

al., 2014; Crowley-Henry et al., 2019; Kaewnaknaew et al., 2022; Kosasih, 2021.; Sakthi 

Ananthan et al., 2019), and expatriation and inpatriation (Cerdin and Brewster, 2014; Cerdin 

and Sharma, 2014; Moeller et al., 2016; Stokes et al., 2016; Maley and Moeller, 2018; Purgał-

Popiela, 2021). 

(5) Managing female talent: This category involves a variety of unique issues, such as female 

leadership (Sankovich, 2014; Hoff and Scott, 2016; Böhmer and Schinnenburg, 2018; Kirk, 

2019; Litwin, Ngan and Atembe, 2019; Et.al, 2021), gender sensitivity or inclusion (Sidani and 

Al Ariss, 2014; Festing, Kornau and Schäfer, 2015; Böhmer and Schinnenburg, 2016; Latukha, 

Michailova, et al., 2022), gender quotas (Tatli, Vassilopoulou and Özbilgin, 2013; Bonneton, 

Festing and Muratbekova-Touron, 2020; Gilmartin et al., 2020; Seierstad et al., 2021; Aronsson 

and Frykberg, 2022), and the spousal adjustment problem (Cole, 2011; Gupta, Banerjee and 

Gaur, 2012; Mäkelä and Suutari, 2013; Ott and Michailova, 2016; Ahmad et al., 2020).  

In addition, TM research consistently appears in conjunction with performance and 

organisational commitment, and is closely related to the four themes of strategy perspectives, 

organisational models, job satisfaction, and employee engagement. These themes (which 

influenced the focus of the current paper) are the most prominent in terms of research results, 

quantity, and influence. 

From the perspective of research objectives, the study of TM (represented by scientific and 

technological personnel) arose in 2010. Afterwards, the highlight of education appeared in 

2016, and focused on ‘university’ in 2017, and has since grown in popularity. In terms of 

research topics, success planning, risk, determination, strategy, identity, career development, 

engagement, behaviour, and satisfaction (among others) have attracted significant scholarly 

attention.  

From the perspective of research methods, meta-analysis was the most favoured during the 
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field’s nascent stage. In subsequent years, scholars began to ascribe importance to contextual 

factors and explore more qualitative research within TM. From 2018 until the present, 

qualitative research has been the dominant research keyword in this field. Accordingly, I 

adopted this method for this thesis. 

Through an overview of literature, the following arguments prompted my interest in this topic: 

(1) A more comprehensive understanding of the meaning of TM can be obtained through 

considering the Chinese context. 

(2) By focusing on universities with a substantial number of talented employees as the 

research object, one can more comprehensively understand the role played by TM in 

enhancing organisational performance and success, the impact it has had, and the 

challenges it has encountered during its implementation. 

(3) Comparing TM practices across different organisations enables us to gain a deeper 

understanding of how TM fits into strategy and organisational culture, and what kind 

of reactions are generated when they are combined. 

3.6 Talent Management Architectures 

TM’s roles and contributions can best be understood by first understanding TM’s nature and 

of what it consists. The concept of architecture is a way of describing the systems, practices, 

competencies, and employee performance behaviours that support the development and 

management of strategic human capital (Becker, 1998). This section explores how TM systems 

are composed and contribute to competitive advantage and organisational success.  

The co-creation unit quietly forms within organisations, disrupts the traditional organisation, 

and challenges the wisdom of human resource managers (Roser, DeFillippi and Goga Cooke, 

2014). In the current economic environment, many enterprises have achieved rapid growth, 

but almost all have encountered obstacles regarding talent scarcity and sustained competitive 

advantage (Rabbi et al., 2015).  

The context should be the starting point of our discussion. Recent research has highlighted 

the significance of context and emphasised that TM should not be understood as a stand-
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alone phenomenon (Gallardo-Gallardo et al., 2020), but rather as complex and multi-levelled 

(Wiblen and McDonnell, 2020). On a macro-level, it includes the economic, political, 

regulatory, technological, and cultural environments (King and Vaiman, 2019) – leading to 

Chapter 2’s systemic review of the Chinese context in order to gain a deeper understanding of 

TM in Chinese universities.  

Some studies have used the concept of talent ecosystems (e.g., Burrell, 2020; Karaboga et al., 

2020), which seems a highly interesting approach with which to gain a comprehensive picture 

of TM architecture. If the context is the living environment or the atmosphere (involving the 

producers, consumers, and decomposers in the natural ecosystem), the talent eco-chain is the 

connection of talent pools based on the system’s work connection, which transmits value 

rather than food. In this system, talent pools are formed based on talent value (including 

knowledge, skills, labour results, and experience) (Mäkelä, Björkman and Ehrnrooth, 2010). 

There are complex relationships among various elements, including the transmission of 

knowledge, ability, experience, lessons and labour results between talents or talent groups, 

as well as internally- or externally-provided support and services (Peet et al., 2010; Wang-

Cowham, 2011).  

This understanding of talents and talent pools allows a deeper comprehension of their 

interdependence and competition. Talent aggregation is the result of talent flow. Due to the 

influence of certain factors, talents can flow from one region or enterprise to another. This 

process of talent agglomeration not only maximises talent value, but also produces a group 

effect. This results in different configurations of the talent portfolio being emphasised and 

integrated in order to achieve a competitive advantage (Morris, Snell and Björkman, 2016). 

Therefore, it is important to recognise that creating a talent pool is not simply a matter of 

adding and subtracting many talents, but rather a mutually-beneficial symbiosis based on a 

specialised division of labour and cooperative efforts, wherein both cooperation and 

competition exist (van den Broek, Boselie and Paauwe, 2018; Jooss, Lenz and Burbach, 2022). 

While the formation of the food chain in nature is often a natural process, the talent 

ecosystem places a greater emphasis on the function of HR. The existence of TM is based on 

two things: 
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(1) As a result of implementing TM, the company has greater benefits than before. 

(2) Participants in TM can contribute more value to the organisation. 

The following section discusses the TM system in greater detail. 

According to the above literature review and the comparison of the definitions of TM, it could 

be argued that TM covers the same core functions of HRM (Chuai, Preece and Iles, 2008), but 

with a greater emphasis on the change of management approach and thinking under the new 

environment and global context (Jyoti, 2014). It involves an important transformation of HRM 

functions (Elegbe, 2019; Fenech et al., 2019), a new way of regarding employees from a 

strategic level (Claus, 2019; Anlesinya and Amponsah-Tawiah, 2020), and a novel approach to 

integrating processes and systems (Ashton and Morton, 2005; King and Vaiman, 2019). TM 

significantly shows the shift of traditional HRM thinking modes related to core 

competitiveness, which is an important content of strategic HRM to adapt to today’s dynamic 

and complex competitive environment (Hanif et al., 2013; Collings, Mellahi and Cascio, 2017; 

Jayaraman, Talib and Khan, 2018).  

TM contributes to the sustainable competitive advantage of the organisation, attracts and 

high-potential and high-performance talent, develops differentiated management, promotes 

the commitment of competent and responsible people to the organisation, and focuses more 

on the performance of talent, not just the succession of specific jobs (Meyers and van 

Woerkom, 2014; Rabbi et al., 2015). In this way, the tendency of ‘egalitarianism’ in HRM is 

broken (Zhu, Iles and Shutt, 2011), the different needs of employees are afforded more 

attention, and the strategic goals are achieved through TM (Claus, 2019).  

Existing research agrees that TM plays a crucial role in organisational performance (e.g., Arif 

& Uddin, 2016; Yuniati et al., 2021). Ulrich and Allen (2014) investigated 570 Asian firms and 

found that investments in TM seem to have a greater effect on business performance than on 

hiring or retaining talent. Almaaitah et al. (2020) analysed and verified the effects of TM on 

organisational performance improvement with organisational commitment as a mediating 

factor by using structural equation modelling. Kontoghiorghes (2016) tested the mediating 

role of satisfaction, motivation, and organisational commitment between high performance 

organisational culture and TM, and found that strategically-aligned and high ethical 
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performance organisational cultures have strong effects on talent attraction and retention, 

and that strategic TM could help employees realise the strategic goals of the organisation, and 

both maximise their own and the organisation’s performance. Collings and Mellahi (2009) 

developed a framework to demonstrate that effective TM can indirectly improve 

organisational performance, mediated by work motivation, organisational commitment, and 

extra-role behavior. 

Organisations have demonstrated an appealing desire to identify, retain, and develop talent 

in light of noticeable demographic changes and multi-cultural dialogues (Vaiman et al., 2017; 

Vaiman & Collings, 2013). 

Some research has highlighted the impact of key positions on organisations’ sustainable 

competitiveness (e.g., Ahammad et al., 2018; Collings & Mellahi, 2009; Cui et al., 2018; 

Schreuder & Noorman, 2018). The identification of key positions is the main link in the TM 

framework. Indeed, Becker (2005) believed that it should be designed from the perspective 

of strategic role transformation; and it cannot be fixed, but should be changed according to 

the actual development situation (Krishnan and Scullion, 2017). Further studies have mapped 

out the key dimensions, and expected outcomes and possible corresponding activities, that 

should be conducted in order to achieve these results (Van et al., 2017). Lepak (2008) 

proposed emphasising the employees’ own value and uniqueness to the organisation. 

Boudreau and Ramstad (2005) considered that the identification of key positions is the main 

factor for maintaining the continuous competitiveness of an organisation and that, if too much 

is invested in non-core talents, organisational performance will decline (Tolbize, 2008). Since 

every organisation must consider cost, efficiency, and sustainability, it is unrealistic and 

unnecessary to hire the optimal talent for every position, which may lead to an over-

investment in non-critical positions.  

Scholars have indeed highlighted the importance of key positions in contributing to an 

organisation's sustainable competitiveness (Collings and Mellahi, 2009; Al Ariss, Cascio and 

Paauwe, 2014). The identification of key positions is asserted to be crucial for an organisation's 

strategic development, but the criteria for determining the significance of different 

departments or positions remain unspecified. Moreover, the emphasis on employees holding 

these positions possessing strategic capability, as proposed by Scullion & Collings (2010), lacks 
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a rigorous exploration of what constitutes strategic capability and how it is measured. While 

the paragraph introduces the idea that key roles should extend beyond the top management 

team, offering a more inclusive perspective, it falls short of scrutinizing the potential 

challenges and complexities associated with broadening the scope. 

The formation of talent pools ostensibly represents the aggregation of key talents within an 

organisation, ostensibly tailored to address its diverse developmental requirements. Yet, an 

in-depth analysis of existing literature reveals a somewhat uncritical acceptance of this 

concept. Sivathanu and Pillai's (2019) reliance on interviews with senior HR officers, while 

insightful, may overlook potential biases and lacks a critical examination of the broader 

implications of talent analytics on organisational performance. 

Similarly, Rowshan et al. (2020) advocate for the strategic placement of suitable candidates 

from talent pools into key positions, emphasizing developmental components. Cappelli's 

(2008) focus on the risk management aspect of talent pools adds a layer of complexity, but a 

critical analysis is necessary to uncover the inherent limitations and potential pitfalls of such 

risk management strategies. 

Effective TM can attract and retain key talents for organisations, improve organisational 

performance, and thus help acquire a competitive advantage (Ashton & Morton, 2005; Hongal 

& Kinange, 2020; Rabbi et al., 2015). In fact, organisations exert considerable effort in hiring 

and retaining valuable and potential employees, as well as fully maximising their value (Garg 

and Rani, 2014). Meanwhile, not only does TM do the same, but it also emphasises how to 

retain and transform the value of said employees (Oladapo, 2014; Pandita & Ray, 2018). 

Traditional human resource planning involves creating various programmes according to the 

gap between labour supply and demand so as to ensure the acquisition of various human 

resources necessary for future development. However, it could be said that it pays insufficient 

attention to the retention of talents (Iles, Chuai and Preece, 2010).  

TM is an attempt to thoroughly break the barriers between HRM functions and seamlessly 

connect the entire process. This helps realise an organisation’s strategic intention by attracting, 

retaining, and effectively using all kinds of talents (Crowley-Henry, Benson and Al Ariss, 2019). 

Therefore, TM is a more strategic, holistic, and extended human resource planning system 
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(Ashton and Morton, 2005), which aims to strengthen organisational capabilities and promote 

the achievement of strategic priorities (Savanevičienė and Vilčiauskaitė, 2017). Organisations 

must have the ability to manage their workforces in uncertain economic environments. TM 

requires organisations to be forward-looking, proactive, and flexible in the acquisition and 

retention of talents, and to rapidly respond to the external environment (Mujtaba, Mubarik 

and Soomro, 2022). Based on the emphasis on key positions, Festing and Schäfer (2014) 

provided a framework to explain the effects on psychological contracts. Jooss et al. (2022) 

developed a framework following the principles of open-systems theory, and Naim and Lenka 

(2018) made the first study to propose a holistic framework to retain Generation Y employees.  

Finally, TM reflects the decision to improve the talent of employees (Tansley, 2011) and their 

interaction with the organisation (Cunningham, 2007) – the latter of which essentially involves 

helping the organisation achieve its goals, acquire a competitive edge with which to reduce 

the risks caused by the uncertainty of human resources demands, and help face the challenges 

of competition and sustainable development (Hongal and Kinange, 2020). Sonnenberg et al. 

(2014) demonstrated the importance of consistency for positive talent attention and self-

perception, as well as the impacts that differentiation strategies and psychological-contract 

fulfilment have upon organisational performance. In addition, the personal competency, 

employee  expectations, and development opportunities provided by the enterprise are also 

important influencing factors (McCracken et al., 2016; Phillips & Roper, 2009; Swailes, 2013). 

Through TM, organisations’ planning and budgeting of the number and quality of employees 

no longer remains static, but becomes more proactive during the hiring and training processes 

(Pandita and Ray, 2018), the concerns about differentiation strategies between key roles and 

talent in organisations (Collings and Mellahi, 2009), and how talent pools change in line with 

the strategic objectives, and how TM focuses and fits the organisational strategy (Garrow and 

Hirsh, 2008). Therefore, it is particularly important to take certain decisions regarding TM, 

which is specifically designed to establish employee engagement. Accordingly, it can improve 

organisational performance and connect personal goals to the organisation’s strategic 

objectives, thereby increasing the accuracy of its responses to the competition.  

Based on this overview of TM architectures, the TM system, processes, and practices, and how 

may it create sustained value, have been further clarified. The following section discusses TM 

within the specific field of universities. 
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3.7 Talent Management in Academia 

Universities rely heavily on their teachers as academic human resources. The extent to which 

they are able to carry the responsibility accorded to them by their profession is an important 

factor in the sustainable development of universities. The rapid development of universities 

has resulted in the introduction of a large number of talents in order to compensate for the 

shortage of teachers. They are duty-bound to bear the responsibility of teaching, as well as 

engaging in scientific research and management, and have become the supporting force and 

source of motivation for the development of universities. Accordingly, TM has become 

increasingly important in academia.  

In academia, allocating resources based on ability and performance has become almost a 

norm. Indeed, van den Brink et al. (2013) argued that universities are increasingly concerned 

with talent and performance management, and that three key dilemmas have come to the 

foreground: transparency versus autonomy, power of HR versus power of academics, and 

equality versus homogeneity. These have also been addressed by Paisey and Paisey (2018) in 

the context of Scotland and the Republic of Ireland. They argued that TM is influenced by 

subfields and context interactions that can be linked to universities’ strategic priorities in the 

three dilemmas, leading to different outcomes. Thunnissen et al. (2021) provided specific TM 

approaches for managing talent in academia. Moreover, through the amalgamation of a 

strategy with its performance metrics, Divekar and Raman (2020) argued that TM can enhance 

long-term performance in the context of Indian business schools. Taamneh et al. (2021) 

compared TM practices between private and public universities in Jordan in relation to how 

they recruit, retain, train, develop, and measure the performance of talented people. 

According to Bradley (2016), TM is closely related to organisational strategy, and the metric 

used to measure academic performance and current management practices are closely 

related.  

In the Chinese context, these dilemmas (van den Brink, Fruytier and Thunnissen, 2013) are 

believed to arise from various competitions, including vying for research programmes and 

special funds, institutional or disciplinary rankings, talent poaching, disputes over the priority 

of scholarly discoveries, job applications, and competitions around various research funding, 

rewards, titles, and identities (Yan, 2018). Such competition is pervasive, ranging from 
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university institutions to disciplines, teams, and individuals, and there are various tangible and 

intangible forms of competition between them. Consequently, while competition stimulates 

the vitality of the organisation and its members, it also brings tremendous pressure. The 

government is increasingly focusing on selective funding based on performance and capacity. 

This mechanism, which emphasises short-term performance evaluation and has a quasi-

market orientation, has exerted enormous pressure upon universities. Although competition 

between organisations is not directly related to internal members, it stimulates a continuously 

strengthening sense of tension and anxiety among internal units (and even members) through 

various links, such as organisational mobilisation, planning, goal setting and decomposition, 

hierarchical accountability, and individual performance evaluation (Han et al., 2020). In the 

current academic community, competitive pressure is considered to have many negative 

effects on teacher behaviour, such as avoiding major original research due to risk aversion, 

passion fatigue and reduced professional achievement due to excessive competitive pressure, 

the distortion of research behaviour, and even academic misconduct (Liao, 2023). The result 

of this collective consciousness and behavioural tendency is similar to what Hagstrom (1974) 

found. 

This system is susceptible to risk aversion because funding agencies tend to be unwilling to 

support projects that may fail, and peer reviewers often give low evaluations to such projects. 

Similarly, the performance requirements of appointments within universities, tenure clock 

limits, and being included in comparisons between peers or colleagues all implicitly or 

explicitly warn of the threats that high-risk research may pose to one’s career (Hackett, 2020). 

Moreover, many US universities are increasingly focusing on the project funding brought by 

educators (Hackett, 2020). Money has become not only an important factor in determining 

their income, promotion, and obtaining tenure, but also the amount of project funding 

determines its duration and how many students a teacher can supervise. In order to ensure 

research and publication, and thus obtain more funding opportunities, project leads must 

pass on the pressure they bear to their teams, which gradually changes their relationships 

with other members, especially students, from relatively simple mentors and instructors to a 

mix of businesspeople, entrepreneurs, teachers, and scholars. The following sections focus on 

university TM regarding the identification, attraction, retention, and development of talent. 
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3.7.1 Talent Identification 

TM recognises that different employees have different abilities and make different 

contributions to organisation (Gelens et al., 2013; Nijs et al., 2014). Employee differences have 

different effects on organisational development, meaning that it is impossible for a certain 

framework to use all the situations of organisational development. Unless the organisation is 

dependent on a particular kind of human capital, talented people are needed and hired 

because they have the knowledge the organisation needs (Lepak & Snell, 1999; Tsui et al., 

2007). 

The higher education study of university teachers tends to focus on their ability to adapt to a 

wide variety of needs and master a broad range of skills. For example, Austin and McDaniels 

(2006) proposed: (1) Necessary knowledge and skills in core fields, that is, strategies and skills 

should be developed for curriculum design, teaching diverse learners, supporting learning, 

using information technology, assessing student learning, and managing their own 

professional development; (2) Professional attitude and habits, including maintaining integrity 

and honesty, and participating actively in academic conferences, reading research and 

teaching literature, and attending campus teacher development workshops to maintain 

lifelong learning and reflection; (3) Interpersonal communication, namely the ability to 

communicate effectively and efficiently, orally and in writing, in front of different audiences, 

and working with colleagues of different genders, races, religions, gender orientations, and 

disciplinary backgrounds; (4) Conceptual understanding, that is, in addition to mastering the 

necessary knowledge and research standards of the discipline, it is also necessary to 

understand their professional identity as scholars, the history, type, and goals of the university, 

as well as the different work expectations proposed by the university. 

As opposed to the organisation of general enterprises, there are two basic ‘processing’ 

materials in the organisation of universities (Jiang, 2022). One is advanced knowledge, which 

a necessary condition for the birth, existence, development, and evolution of higher 

education, and the expansion of universities has also led to a bifurcation of the majors and 

disciplines within them, thereby complexifying the system of higher education. The other 

‘processed’ materials is students, meaning that students can add value to the quality of 

thinking, professional skills, and cooperation and communication. Due to the different 
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combinations of these two processing materials, the identification of the material processor 

– the teacher – is complex. 

With the slow penetration of managerialism into the academic profession, a new order of 

performance, competition, and control has gradually emerged. Researchers have defined 

talent identification in higher education as a process wherein individuals, organisations, and 

society engage in repeated consultations and continuous reflections to form professional 

rights and responsibilities, and the cognition of university teachers (Billot, 2010; Clegg, 2008; 

McAlpine et al., 2014; Han & Xie, 2022). The formation of an inner concept is strongly 

influenced by individual experience, ability, and capital, and the factors of external 

expectations include the reform policy of colleges and universities, the organisational 

evaluation (incentive) mechanism, academic community culture, and macro-national policy 

(Archer, 2008; Clegg, 2008; McAlpine, Amundsen and Turner, 2014). One source of this talent 

identification is the academic-oriented professionalism logic followed by the academic 

community (Cameron, 1981; Krishnaveni and Anitha, 2007; Xing, Du and Chen, 2022). Another 

source is the performance-oriented managerialism logic followed by the institution (Thrupp 

and Willmott, 2003; Connell, 2009; Kallio et al., 2016; Wang and Jones, 2021). Accordingly, it 

is necessary to construct talent identification in the context of a game between the logics of 

professionalism and management.  

Professionalism’s mission is centred on the production of academic knowledge, while 

managerialism’s mission is aimed at organisational performance competition. In conjunction, 

these constitute the power sources of talent identification (Deem et al., 2007). These forms 

of logic are the motivation for talent identification, reflect the original intention of academic 

career selection and cognition of university value orientation, as well as the acquisition of a 

sense of professionalism and a sense of belonging among university teachers (Blackmore and 

Sachs, 2007). Professionalism, which is the driving force behind academic knowledge 

production, is normally used as the basis for identifying academic talent and emphasises 

academic identity exploration, reputation, and recognition. The identification of talent is 

generally based on traditional academic and professional values and ethics (Kolsaker, 2014; 

Locke, 2014). The logic of managerialism, which focuses on improving organisational 

efficiency and gaining a dominant market position, tends to identify with standardised 

constraints, such as performance evaluation (Deem, 2020; Cosenz, 2022). It is worth noting 
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that the two forms of logic often occur in a mixed way, so the process of talent identification 

often depends on the more dominant of the two (Levin, Kater and Wagoner, 2006).  

At present, there is no authoritative unified talent identification in Chinese universities (Jiang 

& Liu, 2017). In practice, university talents are characterised by various plans and programmes 

developed by local governments and universities. For example, China’s Ministry of Education 

(2020) published guidelines on what it considered to be the three levels of talent identification. 

The first category is high-level national talents, i.e., world-class academics with international 

influence at the forefront of their fields. The second category includes high-level talents at the 

provincial level, namely first-rate scholars with a comparably high reputation and influence in 

academia. The third category is high-level talent at the university level, such as young scholars 

with outstanding achievements in their subjects with a degree of popularity, academic 

influence, and contributions.  

As yet, there is no academic consensus on the talent identification system in the Chinese 

context (M. Wang et al., 2022). Through referring to the goals of the national talent strategy, 

some scholars have defined the research scope of university talents as those included in the 

government’s academic talent policy and all types of talent programmes. For example, Xie 

(2017) studied the embedding and deconstruction of talent programmes in TM, and believed 

that talent identification reconstructs the original academic labour market. In addition, he 

examined the current state of university academic labour markets. Some researchers have 

argued academic titles and contributions to be standards, and that university talents are 

primarily associate professors or those with postgraduate or doctoral degrees (Gao, 2021). 

Moreover, university talents could also include those with no academic degree or professional 

title, but who have made outstanding contributions to scientific research or education. In 

addition, Zhang (2022) believed that university talents generally have certain professional 

qualities and skills in a given field or discipline, high academic attainments, divergent and 

creative thinking, innovative ability and excellent comprehensive quality, and have 

achievements that are recognised and affirmed by researchers in the same field.  

Zhang and Zhang (2021) took institutional text as the entry point to illustrate how official 

institutions purposefully and consciously construct the process and practice deviation of 

university teachers’ talent identification from three aspects: symbolic intention, text 
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interpretation, and realistic implication. The authors argued that the texts of the honour 

system for university teachers reflect the strategic consciousness of the national and local 

governments and universities to reserve high-end talents, which is of great significance in the 

Chinese context. Additionally, the study explained that the identification criteria can be 

identified from the title, among which the combination of ‘distinguishing word + noun’ is 

highly common, such as ‘Nationwide Prominent Teacher’ and ‘National Education System 

Model Worker’. Among them, ‘excellent’, ‘advanced’, and ‘outstanding’ are used to attach a 

high hierarchical level to teachers who have won the title. ‘Model’ and ‘famous’ represent the 

establishment of a typical model and provide a learning example for teachers. 

When universities recruit talents, title screening is typically used to identify the optimal 

candidates. Therefore, the recognition of symbols in talent identification has a certain 

rationality, and the honour system of university teachers and the inspiring environment it 

creates imbue honour symbols with legitimacy and credibility, which can indicate (to varying 

degrees) the past-academic accomplishments and development potential of university 

teachers (Hu & Yuan, 2021). Due to the high cost of complete information searches in talent 

identification, information asymmetry can likely occur between talents and universities, with 

the latter not fully understanding the academic level and potential of candidate teachers. To 

screen and introduce high-level talents, they often choose easy-to-identify ‘titles’ as a 

standard and link honour symbols with ideal personality traits (Lu & Chen, 2014). However, 

the majority of talents have yet to be honoured in the academic field, meaning that they 

should not be regarded as being of a low level. If teachers are evaluated by excessive reference 

to symbols, it is easy for the phenomenon of ‘only titles’ evaluation to emerge (Jiang & Wang, 

2021). Talent identification relies solely on explicit indicators, such as papers, projects, and 

graduate schools, without in-depth thinking and long-term strategies for future development 

potential and team understanding, which leads to the short-term interests and blind 

stimulation of talent recruitment, thus hindering any long-term impacts (Cao, 2019). 

There is evidence to suggest that identifying university talents should take into account the 

environment, such as scarcity and demand, and should not be seen as an absolute assessment 

(Zhang & Pang, 2020). Zhang (2017) pointed out that the identification of university talents is 

relative and dynamic, and should be decided by market comparison. Further, it is necessary 

to emphasise the importance of professional ethics, with certain model standards, in the 
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identification of university talents, as well as outstanding contributions to education, teaching, 

scientific research, and other fields, which play an important role in the establishment of 

universities and the training of personnel (Huang & Wang, 2015).  

Research on factors affecting talent identification among university teachers includes two 

aspects. On the one hand, individual experience and self-cognition have key significance for 

their own identity transformation and construction (McAlpine, Amundsen and Turner, 2014), 

and such individual physiological factors as age, gender, race (Archer, 2008), and the nature of 

employment (Gu et al., 2021) all affect such talent identification. On the other hand, such 

situational factors as social history, culture, educational change, cultural traditions of 

discipline, and university organisational systems also affect the identification of university 

teachers (Zhang, 2018). In particular, the impact of higher education reform on the 

construction of talent identification, such as the reform of university competitive employment 

system, academic championship system (Yan, 2012), and double first-class construction 

(Huang & Wang, 2020), has been a focus of current research. Under the guise of 

managerialism, higher education organisations have started to reform the quantitative 

management and appointment system, which has served to transform the commercialisation 

and production mode of knowledge (Wang, 2021). The academic tournament system 

gradually narrates competitions and rankings into scientific research outputs (Lu & Chen, 

2014), so that the external expectation of talents is biased towards highly-productive 

researchers. When there is a difference between internal concept and external expectation, 

only university talents review and weigh various factors, and base choices on their own 

temperaments and personality independence (Rong, 2019). The result of choice is to adhere 

to, change, or relinquish the original internal concept. Therefore, the matching degree 

between talent’s inner concept and external expectations is a key and challenging point of TM.  

Han and Xie (2022) proposed a structured way of thinking and analysis framework for talent 

identification, and divided complex and implicit identification into four types. However, this 

analytical framework must be considered dynamically. The internal concept and external 

expectations of university talents are constantly changing – as are the forces of 

professionalism and managerialism – thus blurring, and even transforming, the identification 

type. 
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3.7.2 Talent Attraction 

The attraction of talent is one of the most important success factors in higher education 

(Mohammed et al., 2018). To enhance the concentration of top scientists and create a high-

quality talent system, universities are constantly increasing their demand for talents in order 

to compete for top-university status (Mensch, 2020). High-level talents have become key 

figures within the visions of universities (Jarvin and Subotnik, 2015). Due to the long growth 

cycle of talents and the difficulties involved in developing them, attracting elite talents has 

become a primary demand for universities to become stronger (Giuri et al., 2019). Therefore, 

the attraction of talent to universities is widely regarded as a positive development trend and 

important strategic choice (Zeng, 2021).  

The concept of talent attraction refers to the management strategy that employers use to 

attract qualified talent into their organisations in order to find the most suitable candidates 

(Songa & Oloko, 2016). This process involves a number of aspects, including recruitment and 

selection, employer branding, employee value propositioning, and choices of both employer 

and employee (Rop & Kwasira, 2015). 

In the academic world, through research from different perspectives of higher education, 

educational management, and HRM, university talent attraction research has primarily 

centred on three aspects:  

(1) From the perspective of TM system design and planning, studies have discussed 

whether the university should develop the talent plan based on their demand, 

whether the specific attraction form is connected to the talent group type, as well as 

good practices of talent attraction (García-Peñalvo et al., 2022; Eghbal et al. 2017). For 

example, a flexible working schedule is an important strategy that HR departments 

should consider in order to attract key talent (Onken-Menke, Nüesch and Kröll, 2018). 

A financial rewards package is a significant job attraction factor. For example, 

Schlechter et al. (2014) tested the effectiveness of remuneration, employee benefits, 

and variable pay. Furthermore, employer branding involves a combined set of activities 

that assist an organisation in attracting the greatest number of prospective employees 

in different cultures (Alnıaçık et al., 2014), and Botha et al. (2011) built a predictive 

model for talent attraction and retention. 
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(2) From the perspective of the influence of talent attraction, prior research has 

summarised the main modes and influences of talent attraction (Dahshan et al., 2018; 

Mok & Chan, 2020; Dahshan et al., 2018). Talent attraction has overwhelming been 

considered as capable of improving an organisation’s competitive advantage (Magbool 

et al., 2016). A study conducted on public university campuses in Nakuru county 

government confirmed the influence of talent attraction on organisational 

performance (Rop & Kwasira, 2015).  

(3) From the perspective of the talent attraction mechanism, studies have focused on 

collaborative and evaluation (Tatto, 2015). Aside from focusing on the introduction and 

education of talent, the cooperation of universities, research institutes, and 

enterprises (Philbin, 2008; Calcagnini et al., 2016). It also emphasises the difference 

between innovative talents, and builds a scientific classification and evaluation system 

(Eghbal et al., 2017). 

China’s desire for talents has been reflected in the change and development of its universities, 

which reached a new level after the implementation of the national talent power strategy 

(Xiao, 2019). Cai (2013) believed that different countries and organisations attract different 

people, and essentially decided upon what kind of TM system and operating mechanism to 

engage in. It is important to determine which kind of TM system and mechanism is more 

beneficial to talent, value, and attraction.  

In view of the existing research on talent attraction of Chinese universities, studies have held 

that the talent plan of universities is generally formulated by the HR department on the basis 

of the preliminary suggestions of colleges, and the major concern is the comprehensive 

development goal (Wang et al., 2004). However, a greater emphasis is placed on quickly 

increasing the number of talents, while less attention is given to the implementation of long-

term plans, the effectiveness of talent introduction, and in-depth analyses of talent structures 

(Wu, 2015). Research has generally noted that universities lack attraction, incentive policies 

are similar, investment is limited, and it is difficult to establish outstanding advantages (Li, 

2019; Xu, 2004). Young teachers generally face greater life and work pressures, and they tend 

to pay greater attention to whether universities can provide relocation expenses, housing, 

research start-up expenses, and other preferential conditions.  
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The contradictions between public welfare and market law, fairness and efficiency of 

education, internal reform requirements and external objective conditions, growing demand 

and limited input, talent internationalisation and retention, and input and output, among 

others. It is these contradictions that hinder and constrain the work of introducing talents in 

universities (He & Tang, 2020). Wang (2017) considered that universities pay too much 

attention to talents’ educational background, professional title, and scientific research 

achievements, but ignore personal quality, teaching level, and practical ability. Lin et al. (2021) 

paid greater attention to attracting global cross-culture talents, and believed that the 

contribution methods of overseas talents are diversified and the current performance 

appraisal system cannot fully reflect the contribution of imported talents. The authors further 

argued that the external environment for attracting overseas talents should be optimised 

(with governmental and societal support), the scientific research environment is not ideal, and 

university services have yet to be implemented. 

From the perspective of talent needs, Wu (2011) found some commonalities in the demands 

of university teachers, such as strong material needs, personal development needs, 

humanistic care needs, and information sharing needs. There were also certain differences 

regarding material and spiritual needs based on age, gender, professional title, and 

educational background. Wei (2011) investigated and studied the professional resilience of 

teachers in universities, and found such resilience and professional identity to be low in local 

universities. According to a survey conducted by Jiang and Liu (2017), of 150 PhD holders, 

talents were most concerned about salary, living security, and the welfare system. Moreover, 

there is a lack of innovation in the channels for attracting talents and traditional recruitment 

methods are becoming increasingly difficult to use – especially the narrow channels for 

attracting overseas talent – which have not been actively expanded by universities (Wang, 

2017). Talents’ employment choices could be greatly affected by the supporting measures 

once they have been attracted and developed over time – which represents an important 

challenge for universities (Lin et al., 2021). Besides, high scientific research assessment, 

teaching and research workload, and low self-value realisation are also the main factors 

considered by university talents (Huang et al., 2022). 

Due to certain limitations, prior research has suffered from the following research deficiencies: 

More studies have been conducted on the phenomenon of talent attraction, but fewer on the 
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theory of talent attraction; there is a greater volume of research on the attraction of local 

talents than on overseas talents; science and engineering talents have been more widely 

studies than their counterparts in the humanities and social sciences; much research has been 

conducted into talent attraction strategies, with comparatively few on post-attraction 

development; and more research has explored the hard conditions of talent attraction, with 

the soft environment being somewhat neglected. 

In conclusion, talent attraction planning, talent attraction models, and talent introduction 

mechanisms have been emphasised to facilitate the investigation of university talent 

attraction activities. However, deep relationship analyses appear notably absent, and different 

types and regions of universities have not been compared. This study seeks to fill these 

research gaps, and reveal the motivation, behaviours, and attitudes of talent attraction actors 

in local universities. 

3.7.3 Talent Retention 

There is more to turnover of talent than the mere fact that it can be a costly process (Craig, 

2015). For many organisations, talent retention is viewed as a strategic opportunity for 

maintaining a competitive workforce (Oladapo, 2014), and it refers to an organisation’s efforts 

to keep its employees for as long as possible (Anitha, 2016). The internationalisation of higher 

education is resulting in an increase in the mobility of academics. Indeed, the scarcity of talent 

is shifting its importance from the periphery to the centre. The flow of talents in universities 

often presents such a phenomenon: Talents gather and flow to universities with more 

resources, higher platforms, and more established reputations, while other universities, 

especially those in less developed areas, are often faced with the ‘brain drain’ dilemma (Lee 

and Kuzhabekova, 2018). The flow of talent is conducive to the optimal allocation of resources, 

to the development of healthy competition, and the advancement of university reform (Zhou, 

Guo and Liu, 2018). However, organisations in less-developed areas are at a disadvantage 

when it comes to attracting and retaining talent (Monk, 2007).  

Due to the negative effects of brain drain, it is an important part of the research on talent 

retention in universities. Three reasons behind these effects are summarised below, namely 

macro-social level reasons, middle-university level reasons, and micro-individual level reasons. 

Identifying these reasons could provide a deeper understanding of university talent retention. 
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(1) Macro-social level reasons. In this context, the theory of migration (Lee, 1966) 

contributes the theoretical basis to this category of research, and a number of studies 

have applied and extended this theory to study and explain population mobility and 

talent flow. According to this theory, the disadvantages and advantages presented by 

the outflow and inflow regions are the thrust and pull of population flow. The 

disadvantages and deficiencies of less-developed areas in terms of natural 

geographical environments (Jacob and Atobauka, 2021), regional economic 

development (Zhou, Guo and Liu, 2018), social and cultural environments (Welch and 

Zhen, 2008), and talent policies (Leng, 2002) contribute significantly to the brain drain 

of universities. Depending on the region, different factors are expected. Indeed, Zhao 

et al. (2016) found that those S&T talents in the eastern provinces of China were 

expected to have an increased economic level and income, whereas those in the mid-

west expected had more expectations of a better cultural and living environment.  

(2) Middle-university level reasons. The attraction of universities to talents is one of the 

power sources that leads to the flow of talents in universities (Ou, 2013). According to 

the results of existing research on Chinese universities, the main reasons for the brain 

drain are the unreasonable talent management or evaluation system (Tian, 2006), the 

slow development of universities (Yi et al., 2008), and the high level of talent 

competition among universities (Xu & Jia, 2019).  

(3) Micro-individual level reasons. Talent flows in universities may not be solely attributed 

to pure interest, but rather to the talents themselves. Anees et al. (2021) determined 

that job stress and workload had a significant impact on turnover intention, along with 

job satisfaction playing an important mediation role. There is a greater expectation of 

career success, self-awareness, spiritual pursuit, and the psychological need for a 

better life among university talents. This could explain why the majority of university 

talents base their professional choices on their spiritual pursuit of higher career 

expectations and self-awareness (Liang, 2018).  

Research on Chinese universities has tended to prioritise macro-social level influences. In 

order to curb irrational competition in the talent market of universities and improve the 

imbalance in the spatial distribution of talent resources, the Chinese government has issued 
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a series of measures. For example, in 2017, the Ministry of Education issued the policy of 

‘Adhering to the correct orientation to promote the rational and orderly flow of high-level 

talents in colleges and universities’, thus discouraging the introduction of talents from the 

central, western and north-eastern regions. In 2019, the state council once again explicitly 

supported the central and western regions in maintaining a stable talent pool, stating that 

developed regions (especially those from the centre and west) should not be allowed to 

recruit talent through competitive bidding with high salaries and benefits. A set of measures 

aimed at curbing the outflow of talents was issued by the Ministry of Education in December 

2021, which involved cancelling the talent titles and providing financial support to universities 

in the western and central regions during the employment period for high-level talents.  

Scholars have also studied the phenomenon of brain drain and university talent retention, and 

proposed several opinions. Wang (2019) argued that the competition for talents in Chinese 

universities has destroyed the order of talent allocation, and talent resources tend not to flow 

to the most needed and suitable places. Considering the market bidding power of high salaries, 

the competition for high-level talent resources has evolved into the competition for regional 

economic development strength. Universities in the central and western regions are at a 

natural disadvantage in terms of income, surrounding facilities, and scientific research, thus 

rendering them uncompetitive. Meanwhile, it aggravates the perfidy of talents, and it is 

common to arbitrarily terminate employment contracts to achieve job-hopping, which 

contradicts the original purpose of jointly developing universities and talents (Wang, 2019). 

Additionally, Shen (2006) argued that Chinese universities are transitioning from 

administrative to contractual management systems. Moreover, some have stated that talent 

has become a scarce resource for universities, which changes the identity of weak workers in 

the traditional sense in that they are afforded more autonomy in the employment relationship, 

and even provides them with negotiating strength equal to that of universities (Zheng, 2018). 

In the academic market, human resources are in short supply and universities have lost their 

original advantageous position in the buyer’s market. Talent is therefore available, and the 

employment relationship between talent and universities has changed substantially. 

In the middle-university level, Wang (2019) re-explained the employment relationship 

between universities and talents on the basis of defining the scope of university talents and 

the nature of employment contracts, and proposed that the flow of university talents could 
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be alleviated by means of the contract paradigm. Wang (2019) further argued that the existing 

incentive mechanism, classification management, and assessment system, the incomplete 

implementation of supporting policies (e.g., professional title awarding and visiting for further 

study), as well as improper coordination and communication between management and 

service departments, and administrative affairs may hinder university talents from investing 

in teaching and scientific research, meeting the needs of university talents, and finally 

retaining talents. Gao et al. (2010) proposed that universities should form an open and shared 

atmosphere for scientific research, create good working conditions for talents, and provide 

scientific research services according to the academic level and development potential of the 

prospective talents. Guo (2011) discussed the influence of the institutionalised background of 

rule construction on the development of teachers in universities, pointing out that both the 

socialisation and professionalisation processes are inseparable from the institutional 

environment, and universities and teachers influence each other in the jointly constructed 

rule system. 

Considering the characteristics and psychological needs of university talents at the micro-

individual level, Liu (2011) discussed the main problems in the incentive mechanism of 

universities and their causes, as well as how to meet talent needs and build psychological 

contracts. Jia (2009) focused on the pressure and motivation of university teachers, as well as 

the internal and external causes of such pressure, so as to improve talent retention. In addition, 

Zhu (2019) argued that only when teachers’ own emotions are recognised and fully addressed 

can universities achieve overall fit and common development. At the same time, such 

recognition is also an important path for university talent development. Wang and Zhu (2019) 

opposed the idea of constructing hierarchies for human development processes and 

specifying individual development criteria. In their view, the subjectivity of teachers tends to 

yield in the face of external evaluations, such as teaching and research performance, 

evaluation, recruitment, and promotion. In comparison with individual academic interests and 

professional goals, university teachers must prioritise meeting the university’s evaluation 

requirements, which is the real factor affecting talent retention. 

Zhang and Zhang (2021) argued that the university teacher honour system plays a positive 

role in academic achievements, and the honorary title (as a symbol of power and resources) 

also promotes the abnormal flow of honorary teachers to a certain extent. University teachers 
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are employees engaged in different types of knowledge production activities on the basis of 

their specialisations. They tend to pay more attention to spiritual pursuits based on (Love, 

2019), and are more eager to be recognised by their peers, leaders, and students (Brundrett, 

Burton and Smith, 2003). Honour symbols serve in the role of spiritual reward, and their 

recognition functions make teachers feel the reward of labour, and bring a sense of 

accomplishment and satisfaction to excellent teachers. Therefore, affording significance to 

honour symbols can aid talent retention. 

3.7.4 Talent Development 

Research has shown that the development of university teachers is a dynamic process. Based 

on studies within the literature, there are several research streams on talent development in 

universities: (1) Talent development is considered an activity that aims to improve faculty 

members’ abilities, especially their teaching capabilities and skill levels (e.g., Boice, 1991; 

Joyce et al., 1973). In this perspective, talent development is somewhat synonymous with 

promoting teachers’ teaching improvement. (2) Talent development is viewed as an 

integrated and comprehensive process, including multiple content dimensions, and is 

regarded as being related to faculty, organisational, and personal development (Berquist & 

Phillips, 1975; Miller, 2011). (3) It is believed that the development of university teachers not 

only refers to the activities that help teachers complete multiple roles, but also includes the 

comprehensive development of teachers, covering the development of each stage of their 

careers (e.g., Gilles & Wilson, 2004; Lai-Yeung, 2014). 

Berquist and Phillips (1977) considered university development and talent to be interrelated, 

meaning that university teachers’ development is closely correlated with the institutional 

environment of the organisation in which they are located, and university teachers must be 

supported and recognised by external institutional environments in order to develop. Gappa 

(2007) developed a framework for enhancing the academic productivity of teachers and 

promoting their professional development. The framework included five core elements: 

equality of employment, academic freedom, autonomy, flexibility, professional development, 

and common governance. It provides a tool for analysing the interaction between individual 

needs, organisational assistance, and the institutional environment in relation to faculty 

development in higher education. 
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Despite the increasing attention and recognition devoted to the theory and practice of talent 

development in universities, numerous studies (involving experience summaries and critical 

reflections) have been conducted into specific aspects of teacher development in schools, 

regions, or countries. There are many issues associated with modern teacher development 

projects in China, including the lack of goals (especially those related to the university’s 

mission), the absence of evaluation and feedback, and the low level of teacher participation 

(Zeichner and Liu, 2010). Gillespie et al. (2001) summarised the experience of talent 

development in universities, in which teachers are encouraged to actively participate in formal 

goal-oriented projects and are provided with external funding for financial support. Timperley 

(2008) concluded that the majority of people form a relatively stable system and structure for 

self-development within their work, and that university talent development is an aspect of 

teachers’ self-development which can be highly difficult to change. Therefore, there is still a 

gap between the actual effect and expected results in talent development in universities. 

Researchers have found that high-performing teachers are more likely to participate in 

teacher development programmes, while those who require more assistance are less likely to 

capitalise upon such programmes. There is a significant difference between the number of 

excellent teachers who participate in talent development programmes and the number of 

teachers who more urgently need them. In light of this, universities should devote greater 

attention to assisting the talents who require it (Boyle and Boice, 1998). For instance, new 

teachers tend not to fully understand the content of teaching work and display deficiencies in 

certain areas, resulting in difficulties and inadaptability in their early careers (Wulff et al., 

2004). 

Moreover, researchers have empirically examined the regular disparity between the vision of 

university teachers and the reality of their careers (e.g., Bagilhole & Goode, 2001; 

Kelchtermans, 1993; MacPhail et al., 2019; Voss & Kunter, 2020). The reasons behind this 

include performance expectations (particularly the teaching, research, social service, and 

other outcomes that are required for tenure to be granted), collegial relationships, and the 

ability to maintain a balance between professional and personal responsibilities. As part of 

faculty career development, it is especially important to make an effective start, excel in 

teaching and research, navigate the tenure track, build a strong network of colleagues and 

professionals, and maintain a healthy work–life balance (Austin, Sorcinelli and McDaniels, 
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2007). Thus, university leaders should provide assistance to teachers in addressing these 

issues, taking the corresponding responsibility, and participating in their success throughout 

their careers. Moreover, teachers should learn how to actively communicate and give 

feedback about the strategies and measures in order to receive more support from the 

organisation (Bowen and Shapiro, 2016). 

In China, Xie (2004) was the first to use the concept of university talent development in his 

research, with previous researchers having mainly used concepts relating to university teacher 

training, team construction, and TM. The purpose of this related research was generally to 

provide an historical review, an experience summary, a description of problems and causes, 

future development trends, and policy recommendations related to the construction of 

university teaching staff. However, there has been a significant increase in the number of 

studies since then, such as Shi’s (2012) research on the widespread use of talent development 

in universities as a result of promoting academia.  

These studies centred primarily on the following three aspects:  

(1) Discussion on the concept of university talent development. 

Pan (2007) analysed the concept of talent development in universities, and came to 

the conclusion that it should be based on the subjectivity of teachers (i.e., their 

autonomy and individuality) rather than simply accepting the norms from external 

societies and organisations. All university teachers should be included in 

development programmes through various methods of training and practice in order 

to continually improve their professional and academic level, as well as their teaching 

knowledge and skills. Lin (2006) proposed university talent specialisation conditions 

in the belief that university teacher development involves the guarantee of individual 

professional independence and security as well as career planning and professional 

autonomy. Having studied the connotations and characteristics of academic career 

ladders and their impact, Bie (2012) concluded that the closed operations of 

academic career ladder systems based on institutions were detrimental to the 

development of university teachers. 

(2) A comparative study of talent development in universities. 
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Research in this field has also included comparative studies of faculty development 

across different countries. Focusing on the content, state, and mode of development, 

Wu (2010) examined the development of teachers in American universities. The 

study emphasised the importance of scientific research, teaching, active 

development, important passive development, individual development, and 

organisational development, and identified self-direction, practice, and informal 

cooperation as the three primary development modes. Chen (2009) examined the 

current conditions and development processes of university teachers in China and 

the UK from a comparative research and analysis perspective on the five dimensions 

of policy, concept, organisation, management model, incentive mechanism, and 

project implementation. According to Meng (2007) and Chen (2009), faculty 

development in Japanese universities can be divided into three parts: improvement 

of abilities, evaluation, and reform. They argued that Japan’s system can be 

characterised by appropriate macro-control policies, professional advisory bodies, 

and strong competitive consciousness in universities. Huang (2006) elaborated on the 

content and main modes of university TM on the basis of an international comparison 

analysis of the development background and problems of China’s higher education. 

He pointed out that the UK and US’ TM is departmental-dominated, Germany’s 

university-dominated, France’s government-dominated, and Japan’s individual-

dominated. In contrast, China was found to have a leadership-dominated mode. 

(3) Discussion on the policy and strategy of talent development in universities. 

Wu (2007) examined the system of faculty management in Chinese universities by 

evaluating the characteristics and deficiencies of the policies from the standpoints of 

policy concept, policy value orientation, and policy motivation. He concluded that 

administrative authority in Chinese universities is far greater than that of academic 

authority, suggesting that the academic power of university teachers could be 

improved upon in future. Song (2003) analysed the self-development of academic 

personnel in universities using the elements of self-goal positioning, self-resource 

allocation, self-motivation, self-restraint, and the construction of an academic 

ecological environment, and presented a strategy for implementing academic 

management in universities to promote self-development. To develop university 
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educators, Xie (2007) asserted that it is necessary to change how teachers are 

conceptualised, and to respect their individuality and autonomy. To develop more 

resources for talent development, not only schools, but also the government and 

educational management departments, should provide support. Shi (2012) also 

emphasised the importance of government influence in the development of 

university teachers, but noted that government power and responsibilities should be 

transferred to universities in order to allow them a greater role in the development 

of university teachers. 

Furthermore, based on existing research results, an increasing number of studies have been 

conducted on the ideological values (e.g., Deem & Brehony, 2005; Lee & Lee, 2013; Uzuner-

Smith & Englander, 2015; Whittington, 2020), ethics (e.g., Farahani & Farahani, 2014; Keenan, 

2015; Li et al., 2020; Stevens et al., 1993), work pressure (e.g., Adeoti et al., 2020; Fairweather 

& Beach, 2002; Meng & Wang, 2018; Muhammad et al., 2022), physical and psychological 

conditions (e.g., Akour et al., 2020; Anderson & Slade, 2016; Smith et al., 1995; Yan et al., 

2015), work-family conflict (e.g., Sorcinelli & Near, 1989; Ward & Wolf-Wendel, 2012; 

Winefield et al., 2014; Zábrodská et al., 2018), teaching development (e.g., Kamel, 2016; Kim 

& Lundberg, 2016; Saroyan & Amundsen, 2004; Sorcinelli, 1994), professional development 

(e.g., Ebert-May et al., 2011; McKee et al., 2013; Sunal et al., 2001; Wynants & Dennis, 2018), 

and career satisfaction of university teachers (e.g., August & Waltman, 2004; Cerci & 

Dumludag, 2019; Lunsford et al., 2018; Mudrak et al., 2018).  

3.8 Conclusion 

While the concept of TM has existed for roughly 20 years, it has recent become an increasingly 

important topic of research, both academically and in practice. However, in terms of talent 

and TM, there is little consensus about what both of these terms actually mean, and various 

definitions have been provided by both researchers and practitioners in different ways and in 

a variety of contexts. This chapter has covered the entire history of TM, defined talent and TM 

with respect to the Chinese context, and explained how TM continues on, but differs from, 

traditional HRM. Drawing on human capital theory, talent is strategic human capital essential 

to organisational success and sustainable competitive advantages, which reflects its core 

competitiveness due to its specificity, according to RBV.  
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Current TM research has been predominantly based on solid practical foundations and 

motivations, although there is plenty of theoretical research as well. Much research has been 

conducted on TM in organisations, regions, and countries, or a summary of relevant 

experiences, yet the majority has focused on a specific aspect. These studies have yielded 

more problem- and action-oriented results due to their primary concern with evaluating and 

analysing existing TM attempts. The research results have also provided a valuable basis from 

which to improve follow-up work, and have strong realistic pertinence and operability. This 

research logic has provided ample ideas and referential methods for my thesis. 

The mainstream concepts of talent and TM come from Western research. As a result, the 

research on talent resources and TM by Chinese scholars is mainly explanatory and 

introductory, yet they have gone to great lengths to enrich the theoretical system of TM in 

China through empirical research and, in the process, suggest and improve upon issues and 

defects in the development of enterprises. 

There are, however, many research deficiencies and research gaps as well: 

First, there is insufficient research on TM in the Chinese context, with the majority of 

research having focused on the West. Scholars have yet to embed research into the 

Chinese context, meaning that the context and mechanisms that impact the 

effectiveness of TM in Chinese enterprises have been left unexplored. Chinese TM 

research also shares a common language, which would make it easier to provide 

contributions to the research field. Current research in the Chinese context has mainly 

focused on talent policies at the national level, and there are few specific studies on 

enterprises, organisations, and such industries as universities. 

Second, current TM research is mainly theoretical and there is no unified systematic 

theoretical consensus. At present, the understanding of TM has mainly been sourced 

from Western scholars, among which the research results that can achieve consensus 

have mainly focused on the expression of performance improvement and sustained 

competitive advantage, while there is no unified view on the concept connotation and 

architectures of TM. Indeed, the overemphasis on the value of TM has led its value to 

be beyond question. 
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Third, most TM studies have analysed and offered suggestions from the perspective of 

managers, but lack objective and in-depth analysis based on the needs of talents.  

Four, there is a lack of comparative research on university TM. At present, most of the 

comparative studies in China are between countries, with the main purpose of 

learning from the experience of Western universities rather than differentiating 

between universities of different natures and levels. 
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Chapter 4 Research Design and Methodology 

4.1 Introduction 

In this chapter, the focus centers on elucidating the rationale behind the chosen research 

design and methodology employed for both data collection and analysis. The organizational 

structure of this chapter adheres to the research onion model proposed by Saunders et al. 

(2015). Section 4.2 elucidates the ontological and epistemological approach, as well as the 

theoretical perspectives underpinning this research. The decision to adopt a qualitative 

research approach is expounded upon in Section 4.3. Subsequently, Section 4.4 introduces the 

research design, justifying the utilization of the case study method and providing an 

explanation for the selection of P University and N University (with due respect to their 

anonymity as per university guidelines). Additionally, I detail the process of gaining access to 

the case universities and outline the contextual background of both institutions. Section 4.5 

delves into the data analysis methodology, encompassing in-depth interviews, purposive 

sampling, snowball sampling, and thematic analysis. 

Finally, Section 4.6 offers insights into strategies aimed at enhancing the validity and reliability 

of this research, along with a discussion of ethical considerations that have been taken into 

account throughout the research process. 

4.2 Philosophical Orientation 

4.2.1 Ontology and epistemology 

Many issues in scientific research need to be described, explained and analysed from a 

philosophically-grounded on ontology and epistemology of the given research perspective 

(Bunge and Bunge, 1996) because this provides a means of reflection and self-awareness 

(Benton and Craib, 2010) at the level of a theoretical underpinnings of this research. Only by 

clarifying the decisions that affect the research results can social science research be 

interpreted meaningfully (Moon and Blackman, 2014). Therefore, it is crucial for researchers 

to understand relevant philosophical positions and clarify their philosophical orientation at 

the beginning of their research. Then the method of data collection must be unified at the 

level of ontology, epistemology and methodology (Scotland, 2012; Schurz, 2013), otherwise, 
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logical problems and even misreading are inevitable, which entirely undermine the original 

intention of the study (Holden and Lynch, 2004). Therefore, the personal ontological and 

epistemological decisions and choices of a researcher affect their choice of data collection 

methods and finally determine the contribution to theory. If researchers fully understand their 

own ontological and epistemological standpoints, they will adopt the philosophical paradigm 

which best corresponds to their study, enabling the results and possible influences of scientific 

research to be examined more systematically and objectively (Alharahsheh and Pius, 2020).  

Ontology is the nature of ‘being’ or reality (Denzin & Lincoln,2008), which is defined by human 

thinking (Patton, 2002). As far as research is concerned, ontology reflects what is the ‘nature’ 

pursued by a research, or how researchers understand the ‘nature of reality’ (Yin, 2009). With 

regard to the nature of reality, there are distinct views and one of such view is whether reality 

is independent of human thought (e.g., Dummett & Dummett, 2006; Kastrup, 2019; Rafanell 

& Sawicka, 2020; etc.). Some researchers regard nature as something objective and unique, 

which exists outside the mind (Tuli, 2010). These researchers typically pursue accuracy, 

regularity and reproducibility within a quantitative research framework (Jean Lee, 1992), an 

approach characterised by its search for an objective and unique truth and essential world 

(e.g., Powell, 2020; Zyphur & Pierides, 2017; etc.). However, other researchers argue that 

nature does not exist outside the mind (e.g., Gaudet & Robert, 2018; Krauss, 2015; etc.), 

instead, it is formed by the subject in an ongoing, temporal process (Harman, 2018), and 

cannot be separated from the manifestation of facts or the perceiving subject (Sovacool, 

Axsen and Sorrell, 2018), so there is no so-called objective, unique and external reality and 

truths (e.g., Moon et al., 2019; O’Connor & Joffe, 2020).  

This research assumes that reality is not external and objective (Johnson and Duberley, 2000), 

but is situational and subjective (Mohajan, 2018). Reality is not single (Easterby-Smith, Thorpe 

and Jackson, 2012) and transcendental (Partington, 2002), nor it is artificially constructed 

(Meredith et al., 1989), and more than that, it does not exist without human attention; it is 

constantly changing, and thus need to be discovered continuously. This study also 

acknowledge the influence of the researcher on the research results, and emphasise the 

"interaction" and "explanatory understanding" between the researcher and the subject (Chiu 

et al., 2010; Azungah, 2018). In this research, I consider myself the research tool, and I use a 

variety of data collection methods to examine TM in Chinese universities comprehensively. 
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This is inevitably influenced by subjective cognition, therefore, this study is more inclined to 

show the reality under subjective consciousness. 

Epistemology, which refers to the study of the nature of knowledge, is not optional, but affects 

the quality of research (Stodulka, Selim and Mattes, 2018). It refers more broadly to the origin, 

nature and extent of knowledge (Angle and Perry, 1981), and one of its thematic focuses is 

the relationship between belief, learning and knowledge (Denzin and Lincoln, 2008). 

Epistemology deals with how people perceive the truth (Montero, 2002). People are 

independent individuals with consciousness, and to take this into account, scholars have 

focused on how people view and interpret the world around us (Easterby-Smith, Thorpe and 

Jackson, 2012). Hanson (1958) proposed the theory-ladenness of observation, while Kuhn 

(2012) highlights individual differences. 

According to Moon & Blackman (2014), in Objectivism, an objective reality exists in an object 

independent of the subject, while subject imposes meaning on an object in subjectivism, and 

constructionism in social science means meanings are created from interplay between the 

subject and object, namely subject constructs reality of object. This research followed the 

stance that the reality’s meaning making is the activities of individuals’ minds. Therefore, the 

basic proposition of this research is to establish practice-based intersubjectivity, and thereby 

achieve the coordination and integration of objectivism and subjectivism. The nature of social 

reality is contextualised actions and interpretation (Gumperz, 1992); the world, therefore, is 

a product of the meanings and knowledge people bring to it. As storytellers, humans are 

subjects, constructors and enactors (Benjamin and Zohn, 1963).  

Induction is mainly used to analyse data and form theories, and interpretative understanding 

is obtained through interaction with research objects to construct their behaviors and 

meanings (Welch et al., 2020). Deduction involves combining existing information by following 

specific mental operations (Goswami, 2002). Although both deductive and inductive 

arguments are used frequently, and they are equally compelling and persuasive (Hollihan and 

Baaske, 2015). However, the inductive category of human reasoning functions to provide a 

closer understanding of the meanings which individuals attach to and therefore emphasise 

the role of the researcher as part of the research process (Rojon and Saunders, 2012). This 

demonstrates that qualitative research is no less precise, though it often involves a more 
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inductive process, and this research truly believes.  

4.2.2 Research paradigm / Theoretical perspectives 

Given the above interpretation of ontology and epistemology, this study will focus on the 

meaning making of people’s mind. As a researcher, I am also a part of the research, and 

through my interactions with the respondents, the social reality or the situation is created and 

therefore there is no absolute truth but multiple truths. In other words, I have been 

constructing the social reality mentally in the process of reading materials, determining the 

research focus, questions to be asked from the respondents, and analysing data etc. Therefore, 

I am faced with a dilemma: if the social reality is constructed by social actors, the researchers 

have also constructed the reality in the process of research, then this social reality is no longer 

the one the researchers intended to study. In this case, Hammersley and Atkinson (2019) 

suggest the following formula: first, there is a social reality, and researchers can study it 

independently; second, researchers participate in the construction of parts of the research 

process. This problem can also be framed as two questions. If there is a social reality, can 

people know it and understand it? Or how can people understand or measure this social 

reality? These are the questions that epistemology should solve. The answers to these 

questions primarily take two distinct directions: positivism and interpretivism. 

First of all, positivists have repurposed methods originally used in natural science to conduct 

social science (Gerard, 2005), presupposing that everything can be observed or measured. It 

presents the philosophy of ontology and epistemology of positivism is realism, which is reality 

can be understood by using appropriate methods. Positivists tend to focus on deductive 

methods to verify theories, and also establish theories. Researchers find gaps in existing 

studies (Matusov et al., 2019), develop new theoretical conjectures through logical deduction, 

and then test the theoretical hypotheses through quantitative research methods of positivism 

(Zyphur and Pierides, 2017).  

Contrary to positivism, interpretivism believes that the world is constructed by human society, 

and social phenomena do not exist independently of our interpretation (Schwandt, 1994). The 

research philosophy of ontology interpretivism is relativism, means that multiple realities exist 

and mental constructions make sense. Interpretivism opposes the use of numbers to explain 

the world, instead arguing that the real world and behavior are jointly constructed and 
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explained by researchers and research participants. The research process involves researchers 

deeply exploring the world of the research participants, observing with the eyes of the 

research participants, and thinking about the external world in their terms. The researchers 

and the research participants jointly construct the context and the reality. Therefore, in 

qualitative research under the guidance of interpretivism, the values of researchers and 

research participants interact and are interrelated, in stark contrast to the approach of 

positivism, in which values are independent and do not interact. According to the framework 

of interpretivism, interpretation and meaning are the keys to social science research 

(Alharahsheh and Pius, 2020), social science should explore how people understand the world 

(Chowdhury, 2014), and the researchers themselves conduct the research activities in a 

specific discourse (Furlong et al., 2017). As a result of this orientation, interpretivism focuses 

on social actors’ understanding of the ‘meaning’ of actions (Packard, 2017), the use of 

language, the impact of culture and context, as well as comparison. Moreover, the 

interpretivist framework denies the importance of direct empirical observation, as meaning, 

discourse and relevant other concepts are often internalised. Therefore, interpretivists try to 

understand the subjective view of the subject, that is, what social reality looks like through 

the eyes of the subject (Leitch, Hill and Harrison, 2010). Researchers should immerse 

themselves in real-life contexts to understand, explain and reconstruct concepts and 

meanings through scientific means and language, a process which is more akin to translating 

research participants, rather than speaking for them (Goldkuhl, 2012). To achieve this, 

methods such as in-depth interviews and participatory observation are used (Lin, 1998).  

Due to the emphasis on ‘interpretation’, qualitative research under the guidance of 

interpretivism is more compatible with the humanities, and this affinity is reflected in the 

increasing use of this framework within contemporary social science (Ritchie et al., 2013; Collis 

& Hussey, 2013). First, qualitative research data doesn't directly describe an observable 

empirical reality but is intertwined with the discourse background within that reality. Ormston, 

et al. (2014) stated that the data collected in qualitative research does not describe an 

empirical reality that can be directly observed, but relates to the discourse background 

embedded in the empirical reality. In the context of this study, it emphasizes the need to delve 

into the underlying discourse surrounding the phenomena. It suggests that understanding 

how research participants define and perceive the social environment is crucial to grasp the 
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nuances of the subject matter.  

Second, the research process must reflect the interaction between researchers and research 

participants (Bourke, 2014).  This implies that the researchers should be aware of their 

influence on the research process and recognize the impossibility of complete control over 

participants. Acknowledging this interaction becomes essential for maintaining the integrity 

of the study. The emphasis on prioritizing the discourse system followed by participants aligns 

with the need to reduce the risk of self-deception during the research. 

Third, the research conclusion is not an absolute ‘objective law’, but only a relative, partial 

interpretation and re-interpretation, based on a specific context (Thelwall, 2006). In the 

context of this study, it implies that the conclusions drawn should be seen as interpretations 

rather than universally applicable truths.  It encourages a nuanced understanding of the 

research findings, considering the context within which they were derived.   

Given the previous reasons on the chosen ontology and epistemology, interpretivism seems 

more appropriate for this study, and the position of my research is skewed towards the 

interpretivism paradigm. There is no doubt that it is more appropriate for emphasising the 

involvement and subjective process of interpretation involved in understanding and making 

sense of phenomena. Within the framework of my research aim, interpretivism will enable a 

nuanced examination of the subjective experiences, meanings, and perspectives within the 

realms of talent or leadership as examined in this study. It facilitates a comprehensive 

exploration of the Chinese context, contributing to a profound contextual understanding. 

Moreover, this methodology proves particularly beneficial when grappling with intricate and 

multifaceted issues. By focusing on the subjective experiences of individuals, interpretivism 

becomes instrumental in capturing a spectrum of diverse perspectives and meanings 

associated with the research aim. Consequently, it yields insights specifically tailored to the 

distinctive context of Chinese universities. 

4.3 Research Choice: Qualitative research 

In “The Sage Handbook of Qualitative Research” (Denzin and Lincoln, 2011), the concept of 

qualitative research is described as a situational activity that places observers in the real world. 

It consists of a series of interpretive and materialised practical activities aimed at making the 
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world manifest. These activities transform the world into a series of representations, including 

field notes, interviews, conversations, photos, records or self-memos. On this level, qualitative 

research necessitates an explanatory, naturalistic approach to the world, which means that 

qualitative researchers try to understand or explain phenomena according to the meaning 

given to them by the subjects under study. A comparison of different definitions (Weber, 1978; 

Wiersma et al., 1995; Creswell and Poth, 2016), reveals four keywords that are particularly for 

the qualitative research paradigm: context, meaning, interpretation and subjectivity. This 

study chose qualitative research as research approach based on these four points: 

Context. Qualitative research emphasises that things do not exist in isolation, but in the 

context of the real world, which includes time, space, history, culture, politics, community, 

interpersonal and other elements (Suzuki et al., 2007). Things are meaningful in the context 

of their connections with other things. People live in a web of meaning that they have  

woven (Weber, 1978), Geertz (2008) calls this network of meanings "culture". The theme of 

this research is talent management in universities in the context of China, and the discussion 

of cultural background is elaborated in detail in Chapter 2. The qualitative method is more 

suitable for my research, because it enables me to develop an explanatory understanding 

of talent management, better express the bearing of Chinese culture on the research 

question, and understand how individuals take other behaviors into account in the process 

of giving meaning to actions. Instead of trying to simplify complex phenomena into a set of 

relationships between several variables, this sudy examined social phenomena holistically 

by case study. 

Meaning. In the view of qualitative researchers, any social reality obtains its meaning in a 

specific context; that is to say, it has meaning when in relation to other things (Taylor, 1973). 

Moreover, meaning itself is the object that qualitative research tries to explore, understand 

and explain. The qualitative researcher should grasp the meaning behind various artifacts, 

human behaviors and social phenomena in the context of culture. Although meaning is in 

the mind, the origin and importance of meaning comes from culture, because it is indeed 

created in culture. Universities are public organisations with public significance, and TM 

requires meaning to be negotiated and communicated. Because meaning is subjective and 

multiple, it is necessary for me to understand different experiences and meanings to answer 

my research question.  
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Interpretation. Qualitative research does not bring the words, behaviors and texts of the 

research objects to readers intact (Geertz, 2008), because these contents are often trivial, 

disorganised and even contradictory (Creswell and Poth, 2016). To respond effectively to 

this challenge, qualitative researchers need to peel off the more superficial layers of reality 

to reveal more fundamentally meaningful components. My intention is to explore the 

understandings of TM; however, different groups of people hold different opinions. It is, 

therefore, necessary to explore multiple experiences to reach a consensus, with the goal of 

extracting general and abstract theories from induction, collation and analysis based on the 

collected data. This approach enables acomparative ‘substantive’ analysis of phenomena 

(Legewie, 2013).  

Subjectivity. The subjectivity of researchers not only exists, but is indispensable (Patton, 

2014; Bryman, 2016). In addition, the subjectivity of the research object should be 

respected (Yin, 2009). In the view of qualitative researchers, the research object of social 

science is always related to people; no matter the kind of social phenomena, artifacts or 

social actions, people give them meaning. Since the world is constructed out of multiple 

realities (Schurz, 2013), the words and actions of people already contain an implicit, 

interpretative understanding of the world (Castleberry and Nolen, 2018). Moreover, the 

process of qualitative research is the interactive construction between the research objects 

and the researcher. Qualitative researchers realise the integration of horizons to achieve 

understanding through dialogue and negotiation, which relates to both the research 

subjects (and their experience world) and the researcher (and their experience world) 

(Khaldi, 2017; Wertsch, 1993). This characterisation reflects the positions I hold in ontology 

and epistemology.  

In addition, according to the literature, approximately 20% of empirical TM papers utilize a 

mixed methods approach (consisting of both quantitative and qualitative techniques). 

Moreover, 42% of empirical papers drew solely on quantitative data and if combines the mixed 

method papers that had a quantitative element, 56% of all empirically based papers drew 

upon quantitative data (McDonnell et al., 2017). As McDonnell summarises, “there was, 

therefore, a slightly higher proportional use of quantitative data. Given the recent nature of 

the field, it may be somewhat surprising that there wasn’t a greater use of qualitative data” 

(pp. 89). Bridging this research gap was another reason I adopted the qualitative research 
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method. 

As I see it, my qualitative research is not a process of obtaining data through interviews, 

observations and other tools, but is rather the process of establishing a trusting relationship 

with research objects and jointly constructing reality through equal dialogue (Schein, 1993). 

Therefore, the reality investigated in my qualitative research is not the construction of 

individual interviewees, but a reality constructed together with researchers, who need to 

grasp naive concepts through continuous dialogue. In other words, in-depth interviews and 

participatory observation methods are not just formal methodogies, but require researchers’ 

paradigms to align with the goals of qualitative research more broadly (Musante (DeWalt) and 

DeWalt, 2010). 

4.4 Research Design 

There are several popular research designs that fall within interpretivism within the field of 

talent management: Narrative Research (e.g., Anlesinya & Amponsah-Tawiah, 2020; Makram 

et al., 2017; Painter-Morland et al., 2019; etc.); Phenomenology (e.g., Dewi et al., 2021; 

Khanifar et al., 2020; Pillay et al., 2019; etc.); Grounded Theory (e.g., Nayak et al., 2018; 

Shikweni et al., 2019; Sivathanu & Pillai, 2019; etc.); Ethnography (e.g., Beamond et al., 2020; 

Daubner-Siva et al., 2018; Devaney et al., 2018; etc.); Case study (e.g., Johennesse & Chou, 

2017; Thunnissen & Buttiens, 2017; van den Broek et al., 2018; etc.).  

Narrative research enables researchers to transform their own experience into plot fragments 

with temporal significance (Lieblich et al., 1998). It has limitations; first of all, researchers need 

to have unique perception and a keen ability to identify problems (Hillel Lavian, 2015), which 

depends on the researchers' advanced theoretical insight; secondly, narrative analysis 

foregrounds the challenges of analysing and selecting a sample (Lieblich et al., 1998). It 

doesn’t fit this research, because the aim of this research is not to connects events so that 

meanings emerge according to their temporal position their role in the overall story (Andrews, 

Squire and Tamboukou, 2013). Phenomenology is a method of discovery; knowledge is based 

on subjective knowledge, and it is always related to and cognitively constructed by the people 

involved  (Sokolowski, 2000). The goal of phenomenology is to guide relevant individuals to 

reveal their knowledge and experience (Connelly, 2010). This method advocates directly grasp 
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and think about actual phenomena. Ethnography is a field investigation method which relies 

on fieldworks and uses participatory observation and in-depth interview to access social facts 

(John, 2000). However, it is difficult for me to conduct participatory observation to explore the 

meaning behind the phenomenon, and it requires researchers emersion in the context to 

collect thick description which can be time consuming, so this approach is not suitable for my 

research. Grounded Theory (GTM), which is receiving increasing attention, is an approach in 

which researchers deeply rooted in the soil of experience summarise and abstract a theory 

with universal applicability from facts. This method satisfies my desire to innovate and 

construct theory; however, it requires serendipity (Merton and Barber, 2011) and theoretical 

sensitivity (Heath and Cowley, 2004), which is “the ability to grasp empirical phenomena in 

theoretical terms” (Kelle, 2007, pp.141). Categorised according to ontology and epistemology, 

there are three schools of key GTM: Classic/Glaser GTM, which address the discovery of 

theory from data systematically obtained from social research (Glaser & Strauss, 1967, pp.2); 

Straussian GTM, which inductively derives theory from the study of the phenomenon it 

presents. This approach emphasises discovering, developing, and provisionally verifying 

theory through systematic data collection and analysis of data (Strauss & Corbin, 1990, pp.23); 

and Charmaz GTM, which constructs conceptual frameworks and theoretical analysis from 

data and subsequently checks theoretical interpretations (Charmaz, 2014, pp.343). According 

to classic grounded theory (Holton and Walsh, 2016), GTM can use both qualitative and 

quantitative data, which is the advantage of this approach. Although grounded theory 

increasingly represents an academic norm, and evidently has a great deal of potential, there 

are several challenges to using this approach. First, the processing progress of this method is 

relatively abstract, which is difficult for novices. Second, grasping the theory is time-

consuming and requires pre-conscious processing (Charmaz, 2010). Therefore, researchers 

need to stimulate their cognition and pre-conscious processing through manual sorting, 

memory and classification procedures. Third, coding can only generate descriptions of 

concepts which lack sufficient theoretical sensitivity. Fourth, researchers may be tempted to 

collect an excessive amount of data simply because it is available. Based on the above 

considerations, it can be concluded that this approach does not suitable in my research.  

Case studies are widely used in the field of social science research. There are two viewpoints 

on the definition of case study: the first holds that a case is a special event, and conclusions 
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with general applicability cannot be summarised from a particular case (Gomm, 2000); the 

second view is that case studies emphasise the description of the event’s process 

consequences from the general scene or the combination of all factors to answer the 

questions of "what's going on" and "why" (Yin, 2009), and it could be an in-depth and 

comprehensive study on a person, an event, a social group, or a community (Harrison et al., 

2017) 

In this research, the term case study refers to the in-depth empirical investigation of a current 

phenomenon in its actual social context, especially when the boundary of that context is not 

obvious (Yin, 2009). This approach leads researchers to focus on important research questions, 

and the results are often interesting and theoretically innovative (Bartunek et al., 2006; 

Graebner, Martin and Roundy, 2012). In recent years, multi-case studies based on theoretical 

sampling and replication logic are increasingly emerging (e.g., Voss et al., 2002). Single case 

studies can be regarded as part of multiple case studies, while multiple case studies can be 

seen as based on the comparative analysis of multiple single case studies.  

Cheng (2001) argued that case studies are necessary for understanding the world and are 

particularly suited to dealing with complex problems. The most obvious advantages of case 

studies are its in-depth and comprehensive characteristics, its ability to some valuable 

propositions, explore research topics of theoretical significance, and provide enlightening 

ideas and valuable research directions for subsequent research (Feng, 2005).  

The case study is the most suitable method for my research for the following reasons: 

First, matching research methods with research objectives,which is advocated by Edmondson 

and McManus (2007). Case studies are particularly suited for exploratory theoretical research 

or for providing a new perspective research in a mature field, and TM is just such a field, 

especially in Chinese universities, and the reasons that TM in Chinese universities is an 

exploratory research are explained in Chapter 2.  

Second, the analysis units and levels of case study are very diverse, and therefore are well 

suited to the diversity and complexity of universities. For example, Bingham and Eisenhardt 

(2017) analysed six high-tech start-up enterprises through case studies, and Davis and 

Eisenhardt (2011) analysed eight technical cooperations among ten organisations in the global 
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information and technology industry. The unit of analysis of a particular case study is 

determined by the theory to be constructed, and a case study can also have multiple analysis 

levels to form a nested research design. Martin and Eisenhardt (2010), for example, designed 

cross-functional units and enterprise levels as analysis units, and as a result, their research 

was particularly productive. 

Third, case studies can be used to explain a theory, a concept, a phenomenon or for other 

purposes. Siggelkow (2001) constructed a new theoretical framework to analyse how the 

relationships between enterprises’ activities affect their ability to cope with environmental 

changes. Davis and Eisenhardt (2011) put forward the core concept of Rotating Leadership. 

Tripsas and Gavetti (2000) illustrated the important role of management cognition through 

Polaroid's story. Langley (1999) called for more process research in the field of organisation 

and management research, and the case study method has great advantages in this respect. 

Fourth, case studies can also be used to put forward theoretical propositions. Hydle (2015) 

conceptualised the role of time and space in strategizing through a case study. Based on a 

qualitative comparative case study analysis, Festing et al. (2015) characterised the 

peculiarities of TM and gender inclusion in talent development in the German context. In the 

case of GCC, it describes the challenges and limitations in talent attraction and retention 

(Singh, Jones and Hall, 2012). In addition, Ingram and Glod (2016) proposed a list of talent 

management practices suitable for Polish healthcare organisations. 

4.4.1 Case Study Design 

Case studies are well suited to exploring research questions involving “why” and “how” 

(Rowley, 2002). Case studies can be positivist or interpretivist, but only interpretivist case 

studies are considered here.  

According to their research purpose, case studies can be divided into descriptive, explanatory, 

evaluative and exploratory studies (Bassey, 1999).  

Descriptive case studies give an accurate overview of a person, event or situation, via story-

telling; for example, Kimani and Waithaka (2013) undertook a descriptive case study of a 

Kenyan broadcasting corporation and explored the factors affecting talent management in the 
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public sector; Theys & Schultz (2020) conducted an in-depth investigation to describe talent 

management in the South African statutory water board sector. 

The purpose of an explanatory case study is to summarise a phenomena or findings of a study 

and finally draw a conclusion. Explanatory case studies are suitable for examining issues of 

relevance or causality, and are commonly used for theory-testing; for example, Loomis (2018) 

conducted a single qualitative explanatory case study and explored succession planning 

practices in a federal agency; Smith ( 2000) assessed the leadership actions that influence and 

maintain the community blood supply in a specific region of the US by means of a qualitative 

explanatory case study. 

An evaluative case study focuses on making judgments on specific cases. For example, Allen 

(2008) conducted an evaluative case study on the Management Assignment Program, a 

management accountability evaluation framework. Pullen (2006) assessed the pedagogical 

and instructional design effectiveness of online continuing professional education courses in 

his evaluative case study. 

Exploratory case studies seek new insights or evaluate phenomena with new perspectives. For 

example, an exploratory study was conducted by Stewart and Harte (2010) at a very early 

stage of implementing TM to explore the connections between talent management and 

managing diversity. Festing et al. (2013) explored an under-researched area, namely talent 

management in German small and medium-sized enterprises, and they produced several key 

findings. Notably, in the field of talent management, exploratory case studies are particularly 

common (Jones et al., 2012; Haines, 2016; Tran and Dou, 2019). 

Yin (2004) organised case studies according to different criteria, and established four main 

types: single case study, holistic case study and embedded case study, multi-case study, 

holistic multi-case study and embedded multi-case study. Some scholars argue that the main 

difference between a single case study and a multi-case study lies in the difference in the 

number of cases used in the study, and that there is no essential difference (Yu, 2006). Yin 

(2009) also argues that there is no clear dividing line between the single case study and multi-

case study. Multi-case studies are generally more reliable, accurate, better able to guide 

quantitative analysis, and more able to increase the diversity of understanding. However, 
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there are also significant difficulties in carrying out multi-case studies. Multi-case studies 

require information to be gathered from multiple entities to explore a phenomenon in its 

natural environment. Compared with the description of activities with a shared background 

in a single case study, a multi-case study requires the use of cross-case models, so that the 

activities in various situations can be observed at a deeper level. This approach provides a 

more comprehensive description and clearer explanation for the construction of theory, and 

tends to improve the applicability of relevant research conclusions in other situations. This 

study explores how universities can bring about changes through the implementation of talent 

management, so the multi-case study method is highly appropriate.  

Therefore, an interpretivist, multiple qualitative exploratory case study method was 

adopted for this study. The main task of intra-case analysis is to answer research questions 

for each case, while comparative analysis aims to break through researchers’ initial 

impressions, so as to obtain theories that strictly match the data, test whether the possible 

relationships are consistent with the evidence.  

Regarding the research path, most scholars generally consider a case study to involve a set of 

clear and systematic procedures and technologies, which are used to analyse the large 

quantity of original data obtained from the field and conceptualise theoretically (Corbin and 

Strauss, 1990). In other words, a case study is a research tool that moves from concrete 

empirical facts to general theories. It uses a variety of data and data collection techniques, 

and through in-depth excavation and detailed description of the context and process of 

important events or behaviors occurring in specific social units, and analyses, interprets, 

judges, evaluates or predicts on this basis (Yin, 2009).  

The value of interpretivist case studies lies in explaining a case under investigation and 

improving understanding of its essence or meaning. The conclusions of the case study adopt 

the method of analytical generalisation rather than statistical generalization (Andrade, 2009). 

The effectiveness of the case study depends primarily on the analysis of the data under the 

guidance of the theory. Some popular research methods and skills include theoretical 

sampling, semi-structured interviews, field observations, data structure and grounded theory, 

etc. This study adopted in-depth semi-structured interviews, while emphasising the use of 

non-interview data (such as documents, annual reports, seminars, archives) (Bailey and Barley, 
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2020).  

Researchers who adopt the case study method adopt different procedures according to their 

purposes or needs (See Table 4.1). 

Table 4.1 Different case study procedures 

Purpose Theory Development  Policy evaluation Positivism 

Sources Eisenhardt (1989) Stake (1995) Yin (2004) 

Procedure 

Define research 

question→Select 

case→Identify research 

tools→Collect data 

→Analyse→Propose 

hypothesis→Literature 

comparison→Result 

Determine the type of case 

study→Determine research 

question→Collect 

data→Analyse and 

interpret→Determine the 

position of 

researchers→Validity→Report 

Determine study 

design→Prepare 

for 

research→Collect 

data→Analyse→ 

Report 

According to Hancock et al. (2021), the research steps are formulated and followed: 

Step One: Research design. ① Explain a well-defined research problem. ② Make an initial 

inquiry into the existing literature, but suspend judgement of its conclusions to better discover 

new insights, and avoid theoretical presuppositions, because this may prejudice the research.  

Step Two: Data collection. ① Give more opportunities to interviewees who have profound 

insights into research issues. ② Maintain flexibility and adjust the interview outline according 

to the respondents' answers. ③ Re-investigate the previous interviewees according to issues 

encountered in later interviews. 

Step Three: Data analysis. ① Implement initial data coding. ② Make an overall summary 

table including first-order coding entries. ③ Organise the first-order coding into the second-

order coding (focusing on theory). ④ Combine items, topics, and dimensions into a data 

structure. 

Step Four: Theoretical expression. ① Form relationship between the concepts in the data 
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structure. ② Transform static data structure into theory model. ③ Dialogue with existing 

literature to refine the expression of emerging concepts and their relationships. 

Constructing theory through case studies is an increasingly popular and significant research 

method, and a large number of influential studies have used this approach. However, 

researchers using the case study method also face many challenges (Eisenhardt &Graebner, 

2007).  

⚫ Demonstrate the rationality of theoretical construction. Compared with large-scale 

hypothetical research, the process of conducting a case study is less objective. The 

research question needs to be closely related to existing studies, and the rationality of 

an inductive case study depends to a great extent on whether qualitative data can give 

insights into a series of complex social processes that quantitative data cannot easily 

reveal (Alam, 2020).  

⚫ Theoretical sampling of cases. Another common challenge in building theory through 

case studies is the selection of cases. While multiple case studies may produce better 

theories, the sampling required is more complex. Case selection is no longer based on 

the uniqueness of specific cases, but on the contribution of each case to theoretical 

development (Yin, 2004).  

⚫ Collection of data. Many knowledgeable and diverse research participants must be 

interviewed (Thomas, 2017). 

⚫ Present data. For multi-case studies, it is a challenge to fully describe each case (Crowe 

&Cresswell, 2011). The challenge of this double case study is to present the extensive 

research results within a limited space.  

⚫ Generate theory (Hammersley et al., 2000). To achieve this, it is necessary to grasp key 

information.  

4.4.2 Selecting the Case 

Unlike those working in a positivist framework, researches in interpretivism do not use large 

samples to ‘test’ theories (Tsang, 2014). Instead, the researcher should be deeply involved. 
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Qualitative research is, therefore, not just a toolbox, but is a researcher’s means of 

understanding the world, and reflecting on the research purposes. 

Small (2009) discussed the strategy of selecting respondents at random for small, in-depth 

interview projects or identifying ̀ representative' cases. This study was inclined to typical cases, 

and in order to justify this approach, researchers must maintain the openness and novelty of 

research.  

The criteria for selecting cases in this study are as follows: ① Based on the theory of case 

study sampling, select universities that can especially explain and demonstrate the 

implementation of talent management; ② To ensure the comprehensiveness and availability 

of data, the selected universities must have been established for a given period of time, have 

a relatively mature HRM system, and implement a TM strategy in order. Therefore, the 

universities selected for this study were P University, one of the best universities in Beijing, 

the political, economic and cultural center of China; and N University, a resource-poor 

university in underdeveloped western region. The selection of two contrasting universities 

more comprehensively covers TM in Chinese universities and enables a deeper understanding 

of this topic.  

P Univerisity 

Following the principle of typicality, this study takes a world-class university (P University) in 

China as a case study sample. The typicality of this sample is mainly reflected in the following 

aspects.  

(1) At present, there are few universities in China that have adopted the Tenure-track system. 

Among these few universities, P University has established a mechanism of Tenure-track 

with Chinese characteristics since the year of 2014, in order to introduce and train first-

class teachers and disrupt the original talent system. The tenure-track system is a 

university personnel management system based on contract employment. In this system, 

a pre-employment period is set for new college teachers, and the system design of "either 

promotion or leaving" is adopted. Teachers who pass the pre-employment period 

assessment can receive employment for life. Pre-employment can be regarded as a long 

probation period, which usually takes 3 years but can reach 6. If the employee passes 
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evaluation, they will be granted tenure. As long as there is no serious violation of laws and 

regulations, the employee can remain employed until the national statutory retirement 

age (60 or 65 for men and 55 or 60 for women), but if the employee fails evaluation, they 

will be dismissed or withdrawn from the long-term employment process. 

(2) P University optimises specific measures in various aspects, such as talent introduction, 

promotion, evaluation and employment through a structured process, and aims to 

adherence to develop TM in a long-term. 

(3) In terms of reform effectiveness, as of 2019, P University has implemented the system of 

long-term employment of teachers in all departments, realizing a smooth transition and 

completing the standardisation and normalisation of the long-term employment system. 

At present, the number of talents employed by the principal exceeds one-third of the total 

number of teachers in the whole school. Long-term teachers play a key role in personnel 

training, scientific research and social services in P University, and have produced 

institutional benefits. Generally speaking, the substantial achievements made by this 

university have inspired other universities in China, especially the "double first-class," 

universities to reform talent management. 

N University 

As one of the western universities in China, N University is one of the key universities 

supported by the government. Although its resources are poor, its contribution and role to 

the province and surrounding areas is critical. 60% of the students N University come from 

rural areas, 50% come from poor families, and 36% are ethnic minorities. Therefore, N 

University shoulders the heavy responsibility of preventing the intergenerational transmission 

of rural poverty, which is of great significance to the western region, especially in ethnic 

minority areas. This hidden contribution is not reflected in the ranking of universities, but is 

nonetheless unparalleled. 

In terms of TM research, N University was selected as a typical case for the following reasons:   

(1) Universities in western China account for half of the total number of universities in China. 

However, due to long-term uneven regional development, western universities have been 
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at a disadvantage; however, a revitalisation plan for western higher education has been 

vigorously implemented and has achieved remarkable results. For example, 10 billion yuan 

has been invested to support distinctive and high-level western universities, one of which 

is N. A series of measures have improved the basic conditions, teaching conditions and 

scientific experimental conditions of universities at different levels, and also played a 

highly significant role in the development of teaching staff. 

N University belongs to both western universities and ethnic universities, which are in 

urgent need of talents. To meet this need, a talent attraction plan was implemented. On 

the one hand, it targets and rationally introduces talents; on the other hand, some posts 

and development opportunities are reserved for existing teaching and scientific research 

personnel in the university. However, the fierce competition of introducing talents, the 

practical problems of retaining talents, and the challenges of developing and applying 

talents in a utilitarian way within a structured framework are becoming increasingly severe. 

(2) N University have vigorously implemented TM reform, including by hiring a new principal 

with a high salary in 2021, undertaking a series of talent reforms, establishing a multi-

dimensional talent evaluation mechanism, making flexible use of talents, carrying out joint 

research, jointly producing results and realizing common development. As an elite talent, 

the principal was introduced flexibly and has played an active role in teacher training and 

leading talents.  

4.4.3 Gaining Access to the Cases 

I myself am the beneficiary of TM of N University, and I received support from N University to 

start my PhD study and undertake this research; receiving my research qualification from N 

University was, therefore, a logical step. P University has maintained a good and close 

relationship with N University for a long time. As the other party of one-to-one support, P 

University has signed a cooperation and construction agreement with N University, helping 

the university to develop. 

On the one hand, P University has given N University holistic assistance in terms of human 

resources, financial and material resources, and has made significant efforts to assist in 

management services, education and teaching, talent training, team building and scientific 
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research, among other things. On the basis of good cooperation between the two universities, 

my research has also been supported by relevant personnel from P University. This 

comparative study of the two cases will also strengthen the future cooperation and 

development of the two universities. 

Firstly, the researcher introduced and explained research intentions including the research 

purpose and orally to senior members of the HR department, after getting the initial positive 

response, the researcher immediately sent the Research Invitation Letter (Appendix One (A)) 

and asked permission formally. After receiving their support, the researcher interviewed HR 

staff, and received their feedback and recommendations. In addition, they provided a list of 

suitable personnel and contact information. Then, the researcher successfully sent an 

invitation letter (Appendix One (B)). Given the background, the researcher have a certain 

degree of understanding of the personal situation of some colleagues and peers, so the 

researcher purposefully selected the appropriate research objects to explain my research 

content. Following this, the researcher invited selected individuals to interviews. To develop 

the project further, the researcher adopted the purposive sampling and snowball sampling; 

more potential research objects were recommended by interviewees, gradually expanding the 

sample size.  

Interviewees in this study were selected based on the following criteria: ① Individuals who 

are familiar with the university, and understand its organisational context; ② Individuals who 

are involved in designing, managing, or implementing talent management, or who are defined 

by the organisation and are included in the talent management program; ③ Individuals who 

have the will, interest and enough time to participate in this study.  

In order to cover as many levels of employees as possible in each case, the researcher 

classified them. This classification is shown in Table 4.2. In general, 44 people were 

interviewed in this study, of which 15 were leadership and administer, accounting for about 

34% of the total, and 29 were from the talent pool, accounting for about 66%. Among them, 

this study interviewed 20 people in P University and 24 people in N University, which is 

roughly equal. 
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Table 4.2 Classification of research objects and reasons for selection 

Groups Scope of this study 
Reasons for 

Selection 
Possible 

Position/Title 
Expected 

Contribution 

Sample Size 

P 
University 

U 
university 

Total 

Leadership 

Individuals who are in a 
leadership position or 
make decisions with 
some managerial 
authority; individuals 
who have voice and 
power on academic or 
TM strategy. 

A leader's values 
often have a highly 
significant impact on 
the policy direction 
of the entire 
organisation. 

Principal/ 

Secretary of 
university Party 
Committee/ or 
their deputies 

Provide insights into 
the organisational 
context, describe 
how they recognise 
TM and how they 
plan to implement 
it. 

1 2 3 

Administration 
 

Individuals who 
participate in the design 
and implementation of 
TM; who engage in the 
specific work of TM 
practice; and individuals 
who provide talent 
services. 
 

In addition to having 
a holistic view, they 
understand the 
details of TM 
operation 
 

Dean/ School 
leaders 

Provide a realistic 
and objective view 
of how TM was 
implemented and 
evaluate its value. 
 

1 2 3 

Head of 
academic 
committee/ 
Department 
Head 

2 1 3 

Office staff 1 1 2 

HR specialist 2 2 4 

Academic 
talent pool 

Regardless of whether 
they have the title of 
‘talent’ or not, those who 
contribute to the 
university through their 

As the main body of 
TM, their experience 
reflects the current 
situation of talents, 
and their 

Elite/ Research 
Leader/ 
Professor 

Provide personal 
experience to reveal 
the process and 
reasons behind 
their life and work, 

4 4 8 

Introduced 
talents/ Key 

3 5 8 
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professional knowledge 
and skills; and who have 
made achievements in 
scientific research or 
teaching. 

characteristics, 
feelings and feedback 
determined the 
needs of TM. 

members/ High 
performers 

and provide 
subjective feedback 
regarding current 
TM. 

Young talents 5 3 8 

Potential 
talents/ Talents 
that are being 
trained 

1 3 4 

Individuals to 
help 

Exceptional cases 
uncovered during the 
investigation. 

Make up for 
unforeseeable 
circumstances. 

---- 
Provide exceptions 
and extremes. 

0 1 1 

 20 24 44 
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4.4.4 Research Context 

In this section, the context of cases are shown in detail. the researcher refrained from using 

the original name of two universities and the revealing information about their identity is 

hidden to ensure confidentiality. Basic information is shown in Table 4.3.  

Table 4.3 Basic Information of selected cases 

Basic information P University N University 

Founding Year 1907 1958 

University 
Orientation 

Comprehensive, research-oriented, 
internationalised universities with 

distinctive characteristics and great 
influence in China and overseas; 

National "985 Project" construction 
university; National "world first-class 
University" construction university (A 

Class);  

Comprehensive, teaching-
oriented, regional university 

with coordinated development 
of multiple disciplines; 
National "211 Project" 

construction university; 
National "First-class Discipline" 
construction university (C Class) 

Location Central City Northwest Ethnic Region 

Number of 
undergraduate 

students 
18514 19296 

The number of 
postgraduate and 
PhD students in 

the school 

18584 6355 

The number of 
international 

Students 
2088 179 

The number of 
minority student 

78 997 

The number of 
teaching staff 

members 
2792, including 38 academicians 2690, including 1 academician 

The number of 
specialties 

82 Undergraduate Programs, 44 
Academic Master Programs, 27 

Professional Master Programs, 34 Ph.D. 
Programs, 9 Doctoral Programs, and 30 

Post-doctoral Research Stations 

80 Undergraduate Programs, 31 
Academic Master Programs, 16 
Professional Master Programs, 
18 Ph.D. Programs, 8 Doctoral 
Programs, and 3 Post-doctoral 
Research Stations  

Occupied Area 2.56 km2 1.96 km2 

Developing Target 

Walk with the motherland, assist global 
development in science and education, 
and build a world-class university with 

Chinese characteristics 

Become a first-class university 
in western China with 
distinctive regional 
characteristics and outstanding 
ability to serve local areas 
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(Data sources: official website) 

Through a process of collecting public information (including online news reports, related 

interview videos, official websites, statistical yearbooks, policy documents, etc.), the 

organisational context of the selected cases was analysed. Because the case study is in China, 

this study also refers to the evaluation indicators of the best employers in China, including 

ChinaHR.com, Zhaopin.com, Council of China Employer Brand Forum, and Universum. Most 

of the selected institutions combine the internal and external conditions of enterprises in their 

evaluation process, and their internal evaluation indicators are highly related to the 

dimensions of organisational support resources that this study hopes to present. Combining 

these studies, organisational support resources can be divided into five categories: corporate 

culture, working environment, employee life, welfare guarantee and training development 

(Kurtessis et al., 2017; Rhoades & Eisenberger, 2002). Next, the context of P University and N 

University will be introduced in accordance with these five categories. 

Table 4.4 Organisational support resources and characteristics of P University 

P 
University 

Organisational 
support 

resources 
Evidence of characteristics 

Corporate 
Culture 

⚫ School Motto: Rigorous, realistic, united and innovative 

⚫ Walk with our motherland and help the world through science 
and technology  

Working 
Environment 

⚫ One of the most beautiful campuses 

⚫ Teachers have flexible working hours, and do not have to focus 
on bureaucratic processes 

Employee Life 

⚫ Regular anonymous questionnaire survey on teachers' working 
and living conditions to meet the needs of talents 

⚫ Add a special booth for talent affairs in the comprehensive 
service hall to serve high-level talents, establish a personnel 
service hotline and a suggestion supervision hotline, optimise 
business processes, and fully meet the reasonable needs of 
teachers in their study, life and work. 

Welfare 
Guarantee 

⚫ A talent fund of 50 million yuan is established for newly 
introduced talents, and new teachers are given high salaries 
through various financing methods. 
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⚫ For existing teachers: salary increases, the annual salary of 
professors is increased from 150,000 yuan to 200,000 yuan, 
and that of associate professors is increased from 100,000-
120,000 yuan to 150,000-160,000 yuan. 

⚫ Plan X: This is divided into three categories: Class A subsidy of 
200,000 yuan, accounting for 20%, Class B subsidy of 150,000 
yuan and Class C subsidy of 100,000 yuan, accounting for 
about 40% 

Training 
Development 

⚫ Normalise online and offline training。 

⚫ To set up various domestic and international training 
programs, cooperation projects, innovative talent support 
programs, award funds, etc., and establish postdoctoral 
workstations   

Table 4.5 Organisational support resources and characteristics of N University 

N 
University 

Organisational 
support 

resources 
Evidence of characteristics 

Corporate 
Culture 

⚫ School Motto: Esteeming virtue and Diligence, Seeking Truth 
and Innovation 

⚫ A spirit of ‘Shazaoshu’ 

Working 
Environment 

⚫ The campus covers a large area, but the per capita office space 
of teachers is relatively small. 

⚫ Teachers have flexible working hours, and do not have to focus 
on bureaucratic processes. 

⚫ Complex interpersonal relations. 

Employee Life ⚫ The trade union organises some cultural and sports activities. 

Welfare 
Guarantee 

⚫ Through performance-based pay reform that touches the 
practical interests of more than 2,000 faculty members, the 
distribution mechanism of more work and more pay for 
outstanding achievements will be implemented. 

Training 
Development 

⚫ Online and offline training. 

⚫ Establish "Helan Mountain Forum". 

⚫ Send faculties to visit and study in high-level universities or 
scientific research institutions worldwide, and encourage them 
to improve their academic qualifications by providing financial 
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support. 

(Data sources: documentary survey) 
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Table 4.6 Case Finding of the Implementation of Talent Management in P University 

Characteristics of the 
organisation 

⚫ Talent volatility: frequent changes and fierce competition 

⚫ Leadership values: advocating a free, humanistic spirit  

⚫ Employee characteristics: strong internal drive, realised self-worth and self-assertion 

Characteristics of 
organisational 

support resources 

⚫ To meet personalised needs, stimulate creativity and enthusiasm 

⚫ Raise funds from outside to increase resource support 

Implementation of 
TM 

TM implemented by P University relies on the tenure-track system which has been implemented gradually. In 2007, it 

began to carry out classified management of teachers; in 2013, this process was essentially completed, with sufficient 

institutional preparations implemented for the implementation of the tenure-track system. In 2014, P University 

officially identified six departments for the first batch of pilot reform. In the early stage of the reform, the long-term 

teacher system in the United States was largely applied. In 2017, P University began to transplant the American Tenure-

track system and consistently promoted the coupling of old and new systems. An increased compensation package was 

implemented through incremental reform leading to the completion of a tenure-track system with Chinese 

characteristics characterised by new methods for onboarding newcomers and dual-track operation  

Case Finding 

Incentive is the core of TM at P University. Unlike the American tenure system, which was established with the original 

intention of "maintaining occupational safety" and "academic freedom", the purpose of the tenure-track system 

proposed by P University is to establish a first-class teaching staff. For the purpose of achieving a first-class university, it 
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is necessary to solve the problems of "motivating people" and "selecting people", that is, to stimulate the enthusiasm 

of young teachers for academic work by granting long-term teaching posts, and to provide generous treatment and a 

stable environment to the talents who have passed the pre-employment assessment to maximise their academic value. 

It should be noted that the tenure system is intended to screen young scholars with academic interests and academic 

potential into tenure track.  

P University uses scientific research output to orient TM. University teachers are not only assessed in terms of scientific 

research ability, but also teaching and social service. However, it can be seen from the evaluation index formulated by 

P University that the scientific research output of teachers has, to a significant extent, become the only rigid index. This 

reflects the fact that the universities represented by P University exist in a higher education in which the dual pressures 

of ranking competition and "double first-class" construction in Chinese universities strongly apply,. As a result, the 

scientific research output of young teachers is taken as the most important index of assessment, which reflects the 

locally grounded requirement young teachers to produce more scientific research results. Although the original intention 

of talent management is to build a first-class teaching staff, this goal has been sidelined in the process of popularizing 

the tenure-track system. The administrative department closely links the system with performance management, 

reduces the system to performance goals, regards the promotion of talents' scientific research performance as the main 

purpose of the system, and selectively ignores deeper values, such as "maintaining academic freedom", "cultivating 

organisational culture", "developing talents” and “promoting sense of belonging", etc. This approach, with an "up or 

out" deterrent, prioritises the shallow function of promoting performance output, and obscures the spiritual core of 

talent management. In a word, it shows a strong tendency to instrumental rationality, and plays a primarily stimulating 
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role, rather than protecting dedicated research and guaranteeing academic freedom. 

Taking "administrationism" as the institutional logic of talent management. The logic of administrative doctrine is 

remarkably pervasive in China's universities. Universities took the programmatic documents issued as ideological 

guidance. The documents have primarily been executed by universities’ personnel management department, which lack 

vertical communication and feedback, and ignores the opinions and voices of teachers at the grass-roots level. Teachers' 

subjective status cannot be reflected, and administrative departments have a greater right to speak, and 

administrationism has become an objective institutional logic. Even if P University has a good academic tradition in talent 

management, front-line teachers are only passive recipients of policy rules, and most teachers have no right to 

participate in the process of policymaking, let alone the right to make decisions. The solicitation of views before decision-

making is only based on individual teachers, and is not mediated by formal, collective processes such as faculty meetings, 

which prevents teachers from forming a community of interests to protect their rights and interests. On the one hand, 

this reflects the tradition of top-down reform of the personnel system in universities in China; on the other hand, it 

reflects the tough logic of the administrative department of universities as an administrative control tool. In addition, P 

University aggressively implements its "up or out" process, which reduces the university to an evaluative role. 

Correlatively, the university does not offer guidance on career development and academic career planning for 

participating talents, which reduces the system to a tool for accelerating scientific research performance. 
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Table 4.7 Case Finding of the Implementation of Talent Management in N University 

Characteristics of 
the organisation 

⚫ Talent volatility: relatively stable 

⚫ Leadership values: Respect the spirit of dedication 

⚫ Employee characteristics: Focus on pleasant work, fairness and respect 

Characteristics of 
organisational 

support resources 

⚫ Focus on collective interests, provide universal welfare, wide coverage; stimulate the sense of service, honor and 

enthusiasm for work 

⚫ Re-distribution of existing resources 

Implementation of 
TM 

Talent introduction is the most important part of TM in N University, which suffers from acute brain drain and a 

fundamental lack of talent. On the one hand, relying on the "Helan Mountain Scholars" plan, enabled channels of talent 

recruitment, such as full-time recruitment, agreed salary, special appointment plan of Scholars, pre-recruitment etc to 

be broadened. N University attracted a group of talents from the external talent market, and gathered a group of high-

end talents through flexible recruitment and introduction. On the other hand, N University is prepared to train a group 

of academic leaders in school, and focus on training research talents in various disciplines, and increase its efforts to send 

young teachers to visit and study in high-level universities or scientific research institutions worldwide.  

In addition, N University has implemented Classification management in its faculties, and carried out performance-based 
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pay reform in 2017. Drawing lessons from the mature practices of top universities, in the year of 2020, professional and 

technical personnel were assigned posts involving 2,167 people in across the university, which is an important 

breakthrough in stimulating motivation and vitality. The purpose is to solve the five-year talent shortage, and effectively 

realise the dynamic management of talents’ rank and position. 

Case Finding 

If P University is a pioneer of scientific research and innovation leading reform, then N University is the representative of 

traditional universities with teaching as the mainstay.  

As a typical resource-dependent university, in order not to lose the competition of resources and interests introduced 

by a new round of key university construction policies and increase its value in academic hierarchy system, N University 

embarked on a rapid path of talent team construction. Talent recruitment is essentially a commodity-style talent game, 

a mutual pinch talent competition and a price war talent competition. 

A performance point system (called Gongfen) has been implemented. Like most universities, N University initially only 

had traditional personnel management, and then began to gain awareness of TM, which was receiving unprecedented 

attention. However, due to the long-term institutional constraints of external educational management policies and the 

characteristics of its internal academic development, N University has fallen into chaos. For example, the relationship 

between new recruits and local talents is tense, and the differentiated treatment incoming talents weakens the 

enthusiasm of existing talents. Conflicts between teachers still within the regular budget and the introduced talents (with 

agreed tenure) are evident in many aspects. Under the constraint of limited resources of the university, it is impossible 

to meet the reasonable expectations of all groups of talents at various stages.  
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N University implemented a hierarchical annual salary system, and a post allowance and performance compensation 

system were adopted to ensure quotas were met in terms of academic ability, achievements and contributions of talents.  

N University proposed to realise school autonomy, expecting that each school would cultivate of its own talent, in order 

to produce stronger talent effect. However, insufficient power and funds has been delegated to schools, especially in the 

transformation of talents from regular budgeted “teachers” to contracted "employers". 
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4.5 Data Collection Methods 

4.5.1 In-Depth Interviews 

An in-depth interview is a verbal event constructed by interviewers and interviewees, a unique 

way to know and understand the subjective world of social subjects. Through the process and 

content of the interview, the researcher explores and analyses the interviewee's behavioral 

motivation, beliefs, attitudes and views (Minichiello, Aroni and Hays, 2008). Therefore, the 

most important purpose of an in-depth interview is to explore relevant facts in detail, and 

thereby explore the meaning of the words and context given by the interviewees (Arksey and 

Knight, 1999). An in-depth interview is not a process in which one party "objectively" 

understands the situation based on the discourse of the other party, but a process in which 

both parties interact and construct "facts" and "behaviors" together. During the interview, the 

two sides inquire, play games, and coordinate with each other. Both sides' personal identities 

and how they relate mutually will affect the style and process of the interview (Morris, 2015). 

Therefore, this inquiry can be realised with a positive attitude and position, and an in-depth 

interview is not only a process of collecting data, but also a process of research (Schutz, 1976). 

It is typically conducted individually to provide a more involving experience. 

In this study, it conducted in-depth 44 interviews across P and N University. It includes 

leadership, administrator and talent pool, and the specific number and distribution have been 

explained in Table 4.2. In-depth interviews were used in this study, because it distinct from 

general interviews in three ways: ① The deepening of content. An in-depth interview does 

not simply involve repeated face-to-face contact between the researcher and the interviewee, 

but is characterised by relaxed and even barrier-free communication (Hancock, Algozzine and 

Lim, 2021). Interviewers can obtain a large number of responses related to research problems 

and information regarding what interviewees think, say and do in the given context 

(Minichiello, Aroni and Hays, 2008). ② The deepening of relationship. In the process of in-

depth communication, the researcher should strongly respect and valourise the interviewee's 

statement and viewpoint, and transcend personal feelings, understanding and explanation 

(Chirban, 1996). The interview, as a whole, is the shared product of researchers and research 

objects. The relationship should be equal. The researcher should not manipulate, but guide, 

the interview process(Hancock, Algozzine and Lim, 2021). ③ The deepening of data 
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processing. Faced with rich interview results, the researcher should be adept at exploring the 

profound significance hidden in superficial statements (Boyce and Neale, 2006). The focus of 

an in-depth interview is not only to achieve the research objectives, but to explore multiple 

views on activities, events and phenomena, as reflected in interviewees’ statements (Ritchie 

et al., 2013).  

In addition, semi-structured interview approach was used in this study, and different interview 

questions were developed for different groups (see Appendix Four), and see Appendix Three 

for the framework and process of this study for designing the interview outline. the interview 

questions prepared by the interviewer must be open-ended (Roberts, 2020). In the interview, 

responses are unpredictable, so the interview must develop in a cautious and theoretically 

grounded way (Roulston, deMarrais and Lewis, 2003).  

In order to ensure the ‘big-tent’ criteria for perfect qualitative research (Tracy, 2010), methods 

of observation and public data collection were used in this study in addition to in-depth semi-

structured interview. The function of each component is as follows: ① In-depth semi-

structured interview. Try to cover talents at different levels in the case universities and 

individuals with different roles involved in talent management activities, and adopt the 

purposive sampling and snowball method to expand the sample size. The content of formal 

interview includes talent conceptualisations and TM Practices and other key questions (See 

Appendix Three: Questions for Leadership, Administration and Talent Pool). The interview 

time, of both face-to-face and Skype interviews, is around 60min. ②Pilot interviews: Before 

the actual research interviews, pilot interviews were conducted in my faculty groups, and the 

researcher checked the logic of the questions in the interview, validated the quality of them, 

and recognized the deficiencies of the interview, that is, different interview questions should 

be developed for different interview groups in order to improve the effectiveness and 

efficiency of the interview. ③ Public information collection, that is, collecting relevant 

information regarding chosen cases through public channels, such as online news reports, 

related interview videos, policy documents and official website statistical yearbooks, etc.  

The formulation of interview questions underwent a meticulous process guided by 

fundamental principles aimed at ensuring the pertinence, depth, and appropriateness of the 

inquiries. Initially, a thorough examination of extant literature relevant to the research topic 
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was undertaken. This step aided in identifying key themes and gaps in the existing knowledge, 

with the questions employed in related studies serving as crucial references for the present 

investigation. Subsequently, each question was meticulously crafted to address specific facets 

vital for the attainment of the study's objectives, thereby ensuring a focused and purposeful 

approach, as demonstrated in Appendix Four. Thirdly, insights and feedback were sought from 

mentors and pertinent experts, leveraging their invaluable experiences and unique 

perspectives within the research domain. As a fourth step, a pilot study was executed with a 

limited sample size to assess the lucidity, comprehensibility, and efficacy of the interview 

questions. Lastly, this study consistently considered ethical considerations, incorporating 

participant comfort and confidentiality into the question formulation process. 

4.5.2 Sampling 

Sampling decisions characterised every stage of the study (Gentles, et al., 2015), such as 

selecting cases, selecting groups and individuals to interview, deciding which data should be 

transcribed and analysed (data sampling), which interview data should be analysed in detail 

(internal data sampling), which are carefully coded, and which are "quoted" as representative 

texts, etc.  

Sampling methods are typically divided into two categories: probability or random sampling, 

and non-probability or non-random sampling. In probability sampling, every unit in the 

population has an equal opportunity to be selected (Omona, 2013). In contrast, non-

probabilistic sampling means that researchers judge whether an individual is sampled 

(Sarstedt et al., 2018). The various types of probability sampling techniques include: simple 

random, stratified random, cluster sampling, systematic sampling, and multi-stage sampling, 

while the non-probability sampling techniques include: quota sampling, snowball sampling, 

judgement (or purposive) sampling, and convenience sampling (Omona, 2013; Sarstedt et al., 

2018).  

In this study, the researcher intentionally chose specific individuals for interviews and then 

implemented snowball sampling. Thus, the researcher utilized both purposive sampling and 

snowball sampling. Purposive sampling is deliberately selected in research endeavors due to 

its capacity to target individuals or groups possessing pertinent characteristics or experiences 

germane to the research inquiry (Pandey & Pandey, 2021). This research could employ 
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purposive sampling when seeking comprehensive insights from participants capable of 

furnishing substantial and meaningful information about the phenomena under scrutiny. This 

sampling methodology facilitates a strategic selection of participants based on their distinctive 

qualities or pertinence to the study, thereby augmenting the study's efficacy in addressing 

specific research inquiries or objectives with depth and precision (Robinson, 2014). 

Through the snowball method, the researcher is able to access to wider sample to obtain more 

significant results and establish more engaged communication through the recommendation 

of their colleagues and acquaintances. This method works better with small groups, which are 

difficult to access (Brewerton and Millward, 2001). HR staff provided me with a list of suitable 

candidates and contact information based on my positioning and selection criteria, and 

interviewees recommended more candidates for consideration. Since data collection, data 

analysis and sampling are intertwined in qualitative studies, this study follows the logic of 

discovery from design, to data collection, to sampling and the choice of analysis strategy (Tellis, 

1997). The intention is not to study the whole at the level of experience, but to construct a 

theory regarding the phenomenon of TM in the two case universities at the level of theory. 

Therefore, this study aims to select the individual, group or environment that can provide the 

maximum amount of information or the most valuable information as the research object 

according to the research purpose.  

Additionally, instead of determining the interviewees in advance, the researcher dynamically 

judges whether the list of interviewees is saturated and determine any remaining gaps 

according to the individuals interviewed, so as to allow the theory to emerge early in the 

process.  

Quantitative researchers use samples to represent a population, enabling conclusions 

obtained from sample research to be extended to a population (Bloomfield & Fisher, 2019). 

In contrast, the sampling goal of qualitative research is to provide exhaustive information 

regarding the factors related to a certain phenomenon and the relationship between the 

factors, so as to achieve data saturation (Fusch and Ness, 2015).  

The purpose of sampling is to allow the researcher to reveal more new unknown information, 

rather than to hear the same information repeated multiple times (Hennink and Kaiser, 2022). 
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The optimal sampling scheme is the most varied case combination; in other words, the more 

different the combinations of respondents are, the wider the scope will be and the easier it 

will be to achieve information saturation (Sarstedt et al., 2018). The criterion of theoretical 

saturation, that is, the criterion of stopping the sampling and interview process is when 

additional data cannot provide new category, properties and dimensions (or new concepts) 

(Braun and Clarke, 2021). It is necessary to constantly define the sampling standard and 

update the sampling quantity at each stage of the study. Therefore, the existing sampling size 

of 30 is only an estimation based on the size of other studies. For example, Sohrabi et al. (2017) 

adopted snowball sampling in their case study and interviewed 12 university and corporate 

experts to design an agile model for talent management. Hojjati et al. (2018) provided a TM 

model for staff of Shahed University by interviewing 30 specialists using targeted snowball 

sampling. Sehhat et al. (2020) researched knowledge-based agricultural companies to identify 

dimensions in the field of talent management. To achieve this, they used an in-depth semi-

structured interview with 30 experts to establish theoretical foundations and a research 

background. In another study, Fukey et al. (2019) explored the various types of selection 

process to achieve the right type of candidate for the organisation. To achieve this, they used 

the sampling method with a sample size of 30. In light of the saturation of information as a 

standard and the sample size of previous studies, it would be appropriate to conclude this 

study after 44 interviews.  

4.5.3 Interviews Protocol 

The following procedures were adopted in this study:  

(1) Interview preparation 

⚫ Identify the interviewees, and send them the interview invitation letter for confirmation, 

see Appendix One (B).  

⚫ Fully explain the purpose of the study, and their role in the study and inform them of their 

right to withdraw at any time.  

⚫ Determine the appropriate time and place of the interview. Due to Covid safety 

procedures, face-to-face meetings are not mandatory, and Skype, WeChat or Tencent 

Meeting can be used. 
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⚫ Ensure that this research continuously complies with ethical research standards, including 

being reviewed by the Ethical Research Committee. 

⚫ Prepare Interview Outline. Different questions for different groups were explored 

(Appendix Four), so different question sheet was prepared and used. 

(2) Before the formal interview begins 

⚫ Ensure that the purpose of the interview is explained to the stakeholders, clarify why they 

were chosen to be interviewed, and provide the expected length of the interview   

⚫ Informed consent and confidentiality agreements, see Appendix two (B). Reintroduce the 

purpose of the interview, reaffirm why they were selected, the expected duration of the 

interview, confidentiality concerns, and the purpose of the notes and recorder. 

⚫ With permission, turn on the recording device. 

(3) Interview in progress 

⚫ The interview attempted to elicit real and in-depth information from the interviewee with 

an objective and respectful attitude. The researcher did these interviews in mother 

language, so that participants can fully express themselves without language limitation.  

⚫ This research adopted the method of progressive focusing, which was proposed by 

Sinkovics and Alfoldi (2012), to conduct in-depth interviews. Interviews always started 

with the personal experience, interests, daily life or behavior, and then extends to the 

target field, namely TM in University.  

(4) After interviews 

⚫ Analyse the interview materials, check the clarity of the recording, and summarise the 

key information. 

⚫ Data analysis. 
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4.5.4 Analytical Strategy 

Samples provide data sources for theories, and data analysis interfaces between emerging 

theories and data. During this process, theories need to be constantly reassessed to ensure 

they reflect the data. Therefore, instead of waiting for all the data to be collected prior to 

analysis, each paragraph of data will be analysed as soon as possible, to assess the emerging 

theory (Francis et al., 2010). The earlier the emerging theory appears, the earlier it can reach 

the point of information. In addition, early discovery of data gaps or theoretical gaps can guide 

the collection of data, and thereby improve the research by clarifying vague and incomplete 

data in a timely fashion (Fusch, 2015). 

Interview data can be analysed in many ways, but quantitatively and qualitatively. (Bernard 

&Ryan, 2010). The methods are not mutually exclusive or independent, but need to be used 

flexibly to maximise the value of the research. (See Table 4.8) 

Table 4.8 Analytical methods for interview data 

Analytical method Qualitative data Quantitative data 

Qualitative method 

Content Analysis (Elo and 
Kyngäs, 2008), 

Grounded Theory (Charmaz, 
2006), Thematic analysis 
(Braun and Clarke, 2012) 

Explore and state the meaning 
of quantified results (Bogdan 

and Ksander, 1980) 

Quantitative method 

Convert text to numbers, 
content analysis, word count, 
freelist, pilesort, etc. (Dixon-

Woods et al., 2005) 

Statistical and mathematical 
calculations on numerical data 

(Osborne, 2008) 

Content analysis is a flexible method, which discovers and analyses problems based on various 

texts (such as transcript of interviews, government and enterprise documents, newspapers 

and meeting records etc.). In doing so, it transforms the text and image content from their 

piecemeal, qualitative form to systematic form (White and Marsh, 2006). Thematic analysis 

pays more attention to the meaning and themes within the text, aiming to uncover the 

underlying themes and meanings through in-depth exploration of the text, and to reveal the 

connotations and thematic structure therein (Braun and Clarke, 2012).  
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For this study, the method of thematic analysis was adopted for the following reasons: (1) It 

emphasises the inductive analysis of data (Guest, MacQueen and Namey, 2011); (2) It allows 

data collection and data analysis to be carried out simultaneously (Vaismoradi, Turunen and 

Bondas, 2013); (3) It emphasises the integration of empirical data and abstract concepts 

(Vaismoradi et al., 2016); and (4) It is suitable for analysing data for the purpose of theoretical 

construction (Vaismoradi et al., 2016). 

Below is a depiction of the process of thematic analysis of this study, as cited by Maguire and 

Delahunt (2017).  

Figure 4.1 Procedures of Thematic Analysis 

4.5.5 Analytical Journey 

Step 1: Categorise for Analysis 

File the notes, transcribe recorded data into words, classify and build special documents for 

preservation, input the original data into personal computer, and index the data according to 

type, provider and collection time, and finally attach a serial number to each data set. The 

principles governing this process are convenient storage, easy access and privacy protection. 

Considering the possible ambiguity and inaccuracy of culture and language in the process of 

translation, the researcher collected and analysed the authentic data, that is, the Chinese 

transcription, and then translated the analysed results.  

Step2: Repeated Reading 

This step requires careful reading and interpretation of the initial text, and can also refer to 

raw audio data, because the effectiveness of the initial textual interpretation will determine 
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the effectiveness of analysis. Without reading, effective analysis cannot be carried out (Dey, 

1993). The process of reading to confirm understanding is cyclic and even after reconfirming 

the theme, the complex relationships between subjects should be explored. In this process, 

any thoughts, ideas, assumptions or assumptions in the analysis are recorded by writing 

memos, in the form of concise notes and reflective comments. In addition, it is necessary to 

establish categories inductively. My principles of classification is to reflect the research 

question. 

Step 3: Coding 

Create themes and concepts and use them to analyse data, with an emphasis on capturing 

localised concepts. The process is shown in the following Figure.  

 

Figure 4.2 Process of Coding 

The inductive process of creating a node is: ①Decide the purpose of distinguishing based on 

the research question; ②Decide abstract criteria based on interview results; ③Reading and 

categorizing; ④Check and re-create new categories if necessary and analyse a next round; 

⑤Establish a category system.  

The analysis is carried out manually, which is efficient and can avoid the disadvantages of 

software coding, such as the lack of contextualisation of code, and the influence of 

researchers' thinking and imagination in the analysis process (Zamawe, 2015).  

Table 4.9 Coding examples of this study 

Node Sub-nodes 
Talent Definition ⚫ Paper and research programme 

⚫ Ph.D. 

⚫ Knowledge and skills 

⚫ Contribution 
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⚫ Virtue 

⚫ Well-behaved 

TM Definition ⚫ Performance management 

⚫ HRM 

⚫ Knowledge management 

⚫ Policies 

⚫ Remain the elite 

⚫ Talent cultivation 

P University ⚫ Classified management of teachers 

⚫ Up or out 

⚫ Six-year assessment 

⚫ Professional promotion system 

⚫ new and old system 

⚫ Tenure-track 

⚫ Well-paid 

⚫ Incremental reform 

⚫ School as an entity 

⚫ Stress and involution (‘Neijuan’) 

⚫ First-class teachers 

⚫ Academic right 

⚫ International standard 

⚫ Group interest 

N University ⚫ Gongfen system 

⚫ Performance Assessment 

⚫ New headmaster 

⚫ Double First-class university construction 

⚫ Professional promotion 

⚫ Funds and papers 

⚫ Guanxi 

⚫ Treatment 

⚫ Talent attraction 
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⚫ Do a PhD 

⚫ Teaching useless 

⚫ Reform 

⚫ School autonomy 

⚫ Lying flat (‘Tangping’) 

Talent Attraction ⚫ Platform and resource 

⚫ Development opportunity 

⚫ Region 

⚫ Working environment 

⚫ Work autonomy 

⚫ Economy 

⚫ Professional fit 

⚫ Interpersonal connections 

⚫ Family factors 

⚫ Stable 

⚫ Have holidays 

⚫ Free time, and highly disposable 

⚫ Reputation and respectable 

⚫ Team 

(Data source: Author generated.) 

4.5.6 Validity and Reliability Check  

In reference to the evaluation criteria of research methods, Yin argues that a case study can 

be evaluated in terms of construct validity, internal validity, external validity and reliability (Yin, 

2009). With this in mind, the research ensured ① typicality and inspiration of the cases, ② 

credibility and willfulness, popularisation, and accuracy of records, ③ logical reliability, 

theoretical saturation, freshness and importance of results.  

Regarding the limitations of methodology, there are some common criticisms of case studies 

(Yin, 2004; Giezen, 2012): researcher bias, the difficulty of summarizing general conclusions, 

length of time required, descriptive presentation, boundary confusion in case selection, and 

measure of representative, etc. However, the case study is based on analytical induction, not 
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statistical induction, so it should not be evaluated in terms of statistical validity and reliability. 

Case studies must follow two principles: first, the logic used in the case is self-consistent; 

second, the results of the case are to some extent generalisable. In the process of this study, 

①the researcher judged whether the collected data reflected the objective situation of the 

respondents based on experience and common sense. ② the researcher judged whether the 

study met the requirements of the original design, and whether the description is accurate, 

and if necessary, I verified and confirmed the information provided by the interviewees 

through the later investigation. ③ the researcher judged whether the data is valuable for 

analysis and interpretation.  

This study used two methods to increase reliability, namely: 

(1) Increase the reliability of documentation analysis.  

Policy documents on talent management were collected in this study, mainly from the official 

website of the school and the official website of the department of education and the local 

education bureau. Due to the requirement of the independent completion of the paper, inter-

rater reliability cannot be implemented through team discussion and resolution of all 

problematic and conflicting codes. Therefore, the researcher took training in analysing codes 

and procedures to improve reliability. 

(2) Increase the reliability of interview analysis. 

Check the interview outline and conduct a pilot study test, and fully explain the research 

intention to the interviewees to ensure the interviewees understand the meaning of the 

questions consistently, and ensure that the interviewees' responses avoid uncertainty in 

coding. 

4.6 Ethical considerations 

(1) Informed participation 

Before each interview, the researcher introduced the research content and purpose to 

respondents in detail and obtained written consent to ensure voluntary participation. At the 

beginning of the interview, the researcher informed them of their right to terminate the 
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interview at any time, as well as their right to refuse to answer any questions. 

(2) Disclosure of information.  

The researcher carefully handled participants’ personal and confidential data, prevented data 

leakage, and reassured the participants regarding privacy, data theft, data leaks, and data loss. 

The researcher separated interview transcriptions from the names of respondents to protect 

their identities and the researcher established a numbering system to protect their privacy. In 

addition, the list of interviewees is stored in a secure place and used only in this study. For 

some identity-sensitive information provided by interviewees, protective measures were 

taken to ensure no information was disclosed. After the study, the list will be destroyed to 

implement the principle of anonymity and confidentiality. 

(3) Participant well-being 

The participants involved in this research are expected to define talents, and provide personal 

experience, describe their background in terms of teaching achievements, instructing 

students, conducting research, serving the local community, etc.  The topics of talents, salary, 

welfare, rewards, personal development, satisfactory working conditions and working 

pressures are highly sensitive, and there is a risk of discomfort. 

Possible ways to reduce discomfort and harm: Show great respect and welcome respondents 

sincerely; Conduct interviews in a comfortable and private area; Create a good atmosphere 

when interviewing; Make an emotional connection; Encourage participants properly; Avoid 

awkward pauses; Subtlely control topics; Avoid overreaching and invading the privacy of 

participants; Never coerce participants into providing information or participating. 

Consent must be given by all participants for recording. Failure to do this would lead to 

participants concealing facts, feeling embarrassed or annoyed, or terminating the interview. 

Nonetheless, the recording process can make interviewees uncomfortable. 

Ethical Conduct:  

⚫ Inform participants in advance. 

⚫ Ensure consent is always received, even though it may seem insignificant. 
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4.7 Conclusion 

As it described in this chapter, conducting this research necessitated many decisions.  

Ontology is the nature of ‘being’ or reality (Denzin & Lincoln,2008). In this particular case, it 

refers to the belief, implicit in this research, that reality is not the only external truth of the 

objective world/ What is understood as contemporary reality is situational and subjective. 

Epistemology deals with how people perceive the truth (Montero, 2002). Practice-based 

intersubjectivity is the fundamental epistemological proposition of this study. The world is 

created based on knowledge and meanings, thereby resulting in the construction of social 

reality. By analysing data and forming theories, induction is used to form hypotheses, and 

interpretative understanding is gained by interacting with research objects. 

According to the research questions, this research adopted a multiple qualitative exploratory 

case study method within the paradigm of interpretivism. Considering context, meaning, 

interpretation, and subjectivity, this chapter justified the selection of this method. In the 

research design, this chapter explained my selection of P University and N University as case 

universities. As a result of using the same analytical strategy throughout the study, this 

research was able to ensure consistency in the handling of the data sets. Additionally, this 

study described the process of gaining access to the cases and the research context of each 

case. The method of in-depth semi-structured interview and thematic analysis was used in 

the process of data collection and data analysis. Through coding, a number of concepts were 

explored with a view to generating research findings. Further details of the research findings 

will be presented in the subsequent chapters. 
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Chapter 5 Empirical Findings 

5.1 Introduction 

Based on research and interviews, this chapter illustrates the different perspectives and 

realities of TM at the two case universities and discusses the research questions in further 

detail. The chapter is organised around the four research questions. In section 5.2, this study 

defines TM by presenting empirical data from interviews conducted across two case 

universities and elaborate two questions, namely: ‘what does talent mean for Chinese 

universities?’, and ‘what extent is TM understood in Chinese universities?’ this study discusses 

TM in Chinese universities, at the level of policy and practice, from the perspective of the 

organisation and the individual. 

In section 5.3, 5.4 and 5.5, it introduces and analyses the two cases to answer the following 

research questions: How does TM fit with strategy and organisational culture? What are the 

contributions of TM in Chinese universities? What are the main issues/challenges of 

implementing TM in the Chinese universities selected for this study? To answer these 

questions, this study uses empirical evidence and demonstrate the specific approach and 

implementation process of TM. Additionally, the following research sub-questions were 

addressed: How far has TM progressed in Chinese universities? What are the main 

recruitment, attraction and retention challenges in Chinese universities? What are the links 

between TM and other areas of management, such as performance management and rewards) 

The conclusion of the study is outlined in section 5.6. It should be noted that the two case 

universities attach great importance to talent attraction and reputation. In order to avoid 

risking any negative impact resulting from this research, especially relating to talent pressure, 

the abbreviations ‘P University’ and ‘U university’ are used instead of the universities’ names. 

5.2 Research Question One: Definitions of TM 

This section answers the first research question of the thesis (What does the concept of TM 

mean in Chinese university?) from both an organisational and individual perspective. 



160 

5.2.1 What does ‘talent’ mean for Chinese universities? 

To better understand the role TM plays in Chinese universities, it is first necessary to clarify 

how TM is defined by the organisation and recognised by those within the organisation.  

In the literature review, the definition of talent is examined from various perspectives. 

Through field research in N University and P University and in-depth interviews with relevant 

people, the definition of ‘talent’ in universities has been clarified.  

P University divides talents into six levels in their talent recruitment (see Table 5.1), and uses 

it as a standard to identify talents and respond accordingly. At the same time, talents set their 

own goals, evaluate and demonstrate their abilities based on these goals, to obtain a teaching 

position. This division and identification is not only applicable to P University, but also is used 

in many universities in China, and it has become one of the most popular and widely 

recognised methods of university talent identification. 

Table 5.1 Talent division at P University 

Talent Titles Description 
General 

Requirements 
Identified 
Conditions 

Treatment 

Outstanding 
Talent 

Well-known individuals with 
academic influence in relevant 
fields who have the ability to 
lead academic teams, or the 

chief expert in National Talent 
Programme; 

(1) Political 
correctness, 
exemplary morals, 
meticulous 
scholarship, good 
physical and mental 
health, strong ability 
to work in teams 
and collaboratively, 
skills in cross-
cultural 
communication; 
(2) PhD degree; 
(3) Age limitation. 

(1) Scientific 
Outcomes 
(Papers and 
Funding); 
(2) Research 
Awards; 
(3) Talent 
Programme; 

Housing subsidies + 
Research start-up fund 

Distinguished 
Talent 

Famous experts and scholars in 
the field whoare expected to 

join the National Talent 
Programme; 

Rising Talent 

Young and middle-aged 
academic leaders and core 

teachers with strong academic 
backgrounds, strong scientific 
research records and a clear 

ability to innovate; 
(1) Scientific 
Outcomes; 
(2) Research 
Awards; 

Potential 
Talent 

Young scholars with strong 
academic backgrounds, who 

have achieved certain academic 
achievements and have strong 

development potential;   

Talent 

PhDs with strong academic 
backgrounds, who fit 

universities' professional 
development criteria; 

Supplementary 
Faculty 

General teaching and scientific 
research personnel with good 

Scientific 
Outcomes; 
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academic backgrounds; are 
required as supplements 

according to the organisation of 
the teaching team; 

(Data sources: Sorted out from 2021 talent recruitment and introduction plan of P University, and provided by 

its HR department.) 

Regarding the general requirements of talents at P University, the first consideration of talents 

in universities is ‘political correctness’, which is a concrete manifestation of the will of the 

country. The government held a talent work conference in 2021, which stated that talents 

must adhere to approved political norms, and encouraged talents to be deeply patriotic. 

However, this raises the question of how ‘political correctness’ should be defined. The vice 

president of P University explained it in the following way: 

“That is to say, we must follow the principle of Country First, adhere to justice and pursue 

truth and focus, contribute and take on more responsibility. We hope that our talents can 

respond to the needs of the country. This is also the development direction and core value 

of our school; to solve the key scientific issues that hinder human development.” (Uni.P-

LE-DE-03) 

The priority given to political correctness reflects the unique political context of China. This is 

further evidenced by the ‘Serve the nation’ strategy which has become the primary basis for 

managing a university, and appears in nearly all government documents on higher education 

policy published in China since 2018 (Chen, 2022). Building on the explanation given in 

Chapter 2, the government clearly expresses its demand for universities through a series of 

guidelines and policies, such as the 'double first-class' construction, which has become the 

basis for renewing and developing the university. Although the term 'political correctness' 

itself is potentially in conflict with academic freedom (Stark, 1997), it is nonetheless generally 

seen as an expression of the social responsibility of every Chinese university; as a university is 

part of society and has an obligation to the institution that finances it (Chen, 2022). Wang & 

Xue (2018) argue that, in the social field, Chinese universities have undergone substantial 

changes. More specifically, they have developed within the framework of ‘at fringe – gradually 

adaptation – leading innovation’ or 'at fringe – seek collaboration – serve society proactively’, 

and have become increasingly closely integrated with social society. According to Zhou & 

Wang (2020), universities should provide patriotic education to all groups. Chinese 
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universities have, therefore, put ‘Serve national strategy’ at the heart of their own 

development strategy, which involves aspects such as talent training, scientific research, and 

social service. In addition to talent strategy, ‘political correctness’ has been emphasised as a 

basic requirement for talent identification. However, this is not clear at the level of definition. 

Furthermore, the requirement of ‘exemplary morals’ reflects the high moral standards that 

are deeply ingrained in Chinese culture. Throughout history, Chinese teachers have viewed 

morality as the highest value based on ancient traditional teachings. Moreover, it was 

highlighted frequently in the research interviews, which suggests that the cultural concept of 

‘virtue first’ has taken root. The deputy secretary of CPC of N university said that: 

“……With both excellent morals and academic skills, and a high degree of professionalism. 

In my view, merit is more important and it comes first.” (Uni.N-LE-SE-16) 

The concept of exemplary morals perfectly reflects the cultural characteristics of the concept 

of talent in the Chinese context. The Chinese word 'Shi De' can be translated as teaching ethics. 

As a culturally grounded spiritual expression which transcends utilitarianism, this concept is 

strongly associated with model moral character, has always been esteemed and practised by 

law-abiding individuals, though its meaning has never been specified (Wang et al., 2022). Prior 

to 2011, the Ministry of Education issued ‘the code of professional ethics’ for universities, 

which prescribed the following values: patriotism, abiding by the law, dedication, loving 

students, attaining a high level of education, conducting rigorous research, serving the 

community, and serving as a role model. Teachers are subject to these expectations at 

universities. However, it is difficult to quantify these values since they have typically been 

understood intuitively (Zhu, 1994). In other words, these values constitute a kind of moral 

inheritance that enriches and develops individual emotions, fosters emotional connections 

between individuals and groups, and contributes to the formation of a healthy, harmonious, 

stable and happy atmosphere (Wang & Zhu, 1994; Ding & Ge, 2018). Wang & Zhu (2015) argue 

that attention to moral sense reflects the mutual coordination and common growth between 

individuals’ emotional quality and their external environment, and is an important standard 

for examining the healthy development of the educational environment and society as a 

whole. From the perspective of university TM, such culturally transmitted moral inspires self-

restraint in the growth of talents. This, may influence the definition of talent, but it is rarely 
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explicitly mentioned in the literature. Therefore, university talents need to strive to maintain 

the highest standards in personal morality and academic ethics, and this reflects the Chinese 

cultural context, historical inheritance, social consensus, university expectations as well as 

personal ambition.  

Based on this, it is important to consider the types of people who become university talents. 

Views vary on this issue, as the two quotes given below demonstrate, one is from a leader of 

academic research committee of P university and the other one is from an administration staff 

in N university: 

“Of course, they must first have a strong professional ability and professional standpoint. 

In addition, they might have an international vision, good personal character and full of 

energy, and also the humanistic approach to education which a teacher should have. 

And……The international vision I mentioned is not about language or having international 

study background, but rather about having a positive, opened-eyed attitude to the world 

and dialogue with students; and what is more important is a strong, born with sense of 

responsibility and fully taking care of their students.” (Uni.P-TP-RL-08) 

“People have to have great specialised skills, and some more common skills... for example, 

the ability to innovate, analytical skills, the ability to learn inductively, to communicate 

effectively, and a willingness to engage in lifelong learning, and so on.” (Uni.N-AD-HR-

15) 

These viewpoints share a basic understanding, namely that there is a prerequisite for the 

recognition of talents: they must first have certain knowledge and skills, rich knowledge of 

natural or social science, knowledge in a certain professional field, or even some outstanding 

personal ability, etc. 

Another clear consensus emerges from the quotes, namely that talents must demonstrate a 

real ability to positively contribute - to promoting the development of universities, which 

could manifest itself in a variety of ways. A professor at N University's talent pool believed: 

“Opportunities in the real world may not be equal. Although some people are talented, 

their talents may not be relevant to current research fields, so the value of such people 

cannot be realised. Only when value is brought into play and practical contributions are 
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made can an individual receive corresponding talent treatment.” (Uni.N-TP-KM-17) 

An administrative staff believed that: 

“No matter what your job position is, not only those working in teaching and scientific 

research positions are talents, but also there are many excellent talents in administrative 

positions or service positions, who generate good ideas, have recognised their passion, 

have a talent for management, good leadership, a good ability to administrate. Such 

individuals, with the proper skill set, are also talents and they have consistently made many 

practical contributions to the development of the university.” (Uni.N-AD-OS-02) 

An HR professional outlined the official view: 

“In general, talents in universities need not only strong professional knowledge, but also 

a wide range of basic knowledge, strong teaching and research ability, certain insights, 

the ability to think academically, and the ability to express themselves effectively. 

Additionally, teachers also need to be physically healthy, and have a good moral code and 

appropriate values. Teachers should set an example and be able to correctly deal with the 

many challenges of teaching and scientific research.” (Uni.P-AD-HR-01) 

Individuals from HR also contributed some interesting supplementary observations regarding 

their own work, for example: “Talents are high performers”, have a “big heart”, “cross-industry 

experience”, and are “the pioneers and leaders”, who “constantly adapt to new requirements 

and innovate, and always in new fields,” etc.  

Therefore, beyond knowledge and skills, talents are also determined according to practical 

elements, that is, creative work, such as examples of innovation beyond the work of their 

predecessors, or new applications of previous research. These elements are mainly reflected 

in scientific research. A talent in P university commented: “Now, for the university, it is talents 

who can publish papers and apply for research programs and funds.” (Uni.P-TP-YT-19) 

However, senior leadership highlighted that they would pay more attention to creative 

achievements and scientific value, as well as the actual contribution of talents to the university, 

than to the number of published papers. However, in practice, as teaching at university is a 

subjective process, the external evaluation of teaching and research performance is typically 

prioritised. This is further explained in later sections. The academic interests and professional 
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goals of individuals should be prioritised over the scientific research requirements of the 

university, to enable individuals to realise their own value. This is exactly the new reality 

expressed by Chinese universities' universal definition of talent.  

Therefore, building on these findings, there is a lack of consensus about the definition of talent, 

but a new reality of how talents are defined in Chinese universities is emerging: people who 

publish papers and apply for funding and research programs with success. Due to the single 

university ranking criteria, it gradually applies to all universities in China, not just research-

intensive ones. 

To sum up, according to the empirical findings, talent in Chinese universities is expected to 

possess the following characteristics:  

(1) ‘Political correctness’ and ‘Exemplary morality’.  

(2) Certain knowledge and skills. 

(3) Positive contribution to university success.  

(4) Creative outcomes, mainly demonstrated through teaching and scientific research. 

Those who meet the above standards are considered talents. However, each person’s 

specialisation, capability and potential contribution are different. This means that most 

members of an organisation are potential talents. Regardless of individuals’ efforts, objective 

realities may constrain their ability to reach their full potential. The recognition of talents is 

influenced by the academic structure, the demands of the development of particular 

disciplines, and the educational structure. For example, in recent years, the minimum 

requirements for teachers to be recruited by famous universities are doctoral degrees, and 

those with overseas study experience, or have Talents ‘maozi’ (Talent title assessed by certain 

Talent Programs) are viewed particularly favourably. 

However, Chinese universities have not yet reached consensus on inclusive notions of TM or 

exclusive notions, so these views do not apply there. 

In the context of Chinese universities, the term "talent" pertains to individuals distinguished 

by exceptional proficiency, skills, or accomplishments within academic, research, artistic, or 
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professional domains. Recognition of talent extends to those who demonstrate outstanding 

contributions, innovative thinking, and noteworthy achievements. The conceptualization of 

talent in Chinese universities encompasses a diverse spectrum, encompassing students, 

faculty, and researchers exhibiting excellence in academic performance, research endeavors, 

artistic pursuits, leadership, and contributions to the university community. 

Furthermore, identification of talents in Chinese universities is predicated on their potential 

to significantly contribute to the advancement of knowledge, innovation, and the holistic 

development of the academic institution. This recognition of talent is characterised by 

adherence to principles of 'Political correctness' and 'Exemplary morality,' possession of 

specific knowledge and skills, positive contributions to university success, and the 

manifestation of creative outcomes, primarily evident in teaching and scientific research. The 

comprehensive nature of talent in Chinese universities underscores a nuanced perspective, 

valuing not only academic prowess but also ethical comportment, practical expertise, positive 

influence, and creative accomplishments. 

5.2.2 Talent Management: to what extent is TM understood in Chinese 

universities? 

Universities play a pivotal role in society, and have a strong influence on economic and social 

development and on the wider development of society, and TM is a powerful tool in enabling 

university to practically respond to organisational and societal demands. During the interview 

stage, some questions asked participants about TM awareness and understanding in Chinese 

universities. All parties lacked understanding of the term TM; they said they had not 

considered it, and phrased it as "managing talents". In spite of the fact that universities have 

taken several TM actions and, in practice, individuals at all levels of university life have been 

involved in these processes, most people are unaware of the role and value of TM. To provide 

insight on these issues, the responses of leadership, professors, and HR are examined, 

followed by a comprehensive discussion of their responses and the comprehensive interview 

results. 

The vice president of P University stated that, 

“In my opinion, TM in universities is a complex of people, knowledge, culture, ability, high 
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quality structures, innovation and other elements; and it is a learning organisation within 

the larger academic community construction. Its role is to, together with the academic 

community, complete the mission of playing a greater role in serving economic and social 

development within regions and industries. We mainly focus on two aspects: First, to 

establish a talent-caring mechanism, which means embedding the service concept into the 

whole process and field of TM in an all-round way, so that talents can feel a sense of 

belonging. Second, to build a talent identification and development mechanism based on 

classification management. For this, we would use different criteria to identify and 

evaluate talents.” (Uni.P-LE-DE-03) 

From this introduction, highlight several factors are highlighted.  

First, TM in universities is centred around an academic community which ultimately shapes 

specific university cultures with the power of this community, promotes university reform and 

development, and makes universities more efficient and effective in serving the country and 

society. The characteristics of this community are based on disciplinary frameworks, 

knowledge areas and schools. 

Second, TM necessitates understanding and respecting the academic character and value of 

different talents, and providing a free academic environment and academic development 

platform. 

Third, currently, the university identifies, evaluates, and develops the talent pool through 

classified talent identification and development. 

Professors held the most open attitudes; the statement below is characteristic of the 

openness with which one of a distinguished professor in P university responded during the 

interviews.  

“You don't need to punch in or evaluate. If you give them leisure, they will inevitably read, 

write, give a class or communicate with students. It is important for universities to find 

and accommodate such people. If a university finds enough people of this type, it can 

basically ‘govern by doing nothing’, or only provide a kind of service management and still 

become a good university.” (Uni.P-TP-IT-14) 
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From this statement, it is clear that: 

First, there is a conflict between managerialism and the creativity of university talents, and 

university talents oppose excessively interventionist management and hope that TM can 

create space for freedom and autonomy. 

Second, TM can focus more on serving talent. 

Most administrations, when asked, said that they have never thought about how to define 

TM, and cannot answer perfectly. Nonetheless, they raised some interesting points.  

“The prerequisties of effective talent management in university are a relaxed scholarly 

context, an inclusive management system, and creating enough development space for 

scholars. To produce good scientific research, talents themselves should have an open 

mind, and more importantly, the university should reduce their various burdens in 

management. However, this is still difficult to realise in view of our cultural background, 

so we must start at the level of attitude.” (Uni.N-AD-HR-15) 

“To help talents become lifelong strivers, constantly break through their comfort zone, and 

become tenacious and resilient rather than fragile.” (Uni.P-AD-OS-07) 

The following can be concluded from the above points:  

First, the implementation of TM needs to start with raising awareness; once this has been 

achieved, measures that can help improve academic productivity, such as improving the 

environment, can be explored.  

Second, an important function of TM should be to assist and support talent development. 

5.3 Research Question Two: Implementations of TM in Chinese 

universities (From policy to Practice) 

This section explores the implementation of TM from the perspective of talent identification, 

talent attraction, talent retention and talent development, showcasing interview data with 

university leaders, administrators, HR representatives as well as individuals. 
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5.3.1 Talent identification 

The interview data collected on the definition of talent demonstrate that in Chinese 

universities, suggest that people are judged based on their published papers, and the 

identification of talent is based on papers and the ranking of journals. However, many believe 

that this approach is harmful to universities and talent development (Liang, 2022). Moreover, 

in 2020 the state clearly called for an end to only evaluating talent based on papers, 

professional titles, honours, education, and awards (the State Council). This raises the 

important question of how this issue is perceived by university administrators. The vice-

president of P University provided this statement: 

“Research is a slow process, it takes time, so we should be patient, not only by giving 

young teachers some responsibility for scientific research, but also by not putting too much 

pressure on them. It's a long way to go, after all.” 

According to P University's HR director, in addition to papers, they evaluated talents based on 

scientific research status and peer reviews. Even in the absence of an outstanding paper, they 

will recognise talent as long as they can demonstrate their research potential and write good 

research proposals. N University, on the other hand, claims it no longer evaluates the quantity 

of papers, but focuses on the quality of scientific research instead. N University chose to 

implement the representative work system to identify talents, which limits the number of 

papers talents can display. More specifically, it stipulates that they submit no more than five 

papers that best represent their research abilities. Regarding this topic, he vice president of 

the University of N stated, 

“Papers are not the entirety of scientific research, but the most important thing is that a 

researcher has his or her own representative achievements, regardless of whether it is in 

the field of scientific research, education, or some other accomplishment. Currently, we 

aspire to major scientific achievements with outstanding academic and social value, which 

determine the level of a university. This cannot be achieved by a single person in a paper. 

We need teams, and people who can lead them.” 

Both case universities introduced distinct approaches to identifying talents. One assessed 

talent’s scientific potential and research proposals through peer reviews, while the other 

adopted a representative work system, and identified talent by the work that best represents 
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the talent. This reflects the policy, but not necessarily the practice. There was an 

overwhelming rejection of paper-oriented talent identification in both the identification 

approach and in the attitude of the administrative leader. However, the present study suggests 

that the system has not necessarily implemented this approach in practice. However, an 

interview with one of the deans, who is responsible for policy implementation, highlighted a 

different perspective:  

“In fact, papers and research programs can be overwhelming. We used to welcome all 

Ph.D.s, but now we identify more potential researchers based on their research programs 

and publications. If you don't fit in, get out of here as soon as possible to avoid further 

damage. I don't believe it's merely paper-oriented. It's also a responsibility for the talent 

themselves. For example, if he does not succeed in achieving the NSFC (a national funding 

body) within three years after his Ph.D graduation, his career may be over. Why is it three 

years? Since the Youth Funds have an age limit, if this opportunity is missed, it cannot be 

made up. Every step up in your career means you are not as good as others, not only behind 

your peers, but also behind newcomers." (Uni.N-AD-SL-20) 

This suggest that the identification of talents in universities is mainly determined by each 

school in which the talent resides and by the HR departments. Moreover, the dean, currently 

the most authoritative expert on the subject, has the final say. This suggests that 

administrative power frequently overrides academic power, and in practice, peer review often 

changes into leadership review, or acquaintance review. Moreover, identification results are 

usually accompanied by material benefits, awards, promotions to professional titles, and 

other benefits.  

HR professionals mainly introduced the specific practices of talent identification in the case 

universities, initially based on talent classification. In spite of the differences in approaches to 

TM, both universities use talent classification as a basis for identifying talent. These processes 

are closely linked; following the identification of and classification of talents, and clarification 

of job duties, performance management programs and talent training programs are 

completed, followed by an analysis of talent pools and further recruitment of appropriate 

talents.  

Teachers are divided into three categories: teaching-oriented, research-oriented and 
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combined teaching and research. Figure 5.1 shows the paradigm of classification management. 

This diagram was based on feedback from HR representatives in N University, and P University 

has a similar framework.  

Accordingly, administrators and auxiliary teaching staff have clear definitions and job 

descriptions. Therefore, different quantitative assessment systems are established for 

different categories of people, and further influence talent evaluation and performance 

management.  

Figure 5.1 The paradigm of classification management (N University) 

Through the classification of talents, university talent would gradually develop their own 

distinctive strengths and avoid weaknesses to become an all-round players. Teachers can give 

fully exploit their advantages in any field of teaching, scientific research and social services, 

and constantly strengthen their characteristics and expertise, so that their various potentials 

can be developed.  

After the implementation of classified talent identification, the talent identification index is 

more targeted, the responsibilities of key positions and assessment content are clearer, and 

the evaluation criteria are easier to describe and quantify. Notably, key performance 

indicators are closely related to the development goals of a university from various 

perspectives, reflecting their strategies, and talent identification is also more focused on 

teaching and scientific research.  

Furthermore, HR professionals of HR provided insight into importance of the factors 

influencing talent identification, which were used to rank the factors. ① Part-time social job. 
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② Executive position and the level of that position. ③ Personal academic reputation and 

status. ④ Educational background. ⑤ Personal academic ability. ⑥ Previous employing 

organisation. 

The findings of the present study suggest that, when carrying out talent identification, HR 

managers paid more attention to surrounding factors and talents’ social background, rather 

than the abilities of talents themselves.  

The phrase part-time social job mainly refers to positions in professional associations, 

academic group or enterprise. Members of HR believe that it can reflect academic ability and 

influence, and may enhance the school's reputation in the community. More importantly, such 

positions can serve as resources and help increase a university’s access to academic or social 

resources. In other words, they can strengthen a university’s voice.  

Secondly, HR professionals often pay attention to whether a candidate holds an executive 

position and the level of that position. Administrative leaders have better access to academic 

resources. The survey results on teachers perceptions also reveal the continuing influence of 

administration on research activities. Following their practical interests, many professors with 

excellent academic performance sometimes choose to pursue administrative positions. The 

reality is that once such professors have another responsibility, they are often preoccupied 

with administrative and bureaucratic affairs, and their original academic advantages gradually 

lose significance. Notably, more than 40% of the professional teachers interviewed said that 

if given the opportunity, they would prefer to take on the administrative leadership role. In 

addition to being able to obtain various honours, develop their reputations, and receive 

benefits, they would be more likely to gain professional titles in administrative positions. 

Third, personal academic reputation and status include, but are not limited to, various 

academic titles, honours, awards, etc. In addition, academic stars tend to be noticed more 

easily, such as some scholars who often give high profile speeches and lectures in the media 

and some become Internet celebrities or well-known bloggers. 

Fourth, education background. HR usually assess academic potential based on a talent's 

educational background, which refers to doctoral education, but some also consider the entire 

educational process. In their view, doctoral education prepares teachers for academic careers, 
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during which they will accumulate knowledge and skills and form their identity as academics. 

With an open and inclusive culture that values academic exploration, a good university will 

nurture candidates' academic interests and support them in becoming members of the 

academic community. In addition, as a candidate's 'key person', tutors inspire academic 

enthusiasm and are recognised by the HR department as significant resources for candidates.  

Finally, the category of previous organisation includes the educational institute which 

potential talent graduated from, or their last employer; HR members notice its reputation, 

level of success, influence, hardware and software resources, and academic achievements. 

Their view is that an organisational culture of openness, mutual assistance and advocacy of 

academic research can help teachers develop good habits and achieve success more smoothly. 

Their previous organisation's scientific research communication and scientific research 

resources and platform is seen as a key part of a teacher’s professional development.  

In addition, the identification of talents is closely related to the professional promotion system 

of university talents. The traditional professional promotion system is largely the same in all 

Chinese universities and follows the following pattern: teaching assistant →lecturer 

→associate professor →professor → (sometimes Chief professor or distinguished professor). 

Currently, each university defines its professional promotion system according to its situation. 

As a result, N University still uses the old system, while P University has adopted a revised 

system in order to more effectively introduce overseas talents. HR representatives from P 

University gave an example: 

“What professional titles should universities offer postdoctoral students returning from 

overseas? Lecturer? This does not encourage talent to come. Professor? For a 30-year-

old young man, then how would a 50-year-old associate professor feel?” (Uni.P-AD-HR-

01) 

Thus, P University has officially entered the era of the Principal Investigator with a tenure-

track system. They have the freedom to undertake independent research, apply for 

independent funding and follow individualised performance standards. Therefore, it is often 

difficult to identify talents by comparing their professional positions. Talents’ curriculum vitae, 

provides reliable data. Therefore, despite maintaining the old system, a new approach to 

talent recognition is being adopted and expanded, especially in relation to global talents. 
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Furthermore, talent identification requires clear strategic planning. If this is lacking, confusion 

follows. HR representatives described the confusion often encountered in their work: 

“When identifying talents, the most critical thing is to examine the university itself, to know 

what key positions to place them in, whether it is necessary to create positions for talented 

persons, which is a difficult choice for me.” (Uni.P-AD-HR-01) 

“Talent is difficult to attract and retain. However, it is also vital that we identify talents in 

such a way that our limited funds and resources can be used in a targeted way, and we can 

focus on developing their potential in order to strengthen our emotional connection with 

them.” (Uni.N-AD-OS-02) 

A talent identification strategy is unclear when there is no clear strategic planning or no 

compliance with strategic requirements. It is the responsibility of HR to clarify this point, as 

HR begins the process of talent identification. Talent identification is regarded as serving the 

strategic development of the university. To facilitate a university's short-, medium-, and long-

term development strategy, the administrative and managerial staff should constantly keep in 

mind what sort of talent pool is required, what kind of talent is needed, how to identify high 

potential talents, and how to highlight their importance. 

In practice, HR members described some of the issues they encounter at work, of which the 

following statement is representative: 

“Our university faces a talent shortage. It is usually academic leaders that we are expected 

to recruit. It's because there's no high-level talent in the field, which is a problem. If there's 

no expert in the field, who has the ability to identify the candidates who are going to be 

brought in?” (Uni.N-AD-HR-01) 

The lack of a talent identification body is also a problem for HR, especially in relation to higher-

level talent. Currently, a common strategy is to rely on the academic community composed of 

academic peers. Therefore, the construction of an academic community which can function 

to identify talent is crucial. Members of this community should have academic expertise in 

the field, but also have good academic ethics, judgment and credibility. With these 

characteristics, they can provide a convincing voice and identify real talents by relatively fairly 

evaluating their achievements. 
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5.3.2 Talent attraction 

While universities have different requirements for introducing talent, individuals involved in 

academic research are preferred, and personal qualifications, scientific research abilities, and 

academic development potential are important factors. N University uses talent introduction 

as a shortcut to rapidly enhance its popularity and influence. Among the preferential policies 

included in the university talent attraction program are free housing, high salaries and 

professional titles for high-level talents, laboratories and start-up funds for scientific research, 

jobs for spouses and schools for children. Moreover, talent attraction is indeed inextricably 

linked to capital investment, but this is an extrinsic factor; a more important step is to create 

an environment conducive to the development of talents. 

HR representatives believe that universities' main attraction to talents lies in the following 

elements: good reputation, salary and benefits, strong support for academic and career 

development, fair promotion and evaluation, independent teaching and research, working 

environment and academic atmosphere, and the city in which the university is located. 

Although there are many differences between the two case universities, these fundamental 

factors are largely similar, but for different talents, the priorities of the above factors are 

different depending on their own situation and personal needs. 

Through interviews, HR representatives described some of their unpleasant experiences in 

recruiting talents:  

(a) After receiving talent funding for a couple of years, many of the newly introduced 

talents resigned.  

(b) Some professors defrauded several universities of talent program funds by job 

hopping.  

(c) The introduced talents never remained in their posts for more than half a month 

continuously. They worked part-time at various universities, which negatively affected 

the development of the university. 

(d) It took more than five years for a talent to be successfully recruited.  
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Talent introduction may harm a university in many aspects, including:  

First, it will affect the realisation of the strategic goals. A university's development strategy 

determines how to introduce talent; failure to introduce talent strategically will inevitably 

delay the development process.  

Second, it will cause financial losses. If universities fail to attract talent, they lose money and 

labor force, as well as the opportunity to invest in other areas.  

Third, it may reduce the efficiency of human resource allocation. When talents are introduced, 

the original balance will be broken, the mutually beneficial relationship between employer 

and employees will be distorted, the working atmosphere and interpersonal relationships will 

change, and enthusiasm and creativity will be affected.  

Fourth, it affects the stability of the talent team. Newly introduced talents may go untapped 

if the service is not effectively implemented. Inconsistent renumeration may also lead to a 

brain drain. This, in turn, may lead to a loss of hidden resources because brain drain will take 

away intangible assets like ideas, achievements and human resources. 

However, from the perspective of individuals, what attracts talents to work in the universities? 

Before working at university, talents often have experienced a long gradual learning process. 

They have acquired basic professional knowledge and skills, and started to internalise 

professional values, norms and ethics into their own behaviour, and started their academic 

career=. Their attitude to work, habits and value system not only affect their overall career 

development, but also deeply affects the growth of their students and the university’s 

sustained development. Therefore, in order to effectively promote the development of TM 

and the attraction, retention and development of talents in universities, it is necessary to have 

an adequate understanding of talents’ current situation. To achieve this, and to fully 

understand their thinking, an empathetic approach is needed. 

The early career of university talents is typically characterised by high pressure and relatively 

low satisfaction (Austin, Sorcinelli and McDaniels, 2007). This raises a fundamental question: 

why do talents elect to work at universities?  
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Some respondents expressed idealised identification with their academic careers:  

“I want to be a university teacher from the bottom of my heart. I have spent so much time 

learning and doing research on the food industry, and I am sure there is something which 

reflects this in my heart. On the one hand, I enjoy doing it myself; and on the other hand, 

I really want to keep doing it. Otherwise, it’s a waste of time. Working at university means 

staying in a good scientific research environment and a stable teaching environment.” 

(Uni.N-TP-RL-14) 

“My family is very traditional and has had a deep influence on me since I was a child, and 

I have always known that the profession of university teaching is the first choice in my 

heart. I once read an article, and I was deeply impressed. It said, 'there is no other 

profession in the world like that of a university teacher; you can read your favorite books, 

and dive into your favourite knowledge, while earning a livable salary.’…… I think this 

might be the best answer in my heart. Although there are many disappointments and 

conflicts in reality, isn't this the case in all professions? …… Walking on campus, I feel 

very happy, which is not available in any other job.” (Uni.P-TP-PT-11) 

“…… I still like staying in the university, where I only compete with myself, without 

thinking about anything else; as long as I do my best for my own affairs, and apply enough 

effort in my own field, I can reach my goals and take pleasure in realizing them” (Uni.N-

TP-TT-10) 

Others, however, focused on more realistic considerations and trade-offs: 

“For girls, it's good to be a teacher in a university… stable and decent job, free time, 

summer and winter vacations” (Uni.N-TP-TT-09) 

“Now the competition is so fierce, I don't know why I feel like there are so many PhDs 

everywhere. In the past, as long as you had a doctoral degree, you could get a job at a 

university; but now universities are choosing talents, and the requirements are getting 

higher and higher, while preferential treatment is on the decrease. N University offers good 

conditions, and I am lucky.” (Uni.N-TP-YT-12) 

“Working at university offers high social recognition and is considered a respectable job. 

Especially after Covid-19, it is a stable job with steady income, although the income is not 
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high.” (Uni.P-TP-YT-19) 

“I live quite close to the university and feel the peace of this job. There are many sports 

lovers in the playground, the large green lawn, and I can also walk by the lake…… My 

colleagues and working partners are knowledgeable and respectable, have good character 

and are easy to get along with. ...... The income of a university teacher is not high, but for 

people with limited financial ambition, it is enough to meet normal expenses.” (Uni.P-TP-

HP-18) 

“The work is hard and complicated, but the time is also flexible, which does not limit your 

working hours. If you want it, family and work can be balanced.” (Uni.P-TP-YT-04) 

The respondents expressed their understanding of work and challenges of university teachers. 

The flexibility in working hours, autonomy in terms of content, satisfaction in the process of 

knowledge exploration, and the contribution to the society, were all key factors which 

attracted them to this profession and inspired them to seek progression in this field. Broadly, 

responses can be categorised into those motivated by idealism, and those which focused on 

realistic considerations and trade-offs when determining their career choice.  

There is a gap in resource acquisition between universities, and better ranked universities 

generally offer more opportunities for career advancement and development (Larbi and 

Ashraf, 2020). The interview data indicates that some talents with good academic background 

choose N University. The reasons for their choices can be summarised into three types: 

First, academic deficiency.  

“In terms of research conditions, development platform and academic development 

opportunities, Tsinghua University is definitely much better. I also hope to stay and work 

there when I graduate, and try to make some achievements at this research-oriented 

university, but my undergraduate degree does not meet their requirements, and this 

imperfection undermines my hope of staying and working there. My boss (tutor) also 

helped me fight for it, but I still could not, so I came back here (hometown university).” 

(Uni.N-TP-YT-13) 

In the current context, the global academic labour market is increasingly significant and there 

is a higher degree of mobility than there was previously (Larbi and Ashraf, 2020). In response 
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to growing mobility and more intense competition for talent, Chinese universities are paying 

increasing attention to talent attraction and are becoming increasingly stringent in selecting 

talents. In addition, the expansion of doctoral enrollment in universities has increased the 

number of doctoral students and intensified the competition for talents over the past decade 

(Yang, 2012). The academic qualifications of candidates have risen accordingly, and the quality 

of the talent pool has increased, with only the best of this pool selected. Based on the survey 

conducted for this study, it is clear that universities are more inclined to choose talents with a 

strong publication record, who have studied at the highest ranked universities, or who have 

overseas study experience. The academic influence of tutors may also play a role in the 

selection process. In addition, some universities trace candidates' academic experience back 

to their undergraduate school, and some PhDs are excluded because their academic 

qualifications at a certain stage fail to meet the rigid requirements of universities. 

Second, family factors. Family considerations are one of the reasons most frequently 

mentioned by respondents. Talents at university face many material issues, such as family 

relationships, transportation, income requirements, housing prices and so on, which may 

impact their career choice. For example, a respondent stated: “I chose N University in 

exchange for a job offer for my wife (Uni.N-TP-IT-23). 

Most PhD graduates, who are typically in their early 30s, face the dual, interwoven pressures 

of the family life cycle and the professional life cycle. Family harmony and happiness provide 

a steady flow of spiritual strength for teachers' development, which is the backbone of their 

work (Jiang & Deng, 2017). Therefore, the humane policy of providing jobs for spouses has 

attracted a large number of talents, and has prevented talents from needing to live apart from 

their families. It has also enabled talents to devote themselves to their work, which has 

become an important factor in attracting talents. 

“I have been studying away from home and rarely get together with my parents. My 

parents' growing white hair encouraged me to decide to attend a university close to home 

so that I can take good care of them.” (Uni.N-TP-KM-17) 

Influenced by a traditional concept of family, many interviewees are grateful for their parents' 

hard work in supporting them during their childhood and adolescence, and are eager to fulfill 

their filial obligation and compensate for their absence from the family for many years. 
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Because ‘Xiao’ (filial piety) is the core of traditional Chinese culture, children are duty-bound 

to support and assist their parents. Therefore, university teachers' career security and deep 

sense of home often guide them to return to their hometown and seek employment at local 

universities. 

Third, risk avoidance in a competitive environment.  

“The competition in research universities is super fierce, and there are piles of PhDs about 

my age, all of whom are too brilliant! They are excellent people! The competition is super 

serious, and I don't know who can ‘be alive' in the end. I don't want to work so hard… In 

the universities located in Northwest China, where there are relatively slightly weaker 

universities… I can still be regarded as a 'talent'”. (Uni.N-TP-IT-23) 

Improving academic productivity and administrative efficiency has become a key requirement 

in many universities (Popenoe, 1973). Universities are constantly strengthening the 

examination and evaluation of talents, and the regulations and requirements for career 

promotion are increasingly strict. The competition between talents to achieve career 

development is becoming more intense as a result. For the sake of their future development 

and opportunities for promotion, some talents would rather choose universities with 

relatively little competition than universities with abundant talents. 

However, the talents who have achieved outstanding performance may engage in job-hopping 

and move to a better university with better ranking, or in a better city, and receive a higher 

salary. One talent stated: “I feel that after years of research accumulation, I have some 

confidence to get more opportunities. I also feel that my value has not been well utilised here 

and there is still potential to be tapped. I think it is time for me to consider stepping onto a 

bigger platform, and I am ready.” (Uni.N-TP-HE-24) 

“Changing university… If I change, of course, it had better be to go to a better one, from good 

universities to top ones, and from the top to some overseas universities…” (Uni.P-TP-HP-10) 

In practice, P University has acquired more talents with better academic backgrounds, who 

are ambitions and have clear plans and goals in scientific research. Facing the pressure of an 

‘up or out’ system, they believe that it is still a good place to support them in producing 

outstanding achievements, and prepare them to receive an offer for a good position in a 
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stronger, more competitive university. In other words, although the talents of P University 

hope to succeed in the broader academic competition, at the same time, they regard their 

university as a platform and springboard for their career development. 

5.3.3 Talent retention 

When preferential recruitment policies are used in general to attract talent to universities, 

brain drain is also prevalent, and retaining talent remains an urgent challenge. In our interview, 

an administrator of P University confidently stated: “It can't be said that the university 

provides its talents with the best economic treatment, but it is certainly the university that 

respects and supports talents the most and provides the best service.” (Uni.P-AD-DH-01)  

However, P University, as a first-class higher education institution of high education, also has 

challenges in retaining talent. “Yes, we also suffer from brain drain, but I think it is 

understandable for people to move up, and talent flow is quite normal.” (Uni.P-AD-HR-01) 

The university spares no effort to create various conditions for excellent talents, in particular 

by intensely focusing on the development of young talents, offering favourable policies, and, 

where possible, offering time and funding to support research. This approach is undertaken 

in the hope that talents appreciate the university’s attitude to them. 

Among the main reasons for brain drain are dissatisfaction with personal development, high 

pressured and demanding work, and an inability to adapt to the university management 

system and culture. 

When asked how they plan to retain talent, administrators gave an ideal response. According 

to administrators, it is imperative that universities create a sense of belonging and 

accomplishment in order to retain talents. Talents attach the most value to the environment, 

and universities must create a mechanism to enable talents to showcase their value. This will 

enable universities to gain talents’ allegiance. The reality is that faculties with good internal 

management and a strong academic atmosphere have an advantage in terms of talent 

retention. In addition, according to HR representatives, whether introduced talents are able 

to concentrate on their work and use their abilities to the fullest extent depends on the system 

as a whole. To retain employees in a university with limited resources, support services are 

essential. 
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As mentioned, N University is significantly different from P University. The issue of how to 

attract and retain talents deeply troubles this university. A member of the HRM department 

of N University expressed her great dissatisfaction about losing talents: 

"We spent a lot of energy and money to train people, but often end up the outcome of ‘doing 

the work for others’.” (Uni.N-AD-HR-15) 

While its number of talents is growing rapidly, N University has to consider their retention 

policies following a number of significant personnel losses. From the perspective of N 

University, the departure of an individual may be bearable, but the departure of a team is 

catastrophic. The university has spent large sums of money building experimental equipment 

and infrastructure for research in the natural sciences, but without excellent scientific 

research teams it will be unable to make full use of this infrastructure. 

The specific practices of N University include: 

First, change the means by which universities compensate talents. For example, if the 

annual salary of a talent is 200,000 yuan, only 6,000 yuan will be paid every month, and 

the rest will be paid after passing the performance evaluation. In addition, in order to 

recruit talent, universities might offer talent recruitment rewards of 300,000 yuan. Talent 

must return 200,000 yuan if they do not pass the performance assessment; if they pass 

this assessment, they will be offered a 15 year, rather than 5 years, working period. Young 

PhDs, who have recently graduated, are typically highly energetic, but lack clear self-

understanding. In addition, due to the heavy workload and great uncertainty of scientific 

research, a large number of them fail to complete the assessment task within the 

specified assessment period, and subsequently face reductions in pay, demotions or 

terminations and must pay compensation for liquidated damages. 

Second, complicated dismissal procedures which carry a high penalty. N University signs 

an 8-year contract with its new teachers. After recruitment, employees must sign a 

supplementary clause, which stipulates a complex dismissal procedure. When a teacher 

asks to leave, they must undertake a complicated process which delays the process, taking 

from one to three years. Moreover, teachers who wish to leave will be unable to find a 

new job, and may even be compelled to participate in a lawsuit.  
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Three reasons motivate universities to do this: (a) To buy time and keep their employees’ 

files. Universities should be able to continue to use talent's research achievements. 

Moreover, they may need to reach a certain proportion of high-level talent when applying 

for state funding or university rankings. (b) To drain the energy and time of those talents. 

The process exhausts talents and impacts their job prospects. As a result, they may have 

second thoughts, and cease job-hopping, enabling the university to achieve its goal of 

retaining staff. (c) Taking a hard line and following the hard exit process discourages other 

talent from leaving.  

Third, the practices mentioned above, particularly the reputational damage caused by the 

second component, and the underdeveloped region in which N University is located, has 

resulted in N University struggling to attract new talent. As a solution, N University is 

supporting its faculty members who do not hold doctorates to pursue full-time or part-time 

doctoral programs. Universities sign Ph.D. candidates with promises of pay packages. If such 

candidates do not stay, they will need to pay multimillion-dollar compensation. However, 

some teachers receive Ph.Ds through their own efforts, and found that they were unable to 

take advantage of the pay package they had received from the university. Moreover, when 

they tried to leave, they had to pay large sums in compensation, and felt cheated. Others went 

through an online doctoral program, which has a negative impact on teachers who are in full-

time Ph.D. programs, undermines basic fairness, sharpens teachers’ desire to leave, and 

exacerbates the loss of talent. 

This study also incorporates individuals’ insights. When talents begin their university career, a 

tension between ideality and reality gradually appears and does not diminish with the passage 

of time and the accumulation of experience. In the interviews conducted in this study, it was 

found that many teachers in universities have thought of leaving their positions. There are 

specific reasons for this, which are as follows:  

First, feeling tired: heavy workload and stress. 

“During my 19 years working in N University, I put in about 16 hours a day, from 6 o'clock 

in the morning to 10:30 pm, which is about 16 hours, remove the lunch and dinner time, it 

may be between 12 hours to 14 hours, but in this period of time I am 100% committed, but 

my sense of self is very poor… I am exhausted. I have asked myself more than once, after 
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working here for so many years, do I only regard N University as a means to make a living? 

If I just want to make a living, I have many ways to earn my own living.” (Uni.N-TP-RL-

14) 

As a result of the ten-year expansion of student enrollment in Chinese universities, the sheer 

scale of students is a key feature of the Chinese university system and the acute shortage of 

teachers is a major challenge. Due to these factors, talents in Chinese universities often have 

high workloads and are required to undertake heavy teaching loads. Teaching is the most 

fundamental work at university; however, an excessive teaching load is not only detrimental 

to teaching quality, but also dampens talents' enthusiasm and investment in teaching and 

limits the time they have available for research. Having to deal with various demands from 

schools, students, colleagues, and other stakeholders, results in great stress, exhaustion, 

anxiety, fatigue, and other negative emotions. “I felt like I was an old-fashioned TV with seven 

or eight audiences who kept twisting the switch to change channels and they could not have 

heard me scream. I was exhausted (Xi, 2005).” This paragraph comes from an article named 

‘dancing in double shackles -- the confession of a young teacher in a university’. It clearly 

expresses the fatigue and struggle that talents face in universities.   

In summary, the conflict between heavy teaching loads and balanced professional 

development has become a major challenge for Chinese universities and limits talents’ ability 

to engage in long-term professional development. The interviews conducted in this study also 

found that talents in N University are more troubled by this particular challenge than those in 

P University. This is because P University, in an effort to tackle teacher shortage, has specially 

introduced a new talent pool of ‘supplementary teachers’ with good academic backgrounds 

to solve the teacher shortage. 

Second, sense of being lost: academic identity is looked down upon. 

“There is a strong sense of superiority among people at key universities. The longer I work, 

the wider the gap between me and my classmates and friends with similar academic 

abilities becomes, and I even begin to doubt my ability to do scientific research.” (Uni.P-

TP-HP-10) 

"Senior leaders believe that my scientific research ability must be very strong, because I 



185 

graduated from QSH University, and I have also published high-level papers in top 

international journals. I am eager to record some achievements too. However, when I came 

here, I never got any programs, or funds and did not publish high-quality papers. I applied 

unsuccessfully for NSFC every year for three years. My former schoolmates easily got it. 

Of course, the universities that they are working for are much better than mine. I am super 

anxious, because the leaders have high expectations for me, and there has been no result, 

I am stressed. Now I am questioned by others, and I really need to prove myself." (Uni.N-

TP-YT-13) 

University rankings make it easier for economic, cultural and social capital to flow to well-

known institutions (Yuan et al., 2019). The highest ranked universities are stereotypically 

viewed as enjoying higher social reputations, having more influence on subject matter, and 

having stronger faculty. Due to this, public perceptions of teachers at different levels of 

universities differ, and people frequently feel uncomfortable when comparing themselves 

with their peers. Similarity in age, status, income, and occupation between close friends, 

classmates, and colleagues encourages stimulating comparisons (Popenoe, 1973). The career 

development gaps caused by individuals working at lower tier universities impacts university 

teachers’ social status, which may impact their relationship with their peers. Moreover, feeling 

that social status is diminishing causes interviewees to feel uncertain about their future, 

resulting in turnover and a feeling of loss. 

Third, struggle: an administrative dilemma. 

“Professional title promotion and assessment standards are set by the administrative 

department of the university. They change almost every year and are becoming more 

difficult. I need to spend a lot of time completing the teaching tasks, and also take on 

tutoring for competitions, internships, papers and other work. I have very little time to 

focus on scientific research, which makes it difficult to complete the assessment 

requirements and access the corresponding performance rewards package.” (Uni.N-TP-

PT-19) 

“From the first day of working at N University, you must do part-time administrative work, 

and you can only leave your office after four years, but if there is no suitable person to 

replace you, you may still be unable to get rid of it. In those years when I was engaged in 
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administrative work, I felt that it seriously delayed my professional progress. I gave 

lectures during the day, and prepared next day lectures at night … after class, I continued 

to do administrative work, and basically had no energy to do any other scientific research 

work related to professional evaluation”. (Uni.N-TP-TT-10) 

In addition, some other teachers also reported that school ‘chores’ occupy too much of their 

time and energy. However, when this respondent was asked what she meant by a chore, she 

answered casually, "Working for the leaders." She said no more this topic. In universities, apart 

from teaching and scientific research, every talent will undertake some administrative or 

transactional work, as a part of the job. 

One interviewee from P University is the assistant of an academic leader in the university. In 

addition to his own teaching tasks, he is required to assist the academic leader in all aspects 

of discipline development, for example, student supervision, progression report, viva, subject 

evaluation, etc. Especially during the time when undergraduate teaching was evaluated by the 

Ministry of Education, he was assigned by the college to a special team charged with preparing 

for the evaluation. He found that this experience wasted too much of his time and energy. He 

said, "I don't think this kind of work has much effect on my professional development. I prefer 

to be in the laboratory. Every subject evaluation is about writing reports. I had to contact 

people everywhere to ask for information. They were annoyed, and I was, too. To be honest, I 

never wanted to do it in the first place, but how can I say no?" (Uni.P-TP-YT-19) 

As was discussed in the previous section, funding and published papers are important 

benchmarks in university performance evaluation systems. As part of their effort to expand 

their academic influence, local universities actively recruit teachers with strong scientific 

research records and doctoral degrees, and require them to give additional lectures while 

strengthening the university’s scientific research output.  

“Many people think that our teachers are at leisure. It's okay to go home after class, and 

there are two holidays per year to enjoy. However, they don't know that we have to prepare 

lectures when we stay at home. Each class is 45 minutes, and a whole class of mine is 

usually 90 minutes. When I give this 90-minute lecture, I may need 5 hours to prepare. It’s 

also working hours. I can only say that more is paid and the payback period is longer.” 

(Uni.P-TP-YT-19) 
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In recent years, the university administration has been formulating strict professional and 

performance evaluation methods for measuring the effectiveness of teachers' teaching, 

scientific research, and tutoring. However, the pressure to teach, tutor, and conduct scientific 

research requires a lot of shadow work, which leads to burn out and time fragmentation that 

make university teachers tense. Ren & Liu (2021) characterises the current situation of talent 

in universities in this way: insomnia in the academic world.  

Fourth, will not lie down: hindered professional development. 

"I have been employed for a long time, and I am also under the pressure of ‘up or out’. 

Some achievements have been made through my own efforts; however, there are too many 

elite candidates who are waiting for a promotion. And our school is still recruiting people 

every year. Although I have worked hard, I can only be regarded as average, and there are 

only about two promotion places in our school every year. I feel that I may not be promoted 

within the six-year employment period. Now I'm getting a little depressed, and I'm anxious 

every night before falling asleep. After so many years of hard work, I am afraid it will come 

to nothing." (Uni.P-TP-YT-19) 

“I can still find a way to produce papers if seriously put myself to work, but it doesn’t help 

on applications for research programs and funding. You can’t apply to programs and 

fundings successfully without ‘Guanxi’, and even then, people still think that regional 

programs are not convincing enough, and only national programs and fundings are 

respectable. However, I really never expected national funds, because it is like buying 

lottery tickets. Now I rack my brains every day to think how to achieve it, but I can't reach 

it at all. It's depressing.” (Uni.N-TP-TT-10) 

“The more programs and funds you have, the easier to apply for a new one. On the contrary, 

the fewer programs there are, the harder it is to apply for one. It’s a kind of vicious cycle.” 

(Uni.P-TP-YT-20) 

Based on the survey conducted in this study, some schools broke down the performance tasks 

and distributed them to teachers individually, describing how many national scientific 

programs should be joined, how much scientific research funds should be received, how many 

CSSCI or SCI papers should be published, and how many literary and referenced teaching 

textbooks should be awaiting published. However, funding, papers and other scientific 
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performance measures in academia are concentrated on well-known scholars or teams due 

to the Matthew-effect (Van Looy et al., 2004; Bol, de Vaan and van de Rijt, 2018). In terms of 

universities’ power structures, some functional departments hold the decision-making power 

of academic resources, which verges on a monopoly, and most low-level teachers struggle to 

gain access to academic resources, hindering their professional development.  

“This platform is not conducive to contacting higher-level research groups to jointly carry 

out research work.” (Uni.P-TP-RL-16) 

“My professional field holds very high-level international academic annual conferences 

every year, but I attended the conference use my own scientific research funds instead of 

university funding.” (Uni.N-TP-PR-04) 

“The equipment is very expensive and our school doesn't have the budget.” (Uni.N-TP-IT-

05) 

Having a strong research platform is essential for the career development of university 

teachers; on the one hand, it provides rich academic resources, while on the other, it facilitates 

cooperation between research groups. It is important for some university talents to 

participate actively in various scientific research activities to improve their academic ability. If 

university resources are limited, teachers do not see any hope of professional development, 

and as a result, they inevitably decide to enter a different field with more development 

opportunities. 

In addition, the development of talents in universities not only necessitates a certain 

knowledge base, but also requires constantly updating. This is not only an individual matter, 

but also needs to be supported by a variety of academic development opportunities provided 

by universities. In order to improve the teaching and research ability of talents, and increase 

the trust and loyalty of talents, both N University and P University have introduced a series of 

measures to provide more opportunities to develop talents. However, in practice, these 

opportunities are insufficient and continue to be a major source of dissatisfaction.  

Although university leaders have repeatedly emphasised the importance of the development 

of talents, in reality, talents still feel that universities do not consistently encourage or support 

their personal development, but rather restrain it. For example, the arrangement of training 
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opportunities was seen as unfair and sometimes in practice was far from the policy espoused. 

Fifth, feeling helpless: low income and financial pressure 

“Take me as an example. My students work at BTA after graduating, with a starting salary 

was about 1.2 times mine, their tutor. And my younger doctoral school-peers worked at 

enterprises after they graduated, and their salary was about 3 times mine. You can't say 

that their ability is 1.2 to 3 times higher than mine, can you? The stronger the professional 

application and the better the ranking of universities, the stronger the contrast will be.” 

(Uni.P-TP-IT-14) 

“Young teachers always have difficulties in scientific research, so their income rarely goes 

up. Although there is the ‘halo effect’ of being a university teacher, I just cannot afford to 

keep myself. My family's economic conditions are OK, and my parents often subsidise me. 

But I don't really know how those teachers from rural area survive.” (Uni.P-TP-YT-19) 

“Low income, poor treatment, no funding, economic backing is not strong, I can not have 

more research outcomes.” (Uni.P-TP-YT-12) 

Income is a key consideration when individuals choose their career, since salaries and funds 

are symbols of an institution's status and indicate one’s value (Kennedy, 1997). Although the 

salary level which universities offer has improved, the interview data highlighted that low 

salaries are still the main factor in talent turnover. Moreover, low salaries impact the 

confidence of talents in university teaching posts. 

Due to the restrictions of local economic development and local financial support, N 

University is under economic stress, but its talent reward policy is second to none. However, 

it still has a salary gap in relation to P University which is located in an economically developed 

area. Notably, the talents of P University are troubled by the issue of income. Although their 

income is much higher, the cost of living in the region is relatively high, especially for young 

teachers. According to the interviews conducted for this study, income has a very significant 

impact on lifestyle, professional development and even talents’ family relations. 

University talents, especially young talents, at this stage, should accomplish many great things 

in life, such as falling in love, establishing their own families, marrying and having children, 
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purchasing houses and taking care of their parents. University salaries make this difficult, and 

also affect talents’ work and psychological state severely. Some young talents try to solve their 

economic difficulties through other ways, which directly or indirectly affect their professional 

development. A teacher at P University admitted that his motivation for working part-time 

during his spare time and during university holidays was to earn more money. A decent life 

needs a high income and as a guarantee, and this has become a major concern for many 

talents in universities. 

5.3.4 Talent development 

According to our research, talent development in universities is under the leadership of the 

Faculty Development Center (FDC). Both case universities established an FDC under the 

guidance of the Ministry of Education's policy in 2012, which played a positive role in 

promoting the comprehensive development of university teachers. The specific functions of 

the FDC include teacher training, consulting services, teaching research, quality assessment, 

and resource sharing, among other things. Nearly all Chinese universities have established 

similar FDCs, whose operation status directly influences teacher development. 

Both FDCs in the two case universities have a relatively strong administrative structure, 

because they are positioned as professional organisations with administrative functions, and 

given some administrative power. Interviews with managers of FDC revealed that their main 

role is faculty training, which is characterised as on-the-job training and a form of further 

education.  

At P University, the holistic faculty training is not the only indicator attached; instead, the 

university focuses its attention primarily on objective differences between different subject 

backgrounds and research orientations, as well as the individual needs of teachers. The scope 

of training has expanded from pre-employment training to full-fledged employment training 

for all teachers. In addition, the training provided encompasses a number of topics such as 

professional knowledge, teaching techniques, ethics, etc. Notably, the university’s training 

approach increasingly follows a modular structure, in which different modules can be 

combined freely. 

Unlike P University, N University does not have a flexible choice and withdrawal mechanism, 
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and generally adopts a mandatory centralised training model. Although P University’s FDC is 

designed to serve the entire faculty, its activity is dictated by university demands. Under the 

Ministry of Education's faculty development policy, the education administrative department 

has standardised and controlled all aspects of pre-job training relatively thoroughly. Most 

universities in China have little control over how, when, where, and what training is 

implemented. In contrast, the foundational teaching and research department is more relaxed 

in their development of teachers. Every week, Chinese universities require departments to 

hold professional development sessions. The implementation of this requirement, however, 

in the P University context, was affected by several factors which did not function as intended. 

For example, the allot time was not guaranteed, and sometimes other functions were given 

priority. A teacher stated that "Department faculty development activities primarily serve the 

purpose of bringing together teachers who cannot meet in class, in order to establish a 

collective affiliation.” (Uni.P-TP-YT-19) She noted that her personal accomplishments are 

"understanding some things happening at the school recently and doing tasks assigned by my 

leader". 

Therefore, P University is not yet able to meet the real needs of its teachers; in other words, 

the FDC's strategic positioning is inconsistent with the priorities of the university. At present, 

the FDC pays more attention to the improvement of teaching skills of university teachers, it is 

clear from the process of talent identification that universities are keen to see more scientific 

research output from teachers. It is, therefore, clear that the development projects of FDC in 

P University have failed to attract the attention of leadership, and the services provided have 

struggled to meet the individualised needs of teachers. As a result, the FDC's actual status 

does not reflect its true value. In addition, it overlaps with the Office of Academic Affairs, the 

Human Resources Office and other departments in terms of work functions, and as a result of 

these conflicting interests, the administrative departments of universities become embroiled 

in a power struggle.  

Moreover, talent classification management in universities accomplishes not only the 

identification of talent and the evaluation of performances, but also enables talent 

development planning. However, the efficacy of talent development is is undermined by its 

failure to account for age differences. Teachers of different ages and generations compete on 

the same track, affecting the composition of talent pool and the harmony of the academic 
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ecosystem. Talent development has focused primarily on young teachers; however, many 

older teachers abandon their performance goals and receive low performance evaluations 

because they are unwilling to commit. According to HR, more than 70% of scientific research 

and teaching results are generated by individuals aged from 31 to 40 years old. Also, there is 

some significant output from teachers from 41 to 50. The scientific research output of this 

group exceeds that of teachers under 30, since this is the period of doctoral study and most 

universities require the publication of papers before graduation, which is also a period of rapid 

personal growth. However, teachers produce very little after the age of 50, and even less after 

the age of 60 (60 is the mandatory retirement age for university teachers in China, and 

although universities still offer professor employment, some teachers choose to retire). 

According to HR, natural science output typically peaks at around 40 and humanities and 

social sciences output typically peaks around 50.  

Considering this, it would be reasonable to argue that talent development process should take 

age into account. Teachers over 50 years old are capable of committing to performance, but 

nonetheless, psychologically, they are preparing for retirement. As a result of such early 

retirements, the university not only loses its unique knowledge resources (Schreurs et al., 

2011), but also increases its labour shortage (van Dam, van der Vorst and van der Heijden, 

2009). This is a highly significant research gap, because professors in universities can continue 

their academic careers before and after retirement, assuming they have sufficient knowledge, 

experience, ability, vision and enthusiasm. Currently, some distinguished researchers are 

formally awarded honorary professorships upon retirement, and they are committed to 

staying involved with the university, but this does not always occur. Universities should 

consider providing talent retirement plans to motivate employees to continue contributing to 

the university after a certain age.  

This study conducted in-depth interviews around what talents truly need, and the obtained 

answers are as follows. 

First, professional development. 

The professional development needs of university talents involve both teachers' professional 

roles in their research specialisation and in teaching, because university talents are not only 
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teachers, but also researchers in a specific field. Professional development is one of the most 

important aspects of talent development in universities. Florian Znaniecki (1940) noted in his 

book, ‘The Social Role of the Man of Knowledge’, that an academic career has a recognised 

purpose, that is, to combine continuous scientific productivity with strict academic standards 

in the context of a higher academic institution. Correlatively, people without the capacity to 

produce scientific work cannot become permanent members of such institutions. Therefore, 

at every stage of their career, all the products of an individual working in this sphere, including 

articles and presentations, have to be carefully assessed by the official academic community.  

In the interviews, talents frequently mentioned professional development and the 

improvement of their ability to conduct scientific research, especially in so far as this ability 

relates to joining scientific research programs, acquiring research funds, and publishing papers 

and books. At the same time, almost all the talents who participated in the interviews linked 

their professional development with career promotion, because scientific research 

achievements are directly related to receiving professional titles.  

The talents of N University generally expressed their relatively weak position in terms of 

scientific research. Due to the importance of scientific research in the university and its close 

connection with financial benefits, these talents expressed their determination to 

development professional, as well as an awareness of various related trade-offs. Their weak 

position in scientific research results from their lack of scientific research experience on the 

one hand, and the set of hidden rules which have long governed the academic world on the 

other hand. Their final goal is clear: receiving a promotion and, correlatively, new professional 

titles. While the talents interviewed described their purposes as more or less utilitarian, this 

reflects their practical needs and choices in the current environment of China's higher 

education system. 

Interestingly, however, when asked what ways they could better promote their career 

development, talents at N University were more inclined to refer to external behaviour 

strategies, such as participating in study abroad programmes and academic conferences, 

joining academic associations and groups, networking with well-known scholars and 

establishing relationships, etc. In addition, research methods training, improving their 

understanding of data analysis, paper writing, and training in academic standards and ethics 
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training were rarely mentioned, despite these factors being typically understood as 

fundamental to professional development. This is perhaps further evidence of the 

institutional rules of universities; because of the prevailing management rules in the university 

field, accessing institutionalised cultural capital (such as degrees, rewards and professional 

titles) is their primary concern, which has the same impact on the professional development 

needs of talents and the behavioural strategies they adopt. 

The talents of P University generally studied at well-known universities under famous 

professors, and they themselves have strong scientific research skills after years of training. P 

University, as one of the highest-ranked universities, also provides not only the halo effect, 

but also rich academic research resources, learning resources and platform supports. However, 

due to the pre-employment system of "up or out", talents’ professional development needs 

are even stronger. Their ability to develop professionally is a matter of “life and death”, 

because it determines their job security. “Ten high-level papers would be published in three 

years, if it could be completed, you are welcomed. If not, please leave here voluntarily, it is not 

the right place for you”. (Uni.P-TP-YT-12) 

In addition, the interviews suggested that talents pay far less attention to personal 

development than professional development and organisational development, and career 

planning and mental health were rarely mentioned preactively. When talking about stress, the 

an interviewee was asked , "Does the university provide psychological counseling?" 

“The Mental Health Counseling Center is mainly student facing and solves their 

psychological issues. How can teachers go? Besides, psychological counseling can't solve 

our stress and issues. It is more important to solve our own affairs by ourselves and 

enhance our own strength!” (Uni.N-TP-HE-24) 

This interviewee revealed that their university ignored some aspects of talent development. 

As well as demonstrating talents' acquiescence to this situation, it was clear from the 

interview data that the help that the university provides to talents is regarded as optional. 

Talents prefer to rely on their own strength to solve problems of personal development, which 

nonetheless reflects some deficiencies in the services provided by universities for talent 

development. 
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When asked about career planning, respondents often referred to their promotion goals in 

terms of professional titles, and feel that "it is enough to know what and when to do". The 

talents of P University who are facing the ‘up or out’ process discussed whether they plan to 

remain at the university or apply for another position elsewhere. It can be seen that in Chinese 

universities, career planning exists primarily in written formal policies linked to induction 

training, and has not been transformed into a supportive and diagnostic service. 

Talents are eager for good interpersonal communication and cooperation, particularly when 

they face academic stress, which exists both among colleagues on campus and with peers off 

campus. They typically emphasised "communication", "cooperation", "sharing", "inspiration" 

and "promotion" as highly desirable and necessary to their academic careers. 

“Interpersonal relationships are very important. The more people you know, the more 

information you get, and the easier it is to do things. If leaders know you and value you, 

they will give you more support, and more opportunities mean better development. The 

relationship between academic circles is also very important. It is advantageous to meet 

professors and experts from different universities, and it makes it easier to apply for 

funding and publish papers. xxx is very good at establishing relationships, but I can't learn 

it because of my personality. "(Uni.P-TP-RL-10) 

Talents in universities are not only eager for success in their field, but also need organisational 

belonging and personal development. Only by providing them with appropriate development 

opportunities and platforms can universities be effective in TM.  

Second, a good working environment. 

Organisational development needs here refer to the ability of the organisational to cater to 

talents needs. Talents need to fit in the working environment, become involved in various 

internal groups, understand the strategy and mission of the university, establish good relations 

with co-workers, and also access necessary information and services provided by the 

university. Organisations help talents understand organisational expectations, and at the same 

time offer them opportunities to develop the existing organisational culture instead of simply 

copying it (Tierney and Lanford, 2018). As talents become familiar with the context of the 

organisation and establish good relationships, they simultaneously inherit and develop the 
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organisational culture and promote their own development. 

“Compared to my colleagues, I was at a disadvantage because I did not have a social 

network of my own.” (Uni.P-TP-YT-20) 

“Young colleagues are afraid their peers are better than them; older colleagues have some 

teaching experience, but are hesitant to share too much on the job.” (Uni.P-TP-HP-10) 

Chinese culture is a ‘Renqing’ culture, which has emphasised ‘Guanxi’ since ancient times, and 

a person's interpersonal network therefore plays an important role in his or her life. (Chan, 

2006; Wang, 2007; Chang, 2012). There has long been a 'Guanxi' mechanism at Chinese 

universities based on cooperative research relationships, regional location, and connections 

based on educational background, which helps talents quickly integrate into the academic 

circle, acquire organisational resources, and obtain practical knowledge (Guo & Zhou, 2011). 

During the interviews, some interviewees comment on their unable to integrate into the 

'Guanxi' circle of their units and establish their own professional identity and sense of 

belonging.  

“It is important to take the initiative to take care of the students, but some students pretend 

not to know the teachers after exams.” (Uni.P-TP-YT-12) 

The balance of teacher-student relationships in traditional education favours students. Some 

interviewees rarely received receive positive feedback from students and felt less 

accomplished as a result. Teachers' mental health, job burnout, and turnover rates are all 

affected by feeling misunderstood and ignored (Lee, 2019).  

Interviewee: “Some information is not accessible, and if you don't know it, you will miss 

an opportunity. For example, some funding application will not be published on the 

website or conveyed to everyone after they are issued. Sometimes, when the results are 

published, you know about the opportunity, but it’s too late. It may be that the college 

leaders directly appointed people to apply.” 

Question: “Is this information important to you?” 

Answer: "Of course, you don't know it, and you will lose the chance to apply, which means 

that you miss an opportunity for winning a competition." (Uni.N-TP-YT-18) 
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In addition, talents also expressed a strong demand for information access and 

communication at work, especially in reference the information and resources needed which 

are beneficial to their professional development and constructive feedback from co-workers 

and leaders. 

5.4 Research Question Three: Aligning TM with Strategy and 

Organisational Culture 

This section focuses on describing the different development strategies and cultures of each 

case university at various stages, along with the resulting changes in TM. 

5.4.1 Strategy and TM practices 

P University 

It has always been P University's mission to train the best, most innovative talents. The 

university is built upon undergraduate education, and integrating postgraduate education is 

therefore a natural opportunity for development. At P University, staff adhere to a holistic 

model of education and educate each student to possess the comprehensive characteristics 

of 'general knowledge, professional ability, innovative thinking, practical ability, global vision, 

and social responsibility'. In 2017, P University developed a first-class university construction 

plan based on the plan of national ‘Double first-class’ construction. P University established 

its development goal in relation to his profound historical and disciplinary advantages, and 

proposed to build a comprehensive, research-oriented and high-ranking international 

university with holistic strengths by 2020, enter the ranks of world-class universities around 

2030, and enter the forefront of world-class universities around 2050.  

By implementing the strategies outlined below, P University aims to be a world-class university 

that is oriented towards sustainable development. 

First, participate in internationalisation, follow the national strategy, train innovative talents 

of the highest calibre. 

Second, reform the educational model, break through the professional boundary, and link 

undergraduate education and graduate education. 
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Third, gather high-quality resources and provide space for individual development of talents. 

Based on this, P University established the strategy of strengthening the university with talents, 

establishing world-class educational standards, improve the high-level TM system, and 

establish a high-level innovation team.  

Table 5.2 Strategy and TM of P University 

Timelin
e 

Aim 
Strategic 

objectives 
TM strategy 

TM 
strategic 

objectives 

Key points 
of current 

TM  

By 2020 

Build a 
comprehensiv

e, research-
oriented and 
high-ranking 
international 
university in a 

holistic way 

Significant 
achievement
s have been 

made in 
serving the 
country's 

exceptional 
science and 
technology. 

Strengtheni
ng the 

university 
with talents 

Training 
and 

introducin
g a group 
of leading 

talents  

①Emphasis
e TM under 
the 
leadership 
of the Party.  
②Serve the 
national 
strategy and 
increase the 
efforts to 
attract, 
retain and 
develop 
talents. 
③Develop 
TM system, 
and 
optimise the 
talent 
evaluation. 
④Integrate 
superior 
resources 
and 
guarantee 
talents 
support. 

By 2030 

Enter the 
ranks of 

world-class 
universities 

A number of 
important 

original 
innovation 

achievement
s. 

A group of 
world-
class 

talents 
and 

innovatio
n teams 
will be 

assemble
d to form 
a talent 

pool 
matching 

the 
highest-
ranked 
world-
class 

universitie
s 
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By 2050 

Enter the 
forefront of 
world-class 
universities 

First-class 
innovations 
continue to 

emerge 

Gather 
academics 

who are 
the 

strongest 
in their 
field. 

With a TM system that has always been centred on 'assessing the situation', P University’s 

approach is constantly shifting relative to its own positioning and strategies, and has been a 

pioneer in carrying out reform, leading and driving the development of TM systems in Chinese 

universities. This study provides insight into the practices of TM in P University, which is closely 

tied with its strategy as the practice and strategy are mutually complementary. There are too 

many details to list, but in the following section some important practices that P University 

has made in order to fulfill its development strategy are introduced. 

TM Policy Orientation 

① Emphasise TM under the leadership of the Party. P University has established a leading 

talent work group with the secretary of the Party Committee and the president as the double 

leaders, which is the highest decision-making body for TM. As part of a strategic seminar, the 

leading group systematically categorised talents working in each department, stipulated the 

responsibilities of each talent, and required each school to conduct a talent meeting to define 

short-term, mid-term, and long-term plans for attracting, retaining, and developing talent. In 

this way, a systematic approach was adopted. Additionally, the construction of talent pool is 

included in the annual assessment task of the college.  

② Serve the national strategy and increase its efforts to attract, retain and develop talents. 

A particular focus of P University is to develop key subject areas that are most needed in 

relation to the development of China at a national level and to provide support for those 

subjects. It has attracted global talents, established a dynamic management mechanism to 

better organise its staff, and carried out 'one case, one discussion' and 'one person, one policy' 

strategies for high-level talents. More than 200 new talents were introduced to P University 

in 2021 in key disciplines, important frontier disciplines, and emerging interdisciplinary fields. 

In addition, as part of the university's commitment to developing young talents, senior 

teachers and leading talents were encouraged to provide guidance for the development of 
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young talents. In addition, a variety of activities, including young teacher training and 

academic seminars, were organised to assist young teachers in solving practical difficulties in 

teaching and academic development. Moreover, P University decided to give greater 

autonomy to team leaders, and provide long-term and stable funding.  

③ Optimise talent evaluation. In all evaluations, teachers' ethics are prioritised, followed by 

teaching results, scientific research, and tutoring. P University has fully adopted this 

classification, and has constructed a system for evaluating different categories of talent based 

on different standards. In addition, P University has continuously optimised its tenure-track 

system in order to fully utilise its guiding and motivating role. The performance and potential 

of candidates are thoroughly assessed through specialist reviews. 

④ Integrate superior resources and guarantee talents service. P University is committed to 

providing talent development support in a variety of ways, including housing, medical care, 

and educational services for children. 

Policy to practice 

As a primary strategy in the 1990s, P University focused on developing outstanding students. 

This approach was based on the understanding that teachers' level and quality affected the 

university's progress and development, and thus affected the university's ability to innovate 

and provide high-quality. At that time, P University was in need of a means of re-evaluating 

personnel, even if this involved weeding out less effective teachers. Traditionally, teachers in 

Chinese universities previously had lifetime teaching tenure of teaching, framed as an identity 

called 'Bianzhi,' which meant they could remain in the same department for a lifetime if they 

wished to. At the time, this concept was referred to as the 'Iron Rice Bowl' (Xia et al., 2020) in. 

As some university teachers' enthusiasm for scientific research was not high, P University was 

seeking to arouse it by improving its assessment standards and reward mechanisms.  

In 2003, some Chinese university began to break the ‘Bianzhi’ system. It was believed at the 

time that the tenure system of American the most effective institutional arrangement for 

identifying and motivating talents in universities and maintaining a vital atmosphere on 

campus (e.g., Liu Hong, 2020; Liu et al., 2021; etc.). P University was inspired by the American 

tenure system in to adopt a competitive employment system and classified management.  
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The tenure system, in its Chinese system, works according to the following principles: 

①Classification of talents. 

Teachers were classified into three categories at P University in 2007, namely teaching-

oriented, scientific research-oriented, and teaching & research, among which teaching & 

research was considered the core of the tenure-track system. One of the staff members  of 

the HR department of P University said: " Management by category helps to define the types 

of talents clearly, so as to concentrate resources on talents with the greatest potential." 

This staff member considered the classification of teachers beneficial to the concentration and 

integration of resources. It is true that some professors have exceptional research skills and 

have an excellent reputation in academia, but do not place much emphasis on teaching, and 

some faculty members may have less than satisfactory scientific research results, but deliver 

well-received lectures. The classification system ensures that all talent has an equal 

opportunity to compete and develop. 

Furthermore, in order to improve the enthusiasm of each school, the method of ‘respecting 

schools’ was adopted. According to this approach, schools could formulate their own 

department-specific reform based on the particular characteristics of their disciplines. Their 

plans are submitted to the president's office, and a meeting is arranged for discussion and 

approved before implementation.  

In 2013, the classified management was essentially completed at P University, which 

constituted sufficient institutional preparations for the reform of tenure-track system. 

② Implementation of tenure-track system. 

Since 2014, in order to attract and develop first-class talents, the tenure-track system has been 

established, and P University has become one of the earliest universities to implement this 

system. Six departments were selected as pilots. In terms of position setting, the system 

includes tenure track posts (including special researchers and special associate researchers) 

and tenure posts (including professors, associate professors, chair professors, and 

distinguished professors). Tenure track is the preparatory stage for teachers who have the 

potential to obtain tenure. Tenure track talents, who fail to be promoted to tenure posts at 
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the end of their employment period (the assessment period is generally 6 years), must leave 

and seek employment elsewhere. For talents who have already achieved tenure posts, P 

University also puts forward corresponding academic tasks and requirements with a period of 

3-6 years to encourage talents to maintain their academic efforts. This approach is also known 

as the ‘up or out’ system, and Figure 5.2 shows its operational mechanisms. The assessment 

of the talent from tenure-track positions to associate professorships is the most crucial part 

of the process. In terms of evaluation, research, teaching and service contributions are 

prioritised. Candidates' evaluation materials are collected and submitted to an academic 

committee led by the dean. Tenure reviews often include outside experts who evaluate the 

candidate's academic contributions and make recommendations on whether to grant tenure. 

The college then submits the evaluation report to the University and the final decision is made. 

Kahn & Huberman (1988) note that a ‘up or out’ system stipulates that employees lose their 

jobs if they are not promoted within the given timeframe; on the other hand, the higher salary 

that employees receive after promotion must be explicitly agreed upon in the contract, to 

encourage the employees to work harder. Therefore, identifying talent, motivating talents 

which have been identified, and securing their continued employment are all functions of the 

'up or out' system. 

 

Figure 5.2 Tenure-track System of P University 

When the previous promotion channels of existing talents were closed down suddenly, the 

existing talents were very defensive, and this created an obstacle to reform. The shutting 

down of previous promotion channels not only failed to motivate the existing teachers, but 
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also increased their stress.  

Question: What about the existing talents in the previous system? 

Answer: Professors need to reapply for tenure.  

Questions: What do they think about that? 

Answer: They feel they have gained nothing, in psychological terms, and are under great 

stress of ‘up or out’ and anxiety of salary reduction; because if they didn’t get a tenure post 

before 2018, they could no longer apply for a professor. In fact, there are still a certain 

number of associate professors in the traditional system. The university stipulates that 

associate professors should apply for professorship in tenure-track system, otherwise they 

might need to transfer to ‘full-time scientific research’ positions, which means half their 

future salary needs to be decided by research outcomes, and this is full of uncertainty. 

Question: What is the probability of success in applying for an associate professor or 

professor in tenure-track system? 

Answer: Probably less than 50%. Generally, newly recruited overseas talents are more 

likely to meet the evaluation requirements of tenured professors; because some existing 

teachers have no overseas platform and cooperative vision, they always lose in 

competition. 

Evidently, due to the reform of the tenure-track system, some talents in the original system 

have not been promoted for many years, and the pressure brought by closing the original 

promotion system by 2018 has further deepened the problem. Overall, P University combines 

the pre-existing conventional system with the new tenure-track system, which leaves existing 

talents facing the dilemma of salary reduction, resulting in anxiety. This consequence is, of 

course, quite different from the one originally intended, namely motivating talents.  

In order to solve these challenges, P University decided to run a double-track system in which 

the new tenure-track system and the previous promotion system were combined. This was 

achieved in the following way: 

First, the traditional promotion system is not be closed. Lecturers can be promoted to 

full-time researchers, associate professors, and professors. Talents in the traditional system 
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are given the opportunity to apply for tenure after being named professors.  

Second, in terms of promotion to professional titles related to scientific research, 

teachers can also apply for tenure after being promoted from associate researchers to full-

time researchers.   

Third, new talents recruited by the new system are evaluated in full accordance with the 

requirements and standards of the tenure-track system. 

 

Figure 5.3 Modified Tenure-track System of P University 

The leadership of P University believes that "whether the new system can be generally accepted 

by all relevant stakeholders, and even become the consensus or shared values of everyone to 

some extent, is key to the successful implementation of the system." The main stakeholders 

include leaders, newly recruited talents and teachers working within the original system. An 

interviewee of the academic assessment committee stated: "Because the university strictly 

implements the tenure-track system, newly recruited talents have not been mixed in the 

academic assessment of the existing groups, ensuring that the assessment and promotion is not 

chaotic." 

For new talents, P University has specially set up a talent fund of 50 million yuan, which gives 

new talents high salaries. P University treated new talents with a new budget, and did not use 

the salary of the traditional system to subsidise the tenure-track system, thus effectively 

safeguarding the interests of the existing talents and reducing their resistance to reform. In 

addition, there is a significant difference in salary between the two systems used by P 
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University, which guarantees the interests of new talents. The leader of the HR department 

mentioned that the salary of talents in the tenure-track system is quite attractive, and, more 

specifically, that the annual salary of tenured professors is about 400,000 yuan, the salary of 

associate professors is about 320,000 yuan, and the salary of special researchers is about 

250,000 yuan. P University thereby maintains its interests at a systematic level, and financial 

system is sustainable and supports the interests of relevant groups.  

For the existing talents, the salary offered in support of the conventional promotion system is 

increasing, which inevitably increases motivation. Benefiting from the support of the national 

and local governments and the development of the university’s financial resources, P 

University has increased the annual salary of professors in nontenure-track system from 

150,000 yuan to 200,000 yuan, and the annual salary of associate professors from 100,000-

120,000 yuan to 150,000-160,000 yuan. 

In addition, the university advocates talents in both systems to ensure a healthy degree of 

competition, and has launched ‘X Plan’ which is designed to provide older professors with the 

opportunity to improve their incomes. Plan X divides talents into three categories, A, B and C. 

A subsidy of 200,000 yuan is provided for Class A, a subsidy of 150,000 yuan is provided for 

Class B and a subsidy 100,000 yuan is provided for Class C, accounting for about 40% of annual 

income. 

N University 

Different with P University, N University's mission is to serve regional needs, in terms of 

economic and social development, and to connect the local industries and the university's 

academic strengths. By 2025, the leadership of N University plans to have established a first-

class university with distinctive regional characteristics and outstanding ability to serve its 

region. Their two main development approaches are, firstly, undergraduate education that 

emphasises moral pedagogy, and, secondly, joint development with the regional government 

that emphasises the national 'double first-class' concept. Their strategic goals are very specific, 

as can be seen in Table 5.3. The information is taken from the development plan published by 

N University in 2020. 
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Table 5.3 Strategy and TM of N University 

Timeline Aim 
Strategic 

objectives 
TM strategy 

TM strategic 
objectives 

Key points of 
current TM  

By 2025 

Among the 
top 25 

universities 
in the 

western 
region and 
the top 200 

in the 
country. 

Develop 8-10 
disciplines in the 
top 50% of the 

national 
rankings.  

Strengthening 
the university 
with talents 

Strengthen the 
attraction and 
introduction of 

high-level talents 
and teams; 

Establish a new 
performance 

evaluation and 
resource 
allocation 

mechanism. 

① Attract 
and introduce 
talent based 
on demand. 
② Emphasis 
on talent 
development. 
③ Motivate 
talent with 
performance 
management. 
④ Retain 
talent by 
emphasizing 
talent service 

By 2035 

Achieve a 
ranking in 
the top 20 
universities 

in the 
western 

region and 
in the top 

100 
universities 

in the 
country. 

Develop a more 
mature and 

standardised 
undergraduate 

education 
system, with 3-4 

disciplines 
gaining their 
own national 

first-class status 
and gaining 

international 
influence;  

Over 50% of 
teachers have 
overseas study 
and research 

experience, and 
200 high-level 
talents will be 

recruited. 

TM Policy Orientation 

① Attract and introduce talent based on demand. By considering its actual needs in terms of 

teaching and research, discipline development, and talent pool building, N University seeks 

and recruits scholars with potential, influential academic leaders, and innovative teams. It is 

the Party committee's responsibility to plan overall talent attraction and introduction. HR is 

responsible for specific recruitment matters, and each department actively contributes to 

talent identification. Furthermore, N University is exploring more flexible ways to attract 

global talents, such as an agreed salary structure. 

② Emphasis on talent development. To create a talent pool, it is important not only to 

introduce external talents, but also to strengthen the development of internal talents. N 

University focuses on supporting and developing excellent teachers who are expected to 

achieve inclusion in national programs, teaching outcomes, and national talent titles. N 
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University supported introducing new Ph.Ds for scientific research, encouraged young 

teachers to obtain higher academic qualifications internally, and provided financial support. 

Moreover, it seeks to build an exceptional, exchange and development platform for talents 

through teacher training, project collaborations, and teacher exchange within partner 

institutions.  

③ Motivate talent with performance management. Teachers' ethics should be regarded as 

the primary standard of talent identification and evaluation, and a data-driven, reasonable 

and efficient classified management system and performance assessment system should be 

established. This enables different types of talents, in the categories of teaching, scientific 

research and administration, can maximise their effectiveness in the most appropriate 

direction. Performance-contribution oriented talent evaluation emphasises representative 

works' quality and academic impact. Teachers are considered to be motivated to achieve 

excellence in teaching and scientific research when they are evaluated on their performance. 

Furthermore, a certain number of special talent positions and performance targets have been 

established to encourage talent to develop their careers to the greatest extent possible  

④ Retain talent by emphasising talent service. Maintain a people-oriented service approach 

to increase talent retention. University N actively creates an atmosphere of respect, care, 

support and service for talents, and provide holistic support in terms of housing, children's 

school enrollment, government living subsidies, etc. 

Policy to practice: Particular TM Practices 

After the implementation of the national 'double first-class' policy, N University introduced 

performance management of talents in relation to categories. According to this approach, 

talents were classified into three categories, namely, research-oriented, teaching-oriented 

and research & teaching. Talents are then identified and developed based on the different 

characteristics of each category.  

① A performance points system: ‘Gongfen’ system 

N University combined the strategic goals of the university with the professional development 

goals of teachers, formulated talent development plans and performance objectives, and 
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regularly evaluated various factors affecting the quality of teaching, scientific research and 

social services in relation to individual teacher development plans. On this basis, given 

university provides performance evaluation feedback to talents, and encourages teachers to 

continuously improve their professional skills and performance. The university believes that 

this is a powerful tool for guiding talents and promoting the continuous improvement of 

teaching and scientific research.  

A points system called 'Gongfen' (in Chinese) was used by the university to calculate the 

research productivity. A clear evaluation system is used to determine the value, in terms of 

points, of papers (of different types), patents, awards, consulting reports, programmes, etc. 

Workload points are converted into pay at the end of the year, as a performance bonus. The 

more papers published, the higher the reward, which creates a culture of publishing. As a 

result, talents, regardless of their classification, aim to publish as many papers as possible. 

Additionally, talent promotion usually requires them to have papers published, regardless of 

their category. 

The university recognises that this is a joint force for its development, and its success also 

depends on this upward momentum. Therefore, publishing papers has become the most 

important and direct goal for N University, especially publishing in high-quality journals. 

The teachers of N University generally expressed negative emotions about this approach, but 

followed it nonetheless. As a result of this system, teachers place a high priority on scientific 

research but rarely prioritise teaching. In order to realise rapid promotion and performance 

rewards, they focus on research that produces results rapidly. By publishing at times highly 

repetitive papers, a considerable number of publications can be accumulated in a short time, 

but this does not necessarily reflect academic achievements of significant influence.  

N University has successfully implemented performance-based management, including 

summative evaluation of previous projects; however, it has failed to provide timely and 

comprehensive feedback to teachers, and to build talent development plans based on 

feedback.  

② Academic qualifications promotion plan 
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The academic qualification promotion plan is a talent development program that encourages 

young teachers to pursue doctoral degrees, take positions as visiting scholars, or apply for 

postdoctoral positions.  

In order to develop and broaden the academic horizons of young talents, N University has 

issued a policy of sending young teachers to renowned universities or research institutes to 

pursue higher degrees, further education or training programs. N University has especially 

encouraged overseas study experience, as a way to improve young teachers' academic 

abilities and develop academic contacts globally. As N University does not have a post-doctoral 

studies centre, and not all disciplines have the right to award doctoral degrees, in some cases 

teachers cannot receive their doctoral training on campus. A number of supports are provided 

by N University for teachers undertaking training, especially for those studying for doctorates. 

A return to school agreement is required in order to retain talents, and if they fail to return as 

scheduled, they are required to pay a large fee. However, it has also been questioned, as a 

review of the interview results indicates. 

For example, some teachers choose to study for a doctorate in Southeast Asia. Such doctoral 

degrees are typically easier to graduate from and more financially viable. Due to fierce 

competition in Chinese universities and many prospective PhD students’ academic level and 

economic situation, Southeast Asia doctoral programmes are now regarded as 'inevitable' 

choices. From their point of view, “Although my academic ability is not sufficient for taking up 

position at a first-class university, I don't want to give up. I still want to move forward, access 

a higher level of research programmes, be promoted to associate professor, or change jobs to 

a better university.” 

N University encourages teachers to apply for a Ph.D. to improve their academic qualifications. 

Teachers also have a strong desire and motivation. On the one hand, N University's new 

professional promotion policy stipulates that teachers under the age of 45 must have a 

doctoral degree in order to receive a promotion. A degree can also directly affect the salary: 

the monthly allowance increases by 5,000 yuan. In addition, overseas students can complete 

their studies by taking online courses without needing to travel abroad, which undoubtedly 

provides an ideal choice for in-service university teachers.  

Although many South-East Asian doctoral programmes are considered to have low value, N 
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University approaches the matter positively because the percentage of teachers with Ph.Ds is 

an important assessment metric in higher education. The Ministry of Education stipulates that 

universities can apply to become master's degree-granting institutions only if the number of 

teachers who hold doctoral degrees is not lower than 25%. When universities apply to become 

doctoral degree awarding institutions, a minimum of 45% is required. Additionally, this is 

related to university resource allocation; in order to improve their ranking, universities need 

to increase the number of Ph.D.s, and this also increases their access to government resources. 

This will also result in an improvement in the quality of students 

5.4.2 Organisational Culture and TM 

P University 

In 1907, P University was founded as a medical institution and has since grown into a 

comprehensive university. Throughout its history, P University has maintained a profound and 

unique cultural heritage and spiritual character, and has received recognition for its diligent 

and focused development. Rationality and pragmatism have characterised the university's 

development throughout its history. 

The most popular slogan of P University, ‘Walk with our motherland and help the world 

through science and technology’, has become the core of its campus culture, and is reflected 

in the words and deeds of its teachers and students, as it captures their attitude, motivation 

and working style. The culture of the university can be characterised more specifically 

according to the following concepts:  

First, profession-based patriotism. P University's culture emphasises patriotism, and the 

university’s employees believe that patriotism and social responsibility should be derived 

from practice. 

Second, scientific thinking and precise reasoning. At P University, rigor and pragmatism are 

valued, and most disciplines have a focus on urban development. As a result, there is a 

particular emphasis on creative engineering, and the attempt to realise development in an 

innovative way under the guidance of general theories. 

Third, continuous innovation and striving for excellence. Setting tough but attainable goals, 
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constantly raising the bar in pursuit of excellence, and responding to the need for achievement 

are key values of P University.  

N University 

N University advocates a spirit of ‘Shazaoshu’. Shazaoshu, also known as elaeagnus 

angustifolia, silver berry or wild olive, native to western China, is one of the most distinctive 

plants in the region of N University. This is a kind of desert plant characterised by tenacious 

vitality, and is an important tree species of the northwest region, widely used to create shelter 

forests in farmlands and for greening agricultural land. As a result of its exceptional ability to 

resist drought, sand, salt and high soil alkali concentrations, it can take root wherever it is, 

regardless of the external environment. This spirit is interpreted by N University as: not afraid 

of difficulties, not afraid of the wind and cold, has deep roots, will grow and thrive. According 

to their vision, the university will be rooted in the West, and will over value to the West, just 

as the local Shazoashu does. More specifically, the university’s values can be characterised as 

follows: 

First, the university emphasises the importance of dedication, hoping that their students and 

their teachers will be like Shazaoshu, firmly rooted in the university and able to grow. Talents 

could remain in the Western China, depending on different factors; they should dedicate 

themselves to the place where they are most needed. 

Second, the universities emphasise being fearless in relation to difficulties. Because of the 

limited resources of western universities, talent should be encouraged to overcome 

difficulties and learn to develop through struggle, just as the Shazaoshu grows in places 

without fertile soils and abundant rain, and thereby prove their tenacity and strength of 

character. 

Additionally, the university emphasises the contribution of the talents. Just as the Shazaoshu 

serves as a shelterbelt to protect the land and produce sweet fruits, their scientific research 

can strongly contribute to the success of the university and the development of the local 

economy.  
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5.5 Research Question Four: Issues of TM in Case Universities 

It is evident that TM is evolving in academic settings in China, but scholars have raised 

concerns about its implementation. For instance, Zhang (2013) cast doubts on the 

effectiveness of TM in the university system to ensure the survival of the most qualified talent. 

Zhang (2015) also pointed out several issues in the implementation of the 'up or go' system in 

Chinese universities, including the processing of academic achievements for short-term 

financial gains. In the interview, this study also listened to many concerns voiced by the 

respondents. 

(1) Concerns about overly quantitative evaluation. 

"Performance policies tend to evaluate us in a highly quantitative manner, focusing more 

on numbers and metrics while neglecting the essence of education. It is challenging to 

measure teaching quality solely with numbers, and such policies may overlook individual 

differences in the teaching process and actual academic contributions." (Uni.N-TP-IT-05) 

A respondent from N University expressed concerns about the overly quantitative nature of 

evaluations and believed that certain performance policies may lead teachers to overly 

prioritize evaluation and performance, neglecting interactions and relationships with students. 

This could affect students' experiences of teaching, thereby influencing teaching effectiveness.  

Under the excessively incentivized performance system, talents at N University exhibit limited 

rationality and opportunistic tendencies.  

"Some performance policies may be too directive, forcing teachers to pursue research 

directions aligned with policy goals, thus undermining the importance of academic 

freedom. We hope for more space to pursue personal academic interests and in-depth 

research." (Uni.P-TP-RL-16) 

P University employs an 'up-or-out' deterrent that provides more motivation, but does not 

contribute significantly to the creation of a positive organisational culture, or the maintenance 

of academic freedom. This finding is in line with the conclusions of van den Brink et al.(2013). 

In a study of universities in the Netherlands, these researchers identified three key dilemmas, 

namely transparency versus autonomy, the power of HR versus power of academics, and 
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equality versus homogeneity. 

Researchers are rarely able to study the scientific problems they are most passionately 

interested in, and are prevented from working in accordance with their preferred rhythm. 

Furthermore, based on this study of P University, it is clear that teachers choose topics which 

are highly popular and have a preference for results that support mainstream paradigms as 

this increases their chances of publication. However, this approach discourges researches 

from pursuing niche research questions and methodologies, leading to a more homogenous 

research environment. According to Tian & Lu (2017), this is the cost developing Chinese 

universities into world-class institutions. Tian & Lu emphasise the insecurity, uncertainty, and 

anxiety university talent experiences due to their responsibilities, and note that the rigid 

tenure requirements contributed to low quality of research and low effort teaching. 

Moreover, this approach to performance management fails to take into account the academic 

career development of teachers in different age groups. Its impetuous work orientation and 

stringent academic focus place young teachers under intense pressure to demonstrate 

academic endurance and belief, which is not conducive to their healthy academic 

development. Some studies have argued that this system of performance evaluation has led 

to stagflation (Bruno and Sachs, 2013) in the development of scientific research. In the context 

of this study, this means that although N University has been investing more in scientific 

research, and its criteria for measuring talent performance have improved over time, its 

scientific contributions have remained stagnant or even slowed down. From the perspective 

of agency theory (Eisenhardt, 1989a), members of an organisation have a tendency to reduce 

the cost of their own efforts while maximising the benefits they can obtain from the 

performance management system. Research regarding Finnish universities (Kivistö, Pekkola 

and Lyytinen, 2017), has shown that under a performance management mechanism that is 

overly focused on rewards and punishments, and, more broadly, is outcome-oriented, the 

intrinsic motivation of teachers in knowledge-intensive work will be reduced. By providing 

excessive incentives, a great deal of low-quality work has been generated, resulting in wasted 

organisational resources and undermining the original intention to develop universities 

through TM.  

In the case of P University, originally, the tenure-track system was intended to motivate talent 
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and identify outstanding potential faculty members. However, in practice, it is used as a 

performance management tool to promote academic productivity which is a deviation from 

policy. The administrators and talents themselves have firmly linked the system with 

performance management, focusing on stimulating teachers' scientific research performance. 

With this emphasis, they have ignored its deeper value, which includes attracting, retaining 

and developing talent.  

(2) Strong opposition among faculties 

There is significant opposition among teachers at P University to the 'up or out' system, and a 

similar sentiment is observed towards the Gongfen system in N University. For example, some 

expressed the unfairness in evaluation standards: “the standards fail to fully consider the 

diverse requirements of different disciplines and teaching styles, resulting in unjust 

evaluations”. Some felt that insufficient recognition for teaching, and they believe “this 

emphasis may lead teachers to prioritize publishing papers over providing thoughtful 

education to students.” 

In addition, employment extension and professional promotion increasingly depend on 

whether the number and rank of publications meet the terms of teachers’ employment 

contracts. The great pressure resulting from the 'publish or out' policy has negatively impacted 

the research work of talents in a number of respects. Si (2022) described how high-intensity 

work and tenure-track systems lead to great mental stress and insecurity for young academics 

in his survey of five Chinese universities. To meet the criteria of their quantitative working 

performance evaluation, teachers must pursue short-term research outcomes and immediate 

benefits within the limited contract period. Tian et al. (2016) reflected upon publish-or-perish 

culture in Chinese universities. They concluded that, as a result of this culture, researchers 

often do not have sufficient time to explore their long-term research interests, and struggle 

to formulate long-term research objectives. 

Moreover, N University typically receives a large number of complaints about the performance 

points system when revising its professional promotion and performance appraisal policies. 

Those complaining believe that the system cannot measure all aspects of a teacher's work, 

and especially fails to take into account the quality of scientific research. Many of the teachers 

at N University who expect to be promoted choose to concentrate their time and energy on 
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activities that can receive strong results in terms of evaluation, or which generate economic 

benefits, and show extreme reluctance to participate in teaching, tutoring and other service 

work. On the other hand, teachers who have already been promoted to professorships seem 

untouched by these debates. Some studies suggest that the current performance evaluation 

system of China does not encourage teachers to engage in high-quality academic work (e.g., 

Zhou, 2009; Meng, 2021; Tan et al., 2021; etc). Other scholars have drafted some initial ideas 

in reference to how the ecology of academia can be restored for talents. Long (2022), for 

example, demanded a return to the logic of academic-based appraisal, by limiting the extent 

of quantitative evaluation. In addition, Li (2021) explored academic and talent-sharing 

mechanisms. Moreover, Chen (2021) analysed the issue from the perspective of the relatively 

stable and explicable cultural relations formed in the academic field, comprised of scholars, 

scholarships and cultural environments. In this context, he suggested slowing down and 

emphasising quality over quantity.  

(3) Concerns on incomplete system 

This study found that there are many imperfections in the institutional reforms of the two 

case universities, for example, P University lacks an appropriate exit mechanism and 

supportive policies, such as pensions and unemployment insurance, due to its 'up or out' 

system, which places teachers at risk of unemployment. Furthermore, teachers who are 

unemployed are often labeled as 'unqualified', 'poor performers', or 'people who have been 

fired,' and are often questioned by employers when they attempt to return to employment. 

The 'up-or-out' system provoked discomfort and resistance among teachers following its 

implementation. Mallapaty (2021) description of a murder at a Chinese university highlights 

the risks of tensions over the ‘up or out’ tenure system. Although such an extreme case has 

not occurred at P University, similar incidents in Chinese universities have caused P University 

to reflect on and improve its exit procedure. 

Furthermore, there is a bias in the implementation of talent retention. Teachers' salaries have 

been increased by P University as part of its tenure-track system to ease negative emotions 

and unemployment risks. This approach follows a managerialist logic: the new system 

implemented at P University raised expected salaries, in the hope that employees, as a result, 

would concentrate on their work without any worries and complaints. Correlatively, if 
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teachers fail to produce academic output this is perceived as resulting entirely from their lack 

of diligence or ability. In this context, it seems ‘illegal’ for young teachers to express their 

negative emotions. Huang & Fan (2015) argued that the impact of the results-oriented 

academic culture that emphasised performance appraisal under the new system was hard to 

detect, but should not be ignored. Its main effect, according to Huang & Fan, was the 

promotion of a utilitarian moral view which surpresses subjects’ feelings and promotes 

external evaluation. Focusing on talent retention is key to addressing this issue.  

N University falls short in fulfilling talent attraction commitments, especially regarding unclear 

policies at the high-level talent level, including issues like introduction procedures, treatment, 

matching services, etc. Although N University is eager to attract talent, it has failed to attract 

high-level talent or teams.  Introducing talents to the western region is a long-term project, 

which will require consistent work over a long period of timeAlthough the salaries ofer are 

intended to attract talents, they are, in reality.  less competitive in terms of salary and other 

benefits than competiting institutions in the eastern region.  Most talent introduction policies 

formulated by universities are based on university needs rather than the perspective of talent.  

Other rights and interests besides scientific research tasks are not mentioned, which makes it 

challenging to manage the evaluation of the knowledge value of talents and guarantee their 

benefits.   

(4) Lack of decision-making power 

University talents' participation in academic management is not only considered a way for 

talents to serve the university, but is also their right as members of the university (Kennedy, 

1997). However, standardisation and bureaucratic management have become determining 

features of modern Chinese universities. Under the background of national enforcement 

policy and the rhetoric of officiality, the generalisation of administrative power limits teachers' 

participation in university management. Among talents, professors and associate professors 

have more opportunities to participate in academic management than young people because 

of their academic status and influence; but only professors in leading positions have 

independent interests and the right to express themselves freely. The weak position of talents 

has also been confirmed by the interviewees, who expressed their strong dissatisfaction with 

the existing management system, which has affected their enthusiasm and creativity. In 
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addition, it has led to talents viewing themselves as ‘outsiders’, and weakened their sense of 

ownership and loyalty to the university. 

Interviewee: “I'm an ‘invisible man’ at the college, and I just follow the decisions of the 

college, and sometimes I don't know what's going on, but it's okay, you know.” 

Question: “Did the college discuss with teachers and ask for their opinions before making 

a decision?” 

Answer: “Yes, but it is not my place to discuss. If the leaders have any ideas, they will hold 

conferences with several heads of disciplines, namely the academic committee, to discuss 

them. In our academic committee, there are 4 college leaders, 3 department heads, and 3 

respected, older professors. For example, every time our performance allocation plan is 

proposed by leadership directly, each department calls everyone together for a meeting to 

discuss and collect feedbacks. The plan has many unfavorable aspects to teachers without 

executive position, and we have a great many opinions. But these opinions are rarely 

voiced. Because it is formulated by the leadership, and it is certainly beneficial to them, 

teachers without any executive position can only listen and obey." 

Question: “Why weren't your opinions taken on board?” 

Answer: “Leaders have their own considerations and they want us to take the whole 

situation into consideration, but it always comes at the expense of our interests.  

Some teachers have more courage to put forward opinions during public sessions, and 

they are regarded as troublemakers by the leaders as a result. When there are good 

opportunities, they will be marginalised, so it is better not to express objections and to 

keep a low profile like me.” 

Question: “Are there any channels through which you can offer opinions and ideas in the 

university?” 

Answer: “In college, this is the case. In the university, every year, we have a teachers’ 

Congress. People who are highly valued by the leadership, people who follow the 

leadership firmly and people who are always ‘nice guys’ or smooth operators and never 

speak out are chosen to participate. Our university regularly organises the principal 

reception day for students to listen to their opinions and feedbacks, but for us? Never.” 
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(Uni.N-TP-TT-10) 

In the interview, many teachers talked about the impact of the management system on them 

and their helplessness in relation to the system:  

“I feel that many policies and rules are aimed at teachers now, and individuals are unable 

to make changes. It is best to follow the flow, but I often can't find the rhythm.” (Uni.N-

TP-HE-24) 

University talents need an official channel through which their views can be heard. Currently, 

the ‘aphasia’ in the management system makes them feel marginalised, casting a shadow on 

important decisions talents must make concerning their development, interests and well-

being. As a result, many talents have come to accept the helplessness of their position, and 

their lack of a right to speak silently, take their position of ‘no influence’ for granted, and 

comfort themselves with the knowledge that despite these challenges, they will slowly climb 

the academic ‘pyramid’."  

(5) Significant policy homogenization 

The content of talent attraction policies is similar to that of other universities and fails to 

highlight the university’s unique regional characteristics. Specifically, N University's 

regulations on academic ability, academic background, age of employment, and level type of 

talent are similar to the content of talent introduction policies of P University. However, N 

University and P University are distinct in terms of rankings and development direction. Huang 

& Ding (2022) argue that as a result of the homogenisation of western universities' talent 

introduction policies, regional economic development will be affected negatively, primarily 

due to the absence of demands which reflect regional characteristics, which, in turn, make it 

difficult, in practice, to satisfy regional development needs. Many researches emphasised this 

point. Krishnan & Scullion (2017), for example, found that TM differs in SMEs due to structural 

and institutional differences, and Pandey et al. (2022) found that TM differs across 

organisations which differ terms of in structure and function.  

5.6 Conclusion 

To answer the first research question, “What is the role of talent management in Chinese 
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universities?”, this study thoroughly reviewed the findings of this research which revealed a 

number of interesting insights about how TM is perceived in Chinese universities. As shown 

by the interview data, key employees, high potential employees, and high performers seem 

synonymous with talent. Talent also encompasses some distinctive characteristics, such as 

'political correctness' and 'fine moral and ethical’. Notably, Chinese universities emphasise 

certain knowledge and skills as well as creative work when defining talent.  

This chapter then presented the findings of TM practices in Chinese universities with regard 

to talent identification, attraction, retention, and development. From policy to practice, this 

study discussed more possibilities for the development of TM in Chinese universities and 

offered some suggestions for improvement. However, this study not only examined TM 

practices in Chinese universities from an organisational perspective, but also highlights 

findings from the talents' perspective, in relation to their current status, development needs, 

and behavioural strategies, to provide a comprehensive picture of TM in Chinese universities.  

Furthermore, to provide a clearer comparison of the different TM strategies adopted by the 

two universities, taking into account their own positioning, strategy, and culture, this study 

compared the two universities’ implementation of TM, including the particular role of TM and 

the challenges it has created. This helps to provide a more comprehensive answer to the 

research question of this paper, specifically, in terms of the fit between TM and strategy, the 

contributions of TM, and the main challenges of implementing TM. 

P University, located in the economically developed eastern region of China, is a well-known 

university with a high ranking. Its goal is to enter the forefront of world-class universities. Its 

TM serves both its own strategic needs and the national TM strategy, Strengthening the 

Nation with Talent. At its cultural core, it is characterised by profession-based patriotism, 

scientific thinking and precise reasoning, as well as innovation. In practice, P University adopts 

a classified management of talents approach, and has departed from the traditional 

employment relationship of Chinese universities by leading the implementation of the tenure-

track system. This study focused on presenting the process of TM implementation holistically, 

giving particular emphasis to  the issues that arise during the coupling of the old and new 

systems. This study believes that P University's TM approach has contributed to value creation, 

improved talent performance, promoted talent mobility, and successfully circumvented the 
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bureaucratic and guanxi-driven administrative management typical in Chinese universities. 

However, P University's TM still faces many challenges, on account of its deviation from the 

original intention of incentives in the process of improving performance, its lack of exit 

mechanisms, and its ‘up or out’ policy that puts great pressure on talents and generates 

negative emotions towards the university’s TM. Moreover, it is still necessary to address biases 

in how talent retention is conceptualised. 

N University, located in the underdeveloped western region of China, seeks to serve regional 

economic and educational needs. It has continuously worked to attract talents in response to 

its low ranking and a long-term talent shortage. Its strategic goal is to rank rankamong the top 

20 universities in the western region and among the top 100 universities in the country. Its 

TM strategy is a decomposition of the university development strategy objectives. 

Unfortunately, in order to get a higher ranking, the leadership of N University failed to take 

into account the university’s history as a teaching-oriented institution and prioritized research. 

In order to retain talented students, the university culture emphasises the spirit of 'Shazaoshu', 

which focuses on dedication and generosity of spirit. In the practice of TM, classified 

management of talents is also used, as well as a unique performance points system. The points 

system was designed to motivate talents, allocate resources more equitably, and formulate 

talent development plans based on their performance. The implementation of TM has led to 

the expansion of the talent pool, an increase in the desire of talents to engage in research, 

and an increase in the quantity of research. It has also provided opportunities for teachers in 

a relatively disadvantaged position to receive academic training and continue their education, 

and rationalised talent identification and evaluation, eliminating the influence of guanxi. 

However, N University’s approach to talent attraction lacks competitiveness and distinctive 

regional features, and homogenisation is evident. Additionally, the performance points system 

has lowered professional dignity and devalued talents, leading to frequent cases of resistance 

from talents towards the system. In practice, teachers are treated as an undifferentiated 

labour force, and the relationship between teachers and the university becomes one of value 

exchange, in which the university provides teachers with performance-based compensation 

of equivalent value for their work. In other words, N University mistook a model of 

performance-based pay for genuine motivation. This pragmatic model fails to promote talent 

development, and fails to provide teachers with practical feedback which could lead to 
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improvement. Moreover, insufficient care and support is provided to teachers. In addition, the 

TM strategy at N University has led to excessive incentives, which arguably has caused 

stagflation.  

The last section of this chapter, focusing on several concerns on TM in case universities and 

discusses the major challenges in implementing TM in Chinese universities. 
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Chapter 6 Discussion 

6.1 Introduction 

In Chapter 5, this study presented empirical findings centered around the research questions. 

In this chapter, this study further summarizes the main discoveries of this study and discuss 

these research findings by drawing on conclusions from key literature. To highlight the 

significant differences and similarities between the two case studies and between 

organisational and individual perspectives, this study conducted in-depth analyses and 

discussions on various themes for each university. Through these in-depth analyses and 

discussions, this chapter is to offer a comprehensive perspective, highlighting key features and 

trends in TM practices within Chinese universities. Theoretical insights with empirical findings 

are presented to provide a profound and thorough understanding and valuable insights for 

future research and practical applications. Specifically, the structure of this chapter includes 

the following sections: section 6.2 explored and compared the concepts of TM in the Chinese 

context with existing research. Section 6.3 focus on detailing how TM is executed in the 

specific context of Chinese universities, and specifically includes four aspects, talent 

identification, talent attraction, talent retention and talent development. Then, this chapter 

delved into the relationship between TM and strategy, as well as organisational culture, within 

the case universities (section 6.5), and then explored the role of TM in both case universities 

and conducted a comparative analysis, discussion and exploration of the reasons behind in 

Section 6.6. 

6.2 Localization Concepts of TM in China 

According to Ross (2013), there is no definitive definition of talent. Although Chinese 

universities also lack a single, unified definition of talent, the term is useful for discussing 

talent management; despite the lack of a perfect definition, it is generally agreed that talent 

comprises certain elements or qualities. Moreover, knowledge and skills, contributions, 

creativity, and leadership are also frequently used words in characterising talent. These high-

frequency words confirmed the definitions suggested by Beechler & Woodward (2009), Čizmić 

& Ahmić (2021) and Thunnissen & Arensbergen (2015), etc. In addition, a key employee, a 

high potential employee, and a high performer seem to be synonymous with talent; this view 
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has been widely suggested, for example, by Reedy et al. (2012), Ansar (2018), and Nijs et al., 

(2014), etc. As a result, these words help to define the concept of talent., and in alignment 

with RBV, this study explores how the distinctive talents and skills of individuals contribute to 

the organization's capability to attain its strategic objectives. 

However, this study offers some new findings In Chinese universities, 'political correctness' 

and ’exemplary morality’ have emerged in attempts to refine the definition of talent in this 

unique context. This strongly affirms the important role of context (Gallardo-Gallardo et al., 

2020). As Gallardo-Gallardo et al. (2020) pointed out, the influence of organisational context 

has been underestimated in research on TM; as context determines how TM occurs, is 

understood, and is implemented, this is a significant problem. First of all, in the definition of 

talent in Chinese universities, the centrality of the concept 'political correctness' 

demonstrates that political factors are important; as has been shown, Chinese TM is, first and 

foremost, under the direction of the Party leadership and will serve national interests. Second, 

exemplary morality' reflects culture, and Chinese culture, historically, has always placed a high 

value on virtue. However, when this study examined the literature on talent in the Chinese 

context, these two words were not clearly used in various definitions of talent. In my view, 

this is because these two terms are viewed as prerequisites for defining talent, rather than 

components of finalised definitions. This, this study would suggest, is a deficiency in talent 

research in the Chinese context. 

Secondly, the inclusion of ‘certain knowledge and skills’ reflects the higher requirements for 

teachers' professionalism in universities, which are different from those in other industries. 

Both western scholars and Chinese scholars have stressed this point in the past. When 

conducting research on scientific talent, Simonton (2008) defined talent as intelligence, 

personality, and genetic endowment. This study does not consider intelligence or genetic 

endowment when defining talent, in contrast to his views. 

Third, across different identities, respondents emphasise that talents are those who make a 

distinctive contribution which reflects their value as talents. Other Chinese scholars have 

reached similar conclusions (e.g., Wang, 1983; Ye, 1983; etc.), and the research results of this 

study confirms and supports their research.  
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Finally, some scholars have incorporated the concept of creative work in the context of 

defining talent within a university setting. This entails not only acknowledging conventional 

academic accomplishments but also valuing the capability to generate innovative and original 

contributions (Arkko-Saukkonen, 2017). Talent identification is contingent upon an 

individual's aptitude for innovative thinking and original contributions to their respective field 

(Mumford, 1988). Notably, groundbreaking research, unique projects, or inventive solutions 

emerge as pivotal indicators of talent. Moreover, within a university environment, individuals 

demonstrating creative talents may excel in the integration of knowledge across diverse 

disciplines, promoting collaboration, and contributing to interdisciplinary projects that 

challenge conventional paradigms (Biancani et al., 2018). Furthermore, creative work is often 

correlated with robust problem-solving skills and critical thinking (Alatawi, 2016). Individuals 

showcasing the capacity to approach challenges with imaginative and inventive solutions 

garner recognition for their creative contributions. This acknowledgment may manifest 

through accolades, awards, or other forms of recognition, serving as clear indicators of talent 

within and beyond the university context. 

The findings underscore the significance of talents, delineated by their exceptional skills and 

knowledge, as invaluable assets to the organization within the framework of Human Capital 

Theory (HCT). The reality is that Chinese university talent is defined by the papers individuals 

publish and the research programs they are responsible for. The terms 'political correctness' 

and exemplary morals are nebulous, difficult to measure and define, and need to be examined 

in detail. Tansley (2011) was correct to argue that when it comes to talents, people speak the 

same language, and in Chinese universities, it is ultimately about publication and research 

output. Published papers are the most intuitive measurement, and there is general consensus 

on the fairness of this approach. In order to solve the lack of consensus on agreed status of 

journals which makes this a challenging issue, Chinese universities generally adopt a unified 

catalog of journals from the Chinese Academy of Sciences. 

TM in Chinese universities is largely determined by the Party leadership (Sun, 2022). This is 

manifested in a variety of talent policies. Through interviews, key resources related to TM are 

identified. These resources encompass the skills, knowledge, and expertise of employees, 

with a particular focus on those regarded as talents. Sun (2022) pointed out that talent policies 

issued by the party are designed to maximise the value of teachers' creativity, practice, 
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leadership in knowledge creation and dissemination, student education, and social service. In 

all talent policies issued by the government in Chinese universities in the last decade were 

reviewed, and highlighted the government’s continuous role in promoting innovative talent 

policies. These policies respond to issues such as what kind of talent is suitable for becoming 

university teachers, researchers, and managers, how to select and motivate them, how to 

serve them, how to protect them, and how to develop them. Harvey (2014) analysed how 

talent policies in China are used to attract, retain, and manage talent, and concluded that 

attractive policies lead to success at the level of talent competition, and the present study 

highlighted the importance of the role of Chinese universities in promoting TM development 

through talent policy. 

Firstly, through the analysis of existing talent policy, this study believes that the talent policy 

of Chinese universities has incorporated the ability of talents into the value system of TM, 

including teaching ability, academic ability, etc. It can be seen, therefore, that the talent policy 

is a context which favours the growth and progress of talents. Zhang et al. (2021) confirmed 

the function of government support for talent policy. Although his study focused on 

technology-based enterprises, the findings are relevant to Chinese universities as well. The 

talent policies in Chinese universities support talent identification, evaluation and talent 

development; regardless of its practical efficacy, these are good intentions. 

In addition, currently, TM policies in Chinese universities provide comprehensive talent 

development (including survival development, teaching development, and academic 

development), and preferential treatment (including short-term and long-term incentives). 

Given its role in moral education and its greater political significance, Yu (2008) examined the 

revival of Confucianism in Chinese schools. Indeed, in terms of this moral philosophy, 

universities are responsible for the growth of talents. Therefore, universities have the 

responsibility to protect and develop university talents, and help teachers to fulfill their full 

potential as effective educators an approach which will enlarge the talent pool available for 

universities. 

The findings elucidate how talents identified and nurtured through TM initiatives make 

positive contributions to the organization's goals and objectives. It substantiates a positive 

correlation between investments in human capital and organizational performance. Wen 
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(2019) proposed that Chinese universities provide an opportunity-rich context for the 

implementation of TM; first, the decentralisation of higher education management autonomy 

provides universities with opportunities to implement TM; second, the context of "double 

first-class" presents new opportunities for universities to obtain funds and resources to 

develop TM. As it is found in our study, case universities are taking advantage of these 

opportunities to implement TM.  

6.3 TM Implementation within Chinese Context 

6.3.1 Talent identification 

Based on interviews with leadership, administrative staff and HR representatives of the case 

universities, this study reviewed the findings of talent identification in Chinese universities. In 

the following section, this study discuss how the picture of talent identification which emerges 

relates to its representation in the relevant literature. 

Talent identification itself does not produce direct value; the actions the university takes 

based on its identification of talent is the real process of creating value. It is a process of 

clarifying and concretising information related to talents; this process provides some very 

clear information about whether the current talent pool fits the needs of the organisation 

(Calle-Duran, Fernandez-Alles and Valle-Cabrera, 2021).  

There is a difference in how candidates are identified in academic subfields (van den Brink et 

al., 2012). Papers, professional titles and awards are all recognised within the recruitment 

framework of performance-ism, but such criteria are also gradually pushed to extremes in 

practice; for example, identification of talent based on papers is mainly based on the number 

of articles published, the reputation of the journals and citation data. This process underlines 

the triumph of the logic of performance-oriented managerialism, which results in institutions 

imitating the logic of the academic community (Levin, Kater and Wagoner, 2006). The 

performance-oriented approach pursues benefit maximisation and promotes extrinsic 

incentives, which helps to stimulate the enthusiasm of teachers in universities to a certain 

extent (Meyer & Evans, 2003). Moreover, clear quantitative criteria can limit unfairness 

(Murphy and Cleveland, 1995) and reduce the influence of administrative factors on talent 

identification. Peterson et al. (2022) argued that one of the factors affecting perceived 
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organisational justice is the lack of diversity in the talent identification process. This claim, that 

one-sided talent identification around research outcomes-papers in universities can not 

reflect the true potentials of talents, is supported by this study. A paper, in other words, can 

serve as an indicator of a teacher's ability to teach and conduct research, but it cannot be the 

only factor in talent identification. However, focusing on representative works of talent, 

simplicity and clarity is an approach which has won the favour of administrators in universities, 

partly as a reflection of the public's desire to understand academic talents intuitively. The 

representative work system is the result of interwoven factors, such as university teachers, HR 

departments, university leadership and public opinion. As this study argued with reference to 

the definition of university talent identification in Chapter 3, the collective action of 

individuals, organisations, and society defines the professional rights, responsibilities, and 

beliefs of university teachers (Achinstein, 2002). In this context, it is clear that TM of 

universities requires the cooperation of a wide range of stakeholders. In response to this, 

universities should establish a high-quality academic community to lead TM, provide a 

platform for academic communication, supervision and evaluation, gather and identify talents 

and their achievements, and establish a distinctive voice within the academic community.  

To respect the research findings of Pankhurst & Collins (2013), it is imperative that key 

stakeholders maintain consistency in their understanding of the system and process of talent 

identification and development. 

Different types of universities undertake different missions; therefore, universities should 

rationally identify the talents that they need instead of pursuing them blindly. University 

classification management was originally intended to identify different categories of talents 

and provide different development paths for them, but in practice, there has not been enough 

differentiation (Chang, 2020). Mousa et al., (2021), in their study of the Egyptian higher 

education sector, found that identifying and classifying talent is not based on the needs of 

departments. Given the correlation between Mousa et al.’s finding and the finding of this 

study, it can be concluded that talent identification and classification systems must consider 

motivational, structural, consequential, and social responsibility components. With this in 

mind, this study argues that universities should have accurate and clear strategic positioning, 

mission and development vision, and on this basis, uphold diversified and differentiated talent 

identification methods. 
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Moreover, talent identification is a specific action based on TM strategy; and from setting 

strategy to giving meaning to work, all university staff need to have a unified understanding 

of strategy. A study by Tyskbo (2021) examined the institutional logic of talent identification 

at headquarters and subsidiaries, and concluded that the way in which organisational actors 

identify talent is influenced by the logic they follow. Tyskbo also emphasised the importance 

of incorporating cultural norms, symbols, and practices into the identification process of talent 

at different institutional levels. The survey undertaken for this study demonstrated that the 

views of university leaders and specific school implementers were different, which was 

reflected in the confusion in HR about talents' roles in the workplace.  

In summary, 

• As a first step, talent identification should match an organisation's needs. An 

institution should have rational and clear strategic positioning, mission, and 

development vision, utilise diversified and differentiated talent identification methods, 

and communicate this to each actor. 

• In universities, talent identification focuses primarily on papers and scientific research, 

and lacks a multi-category approach. Currently, classified talent identification is 

inseparable from teaching and scientific research output, and has not been 

successfully adapted to the development needs of different types of teachers. 

• There should be an academic community leading TM at universities. This community 

should identify talents and achievements and establish a voice for the academic 

community. 

6.3.2 Talent attraction 

Among the factors influencing talent recruitment in Chinese universities are the reputation of 

the university, salary and benefits, academic and career development, fair promotion and 

evaluation, independent teaching and research, working environment, academic atmosphere, 

and the location of the university. Saurombe et al. (2017) identified six key themes for 

academic staff branding: reputation and image, organisational culture, identity, corporate 

social responsibility, and work environment. Comparative research results, from the 
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perspective of academic staff branding, have demonstrated the decisive role of reputation 

and work environment in recruitment. However, in the Chinese university context, potential 

employees place a particularly strong value the city where the university is located. It is for 

this reason that Hu et al. (2020) focused on regional talent attraction in relation to the key 

factors in China, and concluded that there are four specific aspects: regional development, 

industrial development, income, and regional environment. 

This research found that talent recruitment poses several risks to universities. However, 

universities have not wavered in their desire for talent despite the risks in terms of cost and 

value. Sparrow (2019) introduced risk management thinking in talent planning. The risk of 

talent introduction refers to the loss or damage caused to the organisation by the behaviour 

of the introduced talents deviating from the expectations and objectives of the organisation. 

This study has objectively demonstrated some of risks of talent introduction. In the context of 

increasing talent competition, universities should analyse the possible risks to ensure that 

talent introductions are effective. Dahshan et al. (2018) confirmed the high cost of talent 

attraction, and Katz & Stark (1987) proposed the concept of asymmetric information. 

Additionally, this study found that there are also risks of cost and income imbalance, a 

mismatch between talents and positions, and risk in terms of talent flow. In addition, Wang 

(2017) argued that there are also risks of object selection of human capital investment, mainly 

moral hazard. Dang et al. (2020) mentioned, with reference to the compliance risk, for 

example, risks of infringement of the right to know, of breach of contract in employment 

contracts, and of infringing on the equal rights of existing talent. Universities and individuals 

both pose risks, and many factors contribute to these risks: the lack of cost-benefit analysis in 

the talent attraction process, mistakes in decision-making, etc. 

According to my research, the primary issues with regard to talent attraction in Chinese 

universities are as follows:  

First, lack of scientific planning. This pertains to the absence of systematic and strategic 

planning in the talent attraction process. HR Personnels expressed concerns about the 

mismatch between the skills of the talents recruited and the organisational needs, which can 

be attributed to inadequate planning, because leaders in certain academic departments first 

identify the talents they wish to attract, often those with prestigious doctoral backgrounds, 
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and then formulate plans accordingly, submitting applications to the HR department, rather 

than attracting talents based on professional or development needs. 

Sun et al. (2006) proposed planning talent attraction around the characteristics, advantages, 

and practical needs of disciplines and schools in line with a given university's development 

strategy. Even though the case universities have adopted a similar approach, occasionally they 

deviate from their original plans and discuss individuals on a case-by-case basis. By chasing 

talents, they lose their rational focus on their development strategy, which results in vicious 

competition. Gardner (2002) described how talent raiding results in competitive interactions, 

and his suggestions regarding avoiding retaliation should be read widely in universities. 

Second, the benefits generated by the introduction of talent are rarely considered, and the 

match between input and output is never taken into account. Participants who express 

concerns or provide feedback indicating a lack of consideration for the benefits and alignment 

between input and output would be considered as supporters of this point, involving teachers 

and faculty members. They emphasized the importance of aligning the talents brought in with 

the academic and research needs of the university, and concerned the resource wastage and 

guanxi influences, asserting that talent attraction does not yield tangible benefits or 

significant outcomes. Moreover, they argue that the costs incurred due to talent attraction 

impact and constrain their own interests. Ogbari (2018) addressed the relationship between 

inputs and outputs in terms of productivity. On this basis, this study argues that universities 

should try to break from conventional talent recruitment, and fully connect the input and 

output in the process. In addition, there is a certain difficulty in integrating newly introduced 

talents and existing talents in the absence of supporting measures after recruitment. As a 

result, talents may struggle to maximise their potential or stabilise their talents. 

Third, talent is attracted by a particular and limited method, using a, narrow range of sources. 

An administer has proposed the idea of homogeneous talent recruitment, believing that 

adopting similar or identical methods and strategies in talent attraction leads to individuals 

with comparable backgrounds, skills, or experiences being brought in. This strategy may result 

in a lack of diversity in the organisational talent structure, limiting the emergence of different 

perspectives and innovation. The causes of this issue include: using identical recruitment 

channels; establishing similar recruitment criteria, emphasizing identical educational 
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backgrounds, skills, or work experience, thereby screening a relatively homogeneous pool of 

candidates; relying on a single source of talent (exclusively recruiting from specific talent pools 

or sources, such as relying solely on particular universities or corporate partners); emphasizing 

the idea that team members should possess similar backgrounds and experiences, potentially 

leading to the recruitment of homogeneous talents. Wang (2017) proposed that on the basis 

of fully mastering the available information, universities should broaden the channels of talent 

attraction and explore diversified means of attracting talent. The position of this study is that 

while solving the talent shortage in universities quickly is a key priority, the cost input should 

be reduced as far as possible to reduce the risk of brain drain. 

6.3.3 Talent retention 

In accordance with HCT, findings indicate that strategies for talent retention involve the 

provision of competitive compensation, opportunities for career development, and the 

cultivation of a positive work environment, all aimed at retaining valuable talents. 

After an interview with leadership and administrators of case universities, it was found that 

brain drain is primarily caused by dissatisfaction with personal development, high job 

demands and pressure, and difficulty integrating into university culture and management. 

Thesefindings are consistent with the findings of a number of other studies. In a survey of 249 

teachers in different universities, Abbabneh (2020) found that trust, commitment, and job 

satisfaction mediate the effects of met expectations on faculty retention intentions. YouYou 

(2014) found that the primary factor affecting mobility is job satisfaction through a 

quantitative study of 2613 questionnaires in China. Using semi-structured interviews with 123 

faculty members, Ambrose et al. (2005) found that salary, promotion, and region primarily 

affect talent flow.  

Universities have proposed a series of supporting policies to attract talents, and in the case of 

this study, universities also attract talents through providing jobs for spouses, high talent funds 

and research start-up funds, etc. However, universities struggle to implement their promises 

in a timely and comprehensive manner, which not only damages the university’s reputation, 

but leads to brain drain. Zhao (2021) conducted an in-depth analysis of this problem in his 

research, arguing that talents' choice to leave local universities is related to the universities' 

struggles in implementing promised benefits. Zhao suggested that universities should actively 
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seek the support of local governments and enterprises, and promise housing, salaries, and 

other benefits to attract more talents. Furthermore, strengthening the standardisation of 

labour contracts, guaranteeing their legal status, and protecting the rights and interests of 

talent are potentially effective ways to improve retention. 

In addition, the case universities have changed their approach to compensating by 

establishing complicated dismisal procedures which carry a high penalty. These practices are 

not only harmful to the universities, but cause lasting and significant harm to talent attraction 

in less developed. In the case that universities abuse their power excessively, violate contracts, 

and create obstacles to prevent talented people from leaving their jobs, they will hinder the 

development of talents, as well as undermine the possibility of establishing harmonious 

relationships with them. When a talent leaves a university, universities must reflect on the 

causes for the departure.  

First, universities must develop the spirit of the contracts which they ask talent to sign. The 

spirit of contract represents a university’s bottom line and fundamental culture, and is also 

the basis of talent policy. In the absence of a spirit of contract, fairness and justice cannot exist. 

It is short-sighted to offer high compensation and take credit for teachers' development; 

respecting and upholding the rights of teachers is the key to retaining them. In Allen & 

Vardaman’s (2021) study of global talent retention, the influence and importance of 

institutional, legal and cultural contexts are emphasised. However, few studies have directly 

discussed the contract issue of talent retention, which is practised in an immature manner in 

the case universities, and can therefore be used as a negatively illustrative case. 

Second, not only the labour contract, but the psychological contract must be developed. This 

research has highlighted that talent is retained when it is treated with the utmost respect, and 

universities should pay attention to their own and provide a good working environment for 

the development of talents. Holland & Scullion  (2021) emphasised the need that the 

psychological contracts be shaped to retain talent, and as Mey et al. (2021) found, feeling like 

they belong, respecting one another, and being empowered to support their personal 

development and allowed to function in a flexible and free manner are all factors which 

support talent retention. In addition, other studies have similarly emphasised respect in 

university research contexts, such as Hafez et al. (2017), Sinniah et al. (2019) and Amushila & 
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Bussin (2021). 

6.3.4 Talent development 

The organizations examined in this study have instituted talent development programs, 

training initiatives, and educational opportunities aimed at augmenting the skills and 

knowledge of their talents. The rationale behind such investments in talent development 

programs is explicated through the lens of HCT. According to Chapman (2006), Chinese 

universities are under pressure to compete with other employment sectors which may offer 

more attractive benefits to them. In order to motivate talent to devote their energy and 

creativity to education, Chinese universities must find ways to attract them and provide them 

with the necessary organisational and institutional support. This is the problem which the 

process of talent development is responsive to. 

Garavan et al. (2012) argued that as part of a wider talent management process, based on 

talent identification, talent development usually determines which individuals should drive 

the development, the pace of development, and the architecture of development. This study 

tries to answer these questions as with as much detail and rigour as posible. 

FDCs, established by universities and advocated by government, drive talent development in 

China. In universities, FDC is not only a mature practice, but also a trend (Chen, 2022). In spite 

of its positive impact on the development of university teachers, the government-led reform 

has many problems n terms of the implementation process, such as the coordination with 

strategy of universities and differential design, etc. The research of Wu & Guo (2017) stated 

that the role of teachers has become more diversified as higher education has development, 

and the development needs of talents in universities vary significantly. In spite of 

understanding the importance of talents, universities have not sufficiently developed talents 

as a human capital resource. Zhao (2020) argues that, in order to highlight its own 

professionalism and build a learning community, FDCs need to develop projects that meet 

individual needs by giving full consideration to teachers' discipline, age and interests. This is 

an important new challenge which reflects the need for more intuitively categorised talent 

management in Chinese universities. The development of university teachers should take into 

account not only professional development, teaching development, organisational 
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development, but also include a focus on personal development. 

In addition, Li (2013) argued that the development of university teachers is no longer simply 

a matter for FDCs, but should become a consideration at the level of the university more 

broadly. Universities need to build good environments for talent development from the 

perspective of the organisation, systems, resources, projects, funds, and so on. Based on this 

study, it is clear that talent development is driven by the government. This is because, as public 

sector institutions, Chinese universities have typically followed passive development models. 

Passive development models struggle with inertia and which makes the effective selection of 

an appropriate talent development approach difficult. This study has therefore suggested that 

university talent development must address the university context and strategy, and adopt 

teacher-led and teacher initiative development paradigm.  

6.4 Linking TM with strategy and organisational culture 

The TM practices observed in this study align with the overarching organizational strategy and 

play a role in achieving strategic objectives. This alignment is consistent with HCT, which posits 

that synchronizing human capital strategies with organizational goals is crucial.  

According to the practices of TM in P University under different strategic periods in the 

previous chapter, TM is a dynamic development process. Before the reform of HRM in 

universities, P University, like most public universities in China, had lifelong tenure positions 

(Bianzhi), and academic labour markets were relatively lacking in terms of both competition 

and motivation. In the early stages of the development of TM, universities were not sure how 

to implement it effectively. As a result, they relied strongly on external forces, paid 

comprehensive attention to context and relevant policies, and integrated their strategic 

objectives. Second, in order to achieve the purpose of TM, classified management and tenure-

track systems were introduced. More specifically, tenure-track posts were used to identify and 

motivate talent. Third, tenured professors are recognised as a university's greatest asset, but 

the question of how they can be further developed is a fundamental problem which 

universities must grapple with. The goal of TM is not only to help talented people become 

professors, but also to continue to provide them with assistance after they become professors, 

enabling them to reach even greater heights. In the early phases of their careers, young 
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teachers typically spend most of their time and energy on scientific research, with teaching 

merely an incidental activity. For universities to achieve their strategic goals, their focus needs 

to be shifted from scientific research to research and teaching. 

The experience of talent in this process is shown in Figure 6.1, and the role of strategy and 

culture in the process is also included. 

 

Figure 6.1 Talent development process and key areas of focus 

First of all, in accordance with the case descriptions already provided, P University's strategy 

inherits, and serves to extend, the national strategy. In the second chapter, which was focused 

on the specifics of the Chinese context, the strategy for strengthening the nation through 

talent was elaborated. Based on this strategy, P University proposed a strategy for 

strengthening itself through talent. In addition to its own positioning and strategies at various 

stages, it formulated holistic strategic objectives and then designed specific TM practices in 

accordance with these guiding objectives  

Second, it is important to unify priorities and perceptions in relation to talent resources. As 

King (2017) argues, in order to facilitate sustainable talent development, a strong talent 

system, which King refers to as a talent climate, must be put into place within an organisation. 

TM has been undergoing policy reforms at P University, and arriving at a consensus view in 

relation to the deployment of talent resources is the key to overcoming resistance and 

implementing new policies effectively. 

Third, as this research observes in the practice of P University, TM practices are always in line 

with the university's strategic requirements. This corroborates the claim of by Lewis & 

Heckman (2006), that TM is able to establish a link between strategy and talent. Silzer & 
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Dowell (2009) use the concept of strategy-driven TM and focus on practice and issues involved 

under strategy. P University uses a typical strategy-driven TM model. Cunningham (2007) also 

illustrated the importance of developing a functional TM strategy. From the perspective of 

strategic actors, Makram et al. (2017) characterised the value of TM. By drawing on the 

findings of Makram et al., and the other sources mentioned above, it can credibly be 

concluded that TM strategy is widely considered part of organisational strategy, and the extent 

to which it fits an organisation's strategic goals determines the success of the organisation.  

Fourth, the culture of P University is something which every employee of the organisation is 

proud of. It is the sum of the spiritual achievements inherited and created by all the teachers 

and students. The unviersity’s motto, ‘walk with our motherland and help the world through 

science and technology' has developed into a spiritual force, embodied in the spirit of 

patriotism, scientific thinking and innovation. It is not only reflected in the strategic choices of 

the university, but also plays an important and positive role in the practice of talent attraction 

and talent retention. This finding also confirms the conclusion indicated by Kontoghiorghes 

(2016), namely that strategically aligned and ethically rigorous organisational cultures have a 

significant effect on talent attraction and talent retention. Moreover, strategic and ethical 

alignment is extremely conducive to high commitment and motivational work environments. 

Moreover, the implementation process of strategic TM will gradually reshape the university’s 

culture, which will be suitable for the new forms of strategic management.  

N University's strategy includes three strategic levels: the overall development strategy; 

special strategy planning, such as discipline development strategy, TM strategy, 

nationalisation strategy, etc.; and the development strategies of each school. Among these 

three levels of strategies, the overall development strategy of the university is the most 

developed and programmatic. The overall strategy of university and TM practice shows a top-

down, successively initiated process. Following the formulation of the overall strategy, the 

university is supporting the launch of TM strategic planning and the development of each 

school. Although the leaders of each school are invited to attend important strategic planning 

meetings, currently their involvement is superficial and lacks coordination. Therefore, the 

development planning and TM of each school is simply the decomposition of the large strategy, 

carried out in such a way that tasks are assigned to all staff at a micro-level. This is a clear 

example of a top-down strategic setting. However, Noda & Bower (1996) proposed that 
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strategic decision-making should be a simultaneous, diversified, closed-loop and sequential 

management activity at the three levels of first-line managers, middle managers and senior 

managers. Moreover, Brady & Walsh’s (2008) proposed an alternative approach in which the 

strategic direction of the knowledge organisation could be determined by decisions ‘bottom-

up’. In summary, in addition to achieving its strategic goals through top-down strategic 

decomposition, the strategic consciousness of each school at N University, and its particular 

talent, has not fully been exploited, and is subordinated to the overall development direction 

of the university.  

In terms of the content of the strategy itself, N University is a teaching-oriented university, but 

its mission and strategy both emphasise its intention of developing in the manner of a 

research university. Consequently, the role of teaching in the strategy is downplayed, and the 

TM strategy focuses more on scientific research, which reflects the university’s current 

practice. There is clearly insufficient motivation for teachers to engage in teaching, and they 

are unwilling to devote additional time and energy to it. Teaching activities are marginalised 

in teachers' daily work and their focus has shifted from teaching-related activities to academic 

paper output with clear quantitative indices of assessment.  

Additionally, TM and 'double-first-class' strategy are interconnected at N University. The 

development strategy of N University, following the national 'double first-class' university 

construction strategy, forms the starting point and basis of every teacher's performance 

objectives. This study found that the most important task of TM at N University is to subdivide 

strategic goals and deliver them to all teachers, and under the guidance of the double first-

class strategy, establish a direct relationship between talents' performance and strategy. 

Moreover, the double first-class strategy encourages talents to work towards the strategic 

goals, thereby ensuring that talents' activities and outputs are consistent with the strategy. 

On the other hand, a high-performing talent pool, however, guarantees the achievement of 

the strategic goals of N University. For first-class universities to be built, high-level teaching 

abilities, high-quality scientific research results, and useful social services are required, and it 

is only through a reasonable design and efficient operation of TM that this these goals can be 

fully realised, ultimately leading to first-class status for the university. 

N University's 'Shazaoshu' spirit supports retention of talents. N University is located in the 
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north-west of China, with few resources and no environmental advantages. As a means of 

talent retention, therefore, it relies heavily on emotion and providingopportunities for career 

advancement. There is a need for dedication and perseverance among talents who are rooted 

in west China, and hope to serve the region; 'Shazaoshu' is a spirit rooted deep in this arid 

region, and corresponds to the vales that N is seeking in the talent it recruits. This culture is 

the framework through which N University identifies retains talent. Moreover, it guides 

decision-making in terms of what talent is required to do, on which moral norms talent is 

expected to behavae, how talent is rewarded, and how rights and responsibility are allocated. 

As Wang & Xie (2023) observed, individual rights and responsibilities are governed by cultural 

understandings and practices, or, in other words, by what behaviour is considered acceptable 

or desirable in a given organisation. The ‘Shazaoshu’ spirit plays the role of cultural 

understanding and practice in TM at N University.  

6.5 Contributions of TM 

Two representative universities were selected as the main unit of analysis. After preliminary 

investigation and data collection, the two case universities were found to have already 

implemented TM strategy to some extent. However, in terms of location (one university is 

located in the more developed eastern region, one is located in the developing western 

region), aim (one university intends to develop itself into a world-class institution, one aims 

to become a leading university in the western region), orientation (one university is research-

oriented, one is teaching-oriented), ranking (one university is ranked highly, one is not), and 

the characteristics of TM strategy (one university has launched a tenure-track system, one 

adopts the 'Gongfen' performance system) and other indicators, the two universities differ 

significantly, and as a result, taken together, comprehensively reflect, and enable a full 

characterisation of, TM in Chinese universities.  

Due to the differences in the situations between the two case universities, this study 

separately investigated the changes brought about by TM to each university. 

P University transplanted the Tenure-track system and identified and assessed new talents 

with international first-class academic standards; in addition, it implemented the 'up or out' 

system to increase the efficiency and effectiveness of scientific research, and improve the 
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performance of teachers; finally, it provided competitive remuneration packages to avoid 

brain drain. Its tenure-track faculty plays a critical role in the development of teaching, 

academic research, social services, and other aspects. In turn, success in these areas is helping 

to transform P University into a world-class university with qualities to match its world-class 

reputation. 

First of all, this study confirmed that TM is clearly a value-creating strategy. Taking a strategy-

as-practice approach, Vaiman & Collings (2013) demonstrated that the value of TM is viewed 

in relation to four areas: translating strategy into talent capabilities, utilising talent potential, 

extending talent capabilities, and creating a culture that enables talents to thrive. For P 

University, TM strategy is a process of formulating, implementing and evaluating. This is 

essential to P University’s overall mission, which is to enhance the performance of talents, 

sharpen the university's competitive advantage, and ensure the university's long-term 

sustainability. As indicated by Wilska (2014), TM is becoming increasingly strategically 

necessary for enterprises that are seeking competitive advantages beyond dynamic growth. 

More broadly, for enterprises to meet the requirements of the contemporary knowledge 

economy, the ability to extract, fine-tune, and value creativity, and to develop the skills and 

experience of their employees, are essentially.  

Second, based on the findings of this study, the implementation of TM has effectively 

encouraged academics to focus on scientific research which has lead to more impressive 

academic achievements. This, in turn, has also played a positive role in the identification of 

outstanding talents, the promotion of talent flow and the improvement of academic 

performance. Anwar et al. (2014) also concluded that TM has strategic importance and can 

contribute to organisational performance. In a study conducted by Huang et al., (2021), 

academic productivity was examined after permanent employment was converted to tenure-

track employment in Chinese universities. It was found that increasing peer competition, 

refocusing research, and increased collaboration are likely to have a positive effect.  

Third, TM has ameliorated the issues of redundant staff and nepotism in academic research. 

P University is increasingly able to match the talent identification, recruitment system and 

academic evaluation rules of high-ranking international universities, and has recruited talents 

globally. It is clear that the open academic labour market constructed by TM can avoid 'Guanxi' 
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and correct issues in the hiring, developing and promotion of university teachers to a certain 

extent. Many studies have previously revealed the influence ‘guanxi’ in Chinese academia (Ju, 

Zhou and Wang, 2019; Mouritzen, 2022). Zhang (2022) explored the roles of guanxi in talent 

recruitment and development, and found that TM played a positive role in terms of its impact 

on ethics. In addition, according to the experience of P University, the development of TM 

enables teachers to compete, based on their academic ability, for salary increases, research 

funding, more advanced technology for conducting experiments, development opportunities, 

and academic independence, thus reducing their dependency on well-known professors and 

shifting the university’s work culture away from nepotism and an overemphasis on seniority.  

However, questions remain about the most effective way to implement TM. While TM's 

understanding at N University is limited, its practice still bring many positive effects.  

First, talent pools have been greatly enhanced. N University has introduced 290 Ph.Ds since 

2017, and introduced an unprecedented 118 talents in 2022. For a university in western China, 

attracting and introducing talents is a challenge, and such accomplishments illustrate the great 

success of TM at N University. In addition, they guarantee the university’s development and 

the achievement of strategic objectives.  

Second, individual academic desire increased significantly following the implementation of 

the performance points system reform at N University. Moreover, it not only provides a 

direction for employees to advance, ensuring that the individual development is consistent 

with its overall strategic goal, but it also has significantly improved the academic performance 

output and the ranking and subject evaluation of N University a short period of time. 

Third, teachers in a relatively weak positions in terms of scientific research have received 

academic training and improved their abilities. Due to the academic qualifications promotion 

plan, a total of 27 teachers at N University received doctorates in 2022. However, in some 

cases, development awareness prevented teachers from actively improving their academic 

level and professional quality in teaching. TM places teachers in the difficult position of being 

faced with increasing academic performance requirements; more positively, it pushes 

teachers to step out of their comfort zone and look for breakthroughs  

Fourth, N University has adopted a more rational approach after implementing TM, avoiding 
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'guanxi' networks and the tendency to pick candidates blindly. Currently, candidates are 

evaluated using a performance points system, and each department determines which 

activities are awarded points and the value of each activity, including programs, papers and 

tutoring etc. The design of this system is based more on administrative logic and fair workload 

distribution than on the actual quality of academic work and development, but it avoids the 

unfairness which results from a networking-based or relational evaluation model. 

6.6 Comparison and Deeper reasons 

Despite the different realities, development goals, strategies, and practices adopted by the 

two universities in implementing TM, there are still many commonalities. These 

commonalities are the clearest illustration, and most powerful inspiration, for the 

development of TM in Chinese universities. 

Although the two universities do not have specific and clear understanding of talent and TM, 

both universities fully recognise the importance of TM in attracting talent, improving 

performance, and achieving strategic goals. They have different ways of practising TM, but 

both approaches involve talent identification, talent attraction, talent retention, and talent 

development. 

TM in Chinese universities is based on party leadership and serving the national strategy which 

means Strengthening the Nation with Talent and the construction and development of double 

first-class universities. In Chapter 2, these contexts were described in detail and this chapter 

characterises their significance. It is evident that TM research and practice in Chinese 

universities are deeply influenced by national policies; these fields should not be separated to 

ensure a proper understanding of Chinese higher education contexts.  

TM practices pose challenges for competitors to replicate, involving an examination of the 

efficacy of talent development programs, organizational culture, and employee engagement 

initiatives. The practice of TM is deeply influenced by the organisational culture of universities, 

such as scientific thinking and the innovative spirit of P University. This has enabled P 

University's TM to consistently be at the forefront of reform and innovation. In addition, due 

to profession-based patriotism, TM policies are more inclined to promote research that 

contributes to the country. On the other hand, N University's Shazaoshu spirit emphasises 
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talent, dedication and service to the western regions. As a result, the university focuses more 

on strengthening the psychological contract through spiritual engagement and compatibility, 

in order to attract and retain talent. 

TM practices align with the RBV framework, it supports the idea that human capital is a 

valuable and strategic resource, and TM strategies create a competitive advantage. A common 

feature of TM in these two universities is the setting of high standards and quantifiable 

scientific research indicators and evaluation systems. P University carefully evaluates the 

academic performance of newly hired teachers in relation to their job requirements, in order 

to determine whether to provide them with tenure after the expiry of their contract. Those 

who fail to meet the promotion and title requirements within a certain period of time will no 

longer be employed. Similarly, N University closely links academic performance with its system 

of promotion and reward. 

Whether due to the tenure-track system (P University) or the performance point system (N 

University), both approaches apply great pressure on talent. As a result of short-term 

quantitative assessment, teachers are pushed to produce more papers, which limits their 

ability to produce truly innovative and valuable research. Although this may, in some cases, 

trigger a rapid improvement in performance, excessive emphasis on evaluating and 

rewarding/punishing past performance, coupled with a lack of monitoring, comprehensive 

feedback and guidance on teacher performance, can lead to talent feeling insecure in their 

positions leading to anxiety Furthermore, returning to the original intention of TM of two 

universities, the study found that:  

Chinese universities have emphasised fair distribution through mandatory rules, and feedback 

from the elite group of universities has revealed that procedural justice is widespread, while 

negotiable rules are lacking. One of the purposes of TM is to deal with the issue of fair 

distribution; however, in practice, emphasising fair distribution may encourage individuals to 

be hyper-attentive to their exact workload, and worry about minor inequalities in 

performance assessments. Some teachers may even resist the tasks assigned to them by the 

department due to dissatisfaction. The dissatisfaction of talents revealed by this study is 

consistent with the findings of Kallio & Kallio's (2014). In their study of highly structured 

performance systems in Finnish universities, they found that only 15% of people were satisfied 
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with the system, and most people thought that the system design was meaningless. As Weber 

(1978) warned, the development of formal rational systems may be emphasised at the 

expense of substantive or value rationality. Teachers may resist the application of a precise 

and publicly supervised form of mutual supervision, which leaves those who work less than 

average level open to criticism from colleagues. 

This research has argued that the underlying reason behind these issues is that university 

talents perform academic work based on their own disciplinary training as well as their own 

concerns and interests. As a result, it is difficult for administrators to exercise effective control 

over decisions regarding the promotion, employment, course setting, and retention of 

teachers (Ellenberg, 2010). The academic profession itself has weak solidarity and clear 

promotion prospects. Therefore, teachers with a strong academic and professional identity do 

not regard the fair distribution of performance income as equal (Wang & Xie, 2023). This study 

research reinforces this point.  

This research also confirmed that, during the talent performance assessment, the 

dissemination of information about employees’ scores often leads to anxiety and 

embarrassment, especially for those teachers who receive lower scores. They may feel that 

they are being excluded from the TM system. Researchers (Wang & Xie, 2023) who advocate 

for academic power believe that it is best to avoid any quantitative systems of evaluation or 

at least to reduce evaluation-based activities in evaluating performance. Instead, a looser 

approach should be used in order to maintain a positive atmosphere within the organisation. 

This approach appeals to many teachers, as it emphasises well-intentioned encouragement 

and the scholar's own sense of academic mission.   

The socialisation process of talents in universities enables them to develop themselves (Tyler, 

Hancock and Richardson, 2020). Universities help talents understand organisational 

expectations, while, ideally, offering opportunities for them to reshape the organisational 

culture (Tierney, 1997). On the one hand, talents themselves complete the socialisation 

process through self-adaptation and learning, and constantly reflect on their own 

development status; on the other hand, universities address the development needs for 

talents based on organisational culture and development strategy, and provide them with 

certain development opportunities. However, the balance between these two 
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complementary is not always consistent (Du, 2019).  

Through interviews with talents, the practice of TM and its role in Chinese universities was 

explored.  

This study clearly indicates that Chinese universities are eager for talents, which they currently 

lack. However, universities typically believe that talent today, to some extent, is abundant and 

sufficient, and even surplus. This gives universities grounds for strict processes of 

identification, selection and elimination. Wu & Guo (2017) argue this is partly due to the 

unreasonable structure of the talent pool in universities, which is characterised by uneven 

numbers of teachers in traditional, advantageous, and emerging disciplines, and serious talent 

gaps in other disciplines. Additionally, the age structure is unreasonable, with both younger 

and older teachers coexisting on similar pay scales. On the other hand, there is a lack of high-

level talents, and some teachers have lagged behind in professional development and are 

urgently need of training and support. 

The interviews conducted for this study reveal that there are two main aspects of the 

attractiveness of universities to talent. One is the idealised identification with one's academic 

career, and the other is based on practical considerations and trade-offs. In the past, talents 

often chose to work in universities in pursuit of a sense of security and stability, because the 

profession of university teacher used to be one of the most stable occupations in China, and 

was characterised comprehensive job security, even in times of economic uncertainty. 

However, as a result of ongoing TM reform, positions at university have become precarious. 

Tian & Lu (2017) revealed the intensified academic pressure and consequent feelings of 

insecurity, uncertainty and anxiety are frequent among elite employees of Chinese academic 

institutions which aim to develop into world-class universities. Wang (2021) argued that TM 

causes administrative work overloads, which undermines talents’ work-life balance.  

Based on the comparison of two different perspectives, namely, talent policies and practices 

formulated from the organisational perspective, and the feelings and feedback of talents 

themselves, this study proposes a number of strategies: 

First, provide more opportunities for talent development. The statements recorded through 

the interview process that talents are looking for: career development, a good work 



245 

environment, skill set development, and more decision-making power. This result strongly 

correlates with the findings of Yue et al. (2020). According to Yue et al., improved research 

ability, career development, and work environment are the three most influential factors (to 

talent) in China. In addition, reputation, compensation, and benefits of the (inflow) institution, 

as well as the S&T Policies of the (inflow) region, are also important factors.  

Second, emphasise talents’ family contexts, which may have a greater impact on their 

retention than the expectations of the university. In general, this factor could either facilitate 

or hinder talent flow. This point has also been addressed by Carr et al. (2005) and Inkson et al. 

(2004) based on case studies in New Zealand. Other studies involving family factors includes 

Kerr (2020), Kim (2017) etc. Based on the research described in section 5.2.2, universities have 

already given consideration to family ties in their strategy for retaining talents, and policies 

centred around talents’ spouses and children were found to be particularly effective. 

Third, enhance teachers' self-awareness and guarantee their right to speak and be heard. 

Other scholars have held similar views. Schreuder & Noorman (2018), for example, stated that 

talents should become involved in developing strategy so that business development and 

personal development can be aligned and mutually reinforced. According to Yuniati et al. 

(2021), talented employees have a desire to participate in organisational decision-making, 

which creates a positive feeling of engagement among employees. In addition, In Tyskbo’s 

(2021) research in a Swedish public hospital, talents were involved in the identification of 

other talents.  

Through exploring and discussing TM in Chinese universities from various perspectives, a 

comprehensive understanding of the key issues has been possible. The next section discusses 

how TM is implemented and practiced at each case university, in terms of approaches, 

contributions, inspirations and challenges, and also examines the connections between TM 

and other management concepts. 

6.7 Conclusion 

In conclusion, this study has shed light on the significant influence of context on TM research 

and practice. The performance of TM, despite the absence of a unified definition, has 

contributed to the establishment of a common language for comprehending talent, spanning 
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from policy to practice. This study aligns with existing literature, emphasizing knowledge, skills, 

contributions, creativity, and leadership as defining characteristics of talent. 'Political 

correctness' and 'exemplary morality' emerge as distinctive elements in defining talent in 

Chinese universities. The study suggests that these aspects are prerequisites rather than 

components of finalized definitions, representing a gap in talent research in the Chinese 

context. Therefore, this study highlights understanding and respecting Chinese cultural 

nuances is crucial. This includes considerations related to Confucian values, hierarchical 

structures, and the significance of guanxi. Furthermore, this study always considers the 

influence of government policies.  

Chinese universities, despite lacking a universally accepted understanding of TM, have actively 

engaged in its practice, recognizing its pivotal role in strategic and organizational development. 

The overarching goal of TM is to enhance university performance by achieving strategic 

objectives, overcoming barriers to talent development, transforming high-potential 

individuals into dominant talents, and maximizing the value of their talents. It involves 

tailoring talent strategies, identification, attraction, retention, and development programs to 

align with the unique characteristics and values prevalent in the Chinese organizational 

landscape. 

The findings emphasize the significance of talents as invaluable assets within the framework 

of HCT. The definition of Chinese university talent centers around research output, particularly 

publications, aligning with the importance of human capital in organizational success. The 

study also underscores the influential role of the Party leadership in determining TM in 

Chinese universities. Government-issued talent policies play a crucial role in attracting, 

retaining, and managing talent, aligning with broader national goals. Universities are seen as 

morally responsible for the growth and development of talents, aligning with Confucian 

principles. The study emphasizes the duty of universities to protect and develop talents, 

contributing to a broader talent pool. Talents identified and nurtured through TM initiatives 

are recognized for their positive contributions to organizational goals. The study establishes a 

positive correlation between investments in human capital and organizational performance, 

reinforcing the significance of TM. 

The last section of this chapter undertakes a comprehensive summarization and analysis of 
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the two case universities, highlighting key findings from the comparative study. Both 

universities acknowledge the importance of TM in attracting talent, improving performance, 

and achieving strategic goals. Despite lacking specific definitions of talent and TM, both 

institutions incorporate talent identification, attraction, retention, and development in their 

TM approaches. The unique cultures of P University and N University influence their TM 

practices, with P University leading in reform and innovation and N University focusing on 

talent dedication and service to specific regions.  

TM practices, particularly those linked to the tenure-track system or performance point 

system, exert pressure on talent. The short-term quantitative assessment may lead to a focus 

on quantity over innovative research, potentially impacting the quality of academic 

contributions. The study identifies issues with the emphasis on fair distribution in TM. While 

intended to address fairness, it may lead to hyper-attention to exact workloads and 

dissatisfaction among teachers, echoing findings from studies in other contexts. Chinese 

universities express eagerness for talents, but the study reveals a perception of talent 

abundance. Strict identification, selection, and elimination processes are attributed to an 

imbalanced talent pool and gaps in various disciplines. This comprehensive overview also 

captures the multifaceted nature of TM in Chinese universities, considering organizational 

practices, challenges, and potential strategies for improvement. Proposed strategies include 

providing more opportunities for talent development, emphasizing talents' family contexts, 

and enhancing teachers' self-awareness and right to speak. These recommendations aim to 

address identified challenges in TM.  

All research questions and sub-questions posed in this study have been thoroughly addressed, 

providing a comprehensive understanding of TM in the Chinese university context. Chinese 

university is an opportunity-rich context for TM implementation. Factors like decentralization 

of higher education management autonomy and the context of double first-class present 

opportunities for universities to develop TM. 
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7 Conclusion 

7.1 Summary of this research 

This study examines the development of TM in Chinese universities. A double-case study 

approach was used, with two universities located in the eastern and western regions of China, 

both of which have adopted a significant TM approach. The reason for selecting two 

universities with significant differences in ranking and level of regional development is to 

broaden this study’s scope and, thereby, provide a more comprehensive interpretation of TM 

progress and issues in Chinese universities. To obtain a more holistic and in-depth exploration 

of the issue, this study used a qualitative approach and conducted 44 semi-structured in-

depth interviews (in-person or online). This study divided the participants into three groups, 

namely leadership, administrators, talent pool, and gave more attention and further 

interviews to those who needed help.  

This paper revolves around several research questions, the first of which is "What is the role 

of talent management in Chinese universities?" To address this question, this study thoroughly 

reviewed the origins, current state of research, theoretical grounding, and existing definitions 

of TM. Having completed this stage, this study explored key insights from the different groups 

of people through in-depth interviews. The results of the study are formed based on these 

interviews. Then, based on the descriptions and analyses of both university cases, this study 

identified the following research questions: What does the concept of TM mean in Chinese 

university? How is TM implemented in Chinese university? How does TM fit with strategy and 

organisational culture? What are the main issues/challenges of implementing TM in particular 

Chinese universities? 

7.1.1 The meaning of Talent Management 

In previous studies (Thunnissen et al., 2013; Stoeger et al., 2018; Wiblen & McDonnell, 2020), 

talent has not been defined in a unified or comprehensive way. Previous studies (Latukha et 

al., 2019; Howard, 2019; Goleman, 2015) have identified the common keywords that define 

talent, including ‘key employees’, ‘high-performing workers’, ‘high potentials’ and also terms 

that describe their intrinsic qualities, and the findings of this support the relevance of these 

keywords for the characterisation of TM. However, using the policies of two case universities 
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to define talent, this study found that political correctness, exemplary morals, certain 

knowledge and skills, positive contributions to university success, and creative outcomes are 

the elements that define talent. Based on the interview results, this study found that in 

practice, talent in Chinese universities is generally defined in terms of published papers and 

participation in funded research programmes. 

A large number of previous literature reviews focused on conceptualising TM were used to 

define TM in this study, such as Scullion & Collings (2011), Lewis & Heckman (2017), Collings 

and Mellahi (2009) and McDonnell (2011) etc. All of these literature reviews present highly 

constructive conceptual frameworks. Based on a study of these pre-existing literature reviews, 

this study defined TM as the process of identifying, attracting, retaining and developing core 

talent resources that are closely related to the competitive advantage and high performance 

of the organisation, so as to help enterprises and individuals maximise their long-term 

advantages and provide a continuous supply of talent. In analysing the talent policies of 

Chinese universities specifically, this study found that TM aims to provide comprehensive 

talent development and incentives, improve the performance of universities to achieve 

strategic goals, resolve various talent shortages and challenges faced by talents, and develop 

more high-potential talents while maximising their utility. TM in Chinese universities is based 

on Party leadership, and its field and context are talent policy at all levels. Taking into 

consideration individual talents, this study aims to investigate and, if necessary, reconsider 

what motivates them to choose a university, why they leave, and what they need to succeed 

in their new roles. Determining these factors will lead to a better understanding of the policy-

practice gap. 

 
Definition based on 
literature reviews 

Definition based on Policies  
Definition based on 

Practice 

Talent 
key employees,  

high-performing workers 
with high potential 

political correctness, 
exemplary morals, certain 

knowledge and skills, positive 
contribution to university 

success, creative outcomes 

published papers  
and funded 

programmes 

TM 

the process of identifying, 
attracting, retaining and 
developing core talent 

resources that are closely 
related to the competitive 

Devoted to providing 
comprehensive talent 

development and incentives, 
improving the performance 
of universities in achieving 

The value system of 
TM includes the 

abilities and 
contributions of 

talents, specifically the 
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advantage and high 
performance of the 

organisation, so as to help 
enterprises and individuals 
maximise their long-term 
advantages and provide a 

continuous supply of talent. 

strategic goals, and solving 
various talent shortages and 
obstacles, while fully utilising 
talent and promoting more 

high-potential talents to 
become the leading talents. 
Party leadership is the basic 

principle and characteristic of 
China's university TM, and 
talent policies at all levels 

constitute the field and 
context of TM. 

efficiency of scientific 
research output. TM 
has functions such as 
talent identification, 

talent evaluation, and 
talent development. 

An analysis of these factors reveals the difference between theory and reality, between policy 

and practice, when talent and TM are defined in the Chinese context in this study. First of all, 

this distinction fully verifies the importance of context for TM research. To resolve conflicts 

and discomfort which result from the process of implementation, there must be a localisation 

process both theoretically and practically. Putting talents in context reminds universities that, 

while focusing on the development of talents, they must also consider changing policies. TM 

in Chinese universities is highly influenced by mutual influence between the regional economy, 

social, and political field, and universities themselves. 

Second, although policymakers hope to obtain support from theoretical research, they do not 

always collaborate effectively because of different contexts, different goals, and different 

responses to rewards and incentives. On this point, this study found that there is still a gap 

between theoretical research on TM and policy-making by bureaucrats, which hinders the 

implementation and development of TM. However, from what this study has revealed, it is 

clear that existing TM theory is logically consistent with practice, empirically effective, and 

also capable of explaining to some extent the complexities of phenomena and behaviours. 

Throughout this paper, TM theories and their theoretical foundation are used to situate an 

understanding of past TM practices in Chinese universities, and it can be anticipated that these 

theories will inevitably influence future policies. By combining TM theory, policy, and practice, 

decision-makers can gain a better understanding of their current situation, evaluate the 

attractiveness and feasibility of policy options, and formulate more practical solutions. In 

addition, in terms of both policy and practice, due to the fact that the party dominates talent 

policy, Chinese universities are concerned regarding the loss of academic autonomy. As a 
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result of the late start and incomplete development of the TM system, political ideology and 

social and economic forces can easily affect the decision-making of TM and the research 

behaviour of scholars. In this context the feelings and demands of talents themselves need 

more attention from policy makers, specifically in terms of professional development, a good 

working environment, skill set development and more decision-making power.  

7.1.2 The significance of strategy and organisational culture to TM 

As organisations that need greater freedom due to specialisation, Chinese universities are 

heavily dependent on the institutional environment in terms of increasing information 

exchange and cooperation with the government, to create a favourable environment for 

themselves. The Double First-class Strategy (building first-class universities and first-class 

disciplines) has been an important national strategy for TM development at Chinese 

universities. Although world-class university is a vague and relational concept, there is no 

doubt about the significance of outstanding talent pools to universities. Therefore, 

universities have typically concluded that TM strategy offers a crucial means of addressing the 

key, overall, and long-term development issues which they face. Different university types, 

historical traditions, and development foundations require different strategies. Universities 

should advance strategies that meet their own development requirements and use such 

strategies to lead the construction of first-class universities and first-class disciplines. 

Strategically, a mature state of university development is a positive and motivating vision. 

Having clarified their vision of their future development, universities in China need to 

conceptualise the long-term pursuit of the development vision in stages and formulate goals 

to be achieved at different stages of development, so as to develop a clear roadmap for growth. 

A TM strategy is established according to the university's life cycle, development vision, short-, 

medium-, and long-term development goals. This study suggests that:  

Development strategies and TM strategy for Chinese universities have been developed based 

on full compliance with the national strategic vision, and these strategies complement one 

another. A TM strategy should therefore comply with and help complete an organisation's 

development strategy, followed by a further decomposition of the organisation's strategic 

goals, thereby linking strategy to talent. Many universities are pushing ahead with TM reform. 

This raises key questions, such as what problems TM reform should solve, what goals should 
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be achieved, and how to achieve the goals. All of these questions should be resolved at the 

level of strategy. 

A TM strategy without resource support is necessarily ineffective, and to be effective, it is 

necessary that a TM strategy is unified with resource support. This study found that when the 

case universities made strategies and plans, they often advanced a large number of goals, but 

paid little attention to resources. Goals must be represented with correlative resource 

requirements, and the implementation of TM strategy needs to be fully guaranteed by these 

resources. If the direction and measures of resource raising can be clarified, TM strategy can 

be implemented more effectively. 

Developing high-quality and high-level development strategies involves talents. This study 

found that administrative departments in Chinese universities have great power and often 

play a major role in the formulation and implementation of university strategies. As a result 

of this emphasis, implementation is characterised by very low participation rates and among 

talents, and a lack of awareness, among talents, of the strategies. 

In addition, culture in Chinese universities is lacking in innovation, and those in power tend to 

use historical, cultural forms, which is viewed as an important inheritance, as a model rather 

than innovate. Cultural change and progress, however, are often vague, and their impact is 

implicit. As a result, few people are aware of its significance, since it is hidden in the university 

environment, system and the behaviour of teachers, students and staff, and its influence is 

subtle.  

This study argues that culture cannot be ignored in to the promotion of TM at universities. 

The culture at the case universities was found to greatly affect TM. Through the spirit of 

sacrifice and dedication, the intensive pursuit of talents is developed in the western region, 

which results in high retention rates. Also, culture encourages talents to identify with 

university institutional reform by encouraging patriotism, scientific thinking, and the 

transmission of innovation, and talents choose their own development path determined by 

university development strategy. Educational philosophy and positioning with distinctive 

cultural characteristics truly rooted in faculties' hearts can guide TM to achieve smooth 

implementation. 
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Accordingly, this study concludes that although existing cultures have an intimate connection 

with TM and have had a positive impact on its implementation, universities should still 

promote and encourage cultural innovation so that TM can be implemented and developed 

more effectively. Moreover, through the change of TM practices, talent behaviour, and values, 

universities can achieve healthy and rapid development.  

To fully leverage the positive guiding role of university culture in TM, it is necessary to 

coordinate and unify the cultural characteristics of the university with actual strategic 

management, construct a university culture with its own characteristics and matching 

strategies, and and ensure the university's TM goals and core values are internalised by all 

employees through the guiding role of culture.  

7.1.3 Contributions of TM  

According to our research, TM has gradually developed three localisation characteristics 

during its implementation in Chinese universities:  

First, Chinese universities are practicing TM for the purpose of establishing first-class talent 

pools and achieving first-class universities. As different practices are developed, a more 

academic incentive function is highlighted. The goal of this function is to stimulate teachers' 

enthusiasm for academic work by providing them with favourable treatment and a stable 

environment in order for them to achieve their full potential. Therefore, TM, in fact, functions 

as an academic screening process that identifies, attracts, retains, and develops scholars with 

academic interests and potential in Chinese universities.  

Second, teachers' scientific research output is considered to be the most important index to 

measure TM in Chinese universities. Institutions have, therefore, been orientated to 

encourage talents to produce more scientific research. However, a system based on short-

term quantitative assessment not only leads to difficulties in identifying and gathering talents 

who have academic interests and potential, but also puts a lot of pressure on talents and 

creates tensions between them and the system in which they work. 

Third, the logic of administrationalism has a remarkable influence on the process of TM in 

Chinese universities. During the implementation of the system, universities take the talent 
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policies issued as guidance, and all departments function as primary executors in their specific 

contexts. There is a lack of communication and feedback across levels, and talent's opinions 

and voices are ignored. Talents lack decision-making rights in TM practice; administrative 

departments have more power to shape the discourse and, as a result, institutional logic is 

the main determinant of TM in practice. 

TM's contributions to the two case universities were discussed in this study. The study found 

some evidence that TM plays a positive role in Chinese universities despite being 

implemented variously. 

(1) Scientific research output has increased significantly. TM provides academic career 

development goals and performance incentives, and tries to create a relatively free and 

relaxed scientific research environment, all of which help stimulate teachers' motivation for 

scientific research. 

(2) TM enhances the connection between the strategy and talents within the organisation, 

clarifies to the role of talents in organisational strategy, and links the personal development 

goals of talents with the development goals of organisations. 

(3) The talent pool has been established and supplemented, which provides a guarantee for 

organisations to gain long-term advantages, and will provide key talent to the university on an 

ongoing basis. The introduction of high-standard talent has established the direction and 

benchmark for the talent pool, and the talent flow in the competitive environment has formed 

more equitable processes of talent identification, promotion and resource allocation in 

Chinese universities.  

(4) TM helps build international talent employment, and promotion system and provides 

predictable and clear career prospects and development opportunities, so as to better attract 

outstanding talents in the context of global competition. TM also supports raising salaries to 

internationally competitive levels, enhancing Chinese universities' ability to attract talent and 

compete in academic markets worldwide. 

(5) On account of the success of some TM practices, the possibility of a systematic TM practice 

system for Chinese universities is being explored. This study found that universities try to fully 
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stimulate the academic vitality of talents and develop talents through TM to cope with 

external competitive pressure. 

7.1.4 Challenges of implementing TM in Chinese universities 

The first challenge is maintaining the autonomy of universities. This study found that, as a 

result of the influence of governmental logic overwhelming the logic of universities and 

culture in Chinese universities the role of academic spirit, institutional characteristics, and free 

innovation in universities has been reduced. In order to gain advantages in resource 

competition, universities have to comply with governmental logic, closely follow national 

strategies and talent policies, continuously increase their research investment, and engage in 

a quantitative comparison among universities, forcing universities to set higher research 

performance targets to cope with competition. Universities are mainly funded by the 

government and it is therefore to the government that universities must respond. However, 

the demands of the government are often utilitarian and pragmatic. 

The second challenge results from TM deviating from its original purpose. Efficiency and 

fairness, competition and protection should be fully taken into account, and institutional risks 

should be avoided to the greatest possible extent, while institutional performance is 

enhanced. In the context of the new managerialism and performance-oriented TM reform, 

institutional risks such as academic differentiation and academic utilitarianism inevitably 

result. This study has shown that the use of a rationalist logic of efficiency and quantitative 

rules have become deeply embedded in the practice of TM in Chinese universities in spite of 

the diversity of specific TM practices and approaches. This suggests that the implementation 

of TM in Chinese universities is based on an economic and rationalist conception of humanity. 

Its distinctive feature is to attract talents by means of high salaries, tap talents’ potential, and 

stimulate academic output through goal-oriented and result-oriented performance evaluation, 

quantitative assessment requirements, and performance rewards. Overly frequent 

performance appraisal systems and rigid up-or-go procedures may induce impetuosity, 

utilitarianism, and short-sightedness in all talents who are faced with employment, promotion, 

and performance assessment.  

The third challenge relates to the lack of internal consensus among the talent pool on TM 

which has, to a certain extent, hindered the advancement of TM, and the negative emotions 
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of talents have formed in relation to institutional barriers. TM of Chinese universities functions 

as an academic competition. Scientific research output has become a hard currency, and not 

publishing means being eliminated in the promotion process. This influences the processes of 

talent identification, recruitment, promotion, performance evaluation, salary and rewards, 

etc. In academic evaluation, the approach which universities adopt causes fierce competition 

between talents, and relative rankings, based on competition results, determines job offers. 

As a result of limited resources, opportunities are exclusive, and there is a competitive 

relationship between talents, which, to some extent, hinders cooperation, causing tension 

and instability between individual talents. In addition, the workload and mental pressure 

which teachers face have increased, and teachers continue to lack decision-making power in 

management. Administrative forces often interfere with academic research, and teachers’ 

autonomy is restricted, which reduces their professional dignity, making it difficult for them 

to maximise their value in the long term. 

The fourth challenge relates to the development of a favourable talent ecosystem. 

Organisational culture and value systems serve as the soft power of universities, influencing 

individuals in the academic community to adhere to academic standards and align their 

personal development with that of the university. This is the key to ensuring the sustainable 

competitiveness of universities. Compared to managerialism, which relies on high salaries, 

strict incentives, and evaluations to stimulate productivity, a relaxed and free academic 

atmosphere, a good academic culture, and excellent academic peers are more likely to inspire 

teachers' interest, enthusiasm, and intrinsic motivation. In addition, the internal and external 

guarantees of the reform restrict the effectiveness of TM implementation. 

7.2 Contribution to knowledge and understanding 

The contribution of this study to knowledge and understanding is multifaceted, and it is 

intricately tied to the unique context of China.  

First, cultural context and influence. This research significantly advances TM literature by 

introducing a Chinese context, deeply influenced by its rich history and cultural traditions, 

particularly the philosophical underpinnings of Confucianism. Recognizing the impact of 

context on organizational structures and practices, this study explores how these cultural 
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factors shape the understanding and implementation of TM in China. The emphasis on context 

underscores the importance of cultural nuances in TM, contributing to a more holistic and 

culturally sensitive approach. 

Second, political and institutional dynamics. This study delves into the intricate interplay 

between politics, institutional logic, and TM in the Chinese context. By unveiling the influence 

of political correctness and the party leadership structure on defining talent, the research 

adds a layer of depth to our understanding of TM. It also addresses a prior research gap by 

meticulously exploring the impact of institutional logic and the National TM strategy on TM 

practices, offering insights into how these factors shape strategic decisions in talent 

management within the Chinese socio-political landscape. 

Third, integration of academic and mainstream TM theories. This study bridges the gap 

between Chinese academic perspectives on TM and mainstream TM theories, providing a 

systematic integration. By establishing a common language for TM research in the Chinese 

context, the research promotes a more coherent and unified understanding of TM, 

contributing to the development of global TM knowledge. This integration is particularly 

crucial in clarifying definitions, concepts, and strategic significance, fostering a more cohesive 

discourse within the academic community. 

Fourth, evolutionary process in Chinese universities. Through a policy-to-practice approach, 

the research not only captures the evolutionary process of TM implementation in Chinese 

universities but also elucidates the causal relationships within the phenomenon. This 

approach not only offers a comprehensive view of TM practices but also provides valuable 

insights into the decision-making processes, actions taken, and events that shape TM practices 

within Chinese universities. This study's practical perspective enhances the understanding of 

complex TM practices and serves as a valuable resource for future researchers and 

practitioners seeking to navigate the dynamism and complexity of TM implementation. 

Fifth, public sector focus and talent-centric analysis. Addressing a critical gap in TM research, 

this study focuses on Chinese universities as representatives of the public sector. This choice 

of research object sheds light on TM dynamics within typical public sector organizations, 

enriching the literature by providing insights specific to this sector. Moreover, the research 
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adopts a talent-centric analysis, offering a comprehensive description of talent views and 

analyzing TM implementation and challenges from diverse perspectives, transcending the 

conventional organizational focus. 

Sixth, comparative analysis across universities. The selection of two universities with diverse 

characteristics enables a nuanced exploration of TM strategies and implementation. By 

comparing institutions with different geographical locations, economic development 

situations, rankings, positioning, TM strategies, and organizational cultures, this study sheds 

light on both the similarities and differences in TM practices among universities with distinct 

natures and levels. This comparative analysis contributes to a more nuanced understanding 

of the contextual variations in TM strategies.  

7.3 Implication for practice 

From policy to practice, this study comprehensively investigated and described TM in Chinese 

universities. The practical implications are as follows: 

First, according to this study, although TM has not been implemented for a long time, and is 

not yet systematic and mature in Chinese universities, it has already made significant 

contributions and demonstrated its practical value. Therefore, this study recommends that 

universities take more forceful measures to promote the comprehensive implementation of 

TM, with the participation and awareness of both leadership and all faculties. Chinese 

universities should pay full attention to the essential characteristics of talent in every aspect 

and stage of innovation TM, and fully explore the needs of talents in work and life according 

to their characteristics, so as to maximise the value of talents. 

Second, in the implementation of TM, the organisational culture of the university is essential 

and plays a crucial role in ensuring the effective implementation of the strategy. 

Organisational culture ensures that talent remains consistent with overall development in 

behaviour and thinking. Therefore, during the implementation phase of university strategic 

management, particular attention should be paid to the role of university’s organisational 

culture in effective implementation and its impact on talent and sustainable development of 

the university. Firstly, university leaders need to have the determination and perseverance to 

change the university culture and explain the significance of cultural change and strategies to 
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all faculties. Secondly, managers and staff whose behaviour and values are most compatible 

with the university culture should be promoted. Finally, departments that are compatible with 

the university culture and strategy should be established, and all faculties should be mobilised 

to pay attention to the construction of university culture, strengthen the strategic significance 

of TM, and thereby achieve the holistic development of TM from culture to strategy. 

Third, this study found that the reform of talent classification management in Chinese 

universities not only provides diversified career development paths for different lecturers but 

also serves as the basis for the salary system, performance management system, and 

promotion system with its contribution-oriented and dynamically balanced characteristics. 

Based on the empirical data generated by this study, in my view the core of TM in China 

currently lies in the implementation of teacher classification, which has proven to be highly 

effective. This constitutes a more universal approach to TM and further improve the TM 

system in higher education.  

Fourth, universities should address the contradiction between long-term impact and short-

term efficiency in scientific research output. As an institution that serves the dual function of 

fundamental theoretical innovation and meeting the major strategic needs of the country, 

universities need to move beyond an evaluative approach which emphasises quick results. 

They should not only focus on the direct social benefits of academic achievements but also 

fully recognise the exploratory, long-term, and uncertain nature of theoretical research. To 

achieve this, universities should create a relaxed academic research environment within the 

TM system. In the case studies, a close relationship was apparent between the universities’ 

talent ecology and talent development. Talented individuals tend to seek development in 

politically free environments, culturally rich, socially harmonious, economically superior, and 

offer more development opportunities. A university's talent ecology directly affects the 

survival and development of its talent, and the effective implementation of TM in universities 

depends on a sound talent ecology that exhibits democracy and freedom in political terms, 

harmony in multidimensional interpersonal relationships and coordination in terms of work, 

encourages positive and enterprising attitudes and a symbiotic cultural ecology, and fairness 

and efficiency in economic terms. 

Fifth, in addition to producing explicit achievements in teaching, scientific research, and social 
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services, universities need to pay more attention to the needs of talents. While focusing on 

their professional development, emotional expression, psychological resilience and self-

efficacy etc., should not be ignored, and universities must also help talents deal with 

transformation and professional development. Moreover, if Chinese universities want to 

become first-class universities with sufficient development resources, reflective of their 

profound cultural heritage, they need to consider the adverse effects of negative emotions on 

talent comprehensively.  

The development of a university and the professional development of teachers should be 

inherently unified and mutually reinforcing. However, in reality, the relationship between 

these two developmental processes is one of constraint or conflict. The fundamental reason 

for this is that a contractual employer and employee relationship exists between the university 

and the talent. This relationship is essentially a relationship of domination and subordination. 

If not handled properly, it can easily lead to opposition or conflict between the two parties, 

especially in terms of performance evaluation. Performance standards can be tailored 

according to different stages of a talent's career development in order to mitigate such 

conflicts. 

7.4 Limitations of this research and directions for future research 

Some possible limitations of this study are:  

First, the number of cases chosen in this study is not sufficient. ① There are numerous 

universities in China, each with its own unique characteristics, and there are significant 

differences between universities in different regions and with different positioning. Although 

this study aimed to cover more possibilities of TM by selecting two representative universities 

that are entirely different in all aspects, it is still not enough to cover all possible situations. 

② As a dual-case study, this research found some common patterns through comparative 

analysis, but further verification is needed, using more cases to establish these patterns in a 

broader context. Future studies can further explore the phenomenon and more unique 

aspects suggested by this study in greater depth.  

Second, the literature on TM in Chinese universities is not sufficient. Reviewing literature can 

provide a theoretical basis for research. Although this study thoroughly combed through TM-
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related literature and discussed China's relevant research contributions in each section of this 

paper, unfortunately, literature on TM in China, especially within the university context, is 

limited. Although this study was not strictly confined to TM keywords and included relevant 

studies of Chinese universities, the lack of existing literature on this topic still caused some 

limitations. For example, in the case description, insufficient dialogue with previous literature 

limited the theoretical contributions. However, this also provides an opportunity for future 

research gaps to be filled. Hope this study can function as a reference for future research and 

encourage more attention to be paid to TM research in the Chinese context. 

Third, research limitations due the researcher's particular subject position may have been a 

limitation. ① The researcher's limited research experience and explanatory acuity could be 

a limitation. This study attempted to review China's national talent policies and political 

environment, evaluated TM policies from the perspective of universities, and collected 

research data from the personal experiences of university teachers. To achieve this, different 

viewpoints and opinions of various interest groups were gathered. However, this analysis 

involved both public issues, in terms of social structures, and personal struggles in local 

environments, and the analysis of these categories required both transcending personal 

perspectives and grasping the nuances of complex social relationships. In the face of such 

complex situations and a vast amount of information, it was necessary to generalize, to some 

extent, to effectively articulate the issue.② The researcher's cultural and linguistic biases may 

have led to some limitations in this study. This study was conducted in the context of China, 

with Chinese scholars participating in the discussions. Therefore, the interviews were 

conducted in simply Chinese and analysed based on that language. During the writing of the 

paper, this study translated and paraphrased the cited parts, which may have resulted in some 

semantic differences from the original. ③ this study has not been able to completely separate 

the entanglement between research and common sense. As an academic myself, it is 

sometimes difficult for me to see beyond my subjective perspective and pre-existing ideas. 

Although I frequently reminded myself to maintain a discovery-oriented attitude throughout 

the research process, even when I thought I had rid myself of its influence, it would catch me 

off guard. Moreover, it is difficult to verify that I have successfully avoided the entanglement 

of my own subjective impressions in all my judgments, and it is possible that this has 

influenced some of my conclusions.  
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Fourth, this paper discusses the policies and practices of TM, but it still focuses on the issues 

existing within the TM system. There is a lack of empirical evidence on the extent to which 

these practices are recognised and have had practical impacts, as well as their role in talent 

development. Therefore, further research is needed to explore this particular issue deeper. 

In addition, there were also some practical limitations. During the period of this study, travel 

restrictions due to COVID-19 prevented immersive on-site observation. Although sufficient 

data was collected and interviews were conducted, the lack of on-site interviews and 

observations may have limited the research process. 

More suggestions for future research: 

First, there is still a lack of research on TM in the Chinese context, but it remains an important 

issue, to which research has much to contribute. This study hope that more research 

recognises the important role that unique contextual factors play in TM research, and delves 

into the underlying mechanisms behind these influences. Specific TM theories can be 

established within particular social and cultural contexts, in order to develop more 

generalisable TM theories. 

Second, in future research, the implementation of TM should be addressed based on the 

existing policies and from a more macro perspective. Based on this, an empirical analysis and 

research on the development process and results of TM in Chinese universities, which uses a 

theoretical framework formed in relation to stakeholder theory, game theory, system change 

theory and governance theory would be highly desirable. Such a study would effectively reveal 

the mechanism of talent development and enable innovation in how TM is modelled in 

Chinese universities.  

Third, through more empirical research, the theoretical framework of TM in universities 

should be further improved and refined. It is particularly important that the TM system based 

on functional modules is investigated. 

Fourth, further studies should include a broader range of perspectives and influencing factors. 

For example, can universities reflect on and adjust TM strategies based on cultural orientation? 

Currently, this question cannot be answered based on existing research, though future 
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research might be able to provide an answer. Moreover, future research can further discuss 

the new changes brought by talent development into higher education institutions and the 

new organisational culture which has developed as a result.  

Finally, in the face of the pressure brought by TM, more research should further explore the 

internal emotional needs of talents, action strategies and their relationships with each other. 

7.5 Reflections of a researcher 

I had expected to feel overexcited at this point, but my heart is calm and peaceful, mixed with 

a little reluctance, as if facing an inevitable farewell, with a small amount of reverence and 

awe. Writing this thesis has been the most central emotional experience in my life over the 

past few years. Looking back, I see myself courageously struggling with the many pitfalls which 

academic research entails, and overcoming challenges such as how to write a literature review, 

how to design interview outlines, how to conduct interviews efficiently, how to code, how to 

process data, and so on. Despite the difficulties, I never doubted my ability to find answers. 

This confidence and self-efficacy were the result of the support of my supervisor, family, 

friends, and many kind and enthusiastic research participants. In addition, I have grown 

academically through this study, which has made me confident that I have the ability to 

continue to develop, and this knowledge has become the source of my inner calm and peace. 

As for my research experience, it includes the following breakthroughs in how I understand 

research: 

(1) From phenomena to research questions. 

This step was the starting point of my research, which started from real-world problems, and 

developed through a literature review and the identification of research questions. As a 

member of the university, I have a deep personal sense of the challenges of researching 

Chinese universities. In the years before starting this research, I always felt trapped in the 

university, struggling for survival and development. I have repeatedly reviewed my past work 

experience, and I concluded that TM in China must consider the university field, which is full 

of talent and is also a microcosm of society. In the year when I applied for my Ph.D., a series 

of events occurred in China. Firstly, the Double First-Class strategy was implemented, and 

various universities responded strongly. In addition, a young talent at a famous university in 
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China committed a paranoid murder due to the up-or-out system. Given this context, I felt 

that the current TM situation in Chinese universities is a controversial topic worth exploring 

and systematically studying. Therefore, I hoped to start this research with an exploratory 

perspective, aiming to clarify the reality of TM in Chinese universities, find the meaning of TM, 

and fulfil a deeply felt conviction.  

However, personal bias could not influence my decision. When choosing a topic, I maintained 

my focus on the significance of the research to be undertaken, and it was during this process 

that I began to understand the role of literature review in research, especially in identifying 

research gaps and finding potential areas for innovation. It became clear to me that without 

a clear literature review, there would be no clear research questions and problem-solving 

ideas. By understanding the insights of previous research, and standing on the shoulders of 

giants, I raised my own questions and expressed my own ideas. It was only when I truly 

identified and answered the question- “Why do this research?” from a theoretical perspective, 

that I began this research journey and was able to further refine the research questions. 

(2) From research questions to research design 

Based on the research questions and my own research conditions, I selected the most suitable 

research approach - qualitative research. Making this choice was not easy for me, because 

before this, I had no experience in conducting qualitative research, nor did I know anything 

about the philosophical orientation behind it. Fortunately, I received systematic education 

regarding methodology and made great efforts and training for it. Based on my deeper 

understanding of the relevant issues, I made a series of choices regarding research philosophy, 

methods, and tools, starting from ontology and epistemology. In order to better plan each 

step of the research, I enrolled in many online courses and training camps on qualitative 

research for myself, hoping to arrange my research steps more reasonably and in a more 

focused way, to compensate for any potential shortcomings that might result from lack of 

experience.  

Perhaps the most significant challenge I encountered in the process of research design was 

that I had to constantly question whether I was doing the right thing. All research methods 

contain some compromises with reality, and sometimes, I may have overlooked this fact and 
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presented my research findings as more absolute than can be guaranteed empirically. In fact, 

no method is perfect, and I needed to recognise in a timely manner that the limitations of any 

method lie in its compatibility with the problem to be solved. Whenever I thought about this, 

I had to stop and return to my starting point, and then review what I had done once again. 

(3) From research design to collect data 

Collecting data specifically for the research question and transcribing it into analysable text 

was a key step in the research process. I believe that this step is a one of the key aspects of 

research work at a higher level. Completing this step helped me to delve into the research 

questions and understand the research phenomenon from the perspective of the research 

object. In this process, efficiently collecting empirical data was key to my success. 

Choosing and gaining access to the two case universities was also a significant challenge for 

me. I needed to meet my selection criteria while also finding two universities that were 

distinct. Additionally, I needed to obtain the support and permission of both universities. In 

this process, early communication was critical, and I needed to leverage my personal 

connections. As I worked at one of the universities, this was an advantage, and I was trusted 

to conduct research within the organisation. Moreover, I knew whom to approach for 

interviews and typically received positive responses. However, selecting and gaining access to 

the other case university was not as smooth as I imagined, especially as the process coincided 

with the outbreak of Covid-19. This university was in another city in the east of the country, 

and travel restrictions made it impossible to conduct on-site research and visits. Instead, all 

communication had to be conducted online, but fortunately, I eventually received the 

necessary support. 

(4) From empirical data to theoretical concepts 

This was another important challenge in the development of my research. Through coding, I 

was able to transform the collected data to the level of concepts and theories. By exploring 

the similarity or connectivity between particular words which characterised the qualitative 

data, I uncovered meaningful themes. This step is easier said than done and requires the 

ability to precisely abstract and summarise material as well as theoretical sensitivity. That is 

why, as a beginner in scientific research, I found qualitative research more challenging than I 
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had imagined. 

As the amount of data grew exponentially, it was a challenge for me to select relevant 

information and incorporate it into my research question coherently. When I completed the 

first draft, my paper was surprisingly lengthy, at 120,000 words. I realised that research cannot 

include every detail, and if I included all information, I might not be able to effectively convey 

my intended message. Therefore, I had to make tough decisions and heavily edit my thesis.  

In the whole research process, the most challenging part for me was probably being one of 

the few researchers studying TM in Chinese context. I struggled with finding the right entry 

point to engage with a sufficient number of relevant individuals, identifying research 

questions that showcase the reality of China, and figuring out how to effectively present the 

Chinese story. I hope to help my readers understand the ideology of a completely different 

society, both politically and culturally, and connect the concept of TM, as it is understood in 

the West, to the local demands of China. By doing so, I hope to facilitate a dialogue between 

the TM issues in Chinese universities and global research and contribute to the systematic 

study of TM in China.  

Therefore, I read as much literature as possible to better understand each TM attempt made 

by Chinese universities. However, the reality is that I cannot read and keep track of all the 

latest developments in the field, and as a non-native English speaker, I struggled to fully 

express my ideas through academic writing. Nevertheless, I chose to stay as close to reality 

and culture as possible, bringing my unique experiences and wisdom to TM field.  

In conclusion, the process of conducting this research has involved constantly reviewing 

literature and striking a balance between building on traditional research and breaking away 

from it. It also includes integrating academic care and demonstrating the significance of the 

research. Additionally, it involves exploring how to incorporate a local perspective, while still 

being able to engage in global academic communication. In the end, I highly valued the 

opportunity to conduct this research and hope that it will be seen, read, and responded to. 

 

  



267 

Bibliography 

A.a, A. et al. (2012) ‘The Role Of Social Capital To Improve Talent Management In The Physical 
Education Organization’, 4(13), pp. 237–260. 

Ababneh, K.I. (2020) ‘Effects of met expectations, trust, job satisfaction, and commitment on 
faculty turnover intentions in the United Arab Emirates (UAE)’, The International Journal of 
Human Resource Management, 31(2), pp. 303–334. Available at: 
https://doi.org/10.1080/09585192.2016.1255904. 

Abdullah, A., Ismail, M.M. and Albani, A. (2018) ‘At-Risk Generation Z: Values, Talents and 
Challenges’, International Journal of Asian Social Science, 8(7), pp. 373–378. Available at: 
https://doi.org/10.18488/journal.1.2018.87.373.378. 

Achinstein, B. (2002). Conflict amid community: The micropolitics of teacher collaboration. 
Teachers College Record, 104(3), 421-455. 

Adeoti, M.O., Shamsudin, F.M. and Mohammad, A.M. (2020) ‘Opportunity, job pressure and 
deviant workplace behaviour: does neutralisation mediate the relationship? A study of faculty 
members in public universities in Nigeria’, European Journal of Management and Business 
Economics, 30(2), pp. 170–190. Available at: https://doi.org/10.1108/EJMBE-08-2017-0002. 

Aguinis, H. and Burgi-Tian, J. (2021) ‘Talent management challenges during COVID-19 and 
beyond: Performance management to the rescue’, BRQ Business Research Quarterly, 24(3), 
pp. 233–240. Available at: https://doi.org/10.1177/23409444211009528. 

Ahammad, M.F. et al. (2018) ‘Strategic Talent Management in Emerging Markets’, Thunderbird 
International Business Review, 60(1), pp. 5–8. Available at: https://doi.org/10.1002/tie.21927. 

Ahmad, M. et al. (2020) ‘Linking Work-Family Conflict (WFC) and Talent Management: Insights 
from a Developing Country’, Sustainability, 12(7), p. 2861. Available at: 
https://doi.org/10.3390/su12072861. 

Akcigit, U. et al. (2018) ‘Dancing with the Stars: Innovation Through Interactions’. National 
Bureau of Economic Research (Working Paper Series). Available at: 
https://doi.org/10.3386/w24466. 

Akour, A. et al. (2020) ‘The Impact of the COVID-19 Pandemic and Emergency Distance 
Teaching on the Psychological Status of University Teachers: A Cross-Sectional Study in Jordan’, 
The American Journal of Tropical Medicine and Hygiene, 103(6), pp. 2391–2399. Available at: 
https://doi.org/10.4269/ajtmh.20-0877. 

Al Aina, R. and Atan, T. (2020) ‘The Impact of Implementing Talent Management Practices on 
Sustainable Organizational Performance’, Sustainability, 12(20), p. 8372. Available at: 
https://doi.org/10.3390/su12208372. 

Al Ariss, A., Cascio, W.F. and Paauwe, J. (2014) ‘Talent management: Current theories and 
future research directions’, Journal of World Business, 49(2), pp. 173–179. Available at: 
https://doi.org/10.1016/j.jwb.2013.11.001. 



268 

Al Suwaidi, M. et al. (2020) ‘Determinants Linked to Executive Succession Planning in Public 
Sector Organizations’, Vision, 24(3), pp. 284–299. Available at: 
https://doi.org/10.1177/0972262920932405. 

Alam, Md.K. (2020) ‘A systematic qualitative case study: questions, data collection, NVivo 
analysis and saturation’, Qualitative Research in Organizations and Management: An 
International Journal, 16(1), pp. 1–31. Available at: https://doi.org/10.1108/QROM-09-2019-
1825. 

Alatawi, A. M., Ghani, M. Z., & Hamzah, A. (2016). The relationship between critical thinking 
and problem solving for talented. International Journal of Research in Social Sciences, 6(6), 
664-673. 

Albert, E.T. (2019) ‘AI in talent acquisition: a review of AI-applications used in recruitment and 
selection’, Strategic HR Review, 18(5), pp. 215–221. Available at: https://doi.org/10.1108/SHR-
04-2019-0024. 

Alharahsheh, H.H. and Pius, A. (2020) ‘A Review of key paradigms: positivism VS interpretivism’, 
2, p. 5. 

Ali, Z., Bashir, M. and Mehreen, A. (2019) ‘Managing Organizational Effectiveness through 
Talent Management and Career Development: The Mediating Role of Employee Engagement’, 
Journal of Management Sciences, 6, pp. 62–78. Available at: 
https://doi.org/10.20547/jms.2014.1906105. 

Allen, D. (2014) The Highly Paid Expert: Turn Your Passion, Skills, and Talents Into A Lucrative 
Career by Becoming The Go-To Authority In Your Industry. Red Wheel/Weiser. 

Allen, D.G. and Vardaman, J.M. (2021) ‘Global Talent Retention: Understanding Employee 
Turnover Around the World’, in D. G. Allen and J. M. Vardaman (eds) Global Talent Retention: 
Understanding Employee Turnover Around the World. Emerald Publishing Limited (Talent 
Management), pp. 1–15. Available at: https://doi.org/10.1108/978-1-83909-293-020211001. 

Allen, L.M. (2008) An evaluative case study of a management assignment program in a 
government setting. University of Phoenix. 

Almaaitah, M. et al. (2020) ‘The effect of talent management on organizational performance 
improvement: The mediating role of organizational commitment’, Management Science 
Letters, 10(12), pp. 2937–2944. 

Alnıaçık, E. et al. (2014) ‘Attracting Talented Employees to the Company: Do We Need Different 
Employer Branding Strategies in Different Cultures?’, Procedia - Social and Behavioral Sciences, 
150, pp. 336–344. Available at: https://doi.org/10.1016/j.sbspro.2014.09.074. 

Alon, I. et al. (2014) ‘Chinese state-owned enterprises go global’, Journal of Business Strategy, 
35(6), pp. 3–18. Available at: https://doi.org/10.1108/JBS-12-2013-0118. 

Alrowwad, A. et al. (2018) ‘The Role of Work/Life Balance and Motivational Drivers of 
Employee Engagement on the Relationship Between Talent Management and Organization 



269 

Performance: A Developing Country Perspective’. Rochester, NY. Available at: 
https://papers.ssrn.com/abstract=3300267 (Accessed: 25 June 2022). 

Altındağ, E., Çirak, N. and Acar, A.Z. (2018) ‘Effects of Talent Management Components on the 
Employee Satisfaction’, Journal of Human Resources Management Research, 2018. Available 
at: https://doi.org/10.5171/2018.895618. 

Altman, Y. and Baruch, Y. (2013) ‘Global Self-Initiated Corporate Careerists: What Drives Them 
and Implications for HRM’, in V. Vaiman and A. Haslberger (eds) Talent Management of Self-
Initiated Expatriates: A Neglected Source of Global Talent. London: Palgrave Macmillan UK, pp. 
19–29. Available at: https://doi.org/10.1057/9780230392809_2. 

Alvarado, R. et al. (2021) ‘Do economic development and human capital decrease non-
renewable energy consumption? Evidence for OECD countries’, Energy, 215, p. 119147. 
Available at: https://doi.org/10.1016/j.energy.2020.119147. 

Alves, P. et al. (2020) ‘Strategic Talent Management: The Impact of Employer Branding on the 
Affective Commitment of Employees’, Sustainability, 12(23), p. 9993. Available at: 
https://doi.org/10.3390/su12239993. 

Ambrose, S., Huston, T. and Norman, M. (2005) ‘A Qualitative Method for Assessing Faculty 
Satisfaction’, Research in Higher Education, 46(7), pp. 803–830. Available at: 
https://doi.org/10.1007/s11162-004-6226-6. 

Amushila, J. and Bussin, M.H.R. (2021) ‘The Effect of Talent Management Practices on 
Employee Retention at the Namibia University of Science and Technology: Administration 
Middle-Level Staff’, SA Journal of Human Resource Management, 19(0), p. 11. Available at: 
https://doi.org/10.4102/sajhrm.v19i0.1485. 

Anderson, D.M. and Slade, C.P. (2016) ‘Managing Institutional Research Advancement: 
Implications from a University Faculty Time Allocation Study’, Research in Higher Education, 
57(1), pp. 99–121. Available at: https://doi.org/10.1007/s11162-015-9376-9. 

Andreu, R. and Ciborra, C.U. (2009) ‘Organizational Learning and Core Capabilities 
Development: The Role of IT’, in C. Avgerou, G.F. Lanzara, and L.P. Willcocks (eds) Bricolage, 
Care and Information: Claudio Ciborra’s Legacy in Information Systems Research. London: 
Palgrave Macmillan UK (Technology, Work and Globalization), pp. 189–205. Available at: 
https://doi.org/10.1057/9780230250611_9. 

Andrews, M., Squire, C. and Tamboukou, M. (2013) Doing Narrative Research. SAGE. 

Anees, R.T. et al. (2021) ‘Brain Drain in Higher Education. The Impact of Job Stress and 
Workload on Turnover Intention and the Mediating Role of Job Satisfaction at Universities’, 
European Journal of Business and Management Research, 6(3), pp. 1–8. Available at: 
https://doi.org/10.24018/ejbmr.2021.6.3.849. 

Ang, J.S. (1991) ‘Small Business Uniqueness and the Theory of Financial Management’, Journal 
of Small Business Finance, 1(1), pp. 1–13. 



270 

Angle, H.L. and Perry, J.L. (1981) ‘An Empirical Assessment of Organizational Commitment and 
Organizational Effectiveness’, Administrative Science Quarterly, 26(1), pp. 1–14. Available at: 
https://doi.org/10.2307/2392596. 

Angrave, D. et al. (2016) ‘HR and analytics: why HR is set to fail the big data challenge’, Human 
Resource Management Journal, 26(1), pp. 1–11. Available at: https://doi.org/10.1111/1748-
8583.12090. 

Anlesinya, A. and Amponsah-Tawiah, K. (2020) ‘Towards a responsible talent management 
model’, European Journal of Training and Development, 44(2/3), pp. 279–303. Available at: 
https://doi.org/10.1108/EJTD-07-2019-0114. 

Anlesinya, A., Amponsah-Tawiah, K. and Dartey-Baah, K. (2019) ‘Talent management research 
in Africa: towards multilevel model and research agenda’, African Journal of Economic and 
Management Studies, 10(4), pp. 440–457. Available at: https://doi.org/10.1108/AJEMS-12-
2018-0371. 

Anlesinya, A., Dartey-Baah, K. and Amponsah-Tawiah, K. (2019) ‘A Review of Empirical 
Research on Global Talent Management’, FIIB Business Review, 8(2), pp. 147–160. Available 
at: https://doi.org/10.1177/2319714519836306. 

Anitha, J. (2016). Role of organisational culture and employee commitment in employee 
retention. ASBM Journal of Management, 9(1). 

Anning-Dorson, T. (2018) ‘Innovation and competitive advantage creation: The role of 
organisational leadership in service firms from emerging markets’, International Marketing 
Review, 35(4), pp. 580–600. Available at: https://doi.org/10.1108/IMR-11-2015-0262. 

Ansar, N. (2018) ‘Talent and Talent Management: Definition and Issues’, IBT Journal of Business 
Studies, 14(2), pp. 174–186. Available at: https://doi.org/10.46745/ilma.jbs.2018.14.02.14. 

Antunes, H. de J.G. and Pinheiro, P.G. (2020) ‘Linking knowledge management, organizational 
learning and memory’, Journal of Innovation & Knowledge, 5(2), pp. 140–149. Available at: 
https://doi.org/10.1016/j.jik.2019.04.002. 

Anwar, A. et al. (2014) ‘Talent Management: Strategic Priority of Organizations’, 9(3), p. 8. 

Arar, T. and Öneren, M. (2018) ‘Role of Talent Management in Career Development of 
Generation Z: A Case Study of a Telecommunication Firm’, International Academic Journal of 
Social Sciences, 05. Available at: https://doi.org/10.9756/IAJSS/V5I1/1810004. 

Archer, L. (2008) ‘Younger academics’ constructions of “authenticity”, “success” and 
professional identity’, Studies in Higher Education, 33(4), pp. 385–403. Available at: 
https://doi.org/10.1080/03075070802211729. 

Arena, M.J. and Uhl-Bien, M. (no date) ‘Complexity Leadership Theory: Shifting from Human 
Capital to Social Capital’, p. 6. 

Arkko-Saukkonen, A. (2017). Connecting Businesses, Emerging Creative Talents, and Learning 



271 

Environments in an Entrepreneurial University Setting ߞ The Case Study of the Creative Steps. 
In THE WORLD SCIENTIFIC REFERENCE ON ENTREPRENEURSHIP: Volume 1: Entrepreneurial 

Universities ߞ Technology and Knowledge Transfer (pp. 297-340). 

Arksey, H. and Knight, P.T. (1999) Interviewing for Social Scientists: An Introductory Resource 
with Examples. SAGE. 

Arocas, R.L. and Morley, M.J. (2015) ‘Talent management, talent mindset competency and job 
performance: the mediating role of job satisfaction’, European J. of International Management, 
9(1), p. 28. Available at: https://doi.org/10.1504/EJIM.2015.066670. 

Aronsson, F. and Frykberg, E. (2022) Gender diversity in practice : A study on stakeholder 
perception of gender quotas and challenges in the workplace. Available at: 
http://urn.kb.se/resolve?urn=urn:nbn:se:mdh:diva-58435 (Accessed: 26 June 2022). 

Arsawan, I.W.E. et al. (2020) ‘Leveraging knowledge sharing and innovation culture into SMEs 
sustainable competitive advantage’, International Journal of Productivity and Performance 
Management, 71(2), pp. 405–428. Available at: https://doi.org/10.1108/IJPPM-04-2020-0192. 

Ashton, C. and Morton, L. (2005) ‘Managing talent for competitive advantage: Taking a 
systemic approach to talent management’, Strategic HR Review, 4(5), pp. 28–31. Available at: 
https://doi.org/10.1108/14754390580000819. 

Asplund, K. (2020) ‘When profession trumps potential: The moderating role of professional 
identification in employees’ reactions to talent management’, The International Journal of 
Human Resource Management, 31(4), pp. 539–561. Available at: 
https://doi.org/10.1080/09585192.2019.1570307. 

Associates, H. (no date) ‘Next-Generation Talent Management’. 

Atkinson, R.D. and Ezell, S.J. (2012) Innovation Economics, Innovation Economics. Yale 
University Press. Available at: https://doi.org/10.12987/9780300189117. 

August, L. and Waltman, J. (2004) ‘Culture, Climate, and Contribution: Career Satisfaction 
Among Female Faculty’, Research in Higher Education, 45(2), pp. 177–192. Available at: 
https://doi.org/10.1023/B:RIHE.0000015694.14358.ed. 

Austin, A.E., Sorcinelli, M.D. and McDaniels, M. (2007) ‘Understanding New Faculty 
Background, Aspirations, Challenges, and Growth’, in R.P. Perry and J.C. Smart (eds) The 
Scholarship of Teaching and Learning in Higher Education: An Evidence-Based Perspective. 
Dordrecht: Springer Netherlands, pp. 39–89. Available at: https://doi.org/10.1007/1-4020-
5742-3_4. 

Autant-Bernard, C., Fadairo, M. and Massard, N. (2013) ‘Knowledge diffusion and innovation 
policies within the European regions: Challenges based on recent empirical evidence’, 
Research Policy, 42(1), pp. 196–210. Available at: 
https://doi.org/10.1016/j.respol.2012.07.009. 

Awan, Dr.A. and Zamir, A. (2016) ‘IMPACT OF EMPOWERMENT, REWARD SYSTEM AND SELF- 



272 

ESTEEMED ON EMPLOYEES’ CREATIVITY’, Global Journal of Management and Social Sciences, 
2. 

Axelrod, B., Handfield-Jones, H. and Michaels, E. (2002) ‘A New Game Plan for C Players’, 
harvard business review, p. 11. 

Aytaç, T. (2015) ‘The Relationship between Teachers’ Perception about School Managers’ 
Talent Management Leadership and the Level of Organizational Commitment’, Eurasian 
Journal of Educational Research, 15(59), pp. 165–180. 

Azeem, M. et al. (2021) ‘Expanding competitive advantage through organizational culture, 
knowledge sharing and organizational innovation’, Technology in Society, 66, p. 101635. 
Available at: https://doi.org/10.1016/j.techsoc.2021.101635. 

Azungah, T. (2018) ‘Qualitative research: deductive and inductive approaches to data analysis’, 
Qualitative Research Journal, 18(4), pp. 383–400. Available at: https://doi.org/10.1108/QRJ-
D-18-00035. 

Bagilhole, B. and Goode, J. (2001) ‘The Contradiction of the Myth of Individual Merit, and the 
Reality of a Patriarchal Support System in Academic Careers: A Feminist Investigation’, 
European Journal of Women’s Studies, 8(2), pp. 161–180. Available at: 
https://doi.org/10.1177/135050680100800203. 

Baglieri, D., Cinici, M.C. and Crupi, A. (2019) ‘Talent management and innovation management: 
Review of the literature and challenges for future research’, Research Handbook of 
International Talent Management, pp. 11–34. 

Bailey, D.E. and Barley, S.R. (2020) ‘Beyond design and use: How scholars should study 
intelligent technologies’, Information and Organization, 30(2), p. 100286. Available at: 
https://doi.org/10.1016/j.infoandorg.2019.100286. 

Baqutayan, S.M.S. (2014) ‘Is Talent Management Important? An Overview of Talent 
Management and the Way to Optimize Employee Performance’, Mediterranean Journal of 
Social Sciences, 5(23), p. 2290. 

Barney, J. (1991) ‘Firm Resources and Sustained Competitive Advantage’, Journal of 
Management, 17(1), pp. 99–120. Available at: 
https://doi.org/10.1177/014920639101700108. 

Barney, J.B. and Wright, P.M. (1998) ‘On becoming a strategic partner: The role of human 
resources in gaining competitive advantage’, Human Resource Management, 37(1), pp. 31–46. 
Available at: https://doi.org/10.1002/(SICI)1099-050X(199821)37:1<31::AID-
HRM4>3.0.CO;2-W. 

Bartunek, J.M. et al. (2006) ‘On the Receiving End: Sensemaking, Emotion, and Assessments 
of an Organizational Change Initiated by Others’, The Journal of Applied Behavioral Science, 
42(2), pp. 182–206. Available at: https://doi.org/10.1177/0021886305285455. 

Basco, R. et al. (2021) ‘Why and when do family firms invest less in talent management? The 



273 

suppressor effect of risk aversion’, Journal of Management and Governance [Preprint]. 
Available at: https://doi.org/10.1007/s10997-021-09599-1. 

Beamond, M.T., Farndale, E. and Härtel, C.E.J. (2020) ‘Frames and Actors: Translating Talent 
Management Strategy to Latin America’, Management and Organization Review, 16(2), pp. 
405–442. Available at: https://doi.org/10.1017/mor.2019.33. 

Beck, K.I. (2021) Essays on Chinese State-Owned Enterprises: Reform, Corporate Governance 
and Subnational Diversity. Copenhagen Business School [Phd]. Available at: 
https://research.cbs.dk/en/publications/essays-on-chinese-state-owned-enterprises-reform-
corporate-govern (Accessed: 29 June 2022). 

Beck, K.I. and Brødsgaard, K.E. (2022) ‘Corporate Governance with Chinese Characteristics: 
Party Organization in State-owned Enterprises’, The China Quarterly, pp. 1–23. Available at: 
https://doi.org/10.1017/S0305741021001351. 

Becker, B. E., Huselid, M. A., Becker, B. E., & Huselid, M. A. (1998). High performance work 
systems and firm performance: A synthesis of research and managerial implications. In 
Research in personnel and human resource management. 

Becker, G.S. (1962) ‘Investment in Human Capital: A Theoretical Analysis’, Journal of Political 
Economy, 70(5, Part 2), pp. 9–49. Available at: https://doi.org/10.1086/258724. 

Beechler, S. and Woodward, I.C. (2009) ‘The global “war for talent”’, Journal of International 
Management, 15(3), pp. 273–285. Available at: 
https://doi.org/10.1016/j.intman.2009.01.002. 

Behzad, R. and Issa, S. (2020) ‘Analysis The Relationship Between Organizational Justice And 
Talent Management: Mediating Role Of Ethical Leadership’, 14(4), pp. 61–67. 

Benjamin, W. and Zohn, H. (1963) ‘The Story-Teller: Reflections on the Works of Nicolai Leskov’, 
Chicago Review, 16(1), pp. 80–101. Available at: https://doi.org/10.2307/25293714. 

Benton, T. and Craib, I. (2010) Philosophy of Social Science: The Philosophical Foundations of 
Social Thought. Macmillan International Higher Education. 

Berry, F.S. and Berry, W.D. (2018) ‘Innovation and Diffusion Models in Policy Research’, in 
Theories of the Policy Process. 4th edn. Routledge. 

Betchoo, N.K. (2014) ‘The Need for Effective Leadership in Talent Management in Mauritius’, 
International Letters of Social and Humanistic Sciences, (16), pp. 39–48. 

Bethke-Langenegger, P., Mahler, P. and Staffelbach, B. (2011) ‘Effectiveness of talent 
management strategies’, European Journal of International Management, 5(5), pp. 524–539. 
Available at: https://doi.org/10.1504/EJIM.2011.042177. 

BHATT, G.D. and GROVER, V. (2005) ‘Types of Information Technology Capabilities and Their 
Role in Competitive Advantage: An Empirical Study’, Journal of Management Information 
Systems, 22(2), pp. 253–277. Available at: https://doi.org/10.1080/07421222.2005.11045844. 



274 

Bhattacharya, C.B., Sen, S. and Korschun, D. (2008) ‘Using Corporate Social Responsibility to 
Win the War for Talent’. Rochester, NY. Available at: 
https://papers.ssrn.com/abstract=2333549 (Accessed: 26 June 2022). 

Bian, F. and Wang, X. (2021) ‘The effect of big-data on the management of higher education 
in China and its countermeasures’, The International Journal of Electrical Engineering & 
Education, p. 00207209211002076. Available at: 
https://doi.org/10.1177/00207209211002076. 

Bian, Y. (2019) Guanxi, How China Works. John Wiley & Sons. 

Biancani, S., Dahlander, L., McFarland, D. A., & Smith, S. (2018). Superstars in the making? The 
broad effects of interdisciplinary centers. Research Policy, 47(3), 543-557. 

Bibi, M. (2019) ‘Impact of Talent Management Practices on Employee Performance: An 
Empirical Study Among Healthcare Employees’, SEISENSE Journal of Management, 2(1), pp. 
22–32. Available at: https://doi.org/10.33215/sjom.v2i1.83. 

Bie, D., & Hu, Y. (2012). On the Concept of Collaborative Innovation in Universities. China 
Higher Education Research, (10), 4-8. 

Billot, J. (2010) ‘The imagined and the real: identifying the tensions for academic identity’, 
Higher Education Research & Development, 29(6), pp. 709–721. Available at: 
https://doi.org/10.1080/07294360.2010.487201. 

Bird, A. (2017) ‘Mapping the Content Domain of Global Leadership Competencies’, in Global 
Leadership. 3rd edn. Routledge. 

Björkman, I. et al. (2013) ‘Talent or Not? Employee Reactions to Talent Identification’, Human 
Resource Management, 52(2), pp. 195–214. Available at: https://doi.org/10.1002/hrm.21525. 

Blackmore, J. and Sachs, J. (2007) Performing and Reforming Leaders: Gender, Educational 
Restructuring, and Organizational Change. SUNY Press. 

Blass, E. and Chartered Management Institute (Great Britain), A.C. (2007) Talent management: 
maximising talent for business performance : executive summary. London: Chartered 
Management Institute. 

Bloomfield, J. and Fisher, M.J. (no date) ‘Quantitative research design’, Journal of the 
Australasian Rehabilitation Nurses Association, 22(2), pp. 27–30. Available at: 
https://doi.org/10.3316/informit.738299924514584. 

Bogdan, R. and Ksander, M. (1980) ‘Policy Data as a Social Process: A Qualitative Approach to 
Quantitative Data’, Human Organization, 39(4), pp. 302–309. 

Böhmer, N. and Schinnenburg, H. (2016) ‘How gender and career concepts impact Global 
Talent Management’, Employee Relations. Edited by D.V.V. and P.D.G.C. Professor Hugh Scullion, 
38(1), pp. 73–93. Available at: https://doi.org/10.1108/ER-07-2015-0154. 

Böhmer, N. and Schinnenburg, H. (2018) ‘Preventing the Leaky Pipeline: Teaching Future 



275 

Female Leaders to Manage their Careers and Promote Gender Equality in Organizations’, 
Journal of International Women’s Studies, 19(5), pp. 63–81. 

Boice, R. (1991) ‘New Faculty as Teachers’, The Journal of Higher Education, 62(2), pp. 150–
173. Available at: https://doi.org/10.1080/00221546.1991.11774113. 

Bol, T., de Vaan, M. and van de Rijt, A. (2018) ‘The Matthew effect in science funding’, 
Proceedings of the National Academy of Sciences, 115(19), pp. 4887–4890. Available at: 
https://doi.org/10.1073/pnas.1719557115. 

Bolander, P., Werr, A. and Asplund, K. (2017) ‘The practice of talent management: a framework 
and typology’, Personnel Review, 46(8), pp. 1523–1551. Available at: 
https://doi.org/10.1108/PR-02-2016-0037. 

Bolisani, E. and Bratianu, C. (2018) ‘The Emergence of Knowledge Management’, in E. Bolisani 
and C. Bratianu (eds) Emergent Knowledge Strategies: Strategic Thinking in Knowledge 
Management. Cham: Springer International Publishing (Knowledge Management and 
Organizational Learning), pp. 23–47. Available at: https://doi.org/10.1007/978-3-319-60657-
6_2. 

Bonneton, D., Festing, M. and Muratbekova-Touron, M. (2020) ‘Exclusive Talent Management: 
Unveiling the Mechanisms of the Construction of an Elite Community’, European 
Management Review, 17(4), pp. 993–1013. Available at: https://doi.org/10.1111/emre.12413. 

Botha, A., Bussin, M. and De, S.L. (2011) ‘An employer brand predictive model for talent 
attraction and retention : original research’, SA Journal of Human Resource Management, 9(1), 
pp. 1–12. Available at: https://doi.org/10.10520/EJC95927. 

Bothma, R. (2015) ‘Talent Management is teamwork : technology upgrade - word of mouse’, 
HR Future, 2015(10), pp. 40–41. Available at: https://doi.org/10.10520/EJC177453. 

Boudreau, J.W. and Ramstad, P.M. (2005) ‘Talentship, talent segmentation, and sustainability: 
A new HR decision science paradigm for a new strategy definition’, Human Resource 
Management, 44(2), pp. 129–136. Available at: https://doi.org/10.1002/hrm.20054. 

Bowen, W.G. and Shapiro, H.T. (2016) Universities and Their Leadership. Princeton University 
Press. 

Boyce, C. and Neale, P. (2006) ‘CONDUCTING IN-DEPTH INTERVIEWS’: 

Boyle, P. and Boice, B. (1998) ‘Systematic Mentoring for New Faculty Teachers and Graduate 
Teaching Assistants’, Innovative Higher Education, 22(3), pp. 157–179. Available at: 
https://doi.org/10.1023/A:1025183225886. 

Bradley, A.P. (no date) ‘Talent management for universities.’, The Australian Universities’ 
Review, 58(1), pp. 13–19. Available at: https://doi.org/10.3316/aeipt.210744. 

Brady, M. and Walsh, A. (2008) ‘Setting strategic direction: a top down or bottom up process?’, 
Business Strategy Series, 9(1), pp. 5–11. Available at: 



276 

https://doi.org/10.1108/17515630810850064. 

Braun, V. and Clarke, V. (2012) ‘Thematic analysis’, in APA handbook of research methods in 
psychology, Vol 2: Research designs: Quantitative, qualitative, neuropsychological, and 
biological. Washington, DC, US: American Psychological Association (APA handbooks in 
psychology®), pp. 57–71. Available at: https://doi.org/10.1037/13620-004. 

Braun, V. and Clarke, V. (2021) ‘To saturate or not to saturate? Questioning data saturation as 
a useful concept for thematic analysis and sample-size rationales’, Qualitative Research in 
Sport, Exercise and Health, 13(2), pp. 201–216. Available at: 
https://doi.org/10.1080/2159676X.2019.1704846. 

Brewerton, P.M. and Millward, L.J. (2001) Organizational Research Methods: A Guide for 
Students and Researchers. SAGE. 

van den Brink, M., Fruytier, B. and Thunnissen, M. (2013) ‘Talent management in academia: 
performance systems and HRM policies’, Human Resource Management Journal, 23(2), pp. 
180–195. Available at: https://doi.org/10.1111/j.1748-8583.2012.00196.x. 

Brødsgaard, K.E. (2002) ‘Institutional Reform and the Bianzhi System in China’, The China 
Quarterly, 170, pp. 361–386. Available at: https://doi.org/10.1017/S0009443902000232. 

van den Broek, J., Boselie, P. and Paauwe, J. (2018) ‘Cooperative innovation through a talent 
management pool: A qualitative study on coopetition in healthcare’, European Management 
Journal, 36(1), pp. 135–144. Available at: https://doi.org/10.1016/j.emj.2017.03.012. 

Brosseau, D. et al. (no date) ‘The journey to an agile organization’. 

Brown, L.M. and Phd (corresponding (no date) ‘A Proposed Talent Management Model for 
Leader-Managers in State-Owned Enterprises in China’. 

Brundrett, M., Burton, N. and Smith, R. (2003) Leadership in Education. SAGE. 

Bruno, M. and Sachs, J.D. (2013) Economics of Worldwide Stagflation, Economics of Worldwide 
Stagflation. Harvard University Press. Available at: 
https://doi.org/10.4159/harvard.9780674493049. 

Bryman, A. (2016) Social Research Methods. Oxford University Press. 

Budhiraja, S., Varkkey, B. and McKenna, S. (2022) ‘Work–life balance indicators and talent 
management approach: a qualitative investigation of Indian luxury hotels’, Employee Relations: 
The International Journal, ahead-of-print(ahead-of-print). Available at: 
https://doi.org/10.1108/ER-05-2021-0206. 

Bunge, M. and Bunge, P.M. (1996) Finding Philosophy in Social Science. Yale University Press. 

Burns, J.P. (2022) Human Resource Management in Public Administration: Key Challenges, 
Oxford Research Encyclopedia of Politics. Available at: 
https://doi.org/10.1093/acrefore/9780190228637.013.1495. 



277 

Burrell, D.N. (2020) ‘Understanding the Talent Management Intricacies of Remote 
Cybersecurity Teams in Covid-19 Induced Telework Organizational Ecosystems’, Land Forces 
Academy Review, 25(3), pp. 232–244. Available at: https://doi.org/10.2478/raft-2020-0028. 

Burt, R.S. and Burzynska, K. (2017) ‘Chinese Entrepreneurs, Social Networks, and Guanxi’, 
Management and Organization Review, 13(2), pp. 221–260. Available at: 
https://doi.org/10.1017/mor.2017.6. 

Byrne, H. (no date) ‘Talent Management and Succession Planning, Human Resources 
Strategies to Avoid a Skills Gap Forming During a Recessional Climate.’, p. 95. 

Cai, F. (2010) ‘Demographic transition, demographic dividend, and Lewis turning point in 
China’, China Economic Journal, 3(2), pp. 107–119. Available at: 
https://doi.org/10.1080/17538963.2010.511899. 

Calcagnini, G. et al. (2016) ‘The role of universities in the location of innovative start-ups’, The 
Journal of Technology Transfer, 41(4), pp. 670–693. Available at: 
https://doi.org/10.1007/s10961-015-9396-9. 

Calle-Duran, M.C.D.L., Fernandez-Alles, M. de la L. and Valle-Cabrera, R. (2021) ‘Talent 
identification and location: A configurational approach to talent pools’, Intangible Capital, 
17(1), pp. 17–32. Available at: https://doi.org/10.3926/ic.1440. 

Calo, T.J. (2008) ‘Talent Management in the Era of the Aging Workforce: The Critical Role of 
Knowledge Transfer’, Public Personnel Management, 37(4), pp. 403–416. Available at: 
https://doi.org/10.1177/009102600803700403. 

Cameron, K.S. (1981) ‘Domains of Organizational Effectiveness in Colleges and Universities’, 
Academy of Management Journal, 24(1), pp. 25–47. Available at: 
https://doi.org/10.5465/255822. 

Cao, L., Hirschi, A. and Deller, J. (2012) ‘Self-initiated expatriates and their career success’, 
Journal of Management Development. Edited by A. Al Ariss et al., 31(2), pp. 159–172. Available 
at: https://doi.org/10.1108/02621711211199494. 

Cappelli, P. (2013) ‘Talent Management for the Twenty-First Century’, harvard business review, 
p. 11. 

Cappelli, P. and Keller, J. (2014) ‘Talent Management: Conceptual Approaches and Practical 
Challenges’, Annual Review of Organizational Psychology and Organizational Behavior, 1, pp. 
305–331. Available at: https://doi.org/10.1146/annurev-orgpsych-031413-091314. 

Carr, S.C., Inkson, K. and Thorn, K. (2005) ‘From global careers to talent flow: Reinterpreting 
“brain drain”’, Journal of World Business, 40(4), pp. 386–398. Available at: 
https://doi.org/10.1016/j.jwb.2005.08.006. 

Castleberry, A. and Nolen, A. (2018) ‘Thematic analysis of qualitative research data: Is it as 
easy as it sounds?’, Currents in Pharmacy Teaching and Learning, 10(6), pp. 807–815. Available 
at: https://doi.org/10.1016/j.cptl.2018.03.019. 



278 

Cerci, P.A. and Dumludag, D. (2019) ‘Life Satisfaction and Job Satisfaction among University 
Faculty: The Impact of Working Conditions, Academic Performance and Relative Income’, 
Social Indicators Research, 144(2), pp. 785–806. Available at: 
https://doi.org/10.1007/s11205-018-02059-8. 

Cerdin, J.-L. and Brewster, C. (2014) ‘Talent management and expatriation: Bridging two 
streams of research and practice’, Journal of World Business, 49(2), pp. 245–252. Available at: 
https://doi.org/10.1016/j.jwb.2013.11.008. 

Cerdin, J.-L. and Sharma, K. (2014) ‘Inpatriation as a Key Component of Global Talent 
Management’, in A. Al Ariss (ed.) Global Talent Management: Challenges, Strategies, and 
Opportunities. Cham: Springer International Publishing (Management for Professionals), pp. 
79–92. Available at: https://doi.org/10.1007/978-3-319-05125-3_6. 

Chan, A. (2006) ‘The Chinese concepts of guanxi, mianzi, renqing and bao : their 
interrelationships and implications for international business’, ANZMAC 2006 Proceedings: 
Brisbane, Queensland 4-6 December 2006: Advancing Theory, Maintaining Relevance 
[Preprint]. Available at: 
https://researchdirect.westernsydney.edu.au/islandora/object/uws%3A7413/ (Accessed: 28 
January 2023). 

Chan, W.K.K. (1982) ‘The Organizational Structure of the Traditional Chinese Firm and its 
Modern Reform*’, Business History Review, 56(2), pp. 218–235. Available at: 
https://doi.org/10.2307/3113977. 

Chandratreya, D.A. and Sajanapwar, P. (2013) ‘An Exploratory Study of Talent Management in 
a Flat Organization’. Rochester, NY. Available at: https://papers.ssrn.com/abstract=2761374 
(Accessed: 23 June 2022). 

Chang, C.L.-H. (2012) ‘The dilemma of renqing in ISD processes: interpretations from the 
perspectives of face, renqing and guanxi of Chinese cultural society’, Behaviour & Information 
Technology, 31(5), pp. 481–493. Available at: 
https://doi.org/10.1080/0144929X.2010.504283. 

Chang, Q. (2020) ‘Late-mover advantages and disadvantages in China’s futures market’, China 
Agricultural Economic Review, 12(2), pp. 179–191. Available at: 
https://doi.org/10.1108/CAER-11-2019-0211. 

Chang Shanshan. (2020). Breaking and Establishing the Evaluation of University Talents in the 
Context of "Breaking the Five Whatevers". China Social Sciences Daily, 2020.10. 

Chang, W., & Kalmanson, L. (Eds.). (2010). Confucianism in context: Classic philosophy and 
contemporary issues, East Asia and beyond. State University of New York Press. 

Chapman, D. (2006) Higher Education in the Developing World. Greenwood Publishing Group. 

Charmaz, K. (2006) Constructing Grounded Theory: A Practical Guide through Qualitative 
Analysis. SAGE. 



279 

Charmaz, K. (2010) ‘The SAGE Handbook of Grounded Theory : Paperback Edition’, The SAGE 
Handbook of Grounded Theory, pp. 1–656. 

Charmaz, K. (2014) Constructing Grounded Theory. SAGE. 

Cheese, P., Thomas, R.J. and Craig, E. (2007) The Talent Powered Organization: Strategies for 
Globalization, Talent Management and High Performance. Kogan Page Publishers. 

Chen, A. (2010) ‘Reducing China’s regional disparities: Is there a growth cost?’, China Economic 
Review, 21(1), pp. 2–13. Available at: https://doi.org/10.1016/j.chieco.2009.11.005. 

Chen, Bin. (2022) Obstacles and Breakthroughs in the Operation of University Teacher 
Development Centers: An Analysis Based on National University Teacher Development Center 
Survey Date. University and Discipline, 22(3): 109-118. 

Chen, J. (2006) ‘Development of Chinese small and medium-sized enterprises’, Journal of 
Small Business and Enterprise Development. Edited by J. Li, 13(2), pp. 140–147. Available at: 
https://doi.org/10.1108/14626000610665854. 

Chen, J., Yin, X. and Mei, L. (2018) ‘Holistic Innovation: An Emerging Innovation Paradigm’, 
International Journal of Innovation Studies, 2(1), pp. 1–13. Available at: 
https://doi.org/10.1016/j.ijis.2018.02.001. 

Chen Jie. (2022). The Development of Chinese Universities in the New Era Should Serve 
National Strategies. China Higher Education, (2), 3. 

Chen, L. et al. (2015) ‘Party Management of Talent: Building a Party-led, Merit-based Talent 
Market in China’, Australian Journal of Public Administration, 74(3), pp. 298–311. Available at: 
https://doi.org/10.1111/1467-8500.12141. 

Chen, Y.-S. and Chang, C.-H. (2013) ‘Enhance environmental commitments and green 
intangible assets toward green competitive advantages: an analysis of structural equation 
modeling (SEM)’, Quality & Quantity, 47(1), pp. 529–543. Available at: 
https://doi.org/10.1007/s11135-011-9535-9. 

Chen Yu, & Xuan Zhaohui. Evaluation and Prospects of China's National Innovation Capability: 
Based on the Study of the "National Innovation Index Report". Science and Technology Review, 
39(21), 39-44. 

Cheng, S. et al. (2020) ‘Toward low-carbon development: Assessing emissions-reduction 
pressure among Chinese cities’, Journal of Environmental Management, 271, p. 111036. 
Available at: https://doi.org/10.1016/j.jenvman.2020.111036. 

Chew, D.A.S., Yan, S. and Cheah, C.Y.J. (2008) ‘Core capability and competitive strategy for 
construction SMEs in China’, Chinese Management Studies, 2(3), pp. 203–214. Available at: 
https://doi.org/10.1108/17506140810895898. 

Child, J. (1996) Management in China During the Age of Reform. Cambridge University Press. 

Child, J. and Yuan, L. (1996) ‘Institutional Constraints on Economic Reform: The Case of 



280 

Investment Decisions in China’, Organization Science, 7(1), pp. 60–77. Available at: 
https://doi.org/10.1287/orsc.7.1.60. 

Chirban, J.T. (1996) Interviewing in Depth. SAGE. 

Chiu, W.H. (1998) ‘Income Inequality, Human Capital Accumulation and Economic 
Performance’, The Economic Journal, 108(446), pp. 44–59. Available at: 
https://doi.org/10.1111/1468-0297.00272. 

Cho, D. and Moon, H. (2000) From Adam Smith To Michael Porter: Evolution Of 
Competitiveness Theory. World Scientific. 

Chou, C.-C. and Chang, P.-L. (2004) ‘Core competence and competitive strategy of the Taiwan 
shipbuilding industry: a resource-based approach’, Maritime Policy & Management, 31(2), pp. 
125–137. Available at: https://doi.org/10.1080/0308883042000208310. 

Chowdhury, M.F. (2014) ‘Interpretivism in Aiding Our Understanding of the Contemporary 
Social World’, Open Journal of Philosophy, 2014. Available at: 
https://doi.org/10.4236/ojpp.2014.43047. 

Chuai, X., Preece, D. and Iles, P. (2008) ‘Is talent management just “old wine in new bottles”? 
The case of multinational companies in Beijing’, Management Research News. Edited by M. 
Berrell and J. Park, 31(12), pp. 901–911. Available at: 
https://doi.org/10.1108/01409170810920611. 

Chuang, S.-H. (2004) ‘A resource-based perspective on knowledge management capability and 
competitive advantage: an empirical investigation’, Expert Systems with Applications, 27(3), 
pp. 459–465. Available at: https://doi.org/10.1016/j.eswa.2004.05.008. 

Chun, E., & Evans, A. (2023). The new talent acquisition frontier: Integrating HR and diversity 
strategy in the private and public sectors and higher education. Taylor & Francis. 

Čizmić, E. and Ahmić, A. (2021) ‘The influence of talent management on organisational 
performance in Bosnia & Herzegovina as a developing country’, Management : Journal of 
Contemporary Management Issues, 26(1), pp. 129–147. Available at: 
https://doi.org/10.30924/mjcmi.26.1.8. 

Clake, R., & Winkler, V. (2006). Change agenda: Reflections on talent management. Chartered 
Institute for Personnel Development (CIPD), London. 

Claus, L. (2019) ‘HR Disruption—Time Already to Reinvent Talent Management’, BRQ Business 
Research Quarterly, 22(3), pp. 207–215. Available at: 
https://doi.org/10.1016/j.brq.2019.04.002. 

Claussen, J. et al. (2014) ‘Talent management and career development: What it takes to get 
promoted’, Journal of World Business, 49(2), pp. 236–244. Available at: 
https://doi.org/10.1016/j.jwb.2013.11.007. 

Clegg, S. (2008) ‘Academic identities under threat?’, British Educational Research Journal, 



281 

34(3), pp. 329–345. Available at: https://doi.org/10.1080/01411920701532269. 

Coccia, M. and Watts, J. (2020) ‘A theory of the evolution of technology: Technological 
parasitism and the implications for innovation magement’, Journal of Engineering and 
Technology Management, 55, p. 101552. Available at: 
https://doi.org/10.1016/j.jengtecman.2019.11.003. 

Çolak, M.S. and Ege, A. (2013) ‘An Assessment of EU 2020 Strategy: Too Far to Reach?’, Social 
Indicators Research, 110(2), pp. 659–680. Available at: https://doi.org/10.1007/s11205-011-
9950-2. 

Colbert, B.A. (2004) ‘The Complex Resource-Based View: Implications for Theory and Practice 
in Strategic Human Resource Management’, Academy of Management Review, 29(3), pp. 341–
358. Available at: https://doi.org/10.5465/amr.2004.13670987. 

Cole, N.D. (2011) ‘Managing global talent: solving the spousal adjustment problem’, The 
International Journal of Human Resource Management, 22(7), pp. 1504–1530. Available at: 
https://doi.org/10.1080/09585192.2011.561963. 

Collings, D., Scullion, H. and Vaiman, V. (2011) ‘European perspective on talent management’, 
European J. of International Management, 5, pp. 453–462. Available at: 
https://doi.org/10.1504/EJIM.2011.042173. 

Collings, D.G. (2014a) ‘Integrating global mobility and global talent management: Exploring 
the challenges and strategic opportunities’, Journal of World Business, 49(2), pp. 253–261. 
Available at: https://doi.org/10.1016/j.jwb.2013.11.009. 

Collings, D.G. (2014b) ‘The Contribution of Talent Management to Organization Success’, in 
The Wiley Blackwell Handbook of the Psychology of Training, Development, and Performance 
Improvement. John Wiley & Sons, Ltd, pp. 247–260. Available at: 
https://doi.org/10.1002/9781118736982.ch14. 

Collings, D.G. (2014c) ‘Toward Mature Talent Management: Beyond Shareholder Value’, 
Human Resource Development Quarterly, 25(3), pp. 301–319. Available at: 
https://doi.org/10.1002/hrdq.21198. 

Collings, D.G. and Isichei, M. (2018) ‘The shifting boundaries of global staffing: integrating 
global talent management, alternative forms of international assignments and non-
employees into the discussion’, The International Journal of Human Resource Management, 
29(1), pp. 165–187. Available at: https://doi.org/10.1080/09585192.2017.1380064. 

Collings, D.G. and Mellahi, K. (2009) ‘Strategic talent management: A review and research 
agenda’, Human Resource Management Review, 19(4), pp. 304–313. Available at: 
https://doi.org/10.1016/j.hrmr.2009.04.001. 

Collings, D.G. and Mellahi, K. (2013) ‘Commentary on: “Talent—innate or acquired? 
Theoretical considerations and their implications for talent management”’, Human Resource 
Management Review, 23(4), pp. 322–325. Available at: 
https://doi.org/10.1016/j.hrmr.2013.08.003. 



282 

Collings, D.G., Mellahi, K. and Cascio, W.F. (2017) The Oxford Handbook of Talent Management. 
Oxford University Press. 

Collings, D.G., Mellahi, K. and Cascio, W.F. (2019) ‘Global Talent Management and Performance 
in Multinational Enterprises: A Multilevel Perspective’, Journal of Management, 45(2), pp. 
540–566. Available at: https://doi.org/10.1177/0149206318757018. 

Collins, C.J. (2021) ‘Expanding the resource based view model of strategic human resource 
management’, The International Journal of Human Resource Management, 32(2), pp. 331–
358. Available at: https://doi.org/10.1080/09585192.2019.1711442. 

Collis, J. and Hussey, R. (2014) Business research: a practical guide for undergraduate & 
postgraduate students. Fourth edition. Houndmills, Basingstoke, Hampshire ; New York, NY: 
Palgrave Macmillan. 

Comte, A. and Bridges, J.H. (2015) A General View of Positivism. London: Routledge. Available 
at: https://doi.org/10.4324/9781315645780. 

Connell, R. (2009) ‘Good teachers on dangerous ground: towards a new view of teacher 
quality and professionalism’, Critical Studies in Education, 50(3), pp. 213–229. Available at: 
https://doi.org/10.1080/17508480902998421. 

Connelly, L.M. (2010) ‘What is phenomenology?’, MedSurg Nursing, 19(2), pp. 127–129. 

Connor, T. (2002) ‘The resource-based view of strategy and its value to practising managers’, 
Strategic Change, 11(6), pp. 307–316. Available at: https://doi.org/10.1002/jsc.593. 

Cooke, F. (2005) ‘Vocational and Enterprise Training in China: Policy, Practice and Prospect’, 
Journal of the Asia Pacific Economy, 10(1), pp. 26–55. Available at: 
https://doi.org/10.1080/1354786042000309062. 

Cooke, F.L. (2011) Human Resource Management in China: New Trends and Practices. London: 
Routledge. Available at: https://doi.org/10.4324/9780203803974. 

Cooke, F.L., Saini, D.S. and Wang, J. (2014) ‘Talent management in China and India: A 
comparison of management perceptions and human resource practices’, Journal of World 
Business, 49(2), pp. 225–235. Available at: https://doi.org/10.1016/j.jwb.2013.11.006. 

Corbin, J.M. and Strauss, A. (1990) ‘Grounded theory research: Procedures, canons, and 
evaluative criteria’, Qualitative Sociology, 13(1), pp. 3–21. Available at: 
https://doi.org/10.1007/BF00988593. 

Cosenz, F. (2022) Managing Sustainable Performance and Governance in Higher Education 
Institutions: A Dynamic Performance Management Approach. Springer Nature. 

Coulson-Thomas, C. (2012) ‘Talent management and building high performance organisations’, 
Industrial and Commercial Training, 44(7), pp. 429–436. Available at: 
https://doi.org/10.1108/00197851211268027. 

Craig, M. (2015, July). Cost effectiveness of retaining top internal talent in contrast to 



283 

recruiting top talent. In Competition Forum (Vol. 13, No. 2, p. 203). American Society for 
Competitiveness. 

Crane, B. and Hartwell, C.J. (2019) ‘Global talent management: A life cycle view of the 
interaction between human and social capital’, Journal of World Business, 54(2), pp. 82–92. 
Available at: https://doi.org/10.1016/j.jwb.2018.11.002. 

Creelman, D. (2004). Talent management: the special challenges of small and medium-sized 
enterprises. Human Capital Institute. 

Cranston, S. (2014) ‘Reflections on Doing the Expat Show: Performing the Global Mobility 
Industry’, Environment and Planning A: Economy and Space, 46(5), pp. 1124–1138. Available 
at: https://doi.org/10.1068/a46249. 

Creswell, J.W. and Poth, C.N. (2016) Qualitative Inquiry and Research Design: Choosing Among 
Five Approaches. SAGE Publications. 

Cropanzano, R. and Mitchell, M.S. (2005) ‘Social Exchange Theory: An Interdisciplinary Review’, 
Journal of Management, 31(6), pp. 874–900. Available at: 
https://doi.org/10.1177/0149206305279602. 

Cross Walker, T. (2020) ‘Inclusive talent management in the public sector: theory and practice’, 
Transnational Corporations Review, 12(2), pp. 140–148. Available at: 
https://doi.org/10.1080/19186444.2020.1741296. 

Crowley-Henry, M., Benson, E.T. and Al Ariss, A. (2019) ‘Linking Talent Management to 
Traditional and Boundaryless Career Orientations: Research Propositions and Future 
Directions’, European Management Review, 16(1), pp. 5–19. Available at: 
https://doi.org/10.1111/emre.12304. 

Cunliffe, A.L. (2011) ‘Crafting Qualitative Research: Morgan and Smircich 30 Years On’, 
Organizational Research Methods, 14(4), pp. 647–673. Available at: 
https://doi.org/10.1177/1094428110373658. 

Cunningham, I. (2007) ‘Talent management: making it real’, Development and Learning in 
Organizations: An International Journal, 21(2), pp. 4–6. Available at: 
https://doi.org/10.1108/14777280710727307. 

Dahshan, M., Keshk, L. and Dorgham, L. (2018) ‘Talent Management and Its Effect on 
Organization Performance among Nurses at Shebin El -Kom Hospitals’, INTERNATIONAL 
JOURNAL OF NURSING, 5. Available at: https://doi.org/10.15640/ijn.v5n2a10. 

van Dam, K., van der Vorst, J.D.M. and van der Heijden, B.I.J.M. (2009) ‘Employees’ Intentions 
to Retire Early: A Case of Planned Behavior and Anticipated Work Conditions’, Journal of 
Career Development, 35(3), pp. 265–289. Available at: 
https://doi.org/10.1177/0894845308327274. 

D’Ambrosio, U. (1998) ‘Mathematics and peace: Our responsibilities’, ZDM, 3(30), pp. 67–73. 
Available at: https://doi.org/10.1007/BF02653170. 



284 

Dan, Y. and Chieh, H.C. (2008) ‘A reflective review of disruptive innovation theory’, in 
PICMET ’08 - 2008 Portland International Conference on Management of Engineering & 
Technology. PICMET ’08 - 2008 Portland International Conference on Management of 
Engineering & Technology, pp. 402–414. Available at: 
https://doi.org/10.1109/PICMET.2008.4599648. 

Dang, N.T.T. et al. (2020) ‘Talent Conceptualization and Talent Management Approaches in the 
Vietnamese Banking Sector’, The Journal of Asian Finance, Economics and Business, 7(7), pp. 
453–462. Available at: https://doi.org/10.13106/jafeb.2020.vol7.no7.453. 

Daraei, M.R., Karimi, O. and Vahidi, T. (no date) ‘An analysis on the relation between Strategic 
Knowledge Management and Talent Management Strategy in Profitability of the Southern 
Khorasan Electric Distribution Company (SKEDC)’, p. 17. 

Daubner-Siva, D. et al. (2018) ‘The talent paradox: talent management as a mixed blessing’, 
Journal of Organizational Ethnography, 7(1), pp. 74–86. Available at: 
https://doi.org/10.1108/JOE-01-2017-0002. 

Davis, J.P. and Eisenhardt, K.M. (2011) ‘Rotating Leadership and Collaborative Innovation: 
Recombination Processes in Symbiotic Relationships’, Administrative Science Quarterly, 56(2), 
pp. 159–201. Available at: https://doi.org/10.1177/0001839211428131. 

De Boeck, G., Meyers, M.C. and Dries, N. (2018) ‘Employee reactions to talent management: 
Assumptions versus evidence’, Journal of Organizational Behavior, 39(2), pp. 199–213. 
Available at: https://doi.org/10.1002/job.2254. 

De Vos, A. and Dries, N. (2013) ‘Applying a talent management lens to career management: 
the role of human capital composition and continuity’, The International Journal of Human 
Resource Management, 24(9), pp. 1816–1831. Available at: 
https://doi.org/10.1080/09585192.2013.777537. 

Dearing, J.W. and Cox, J.G. (2018) ‘Diffusion Of Innovations Theory, Principles, And Practice’, 
Health Affairs, 37(2), pp. 183–190. Available at: https://doi.org/10.1377/hlthaff.2017.1104. 

Dearnley, C. (no date) A reflection on the use of semi-structured interviews. Nurse Researcher. 
Available at: https://doi.org/10.7748/nr2005.07.13.1.19.c5997. 

Deem *, R. and Brehony, K.J. (2005) ‘Management as ideology: the case of “new 
managerialism” in higher education’, Oxford Review of Education, 31(2), pp. 217–235. 
Available at: https://doi.org/10.1080/03054980500117827. 

Deem, R. et al. (2007) Knowledge, Higher Education, and the New Managerialism: The 
Changing Management of UK Universities. OUP Oxford. 

Deem, R. (2020) ‘New Managerialism in Higher Education’, in P.N. Teixeira and J.C. Shin (eds) 
The International Encyclopedia of Higher Education Systems and Institutions. Dordrecht: 
Springer Netherlands, pp. 2083–2088. Available at: https://doi.org/10.1007/978-94-017-
8905-9_308. 



285 

Deery, M. (2008) ‘Talent management, work-life balance and retention strategies’, 
International Journal of Contemporary Hospitality Management. Edited by N. D’Annunzio-
Green, G. Maxwell, and S. Watson, 20(7), pp. 792–806. Available at: 
https://doi.org/10.1108/09596110810897619. 

Deery, M. and Jago, L. (2015) ‘Revisiting talent management, work-life balance and retention 
strategies’, International Journal of Contemporary Hospitality Management, 27(3), pp. 453–
472. Available at: https://doi.org/10.1108/IJCHM-12-2013-0538. 

Delios, A. et al. (2006) ‘A New Perspective on Ownership Identities in China’s Listed Companies’, 
Management and Organization Review, 2(3), pp. 319–343. Available at: 
https://doi.org/10.1111/j.1740-8784.2006.00048.x. 

Deng, J. (2018) ‘The National Supervision Commission: A New Anti-corruption Model in China’, 
International Journal of Law, Crime and Justice, 52, pp. 58–73. Available at: 
https://doi.org/10.1016/j.ijlcj.2017.09.005. 

Deng, P. (2007) ‘Investing for strategic resources and its rationale: The case of outward FDI 
from Chinese companies’, Business Horizons, 50(1), pp. 71–81. Available at: 
https://doi.org/10.1016/j.bushor.2006.07.001. 

Deng, X. and Bai, X. (2014) ‘Sustainable Urbanization in Western China’, Environment: Science 
and Policy for Sustainable Development, 56(3), pp. 12–24. Available at: 
https://doi.org/10.1080/00139157.2014.901836. 

Deng, Z. (2011). Confucianism, modernization and Chinese pedagogy: An introduction. Journal 
of Curriculum Studies, 43(5), 561-568. 

Denzin, N.K. and Lincoln, Y.S. (2008) ‘Introduction: The discipline and practice of qualitative 
research’, in Strategies of qualitative inquiry, 3rd ed. Thousand Oaks, CA, US: Sage Publications, 
Inc, pp. 1–43. 

Denzin, N.K. and Lincoln, Y.S. (2011) The SAGE Handbook of Qualitative Research. SAGE. 

Devaney, D.J. et al. (2018) ‘Athlete Lifestyle Support of Elite Youth Cricketers: An Ethnography 
of Player Concerns Within a National Talent Development Program’, Journal of Applied Sport 
Psychology, 30(3), pp. 300–320. Available at: 
https://doi.org/10.1080/10413200.2017.1386247. 

Devins, D. and Gold, J. (2014) ‘Re-conceptualising talent management and development 
within the context of the low paid’, Human Resource Development International, 17(5), pp. 
514–528. Available at: https://doi.org/10.1080/13678868.2014.954191. 

Dewi, N.S., Jittanoon, P. and Wiroonpanich, W. (2021) ‘Parental Challenges in Promoting the 
Well-being of Talented Youths in Indonesia: A Phenomenological Study’, Nurse Media Journal 
of Nursing, 11(2), pp. 244–254. Available at: https://doi.org/10.14710/nmjn.v11i2.34258. 

Dhanabhakyam, M., & Kokilambal, K. (2014). A study on existing talent management practice 
and its benefits across industries. International Journal of Research in Business 



286 

Management, 2(7), 23-36. 

Dianingrum, M., Adawiyah, W.R. and Wulandari, S.Z. (2021) ‘Towards Small Business 
Excellence: The Role of Talent Management, Organizational Culture and Synergized Innovative 
Climate, Synergized Innovative Climate’. Advance. Available at: 
https://doi.org/10.31124/advance.16896208.v1. 

Ding, D.Z., Goodall, K. and Warner, M. (2000) ‘The end of the “iron rice-bowl”: whither Chinese 
human resource management?’, The International Journal of Human Resource Management, 
11(2), pp. 217–236. Available at: https://doi.org/10.1080/095851900339837. 

Dirican, C. (2015) ‘The Impacts of Robotics, Artificial Intelligence On Business and Economics’, 
Procedia - Social and Behavioral Sciences, 195, pp. 564–573. Available at: 
https://doi.org/10.1016/j.sbspro.2015.06.134. 

Distanont, A. and Khongmalai, O. (2020) ‘The role of innovation in creating a competitive 
advantage’, Kasetsart Journal of Social Sciences, 41(1), pp. 15–21. 

Dittmer, L. (1995) ‘Chinese Informal Politics’, The China Journal, 34, pp. 1–34. Available at: 
https://doi.org/10.2307/2950131. 

Divekar, R. and Raman, R. (2020) ‘Talent Management in Academia -- The Indian Business 
School Scenario’, International Journal of Higher Education, 9(2), pp. 184–192. 

Dixon-Woods, M. et al. (2005) ‘Synthesising qualitative and quantitative evidence: A review of 
possible methods’, Journal of Health Services Research & Policy, 10(1), pp. 45–53. Available at: 
https://doi.org/10.1177/135581960501000110. 

Dmitrieva, N.V. et al. (2014) ‘Scientific and Theoretical Aspects of the Staff Recruitment 
Organization within the Concept of “Talent Management”’, Asian Social Science, 11(3), p. p358. 
Available at: https://doi.org/10.5539/ass.v11n3p358. 

Doherty, N. and Dickmann, M. (2013) ‘Self-Initiated and Assigned Expatriates: Talent 
Management and Career Considerations’, in V. Vaiman and A. Haslberger (eds) Talent 
Management of Self-Initiated Expatriates: A Neglected Source of Global Talent. London: 
Palgrave Macmillan UK, pp. 234–255. Available at: 
https://doi.org/10.1057/9780230392809_11. 

Dries, N. (2013) ‘The psychology of talent management: A review and research agenda’, 
Human Resource Management Review, 23(4), pp. 272–285. Available at: 
https://doi.org/10.1016/j.hrmr.2013.05.001. 

Drucker, P. (1994) Post-Capitalist Society. London: Routledge. Available at: 
https://doi.org/10.4324/9780080938257. 

DuBrin, A.J. (2010) Essentials of management. 9th ed. Australia ; Mason, OH: South-Western. 

Dummett, M. and Dummett, P. of L.M. (2006) Thought and Reality. Clarendon Press. 

Dutta, A., Lee, H. and Yasai-Ardekani, M. (2014) ‘Digital systems and competitive 



287 

responsiveness: The dynamics of IT business value’, Information & Management, 51(6), pp. 
762–773. Available at: https://doi.org/10.1016/j.im.2014.05.005. 

Easterby-Smith, M., Thorpe, R. and Jackson, P.R. (2012) Management Research. SAGE. 

Ebert-May, D. et al. (2011) ‘What We Say Is Not What We Do: Effective Evaluation of Faculty 
Professional Development Programs’, BioScience, 61(7), pp. 550–558. Available at: 
https://doi.org/10.1525/bio.2011.61.7.9. 

EBSCOhost | 55436194 | EMPLOYER BRANDING - A TOOL FOR TALENT MANAGEMENT. (no 
date). Available at: 
https://web.s.ebscohost.com/abstract?direct=true&profile=ehost&scope=site&authtype=cr
awler&jrnl=09739947&AN=55436194&h=Pac3oGjpZu%2f7af8BxzufwFHOZZJi6TEj%2flEe67zS
pSpMWKIaW%2btc48upZmOxmAAp4LtSeK8xtGM3xYCVLNzjDw%3d%3d&crl=c&resultNs=Ad
minWebAuth&resultLocal=ErrCrlNotAuth&crlhashurl=login.aspx%3fdirect%3dtrue%26profil
e%3dehost%26scope%3dsite%26authtype%3dcrawler%26jrnl%3d09739947%26AN%3d5543
6194 (Accessed: 26 June 2022). 

Edmondson, A.C. and Mcmanus, S.E. (2007) ‘Methodological fit in management field research’, 
Academy of Management Review, 32(4), pp. 1246–1264. Available at: 
https://doi.org/10.5465/amr.2007.26586086. 

Edquist, C. and Hommen, L. (1999) ‘Systems of innovation: theory and policy for the demand 
side1This article is based on work from the project “Innovation Systems and European 
Integration (ISE)”, funded by Targeted Socio-Economic Research, DG XII, European 
Commission, Contract No. SOE1-CT95-1004 (DG 12-SOLS). In particular, the article draws upon 
work originally produced as part of ISE subproject 3.2.2, “Public Technology Procurement as 
an Innovation Policy Instrument”.1’, Technology in Society, 21(1), pp. 63–79. Available at: 
https://doi.org/10.1016/S0160-791X(98)00037-2. 

Efferin, S., & Hopper, T. (2007). Management control, culture and ethnicity in a Chinese 
Indonesian company. Accounting, organizations and society, 32(3), 223-262. 

Eghbal, F. et al. (2017) ‘Identifying the Talent Management Components of Faculty Members’, 
Strides in Development of Medical Education, 14(2). Available at: 
https://doi.org/10.5812/sdme.66895. 

Eghbal, F., Hovida, R., Siyadat, S. A., Samavatiyan, H., & Yarmohammadiyan, M. H. (2017). 
Design and development of faculty talent management process model for talent-driven 
universities. Public Management Researches, 9(34), 5-27. 

El Nakhla, M. (2013). The availability of talent management components from employees 
perspectives (Doctoral dissertation, Master Thesis in Business Administration. Islamic 
University of Gaza). 

Eisenhardt, K.M. (1989a) ‘Agency Theory: An Assessment and Review’, Academy of 
Management Review, 14(1), pp. 57–74. Available at: 
https://doi.org/10.5465/amr.1989.4279003. 



288 

Eisenhardt, K.M. (1989b) ‘Making Fast Strategic Decisions In High-Velocity Environments’, 
Academy of Management Journal, 32(3), pp. 543–576. Available at: 
https://doi.org/10.5465/256434. 

Eisenhardt, K.M. and Bingham, C.B. (2017) ‘Superior Strategy in Entrepreneurial Settings: 
Thinking, Doing, and the Logic of Opportunity’, Strategy Science, 2(4), pp. 246–257. Available 
at: https://doi.org/10.1287/stsc.2017.0045. 

Elegbe, J.A. (2019) Talent Management in the Developing World: Adopting a Global 
Perspective. London: Routledge. Available at: https://doi.org/10.4324/9781315611822. 

Elmghaamez, I.K. et al. (2022) ‘The diffusion of innovation theory and the effects of IFRS 
adoption by multinational corporations on capital market performance: a cross-
countryanalysis’, Thunderbird International Business Review, 64(1), pp. 81–108. Available at: 
https://doi.org/10.1002/tie.22244. 

Elo, S. and Kyngäs, H. (2008) ‘The qualitative content analysis process’, Journal of Advanced 
Nursing, 62(1), pp. 107–115. Available at: https://doi.org/10.1111/j.1365-2648.2007.04569.x. 

Eryong, X., & Li, J. (2021). What is the ultimate education task in China? Exploring “strengthen 
moral education for cultivating people”(“Li De Shu Ren”). Educational Philosophy and Theory, 
53(2), 128-139. 

Esslinger, H. (2011) ‘Sustainable Design: Beyond the Innovation-Driven Business Model’, 
Journal of Product Innovation Management, 28(3), pp. 401–404. Available at: 
https://doi.org/10.1111/j.1540-5885.2011.00811.x. 

Et.al, D.P.B.S. (2021) ‘The Influence Of Women Leaders And Their Leadership Style On 
Employee Engagement Through Talent Management As Mediating Variable’, Turkish Journal 
of Computer and Mathematics Education (TURCOMAT), 12(3), pp. 3377–3388. Available at: 
https://doi.org/10.17762/turcomat.v12i3.1599. 

Etzkowitz, H. (2003) ‘Innovation in Innovation: The Triple Helix of University-Industry-
Government Relations’, Social Science Information, 42(3), pp. 293–337. Available at: 
https://doi.org/10.1177/05390184030423002. 

Fainshmidt, S., Smith, A. and Judge, W.Q. (2016) ‘National Competitiveness and Porter’s 
Diamond Model: The Role of MNE Penetration and Governance Quality’, Global Strategy 
Journal, 6(2), pp. 81–104. Available at: https://doi.org/10.1002/gsj.1116. 

Fairweather, J.S. and Beach, A.L. (2002) ‘Variations in Faculty Work at Research Universities: 
Implications for State and Institutional Policy’, The Review of Higher Education, 26(1), pp. 97–
115. Available at: https://doi.org/10.1353/rhe.2002.0024. 

Fan, S., Kanbur, R. and Zhang, X. (2011) ‘China’s regional disparities: Experience and policy’, 
Review of Development Finance, 1(1), pp. 47–56. Available at: 
https://doi.org/10.1016/j.rdf.2010.10.001. 

Fan, Y. (2002) ‘Questioning guanxi: definition, classification and implications’, International 



289 

Business Review, 11(5), pp. 543–561. Available at: https://doi.org/10.1016/S0969-
5931(02)00036-7. 

Fang, C. (2016) China’s Economic Growth Prospects: From Demographic Dividend To Reform 
Dividend. Edward Elgar Publishing. 

Fang, T. (2019) ‘China: Talent management in transition’, Research Handbook of International 
Talent Management, pp. 396–421. 

Farahani, M.F. and Farahani, F.F. (2014) ‘The Study on Professional Ethics Components among 
Faculty Members in the Engineering’, Procedia - Social and Behavioral Sciences, 116, pp. 2085–
2089. Available at: https://doi.org/10.1016/j.sbspro.2014.01.524. 

Farber, M. (1943) The Foundation of Phenomenology: Edmund Husserl And the Quest for a 
Rigorous Science of Philosophy. Transaction Publishers. 

Farndale, E. et al. (2014) ‘Balancing individual and organizational goals in global talent 
management: A mutual-benefits perspective’, Journal of World Business, 49(2), pp. 204–214. 
Available at: https://doi.org/10.1016/j.jwb.2013.11.004. 

Farndale, E. and Atli, D. (2019) Corporate Social Responsibility and Talent Management in 
Turkey, Corporate Social Responsibility: Concepts, Methodologies, Tools, and Applications. IGI 
Global. Available at: https://doi.org/10.4018/978-1-5225-6192-7.ch063. 

Farndale, E., Scullion, H. and Sparrow, P. (2010) ‘The role of the corporate HR function in global 
talent management’, Journal of World Business, 45(2), pp. 161–168. Available at: 
https://doi.org/10.1016/j.jwb.2009.09.012. 

Farrell, D. and Grant, A.J. (no date) ‘China’s looming talent shortage’. 

Favoreu, C., Carassus, D. and Maurel, C. (2016) ‘Strategic management in the public sector: a 
rational, political or collaborative approach?’, International Review of Administrative Sciences, 
82(3), pp. 435–453. Available at: https://doi.org/10.1177/0020852315578410. 

Feldhusen, J.F. and Hoover, S.M. (1986) ‘A conception of giftedness: Intelligence, self concept 
and motivation’, Roeper Review, 8(3), pp. 140–143. Available at: 
https://doi.org/10.1080/02783198609552957. 

Fernando, Y. and Wulansari, P. (2020) ‘Perceived understanding of supply chain integration, 
communication and teamwork competency in the global manufacturing companies’, 
European Journal of Management and Business Economics, 30(2), pp. 191–210. Available at: 
https://doi.org/10.1108/EJMBE-06-2020-0157. 

Ferreira, J., Coelho, A. and Moutinho, L. (2020) ‘Dynamic capabilities, creativity and innovation 
capability and their impact on competitive advantage and firm performance: The moderating 
role of entrepreneurial orientation’, Technovation, 92–93, p. 102061. Available at: 
https://doi.org/10.1016/j.technovation.2018.11.004. 

Ferreiro-Seoane, F.J., Miguéns-Refojo, V. and Atrio-Lema, Y. (2021) ‘Can Talent Management 



290 

Improve Training, Sustainability and Excellence in the Labor Market?’, Sustainability, 13(12), 
p. 6645. Available at: https://doi.org/10.3390/su13126645. 

Festing, M., Kornau, A. and Schäfer, L. (2015) ‘Think talent – think male? A comparative case 
study analysis of gender inclusion in talent management practices in the German media 
industry’, The International Journal of Human Resource Management, 26(6), pp. 707–732. 
Available at: https://doi.org/10.1080/09585192.2014.934895. 

Festing, M. and Schäfer, L. (2014) ‘Generational challenges to talent management: A 
framework for talent retention based on the psychological-contract perspective’, Journal of 
World Business, 49(2), pp. 262–271. Available at: https://doi.org/10.1016/j.jwb.2013.11.010. 

Festing, M., Schäfer, L. and Scullion, H. (2013) ‘Talent management in medium-sized German 
companies: an explorative study and agenda for future research’, The International Journal of 
Human Resource Management, 24(9), pp. 1872–1893. Available at: 
https://doi.org/10.1080/09585192.2013.777538. 

Fiol, C.M. (1991) ‘Managing Culture as a Competitive Resource: An Identity-Based View of 
Sustainable Competitive Advantage’, Journal of Management, 17(1), pp. 191–211. Available 
at: https://doi.org/10.1177/014920639101700112. 

Fischer, F. (1998) ‘Beyond Empiricism: Policy Inquiry in Post positivist Perspective’, Policy 
Studies Journal, 26(1), pp. 129–146. Available at: https://doi.org/10.1111/j.1541-
0072.1998.tb01929.x. 

Flick, U. (2015) Introducing Research Methodology: A Beginner’s Guide to Doing a Research 
Project. SAGE. 

Florida, R. (1999) ‘The Role of the University: Leveraging Talent, Not Technology’, Issues in 
Science and Technology, 15(4), pp. 67–73. 

Ford, D.G. (2017) ‘Talent Management and Its Relationship to Successful Veteran Transition 
Into the Civilian Workplace: Practical Integration Strategies for the HRD Professional’, 
Advances in Developing Human Resources, 19(1), pp. 36–53. Available at: 
https://doi.org/10.1177/1523422316682736. 

Franceschini, A. et al. (2013) ‘STRING v9.1: protein-protein interaction networks, with 
increased coverage and integration’, Nucleic Acids Research, 41(D1), pp. D808–D815. Available 
at: https://doi.org/10.1093/nar/gks1094. 

Francis, J.J. et al. (2010) ‘What is an adequate sample size? Operationalising data saturation 
for theory-based interview studies’, Psychology & Health, 25(10), pp. 1229–1245. Available at: 
https://doi.org/10.1080/08870440903194015. 

Frederickson, H. G. (2002). Confucius and the moral basis of bureaucracy. Administration & 
Society, 33(6), 610-628. 

Freeman, C. (1995) ‘The “National System of Innovation” in historical perspective’, Cambridge 
Journal of Economics, 19(1), pp. 5–24. Available at: 



291 

https://doi.org/10.1093/oxfordjournals.cje.a035309. 

Fu, X., McKern, B. and Chen, J. (2021) The Oxford Handbook of China Innovation. Oxford 
University Press. 

Fukey, L.N., Sinha, M. and Pius, R. (2019) ‘Applying talent acquisition to the test: Assessing 
Productivity in Facilities Organization’, 9(2249), p. 11. 

Furlong, A. et al. (2017) Young People in the Labour Market: Past, Present, Future. Routledge. 

Fusch, P.I. and Ness, L.R. (2015) ‘Are We There Yet? Data Saturation in Qualitative Research’, 
p. 9. 

Galende, J. (2006) ‘Analysis of technological innovation from business economics and 
management’, Technovation, 26(3), pp. 300–311. Available at: 
https://doi.org/10.1016/j.technovation.2005.04.006. 

Gallardo-Gallardo, E., Thunnissen, M. and Scullion, H. (2020) ‘Talent management: context 
matters’, The International Journal of Human Resource Management, 31(4), pp. 457–473. 
Available at: https://doi.org/10.1080/09585192.2019.1642645. 

Gamble, J. (2000) ‘Localizing management in foreign-invested enterprises in China: practical, 
cultural, and strategic perspectives’, The International Journal of Human Resource 
Management, 11(5), pp. 883–903. Available at: https://doi.org/10.1080/095851900422339. 

Gancia, G. and Zilibotti, F. (2005) ‘Horizontal Innovation in the Theory of Growth and 
Development’, SSRN Electronic Journal [Preprint]. Available at: 
https://doi.org/10.2139/ssrn.859364. 

Gao, K. and Yuan, Y. (2021) ‘The effect of innovation-driven development on pollution 
reduction: Empirical evidence from a quasi-natural experiment in China’, Technological 
Forecasting and Social Change, 172, p. 121047. Available at: 
https://doi.org/10.1016/j.techfore.2021.121047. 

Gao, X. (2017) ‘Promotion prospects and career paths of local party-government leaders in 
China’, Journal of Chinese Governance, 2(2), pp. 223–234. Available at: 
https://doi.org/10.1080/23812346.2017.1311510. 

Gao Xiaoshan. Dialectically Inheriting Outstanding Traditions and Constructing an Advanced 
Socialist Culture [J]. 2015. 

Gappa, J.M., Austin, A.E. and Trice, A.G. (2007) Rethinking faculty work: Higher education’s 
strategic imperative. San Francisco, CA, US: Jossey-Bass (Rethinking faculty work: Higher 
education’s strategic imperative), pp. xxii, 373. 

Garavan, T.N., Carbery, R. and Rock, A. (2012) ‘Mapping talent development: definition, scope 
and architecture’, European Journal of Training and Development. Edited by T. N. Garavan, R. 
Carbery, and A. Rock, 36(1), pp. 5–24. Available at: 
https://doi.org/10.1108/03090591211192601. 



292 

García-Peñalvo, F.J. et al. (eds) (2022) Women in STEM in Higher Education: Good Practices of 
Attraction, Access and Retainment in Higher Education. Springer Nature. Available at: 
https://doi.org/10.1007/978-981-19-1552-9. 

Gardner, H. and Moran, S. (2006) ‘The Science of Multiple Intelligences Theory: A Response 
to Lynn Waterhouse’, Educational Psychologist, 41(4), pp. 227–232. Available at: 
https://doi.org/10.1207/s15326985ep4104_2. 

Gardner, T.M. (2002) ‘In the trenches at the talent wars: competitive interaction for scarce 
human resources’, Human Resource Management, 41(2), pp. 225–237. Available at: 
https://doi.org/10.1002/hrm.10033. 

Garg, D. and Rani, K. (2014) ‘Talent Management: Empirical Research Results’, pp. 289–295. 

Garnaut, R., Song, L. and Fang, C. (eds) (2018) China’s 40 Years of Reform and Development: 
1978–2018. 1st edn. ANU Press. Available at: https://doi.org/10.22459/CYRD.07.2018. 

Garrow, V. and Hirsh, W. (2008) ‘Talent Management: Issues of Focus and Fit’, Public Personnel 
Management, 37(4), pp. 389–402. Available at: 
https://doi.org/10.1177/009102600803700402. 

Gaudet, S. and Robert, D. (2018) A Journey Through Qualitative Research: From Design to 
Reporting. SAGE. 

Geertz, C. (2008) ‘“Thick Description: Toward an Interpretive Theory of Culture”’, in The 
Cultural Geography Reader. Routledge. 

Gelens, J. et al. (2013) ‘The role of perceived organizational justice in shaping the outcomes 
of talent management: A research agenda’, Human Resource Management Review, 23(4), pp. 
341–353. Available at: https://doi.org/10.1016/j.hrmr.2013.05.005. 

Gelens, J. et al. (2014) ‘Talent management and organisational justice: employee reactions to 
high potential identification’, Human Resource Management Journal, 24(2), pp. 159–175. 
Available at: https://doi.org/10.1111/1748-8583.12029. 

Gerard, D. (2005) Social Science. McGraw-Hill Education (UK). 

Gherghina,  Ștefan C. et al. (2020) ‘Small and Medium-Sized Enterprises (SMEs): The Engine of 
Economic Growth through Investments and Innovation’, Sustainability, 12(1), p. 347. Available 
at: https://doi.org/10.3390/su12010347. 

Giezen, M. (2012) ‘Keeping it simple? A case study into the advantages and disadvantages of 
reducing complexity in mega project planning’, International Journal of Project Management, 
30(7), pp. 781–790. Available at: https://doi.org/10.1016/j.ijproman.2012.01.010. 

Gilles *, C. and Wilson, J. (2004) ‘Receiving as well as giving: mentors’ perceptions of their 
professional development in one teacher induction program’, Mentoring & Tutoring: 
Partnership in Learning, 12(1), pp. 87–106. Available at: 
https://doi.org/10.1080/1361126042000183020. 



293 

Gillespie, N.A. et al. (2001) ‘Occupational stress in universities: Staff perceptions of the causes, 
consequences and moderators of stress’, Work & Stress, 15(1), pp. 53–72. Available at: 
https://doi.org/10.1080/02678370117944. 

Gilmartin, M. et al. (2020) ‘Diversity in NHS clinical leadership: Is better talent management 
the route to gender balance?’, BMJ Leader, p. leader. Available at: 
https://doi.org/10.1136/leader-2019-000168. 

Giuri, P. et al. (2019) ‘The strategic orientation of universities in knowledge transfer activities’, 
Technological Forecasting and Social Change, 138, pp. 261–278. Available at: 
https://doi.org/10.1016/j.techfore.2018.09.030. 

Glaister, A.J. et al. (2018) ‘HRM and performance—The role of talent management as a 
transmission mechanism in an emerging market context’, Human Resource Management 
Journal, 28(1), pp. 148–166. Available at: https://doi.org/10.1111/1748-8583.12170. 

Gohar, R.A. (2021) ‘Connecting Talent Management and EmployeesвЂTM Retention: A 
mediating Role of Organizational Justice’, CITY UNIVERSITY RESEARCH JOURNAL, 11(1). 
Available at: http://www.cusitjournals.com/index.php/CURJ/article/view/543 (Accessed: 25 
June 2022). 

Goldkuhl, G. (2012) ‘Pragmatism vs interpretivism in qualitative information systems research’, 
European Journal of Information Systems, 21(2), pp. 135–146. Available at: 
https://doi.org/10.1057/ejis.2011.54. 

Gomm, R. (2000) ‘Case Study Method : Key Issues, Key Texts’, Case Study Method, pp. 1–288. 

González-Masip, J., Martín-de Castro, G. and Hernández, A. (2019) ‘Inter-organisational 
knowledge spillovers: attracting talent in science and technology parks and corporate social 
responsibility practices’, Journal of Knowledge Management, 23(5), pp. 975–997. Available at: 
https://doi.org/10.1108/JKM-06-2018-0367. 

Graebner, M.E., Martin, J.A. and Roundy, P.T. (2012) ‘Qualitative data: Cooking without a 
recipe’, Strategic Organization, 10(3), pp. 276–284. Available at: 
https://doi.org/10.1177/1476127012452821. 

Grant, R.M. (1996) ‘Toward a knowledge-based theory of the firm’, Strategic Management 
Journal, 17(S2), pp. 109–122. Available at: https://doi.org/10.1002/smj.4250171110. 

Griffith, J.A., Baur, J.E. and Buckley, M.R. (2019) ‘Creating comprehensive leadership pipelines: 
Applying the real options approach to organizational leadership development’, Human 
Resource Management Review, 29(3), pp. 305–315. Available at: 
https://doi.org/10.1016/j.hrmr.2018.07.001. 

Griffith, K. (2019) ‘Characterizing the “global war for talent”’, Research Handbook of 
International Talent Management, pp. 422–448. 

Groves, K.S. (2007) ‘Integrating leadership development and succession planning best 
practices’, Journal of Management Development, 26(3), pp. 239–260. Available at: 



294 

https://doi.org/10.1108/02621710710732146. 

Gu, Q., Jiang, W. and Wang, Greg.G. (2016) ‘Effects of external and internal sources on 
innovation performance in Chinese high-tech SMEs: A resource-based perspective’, Journal of 
Engineering and Technology Management, 40, pp. 76–86. Available at: 
https://doi.org/10.1016/j.jengtecman.2016.04.003. 

Guan, J.C., Yam, R.C.M. and Mok, C.K. (2005) ‘Collaboration between industry and research 
institutes/universities on industrial innovation in Beijing, China’, Technology Analysis & 
Strategic Management, 17(3), pp. 339–353. Available at: 
https://doi.org/10.1080/09537320500211466. 

Guest, G., MacQueen, K.M. and Namey, E.E. (2011) Applied Thematic Analysis. SAGE 
Publications. 

Guilford, J.P. (1967) The nature of human intelligence. New York, NY, US: McGraw-Hill (The 
nature of human intelligence). 

Guiying, Z. (2000) ‘Obstacles to Women Becoming Talents, from a Psychological Perspective’, 
Chinese Education & Society, 33(3), pp. 76–83. Available at: 
https://doi.org/10.2753/CED1061-1932330376. 

Gümüş, S. et al. (2013) ‘An Application in Human Resources Management for Meeting 
Differentiation and Innovativeness Requirements of Business: Talent Management’, Procedia 
- Social and Behavioral Sciences, 99, pp. 794–808. Available at: 
https://doi.org/10.1016/j.sbspro.2013.10.551. 

Guo, B. (2017) ‘China’s Administrative Governance Reform in the Era of “New Normal”’, 
Journal of Chinese Political Science, 22(3), pp. 357–373. Available at: 
https://doi.org/10.1007/s11366-017-9483-x. 

Guo, L., Huang, J. and Zhang, Y. (2019) ‘Education Development in China: Education Return, 
Quality, and Equity’, Sustainability, 11(13), p. 3750. Available at: 
https://doi.org/10.3390/su11133750. 

Gupta, R., Banerjee, P. and Gaur, J. (2012) ‘Exploring the role of the spouse in expatriate failure: 
a grounded theory-based investigation of expatriate’ spouse adjustment issues from India’, 
The International Journal of Human Resource Management, 23(17), pp. 3559–3577. Available 
at: https://doi.org/10.1080/09585192.2011.645052. 

Gürlek, M. and Tuna, M. (2018) ‘Reinforcing competitive advantage through green 
organizational culture and green innovation’, The Service Industries Journal, 38(7–8), pp. 467–
491. Available at: https://doi.org/10.1080/02642069.2017.1402889. 

Hackett, E.J. (2020) ‘Collaboration and Sustainability: Making Science Useful, Making Useful 
Science’, Sustainability, 12(22), p. 9361. Available at: https://doi.org/10.3390/su12229361. 

Hafez, E., AbouelNeel, R. and Elsaid, E. (2017) ‘An Exploratory Study on How Talent 
Management Affects Employee Retention and Job Satisfaction for Personnel Administration 



295 

in Ain Shams University Egypt’, Journal of Management and Strategy, 8(4), pp. 1–17. Available 
at: https://doi.org/10.5430/jms.v8n4p. 

Haines, S. (2016) Talent management in nursing: an exploratory case study of a large acute 
NHS trust. University of Nottingham. Available at: http://eprints.nottingham.ac.uk/37301/ 
(Accessed: 17 November 2021). 

Hakim, C. (1987) Research design: strategies and choices in the design of social research. 
London, UK: Allen and Unwin. Available at: http://www.allenandunwin.com/ (Accessed: 23 
November 2021). 

Hall, D.L. and Ames, R.T. (1987) Thinking Through Confucius. State University of New York Press. 

Hall, R. (1993) ‘A framework linking intangible resources and capabiliites to sustainable 
competitive advantage’, Strategic Management Journal, 14(8), pp. 607–618. Available at: 
https://doi.org/10.1002/smj.4250140804. 

Hall, R.H. et al. (1993) ‘Ownership patterns and centralization: A China and U.S. comparison’, 
Sociological Forum, 8(4), pp. 595–608. Available at: https://doi.org/10.1007/BF01115213. 

Hamadamin, H.H. and Atan, T. (2019) ‘The Impact of Strategic Human Resource Management 
Practices on Competitive Advantage Sustainability: The Mediation of Human Capital 
Development and Employee Commitment’, Sustainability, 11(20), p. 5782. Available at: 
https://doi.org/10.3390/su11205782. 

Hamel, G. and Prahalad, C.K. (1994) ‘Competing for the future.’, Harvard Business Review, 
72(4). Available at: https://elibrary.ru/item.asp?id=2167864 (Accessed: 18 October 2022). 

Hammersley, M. and Atkinson, P. (2019) Ethnography: Principles in Practice. 4th edn. London: 
Routledge. Available at: https://doi.org/10.4324/9781315146027. 

Han, J. et al. (2020) ‘Job demands and resources as antecedents of university teachers’ 
exhaustion, engagement and job satisfaction’, Educational Psychology, 40(3), pp. 318–335. 
Available at: https://doi.org/10.1080/01443410.2019.1674249. 

Hancock, D.R., Algozzine, B. and Lim, J.H. (2021) Doing Case Study Research: A Practical Guide 
for Beginning Researchers. Teachers College Press. 

Hanif, R. et al. (2013) ‘Strategic Talent Management as Source of Competitive Advantage - 
Talent Competitiveness Framework’. Rochester, NY. Available at: 
https://doi.org/10.2139/ssrn.2240400. 

Hanson, N.R. (1958) ‘The Logic of Discovery’, The Journal of Philosophy, 55(25), pp. 1073–1089. 
Available at: https://doi.org/10.2307/2022541. 

Harman, G. (2018) Object-Oriented Ontology: A New Theory of Everything. Penguin UK. 

Harris, Z.S. (1970) ‘Discourse Analysis: A Sample Text’, in Z.S. Harris (ed.) Papers in Structural 
and Transformational Linguistics. Dordrecht: Springer Netherlands (Formal Linguistics Series), 
pp. 349–372. Available at: https://doi.org/10.1007/978-94-017-6059-1_20. 



296 

Harrison, H. et al. (2017) ‘Case Study Research: Foundations and Methodological Orientations’, 
Forum Qualitative Sozialforschung / Forum: Qualitative Social Research, 18(1). Available at: 
https://doi.org/10.17169/fqs-18.1.2655. 

Harsch, K. and Festing, M. (2020) ‘Dynamic talent management capabilities and organizational 
agility—A qualitative exploration’, Human Resource Management, 59(1), pp. 43–61. Available 
at: https://doi.org/10.1002/hrm.21972. 

Hartmann, E., Feisel, E. and Schober, H. (2010) ‘Talent management of western MNCs in China: 
Balancing global integration and local responsiveness’, Journal of World Business, 45(2), pp. 
169–178. Available at: https://doi.org/10.1016/j.jwb.2009.09.013. 

Haseeb, M. et al. (2019) ‘Role of Social and Technological Challenges in Achieving a Sustainable 
Competitive Advantage and Sustainable Business Performance’, Sustainability, 11(14), p. 3811. 
Available at: https://doi.org/10.3390/su11143811. 

Haslberger, A. and Vaiman, V. (2013) ‘Self-Initiated Expatriates: A Neglected Source of the 
Global Talent Flow’, in V. Vaiman and A. Haslberger (eds) Talent Management of Self-Initiated 
Expatriates: A Neglected Source of Global Talent. London: Palgrave Macmillan UK, pp. 1–15. 
Available at: https://doi.org/10.1057/9780230392809_1. 

Hassan, Y. et al. (2022) ‘Understanding talent management for sports organizations - Evidence 
from an emerging country’, The International Journal of Human Resource Management, 
33(11), pp. 2192–2225. Available at: https://doi.org/10.1080/09585192.2021.1971736. 

Hayek, F.A. v. (1942) ‘Scientism and the Study of Society. Part I’, Economica, 9(35), pp. 267–
291. Available at: https://doi.org/10.2307/2549540. 

He, T. (2022) ‘A Study of The Neo-confucian Mencius View in Chinese Philosophy’, 
International Journal of Education and Humanities, 3(2), pp. 127–130. Available at: 
https://doi.org/10.54097/ijeh.v3i2.890. 

He, Z. (2000) ‘Corruption and anti-corruption in reform China’, Communist and Post-
Communist Studies, 33(2), pp. 243–270. Available at: https://doi.org/10.1016/S0967-
067X(00)00006-4. 

Healy, M. and Perry, C. (2000) ‘Comprehensive criteria to judge validity and reliability of 
qualitative research within the realism paradigm’, Qualitative Market Research: An 
International Journal, 3(3), pp. 118–126. Available at: 
https://doi.org/10.1108/13522750010333861. 

Heath, H. and Cowley, S. (2004) ‘Developing a grounded theory approach: a comparison of 
Glaser and Strauss’, International Journal of Nursing Studies, 41(2), pp. 141–150. Available at: 
https://doi.org/10.1016/S0020-7489(03)00113-5. 

Heilmann, S. (2008) ‘Policy Experimentation in China’s Economic Rise’, Studies in Comparative 
International Development, 43(1), pp. 1–26. Available at: https://doi.org/10.1007/s12116-
007-9014-4. 



297 

Hempel, P.S., Zhang, Z.-X. and Han, Y. (2012) ‘Team Empowerment and the Organizational 
Context: Decentralization and the Contrasting Effects of Formalization’, Journal of 
Management, 38(2), pp. 475–501. Available at: https://doi.org/10.1177/0149206309342891. 

Hennink, M. and Kaiser, B.N. (2022) ‘Sample sizes for saturation in qualitative research: A 
systematic review of empirical tests’, Social Science & Medicine, 292, p. 114523. Available at: 
https://doi.org/10.1016/j.socscimed.2021.114523. 

Herrera, J. and De Las Heras-Rosas, C. (2021) ‘The Organizational Commitment in the 
Company and Its Relationship With the Psychological Contract’, Frontiers in Psychology, 11. 
Available at: https://www.frontiersin.org/article/10.3389/fpsyg.2020.609211 (Accessed: 26 
June 2022). 

Higgins, L. t. and Zheng, M. (2002) ‘An Introduction to Chinese Psychology—Its Historical Roots 
Until the Present Day’, The Journal of Psychology, 136(2), pp. 225–239. Available at: 
https://doi.org/10.1080/00223980209604152. 

Hill, J. S. (2006). Confucianism and the art of Chinese management. Journal of Asia Business 
Studies, 1(1), 1-9. 

Hillel Lavian, R. (2015) ‘Masters of weaving: the complex role of special education teachers’, 
Teachers and Teaching, 21(1), pp. 103–126. Available at: 
https://doi.org/10.1080/13540602.2014.928123. 

Hills, A. (2009) ‘Succession planning – or smart talent management?’, Industrial and 
Commercial Training, 41(1), pp. 3–8. Available at: 
https://doi.org/10.1108/00197850910927697. 

Hitt, M.A., Ireland, R.D. and Hoskisson, R.E. (2019) Strategic Management: Concepts and 
Cases: Competitiveness and Globalization. Cengage Learning. 

Hoff, T. and Scott, S. (2016) ‘The gendered realities and talent management imperatives of 
women physicians’, Health Care Management Review, 41(3), pp. 189–199. 

Hoffman, R.C. and Preble, J.F. (2003) ‘Convert to Compete: Competitive Advantage through 
Conversion Franchising’, Journal of Small Business Management, 41(2), pp. 187–204. Available 
at: https://doi.org/10.1111/1540-627X.00075. 

Hojjati, A. et al. (2018) ‘Providing A Talent Management Model for Shahed University Staff’, 
Iranian journal of educational sociology, 1(10), pp. 25–38. 

Holden, M.T. and Lynch, P. (2004) ‘Choosing the Appropriate Methodology: Understanding 
Research Philosophy’, The Marketing Review, 4(4), pp. 397–409. Available at: 
https://doi.org/10.1362/1469347042772428. 

Holland, D. and Scullion, H. (2021) ‘Towards a talent retention model: mapping the building 
blocks of the psychological contract to the three stages of the acquisition process’, The 
International Journal of Human Resource Management, 32(13), pp. 2683–2728. Available at: 
https://doi.org/10.1080/09585192.2019.1569546. 



298 

Hollihan, T.A. and Baaske, K.T. (2015) Arguments and Arguing: The Products and Process of 
Human Decision Making, Third Edition. Waveland Press. 

Holton, J.A. and Walsh, I. (2016) Classic Grounded Theory: Applications With Qualitative and 
Quantitative Data. SAGE Publications. 

Hong, L. Y., & Froese, F. J. (2023). Recruitment in China. In Elgar Companion to Managing 
People Across the Asia-Pacific (pp. 147-167). Edward Elgar Publishing. 

Hongal, P. and Kinange, U. (2020) ‘A Study on Talent Management and its Impact on 
Organization Performance - An Empirical Review’. Rochester, NY. Available at: 
https://papers.ssrn.com/abstract=3559991 (Accessed: 25 June 2022). 

Horváthová, P. (no date) ‘The Application of Talent Management at Human Resource 
Management in Organization’, p. 5. 

Howard, P. (2020) Breaking The Iron Rice Bowl: Prospects for Socialism in China’s Countryside. 
New York: Routledge. Available at: https://doi.org/10.4324/9781315493497. 

Howe-Walsh, L. and Schyns, B. (2010) ‘Self-initiated expatriation: implications for HRM’, The 
International Journal of Human Resource Management, 21(2), pp. 260–273. Available at: 
https://doi.org/10.1080/09585190903509571. 

Hu, A. et al. (2021) ‘2050 China: Strategic Goals and Two Stages’, in A. Hu et al. (eds) 2050 
China: Becoming a Great Modern Socialist Country. Singapore: Springer (Understanding Xi 
Jinping’s Governance), pp. 45–60. Available at: https://doi.org/10.1007/978-981-15-9833-
3_4. 

Hu, B. et al. (2020) ‘Understanding regional talent attraction and its influencing factors in 
China: From the perspective of spatiotemporal pattern evolution’, PLOS ONE, 15(6), p. 
e0234856. Available at: https://doi.org/10.1371/journal.pone.0234856. 

Hu, Y. (2013) ‘The Double Meaning of “the Sick Man of East Asia” and China’s Politics’, in Y. Hu 
(ed.) Rural Health Care Delivery: Modern China from the Perspective of Disease Politics. Berlin, 
Heidelberg: Springer, pp. 3–9. Available at: https://doi.org/10.1007/978-3-642-39982-4_1. 

Huang, B., & Siththada, T. (2022, August). People-Oriented Teaching Management in Colleges 

and Universities. In รายงานการประชมุ Graduate School Conference (Vol. 4, No. 1, p. 756). 

Huang, K.-P. et al. (2022) ‘ENTREPRENEURIAL SOCIAL ADAPTABILITY AND INNOVATION 
CAPABILITY IN CHINA’, Social Science Asia, 8(1), pp. 60–74. 

Huang, W. et al. (2021) ‘The Tenure-Track System and Academic Research Productivity: 
Evidence from Reforms in Chinese Universities’. Rochester, NY. Available at: 
https://doi.org/10.2139/ssrn.3672830. 

Huang Xuemei, & Wang Zhanjun. (2020). Factors Influencing the Academic Professional 
Socialization of Teachers in "Double First-Class" Universities in China. China Higher Education 
Research. 



299 

Huang, X. (2008). Guanxi networks and job searches in China's emerging labour market: a 
qualitative investigation. Work, employment and society, 22(3), 467-484. 

Huang, Y., & Li, Q. Y. (2011, August). On people-oriented incentive mechanism in application 
of university management. In 2011 2nd International Conference on Artificial Intelligence, 
Management Science and Electronic Commerce (AIMSEC) (pp. 2215-2218). IEEE. 

Huang Yating, Wang Ya, & Qian Hanxin. (2022). How to "Improve Quality and Increase 
Efficiency" of Research Output for Young Talents Introduced in Universities? An Empirical 
Analysis Based on Mixed Research Methods. Macro Quality Research. 

Huggins, R., Johnston, A. and Thompson, P. (2012) ‘Network Capital, Social Capital and 
Knowledge Flow: How the Nature of Inter-organizational Networks Impacts on Innovation’, 
Industry and Innovation, 19(3), pp. 203–232. Available at: 
https://doi.org/10.1080/13662716.2012.669615. 

Hunt, S.J. (2017) Religion in Western Society. Bloomsbury Publishing. 

Huntington, S.P. (1996) ‘The West Unique, Not Universal’, Foreign Affairs, 75(6), pp. 28–46. 
Available at: https://doi.org/10.2307/20047828. 

Huntington, S., & Zhou, Q. (2010). The Clash of Civilizations and the Reconstruction of the 
World Order. Beijing: Xinhua Publishing House, 1, 4. 

Huntington, S.P. (2000) ‘The Clash of Civilizations?’, in L. Crothers and C. Lockhart (eds) Culture 
and Politics: A Reader. New York: Palgrave Macmillan US, pp. 99–118. Available at: 
https://doi.org/10.1007/978-1-349-62965-7_6. 

Huselid, M.A., Becker, B.E. and Beatty, R.W. (2005) The Workforce Scorecard: Managing 
Human Capital to Execute Strategy. Harvard Business Press. 

Hwang, D. B., Golemon, P. L., Chen, Y., Wang, T. S., & Hung, W. S. (2009). Guanxi and business 
ethics in Confucian society today: An empirical case study in Taiwan. Journal of Business Ethics, 
89, 235-250. 

Hwang, K. K. (1999). Filial piety and loyalty: Two types of social identification in Confucianism. 
Asian Journal of Social Psychology, 2(1), 163-183. 

Hwang, W.-S., Choi, H. and Shin, J. (2020) ‘A mediating role of innovation capability between 
entrepreneurial competencies and competitive advantage’, Technology Analysis & Strategic 
Management, 32(1), pp. 1–14. Available at: 
https://doi.org/10.1080/09537325.2019.1632430. 

Hydle, K.M. (2015) ‘Temporal and Spatial Dimensions of Strategizing’, Organization Studies, 
36(5), pp. 643–663. Available at: https://doi.org/10.1177/0170840615571957. 

Ibrahim, D.A.U. (no date) ‘TALENT MANAGEMENT AND ITS EFFECTS ON THE COMPETITIVE 
ADVANTAGE IN ORGANIZATIONS’, p. 7. 

Ibrahim, R. and AlOmari, G. (2020) ‘The effect of talent management on innovation: Evidence 



300 

from Jordanian Banks’, Management Science Letters, 10(6), pp. 1295–1306. 

Iles, P., Chuai, X. and Preece, D. (2010) ‘Talent Management and HRM in Multinational 
companies in Beijing: Definitions, differences and drivers’, Journal of World Business, 45(2), 
pp. 179–189. Available at: https://doi.org/10.1016/j.jwb.2009.09.014. 

Iles, P., Preece, D. and Chuai, X. (2010) ‘Talent management as a management fashion in HRD: 
towards a research agenda’, Human Resource Development International, 13(2), pp. 125–145. 
Available at: https://doi.org/10.1080/13678861003703666. 

Ingham, J. (2006) ‘Closing the talent management gap: Harnessing your employees’ talent to 
deliver optimum business performance’, Strategic HR Review, 5(3), pp. 20–23. Available at: 
https://doi.org/10.1108/14754390680000877. 

Inglehart, R. (2017) ‘2. The Changing Structure of Political Cleavages in Western Society’, in 2. 
The Changing Structure of Political Cleavages in Western Society. Princeton University Press, 
pp. 25–69. Available at: https://doi.org/10.1515/9781400885879-005. 

Ingram, T. (2016) ‘Relationships between Talent Management and Organizational 
Performance: The Role of Climate for Creativity’, Entrepreneurial Business and Economics 
Review, 4(3), pp. 195–205. 

Ingram, T. and Glod, W. (2016) ‘Talent Management in Healthcare Organizations - Qualitative 
Research Results’, Procedia Economics and Finance, 39, pp. 339–346. Available at: 
https://doi.org/10.1016/S2212-5671(16)30333-1. 

Inkson, K. et al. (2004) ‘From Brain Drain to Talent Flow: Views of Kiwi Expatriates’, University 
of Auckland Business Review, 6. 

Ip, P. K. (2009). Is Confucianism good for business ethics in China?. Journal of Business Ethics, 
88, 463-476. 

Iscandarov, R.R. (2018) ‘Talent management as a method of development of the human 
capital of the company’, Revista San Gregorio, (Extra 25), pp. 107–113. 

Jacob, O.N. and Atobauka, I.S. (2021) ‘Effects of Brain-Drain on Higher Institutions’ 
Administration in Nigeria’, Pindus Journal of Culture, Literature, and ELT, 8, pp. 33–41. 

Jain, N. and Maitri (2018) ‘Big DataBig Dataand Predictive AnalyticsPredictive Analytics: A 
Facilitator for Talent ManagementTalent Management’, in U.M. Munshi and N. Verma (eds) 
Data Science Landscape: Towards Research Standards and Protocols. Singapore: Springer 
(Studies in Big Data), pp. 199–204. Available at: https://doi.org/10.1007/978-981-10-7515-
5_14. 

Jami, C. (2012) The Emperor’s New Mathematics: Western Learning and Imperial Authority 
During the Kangxi Reign (1662-1722). Oxford University Press. 

Järvi, K. and Khoreva, V. (2020) ‘The role of talent management in strategic renewal’, Employee 
Relations: The International Journal, 42(1), pp. 75–89. Available at: 



301 

https://doi.org/10.1108/ER-02-2018-0064. 

Jarvin, L. and Subotnik, R.F. (2015) ‘Understanding Elite Talent in Academic Domains: A 
Developmental Trajectory From Basic Abilities to Scholarly Productivity/Artistry’, in The 
Handbook of Secondary Gifted Education. 2nd edn. Routledge. 

Jayaraman, S., Talib, P. and Khan, A.F. (2018) ‘Integrated Talent Management Scale: 
Construction and Initial Validation’, SAGE Open, 8(3), p. 2158244018780965. Available at: 
https://doi.org/10.1177/2158244018780965. 

Jayatilleke, K.N. (1967) ‘The Logic of Four Alternatives’, Philosophy East and West, 17(1/4), pp. 
69–83. Available at: https://doi.org/10.2307/1397046. 

Jean Lee, S.K. (1992) ‘Quantitative versus qualitative research methods — Two approaches to 
organisation studies’, Asia Pacific Journal of Management, 9(1), pp. 87–94. Available at: 
https://doi.org/10.1007/BF01732039. 

Jijiao, Z. (2016). THE" UMBRELLA SOCIETY": A NEW CONCEPT FOR OBSERVING SOCIAL-
ECONOMIC STRUCTURAL TRANSITION IN CHINA. International Journal of Business 
Anthropology, 6(2). 

Jin, G., Liu, Q., & Lam, L. W. (2005). From 'republicanism' to 'democracy': China's selective 
adoption and reconstruction of modern Western political concepts (1840-1924). History of 
Political Thought, 26(3), 468-501. 

Jindal, P. and Shaikh, M. (2020) ‘TALENT MANAGEMENT EFFICIENCY IN SUCCESSION 
PLANNING: A PROPOSED MODEL FOR PHARMACEUTICAL COMPANIES’, INTERNATIONAL 
JOURNAL OF MANAGEMENT, 11, pp. 203–213. Available at: 
https://doi.org/10.34218/IJM.11.12.2020.020. 

Jing, S., & Doorn, N. (2020). Engineers’ moral responsibility: A confucian perspective. Science 
and engineering ethics, 26(1), 233-253. 

Jinping, X. (no date) ‘Secure a Decisive Victory in Building a Moderately Prosperous’, p. 66. 

Johennesse, L.-A.C. and Chou, T.-K. (2017) ‘Employee Perceptions of Talent Management 
Effectiveness on Retention’, 9(3), p. 13. 

John, B. (2000) Ethnography. McGraw-Hill Education (UK). 

Johnsen, Å. (2015) ‘Strategic Management Thinking and Practice in the Public Sector: A 
Strategic Planning for All Seasons?’, Financial Accountability & Management, 31(3), pp. 243–
268. Available at: https://doi.org/10.1111/faam.12056. 

Johnson, P. and Duberley, J. (2000) Understanding Management Research: An Introduction to 
Epistemology. SAGE. 

Johnson-Hall, T.D. and Hall, D.C. (2022) ‘Redefining Quality in Food Supply Chains via the 
Natural Resource Based View and Convention Theory’, Sustainability, 14(15), p. 9456. 
Available at: https://doi.org/10.3390/su14159456. 



302 

Jones, J.T. et al. (2012) ‘Talent management in practice in Australia: individualistic or strategic? 
An exploratory study’, Asia Pacific Journal of Human Resources, 50(4), pp. 399–420. Available 
at: https://doi.org/10.1111/j.1744-7941.2012.00036.x. 

Jöns, H., Meusburger, P. and Heffernan, M. (eds) (2017) Mobilities of Knowledge. Cham: 
Springer International Publishing (Knowledge and Space). Available at: 
https://doi.org/10.1007/978-3-319-44654-7. 

Jooss, S., Lenz, J. and Burbach, R. (2022) ‘Beyond competing for talent: an integrative 
framework for coopetition in talent management in SMEs’, International Journal of 
Contemporary Hospitality Management, ahead-of-print(ahead-of-print). Available at: 
https://doi.org/10.1108/IJCHM-04-2022-0419. 

Jose, S. (2019) ‘INNOVATION IN RECRUITMENT AND TALENT ACQUISITION: A STUDY ON 
TECHNOLOGIES AND STRATEGIES ADOPTED FOR TALENT MANAGEMENT IN IT SECTOR’, 
INTERNATIONAL JOURNAL OF MARKETING & HUMAN RESOURCE MANAGEMENT, 10(3). 
Available at: https://doi.org/10.34218/IJMHRM.10.3.2019.001. 

Joseph, N., Totawar, A.K. and Sam, O. (2022) ‘Fostering resilience through the culture of 
excellence (CoE) practices: explorative insights from a talent management SME’, Measuring 
Business Excellence, ahead-of-print(ahead-of-print). Available at: 
https://doi.org/10.1108/MBE-06-2021-0082. 

Joyce, B.R., Weil, M. and Wald, R. (1973) ‘The teacher-innovator: Models of teaching as the 
core of teacher education’, Interchange, 4(2), pp. 47–60. Available at: 
https://doi.org/10.1007/BF02138458. 

Ju, W., Zhou, X. and Wang, S. (2019) ‘The impact of scholars’ guanxi networks on 
entrepreneurial performance—The mediating effect of resource acquisition’, Physica A: 
Statistical Mechanics and its Applications, 521, pp. 9–17. Available at: 
https://doi.org/10.1016/j.physa.2019.01.066. 

Jyoti, J. (2014) ‘Exploring talent management practices: antecedents and consequences’, 
International Journal of Management Concepts and Philosophy, 8, pp. 220–248. Available at: 
https://doi.org/10.1504/IJMCP.2014.066903. 

K. Vora, M. (2013) ‘Business excellence through sustainable change management’, The TQM 
Journal. Edited by D. Alexander Douglas, 25(6), pp. 625–640. Available at: 
https://doi.org/10.1108/TQM-07-2013-0080. 

Kaewnaknaew, C. et al. (2022) ‘Modelling of Talent Management on Construction Companies’ 
Performance: A Model of Business Analytics in Bangkok’. Rochester, NY. Available at: 
https://papers.ssrn.com/abstract=4018709 (Accessed: 26 June 2022). 

Kahn, C. and Huberman, G. (1988) ‘Two-Sided Uncertainty and “Up-or-Out” Contracts’, Journal 
of Labor Economics, 6(4), pp. 423–444. Available at: https://doi.org/10.1086/298190. 

Kallio, K.-M. et al. (2016) ‘Ethos at stake: Performance management and academic work in 
universities’, Human Relations, 69(3), pp. 685–709. Available at: 



303 

https://doi.org/10.1177/0018726715596802. 

Kallio, K.-M. and Kallio, T.J. (2014) ‘Management-by-results and performance measurement in 
universities – implications for work motivation’, Studies in Higher Education, 39(4), pp. 574–
589. Available at: https://doi.org/10.1080/03075079.2012.709497. 

Kamel (no date) Role of faculty development programs in improving teaching and learning. 
Available at: https://www.saudijos.org/article.asp?issn=1658-
6816;year=2016;volume=3;issue=2;spage=61;epage=68;aulast=Kamel (Accessed: 28 
December 2022). 

Kamel, N. (2019) ‘Implementing Talent Management and Its Effect on Employee Engagement 
and Organizational Performance’, in. Abu Dhabi International Petroleum Exhibition & 
Conference, OnePetro. Available at: https://doi.org/10.2118/197665-MS. 

van der Kamp, D., Lorentzen, P. and Mattingly, D. (2017) ‘Racing to the Bottom or to the Top? 
Decentralization, Revenue Pressures, and Governance Reform in China’, World Development, 
95, pp. 164–176. Available at: https://doi.org/10.1016/j.worlddev.2017.02.021. 

Karaboga, T. et al. (2020) ‘Sustainable Digital Talent Ecosystem in the New Era: Impacts on 
Businesses, Governments and Universities’, Istanbul Business Research, 49(2), pp. 360–379. 
Available at: https://doi.org/10.26650/ibr.2020.49.0009. 

Karia, N. (2018) ‘Knowledge resources, technology resources and competitive advantage of 
logistics service providers’, Knowledge Management Research & Practice, 16(4), pp. 451–463. 
Available at: https://doi.org/10.1080/14778238.2018.1521541. 

Kastrup, B. (2019) The Idea of the World: A Multi-Disciplinary Argument for the Mental Nature 
of Reality. John Hunt Publishing. 

Katz, E. and Stark, O. (1987) ‘International Migration Under Asymmetric Information’, The 
Economic Journal, 97(387), pp. 718–726. Available at: https://doi.org/10.2307/2232932. 

Kearns, G.S. and Lederer, A.L. (2000) ‘The effect of strategic alignment on the use of IS-based 
resources for competitive advantage’, The Journal of Strategic Information Systems, 9(4), pp. 
265–293. Available at: https://doi.org/10.1016/S0963-8687(00)00049-4. 

Keenan, F.J.F. (2015) University Ethics: How Colleges Can Build and Benefit from a Culture of 
Ethics. Rowman & Littlefield. 

Kelchtermans, G. (1993) ‘Teachers and their Career Story: A Biographical Perspective on 
Professional Development’, in Research on Teacher Thinking (RLE Edu N). Routledge. 

Kelle, U. (2007) ‘“Emergence” vs. “Forcing” of Empirical Data? A Crucial Problem of “Grounded 
Theory” Reconsidered’, Historical Social Research / Historische Sozialforschung. Supplement, 
(19), pp. 133–156. 

Kennedy, D. (1997) Academic Duty. Harvard University Press. 

Kenneth Keng, C.W. (2006) ‘China’s Unbalanced Economic Growth’, Journal of Contemporary 



304 

China, 15(46), pp. 183–214. Available at: https://doi.org/10.1080/10670560500394342. 

Kerr, B. (2009) Encyclopedia of Giftedness, Creativity, and Talent. SAGE. 

Kerr, S.P. et al. (2016) ‘Global Talent Flows’, Journal of Economic Perspectives, 30(4), pp. 83–
106. Available at: https://doi.org/10.1257/jep.30.4.83. 

Kerr, W.R. (2020) ‘The Gift of Global Talent: Innovation Policy and the Economy’, Innovation 
Policy and the Economy, 20, pp. 1–37. Available at: https://doi.org/10.1086/705637. 

Kesler, G.C. (no date) ‘Managing Partner, Competitive Human Resources Strategies, LLC’. 

Khan, S.Z., Yang, Q. and Waheed, A. (2019) ‘Investment in intangible resources and capabilities 
spurs sustainable competitive advantage and firm performance’, Corporate Social 
Responsibility and Environmental Management, 26(2), pp. 285–295. Available at: 
https://doi.org/10.1002/csr.1678. 

Khan, Z.A. (2019) ‘Talent Management Practices, Psychological Empowerment and Innovative 
Work Behavior: Moderating Role of Knowledge Sharing’, CITY UNIVERSITY RESEARCH 
JOURNAL, 9(3). Available at: http://cusitjournals.com/index.php/CURJ/article/view/263 
(Accessed: 26 October 2022). 

Khanifar, H., Ebrahimi, S. and Gholami, B. (2020) ‘Designing a model for developing and 
maintaining talent in the organization: Qualitative research in education’, Journal of School 
Administration, 8(4), pp. 296–268. Available at: https://doi.org/10.34785/J010.2021.322. 

Khanna, P. (2011) How to Run the World: Charting a Course to the Next Renaissance. Random 
House Publishing Group. 

Khoreva, V., Vaiman, V. and Van Zalk, M. (2017) ‘Talent management practice effectiveness: 
investigating employee perspective’, Employee Relations, 39(1), pp. 19–33. Available at: 
https://doi.org/10.1108/ER-01-2016-0005. 

Khoury, R.M. (1977) ‘The geographic mobility of academic talent: Some evidence from 
sociology’, Research in Higher Education, 7(2), pp. 155–165. Available at: 
https://doi.org/10.1007/BF00981753. 

Kianto, A., Sáenz, J. and Aramburu, N. (2017) ‘Knowledge-based human resource management 
practices, intellectual capital and innovation’, Journal of Business Research, 81, pp. 11–20. 
Available at: https://doi.org/10.1016/j.jbusres.2017.07.018. 

Kim, C.H. and Scullion, H. (2011) ‘Exploring the links between corporate social responsibility 
and global talent management: a comparative study of the UK and Korea’, European Journal 
of International Management, 5(5), pp. 501–523. Available at: 
https://doi.org/10.1504/EJIM.2011.042176. 

Kim, K. H. (2009). Cultural influence on creativity: The relationship between Asian culture 
(Confucianism) and creativity among Korean educators. The Journal of Creative Behavior, 
43(2), 73-93. 



305 

Kim, S. and McLean, G.N. (2012) ‘Global Talent Management: Necessity, Challenges, and the 
Roles of HRD’, Advances in Developing Human Resources, 14(4), pp. 566–585. Available at: 
https://doi.org/10.1177/1523422312455610. 

Kim, Y.K. and Lundberg, C.A. (2016) ‘A Structural Model of the Relationship Between Student–
Faculty Interaction and Cognitive Skills Development Among College Students’, Research in 
Higher Education, 57(3), pp. 288–309. Available at: https://doi.org/10.1007/s11162-015-
9387-6. 

Kimani, S.M. and Waithaka, S.M. (no date) ‘Factors Affecting Implimentation of Talent 
Management in State Corporations: A Case Study of Kenya Broadcasting Corporation’. 

King, K.A. (2015) ‘Global talent management: Introducing a strategic framework and multiple-
actors model’, Journal of Global Mobility, 3(3), pp. 273–288. Available at: 
https://doi.org/10.1108/JGM-02-2015-0002. 

King, K.A. (2017) ‘The talent climate: Creating an organisational context supportive of 
sustainable talent development through implementation of a strong talent system’, Journal of 
Organizational Effectiveness: People and Performance, 4(4), pp. 298–314. Available at: 
https://doi.org/10.1108/JOEPP-03-2017-0023. 

King, K.A. and Vaiman, V. (2019) ‘Enabling Effective Talent Management through a Macro-
Contingent Approach: A Framework for Research and Practice’, BRQ Business Research 
Quarterly, 22(3), pp. 194–206. Available at: https://doi.org/10.1016/j.brq.2019.04.005. 

Kirk, S. (2019) ‘Identity, glass borders and globally mobile female talent’, Journal of Global 
Mobility: The Home of Expatriate Management Research, 7(3), pp. 285–299. Available at: 
https://doi.org/10.1108/JGM-02-2019-0010. 

Kivistö, J., Pekkola, E. and Lyytinen, A. (2017) ‘The influence of performance-based 
management on teaching and research performance of Finnish senior academics’, Tertiary 
Education and Management, 23(3), pp. 260–275. Available at: 
https://doi.org/10.1080/13583883.2017.1328529. 

Knight, J. and Song, L. (2005) Towards a Labour Market in China. OUP Oxford. 

Knox, C. and Qun, Z. (2007) ‘Building public service-oriented government in China’, 
International Journal of Public Sector Management, 20(5), pp. 449–464. Available at: 
https://doi.org/10.1108/09513550710772549. 

Kolsaker, A. (2014) ‘Relocating professionalism in an English university’, Journal of Higher 
Education Policy and Management, 36(2), pp. 129–142. Available at: 
https://doi.org/10.1080/1360080X.2013.861053. 

Kontoghiorghes, C. (2016) ‘Linking high performance organizational culture and talent 
management: satisfaction/motivation and organizational commitment as mediators’, The 
International Journal of Human Resource Management, 27(16), pp. 1833–1853. Available at: 
https://doi.org/10.1080/09585192.2015.1075572. 



306 

Kosasih, K. (no date) Analysis of the Effect of Human Resource Development and Career 
Development on Talent Management Formation (Survey At PT Bank Danamon, Tbk In Bandung 
Area) | Kontigensi : Jurnal Ilmiah Manajemen. Available at: https://jurnal.dim-
unpas.web.id/index.php/JIMK/article/view/173 (Accessed: 26 June 2022). 

Krauss, S. (2015) ‘Research Paradigms and Meaning Making: A Primer’, The Qualitative Report 
[Preprint]. Available at: https://doi.org/10.46743/2160-3715/2005.1831. 

Kravariti, F., Voutsina, K., et al. (2021) ‘Talent management in hospitality and tourism: a 
systematic literature review and research agenda’, International Journal of Contemporary 
Hospitality Management, 34(1), pp. 321–360. Available at: https://doi.org/10.1108/IJCHM-
03-2021-0365. 

Kravariti, F., Oruh, E.S., et al. (2021) ‘Weathering the storm: talent management in 
internationally oriented Greek small and medium-sized enterprises’, Journal of Organizational 
Effectiveness: People and Performance, 8(4), pp. 444–463. Available at: 
https://doi.org/10.1108/JOEPP-01-2021-0022. 

Kravariti, F. and Johnston, K. (2020) ‘Talent management: a critical literature review and 
research agenda for public sector human resource management’, Public Management Review, 
22(1), pp. 75–95. Available at: https://doi.org/10.1080/14719037.2019.1638439. 

Krishnan, T. and Scullion, H. (2017) ‘Talent management and dynamic view of talent in small 
and medium enterprises’, Human Resource Management Review, 27(3), pp. 431–441. 
Available at: https://doi.org/10.1016/j.hrmr.2016.10.003. 

Krishnaveni, R. and Anitha, J. (2007) ‘Educators’ professional characteristics’, Quality 
Assurance in Education, 15(2), pp. 149–161. Available at: 
https://doi.org/10.1108/09684880710748910. 

Krohn, F.B. (2004) ‘A Generational Approach to Using Emoticons as Nonverbal Communication’, 
Journal of Technical Writing and Communication, 34(4), pp. 321–328. Available at: 
https://doi.org/10.2190/9EQH-DE81-CWG1-QLL9. 

Kurtessis, J.N. et al. (2017) ‘Perceived Organizational Support: A Meta-Analytic Evaluation of 
Organizational Support Theory’, Journal of Management, 43(6), pp. 1854–1884. Available at: 
https://doi.org/10.1177/0149206315575554. 

Kutcher, N. (2000). The fifth relationship: Dangerous friendships in the Confucian context. The 
American Historical Review, 105(5), 1615-1629. 

Kwon, K. and Jang, S. (2021) ‘There is no good war for talent: a critical review of the literature 
on talent management’, Employee Relations: The International Journal, 44(1), pp. 94–120. 
Available at: https://doi.org/10.1108/ER-08-2020-0374. 

Lacan, A. (2021) ‘Think tank—From the liberated to a liberating company: The cruciality of 
managerial transformation’, Global Business and Organizational Excellence, 40(2), pp. 6–18. 
Available at: https://doi.org/10.1002/joe.22069. 



307 

Lai Desheng. (1998). Education, Labor Market, and Income Distribution. Economic Research, 
5(9). 

Lai Desheng, & Meng Dahu. (2006). Specific Human Capital, Labor Mobility, and Regional 
Economic Development. Chinese Journal of Population Science, (1), 60-68. 

Lai-Yeung, S.W.C. (2014) ‘The Need for Guidance and Counselling Training for Teachers’, 
Procedia - Social and Behavioral Sciences, 113, pp. 36–43. Available at: 
https://doi.org/10.1016/j.sbspro.2014.01.008. 

Langley, A. (1999) ‘Strategies for Theorizing from Process Data’, Academy of Management 
Review, 24(4), pp. 691–710. Available at: https://doi.org/10.5465/amr.1999.2553248. 

Larbi, F.O. and Ashraf, M.A. (2020) ‘International Academic Mobility in Chinese Academia: 
Opportunities and Challenges’, International Migration, 58(3), pp. 148–162. Available at: 
https://doi.org/10.1111/imig.12662. 

Latukha, M., Shagalkina, M., et al. (2022) ‘From brain drain to brain gain: the agenda for talent 
management in overcoming talent migration from emerging markets’, The International 
Journal of Human Resource Management, 33(11), pp. 2226–2255. Available at: 
https://doi.org/10.1080/09585192.2021.1949374. 

Latukha, M., Michailova, S., et al. (2022) ‘Gender, talent management and firm performance: 
MNCs’ female-focused talent management practices in Russia’, Employee Relations: The 
International Journal, 44(4), pp. 850–869. Available at: https://doi.org/10.1108/ER-04-2021-
0132. 

Latukha, M.O. (2018a) ‘Can Talent Management Practices Be Considered as a Basis for 
Sustainable Competitive Advantages in Emerging-Market Firms? Evidence from Russia’, 
Thunderbird International Business Review, 60(1), pp. 69–87. Available at: 
https://doi.org/10.1002/tie.21778. 

Latukha, M.O. (2018b) ‘Talent Development and Its Role in Shaping Absorptive Capacity in 
Emerging Market Firms: The Case of Russia’, Advances in Developing Human Resources, 20(4), 
pp. 444–459. Available at: https://doi.org/10.1177/1523422318803087. 

Leadbeater, C. (2023). Personalisation through participation: A new script for public services. 
In Social Work (pp. 236-239). Routledge. 

Lee, E.S. (1966) ‘A theory of migration’, Demography, 3(1), pp. 47–57. Available at: 
https://doi.org/10.2307/2060063. 

Lee, H. and Lee, K. (2013) ‘Publish (in international indexed journals) or perish: Neoliberal 
ideology in a Korean university’, Language Policy, 12(3), pp. 215–230. Available at: 
https://doi.org/10.1007/s10993-012-9267-2. 

Lee, J. (2005) Xunzi And Early Chinese Naturalism. SUNY Press. 

Lee, J.T. and Kuzhabekova, A. (2018) ‘Reverse flow in academic mobility from core to periphery: 



308 

motivations of international faculty working in Kazakhstan’, Higher Education, 76(2), pp. 369–
386. Available at: https://doi.org/10.1007/s10734-017-0213-2. 

Lee, S. C. (2015). Intimacy and family consent: a Confucian ideal. Journal of Medicine and 
Philosophy, 40(4), 418-436. 

Lee, Y.H. (2019) ‘Emotional labor, teacher burnout, and turnover intention in high-school 
physical education teaching’, European Physical Education Review, 25(1), pp. 236–253. 
Available at: https://doi.org/10.1177/1356336X17719559. 

Legewie, N. (2013) ‘An Introduction to Applied Data Analysis with Qualitative Comparative 
Analysis’, Forum Qualitative Sozialforschung / Forum: Qualitative Social Research, 14(3). 
Available at: https://doi.org/10.17169/fqs-14.3.1961. 

Leitch, C.M., Hill, F.M. and Harrison, R.T. (2010) ‘The Philosophy and Practice of Interpretivist 
Research in Entrepreneurship: Quality, Validation, and Trust’, Organizational Research 
Methods, 13(1), pp. 67–84. Available at: https://doi.org/10.1177/1094428109339839. 

Leng, T.-K. (2002) ‘Economic Globalization and it Talent Flows Across the Taiwan Strait: The 
Taipei/Shanghai/Silicon Valley Triangle’, Asian Survey, 42(2), pp. 230–250. Available at: 
https://doi.org/10.1525/as.2002.42.2.230. 

Lermusiaux, Y. (2005) ‘Five steps to effective metrics’, Strategic HR Review, 4(3), pp. 7–7. 
Available at: https://doi.org/10.1108/14754390580000599. 

Lestari, S.D. et al. (2020) ‘Antecedents and Consequences of Innovation and Business Strategy 
on Performance and Competitive Advantage of SMEs’, The Journal of Asian Finance, Economics 
and Business, 7(6), pp. 365–378. Available at: 
https://doi.org/10.13106/jafeb.2020.vol7.no6.365. 

Levenson, A. (2012) ‘Talent management: challenges of building cross-functional capability in 
high-performance work systems environments’, Asia Pacific Journal of Human Resources, 
50(2), pp. 187–204. Available at: https://doi.org/10.1111/j.1744-7941.2011.00022.x. 

Levin, J., Kater, S. and Wagoner, R.L. (2006) Community College Faculty: At Work in the New 
Economy. Springer. 

Lewin, A.Y., Massini, S. and Peeters, C. (2009) ‘Why are companies offshoring innovation? The 
emerging global race for talent’, Journal of International Business Studies, 40(6), pp. 901–925. 
Available at: https://doi.org/10.1057/jibs.2008.92. 

Lewis, R.E. and Heckman, R.J. (2006) ‘Talent management: A critical review’, Human Resource 
Management Review, 16(2), pp. 139–154. Available at: 
https://doi.org/10.1016/j.hrmr.2006.03.001. 

Li, C. et al. (2021) ‘Drivers and impacts of changes in China’s drylands’, Nature Reviews Earth 
& Environment, 2(12), pp. 858–873. Available at: https://doi.org/10.1038/s43017-021-00226-
z. 



309 

Li Hongwei. (2007). The Unity of Knowledge and Action and Free Will. Journal of East China 
Normal University: Philosophy and Social Sciences Edition, 39(3), 25-28. 

Li, J. et al. (2020) ‘Faculty ethics in China: From a historical perspective’, Educational 
Philosophy and Theory, 52(2), pp. 126–136. Available at: 
https://doi.org/10.1080/00131857.2019.1605651. 

Li, J. and Xue, E. (2021) ‘The Policy Analysis of Creating World-Class Universities in China’, in J. 
Li and E. Xue (eds) Creating World-Class Universities in China : Ideas, Policies, and Efforts. 
Singapore: Springer (Exploring Education Policy in a Globalized World: Concepts, Contexts, and 
Practices), pp. 1–33. Available at: https://doi.org/10.1007/978-981-16-6726-8_1. 

Li Keqiang: Deepening Administrative System Reform and Transforming Government 
Functions with Due Diligence,” available online, http://www.gov.cn/guowuyuan/2015-
05/12/content_2860725.htm, access Feb. 5, 2017. 

Li, P. (2020) ‘The outlook for China’s innovation-driven development beyond COVID-19’, 
Cultures of Science, 3(4), pp. 232–244. Available at: 
https://doi.org/10.1177/2096608321995294. 

Li Peilin, & Zhang Yi. (2003). Emerging from the Shadow of Adversity: A Study on "Human 
Capital Failure" in the Reemployment of the Unemployed and Laid-off Workers. Social 
Sciences in China, (5), 86-101. 

Liang, D., He, X. and Xu, Z. (2020) ‘Multi-attribute dynamic two-sided matching method of 
talent sharing market in incomplete preference ordinal environment’, Applied Soft Computing, 
93, p. 106427. Available at: https://doi.org/10.1016/j.asoc.2020.106427. 

Liang, H. (2018) ‘On the Sociological Significance of “Talent Flow” in Colleges and Universities’, 
in. 1st International Conference on Contemporary Education and Economic Development 
(CEED 2018), Atlantis Press, pp. 634–639. Available at: https://doi.org/10.2991/ceed-
18.2018.124. 

Lieblich, A. et al. (1998) Narrative Research: Reading, Analysis, and Interpretation. SAGE. 

Light, P. C. (2001). The new public service. Brookings Institution Press. 

Li-Hua, R. and Khalil, T.M. (2006) ‘Technology management in China: a global perspective and 
challenging issues’, Journal of Technology Management in China, 1(1), pp. 9–26. Available at: 
https://doi.org/10.1108/17468770610642731. 

Lin, A.C. (1998) ‘Bridging Positivist and Interpretivist Approaches to Qualitative Methods’, 
Policy Studies Journal, 26(1), pp. 162–180. Available at: https://doi.org/10.1111/j.1541-
0072.1998.tb01931.x. 

Lin, J. (2006). The Connotation and Strategies of Professional Development for University 
Teachers. Higher Education Science, (1), 56-58. 

Lin, L. H., Ho, Y. L., & Lin, W. H. E. (2013). Confucian and Taoist work values: An exploratory 
study of the Chinese transformational leadership behavior. Journal of business ethics, 113, 91-



310 

103. 

Lin, L.Y.-H. (2020) ‘Institutionalizing Political Influence in Business: Party-Building and Insider 
Control in Chinese State-Owned Enterprises’, Vermont Law Review, 45, p. 441. 

Lin, X. et al. (2021) ‘Linking Innovative Human Capital, Economic Growth, and CO2 Emissions: 
An Empirical Study Based on Chinese Provincial Panel Data’, International Journal of 
Environmental Research and Public Health, 18(16), p. 8503. Available at: 
https://doi.org/10.3390/ijerph18168503. 

Lin, X. and Germain, R. (2003) ‘Organizational structure, context, customer orientation, and 
performance: lessons from Chinese state-owned enterprises’, Strategic Management Journal, 
24(11), pp. 1131–1151. Available at: https://doi.org/10.1002/smj.348. 

Lin Yue, Tian Guoqiang, & Chen Xudong. (2021). Challenges and Countermeasures for the 
Overseas Talent Introduction Mode in Chinese Universities in the New Era. Higher Education 
Review, 9(2), 13. 

Lindelöf, P. and Löfsten, H. (2004) ‘Proximity as a Resource Base for Competitive Advantage: 
University–Industry Links for Technology Transfer’, The Journal of Technology Transfer, 29(3), 
pp. 311–326. Available at: https://doi.org/10.1023/B:JOTT.0000034125.29979.ae. 

Lippman, S.A. and Rumelt, R.P. (1982) ‘Uncertain Imitability: An Analysis of Interfirm 
Differences in Efficiency under Competition’, The Bell Journal of Economics, 13(2), pp. 418–
438. Available at: https://doi.org/10.2307/3003464. 

Litwin, A., Ngan, H.F.B. and Atembe, R. (2019) ‘Attitudes towards female managers in Austrian 
and Macau tourism industry’, Journal of Hospitality and Tourism Management, 39, pp. 1–8. 
Available at: https://doi.org/10.1016/j.jhtm.2019.01.007. 

Liu, C. et al. (2020) ‘Mapping the Sharing Economy in China’, Sustainability, 12(16), p. 6333. 
Available at: https://doi.org/10.3390/su12166333. 

Liu, J., Zhang, L. and Zhang, N. (2022) ‘Analyzing the South-North Gap in the High-Quality 
Development of China’s Urbanization’, Sustainability, 14(4), p. 2178. Available at: 
https://doi.org/10.3390/su14042178. 

Liu, P., Wang, X. and Liang, X. (2019) ‘Understanding University President Leadership Research 
in China: A Review’, Frontiers of Education in China, 14(1), pp. 138–160. Available at: 
https://doi.org/10.1007/s11516-019-0006-8. 

Liu, Q., Xing, J. and Zheng, S. (2021) Breaking the ‘Iron Rice Bowl:’ Evaluating the Effect of the 
Tenure-track System on Research Productivity in China. SSRN Scholarly Paper 3672830. 
Rochester, NY: Social Science Research Network. Available at: 
https://doi.org/10.2139/ssrn.3672830. 

Liu Qiang, & Zhao Xianghui. (2019). Disorder and Effective Governance of Talent Mobility in 
Universities under the Context of "Double First-Class" Initiative. Contemporary Education 
Forum, 3. 



311 

Liu, S. (2015) ‘Higher Education Quality Assessment in China: An Impact Study’, Higher 
Education Policy, 28(2), pp. 175–195. Available at: https://doi.org/10.1057/hep.2014.3. 

Liu, X. (2018) ‘The “Double First Class” Initiative under Top-Level Design’, ECNU Review of 
Education, 1(1), pp. 147–152. Available at: https://doi.org/10.30926/ecnuroe2018010109. 

Liu, X. (2020) ‘Institutional governance of Chinese private universities: the role of the 
communist party committee’, Journal of Higher Education Policy and Management, 42(1), pp. 
85–101. Available at: https://doi.org/10.1080/1360080X.2019.1662926. 

Liu, Y. and Liu, Z. (2021) ‘Ecology mechanism of female talents social mobility’, Ecofeminism 
and Climate Change, 2(2), pp. 103–108. Available at: https://doi.org/10.1108/EFCC-12-2020-
0036. 

Lo, D., Gao, L. and Lin, Y. (2022) ‘State ownership and innovations: Lessons from the mixed-
ownership reforms of China’s listed companies’, Structural Change and Economic Dynamics, 
60, pp. 302–314. Available at: https://doi.org/10.1016/j.strueco.2021.12.002. 

Locke, W. (2014) Shifting academic careers: implications for enhancing professionalism in 
teaching and supporting learning, Higher Education Academy: York, UK. Report. York, UK: 
Higher Education Academy. Available at: https://www.heacademy.ac.uk/resource/shifting-
academic-careers-implications-enhancing-professionalism-teaching-and-supported 
(Accessed: 3 January 2023). 

Lockwood, N. R. (2006). Talent management: Driver for organizational success. HR 
magazine, 51(6), 1-11. 

Lööf, H. and Broström, A. (2008) ‘Does knowledge diffusion between university and industry 
increase innovativeness?’, The Journal of Technology Transfer, 33(1), pp. 73–90. Available at: 
https://doi.org/10.1007/s10961-006-9001-3. 

Loomis, S.G. (2018) ‘Federal Agency Succession Planning’, in P.A. Gordon and J.A. Overbey (eds) 
Succession Planning: Promoting Organizational Sustainability. Cham: Springer International 
Publishing, pp. 89–103. Available at: https://doi.org/10.1007/978-3-319-72532-1_8. 

Lou, J. and Wang, S. (2008) Public Finance in China: Reform and Growth for a Harmonious 
Society. World Bank Publications. 

Love, B.L. (2019) We Want to Do More Than Survive: Abolitionist Teaching and the Pursuit of 
Educational Freedom. Beacon Press. 

Lu, J. and Liu, Q. (2019) ‘Four decades of studies on population aging in China’, China 
Population and Development Studies, 3(1), pp. 24–36. Available at: 
https://doi.org/10.1007/s42379-019-00027-4. 

Lu, L. Research on the innovation of human resources management of university teachers from 
the perspective of core competitiveness. 

Lu, W.-M. and Lo, S.-F. (2007) ‘A closer look at the economic-environmental disparities for 



312 

regional development in China’, European Journal of Operational Research, 183(2), pp. 882–
894. Available at: https://doi.org/10.1016/j.ejor.2006.10.027. 

Lu Xiaozhong, & Chen Xianzhe. (2014). Institutional Identity and Action Logic under the 
Academic Tournament System: An Investigation of Young Faculty at G Province University. 
Higher Education Research. 

Lucas, R.E. (1990) ‘Why Doesn’t Capital Flow from Rich to Poor Countries?’, The American 
Economic Review, 80(2), pp. 92–96. 

Luna-Arocas, R., Danvila-Del Valle, I. and Lara, F.J. (2020) ‘Talent management and 
organizational commitment: the partial mediating role of pay satisfaction’, Employee Relations: 
The International Journal, 42(4), pp. 863–881. Available at: https://doi.org/10.1108/ER-11-
2019-0429. 

Lunsford, L., Baker, V. and Pifer, M. (2018) ‘Faculty mentoring faculty: career stages, 
relationship quality, and job satisfaction’, International Journal of Mentoring and Coaching in 
Education, 7(2), pp. 139–154. Available at: https://doi.org/10.1108/IJMCE-08-2017-0055. 

Luo, Y. and Chan, R.C.K. (2020) ‘Production of coworking spaces: Evidence from Shenzhen, 
China’, Geoforum, 110, pp. 97–105. Available at: 
https://doi.org/10.1016/j.geoforum.2020.01.008. 

Luo, Z. and Qin, Z. (2012) ‘SWOT Analysis of Functions of Chinese Universities’, IERI Procedia, 
2, pp. 253–257. Available at: https://doi.org/10.1016/j.ieri.2012.06.084. 

M, A. (2018) ‘Effective Recruitment and Selection along with Succession Planning towards 
Leadership Development, Employee Retention and Talent Management in Pakistan’, Journal 
of Entrepreneurship & Organization Management, 07(01). Available at: 
https://doi.org/10.4172/2169-026X.1000233. 

Ma Caoyuan, Ma Wentao, & Li Cheng. (2017). The Origins and Manifestations of Ownership 
Segmentation in China's Labor Market. Management World, (11), 22-34. 

Ma, H. (2000) ‘COMPETITIVE ADVANTAGE AND FIRM PERFORMANCE’, Competitiveness 
Review: An International Business Journal, 10(2), pp. 15–32. Available at: 
https://doi.org/10.1108/eb046396. 

Ma, L. et al. (2022) ‘Strategic Management Accounting in Small and Medium-Sized Enterprises 
in Emerging Countries and Markets: A Case Study from China’, Economies, 10(4), p. 74. 
Available at: https://doi.org/10.3390/economies10040074. 

Ma, L., Tang, H. and Yan, B. (2015) ‘Public Employees’ Perceived Promotion Channels in Local 
China: Merit-based or Guanxi-orientated?’, Australian Journal of Public Administration, 74(3), 
pp. 283–297. Available at: https://doi.org/10.1111/1467-8500.12147. 

MacPhail, A. et al. (2019) ‘The professional development of higher education-based teacher 
educators: needs and realities’, Professional Development in Education, 45(5), pp. 848–861. 
Available at: https://doi.org/10.1080/19415257.2018.1529610. 



313 

Magbool, M.A.H. bin et al. (2016) ‘Corporate sustainable business practices and talent 
attraction’, Sustainability Accounting, Management and Policy Journal, 7(4), pp. 539–559. 
Available at: https://doi.org/10.1108/SAMPJ-06-2015-0042. 

Maguire, M. and Delahunt, B. (2017) ‘Doing a thematic analysis: A practical, step-by-step guide 
for learning and teaching scholars.’, All Ireland Journal of Higher Education, 9(3). Available at: 
https://ojs.aishe.org/index.php/aishe-j/article/view/335 (Accessed: 1 April 2023). 

Mahdi, O.R., Nassar, I.A. and Almsafir, M.K. (2019) ‘Knowledge management processes and 
sustainable competitive advantage: An empirical examination in private universities’, Journal 
of Business Research, 94, pp. 320–334. Available at: 
https://doi.org/10.1016/j.jbusres.2018.02.013. 

Mahfoozi, A. et al. (2018) ‘Developing a talent management model using government 
evidence from a large-sized city, Iran’, Cogent Business & Management. Edited by L. Ardito, 
5(1), p. 1449290. Available at: https://doi.org/10.1080/23311975.2018.1449290. 

Mahjoub, M. et al. (2018) ‘Linking “Project Success” and “Strategic Talent Management”: 
satisfaction/motivation and organizational commitment as mediators’, Procedia Computer 
Science, 138, pp. 764–774. Available at: https://doi.org/10.1016/j.procs.2018.10.100. 

Mäkelä, K., Björkman, I. and Ehrnrooth, M. (2010) ‘How do MNCs establish their talent pools? 
Influences on individuals’ likelihood of being labeled as talent’, Journal of World Business, 
45(2), pp. 134–142. Available at: https://doi.org/10.1016/j.jwb.2009.09.020. 

Mäkelä, L. and Suutari, V. (2013) ‘The Work-Life Interface of Self-Initiated Expatriates: Conflicts 
and Enrichment’, in V. Vaiman and A. Haslberger (eds) Talent Management of Self-Initiated 
Expatriates: A Neglected Source of Global Talent. London: Palgrave Macmillan UK, pp. 278–
303. Available at: https://doi.org/10.1057/9780230392809_13. 

Makram, H., Sparrow, P. and Greasley, K. (2017) ‘How do strategic actors think about the value 
of talent management? Moving from talent practice to the practice of talent’, Journal of 
Organizational Effectiveness: People and Performance, 4(4), pp. 259–378. Available at: 
https://doi.org/10.1108/JOEPP-06-2017-0051. 

Maley, J. and Moeller, M. (2018) ‘Inpatriate managers: Are they being effectively utilized as 
global talent?’, Thunderbird International Business Review, 60(4), pp. 647–659. Available at: 
https://doi.org/10.1002/tie.21913. 

Malik, R. (1997) Chinese Entrepreneurs in the Economic Development of China. Greenwood 
Publishing Group. 

Mallapaty, S. (2021) ‘Killing at Chinese university highlights tensions over tenure system’, 
Nature, 595(7866), pp. 158–159. Available at: https://doi.org/10.1038/d41586-021-01716-2. 

Manikas, A.S., Patel, P.C. and Oghazi, P. (2019) ‘Dynamic capital asset accumulation and value 
of intangible assets: An operations management perspective’, Journal of Business Research, 
103, pp. 119–129. Available at: https://doi.org/10.1016/j.jbusres.2019.06.014. 



314 

Mao, Y. (2022) ‘Background of Chinese Enterprises Upgrading’, in Y. Mao (ed.) The 
Restructuring of Global Value Chains: Upgrading Theories and Practices of Chinese Enterprises. 
Singapore: Springer Nature, pp. 1–34. Available at: https://doi.org/10.1007/978-981-19-
1693-9_1. 

Marinakou, E. and Giousmpasoglou, C. (2019) ‘Talent management and retention strategies 
in luxury hotels: evidence from four countries’, International Journal of Contemporary 
Hospitality Management, 31(10), pp. 3855–3878. Available at: 
https://doi.org/10.1108/IJCHM-10-2018-0862. 

Marin-Garcia, J.A., Aznar-Mas, L.E. and González-Ladrón-de-Guevara, F. (2011) ‘Innovation 
Types and Talent Management for Innovation’, WPOM-Working Papers on Operations 
Management, 2(2), pp. 25–31. Available at: https://doi.org/10.4995/wpom.v2i2.926. 

Martin, A. (2015) ‘Talent Management: Preparing a “Ready” agile workforce’, International 
Journal of Pediatrics and Adolescent Medicine, 2(3), pp. 112–116. Available at: 
https://doi.org/10.1016/j.ijpam.2015.10.002. 

Martin, J.A. and Eisenhardt, K.M. (2010) ‘Rewiring: Cross-Business-Unit Collaborations in 
Multibusiness Organizations’, Academy of Management Journal, 53(2), pp. 265–301. Available 
at: https://doi.org/10.5465/amj.2010.49388795. 

Martinez, F.A.A.P. (2021) Becoming the Teacher I Never Had: An Investigation of Identity, 
Motivation, and Belief Systems in Preservice and Inservice Teachers’ with a Desire to Teach 
Students with Gifts and Talents. thesis. Purdue University Graduate School. Available at: 
https://doi.org/10.25394/PGS.16815226.v1. 

Mason, A. and Kinugasa, T. (2008) ‘East Asian economic development: Two demographic 
dividends’, Journal of Asian Economics, 19(5), pp. 389–399. Available at: 
https://doi.org/10.1016/j.asieco.2008.09.006. 

Masri, N.E. and Suliman, A. (2019) ‘Talent Management, Employee Recognition and 
Performance in the Research Institutions’, Studies in Business and Economics, 14(1), pp. 127–
140. Available at: https://doi.org/10.2478/sbe-2019-0010. 

Matusov, E. et al. (2019) ‘Dialogic analysis vs. discourse analysis of dialogic pedagogy : social 
science research in the era of positivism and post-truth’, Dialogic Pedagogy: An International 
Online Journal, 7, pp. E20–E62. 

Maurya, K.K. and Agarwal, M. (2018) ‘Organisational talent management and perceived 
employer branding’, International Journal of Organizational Analysis, 26(2), pp. 312–330. 
Available at: https://doi.org/10.1108/IJOA-04-2017-1147. 

Maurya, K.K., Agarwal, M. and Srivastava, D.K. (2020) ‘Perceived work–life balance and 
organizational talent management: mediating role of employer branding’, International 
Journal of Organization Theory & Behavior, 24(1), pp. 41–59. Available at: 
https://doi.org/10.1108/IJOTB-12-2019-0151. 

McAlpine, L., Amundsen, C. and Turner, G. (2014) ‘Identity-trajectory: Reframing early career 



315 

academic experience’, British Educational Research Journal, 40(6), pp. 952–969. Available at: 
https://doi.org/10.1002/berj.3123. 

McCauley, C., & Wakefield, M. (2006). Talent management in the 21st century: Help your 
company find, develop, and keep its strongest workers. The Journal for Quality and 
Participation, 29(4), 4. 

McDonnell, A. (2011) ‘Still Fighting the “War for Talent”? Bridging the Science Versus Practice 
Gap’, Journal of Business and Psychology, 26(2), pp. 169–173. Available at: 
https://doi.org/10.1007/s10869-011-9220-y. 

McDonnell, A. et al. (2017) ‘Talent management: a systematic review and future prospects’, 
European Journal of International Management, 11(1), pp. 86–128. Available at: 
https://doi.org/10.1504/EJIM.2017.081253. 

McKee, C.W. et al. (2013) ‘Professional Development of the Faculty: Past and Present’, New 
Directions for Teaching and Learning, 2013(133), pp. 15–20. Available at: 
https://doi.org/10.1002/tl.20042. 

McLean, G. N., & Kuo, M. H. C. (2014). A critique of human capital theory from an HRD 
perspective. HRD Journal, 5(1), 11-21. 

McNulty, Y. and De Cieri, H. (2016) ‘Linking global mobility and global talent management: the 
role of ROI’, Employee Relations. Edited by D.V.V. and P.D.G.C. Professor Hugh Scullion, 38(1), 
pp. 8–30. Available at: https://doi.org/10.1108/ER-08-2015-0157. 

Meng, F. et al. (2016) ‘The influence of organizational culture on talent management: A case 
study of a real estate company’, Journal of Chinese Human Resource Management, 7(2), pp. 
129–146. Available at: https://doi.org/10.1108/JCHRM-07-2016-0010. 

Meng, F. and Wu, J. (2015) ‘Merit Pay Fairness, Leader-Member Exchange, and Job 
Engagement: Evidence From Mainland China’, Review of Public Personnel Administration, 
35(1), pp. 47–69. Available at: https://doi.org/10.1177/0734371X12453057. 

Meng Hua. (2021). The Operational Application of the Flexibility Concept in Teacher 
Performance Assessment: Based on Survey Data of Young Teachers in Four Universities. 
Journal of Jimei University (Education Science Edition). 

Meng, J. and Berger, B.K. (2018) ‘Maximizing the Potential of Millennial Communication 
Professionals in the Workplace: A Talent Management Approach in the Field of Strategic 
Communication’, International Journal of Strategic Communication, 12(5), pp. 507–525. 
Available at: https://doi.org/10.1080/1553118X.2018.1508467. 

Meng, M. (2012). Chinese soft power: The role of culture and confucianism. 

Meng, Q. and Wang, G. (2018) ‘A research on sources of university faculty occupational stress: 
a Chinese case study’, Psychology Research and Behavior Management, 11, pp. 597–605. 
Available at: https://doi.org/10.2147/PRBM.S187295. 



316 

Mengmeng, J., Dasan, J. and Jie, R. (2022) ‘COUNTERMEASURES TO ENCOUNTER BRAIN DRAIN 
IN CHINA’S SECURITIES INDUSTRY DUE TO COVID-19’, Malaysian Journal of Business and 
Economics (MJBE), 9(1), pp. 41–52. Available at: https://doi.org/10.51200/mjbe.v9i1.3771. 

Mensah, J.K. (2019) ‘Talent Management and Employee Outcomes: A Psychological Contract 
Fulfilment Perspective’, Public Organization Review, 19(3), pp. 325–344. Available at: 
https://doi.org/10.1007/s11115-018-0407-9. 

Mensch, K. (no date) ‘Digital Transformation Is About Talent, Not Technology’. 

Meredith, J.R. et al. (1989) ‘Alternative research paradigms in operations’, Journal of 
Operations Management, 8(4), pp. 297–326. Available at: https://doi.org/10.1016/0272-
6963(89)90033-8. 

Merton, R.K. and Barber, E. (2011) The Travels and Adventures of Serendipity: A Study in 
Sociological Semantics and the Sociology of Science, The Travels and Adventures of Serendipity. 
Princeton University Press. Available at: https://doi.org/10.1515/9781400841523. 

Mey, M.R., Poisat, P. and Stindt, C. (2021) ‘The influence of leadership behaviours on talent 
retention: An empirical study’, SA Journal of Human Resource Management, 19(0), p. 9. 
Available at: https://doi.org/10.4102/sajhrm.v19i0.1504. 

Meyer, L. H., & Evans, I. M. (2003). Motivating the professoriate: Why sticks and carrots are 
only for donkeys. Higher education management and policy, 15, 151-168. 

Meyers, M.C. and van Woerkom, M. (2014) ‘The influence of underlying philosophies on talent 
management: Theory, implications for practice, and research agenda’, Journal of World 
Business, 49(2), pp. 192–203. Available at: https://doi.org/10.1016/j.jwb.2013.11.003. 

Michael, B. (1999) Case Study Research In Educational Settings. McGraw-Hill Education (UK). 

Michaels, E., Handfield-Jones, H. and Axelrod, B. (2001) The War for Talent. Harvard Business 
Press. 

Michailova, S. et al. (2019) ‘Talent Management in Small Advanced Economies’, in Talent 
Management in Small Advanced Economies. Emerald Publishing Limited (Talent Management), 
pp. 51–75. Available at: https://doi.org/10.1108/978-1-78973-449-220191005. 

Mills, C.W. (2000) The Sociological Imagination. Oxford University Press. 

Minichiello, V., Aroni, R. and Hays, T.N. (2008) In-depth Interviewing: Principles, Techniques, 
Analysis. Pearson Education Australia. Available at: 
https://rune.une.edu.au/web/handle/1959.11/2448 (Accessed: 23 November 2021). 

Min Yan. Cultural Management and Institutional Management [J]. Enterprise Management 
2017. 

Moeller, M. et al. (2016) ‘Global talent management and inpatriate social capital building: a 
status inconsistency perspective’, The International Journal of Human Resource Management, 
27(9), pp. 991–1012. Available at: https://doi.org/10.1080/09585192.2015.1052086. 



317 

Mohajan, H.K. (2018) ‘Qualitative research methodology in social sciences and related 
subjects’, Journal of Economic Development, Environment and People, 7(1), pp. 23–48. 

Mohamed Jais, I.R., Yahaya, N. and Ghani, E.K. (2021) ‘Talent Management in Higher Education 
Institutions: Developing Leadership Competencies’, Journal of Education and e-Learning 
Research, 8(1), pp. 8–15. 

Mohammed, A. (no date) ‘The Impact of Talent Management on Employee Engagement, 
Retention and Value Addition in achieving Organizational Performance’, 1(12), p. 12. 

Mohammed, A.A., Gururajan, R. and Hafeez-Baig, A. (2017) ‘Primarily investigating into the 
relationship between talent management and knowledge management in business 
environment’, in Proceedings of the International Conference on Web Intelligence. New York, 
NY, USA: Association for Computing Machinery (WI ’17), pp. 1131–1137. Available at: 
https://doi.org/10.1145/3106426.3109444. 

Mohammed, A. A., Hafeez-Baig, A., & Gururajan, R. (2018). Talent management as a core 
source of innovation and social development in higher education. In Innovations in Higher 
Education-Cases on Transforming and Advancing Practice (pp. 1-31). London: IntechOpen. 

Mohrman, K., Geng, Y. and Wang, Y. (no date) ‘Faculty Life in China’. 

Mok, K.H. and Chan, S.-J. (2020) ‘Editorial: promoting global cities status: talent attraction and 
retention in Asia’, Globalisation, Societies and Education, 18(1), pp. 1–6. Available at: 
https://doi.org/10.1080/14767724.2019.1690732. 

Monk, D.H. (2007) ‘Recruiting and Retaining High-Quality Teachers in Rural Areas’, The Future 
of Children, 17(1), pp. 155–174. 

Montero, M. (2002) ‘On the Construction of Reality and Truth. Towards an Epistemology of 
Community Social Psychology’, American Journal of Community Psychology, 30(4), pp. 571–
584. Available at: https://doi.org/10.1023/A:1015864103005. 

Moon, K. et al. (2019) ‘Expanding the role of social science in conservation through an 
engagement with philosophy, methodology, and methods’, Methods in Ecology and Evolution, 
10(3), pp. 294–302. Available at: https://doi.org/10.1111/2041-210X.13126. 

Moon, K. and Blackman, D. (2014) ‘A Guide to Understanding Social Science Research for 
Natural Scientists’, Conservation Biology, 28(5), pp. 1167–1177. Available at: 
https://doi.org/10.1111/cobi.12326. 

Morley, M. et al. (2015) ‘Talent management: A capital question’, European J of International 
Management, 9, pp. 1–8. Available at: https://doi.org/10.1504/EJIM.2015.066668. 

Morone, P. and Taylor, R. (2010) Knowledge Diffusion and Innovation: Modelling Complex 
Entrepreneurial Behaviours. Edward Elgar Publishing. 

Morris, A. (2015) A Practical Introduction to In-depth Interviewing. SAGE. 

Morris, S., Snell, S. and Björkman, I. (2016) ‘An architectural framework for global talent 



318 

management’, Journal of International Business Studies, 47(6), pp. 723–747. Available at: 
https://doi.org/10.1057/jibs.2015.25. 

Mouritzen, M.R. (2022) ‘European academic talents liminal position in China from the 
resource-based view’, International Journal of Chinese Education, 11(3), p. 
2212585X221139484. Available at: https://doi.org/10.1177/2212585X221139484. 

Mousa, M. et al. (2021) ‘Why Him Not ME? Inclusive/Exclusive Talent Identification in 
Academic Public Context’, International Journal of Public Administration, 0(0), pp. 1–13. 
Available at: https://doi.org/10.1080/01900692.2021.1887217. 

Mudrak, J. et al. (2018) ‘Occupational Well-being Among University Faculty: A Job Demands-
Resources Model’, Research in Higher Education, 59(3), pp. 325–348. Available at: 
https://doi.org/10.1007/s11162-017-9467-x. 

Muhammad, I.H. and Shao, Y. (2013) ‘The role of talent management and HR generic strategies 
for talent retention’, African Journal of Business Management, 7(29), pp. 2827–2835. Available 
at: https://doi.org/10.5897/AJBM2012.1369. 

Muhammad, U. et al. (2022) ‘A Study of Job Stress and Job Satisfaction among Universities 
Faculty in Lahore, Pakistan A Study of Job Stress and Job Satisfaction among Universities 
Faculty in Lahore, Pakistan’. 

Mujtaba, M., Mubarik, M.S. and Soomro, K.A. (2022) ‘Measuring talent management: a 
proposed construct’, Employee Relations: The International Journal, 44(5), pp. 1192–1215. 
Available at: https://doi.org/10.1108/ER-05-2021-0224. 

Mumford, M. D., & Gustafson, S. B. (1988). Creativity syndrome: Integration, application, and 
innovation. Psychological bulletin, 103(1), 27. 

Murphy, K.R. and Cleveland, J.N. (1995) Understanding Performance Appraisal: Social, 
Organizational, and Goal-Based Perspectives. SAGE. 

Musante (DeWalt), K. and DeWalt, B.R. (2010) Participant Observation: A Guide for 
Fieldworkers. Rowman Altamira. 

Nafei, W. (2015) ‘The Effects of Talent Management on Service Quality: A Study on Commercial 
Banks in Egypt’, International Business Research, 8(4), p. p41. Available at: 
https://doi.org/10.5539/ibr.v8n4p41. 

Naim, M.F. and Lenka, U. (2018) ‘Development and retention of Generation Y employees: a 
conceptual framework’, Employee Relations, 40(2), pp. 433–455. Available at: 
https://doi.org/10.1108/ER-09-2016-0172. 

Narayanan, A., Rajithakumar, S. and Menon, M. (2019) ‘Talent Management and Employee 
Retention: An Integrative Research Framework’, Human Resource Development Review, 18(2), 
pp. 228–247. Available at: https://doi.org/10.1177/1534484318812159. 

Nayak, S., Bhatnagar, J. and Budhwar, P. (2018) ‘Leveraging Social Networking for Talent 



319 

Management: An Exploratory Study of Indian Firms’, Thunderbird International Business 
Review, 60(1), pp. 21–37. Available at: https://doi.org/10.1002/tie.21911. 

Needham, J. (1993) Moulds of Understanding a Pattern of Natural Philosophy. Ashgate 
Publishing. 

Nijs, S. et al. (2014) ‘A multidisciplinary review into the definition, operationalization, and 
measurement of talent’, Journal of World Business, 49(2), pp. 180–191. Available at: 
https://doi.org/10.1016/j.jwb.2013.11.002. 

Nobarieidishe, S., Chamanifard, R. and Nikpour, A. (2014) ‘The Relationship between Talent 
Management and Organizational Commitment in International Division of Tejarat Bank, Iran’, 
European Online Journal of Natural and Social Sciences, 3(4), pp. 1116–1123. 

Noda, T. and Bower, J.L. (1996) ‘Strategy making as iterated processes of resource allocation’, 
Strategic Management Journal, 17(S1), pp. 159–192. Available at: 
https://doi.org/10.1002/smj.4250171011. 

Nsour, H.I.A. and Tayeh, B.K.A. (2018) ‘The Impact of Talent Management on Competitive 
Advantage in Commercial Banks in Jordan from the Point of View of Banks’ Employees’, Arab 
Economic and Business Journal, 13(1), pp. 60–72. Available at: 
https://doi.org/10.1016/j.aebj.2017.06.002. 

Nylan, M. (2008) The Five ‘Confucian’ Classics. Yale University Press. 

Obama, B. (2011) Strategy for American Innovation: Driving Towards Sustainable Growth and 
Quality Jobs. DIANE Publishing. 

Obeidat, B. et al. (2019) ‘Reviewing the mediating role of work/life balance and motivational 
drivers of employee engagement on the relationship between talent management and 
organization performance’, Journal of Social Sciences (COES&RJ-JSS), 8(2), pp. 306–326. 

O’Connor, C. and Joffe, H. (2020) ‘Intercoder Reliability in Qualitative Research: Debates and 
Practical Guidelines’, International Journal of Qualitative Methods, 19, p. 1609406919899220. 
Available at: https://doi.org/10.1177/1609406919899220. 

O’Connor, E.P. and Crowley-Henry, M. (2019) ‘Exploring the Relationship Between Exclusive 
Talent Management, Perceived Organizational Justice and Employee Engagement: Bridging 
the Literature’, Journal of Business Ethics, 156(4), pp. 903–917. Available at: 
https://doi.org/10.1007/s10551-017-3543-1. 

Ode, E. and Ayavoo, R. (2020) ‘The mediating role of knowledge application in the relationship 
between knowledge management practices and firm innovation’, Journal of Innovation & 
Knowledge, 5(3), pp. 210–218. Available at: https://doi.org/10.1016/j.jik.2019.08.002. 

OECD, 1997, National Innovation Systems, 
http://www.oecd.org/dataoecd/35/56/2101733.pdf , accessed on 23 May 2011 

Oehley, A.M. and Theron, C.C. (2010) ‘The development and evaluation of a partial talent 



320 

management structural model’, Management Dynamics : Journal of the Southern African 
Institute for Management Scientists, 19(3), pp. 2–28. Available at: 
https://doi.org/10.10520/EJC69764. 

Ogbari, M.E. et al. (2018) ‘Talent management as a determinant of firm performance : a 
conceptual approach’, Business & Social Sciences Journal, 3(1), pp. 21–32. Available at: 
https://doi.org/10.10520/EJC-105865ef90. 

Oladapo, V. (no date) ‘The Impact of Talent Management on Retention’. 

Oliver, C. (1997) ‘Sustainable competitive advantage: combining institutional and resource-
based views’, Strategic Management Journal, 18(9), pp. 697–713. Available at: 
https://doi.org/10.1002/(SICI)1097-0266(199710)18:9<697::AID-SMJ909>3.0.CO;2-C. 

Oltra, V. and Vivas-López, S. (2013) ‘Boosting organizational learning through team-based 
talent management: what is the evidence from large Spanish firms?’, The International Journal 
of Human Resource Management, 24(9), pp. 1853–1871. Available at: 
https://doi.org/10.1080/09585192.2013.777540. 

Omona, J. (2013) ‘Sampling in Qualitative Research: Improving the Quality of Research 
Outcomes in Higher Education’, Makerere Journal of Higher Education, 4(2), pp. 169–185. 
Available at: https://doi.org/10.4314/majohe.v4i2.4. 

Onken-Menke, G., Nüesch, S. and Kröll, C. (2018) ‘Are you attracted? Do you remain? Meta-
analytic evidence on flexible work practices’, Business Research, 11(2), pp. 239–277. Available 
at: https://doi.org/10.1007/s40685-017-0059-6. 

Orlova, L.V., Afonin, Y.A. and Voronin, V.V. (2015) ‘Talent Management and Knowledge: Theory, 
Methodology, Models’, Review of European Studies, 7, p. 75. 

Osborne, J.W. (2008) Best Practices in Quantitative Methods. SAGE. 

Ott, D.L. and Michailova, S. (2016) ‘Expatriate Selection: A Historical Overview and Criteria for 
Decision-Making’, in Global Talent Management and Staffing in MNEs. Emerald Group 
Publishing Limited (International Business and Management), pp. 1–24. Available at: 
https://doi.org/10.1108/S1876-066X20160000032001. 

Packard, M.D. (2017) ‘Where did interpretivism go in the theory of entrepreneurship?’, Journal 
of Business Venturing, 32(5), pp. 536–549. Available at: 
https://doi.org/10.1016/j.jbusvent.2017.05.004. 

Painter-Morland, M. et al. (2019) ‘Talent Management: The Good, the Bad, and the Possible’, 
European Management Review, 16(1), pp. 135–146. Available at: 
https://doi.org/10.1111/emre.12171. 

Paisey, C. and Paisey, N.J. (2018) ‘Talent management in academia: the effect of discipline and 
context on recruitment’, Studies in Higher Education, 43(7), pp. 1196–1214. Available at: 
https://doi.org/10.1080/03075079.2016.1239251. 



321 

Pandey, P., & Pandey, M. M. (2021). Research methodology tools and techniques. Bridge 
Center. 

Pandey, A., Nandy, R. and Jain, I. (2022) ‘Talent Management in the Social Sector: A Review of 
Compensation and Motivation’. Rochester, NY. Available at: 
https://doi.org/10.2139/ssrn.4221825. 

Pandita, D. (2021) ‘Innovation in talent management practices: creating an innovative 
employer branding strategy to attract generation Z’, International Journal of Innovation 
Science, ahead-of-print(ahead-of-print). Available at: https://doi.org/10.1108/IJIS-10-2020-
0217. 

Pandita, D. and Ray, S. (2018) ‘Talent management and employee engagement – a meta-
analysis of their impact on talent retention’, Industrial and Commercial Training, 50(4), pp. 
185–199. Available at: https://doi.org/10.1108/ICT-09-2017-0073. 

Pankhurst, A. and Collins, D. (2013) ‘Talent Identification and Development: The Need for 
Coherence Between Research, System, and Process’, Quest, 65(1), pp. 83–97. Available at: 
https://doi.org/10.1080/00336297.2012.727374. 

Pant, J.J. and Venkateswaran, V. (2019) ‘Exploring millennial psychological contract 
expectations across talent segments’, Employee Relations: The International Journal, 41(4), pp. 
773–792. Available at: https://doi.org/10.1108/ER-04-2018-0096. 

Park, H., Rehg, M. T., & Lee, D. (2005). The influence of Confucian ethics and collectivism on 
whistleblowing intentions: A study of South Korean public employees. Journal of Business 
Ethics, 58, 387-403. 

Park, S., Han, S. J., Hwang, S. J., & Park, C. K. (2019). Comparison of leadership styles in 
Confucian Asian countries. Human Resource Development International, 22(1), 91-100. 

Parilla, J. and Liu, S. (no date) ‘TALENT-DRIVEN ECONOMIC DEVELOPMENT’, p. 54. 

Parrish, D. and Joyce-McCoach, J. (2020) Innovations in Higher Education: Cases on 
Transforming and Advancing Practice. BoD – Books on Demand. 

Partington, D. (2002) Essential Skills for Management Research. SAGE. 

Patton, M.Q. (2002) ‘Two Decades of Developments in Qualitative Inquiry: A Personal, 
Experiential Perspective’, Qualitative Social Work, 1(3), pp. 261–283. Available at: 
https://doi.org/10.1177/1473325002001003636. 

Patton, M.Q. (2014) Qualitative Research & Evaluation Methods: Integrating Theory and 
Practice. SAGE Publications. 

Pauli, U. and Pocztowski, A. (2019) ‘Talent Management in SMEs: An Exploratory Study of 
Polish Companies’, Entrepreneurial Business and Economics Review, 7(4), pp. 199–218. 
Available at: https://doi.org/10.15678/EBER.2019.070412. 

Pearce, J. and Pearce, J. (2001) Organization and Management in the Embrace of Government. 



322 

New York: Psychology Press. Available at: https://doi.org/10.4324/9781410600783. 

Peet, M.R. et al. (2010) ‘Generative Knowledge Interviewing: A method for knowledge transfer 
and talent management at the University of Michigan’, International Journal of Educational 
Advancement, 10(2), pp. 71–85. Available at: https://doi.org/10.1057/ijea.2010.10. 

Peng, M.W., Tan, J. and Tong, T.W. (2004) ‘Ownership Types and Strategic Groups in an 
Emerging Economy*’, Journal of Management Studies, 41(7), pp. 1105–1129. Available at: 
https://doi.org/10.1111/j.1467-6486.2004.00468.x. 

Peterson, J., Tahssain-Gay, L. and Laila, B.-N. (2022) ‘The impact of exclusivity in talent 
identification: sources of perceived injustice and employee reactions’, Employee Relations: 
The International Journal, 44(6), pp. 1217–1240. Available at: https://doi.org/10.1108/ER-03-
2021-0123. 

Philbin, S. (2008) ‘Process model for university-industry research collaboration’, European 
Journal of Innovation Management, 11(4), pp. 488–521. Available at: 
https://doi.org/10.1108/14601060810911138. 

Phuong-Mai, N., Terlouw, C., & Pilot, A. (2005). Cooperative learning vs Confucian heritage 
culture's collectivism: confrontation to reveal some cultural conflicts and mismatch. Asia 
Europe Journal, 3, 403-419. 

Pieke, F.N. (2012) ‘Immigrant China’, Modern China, 38(1), pp. 40–77. Available at: 
https://doi.org/10.1177/0097700411424564. 

Pillay, R., Flotman, A.-P. and Mitonga-Monga, J. (2019) ‘Emotional labour among women 
leaders within the South African consulting industry: a hermeneutic phenomenological 
inquiry’, Southern African Business Review, 23(1). Available at: 
https://www.ajol.info/index.php/sabr/article/view/188732 (Accessed: 15 November 2021). 

Ping, T.S. (no date) ‘IMPACT OF TALENT MANAGEMENT PRACTICES TOWARDS 
ORGANIZATIONAL COMMITMENT’, p. 36. 

Poisat, P., Mey, M.R. and Sharp, G. (2018) ‘Do talent management strategies influence the 
psychological contract within a diverse environment?’, SA Journal of Human Resource 
Management, 16(1), pp. 1–10. Available at: https://doi.org/10.4102/sajhrm.v16i0.1044. 

Poister, T.H. and Streib, G.D. (1999) ‘Strategic Management in the Public Sector: Concepts, 
Models, and Processes’, Public Productivity & Management Review, 22(3), pp. 308–325. 
Available at: https://doi.org/10.2307/3380706. 

Poorhosseinzadeh, M. and Subramaniam, I.D. (2012) ‘Determinants of Successful Talent 
Management in MNCs in Malaysia’, Journal of Basic and Apppled Scientific Research, 2, pp. 
12524–12533. 

Popenoe, D. (1973) ‘Urban Residential Differentiation: An Overview of Patterns, Trends, and 
Problems*’, Sociological Inquiry, 43(3–4), pp. 35–56. Available at: 
https://doi.org/10.1111/j.1475-682X.1973.tb00002.x. 



323 

Powell, M. and Lubitsh, G. (2007) ‘Courage in the face of extraordinary talent: Why talent 
management has become a leadership issue’, Strategic HR Review, 6(5), pp. 24–27. Available 
at: https://doi.org/10.1108/14754390980000998. 

Powell, T.C. (2020) ‘Can Quantitative Research Solve Social Problems? Pragmatism and the 
Ethics of Social Research’, Journal of Business Ethics, 167(1), pp. 41–48. Available at: 
https://doi.org/10.1007/s10551-019-04196-7. 

Powell, T.C. and Dent-Micallef, A. (1997) ‘Information technology as competitive advantage: 
the role of human, business, and technology resources’, Strategic Management Journal, 18(5), 
pp. 375–405. Available at: https://doi.org/10.1002/(SICI)1097-0266(199705)18:5<375::AID-
SMJ876>3.0.CO;2-7. 

Prasad, M. (2006) The Politics of Free Markets: The Rise of Neoliberal Economic Policies in 
Britain, France, Germany, and the United States. University of Chicago Press. 

Pratono, A.H. et al. (2019) ‘Achieving sustainable competitive advantage through green 
entrepreneurial orientation and market orientation: The role of inter-organizational learning’, 
The Bottom Line, 32(1), pp. 2–15. Available at: https://doi.org/10.1108/BL-10-2018-0045. 

Pritchett, L. (1997) ‘Divergence, Big Time’, Journal of Economic Perspectives, 11(3), pp. 3–17. 
Available at: https://doi.org/10.1257/jep.11.3.3. 

Pullen, D.L. (2006) ‘An Evaluative Case Study of Online Learning for Healthcare Professionals’, 
The Journal of Continuing Education in Nursing, 37(5), pp. 225–232. Available at: 
https://doi.org/10.3928/00220124-20060901-04. 

Purgał-Popiela, J. (2021) ‘In search of the contribution of non-traditional expatriation to global 
talent management’, European Journal of International Management, 16(4), pp. 610–630. 
Available at: https://doi.org/10.1504/EJIM.2021.118575. 

Purkiss, J. and Royston-Lee, D. (2014) Brand You: Turn Your Unique Talents into a Winning 
Formula. Pearson UK. 

Qian, H. (2010) ‘Talent, creativity and regional economic performance: the case of China’, The 
Annals of Regional Science, 45(1), pp. 133–156. Available at: https://doi.org/10.1007/s00168-
008-0282-3. 

Qiang, Q. and Jian, C. (2020) ‘Natural resource endowment, institutional quality and China’s 
regional economic growth’, Resources Policy, 66, p. 101644. Available at: 
https://doi.org/10.1016/j.resourpol.2020.101644. 

Qiu, S., Xu, Z. and Bhatt, B. (2021) ‘The Sharing Economy Platforms in Rural China: Bridging 
Institutional Voids Through Institutional Entrepreneurship’, in I. Qureshi, B. Bhatt, and D.M. 
Shukla (eds) Sharing Economy at the Base of the Pyramid: Opportunities and Challenges. 
Singapore: Springer, pp. 75–99. Available at: https://doi.org/10.1007/978-981-16-2414-8_4. 

Qu, J. (no date) ‘Research on the Problem of Brain Drain in Enterprises: A case study of Huaxi 
Construction Group Co’. 



324 

Ou Jie. (2013). Construction of Dynamic Management Mechanism for Talent Mobility in 
General Higher Education Institutions: A Case Study of Chongqing City. Chinese Adult 
Education, (21), 23-26. 

Quantitative, Qualitative or Mixed Research: Which Research Paradigm to Use? | Journal of 
Educational and Social Research (no date). Available at: 
https://www.richtmann.org/journal/index.php/jesr/article/view/9915 (Accessed: 11 
November 2021). 

Rabbi, F. et al. (2015) ‘Talent Management as a Source of Competitive Advantage’, Journal of 
Asian Business Strategy, 5(9), pp. 208–214. Available at: 
https://doi.org/10.18488/journal.1006/2015.5.9/1006.9.208.214. 

Rafanell, I. and Sawicka, M. (2020) ‘What Counts as Social Reality?’, in I. Rafanell and M. 
Sawicka (eds) Emotions in Digital Interactions: Ethnopsychologies of Angels’ Mothers in Online 
Bereavement Communities. Cham: Springer International Publishing, pp. 11–18. Available at: 
https://doi.org/10.1007/978-3-030-21998-7_2. 

Ralston, D.A. et al. (2006) ‘Today’s state-owned enterprises of China: are they dying dinosaurs 
or dynamic dynamos?’, Strategic Management Journal, 27(9), pp. 825–843. Available at: 
https://doi.org/10.1002/smj.545. 

Randlesome, C. (1992) ‘East German Managers: From Karl Marx to Adam Smith’, European 
Management Journal, 10(1), pp. 74–79. Available at: https://doi.org/10.1016/0263-
2373(92)90046-7. 

Rani, A. and Joshi, D.U. (2012) ‘A Study of Talent Management as a Strategic Tool for the 
Organization in Selected Indian IT Companies’, European Journal of Business and Management, 
4, p. 10. 

Rarick, C. A. (2007). Confucius on management: Understanding Chinese cultural values and 
managerial practices. Journal of International Management Studies, 2(2). 

Rastgoo, P. (2016) ‘The Relationship of Talent Management and Organizational Development 
with Job Motivation of Employees’, Acta Universitatis Agriculturae et Silviculturae 
Mendelianae Brunensis, 64(2), pp. 653–662. Available at: 
https://doi.org/10.11118/actaun201664020653. 

Rastogi, P.N. (2000) ‘Knowledge management and intellectual capital – the new virtuous 
reality of competitiveness’, Human Systems Management, 19(1), pp. 39–48. Available at: 
https://doi.org/10.3233/HSM-2000-19105. 

Ready, D.A., Conger, J.A. and Hill, L.A. (2012) ‘Are You a High Potential?’, harvard business 
review, p. 8. 

Redford, K. (2005). Shedding light on talent tactics. Personnel Today, 26, 20−22. 

Reich, T. C., & Hershcovis, M. S. (2011). Interpersonal relationships at work. 



325 

Reilly, P. (2008) ‘Identifying the Right Course for Talent Management’, Public Personnel 
Management, 37(4), pp. 381–388. Available at: 
https://doi.org/10.1177/009102600803700401. 

Ren, S. et al. (2018) ‘New generation employees’ preferences towards leadership style in 
China’, Asia Pacific Business Review, 24(4), pp. 437–458. Available at: 
https://doi.org/10.1080/13602381.2018.1451128. 

Rezaei, F. and Beyerlein, M. (2018) ‘Talent development: a systematic literature review of 
empirical studies’, European Journal of Training and Development, 42(1/2), pp. 75–90. 
Available at: https://doi.org/10.1108/EJTD-09-2017-0076. 

Rhoades, L. and Eisenberger, R. (2002) ‘Perceived organizational support: A review of the 
literature’, Journal of Applied Psychology, 87(4), pp. 698–714. Available at: 
https://doi.org/10.1037/0021-9010.87.4.698. 

Ritchie, J. et al. (2013) Qualitative Research Practice: A Guide for Social Science Students and 
Researchers. SAGE. 

Robinson, O. C. (2014). Sampling in interview-based qualitative research: A theoretical and 
practical guide. Qualitative research in psychology, 11(1), 25-41. 

Rodriguez Perez, J. and Ordóñez de Pablos, P. (2003) ‘Knowledge management and 
organizational competitiveness: a framework for human capital analysis’, Journal of 
Knowledge Management, 7(3), pp. 82–91. Available at: 
https://doi.org/10.1108/13673270310485640. 

Rodríguez-Sánchez, J.-L. et al. (2020) ‘Investing Time and Resources for Work–Life Balance: 
The Effect on Talent Retention’, International Journal of Environmental Research and Public 
Health, 17(6), p. 1920. Available at: https://doi.org/10.3390/ijerph17061920. 

Rofaida, R. (2016) ‘Competitive Advantage Through Talent Management’, in. 2016 Global 
Conference on Business, Management and Entrepreneurship, Atlantis Press, pp. 615–617. 
Available at: https://doi.org/10.2991/gcbme-16.2016.115. 

Rojon, C. and Saunders, M.N.K. (2012) ‘Formulating a convincing rationale for a research study’, 
Coaching: An International Journal of Theory, Research and Practice, 5(1), pp. 55–61. Available 
at: https://doi.org/10.1080/17521882.2011.648335. 

Romar, E. J. (2004). Globalization, ethics, and opportunism: A Confucian view of business 
relationships. Business Ethics Quarterly, 14(4), 663-678. 

Romer, P.M. (1989) ‘Human Capital And Growth: Theory and Evidence’. National Bureau of 
Economic Research (Working Paper Series). Available at: https://doi.org/10.3386/w3173. 

Rooke, D., & Torbert, W. R. (2005). Welcome: Background Material 7 Transformations of 
Leadership Making the case for a developmental perspective The Hidden Talent Essay 7: 
Emergent Leadership: Linking Competency, Cognitive Processes, Adaptability, an 
Innovation. Harvard business review. 



326 

Roser, T., DeFillippi, R. and Goga Cooke, J. (2014) ‘Co-creation in design: how the UK company 
Own Label combines openness and ownership to manage talent’, Strategy & Leadership, 42(5), 
pp. 34–40. Available at: https://doi.org/10.1108/SL-07-2014-0050. 

Ross, S. (2013) ‘How definitions of talent suppress talent management’, Industrial and 
Commercial Training, 45(3), pp. 166–170. Available at: 
https://doi.org/10.1108/00197851311320586. 

Rothwell, W.J. (2011) ‘Replacement planning: a starting point for succession planning and 
talent management’, International Journal of Training and Development, 15(1), pp. 87–99. 
Available at: https://doi.org/10.1111/j.1468-2419.2010.00370.x. 

Rothwell, W.J. et al. (2015) Career Planning and Succession Management: Developing Your 
Organization’s Talent—for Today and Tomorrow, 2nd Edition: Developing Your Organization’s 
Talent—for Today and Tomorrow. ABC-CLIO. 

Roulston, K., deMarrais, K. and Lewis, J.B. (2003) ‘Learning to Interview in the Social Sciences’, 
Qualitative Inquiry, 9(4), pp. 643–668. Available at: 
https://doi.org/10.1177/1077800403252736. 

Rouse, M.J. and Daellenbach, U.S. (1999) ‘Rethinking research methods for the resource-
based perspective: isolating sources of sustainable competitive advantage’, Strategic 
Management Journal, 20(5), pp. 487–494. Available at: https://doi.org/10.1002/(SICI)1097-
0266(199905)20:5<487::AID-SMJ26>3.0.CO;2-K. 

Rowlands, T., Waddell, N. and McKenna, B. (2016) ‘Are We There Yet? A Technique to 
Determine Theoretical Saturation’, Journal of Computer Information Systems, 56(1), pp. 40–
47. Available at: https://doi.org/10.1080/08874417.2015.11645799. 

Rowley, J. (2002) ‘Using case studies in research’, Management Research News, 25(1), pp. 16–
27. Available at: https://doi.org/10.1108/01409170210782990. 

Rowshan, S.A., Barzegar, K. and Yaghoubi, M. (2020) ‘Designing a Basic Model for Talent 
Management System’, Public Management Researches, 13(47), pp. 161–188. Available at: 
https://doi.org/10.22111/jmr.2020.29665.4569. 

Rozman, G. (Ed.). (2014). The East Asian region: Confucian heritage and its modern adaptation 
(Vol. 1179). Princeton University Press. 

Rue, P. (2018) ‘Make Way, Millennials, Here Comes Gen Z’, About Campus, 23(3), pp. 5–12. 
Available at: https://doi.org/10.1177/1086482218804251. 

S. Harvey, W. (2014) ‘Winning the global talent war: A policy perspective’, Journal of Chinese 
Human Resource Management, 5(1), pp. 62–74. Available at: 
https://doi.org/10.1108/JCHRM-01-2014-0003. 

Sabuhari, R. et al. (2020) ‘The effects of human resource flexibility, employee competency, 
organizational culture adaptation and job satisfaction on employee performance’, 
Management Science Letters, 10(8), pp. 1775–1786. 



327 

Saeidi, P. et al. (2019) ‘The impact of enterprise risk management on competitive advantage 
by moderating role of information technology’, Computer Standards & Interfaces, 63, pp. 67–
82. Available at: https://doi.org/10.1016/j.csi.2018.11.009. 

Sakthi Ananthan, S. et al. (2019) ‘The development of talent management in Malaysian public 
sector: a comprehensive review’, Problems and Perspectives in Management, 17(2), pp. 242–
253. Available at: https://doi.org/10.21511/ppm.17(2).2019.18. 

Salau, O. et al. (2018) ‘Data regarding talent management practices and innovation 
performance of academic staff in a technology-driven private university’, Data in Brief, 19, pp. 
1040–1045. Available at: https://doi.org/10.1016/j.dib.2018.05.081. 

Saleh, R. and Atan, T. (2021) ‘The Involvement of Sustainable Talent Management Practices on 
Employee’s Job Satisfaction: Mediating Effect of Organizational Culture’, Sustainability, 13(23), 
p. 13320. Available at: https://doi.org/10.3390/su132313320. 

Sankovich, L. (2014) ‘Global Talent Management and the American Female Executive’, in A. Al 
Ariss (ed.) Global Talent Management: Challenges, Strategies, and Opportunities. Cham: 
Springer International Publishing (Management for Professionals), pp. 267–278. Available at: 
https://doi.org/10.1007/978-3-319-05125-3_18. 

Sarmad, I. et al. (2013) ‘Talent management is not an old wine in a new bottle’, African Journal 
of Business Management, 7(35), pp. 3609–3619. Available at: 
https://doi.org/10.5897/AJBM11.855. 

Saroyan, A. and Amundsen, C. (2004) Rethinking Teaching in Higher Education: From a Course 
Design Workshop to a Faculty Development Framework. Stylus Publishing, LLC. 

Sarstedt, M. et al. (2018) ‘The use of sampling methods in advertising research: a gap between 
theory and practice’, International Journal of Advertising, 37(4), pp. 650–663. Available at: 
https://doi.org/10.1080/02650487.2017.1348329. 

Sart, G. (2014) ‘The Impacts of Strategic Talent Management Assessments on Improving 
Innovation-Oriented Career Decisions’, The Anthropologist, 18(3), pp. 657–665. Available at: 
https://doi.org/10.1080/09720073.2014.11891596. 

Saunders, M.N.K. et al. (2015) ‘Understanding research philosophy and approaches to theory 
development’, in M.N.K. Saunders, P. Lewis, and A. Thornhill (eds). Harlow: Pearson Education, 
pp. 122–161. Available at: http://catalogue.pearsoned.co.uk/educator/product/Research-
Methods-for-Business-Students/9781292016627.page (Accessed: 7 November 2021). 

Saurombe, M., Barkhuizen, E.N. and Schutte, N.E. (2017) ‘Management perceptions of a 
higher educational brand for the attraction of talented academic staff’, SA Journal of Human 
Resource Management, 15(1), pp. 1–10. Available at: 
https://doi.org/10.4102/sajhrm.v15i0.831. 

Savanevičienė, A. and Vilčiauskaitė, B. (2017) ‘Practical application of exclusive and inclusive 
talent management strategy in companies’, Business, Management and Economics 
Engineering, 15(2), pp. 242–260. Available at: https://doi.org/10.3846/bme.2017.366. 



328 

Saxenian, A. (2002) ‘Transnational Communities and the Evolution of Global Production 
Networks: The Cases of Taiwan, China and India’, Industry and Innovation, 9(3), pp. 183–202. 
Available at: https://doi.org/10.1080/1366271022000034453. 

Schein, E.H. (1993) ‘On dialogue, culture, and organizational learning’, Organizational 
Dynamics, 22(2), pp. 40–52. 

Schlechter, A., Hung, A. and Bussin, M. (2014) ‘Understanding talent attraction: The influence 
of financial rewards elements on perceived job attractiveness’, SA Journal of Human Resource 
Management, 12(1), p. 13. Available at: https://doi.org/10.4102/sajhrm.v12i1.647. 

Schoemaker, P.J.H., Heaton, S. and Teece, D. (2018) ‘Innovation, Dynamic Capabilities, and 
Leadership’, California Management Review, 61(1), pp. 15–42. Available at: 
https://doi.org/10.1177/0008125618790246. 

Schreuder, R. and Noorman, S. (2018) ‘Strategic talent management: creating strategic value 
by placing top talents in key positions’, Development and Learning in Organizations: An 
International Journal, 33(1), pp. 1–4. Available at: https://doi.org/10.1108/DLO-09-2018-0120. 

Schreurs, B. et al. (2011) ‘Job demands-resources and early retirement intention: Differences 
between blue-and white-collar workers’, Economic and Industrial Democracy, 32(1), pp. 47–
68. Available at: https://doi.org/10.1177/0143831X10365931. 

Schuler, R.S. (1992) ‘Strategic human resources management: Linking the people with the 
strategic needs of the business’, Organizational Dynamics, 21(1), pp. 18–32. Available at: 
https://doi.org/10.1016/0090-2616(92)90083-Y. 

Schuler, R.S. and MacMillan, I.C. (1984) ‘Gaining competitive advantage through human 
resource management practices’, Human Resource Management, 23(3), pp. 241–255. 
Available at: https://doi.org/10.1002/hrm.3930230304. 

Schultz, T.W. (1961) ‘Investment in Human Capital’, The American Economic Review, 51(1), pp. 
1–17. 

Schumpeter, J. and Backhaus, U. (2003) ‘The Theory of Economic Development’, in J. Backhaus 
(ed.) Joseph Alois Schumpeter: Entrepreneurship, Style and Vision. Boston, MA: Springer US 
(The European Heritage in Economics and the Social Sciences), pp. 61–116. Available at: 
https://doi.org/10.1007/0-306-48082-4_3. 

Schurz, G. (2013) Philosophy of Science: A Unified Approach. New York: Routledge. Available 
at: https://doi.org/10.4324/9780203366271. 

Schutz, A. (1976) Collected Papers II: Studies in Social Theory. Springer Science & Business 
Media. 

Schwandt, T.A. (1994) ‘Constructivist, interpretivist approaches to human inquiry’, in 
Handbook of qualitative research. Thousand Oaks, CA, US: Sage Publications, Inc, pp. 118–137. 

Schweyer, A. (2004) Talent Management Systems: Best Practices in Technology Solutions for 



329 

Recruitment, Retention and Workforce Planning. John Wiley & Sons. 

Scotland, J. (2012) ‘Exploring the Philosophical Underpinnings of Research: Relating Ontology 
and Epistemology to the Methodology and Methods of the Scientific, Interpretive, and Critical 
Research Paradigms’, English Language Teaching, 5(9), pp. 9–16. 

SCULLION, H. and COLLINGS, D.G. (2010) ‘Global talent management: introduction’, in Global 
Talent Management. Routledge. 

Sehhat, S. et al. (2020) ‘A Talent Management Model for Active Knowledge-Based Companies 
in the Agricultural Sector of Guilan Province (Case of Rasht City)’, International Journal of 
Agricultural Management and Development, 10(2), pp. 189–206. 

Seierstad, C. et al. (2021) ‘A “quota silo” or positive equality reach? The equality impact of 
gender quotas on corporate boards in Norway’, Human Resource Management Journal, 31(1), 
pp. 165–186. Available at: https://doi.org/10.1111/1748-8583.12288. 

Shan, S. et al. (2019) ‘Big data analysis adaptation and enterprises’ competitive advantages: 
the perspective of dynamic capability and resource-based theories’, Technology Analysis & 
Strategic Management, 31(4), pp. 406–420. Available at: 
https://doi.org/10.1080/09537325.2018.1516866. 

Shao, J.J. and Ariss, A.A. (2020) ‘Knowledge transfer between self-initiated expatriates and 
their organizations: Research propositions for managing SIEs’, International Business Review, 
29(1), p. 101634. Available at: https://doi.org/10.1016/j.ibusrev.2019.101634. 

Sharipov, F.F., Krotenko, T.Yu. and Dyakonova, M.A. (2021) ‘Talent Management: Needs and 
Prospects for Business Development in the Digital Economy’, in S.I. Ashmarina and V.V. 
Mantulenko (eds) Digital Economy and the New Labor Market: Jobs, Competences and 
Innovative HR Technologies. Cham: Springer International Publishing (Lecture Notes in 
Networks and Systems), pp. 514–518. Available at: https://doi.org/10.1007/978-3-030-
60926-9_65. 

Sharma, R. and Bhatnagar, J. (2009) ‘Talent management – competency development: key to 
global leadership’, Industrial and Commercial Training, 41(3), pp. 118–132. Available at: 
https://doi.org/10.1108/00197850910950907. 

Sheehan, C. (no date) ‘Talent Flow: Why is Life Elsewhere for so many Australian 
Professionals?’ 

Sheehan, M., Grant, K. and Garavan, T. (2018) ‘Strategic talent management: A macro and 
micro analysis of current issues in hospitality and tourism’, Worldwide Hospitality and Tourism 
Themes, 10(1), pp. 28–41. Available at: https://doi.org/10.1108/WHATT-10-2017-0062. 

Shen *, J. (2004) ‘Population growth, ecological degradation and construction in the western 
region of China’, Journal of Contemporary China, 13(41), pp. 637–661. Available at: 
https://doi.org/10.1080/1067056042000281413. 

Shen Xiaoyan. (2006). From Identity to Contract: The Misplacement and Restoration of the 



330 

Subject Status of University Teachers. Administration and Law, (3), 118-120. 

Shet, Sateesh.V. (2020) ‘Strategic talent management – contemporary issues in international 
context’, Human Resource Development International, 23(1), pp. 98–102. Available at: 
https://doi.org/10.1080/13678868.2019.1650324. 

Shikweni, S., Schurink, W. and Van, W.R. (2019) ‘Talent management in the South African 
construction industry’, SA Journal of Human Resource Management, 17(1), pp. 1–12. Available 
at: https://doi.org/10.4102/sajhrm.v17i0.1094. 

Si, J. (2022) ‘No other choices but involution: understanding Chinese young academics in the 
tenure track system’, Journal of Higher Education Policy and Management, 0(0), pp. 1–15. 
Available at: https://doi.org/10.1080/1360080X.2022.2115332. 

Sidani, Y. and Al Ariss, A. (2014) ‘Institutional and corporate drivers of global talent 
management: Evidence from the Arab Gulf region’, Journal of World Business, 49(2), pp. 215–
224. Available at: https://doi.org/10.1016/j.jwb.2013.11.005. 

Siggelkow, N. (2001) ‘Change in the Presence of Fit: the Rise, the Fall, and the Renaissance of 
Liz Claiborne’, Academy of Management Journal, 44(4), pp. 838–857. Available at: 
https://doi.org/10.5465/3069418. 

Silzer, R. and Dowell, B.E. (2009) Strategy-Driven Talent Management: A Leadership 
Imperative. John Wiley & Sons. 

Simon, J.L. (2019) The Economics of Population Growth. Princeton University Press. 

Simonton, D.K. (2008) ‘Scientific Talent, Training, and Performance: Intellect, Personality, and 
Genetic Endowment’, Review of General Psychology, 12(1), pp. 28–46. Available at: 
https://doi.org/10.1037/1089-2680.12.1.28. 

Singh, A., Jones, D.B. and Hall, N. (2012) ‘Talent Management: A Research Based Case Study 
in the GCC Region’, International Journal of Business and Management, 7(24), p. p94. Available 
at: https://doi.org/10.5539/ijbm.v7n24p94. 

Singh, A. and Sharma, J. (2015) ‘Strategies for talent management: a study of select 
organizations in the UAE’, International Journal of Organizational Analysis, 23(3), pp. 337–347. 
Available at: https://doi.org/10.1108/IJOA-11-2014-0823. 

Sinkovics, R.R. and Alfoldi, E.A. (2012) ‘Progressive Focusing and Trustworthiness in Qualitative 
Research’, Management International Review, 52(6), pp. 817–845. Available at: 
https://doi.org/10.1007/s11575-012-0140-5. 

Sinniah, S. et al. (2019) ‘Talent Retention in Private Universities of Malaysia’, 8, pp. 233–239. 
Available at: https://doi.org/10.35940/ijeat.F1038.0986S319. 

Sivathanu, B. and Pillai, R. (2019) ‘Technology and talent analytics for talent management – a 
game changer for organizational performance’, International Journal of Organizational 
Analysis, 28(2), pp. 457–473. Available at: https://doi.org/10.1108/IJOA-01-2019-1634. 



331 

Skuza, A. and Scullion, H. (2021) ‘Talent Management in European Organizations’, in The 
Routledge Companion to Talent Management. Routledge. 

Smaling, A. (1992) ‘Varieties of methodological intersubjectivity — the relations with 
qualitative and quantitative research, and with objectivity’, Quality and Quantity, 26(2), pp. 
169–180. Available at: https://doi.org/10.1007/BF02273552. 

Smart Talent Management: Building Knowledge Assets for Competitive Advantage (2008) 
Smart Talent Management. Edward Elgar Publishing. Available at: 
https://www.elgaronline.com/view/9781847205131.xml (Accessed: 25 June 2022). 

Smith, D.A. et al. (2019) ‘Strategic Talent Management: Implementation and Impact of a 
Leadership Development Program in Radiology’, Journal of the American College of Radiology, 
16(7), pp. 992–998. Available at: https://doi.org/10.1016/j.jacr.2018.12.030. 

Smith, E., Anderson, J.L. and Lovrich, N.P. (1995) ‘The multiple sources of workplace stress 
among land-grant university faculty’, Research in Higher Education, 36(3), pp. 261–282. 
Available at: https://doi.org/10.1007/BF02208311. 

Smith, J.B. (2000) Nonprofit community blood bank leadership: a qualitative explanatory case 
study. Phoenix: University of Phoenix. Available at: 
http://public.ebookcentral.proquest.com/choice/publicfullrecord.aspx?p=3389342 
(Accessed: 17 November 2021). 

Smith, K.G., Ferrier, W.J. and Ndofor, H. (2005) ‘Competitive Dynamics Research’, in The 
Blackwell Handbook of Strategic Management. John Wiley & Sons, Ltd, pp. 309–354. Available 
at: https://doi.org/10.1111/b.9780631218616.2006.00012.x. 

Sohrabi, R., Jafari Seresht, D. and Meydandar Basmanj, F. (2017) ‘Designing a Talent 
Management Framework through Human Resource Agility Approach’, Journal of Research in 
Human Resources Management, 9(2), pp. 1–20. 

Sokolowski, R. (2000) Introduction to Phenomenology. Cambridge University Press. 

Soltani, F., Allameh, M. and Narimani, M. (2021) ‘To Study the Mediator Role of Social Capital 
Variable on the Relationship between Talent Management and Knowledge Sharing in 
Organizations (Case to Study: All of the Staff Divisions of Iranian National Petroleum Company 
and Its Affiliated Branches Located in Tehran)’, Management Research in Iran, 18(2), pp. 127–
148. 

Songa, J. V., & Oloko, M. (2016). Influence of Talent Attraction and Retention on Organization 
Performance: A Case of Kisumu County Government, Kenya. Int. J. Humanit. Soc. Stud, 4, 82-
91. 

Sorcinelli, M.D. (1994) ‘Effective Approaches to New Faculty Development’, Journal of 
Counseling & Development, 72(5), pp. 474–479. Available at: https://doi.org/10.1002/j.1556-
6676.1994.tb00976.x. 

Sorcinelli, M.D. and Near, J.P. (1989) ‘Relations between Work and Life Away from Work among 



332 

University Faculty’, The Journal of Higher Education, 60(1), pp. 59–81. Available at: 
https://doi.org/10.1080/00221546.1989.11778824. 

Sovacool, B.K., Axsen, J. and Sorrell, S. (2018) ‘Promoting novelty, rigor, and style in energy 
social science: Towards codes of practice for appropriate methods and research design’, 
Energy Research & Social Science, 45, pp. 12–42. Available at: 
https://doi.org/10.1016/j.erss.2018.07.007. 

Sparrow, P. (2019) ‘A Historical Analysis of Critiques in the Talent Management Debate’, BRQ 
Business Research Quarterly, 22(3), pp. 160–170. Available at: 
https://doi.org/10.1016/j.brq.2019.05.001. 

Sparrow, P., Farndale, E. and Scullion, H. (2013) ‘An empirical study of the role of the corporate 
HR function in global talent management in professional and financial service firms in the 
global financial crisis’, The International Journal of Human Resource Management, 24(9), pp. 
1777–1798. Available at: https://doi.org/10.1080/09585192.2013.777541. 

Sparrow, P.R. and Makram, H. (2015) ‘What is the value of talent management? Building value-
driven processes within a talent management architecture’, Human Resource Management 
Review, 25(3), pp. 249–263. Available at: https://doi.org/10.1016/j.hrmr.2015.04.002. 

Stahl, G. et al. (2012) ‘Six principles of effective global talent management’, MIT Sloan 
Management Review, 53(2), pp. 25–42. 

Stahl, G.K. et al. (2007) ‘International Assignments as a Career Development Tool: Factors 
Affecting Turnover Intentions Among Executive Talent’. Rochester, NY. Available at: 
https://doi.org/10.2139/ssrn.1032166. 

Stake, R.E. (1995) The Art of Case Study Research. SAGE. 

Stark, C. (1997) ‘Academic freedom, “political correctness”, and ethics’, Canadian Psychology 
/ Psychologie canadienne, 38, pp. 232–237. Available at: https://doi.org/10.1037/0708-
5591.38.4.232. 

Steinhardt, M.F. (2012) ‘Does citizenship matter? The economic impact of naturalizations in 
Germany’, Labour Economics, 19(6), pp. 813–823. Available at: 
https://doi.org/10.1016/j.labeco.2012.09.001. 

Stevens, R.E., Harris, O.J. and Williamson, S. (1993) ‘A comparison of ethical evaluations of 
business school faculty and students: A pilot study’, Journal of Business Ethics, 12(8), pp. 611–
619. Available at: https://doi.org/10.1007/BF01845898. 

Stewart, J. and Harte, V. (2010) ‘The implications of talent management for diversity training: 
an exploratory study’, Journal of European Industrial Training. Edited by D. McGuire and M. 
Bagher, 34(6), pp. 506–518. Available at: https://doi.org/10.1108/03090591011061194. 

Stodulka, T., Selim, N. and Mattes, D. (2018) ‘Affective Scholarship: Doing Anthropology with 
Epistemic Affects’, Ethos, 46(4), pp. 519–536. Available at: 
https://doi.org/10.1111/etho.12219. 



333 

Stokes, P. et al. (2016) ‘Managing talent across advanced and emerging economies: HR issues 
and challenges in a Sino-German strategic collaboration’, The International Journal of Human 
Resource Management, 27(20), pp. 2310–2338. Available at: 
https://doi.org/10.1080/09585192.2015.1074090. 

Story, J., Castanheira, F. and Hartig, S. (2016) ‘Corporate social responsibility and 
organizational attractiveness: implications for talent management’, Social Responsibility 
Journal, 12(3), pp. 484–505. Available at: https://doi.org/10.1108/SRJ-07-2015-0095. 

Su, F., An, X.-P. and Mao, J.-Y. (2021) ‘Innovations and trends in China’s digital economy’, 
Communications of the ACM, 64(11), pp. 44–47. Available at: 
https://doi.org/10.1145/3481604. 

Subramaniam, M. and Youndt, M.A. (2005) ‘The Influence of Intellectual Capital on the Types 
of Innovative Capabilities’, Academy of Management Journal, 48(3), pp. 450–463. Available at: 
https://doi.org/10.5465/amj.2005.17407911. 

Sumelius, J., Smale, A. and Yamao, S. (2020) ‘Mixed signals: employee reactions to talent 
status communication amidst strategic ambiguity’, The International Journal of Human 
Resource Management, 31(4), pp. 511–538. Available at: 
https://doi.org/10.1080/09585192.2018.1500388. 

Sun, K. (2018) ‘Construction of “New Ecology” of Ideological and Political Education from the 
Perspective of Internet Socialization, Starting from the Education of Ideal and Belief of “Post-
00s” College Students’, in. 3rd International Conference on Contemporary Education, Social 
Sciences and Humanities (ICCESSH 2018), Atlantis Press, pp. 278–281. Available at: 
https://doi.org/10.2991/iccessh-18.2018.59. 

Sunal, D.W. et al. (2001) ‘Teaching Science in Higher Education: Faculty Professional 
Development and Barriers to Change’, School Science and Mathematics, 101(5), pp. 246–257. 
Available at: https://doi.org/10.1111/j.1949-8594.2001.tb18027.x. 

Suzuki, L.A. et al. (2007) ‘The Pond You Fish In Determines the Fish You Catch: Exploring 
Strategies for Qualitative Data Collection’, The Counseling Psychologist, 35(2), pp. 295–327. 
Available at: https://doi.org/10.1177/0011000006290983. 

Swailes, S. (2013) ‘Troubling some assumptions: A response to “The role of perceived 
organizational justice in shaping the outcomes of talent management: A research agenda”’, 
Human Resource Management Review, 23(4), pp. 354–356. Available at: 
https://doi.org/10.1016/j.hrmr.2013.08.005. 

Swailes, S. (2016) ‘The Cultural Evolution of Talent Management: A Memetic Analysis’, Human 
Resource Development Review, 15(3), pp. 340–358. Available at: 
https://doi.org/10.1177/1534484316664812. 

Swailes, S., Downs, Y. and Orr, K. (2014) ‘Conceptualising inclusive talent management: 
potential, possibilities and practicalities’, Human Resource Development International, 17(5), 
pp. 529–544. Available at: https://doi.org/10.1080/13678868.2014.954188. 



334 

Swart, J. and Kinnie, N. (2010) ‘Organisational learning, knowledge assets and HR practices in 
professional service firms’, Human Resource Management Journal, 20(1), pp. 64–79. Available 
at: https://doi.org/10.1111/j.1748-8583.2009.00115.x. 

Taamneh, A.M. et al. (2021) ‘Talent management and academic context: a comparative study 
of public and private universities’, EuroMed Journal of Business, 17(4), pp. 731–751. Available 
at: https://doi.org/10.1108/EMJB-08-2020-0088. 

‘Talent Management and Leadership Reciprocity: The case of the South African Aviation 
Industry | Mediterranean Journal of Social Sciences’ (2020). Available at: 
https://www.richtmann.org/journal/index.php/mjss/article/view/2606 (Accessed: 26 June 
2022). 

Talpoş, M.-F. et al. (2017) ‘Talent Management and the Quest for Effective Succession 
Management in the Knowledge-Based Economy’, in S. Vaduva, I.S. Fotea, and A.R. Thomas 
(eds) Business Ethics and Leadership from an Eastern European, Transdisciplinary Context: The 
2014 Griffiths School of Management Annual Conference on Business, Entrepreneurship and 
Ethics. Cham: Springer International Publishing, pp. 65–73. Available at: 
https://doi.org/10.1007/978-3-319-45186-2_6. 

Tam, M. (2002) ‘University Impact on Student Growth: A quality measure?’, Journal of Higher 
Education Policy and Management, 24(2), pp. 211–218. Available at: 
https://doi.org/10.1080/1360080022000013527. 

Tamunomiebi, M.D. and Worgu, V.O. (2020) ‘Talent Management and Organizational 
Effectiveness’, Journal of Contemporary Research in Social Sciences, 2(2), pp. 35–45. Available 
at: https://doi.org/10.33094/26410249.2020.22.35.45. 

Tan, C. (2017). A Confucian perspective of self-cultivation in learning: Its implications for self-
directed learning. Journal of Adult and Continuing Education, 23(2), 250-262. 

Tan Mei, Lu Xiaodong, & Wang Lu. (2021). A Discussion on the Reform of the Evaluation System 
for University Teachers and the Construction of "Double First-Class" Initiative in China. Journal 
of Jilin Engineering Normal University. 

Tan, R. et al. (2021) ‘How will innovation-driven development policy affect sustainable urban 
land use: Evidence from 230 Chinese cities’, Sustainable Cities and Society, 72, p. 103021. 
Available at: https://doi.org/10.1016/j.scs.2021.103021. 

Tang, Y. (2015) ‘The Contemporary Significance of Confucianism’, in Y. Tang (ed.) Confucianism, 
Buddhism, Daoism, Christianity and Chinese Culture. Berlin, Heidelberg: Springer (China 
Academic Library), pp. 11–32. Available at: https://doi.org/10.1007/978-3-662-45533-3_2. 

Tansley, C. (2011) ‘What do we mean by the term “talent” in talent management?’, Industrial 
and Commercial Training, 43(5), pp. 266–274. Available at: 
https://doi.org/10.1108/00197851111145853. 

Tansley, C., Kirk, S. and Tietze, S. (2013) ‘The currency of talent management—A reply to 
“talent management and the relevance of context: Towards a pluralistic approach”’, Human 



335 

Resource Management Review, 23(4), pp. 337–340. Available at: 
https://doi.org/10.1016/j.hrmr.2013.08.004. 

Tao-chiu, L. and Chan, H.S. (1996) ‘Reforming China’s Cadre Management System: Two Views 
of a Civil Service’, Asian Survey, 36(8), pp. 772–786. Available at: 
https://doi.org/10.2307/2645438. 

Tarique, I. (2021) The Routledge Companion to Talent Management. Routledge. 

Tarique, I. and Schuler, R.S. (2010) ‘Global talent management: Literature review, integrative 
framework, and suggestions for further research’, Journal of World Business, 45(2), pp. 122–
133. Available at: https://doi.org/10.1016/j.jwb.2009.09.019. 

Tatli, A., Vassilopoulou, J. and Özbilgin, M. (2013) ‘An unrequited affinity between talent 
shortages and untapped female potential: The relevance of gender quotas for talent 
management in high growth potential economies of the Asia Pacific region’, International 
Business Review, 22(3), pp. 539–553. Available at: 
https://doi.org/10.1016/j.ibusrev.2012.07.005. 

Tatto, M.T. (2015) ‘The role of research in the policy and practice of quality teacher education: 
an international review’, Oxford Review of Education, 41(2), pp. 171–201. Available at: 
https://doi.org/10.1080/03054985.2015.1017405. 

Taylor, C. (1973) ‘Interpretation and the Sciences of Man’, in D. Carr and E.S. Casey (eds) 
Explorations in Phenomenology: Papers of the Society for Phenomenology and Existential 
Philosophy. Dordrecht: Springer Netherlands (Selected Studies in Phenomenology and 
Existential Philosophy), pp. 47–101. Available at: https://doi.org/10.1007/978-94-010-1999-
6_3. 

Teece, D.J., Pisano, G. and Shuen, A. (1997) ‘Dynamic capabilities and strategic management’, 
Strategic Management Journal, 18(7), pp. 509–533. Available at: 
https://doi.org/10.1002/(SICI)1097-0266(199708)18:7<509::AID-SMJ882>3.0.CO;2-Z. 

Teng, B.-S. (2007) ‘Corporate Entrepreneurship Activities through Strategic Alliances: A 
Resource-Based Approach toward Competitive Advantage*’, Journal of Management Studies, 
44(1), pp. 119–142. Available at: https://doi.org/10.1111/j.1467-6486.2006.00645.x. 

Thanh Nhon, H. et al. (2020) ‘Exploring the mediating role of dynamic capabilities in the 
relationship between intellectual capital and performance of information and 
communications technology firms’, Cogent Business & Management. Edited by L.T. Wright, 
7(1), p. 1831724. Available at: https://doi.org/10.1080/23311975.2020.1831724. 

The Meaning of Talent in the World of Work (2018) Global Talent Management. Routledge, pp. 
33–58. Available at: https://doi.org/10.4324/9781315200170-3. 

The State Council news release, “State Council Cuts 39 More Administrative Approvals,” 
available online, 
http://english.gov.cn/policies/latest_releases/2017/01/21/content_281475547730394.htm, 
accessed Jan. 21, 2017. 

http://english.gov.cn/policies/latest_releases/2017/01/21/content_281475547730394.htm


336 

The state council. (2019) Opinions on Further Carrying forward the Spirit of Scientists and 
Strengthening the Construction of Work and Study. http://www.gov.cn/xinwen/2019-
06/14/content_5400293.htm (2023.1.12) 

Theys, N.A. and Schultz, C.M. (2020) ‘A qualitative perspective of Talent Management’, Journal 
of Contemporary Management, 17(1), pp. 64–85. Available at: 
https://doi.org/10.35683/jcm19111.56. 

Thrupp, M. and Willmott, R. (2003) EBOOK: Educational Management in Managerialist Times. 
McGraw-Hill Education (UK). 

Thunnissen, M. (2016) ‘Talent management: For what, how and how well? An empirical 
exploration of talent management in practice’, Employee Relations. Edited by D.V.V. and 
P.D.G.C. Professor Hugh Scullion, 38(1), pp. 57–72. Available at: https://doi.org/10.1108/ER-
08-2015-0159. 

Thunnissen, M. and Arensbergen, P.V. (2015) ‘A multi-dimensional approach to talent: An 
empirical analysis of the definition of talent in Dutch academia’, Personnel Review, 44(2), pp. 
182–199. Available at: https://doi.org/10.1108/PR-10-2013-0190. 

Thunnissen, M., Boselie, P. and Fruytier, B. (2013a) ‘A review of talent management: “infancy 
or adolescence?”’, The International Journal of Human Resource Management, 24(9), pp. 
1744–1761. Available at: https://doi.org/10.1080/09585192.2013.777543. 

Thunnissen, M., Boselie, P. and Fruytier, B. (2013b) ‘Talent management and the relevance of 
context: Towards a pluralistic approach’, Human Resource Management Review, 23(4), pp. 
326–336. Available at: https://doi.org/10.1016/j.hrmr.2013.05.004. 

Thunnissen, M. and Buttiens, D. (2017) ‘Talent Management in Public Sector Organizations: A 
Study on the Impact of Contextual Factors on the TM Approach in Flemish and Dutch Public 
Sector Organizations’, Public Personnel Management, 46(4), pp. 391–418. Available at: 
https://doi.org/10.1177/0091026017721570. 

Tian, M. and Lu, G. (2017) ‘What price the building of world-class universities? Academic 
pressure faced by young lecturers at a research-centered University in China’, Teaching in 
Higher Education, 22(8), pp. 957–974. Available at: 
https://doi.org/10.1080/13562517.2017.1319814. 

Tian, M., Su, Y. and Ru, X. (2016) ‘Perish or Publish in China: Pressures on Young Chinese 
Scholars to Publish in Internationally Indexed Journals’, Publications, 4(2), p. 9. Available at: 
https://doi.org/10.3390/publications4020009. 

Tierney, W. and Lanford, M. (2018) ‘Institutional Culture in Higher Education’, in, pp. 1–9. 
Available at: https://doi.org/10.1007/978-94-017-9553-1_544-1. 

Tierney, W.G. (1997) ‘Organizational Socialization in Higher Education’, The Journal of Higher 
Education, 68(1), pp. 1–16. Available at: https://doi.org/10.1080/00221546.1997.11778975. 

Tiles, J. (2000) Moral Measures: An Introduction to Ethics West and East. London: Routledge. 



337 

Available at: https://doi.org/10.4324/9780203465042. 

Timperley, H. (no date) ‘Teacher professional learning and development’, p. 32. 

Tolbize, A. (no date) ‘Generational differences in the workplace’, p. 25. 

Tomizawa, A. et al. (2020) ‘Economic growth, innovation, institutions, and the Great 
Enrichment’, Asia Pacific Journal of Management, 37(1), pp. 7–31. Available at: 
https://doi.org/10.1007/s10490-019-09648-2. 

Tracy, S.J. (2010) ‘Qualitative Quality: Eight “Big-Tent” Criteria for Excellent Qualitative 
Research’, Qualitative Inquiry, 16(10), pp. 837–851. Available at: 
https://doi.org/10.1177/1077800410383121. 

Tran, H. and Dou, J. (2019) ‘An Exploratory Examination of What Types of Administrative 
Support Matter for Rural Teacher Talent Management: The Rural Educator Perspective’, 
Education Leadership Review, 20(1), pp. 133–149. 

Tripsas, M. and Gavetti, G. (2000) ‘Capabilities, cognition, and inertia: evidence from digital 
imaging’, Strategic Management Journal, 21(10–11), pp. 1147–1161. Available at: 
https://doi.org/10.1002/1097-0266(200010/11)21:10/11<1147::AID-SMJ128>3.0.CO;2-R. 

Tu, W. M. (1998). Probing the ‘three bonds’ and ‘five relationships’ in Confucian humanism. 
Confucianism and the family, 121-136. 

Tucker, E., Kao, T. and Verma, N. (no date) ‘Five Workforce Trends You Can Count On’. 

Tuli, F. (2010) ‘The Basis of Distinction Between Qualitative and Quantitative Research in Social 
Science: Reflection on Ontological, Epistemological and Methodological Perspectives’, 
Ethiopian Journal of Education and Sciences, 6(1). Available at: 
https://doi.org/10.4314/ejesc.v6i1.65384. 

Tung, R.L. (1994) ‘Strategic management thought in East Asia’, Organizational Dynamics, 22(4), 
pp. 55–65. Available at: https://doi.org/10.1016/0090-2616(94)90078-7. 

Tungodden, B. et al. (2004) Toward Pro-poor Policies: Aid, Institutions, and Globalization. 
World Bank Publications. 

Turner, P. and Kalman, D. (2014) Make Your People Before You Make Your Products: Using 
Talent Management to Achieve Competitive Advantage in Global Organizations. John Wiley & 
Sons. 

Tyler, A.L., Hancock, S. and Richardson, S.C. (2020) Seeing The HiddEn Minority: Increasing the 
Talent Pool through Identity, Socialization, and Mentoring Constructs. IAP. 

Tymon, W.G., Stumpf, S.A. and Doh, J.P. (2010) ‘Exploring talent management in India: The 
neglected role of intrinsic rewards’, Journal of World Business, 45(2), pp. 109–121. Available 
at: https://doi.org/10.1016/j.jwb.2009.09.016. 

Tyskbo, D. (2021) ‘Competing institutional logics in talent management: talent identification 



338 

at the HQ and a subsidiary’, The International Journal of Human Resource Management, 
32(10), pp. 2150–2184. Available at: https://doi.org/10.1080/09585192.2019.1579248. 

Universitas Bina Nusantara, Jakarta - Indonesia and Sadeli, J. (2012) ‘The Influence of 
Leadership, Talent Management, Organizational Culture and Organizational Support on 
Employee Engagement’, International Research Journal of Business Studies. Edited by 
Prasetiya Mulya Publishing, Jakarta, Indonesia, 5(3), pp. 30–50. Available at: 
https://doi.org/10.21632/irjbs.5.3.30-50. 

Üskül, A., se K. and Oishi, S. (2018) Socio-Economic Environment and Human Psychology: 
Social, Ecological, and Cultural Perspectives. Oxford University Press. 

Uzuner-Smith, S. and Englander, K. (2015) ‘Exposing ideology within university policies: a 
critical discourse analysis of faculty hiring, promotion and remuneration practices’, Journal of 
Education Policy, 30(1), pp. 62–85. Available at: 
https://doi.org/10.1080/02680939.2014.895853. 

Vaiman, V. and Collings, D.G. (2013) ‘Talent management: advancing the field’, The 
International Journal of Human Resource Management, 24(9), pp. 1737–1743. Available at: 
https://doi.org/10.1080/09585192.2013.777544. 

Vaiman, V., Collings, D.G. and Scullion, H. (2017) ‘Contextualising talent management’, Journal 
of Organizational Effectiveness: People and Performance, 4(4), pp. 294–297. Available at: 
https://doi.org/10.1108/JOEPP-12-2017-070. 

Vaiman, V. and Haslberger, A. (2013) Talent Management of Self-Initiated Expatriates: A 
Neglected Source of Global Talent. Springer. 

Vaiman, V., Haslberger, A. and Vance, C.M. (2015) ‘Recognizing the important role of self-
initiated expatriates in effective global talent management’, Human Resource Management 
Review, 25(3), pp. 280–286. Available at: https://doi.org/10.1016/j.hrmr.2015.04.004. 

Vaismoradi, M. et al. (2016) ‘Theme development in qualitative content analysis and thematic 
analysis’, Journal of Nursing Education and Practice, 6(5), p. p100. Available at: 
https://doi.org/10.5430/jnep.v6n5p100. 

Vaismoradi, M., Turunen, H. and Bondas, T. (2013) ‘Content analysis and thematic analysis: 
Implications for conducting a qualitative descriptive study’, Nursing & Health Sciences, 15(3), 
pp. 398–405. Available at: https://doi.org/10.1111/nhs.12048. 

Valverde, M., Scullion, H. and Ryan, G. (2013) ‘Talent management in Spanish medium-sized 
organisations’, The International Journal of Human Resource Management, 24(9), pp. 1832–
1852. Available at: https://doi.org/10.1080/09585192.2013.777545. 

Van der Wal, Z. and Yang, L. (2015) ‘Confucius Meets Weber or “Managerialism Takes All”? 
Comparing Civil Servant Values in China and the Netherlands’, International Public 
Management Journal, 18(3), pp. 411–436. Available at: 
https://doi.org/10.1080/10967494.2015.1030486. 



339 

Van Looy, B. et al. (2004) ‘Combining entrepreneurial and scientific performance in academia: 
towards a compounded and reciprocal Matthew-effect?’, Research Policy, 33(3), pp. 425–441. 
Available at: https://doi.org/10.1016/j.respol.2003.09.004. 

Vargo, S.L., Akaka, M.A. and Wieland, H. (2020) ‘Rethinking the process of diffusion in 
innovation: A service-ecosystems and institutional perspective’, Journal of Business Research, 
116, pp. 526–534. Available at: https://doi.org/10.1016/j.jbusres.2020.01.038. 

Victor, J. and Hoole, C. (2017) ‘The influence of organisational rewards on workplace trust and 
work engagement’, SA Journal of Human Resource Management, 15(1), pp. 1–14. Available at: 
https://doi.org/10.4102/sajhrm.v15i0.853. 

Visvizi, A. et al. (2018) ‘Policy making for smart cities: innovation and social inclusive economic 
growth for sustainability’, Journal of Science and Technology Policy Management, 9(2), pp. 
126–133. Available at: https://doi.org/10.1108/JSTPM-07-2018-079. 

Vogel, E.F. (1989) One Step Ahead in China: Guangdong Under Reform. Harvard University 
Press. 

Voss, C., Tsikriktsis, N. and Frohlich, M. (2002) ‘Case research in operations management’, 
International Journal of Operations & Production Management, 22(2), pp. 195–219. Available 
at: https://doi.org/10.1108/01443570210414329. 

Voss, T. and Kunter, M. (2020) ‘“Reality Shock” of Beginning Teachers? Changes in Teacher 
Candidates’ Emotional Exhaustion and Constructivist-Oriented Beliefs’, Journal of Teacher 
Education, 71(3), pp. 292–306. Available at: https://doi.org/10.1177/0022487119839700. 

Waal, A.D. (2017) Strategic Performance Management: A Managerial and Behavioral 
Approach. Bloomsbury Publishing. 

Wada, Y. (2014). Relational care ethics from a comparative perspective: The ethics of care and 
Confucian ethics. Ethics and Social Welfare, 8(4), 350-363. 

Walker, A., Hu, R. and Qian, H. (2012) ‘Principal leadership in China: an initial review’, School 
Effectiveness and School Improvement, 23(4), pp. 369–399. Available at: 
https://doi.org/10.1080/09243453.2012.678863. 

Walker, J.W. and LaRocco, J.M. (2002) ‘Talent pools: The best and the rest. (Perspectives)’, 
Human Resource Planning, 25(3), pp. 12–15. 

Wang, C.L. (2007) ‘Guanxi vs. relationship marketing: Exploring underlying differences’, 
Industrial Marketing Management, 36(1), pp. 81–86. Available at: 
https://doi.org/10.1016/j.indmarman.2005.08.002. 

Wang, C. L., Tee, D. D., & Ahmed, P. K. (2016). Entrepreneurial leadership and context in 
Chinese firms: a tale of two Chinese private enterprises. In Leadership in the Asia Pacific (pp. 
63-88). Routledge. 

Wang Dewen, Cai Fang, & Zhang Guoqing. (2008). Rural Migrant Labor Employment and Wage 



340 

Determination: The Importance of Education and Training. Economics, 7(4), 1131-1148. 

Wang Dihai, Gong Liutang, & Zou Hengfu. (2010). Accumulation of Material Capital and 
Investment in Healthy Human Capital: A Two-Sector Economic Model. China Industrial 
Economy, (5), 16-26. 

Wang, F. (2016) ‘Analysis on the Regional Disparity in China and the Influential Factors’, 2(4), 
p. 11. 

Wang, G. et al. (2020) ‘A Building Project-Based Industrialized Construction Maturity Model 
Involving Organizational Enablers: A Multi-Case Study in China’, Sustainability, 12(10), p. 4029. 
Available at: https://doi.org/10.3390/su12104029. 

Wang, G. et al. (2021) ‘Digital twin-driven service model and optimal allocation of 
manufacturing resources in shared manufacturing’, Journal of Manufacturing Systems, 59, pp. 
165–179. Available at: https://doi.org/10.1016/j.jmsy.2021.02.008. 

Wang, H. (2011) ‘China’s New Talent Strategy: Impact on China’s Development and its Global 
Exchanges’, The SAIS Review of International Affairs, 31(2), pp. 49–64. 

Wang, H. (2012) ‘China’s Competition for Global Talents: Strategy, Policy and 
Recommendations’. Rochester, NY. Available at: https://doi.org/10.2139/ssrn.2263701. 

Wang, H. and Liu, Y. (2016) Entrepreneurship and Talent Management from a Global 
Perspective: Global Returnees. Edward Elgar Publishing. 

Wang, H. (2012). Ren and Gantong: Openness of heart and the root of Confucianism. 
Philosophy East and West, 62(4), 463-504. 

Wang, H. and Miao, L. (2016) China Goes Global. London: Palgrave Macmillan UK. Available at: 
https://doi.org/10.1007/978-1-137-57813-6. 

Wang, H.C., He, J. and Mahoney, J.T. (2009) ‘Firm-specific knowledge resources and 
competitive advantage: the roles of economic- and relationship-based employee governance 
mechanisms’, Strategic Management Journal, 30(12), pp. 1265–1285. Available at: 
https://doi.org/10.1002/smj.787. 

Wang, J., Wang, G. G., Ruona, W. E., & Rojewski, J. W. (2005). Confucian values and the 
implications for international HRD. Human resource development international, 8(3), 311-326. 

Wang, J. (2011). Understanding managerial effectiveness: A Chinese perspective. Journal of 
European Industrial Training, 35(1), 6-23. 

Wang, J. (2020). Review of the Policy for Building First-Class Disciplines in the Construction of 
"Double First-Class" Universities. Journal of Suzhou University: Education Science Edition, 8(2), 
41-50. 

Wang, J. and Sun, J.-M. (2018) ‘Talent Development in China: Current Practices and Challenges 
Ahead’, Advances in Developing Human Resources, 20(4), pp. 389–409. Available at: 
https://doi.org/10.1177/1523422318802591. 



341 

Wang, M. et al. (2022) ‘Redefining Chinese talent management in a new context: a talent value 
theory perspective’, Asia Pacific Journal of Human Resources, 60(2), pp. 219–251. Available at: 
https://doi.org/10.1111/1744-7941.12323. 

Wang, Q. and Niu, M. (2020) ‘Exploring the relationship between government budget 
information and citizens’ perceptions of public service performance in China’, Public 
Management Review, 22(3), pp. 317–340. Available at: 
https://doi.org/10.1080/14719037.2019.1584234. 

Wang Ruomei. (2015). Review of Research on Talent Introduction in Chinese Universities 
(2000-2013). 2. 

Wang, S. (2017) ‘Research on Talent Policy Changes in Contemporary China’, Open Journal of 
Business and Management, 05(03), p. 550. Available at: 
https://doi.org/10.4236/ojbm.2017.53048. 

Wang, S. (2021) ‘Direction: From Economic to Social Policies’, in S. Wang (ed.) China’s Rise and 
Its Global Implications. Singapore: Springer, pp. 253–286. Available at: 
https://doi.org/10.1007/978-981-16-4341-5_7. 

Wang, S. et al. (2022) ‘Empirical Study on Human Capital, Economic Growth and Sustainable 
Development: Taking Shandong Province as an Example’, Sustainability, 14(12), p. 7221. 
Available at: https://doi.org/10.3390/su14127221. 

Wang, S. and Jones, G.A. (2021) ‘Competing institutional logics of academic personnel system 
reforms in leading Chinese Universities’, Journal of Higher Education Policy and Management, 
43(1), pp. 49–66. Available at: https://doi.org/10.1080/1360080X.2020.1747958. 

Wang, T. et al. (2021) ‘How S&T connectivity supports innovation-driven development: an 
analysis of China’s cooperation networks in high and new technology fields’, Asian Journal of 
Technology Innovation, 29(1), pp. 134–157. Available at: 
https://doi.org/10.1080/19761597.2020.1792783. 

Wang W. et al. (2004). Design of University Teacher Organizational Model and Implementation 
of Talent-Strong School Strategy. Research on Higher Education Teachers in China, (6), 10-13. 

Wang Xiuhua, & Xue Junwen. (2018). Macroeconomic Orientation and Development Strategy 
of China's Capital Market in the New Era. Changjiang Forum, 4. 

Wang, Y. et al. (2017) ‘Effects of R&D policy choice on accounting performance and market 
value’, R&D Management, 47(4), pp. 545–556. Available at: 
https://doi.org/10.1111/radm.12225. 

Wang, Y. (2021) ‘The Impact of Tenure Track Personnel System on Higher Education in China’, 
in. 2021 4th International Conference on Humanities Education and Social Sciences (ICHESS 
2021), Atlantis Press, pp. 2816–2819. Available at: 
https://doi.org/10.2991/assehr.k.211220.488. 

Wang, Z. (2015) ‘The Imbalance in Regional Economic Development in China and Its Reasons’, 



342 

in Z. Wang (ed.) Private Sector Development and Urbanization in China: Strategies for 
Widespread Growth. New York: Palgrave Macmillan US, pp. 53–75. Available at: 
https://doi.org/10.1007/978-1-137-47327-1_4. 

WANG, Z. and HU, B. (2010) ‘China’s Reform and Opening-up and International Law’, Chinese 
Journal of International Law, 9(1), pp. 193–203. Available at: 
https://doi.org/10.1093/chinesejil/jmp035. 

Wang-Cowham, C. (2011) ‘Developing talent with an integrated knowledge-sharing 
mechanism: an exploratory investigation from the Chinese human resource managers’ 
perspective’, Human Resource Development International, 14(4), pp. 391–407. Available at: 
https://doi.org/10.1080/13678868.2011.601573. 

Ward, K. and Wolf-Wendel, L. (2012) Academic Motherhood: How Faculty Manage Work and 
Family. Rutgers University Press. 

Warner, M. (2005) ‘Human resource management in China revisited: introduction’, in Human 
Resource Management in China Revisited. Routledge. 

Warner, M. (2010). In search of Confucian HRM: theory and practice in Greater China and 
beyond. The international journal of human resource management, 21(12), 2053-2078. 

Warner, M. (2013) Understanding Management in China: Past, present and future. London: 
Routledge. Available at: https://doi.org/10.4324/9781315882147. 

Warner, M. (Ed.). (2014). Confucian HRM in greater China: Theory and practice. Routledge. 

Waterman, R.H. and Others, A. (1994) ‘Toward a Career-Resilient Workforce’, Harvard 
Business Review, 72(4), pp. 87–95. 

Weber, M. (1978) Economy and Society: An Outline of Interpretive Sociology. University of 
California Press. 

Wechtler, H., Koveshnikov, A. and Dejoux, C. (2022) ‘Employment relationships and their 
implications among self-initiated expatriates’, The International Journal of Human Resource 
Management, 0(0), pp. 1–40. Available at: https://doi.org/10.1080/09585192.2022.2073182. 

Wei, G. and Zhang, C. (2011) ‘A Study of Collision and Fusion of Eastern and Western People-
oriented Management Philosophy’, Asian Social Science, 7(12), p. p239. Available at: 
https://doi.org/10.5539/ass.v7n12p239. 

Wei, S.-J., Xie, Z. and Zhang, X. (2017) ‘From “Made in China” to “Innovated in China”: 
Necessity, Prospect, and Challenges’, Journal of Economic Perspectives, 31(1), pp. 49–70. 
Available at: https://doi.org/10.1257/jep.31.1.49. 

Wei, X., & Li, Q. (2013). The Confucian value of harmony and its influence on Chinese social 
interaction. Cross-Cultural Communication, 9(1), 60. 

Welch, A.R. and Zhen, Z. (2008) ‘Higher Education and Global Talent Flows: Brain Drain, 
Overseas Chinese Intellectuals, and Diasporic Knowledge Networks’, Higher Education Policy, 



343 

21(4), pp. 519–537. Available at: https://doi.org/10.1057/hep.2008.20. 

Welch, C. et al. (2020) ‘Theorising from Case Studies: Towards a Pluralist Future for 
International Business Research’, in L. Eden, B.B. Nielsen, and A. Verbeke (eds) Research 
Methods in International Business. Cham: Springer International Publishing (JIBS Special 
Collections), pp. 171–220. Available at: https://doi.org/10.1007/978-3-030-22113-3_9. 

Wernerfelt, B. (1984) ‘A resource-based view of the firm’, Strategic Management Journal, 5(2), 
pp. 171–180. Available at: https://doi.org/10.1002/smj.4250050207. 

Wertsch, J.V. (1993) Voices of the Mind: Sociocultural Approach to Mediated Action. Harvard 
University Press. 

Whelan, E. and Carcary, M. (2011) ‘Integrating talent and knowledge management: where are 
the benefits?’, Journal of Knowledge Management, 15(4), pp. 675–687. Available at: 
https://doi.org/10.1108/13673271111152018. 

White, M.D. and Marsh, E.E. (2006) ‘Content Analysis: A Flexible Methodology’, Library Trends, 
55(1), pp. 22–45. Available at: https://doi.org/10.1353/lib.2006.0053. 

Whitfield, L. and Therkildsen, O. (2011) What drives states to support the development of 
productive sectors? Strategies ruling elites pursue for political survival and their policy 
implications. Working Paper 2011:15. DIIS Working Paper. Available at: 
https://www.econstor.eu/handle/10419/122233 (Accessed: 20 October 2022). 

Whittington, K.E. (2020) ‘THE VALUE OF IDEOLOGICAL DIVERSITY AMONG UNIVERSITY 
FACULTY’, Social Philosophy and Policy, 37(2), pp. 90–113. Available at: 
https://doi.org/10.1017/S0265052521000066. 

Whysall, Z., Owtram, M. and Brittain, S. (2019) ‘The new talent management challenges of 
Industry 4.0’, Journal of Management Development, 38(2), pp. 118–129. Available at: 
https://doi.org/10.1108/JMD-06-2018-0181. 

Wiblen, S. and McDonnell, A. (2020) ‘Connecting “talent” meanings and multi-level context: 
a discursive approach’, The International Journal of Human Resource Management, 31(4), pp. 
474–510. Available at: https://doi.org/10.1080/09585192.2019.1629988. 

Widarni, E.L., Bawono, S. and nine, T. (2021) Human Capital Investment: For Better Business 
Performance. BookRix. 

Widodo, W. and Mawarto, M. (2020) ‘Investigating the role of innovative behavior in 
mediating the effect of transformational leadership and talent management on performance’, 
Management Science Letters, 10(10), pp. 2175–2182. 

Wiersma, D.S. et al. (1995) ‘Experimental Evidence for Recurrent Multiple Scattering Events of 
Light in Disordered Media’, Physical Review Letters, 74(21), pp. 4193–4196. Available at: 
https://doi.org/10.1103/PhysRevLett.74.4193. 

Wikhamn, W., Asplund, K. and Dries, N. (2021) ‘Identification with management and the 



344 

organisation as key mechanisms in explaining employee reactions to talent status’, Human 
Resource Management Journal, 31(4), pp. 956–976. Available at: 
https://doi.org/10.1111/1748-8583.12335. 

Wilska, E. (2014) ‘DETERMINANTS OF EFFECTIVE TALENT MANAGEMENT’, Journal of Positive 
Management, 5(4), pp. 77–88. Available at: https://doi.org/10.12775/JPM.2014.025. 

Winefield, H.R., Boyd, C. and Winefield, A.H. (2014) ‘Work-Family Conflict and Well-Being in 
University Employees’, The Journal of Psychology, 148(6), pp. 683–697. Available at: 
https://doi.org/10.1080/00223980.2013.822343. 

Woods, P. R., & Lamond, D. A. (2011). What would Confucius do?–Confucian ethics and self-
regulation in management. Journal of Business Ethics, 102, 669-683. 

Wong, D. (2021) ‘Chinese Ethics’, in E.N. Zalta (ed.) The Stanford Encyclopedia of Philosophy. 
Summer 2021. Metaphysics Research Lab, Stanford University. Available at: 
https://plato.stanford.edu/archives/sum2021/entries/ethics-chinese/ (Accessed: 27 February 
2023). 

Wong, M. (2007). Guanxi and its role in business. Chinese Management Studies, 1(4), 257-276. 

Wright, A. F. (1983). The Confucian Persuasion (Vol. 102). Stanford University Press. 

Wright, P.M., Dunford, B.B. and Snell, S.A. (2001) ‘Human resources and the resource based 
view of the firm’, Journal of Management, 27(6), pp. 701–721. Available at: 
https://doi.org/10.1177/014920630102700607. 

Wright, P.M., McMahan, G.C. and McWilliams, A. (1994) ‘Human resources and sustained 
competitive advantage: a resource-based perspective’, The International Journal of Human 
Resource Management, 5(2), pp. 301–326. Available at: 
https://doi.org/10.1080/09585199400000020. 

Wu Fan. (2015). Current Situation, Problems, and Countermeasures of Talent Introduction for 
University Teachers in China. Journal of Inner Mongolia Normal University: Philosophy and 
Social Sciences Edition, 44(2), 158-162. 

Wu, T. and Uen, J.F. (2015) ‘Generational differences in work–life balance values in Asia: the 
case of Greater China Region workers’, Handbook of Research on Work–Life Balance in Asia, 
pp. 157–180. 

Wynants, S. and Dennis, J. (2018) ‘Professional Development in an Online Context: 
Opportunities and Challenges from the Voices of College Faculty’, Journal of Educators Online, 
15(1). Available at: https://eric.ed.gov/?id=EJ1168955 (Accessed: 28 December 2022). 

Xia, J. et al. (2020) ‘The “iron rice-bowl” regime revisited: whither human resource 
management in Chinese universities?’, Asia Pacific Journal of Human Resources, 58(2), pp. 
289–310. Available at: https://doi.org/10.1111/1744-7941.12214. 

Xiao, W. et al. (2022) ‘The Impact of Innovation-Driven Strategy on High-Quality Economic 



345 

Development: Evidence from China’, Sustainability, 14(7), p. 4212. Available at: 
https://doi.org/10.3390/su14074212. 

Xiaohan, Z. and Rohana, Zur. (2022) ‘The Reform of Talent Training Mode in Vocational 
Education: A Case Study of Multisource Talent Recruitment’, International Journal of Academic 
Research in Business and Social Sciences, 12(6), p. Pages 897-906. Available at: 
https://doi.org/10.6007/IJARBSS/v12-i6/13134. 

Xiaoming, Z. (2006) ‘THE RISE OF CHINA AND COMMUNITY BUILDING IN EAST ASIA’, Asian 
Perspective, 30(3), pp. 129–148. 

Xie, A., & Yan, G. (1998). The Power Structure of Higher Education Institutions and the 
Adjustment of Power Structure: An Exploration of the Reform Direction of the Higher 
Education Management System in China. Higher Education Research, (2), 20-20. 

Xie Dongping. (2017). Reflection on the Embedding of Talent Programs and the State of 
Academic Labor Market in Universities. Higher Education Management, (6), 41-46. 

Xie Guihua. (2012). The Return on Human Capital and Social Integration of China's Floating 
Population. Social Sciences in China, 4, 103-124. 

Xie, Y. (2012). Sociological Methods and Quantitative Research. Social Sciences Academic 
Press. 

Xing, S., Du, W. and Chen, Q. (2022) ‘Research on the Ability and Quality Index of “Double-
Position and Dual-Ability” Teachers in the Applied Undergraduate Colleges’, in Z. Hu et al. (eds) 
Advances in Artificial Systems for Logistics Engineering. Cham: Springer International 
Publishing (Lecture Notes on Data Engineering and Communications Technologies), pp. 279–
291. Available at: https://doi.org/10.1007/978-3-031-04809-8_25. 

Xu Juan, & Jia Yongtang. (2019). Disorder and Governance of High-level Talent Mobility in 
Universities: An Analysis Based on Government Regulation and Market Design Theories. 
Collection. 
 

Xu Jun. (2004). Analysis of the Phenomenon of Talent Loss among University Teachers under 
the New Situation. Journal of Xiangtan Normal University: Social Sciences Edition, 26(4), 124-
126. 

Xu, L. and Tan, J. (2020) ‘Financial development, industrial structure and natural resource 
utilization efficiency in China’, Resources Policy, 66, p. 101642. Available at: 
https://doi.org/10.1016/j.resourpol.2020.101642. 

Y. Lacey, M. and Groves, K. (2014) ‘Talent management collides with corporate social 
responsibility: creation of inadvertent hypocrisy’, Journal of Management Development, 33(4), 
pp. 399–409. Available at: https://doi.org/10.1108/JMD-06-2012-0073. 

Yaghoubi, M. and Piri YousefAbadi, A. (2018) ‘Improving Talent Management System 
Processes by Social Capital’, Public Management Researches, 11(41), pp. 191–215. Available 
at: https://doi.org/10.22111/jmr.2018.4456. 



346 

Yakushev, A. and Filin, S. (2020) ‘Human Capital as an Accelerator with Synergistic Effect of 
Scientific and Technological Progress’, in. Ecological-Socio-Economic Systems: Models of 
Competition and Cooperation (ESES 2019), Atlantis Press, pp. 36–40. Available at: 
https://doi.org/10.2991/assehr.k.200113.008. 

Yanbin, R., & Chao, S. (2011). Application of the Concept “People-Oriented” to Improve the 
Working Team Safety Construction. Procedia engineering, 26, 2080-2084. 

Yan, G., Yue, Y. and Niu, M. (2015) ‘An empirical study of faculty mobility in China’, Higher 
Education, 69(4), pp. 527–546. Available at: https://doi.org/10.1007/s10734-014-9789-y. 

Yang, R. (2011). Self and the other in the Confucian cultural context: Implications of China’s 
higher education development for comparative studies. International Review of Education, 57, 
337-355. 

Yang, R. (2012) ‘Up and coming?: Doctoral education in China’, The Australian Universities’ 
Review, 54(1), pp. 64–71. Available at: https://doi.org/10.3316/informit.425194013345876. 

Yang, R. and Wu, M. (2018) ‘EDUCATIONAL POLICY FOR ETHNIC MINORITIES IN CHINA’, Tạp chí 
Nghiên cứu dân tộc [Preprint]. Available at: https://doi.org/10.25073/0866-773X/78. 

Yang Xiaoqing. (2003). Teacher Occupational Stress and Self-Coping Strategies. Economic and 
Social Development, (2), 159-162. 

Yang, Y. (2016) ‘Research on Innovation of Human Resource Management of Public Sectors’, 
in. 2016 International Conference on Public Management, Atlantis Press, pp. 234–237. 
Available at: https://doi.org/10.2991/icpm-16.2016.62. 

Yao, S. (2000) ‘Economic Development and Poverty Reduction in China over 20 Years of 
Reforms’, Economic Development and Cultural Change, 48(3), pp. 447–474. Available at: 
https://doi.org/10.1086/452606. 

Yao, X. (2000). An introduction to Confucianism. Cambridge University Press. 

Yazdanshenas, M. (2019) ‘Promoting human capital through talent management practices: 
Contextual role of psychological contracts’, Kasetsart Journal of Social Sciences, 40(3), pp. 
718–726. 

Yeung, I. Y., & Tung, R. L. (1996). Achieving business success in Confucian societies: The 
importance of guanxi (connections). Organizational dynamics, 25(2), 54-65. 

Yi Xiaoming, Li Guanghan, & Gao Hui. (2008). Research on the Issue of Talent Loss in 
Underdeveloped Areas of Universities. Journal of Jishou University: Social Sciences Edition, 
29(6), 142-148. 

Yin, R.K. (2004) The Case Study Anthology. SAGE. 

Yin, R.K. (2009) Case Study Research: Design and Methods. SAGE. 

Ying, Q., Hassan, H. and Ahmad, H. (2019) ‘The Role of a Manager’s Intangible Capabilities in 



347 

Resource Acquisition and Sustainable Competitive Performance’, Sustainability, 11(2), p. 527. 
Available at: https://doi.org/10.3390/su11020527. 

Youndt, M.A. and Snell, S.A. (2004) ‘Human Resource Configurations, Intellectual Capital, and 
Organizational Performance’, Journal of Managerial Issues, 16(3), pp. 337–360. 

Yu, T. (2008) ‘The revival of Confucianism in Chinese schools: a historical-political review’, Asia 
Pacific Journal of Education, 28(2), pp. 113–129. Available at: 
https://doi.org/10.1080/02188790802036653. 

Yue, M. et al. (2020) ‘An exploration on the flow of leading research talents in China: from the 
perspective of distinguished young scholars’, Scientometrics, 125(2), pp. 1559–1574. Available 
at: https://doi.org/10.1007/s11192-020-03562-x. 

Yuniati, E. et al. (2021) ‘Talent management and organizational performance: The mediating 
role of employee engagement’, Management Science Letters, 11(9), pp. 2341–2346. 

Zábrodská, K. et al. (2018) ‘Burnout among university faculty: the central role of work–family 
conflict’, Educational Psychology, 38(6), pp. 800–819. Available at: 
https://doi.org/10.1080/01443410.2017.1340590. 

Zahra, S.A., Sapienza, H.J. and Davidsson, P. (2006) ‘Entrepreneurship and Dynamic 
Capabilities: A Review, Model and Research Agenda*’, Journal of Management Studies, 43(4), 
pp. 917–955. Available at: https://doi.org/10.1111/j.1467-6486.2006.00616.x. 

Zamawe, F.C. (2015) ‘The Implication of Using NVivo Software in Qualitative Data Analysis: 
Evidence-Based Reflections’, Malawi Medical Journal, 27(1), pp. 13–15. Available at: 
https://doi.org/10.4314/mmj.v27i1.4. 

Zameer, H., Wang, Y. and Yasmeen, H. (2020) ‘Reinforcing green competitive advantage 
through green production, creativity and green brand image: Implications for cleaner 
production in China’, Journal of Cleaner Production, 247, p. 119119. Available at: 
https://doi.org/10.1016/j.jclepro.2019.119119. 

Zeichner, K. and Liu, K.Y. (2010) ‘A Critical Analysis of Reflection as a Goal for Teacher Education’, 
in N. Lyons (ed.) Handbook of Reflection and Reflective Inquiry: Mapping a Way of Knowing 
for Professional Reflective Inquiry. Boston, MA: Springer US, pp. 67–84. Available at: 
https://doi.org/10.1007/978-0-387-85744-2_4. 

Zeng, J. (2021) ‘University of Shanghai Cooperation Organization Serves for “the Belt and Road” 
Initiative: SWOT Analysis and Strategy Choice’, in. 2nd International Conference on 
Management, Economy and Law (ICMEL 2021), Atlantis Press, pp. 311–319. Available at: 
https://doi.org/10.2991/aebmr.k.210909.046. 

Zhang, B., Niu, Z. and Liu, C. (2020) ‘Lean Tools, Knowledge Management, and Lean 
Sustainability: The Moderating Effects of Study Conventions’, Sustainability, 12(3), p. 956. 
Available at: https://doi.org/10.3390/su12030956. 

Zhang Chi. (2017). Research on the Classification and Management of University Teachers 



348 

(Master's thesis, South China University of Technology). 

Zhang, D., & Fan, S. (2020). An Exploratory Study on the Reform of the Long-Term Employment 
System for University Teachers in China: A Case Study of University A. Higher Education 
Management, 14(4), 42-51. 

Zhang Dongmei, & Zhang Xin. (2021). The Origin of "Talented" Label: Symbolic Production and 
Consumption of Honor among University Teachers. Chongqing Higher Education Research. 

Zhang Donghai. (2013). The Logic of "Promotion or Departure" and Its Introduction into 
Chinese Universities. Comparative Education Research, 35(11), 55-60. 

Zhang, H. et al. (2019) ‘Content Analysis of Talent Policy on Promoting Sustainable 
Development of Talent: Taking Sichuan Province as an Example’, Sustainability, 11(9), p. 2508. 
Available at: https://doi.org/10.3390/su11092508. 

ZHANG, K.H. (2006) ‘Is China the world factory?’, in China as the World Factory. Routledge. 

Zhang Li, Liu Yan, & Qiu Zhihui. (2015). Analysis of the Safeguard Mechanism of the 
"Promotion or Departure" System in American Universities—With a Discussion on the 

Optimization Path of Implementing the System in China. Comparative Education Research, (7), 
56-61. 

Zhang, Q., & Zhang, Q. (2016). Humanity or benevolence? The interpretation of Confucian Ren 
and its modern implications. Human Dignity in Classical Chinese Philosophy: Confucianism, 
Mohism, and Daoism, 45-99. 

Zhang, S. (2022) ‘The ethics of talent management practices in China, exploring the role of 
guanxi in talent recruitment and talent development’, International Journal of Business 
Governance and Ethics [Preprint]. Available at: https://doi.org/10.1504/IJBGE.2022.10044026. 

Zhang, X. et al. (2022) ‘Analysis on the causes of the change in the north-south gap of industrial 
pollution discharge in China’, Environmental Science and Pollution Research, 29(21), pp. 
31578–31596. Available at: https://doi.org/10.1007/s11356-021-17977-3. 

Zhang, X., Brown, M.S. and O’Brien, D. (2018) ‘“No CCP, No New China”: Pastoral Power in 
Official Narratives in China’, The China Quarterly, 235, pp. 784–803. Available at: 
https://doi.org/10.1017/S0305741018000954. 

Zhang, Y. et al. (2022) ‘Artificial Intelligence and Its Importance in Post-COVID-19 China’, in J. 
Hua, B. Adu Gyamfi, and R. Shaw (eds) Considerations for a Post-COVID-19 Technology and 
Innovation Ecosystem in China. Singapore: Springer (Disaster Risk Reduction), pp. 115–125. 
Available at: https://doi.org/10.1007/978-981-16-6959-0_8. 

Zhang Yue, Pang Haishao. (2020). Reflections on the Development of Innovative Behaviors of 
University Teachers under the Background of "Double First-Class" Initiative—Taking the Main 
Elements of Academic and Teaching Ecological Environment as the Perspective. Chinese Adult 
Education. 



349 

Zhang Yingqiang. (2023). Reflection and Reform of the Evaluation Concept of University 
Teachers in China. Higher Education Review. 

Zhang Yinxia. (2018). Qualitative Study on the Academic Identity and Construction of Newly 
Appointed University Teachers. Tsinghua University Press. 

Zhang, Z. (2021). Confucian values and the Chinese political tradition. 

Zhang, Z., Liu, M. and Yang, Q. (2021) ‘Examining the External Antecedents of Innovative Work 
Behavior: The Role of Government Support for Talent Policy’, International Journal of 
Environmental Research and Public Health, 18(3), p. 1213. Available at: 
https://doi.org/10.3390/ijerph18031213. 

Zhao, J. et al. (2021) ‘Research on the Evolution Trend of Energy Enterprise Organization Form’, 
IOP Conference Series: Earth and Environmental Science, 831(1), p. 012009. Available at: 
https://doi.org/10.1088/1755-1315/831/1/012009. 

Zhao Menglei. (2021). Planning, Practice, and Reshaping: The Cognitive Logic of the Flow of 
"Green Pepper" Ph.D. Graduates to Western Universities in China. China Science and 
Technology Forum, 2(10), 124-130. 

Zhao, Q. (2018). The influence of Confucianism on Chinese politics and foreign policy. Asian 
Education and Development Studies, 7(4), 321-328. 

Zhao, S.L. et al. (2016) ‘An empirical analysis of the regional competitiveness based on 
S&amp;T talents flow’, Human Systems Management, 35(1), pp. 1–10. Available at: 
https://doi.org/10.3233/HSM-150836. 

Zhao, Y. (2019) ‘The Rise of the Useless: the Case for Talent Diversity’, Journal of Science 
Education and Technology, 28(1), pp. 62–68. Available at: https://doi.org/10.1007/s10956-
018-9743-3. 

Zheng, B., Zhou, L., & Fan, J. (2000). Paternalistic leadership: constructs and measures of the 
triadic model. Res. Native Psychol, 14, 3-64. 

Zheng Chende. (2019). Research on the Core Concepts of Confucianism and Their Causal 
Relationships: A Post-Ethnographic Approach. Chinese culture and management, (2).  

Zheng Dailiang. (2018). Research on the Mobility Management of High-level Talents in Chinese 
Universities. Henan Social Sciences, 26(10), 4. 

Zhou Chunyan. (2009). Research on the Performance Evaluation of University Teachers from 
the Perspective of Complexity (Doctoral dissertation, Jiangsu University). 

Zhou, D. (2012) ‘Chinese Entrepreneurs Go Global’, Technology Innovation Management 
Review, p. 4. 

Zhou, J., Liu, S., Zhang, X., & Chen, M. (2016). Differential leadership, team conflict and new 
product development performance: an empirical study from R&D team in China. Chinese 
Management Studies, 10(3), 544-558. 



350 

Zhou, X. (2005). The institutional logic of occupational prestige ranking: Reconceptualization 
and reanalyses. American journal of sociology, 111(1), 90-140. 

Zhou, X. (2010). The institutional logic of collusion among local governments in China. Modern 
China, 36(1), 47-78. 

Zhou, X. (2023). The Institutional Logics of Governance in China. In Civilization and 
Governance: The Western and Non-Western World (pp. 241-274). 

Zhou, X., Song, M. and Cui, L. (2020) ‘Driving force for China’s economic development under 
Industry 4.0 and circular economy: Technological innovation or structural change?’, Journal of 
Cleaner Production, 271, p. 122680. Available at: 
https://doi.org/10.1016/j.jclepro.2020.122680. 

Zhou, Y., Guo, Y. and Liu, Y. (2018) ‘High-level talent flow and its influence on regional 
unbalanced development in China’, Applied Geography, 91, pp. 89–98. Available at: 
https://doi.org/10.1016/j.apgeog.2017.12.023. 

Zhu Chengliang, Shi Ping, Yue Hongzhi, & Han Xianfeng. (2011). Human Capital, Human Capital 
Structure, and Regional Economic Growth Efficiency. China Soft Science, (2), 110-119. 

Zhu, X., Iles, P. and Shutt, J. (2011) ‘Employability, skills and talent management in Zhejiang 
Province’, Journal of Chinese Entrepreneurship. Edited by J. Wilson and R. Li-Hua, 3(1), pp. 24–
35. Available at: https://doi.org/10.1108/17561391111106007. 

Zieba, M. and Durst, S. (2018) ‘Knowledge Risks in the Sharing Economy’, in E.-M. Vătămănescu 
and F.M. Pînzaru (eds) Knowledge Management in the Sharing Economy: Cross-Sectoral 
Insights into the Future of Competitive Advantage. Cham: Springer International Publishing 
(Knowledge Management and Organizational Learning), pp. 253–270. Available at: 
https://doi.org/10.1007/978-3-319-66890-1_13. 

Znaniecki, F. (1940) The Social Role of the Man of Knowledge, The Social Role of the Man of 
Knowledge. Columbia University Press. Available at: https://doi.org/10.7312/znan94180. 

Zweig, D. and Wang, H. (2013) ‘Can China Bring Back the Best? The Communist Party Organizes 
China’s Search for Talent*’, The China Quarterly, 215, pp. 590–615. Available at: 
https://doi.org/10.1017/S0305741013000751. 

Zyphur, M.J. and Pierides, D.C. (2017) ‘Is Quantitative Research Ethical? Tools for Ethically 
Practicing, Evaluating, and Using Quantitative Research’, Journal of Business Ethics, 143(1), pp. 
1–16. Available at: https://doi.org/10.1007/s10551-017-3549-8. 

 

 

 
  



351 

Appendix One: Research Invitation Letter 

（version I, 2020-6-13） 
刘梦琼 

英国赫尔大学商学院博士研究生 
Mengqiong Liu 

PhD Candidate – Faculty Business, Law and Politics 
The university of Hull, HU6 7RX, United Kindom 

M: +447821269698; M: +8618695455106 
E: m.liu-2018@hull.au.uk 

 

TALENT MANAGEMENT IN CHINESE UNIVERSITY CONTEXT 

中国高校人才管理研究 
 

Dear XXXX, 

I would like to invite your organization to take part in a qualitative research study conducted in partial 

fulfilment of my PhD research program. The purpose of this research is to examine how talent 

management is implemented and contributes in your organization and how talent management fits 

with strategy and organizational culture.  

This research explores insights to improve the understanding of talent management in Chinese 

university and contribute to revealing the context with Chinese characteristics. The aim of this study is 

to truly present the development status of talent management in Chinese universities, clarify the 

issues and challenges encountered and the reasons behind, address their development needs from 

organizational perspective as well as individual perspective, explore the talent management system in 

Chinese context and help universities to carry out more effective talent management. The findings of 

this research will contribute to advancing the knowledge and understanding of both practitioners and 

academics on talent management, and it will also provide decision-makers in your organization with 

new insights of talent management, which will then hopefully better fits with strategies and culture in 

your organization and an opportunity to realize further development.  

In return of your participation, I intend to: 

• Share and discuss with you the overall findings of my research, and provide you with insights 

into what is the role of talent management, and how it practices. 

• Provide research finding report included suggestions for your further develop your talent 

management strategy. 

• Keep good communication with your HR team, and provide outcomes of this study if they 

wish, and happy to discuss any other relevant topics you might be interested. 

I would like to conduct in-depth interviews with members in your leadership, administration staffs, HR 

team and talent pool. Thus, I require to 20-25 participants, and each will be invited to a 60 mins 

recorded face-to-face or online interview. And they are expected to share their views on talent 

management and relevant topics.  
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The privacy of your organization and participants is of the highest priority. The name of your 

organization and the names of the respondence will be kept strictly confidential, and no reference 

won’t identify your organization and participants. All the data that you and your participants will be 

stored safely, and accessed only by me researcher.  

Please conder my invitation seriously, and I appreciate your solicitude, expect that is your to reply. 

Yours sincerely, 

Mengqiong Liu 

尊敬的         ： 

我诚挚的邀请贵单位参与一项关于中国高校人才管理的定性研究，这是本人博士研究项目

的一部分。本研究的目的是考察人才管理在您的组织中的实施和贡献情况，讨论人才管理应如

何与战略和组织文化相适应的问题。 

本研究旨在提高提高对中国高校人才管理的认识，希望真实呈现中国高校人才管理的发展

状态，探讨遭遇的问题及其成因，从高校组织与人才个体两个层面探讨其发展需求，厘清发展

困境与问题根源，探寻中国高校特色的人才管理制度，帮助高校进行更有效的人才管理和高校

发展。本研究将有助于提升管理人员和学者对人才管理的认识和理解，也将为您组织的决策者

提供关于人才管理的新见解，从而有望更好地适应您组织的战略和文化，并实现进一步发展。 

•与您分享和讨论我的研究发现，并为您提供关于人才管理的角色是什么，以及它如何实

践的见解。   

•提供研究发现报告，包括进一步发展人才管理战略的建议。   

•与您的人力资源团队保持良好的沟通，并提供他们想要了解的研究成果。 

我希望能够对贵校的领导层、行政人员、人力资源团队和人才库的成员进行深入访谈。我

希望招募 20-25名参与者，每个人将被邀请进行 60 分钟的面对面录音或在线采访，分享他们

对人才管理和相关话题的看法。   

我想说明的是，我将极力保证您和参与者的隐私安全。我将对机构名称和受访者名单严格

保密，任何情形下都不会透露机构和参与者的身份，所有的数据也将被安全存储和保管，仅作

为研究用途，仅我一个人对数据有使用权限。   
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请您认真考虑我的邀请，感谢您的关注，期待您的回复。 

    此致 

 

敬礼 
 

刘梦琼 

2020 年 6月 13日 

 

Appendix Two (A): Participants Information Sheet 

（version I, 2020-6-13） 

刘梦琼 

英国赫尔大学商学院博士研究生 
Mengqiong Liu 

PhD Candidate – Faculty Business, Law and Politics 
The university of Hull, HU6 7RX, United Kindom 

M: +447821269698; M: +8618695455106 
E: m.liu-2018@hull.au.uk 

 

TALENT MANAGEMENT IN CHINESE UNIVERSITY CONTEXT 

中国高校人才管理研究 
 

Dear XXXX, 

It is a great honor to invite your organization to take part in a qualitative research study conducted in 

partial fulfilment of my PhD research program. I would like to begin with a brief introduction to my 

research, and please take the time to read it and seriously consider my invitation. 

The purpose of this research is to examine how Talent Management is implemented and contributes 

in your organization and how Talent Management fits with strategy and organizational culture.  

You will be invited to participate in a 60 mins recorded interview. You are expected to share your 

opinions on talent management and how it works in your organization. 

Your participation in this study is voluntary, and you can withdraw at any time before, during, or within 

one month after the interview. When you change your mind and withdraw this research, the data you 

provide will be destroyed and not used any more. However, after this point, the data will remain in this 

study. During the interview, if you feel uncomfortable about any questions, you can refuse to answer. 

In addition, if needed, a follow-up interview might be requested.  
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The privacy of your organization and participants is of the highest priority. The name of your 

organization and the names of the respondence will be kept strictly confidential, and no reference 

won’t identify your organization and participants. All the data that you and your participants will be 

stored safely, and accessed only by me researcher.  

If you wish to participate, a consent form will be required you to sign. 
And if you have any concerns or further questions, I am happy to 
respond, please do not hesitate to contact me either via email or scan 
the barcode here.  

You might view a full research profile and the consent form by clicking 

on the following link: https://weibo.com/1686207964 

Please note, due to Covid-safe procedures, face-to-face meeting is not 
mandatory. You can also choose Skype, wechat or Tencent Meeting.   

Looking forward to hearing from you at your earliest convenience. 

Yours Sincerely, 

Mengqiong Liu 

尊敬的女士/先生,   

您好，我非常荣幸地邀请贵单位参与一项关于中国高校人才管理的定性研究，这是我博士

研究项目的一部分。 首先请允许我简单介绍一下我的研究，感谢您抽出时间阅读，并请认真

考虑我的邀请。   

本研究的目的是考察人才管理在您的组织中的实施和贡献情况，讨论人才管理应如何与战

略和组织文化相适应的问题。我希望邀请您参加一场 60 分钟的访谈，访谈是会被录音的。希

望您能分享您对人才管理的看法，以及它是如何在你的组织中发挥作用的。   

这项研究是自愿参与的，您可以在访谈前、访谈中或访谈后一个月内的任何时候退

出。 当您改变主意，并选择退出这项研究时，您提供的所有数据将被销毁，并不再被使

用。 然而，在访谈发生一个月后，数据将被保留在本研究中，不可撤回。 在面试过程中，如

果您对任何问题感到不适，可以拒绝回答。 此外，如果需要，我可能会提出进行第二轮访谈

的请求。   

此外，我想说明的是，我将极力保证您和参与者的隐私安全。我将对机构名称和受访者名

单严格保密，任何情形下都不会透露机构和参与者的身份，所有的数据也将被安全存储和保

管，仅作为研究用途，仅我一个人对数据有使用权限。   
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如果您希望参与，您将需要签署一份同意书。 如果您对我的研

究或者访谈邀请有任何疑问，我很乐意能够回答，请通过电子邮件

或扫描这里的条形码与我联系。   

您也可以通过点击以下链接查看完整的研究资料和同意

书:https://weibo.com/1686207964   

请注意，针对防控安全考虑，并不强制面对面进行访谈， 您也

可以选择 Skype、微信或腾讯会议。   

期待您的回复。   

    此致 

 

敬礼 

 

刘梦琼 

2020 年 6月 13日 
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Appendix Two (B): Participants Consent Form 

（version I, 2020-6-13） 

 

Title of Research Project:  
TALENT MANAGEMENT OF UNIVERSITIES IN CHINA 

项目名称：中国高校人才管理研究 
 
It is important that you fully read, understand and sign the consent form. Your contribution to this 
research is entirely voluntary. For information about the research, please see the Participant 
Information Sheet, or contact the researcher.  
If you are satisfied that you understand the information, and happy to take part in this research, 
please complete this form. Thank you very much. 

您必须完整阅读、理解并签署同意书，表示您参与这项研究完全是自愿的。有关本次研究的信息，请参

阅研究信息表，或联系研究人员。 

如果您已了解以上信息，并愿意参与本次研究，请填写此表格。 非常感谢。  
 

I confirm that I have read and understood the Research Information Sheet (version I, 2020-
6-13). 

我确认我已经阅读并理解了研究信息表(版本 I, 2020-6-13)。 

□ 

I consent to taking part in this the study. 

我同意参加这项研究。 
□ 

I understand that I have the right to withdraw from the research at any time prior to the 
interview and during the interview.   

我明白我有权在访谈前和访谈中随时退出研究。 

□ 

I understand that if I choose to withdraw within one month after the interview, all the data I 
provided will be destroyed and not used any more. And if it is beyond one month after the 
interview, the data will remain in the study and will be used by researcher. 

我明白我有权在访谈结束后一个月内退出研究，届时我所提供的资料将会被销毁，并不

再使用。 如果超过一个月，数据将留在研究中，被研究人员使用。 

 

I give permission for my words to be quoted (by use of coded number or pseudonym). 

我允许我的话被引用(通过使用编码或笔名)。 
□ 

I understand that the interview will be recorded, and the information collected will be in kept 
secure conditions. 

本人明白采访将会被记录下来，所收集的资料将会被妥善保管。  

□ 

I understand that no person other than the researcher will have access to the information 
provided. 

本人明白除研究人员外，任何人不得接触我所提供的资料。  

□ 

I understand that my identity will be protected by the use of pseudonym in the report and 
that no written information that could lead to my being identified will be included in any 
report. 

□ 
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本人明白研究者会在报告中使用笔名保护本人的身分，并明白任何报告不会包含可能导

致本人身分被识破的书面资料。  

 

If you are satisfied with this consent, please print and sign below. 请在下方打印并签名。  

 

Participant 参与者 Researcher 研究者 

Signature: 
 
_____________________________________ 
 
Print name: 
 
_____________________________________ 
 
Date: 
 
_____________________________________ 
 

Signature: 
 
______________________________________ 
 
Print name: 
 
______________________________________ 
 
Date: 
 
______________________________________ 
 

 
One copy to be retained by the participant, and one copy to be retained by the researcher. 

同意书参与者保留一份，研究人员保留一份 。 
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Appendix Three: Interview Outline 
 

Talent Management in Chinese University Context 
 
 
Aim of the project: The aim of the study is to provide insights on Talent Management (TM) in 
one of the key emerging economies (that of China), universities are selected as the research 
object because of the high concentration of talents. Different from traditional HRM, there are 
few relative researches in China at present, this research aims to explore some new concepts 
to improve the understanding of TM in Chinese university and contribute to revealing the 
context with Chinese characteristics. The following themes will be addressed and specific 
questions will be proposed to ask in each theme. 
 
Theme A: Talent conceptualisations  
 
The definition of talents in “Outline of the National Program for Medium and Long-term of 
Human Resource Development for 2010-2020” is the most widely used concept in China: 
talents are those who have certain professional knowledge and skills, engage in creative 
labour and make contributions to society, and they are the workers with high ability and 
quality in human resources. And according to the report of the 19th CPC national congress 
(2017), it is divided the talents into three categories, namely, knowledge-based talents, skill-
based talents and innovation-based talents.  
At present, there are many discussions on the connotation of talents in colleges and 
universities in China. Not only different levels of universities have different criteria for judging 
talents, but also different provinces have different definitions for talents' connotation. 
However, their core characteristics are all high academic qualifications, high professional titles 
and high contribution. Academic qualifications represent the level of education, and high 
academic qualifications generally refer to the academic qualifications of doctoral students. 
High professional titles represent working ability and professional level, and generally require 
professional titles above subtropical high. Outstanding achievements and significant 
contributions made by high-level representatives in this post. 
Some Chinese researchers proposed the connotation and characteristics of talents in 
universities, Ding (2006) proposed that talents in universities are human resources with high 
academic qualifications, professional titles and academic attainments, strong creativity and 
more innovative achievements in the research field of this discipline, certain popularity among 
peers at home and abroad, and strong comprehensive strength. Xu (2007) proposed that the 
characteristics of high-level talents in colleges and universities are high academic 
qualifications, high professional titles, high level, high enterprising career, high creative 
scientific research, high scarce demand and high mobility of regions. Ou (2008) proposed that 
its group characteristics are two-dimensional expectation with professional purpose (social 
and self-expectation) , dynamic growth process and high mobility of individuals and groups. Li 
(2010) distinguishes talents in colleges and universities from two perspectives. Broadly 
speaking, it refers to all kinds of talents in the teaching staff. In a narrow sense, it refers to 
mental workers with higher knowledge attainments, innovative achievements in a certain 
discipline or field, and playing a leading role in teaching, scientific research and discipline 
development. However, this recognition is insufficient, static and one-sided.  
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Among which we note the following.  

⚫ What does “talent” mean for Chinese universities?  

⚫ What is the level of awareness and understanding of talent and talent management in 

universities in Chinese context?  

⚫ How important is talent for Chinese universities and their educational outcomes?  

 
Theme B: Strategic approaches to TM / TM philosophies in Chinese universities  
 
Universities are symbiotic with talents. To win the advantages of talents, universities have the 
preconditions to promote their endogenous talents training and discipline development, 
obtain exogenous competitive resources of higher education and carry out effective 
interaction and cooperation with society. Talent management is particularly important for 
universities, not only because universities are faced with the challenge of training innovative 
and imaginative talents to meet the needs and challenges of educational reform, but help 
achieve other strategic goals as well, such as building an efficient learning environment and 
adding value to the school brand, etc. It involves systematically attracting, identifying, 
developing, engaging, retaining and deploying talent (Scullion et al., 2010). Issues such as 
growing shortage of leadership skills, difficulties in promotion and difficult work-life balance 
are leading to a shortage of talent that can transform organisational performance.   
Universities need to develop a talent pool and increase cooperation with other colleges and 
institutions to develop leadership, teaching and scientific research talents. This is very 
important for academic groups, so university talents should be given a more consistent 
development strategy, as well as job opportunities and comprehensive professional 
development opportunities in different academic groups, so as to systematically enhance the 
talent pool within the group.  
In addition, one of the challenges facing talent management is to manage intergenerational 
differences in the workplace. Due to the different behaviors and attitudes of groups in the 
workplace, the responses to talent management practices will also be different, and the 
practice of talent management affects the psychological contract of all talents in different 
ways (Festing &Schafer, 2014), especially for new generation. Different preferences and 
expectations of the new generation will lead to increased interest in talent management, and 
talent management practice is that organizations will increase their commitment to retain the 
most valuable but less loyal employees in order to meet personal expectations. For colleges 
and universities, it is insufficient to attract potential talents. There must also be a system to 
manage their talents, maintain the commitment of talents through process support, and 
properly take good advantage of their abilities. Therefore, a key challenge is to figure out how 
does talent management fit with strategy and organizational culture.  
 
Among which we note the following.  

⚫ What kind of HRM and TM strategic approaches do Chinese universities apply (e.g. 
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inclusive vs exclusive, emphasis on acquisition or buying talent)?  

⚫ Which are the underlying values in their TM approaches?  

⚫ What is the degree of TM policy formalisation?  

(interview questions 7-10) 
 
 
Theme C: TM Practices  
 
Beyond the conceptualisation of talent, and the overarching strategies employed, we aim to 
understand how Chinese universities practically manage talent in terms of identification, 
attraction, motivation, development and retention.  
In talent management, resources are dispersed to various activity fields adapted to the talent 
management system. In this way of system integration, talent management could be closer to 
organizational strategy, and it could be easier to realize the complementarity of talent 
planning and business planning, as well as the close integration of people and strategy. 
Therefore, talent management is not isolated, but keeps continuous contact with other 
strategies and processes of the organization, and even everyone's practical activities. It can be 
seen as a strategic competitive advantage rather than a standard tool for human resource 
processes. It is equally important to measure and evaluate the process and results of talent 
management. The right talents should be in the right position, who serve the organization 
with skills, dedication and best efforts, and establish rules and orders.  
Universities are not only carrying out teaching-oriented educational activities in a closed 
campus environment, the opening of the campus enables them to truly move towards the 
center of economy and society. The same is true for talents. It is of great significance to form 
rational flow of talents through benign competition mechanism, to realize the integration of 
university talent resources and enhance the overall strength of talents through a perfect talent 
information sharing mechanism which is composed of academic cooperation, project 
consultation and many other ways. However, when universities do not hesitate to spend a lot 
of money in order to "poaching" talents, the long-term training of their young teachers get 
overlooked, resulting in low output efficiency of young excellent teachers.  
 
Therefore, we note following. 

⚫ How is talent identified, attracted, managed, and retained in Chinese universities?  

⚫ Which are the main practices employed in each domain?  

⚫ What are the main issues / barriers / challenges relating to the attraction, motivation, 

development and retention of talents in Chinese universities?  

⚫ Which are the main gender issues in Chinese universities? 
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Theme D: Internal and external factors affecting TM practices in Chinese universities 
 
As an institutionalized organization, universities are affected by institutional environment, 
social ethics and many other aspects during their operation. For the flow of talents in colleges 
and universities, it is also subject to the current policy influence, evaluation mechanism, 
competition mechanism and other factors.   
For example, policy impact, the promotion of double first-class construction provides an 
opportunity for the introduction of talents, the strengthening of school-running strength and 
the improvement of education level. Evaluation mechanism impact, relying on "title" to dig 
talents, resulting in talent flow presents a certain utilitarian tendency. And in the process of 
talent introduction, the lack of full consideration of the actual development of the university, 
might result in the out-of-balance between demand for education and talent. In addition, 
talent evaluation still exists "paper-centric" vicious circle. Ethic impact, the orderly flow of 
talents in universities cannot be separated from the benign system as a guarantee, and at the 
same time cannot break away from the soft constraint of informal system.  Competition ethics, 
as a kind of soft competition constraint of moral level, depends on the internal consciousness 
and self-restraint of the competition subject. There could be many other factors.  
 
Therefore, we note following. 

⚫ Which are the internal factors that shape TM practices in Chinese universities?  

⚫ How does organizational strategy affect the approach to managing talents?  

⚫ What are the links between talent management and other areas of management, like 

performance management, rewards management, etc. 

⚫ To what extent do TM issues and challenges vary in different stages of the organization.  

⚫ Which are the external factors that shape TM practices in Chinese universities?  

⚫ How do social reputation forces affect TM practices? 

Theme E: The perspective of talents in Chinese universities 
 
There are many reasons for talents to serve universities in numerous choices. With modest 
incomes, they could make a decent living, and there are a lot of possible reasons: respected, 
vacation days, less socializing, more free time, less work pressure and access to some 
educational resources.   
However, the metaphor "between the ivory tower and the academic assembly line" might 
better describe the plight of many young teachers in universities.  
Some of them hold the ideal of "pursuing academic career", but face the reality that they have 
to stay up all night to produce academic achievements and struggle to avoid transferring jobs 
or losing their jobs. The term "insomnia in academia" is not too strong a word for young 
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teachers trying to "get ashore" at the moment, because the institutional environment of the 
academic profession in which they work is characterized by an excessive emphasis on 
productivity, which is measured as output per unit of time, therefore, talents often have to 
deal with time pressure by sacrificing their health and taking up leisure time.   
Increasing work pressure, job burnout and mental health problems of teachers in universities 
caused by the intensified career competition. Under the pressure of performance assessment, 
many scholars have to improve the speed of academic production and reduce the quality of 
academic output by chasing "hot spots", and practicing fraud. Why does the institutional 
environment of academic profession make the measures to stimulate academic production 
become the main source of time pressure for teachers? Many studies believe that the global 
academic labor market is influenced by academic capitalism and managerialism, which leads 
to the differentiation of internal employment conditions, increases the instability of academic 
career, and intensifies the competitive pressure, thus leading to the gradual normalization of 
anxiety-driven overwork. In terms of understanding the actual situation, the explanatory 
power of this perspective is insufficient.   
In China, administrative forces dominate resource allocation and policy making in the 
academic labor market. Administrative logic is essentially bureaucratic management logic, 
which mainly sets goals for subjects at all levels through administrative instructions. It may be 
reflected in the difference between different organizations in the implementation of policies 
such as "up or go", or in the difference of quantitative evaluation standards and variation 
frequency of universities, etc. The contradiction between administrative logic and academic 
logic increases the time pressure of scholars.  
 
Based on this, we note the following points 

⚫ From an individual perspective, what are the main issues relating to the attraction, 

motivation, development and retention of talents in your university? 

⚫ Why do talented people join a university? Why did you choose this university? 

⚫ What are the expectations of talents in your university? What expectations do you feel? 

⚫ How do talents view their career development and progression in the university? What 

are your personal plans?  
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Questions for Leadership 

1. What is the level of awareness and understanding of talent management?对人才管理的

认识和理解程度如何?  

2. How important is organizational culture for the approach to managing talents?组织文化

对于管理人才的方法有多重要?   

3. How is talent defined and identified? 人才是如何定义和识别的?  

4. What are the main issues relating to the attraction, motivation, development and 

retention of talents?吸引、激励、发展和留住人才的主要问题是什么?   

a) organizational perspective   

b) individual perspective  

5. What are the expectations of talents? 对人才的期望是什么?   

6. What are the roles and competences of talents and what is the scope of the tasks 

performed? 人才的角色和能力是什么?所执行任务的范围是什么?   

7. How do internal and external factors shape TM practices? 内部和外部因素是如何影响

TM 实践的?  

8. What factors make attracting and recruiting talent more complex and difficult? 哪些因素

使吸引和招聘人才变得更加复杂和困难?   

9. What are the main barriers to introducing TM practices?引入 TM 实践的主要障碍是什

么?   

10. What is the impact of TM practices on the growth and effectiveness of university?TM 实

践对大学的成长和效率有什么影响?   

11. To what extent do talent practices vary in different type of unit?在不同业务单位中，人

才实践的差异有多大?  

12. To what extent do talent issues and challenges vary in different stages of the 

organizational development?在组织发展的不同阶段，人才问题和挑战有多大程度的不

同?    

13. Internal & external acquisition of talents ; talents and career development; retention 

practices? impact of talent approach on business outcomes ?其他问题——内部或外部引

进人才; 人才与职业发展; 保留的做法吗? 人才策略对业务结果的影响?  

14. What are the main differences between your university and others in terms of their 

overall approach to management of human resources and to the management of talent ? 在

人力资源管理和人才管理的总体方法上，贵学校和其他学校有什么主要区别?   

15. Any opinions or suggestions on other aspects of talent management your university, 
such as talent attraction, training, scientific research management, working environment, 

incentive mechanism, etc.对目前高校人才管理的其他各方面，如人才引进、培训、科研

管理、工作环境、激励机制等方面，有何意见或建议？ 
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Questions for Administration 

1. Do you have a formal HR or TM policy? If so, could you please briefly tell me about it? 是

否有正式的人事或人才管理政策? 如果有，能否简单介绍一下?   

2. Could you describe your overall approach to managing people?你能描述一下人员管理的

总体方法吗?  

3. Do you employ an HR professional?你雇佣了人力资源专家吗? 

4. What are the reasons employees choose to work here?员工选择在这里工作的原因是什

么? 

5. What are the reasons people stay with XX University?人们留在 XX 大学的原因是什么?  

6. How do your university define talent? 你们学校是如何定义人才的?   

7. Who are considered talents in your organization?在你的组织中，谁被认为是人才?  

8. What does it take to be considered a talent?怎样才能被认为是人才?   

Do you see everybody as talent? If not, do you manage talents differently? How?你认为每个

人都是人才吗? 如果没有，你会以不同的方式管理人才吗? 如何?  

9. who are seen as more valuable than most ?谁被认为比大多数人更有价值? 

10. What are your main challenges in relation to talent issues?在人才问题上，你面临的主

要挑战是什么?  

11. What are the peculiar factors that may influence the approach to HR and TM ?  有哪些

特殊的因素可能会影响到人力资源和人才管理方法?  

12. Do you operate with an inclusive or exclusive approach to TM? 你对 TM 采取的是包容

性的还是排他性的方法?  

13. How does your talent issues change in relation to changes in the business?人才问题是

如何随着业务的变化而变化的?   

14.  Do you have informal practices which help you attract, retain and develop staff?你是否

有非正式的做法来帮助你吸引、留住和发展员工?   

15. What are the main factors influencing the retention of talent?影响人才保留的主要因素

是什么?  

16. How will talent management policies change in the future?未来人才管理政策会有什么

改变?   

17. Was source of income a factor in differentiation of universities......those with a high 
proportion of income coming from research v those with a high proportion of income 
coming from teaching..........this would influence talent strategy? 
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Questions for Talent Pool 

1. How long have you been working here? (current occupation and position and previous, if 

any) 你在这里工作多久了? (目前及以前的职业和职位，如有)   

2. Why did you choose to work here? 你为什么选择在这里工作?  

3. What do you see as positive and negative aspects of working here from an employee 

perspective?  从员工的角度来看，你认为在这里工作的优点和缺点是什么?  

4. How about your career?你的事业怎么样? How satisfied are you with your own 

development? 您对自身的发展状况满意度如何？ 

5. Why do you stay with XX university? 你为什么留在 XX 大学? 

6. What motivates you ? What is the purpose of your hard work? 你的动力是什么?您努力

工作的目的是什么？ 

7. To what extent are your expectations met? From the perspective of your own 
development, what do you think you need most? What ways can you better promote your 

career development? 你的期望达到了什么程度? 从自身发展角度出发，您认为自己最需

要什么？通过什么样的途径才能更好地促进自己的职业发展？ 

8. What do you think is the biggest obstacle to your own development? 您认为影响自身发

展的最大障碍是什么？ 

9. Do you think some people are considered by your organization as talents? If so, why do 

you think that’s the case? 你认为有些人被你的组织认为是人才吗? 如果是这样，你认为

为什么会这样?   

10. In your own opinion, what does it take to be considered a talent? What are the main 

aspects to be included? 在你看来，怎样才能被认为是人才呢? 应包括哪些主要方面？ 

11. Do you feel talents in your organization are being managed or treated differently 

compared to others? Why? How?你是否觉得公司里的人才受到了不同的管理或待遇? 如

果是，是怎么回事? 如果没有，你认为他们应该是吗? 为什么? 如何?  

12. Have you ever considered leaving your job? If there is an opportunity to make another 

choice, what do you think are the main factors that attract you?假如有机会流动，您认为

人才被吸引到其他工作岗位的主要因素是什么? 

13. source of income? a high proportion of income coming from research OR a high 
proportion of income coming from teaching? 
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Appendix Four: Ethics Approval Documents 

 

Ethics reference 
number (for office 
use): 

 

WorkTribe project URL  

 

PART A: SUMMARY 

 

A.1 Title of the research  
 

Talent Management of Universities in China 

A.2  Principal investigator’s contact details 

Name (Title, first name, surname) Ms. Mengqiong Liu 
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Faculty/School Faculty of Business, Law and Politics 
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to another question, please refer to your earlier answer rather than repeating information.  
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Email address  

 

Name (Title, first name, surname)  
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Faculty/ School  
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A.5 Select from the list below to describe your research: (Mark with X  all that apply) 

X Research on or with human participants 

X Research working with data of human participants 

X New data collected by qualitative methods 

 New data collected by quantitative methods 

 New data collected from observing individuals or populations 

X Routinely collected data or secondary data 

 Research working with aggregated or population data 
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sympathetic, endorsing or   promoting terrorist acts 
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PART B: THE RESEARCH 
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B.1 Give a short summary of the research  (max 300 words) 

This section must be completed in language comprehensible to the lay person.  Your 
answers should be easily understood by someone who is not experienced in the field you are 
researching, (eg a member of the public) - otherwise it may be returned to you. Where technical 
terms are used they should be explained. Any acronyms not generally known should be described 
in full. Do not simply reproduce or refer to the research method or protocol, although these can also 
be submitted to provide any technical information that you think the ethics committee may require. 
This section should cover the main parts of the proposal. 

In plain English provide a brief summary of the aims and objectives of the research.  

• The summary should briefly describe the background to the research and why it is 
important, 

• the questions it will answer and potential benefits, 

• the study design and what is involved for participants. 
 
The aim of the study is to provide insights on Talent Management (TM) in one of the key emerging 
economies (that of China), universities are selected as the research object because of the high 
concentration of talents. Different from traditional HRM, there are few relative researches in China at 
present, this research aims to develop certain theoretical and practical significance for enriching 
relevant talent theories, promoting rational talent introduction, talent retention, talent development as 
well as other relevant talent management, explore some new concepts to improve the understanding 
of TM in Chinese university and contribute to revealing the context with Chinese characteristics. 
First, second-hand information from relevant literature, university reports and previous studies will be 
reviewed to understand the situation of talent management in Chinese context as well as the 
development of talent management in universities in China. The theoretical research will be 
conducted, and relevant theories will be discussed or introduced to develop the theory of talent 
management. Then, case study research will be adopted to focus on the talent management strategy 
of Chinese universities and answer to the research questions. Two representative universities are 
selected as main unit of analysis, and in each case, data will be mined deeply. 
Participants include academic leadership, academic talent pool, administration, and most important 
people to help. 
 
 

B.2 Proposed study dates and duration  

Research start date (DD/MM/YY): _10/10/2018_______   Research end date (DD/MM/YY): 
___16/09/2023____ 
 
Fieldwork start date (DD/MM/YY): _20/06/2022_____ _   Fieldwork end date (DD/MM/YY): 
____20/09/2022____ 
 

B.3 Where will the research be undertaken? (i.e. in the street, on University of Hull premises, in 
schools, on-line etc.) 
 On-line 
Do you have permission to conduct the research on the premises? 
 

X Yes   No 

   
If no, please describe how this will be addressed. 
 

 
 
 

B.4 Does the research involve any risks to the researchers themselves, or people not 
directly involved in the research? E.g. lone working 
 

 
 

 
 

 Yes  X No 
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If yes, please describe and say how these will be addressed (include reference to relevant 
lone working policies): __________________________________________________ 
 
If yes, please include a copy of your completed risk assessment form with your application.  

NB: If you are unsure whether a risk assessment is required visit the Health and Safety 
SharePoint site. Risk assessments are required for all fieldwork taking place off campus. 

B.5 What are the main ethical issues with the research and how will these be addressed? 
Indicate any issues on which you would welcome advice from the ethics committee 
 
(1) Informed participation 
Before interview, I introduced the research content and purpose to respondents as much as possible 
and obtained the written consent to ensure the voluntary participation of the respondents. At the 
beginning of the interview, I informed them of the right to refuse or drop out the interview at any time, 
as well as the right to refuse to answer any questions. 
(2) Disclosure information.  
The researchers have the responsibility to carefully handle the personal and confidential data from 
participants, and prevent data from leakage, and never let your participant concern about privacy, 
data theft, data leaks, and data loss. I separated interview transcriptions from the names of 
respondents to protect the identities of the subjects; and I established a numbering system to protect 
their privacy rights. At the same time, the list of interviewees is stored in a safe place for researchers 
to use only. For some identity-sensitive information provided by interviewees, protective measures 
are taken not to disclose relevant information to anyone. After the study, the list was destroyed to 
implement the principle of anonymity and confidentiality. 
Ethical Conduct:  
--Inform participants in advance. 
--Always get consent, although it is just a little piece of thing. 
 

B.6 Does the research involve an international collaborator or research conducted 
overseas: 

 
 

 
If yes, describe any ethical review procedures that you will need to comply with in that 
country: 
 
Sign the commitment of scientific research integrity. 
 
Describe the measures you have taken to comply with these: 
 
I have signed the commitment of scientific research integrity, obtained the consent from the 
president office and the publicity department of the case university, have fully presented my 
research plan and goals and submitted the research introduction and plan to them for filing, and 
have committed to accept ethical review at any time.  
And I promised I would not disclose the name of the case university in the thesis. For school 
documents, only analyze and use the data provided by them and can be made public, and do not 
collect and use other confidential information.  
 
 
Include copies of any ethical approval letters/ certificates with your application. 
Copy of the signed commitment of scientific research integrity 
 

X Yes   No 
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PART C: HUMAN PARTCIPANTS AND SUBJECTS 

C.1 Who are the participants? 
 
Academic leadership, academic talent pool, administration, most important people to help. 
 
C.2 Are the participants expected to be from any of the following groups? (Mark with X as 
appropriate) 
 

 Children under 16 years old.     Specify age group: 
___________________________________ 

 Adults with learning disabilities 

 Adults with other forms of mental incapacity or mental illness 

 Adults in emergency situations 

 Prisoners or young offenders 

 Those who could be considered to have a particularly dependent relationship with the 
investigator, e.g. members of staff, students 

 Other vulnerable groups 

X No participants from any of the above groups 

Include in Section D5 details of extra steps taken to assure their protection. 
 
Does your research require you to have a DBS check?    
 
  Yes  X No 

It is the researcher’s responsibility to check whether a DBS check (or equivalent) is required 
and to obtain one if it is needed. See also http://www.homeoffice.gov.uk/agencies-public-
bodies/dbs  

C.3 What are the potential benefits and/ or risks for research participants in both the short 
and medium-term? 
Risks may include health and safety, physical harm and emotional well-being  
 
Well beings of participants 
The involved participants in this research are expected to define talents, and give personal 
experience, background, and achievement on teaching, research, instruct students and how they 
serve the local, and so on, and the topic of talents, salary, welfare, rewards, personal development, 
working satisfactory, working pressures is a touchy subject which is susceptible to discomfort. 
 
What will be done to avoid or minimise the risks? 
Possible ways to reduce discomfort and harm:  
--Show great welcome and respect. 
--Comfortable and private area. 
--Create a better atmosphere when interviewing. 
--Make an emotional connection. 
--Encourage participants properly. 
--Avoid awkward pause. 
--Subtle topic control. 
--Avoid overreach and invade the privacy of participants. 
--Never coerce people into providing information or taking part. 
Additional, recordings must be allowed by all the participants, otherwise it will make people conceal 
the facts, feel embarrassed, annoyed, or even quit the interview directly. Still, the recording process 
can make interviewees uncomfortable. 

http://www.homeoffice.gov.uk/agencies-public-bodies/dbs
http://www.homeoffice.gov.uk/agencies-public-bodies/dbs
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C.4 Is there a potential for criminal or other disclosures to the researcher requiring action to 
take place during the research? (e.g. during interviews/group discussions, or use of screen 
tests for drugs?) 

 
 

If yes, please describe and say how these will be addressed:  

 Yes  X No 

C.5 What will participants be asked to do in the study?
 
(e.g. number of visits, time involved, 

travel required, interviews) 
1-2 online interviews, about 1 hour at a time 

 

PART D: RECRUITMENT & CONSENT PROCESSES 

 

How participants are recruited is important to ensure that they are not induced or coerced into 
participation. The way participants are identified may have a bearing on whether the results can be 
generalised. Explain each point and give details for subgroups separately if appropriate. Also say 
who will identify, approach and recruit participants. Remember to include all advertising material 
(posters, emails etc) as part of your application. 
D.1 Describe how potential participants in the study be identified, approached and recruited 
and who will do this:  
(i) identified: 

Selected interviewees meet the following criteria: ①People who have experience of the university 

and be familiar with the situation of the university and the organizational context; ②People who are 

involved in either designing, managing, or implementing talent management, or people who are 

defined by the organization and are included in the talent management program; ③People who 

have the willingness, interest and enough time to participate in this study.  
(ii) approached:  
Start from HR department, and ask them to recommend suitable candidates, and then send out 
invitation. 
(iii) recruited: 
Invitation Letter. Wechat scan code invitation. 
 

 
D.2. Do you intend to identify participants by name? If yes, explain why 
 
No 

D.3 Will the research involve any element of deception?  
 
 

 
If yes, please describe why this is necessary and whether participants will be informed at the end of 
the study. 
 
 

 Yes  X No 

D.4 Will informed consent be obtained from the research participants?  
 

 
 

X Yes   No 
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If yes, give details of how it will be done. Give details of any particular steps to provide 
information (in addition to a written information sheet) e.g. videos, interactive material. If 
you are not going to be obtaining informed consent you will need to justify this.  
Sign informed consent. 
The research will be explained again before the interview, and the interview will begin after the 
recording is agreed. 
 
If participants are to be recruited from any of potentially vulnerable groups, give details of 
extra steps taken to assure their protection. Describe any arrangements to be made for 
obtaining consent from a legal representative. 
 
 
 

Copies of any written consent form, questionnaire, written information and all other 
explanatory material should accompany this application. The information sheet should make 
explicit that participants can withdraw from the research at any time, if the research design permits. 
Remember to use meaningful file names and version control to make it easier to keep track of your 
documents.  
 

D.5 Describe whether participants will be able to withdraw from the study, and up to what 
point (e.g. if data is to be anonymised). If withdrawal is not possible, explain why not. 
Any limits to withdrawal, e.g. once the results have been written up or published, should be made 
clear to participants in advance, preferably by specifying a date after which withdrawal would not be 
possible. Make sure that the information provided to participants (e.g. information sheets, consent 
forms) is consistent with the answer to D6. 
 
Participants will be able to withdraw from the study before the interview begins or during the 
interview. 
And also, participants will be able to withdraw after the interview, but in the informed consent, I will 
inform the interviewees that they can still withdraw at any time within one month after the interview. 
I will no longer use any information and data provided by them, and I promise to delete all the 
records. However, after one month, they will not be able to withdraw any more, and I will remind 
them when it’s time.  
 

D.6 Will individual or group interviews/ questionnaires discuss any topics or issues that 
might be sensitive, embarrassing or upsetting, or is it possible that criminal or other 
disclosures that require action (for instance, pertaining to child protection) could take place 
during the study (e.g. during interviews or group discussions)? The information sheet should 
explain under what circumstances action may be taken. 

 
 

 
If yes, give details of procedures in place to deal with these issues.  
 

When it comes to sensitive topics, such as income, promotion and stress etc., I will 

announce it in advance and tell them they can choose not to answer if they feel 

uncomfortable.  

X Yes   No 

D.7 Will individual research participants receive any payments, fees, reimbursement of 
expenses or any other incentives or benefits for taking part in this research? 

 
 

 
If Yes, please describe the amount, number and size of incentives and on what basis this 
was decided. 
 
 
 

 Yes  X No 
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PART E: RESEARCH DATA 

Please read http://libguides.hull.ac.uk/researchdata 

 

E.1 Explain what measures will be put in place to protect personal data.  E.g. anonymisation 
procedures and coding of data.  Any potential for re-identification should be made clear to 
participants in advance.  
I will anonymize the real names of all participants, and coding each interviewee. In the process of 
analyzing data and thesis writing-up, I will distinguish interviewees by the coded numbers, and be 
careful to hide names or other confidential information that may appear in the transcript. In addition, 
I will keep all the original data properly, keep them in a special folder and encrypt them. And I will 
make a confidentiality commitment to each participant and explain how the data will be stored.  
 

E.2 Does the research involve sensitive topics or confidential data? If yes, explain. 

The involved participants in this research are expected to give personal experience, background, 
and insights on teaching, research, and talent policies, and so on, and it might involve income, 
promotion, personal development, working satisfactory, working pressures which is a sensitive 
topic which is susceptible to discomfort. 

 

E.3. What security measures are place to ensure secure storage of data at any stage of the 
research?   
 
Provide details on where personal data will be stored, any of the following: (mark with X all that 
apply) 

X University approved cloud computing services  

 Other cloud computing services 

X Manual files  

 Private company computers 

 Portable devices  

 Home or other personal computers (not recommended; data should be stored on a University of Hull 
server such as your G,T, X or Z: drive where it is secure and backed up regularly). 

 
Please attach the data management plan in the appendices; for further information visit 
http://libguides.hull.ac.uk/researchdata 
 
 

E.4 Who will have access to participant’s personal data during the study? 
Researcher Only  

E.5 Where will the data generated by the research be analysed and by whom? 
 
By hand and Nvivo. By researcher. 

E.6 Who will have access and act as long term custodian for the research data generated by 
the study? 
 
Researcher, and supervisory 

E.7 Have all researchers that have access to the personal data that will be collected as part 
of the research study, completed the University (or equivalent) data 
protection training? 

           
 

X Yes   No 

It is mandatory that all researchers accessing personal data have completed data protection 
training prior to commencing the research. 
https://share.hull.ac.uk/Services/StaffDevelopment/SitePages/eLearning%20-%20Courses.aspx  

http://libguides.hull.ac.uk/researchdata
https://share.hull.ac.uk/Services/StaffDevelopment/SitePages/eLearning%20-%20Courses.aspx
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E.8 Will the research involve any of the following activities at any stage (including 
identification of potential research participants)? (Select all that apply) 

 Examination of personal records by those who would not normally have access 

 Access to research data on individuals by people from outside the research team 

 Electronic surveys, please specify survey tool: _______________________________  

 Other electronic transfer of data 

X Use of personal addresses, postcodes, faxes, e-mails or telephone numbers 

X Use of audio/ visual recording devices (NB this should usually be mentioned in the information for 
participants)  

  
 

E.9 Are there any reasons to prevent or delay the publication of this research? E.g. 
Commercial embargoes, sensitive material.  

 
 

If yes, provide details: 

 Yes  X No 

E.10 If there are restrictions on where this research should be published or reported, Where 
will the results of this study be disseminated ? (Select all that apply) 

 Conference presentation  

 Peer reviewed journals 

X Publication as an eThesis in the Institutional repository HYDRA 

 Publication on website 

 Other publication or report, please state: _______________________________ 

 Submission to regulatory authorities 

 Other, please state: _______________________________________________. 

 No plans to report or disseminate the results  
 

E.11 How long will research data from the study be stored?  
             Years 

E.12 When will the personal data collected during the study be destroyed and how? 
 
When the study is completely over, the personal data will be destroyed thoroughly by crush folders. 

Researchers must comply with the General Data Protection Regulations that are live from 
May 2018. 

 

PART F: CONFLICTS OF INTEREST 

 

F.1 Will any of the researchers or their institutions receive any other benefits or incentives 
for taking part in this research over and above normal salary or the costs of undertaking the 
research?  

 
 

 
If yes, indicate how much and on what basis this has been decided  
 
 

 Yes  X No 

5 
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F.2 Is there scope for any other conflict of interest? For example, could the research findings 
affect any ongoing relationship between any of the individuals or organisations involved and the 
researcher(s)? Will the research funder have control of publication of research findings?  

 
 

     
If so, please describe this potential conflict of interest, and outline what measures will be 
taken to address any ethical issues that might arise from the research.  
 

 Yes  X No 

F.3 Does the research involve external funding? (Tick as appropriate) 
 
 

    
  If yes, what is the source of this funding? ___________________________________ 
 

 Yes  X No 

  



377 

 

PART I: DECLARATIONS 

Declaration by Principal Investigator 
 
1 The information in this form is accurate to the best of my knowledge and belief. 

2. I take full responsibility for the information I have supplied in this document. 

3. I undertake to abide by the University’s ethical and health and safety guidelines, and the ethical 

principles underlying good practice guidelines appropriate to my discipline. 

4. I will seek the relevant School Risk assessment/COSHH approval if required. 

5. If the research is approved, I undertake to adhere to the project protocol, the terms of this 

application and any conditions set out by the Faculty Research Ethics Committee. 

6. Before implementing substantial amendments to the protocol, I will submit an amendment 

request to the Faculty Research Ethics Committee seeking approval.  

7. If requested, I will submit progress reports. 

8. I am aware of my responsibility to be up to date and comply with the requirements of the law and 

relevant guidelines relating to security and confidentiality of participants or other personal data, 

including the need to register when necessary with the appropriate Data Protection Officer. 

9. I understand that research records/data may be subject to inspection for audit purposes if 

required in future. 

10. I take full responsibility for the actions of the research team and individuals supporting this 

study, thus all those involved will be given training relevant to their role in the study. 

11. By signing the validation I agree that the Faculty Research Ethics Committee, on behalf of the 

University of Hull, will hold personal data in this application and this will be managed according to 

the principles established in the Data protection Act (1998). 

 
Sharing information for training purposes: Optional – please mark with X as appropriate: 

 
I would be content for members of other Research Ethics Committees to have access to the 
information in the application in confidence for training purposes. All personal identifiers and 
references to researchers, funders and research units would be removed. 

 
Principal Investigator 
 
Signature of Principal Investigator:                                    
 (This needs to be an actual signature rather than just typed. Electronic signatures are acceptable)
  
 
Print name: ........................................................    Date:
 (dd/mm/yyyy): .....10/06/2022.............................. 
 
 
Reviewer 
 
Signature of Reviewer:                                    
 (This needs to be an actual signature rather than just typed. Electronic signatures are acceptable)
  
 
Print name: ........................................................    Date:
 (dd/mm/yyyy): ....................................................... 
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Supervisor of UG and PG student research: I have read, edited and agree with the form 
above. 
 
Supervisor’s signature:........... ..................................................... 
 (This needs to be an actual signature rather than just typed. Electronic signatures are acceptable)
  
 
Print name: ......Hugh Scullion..................................................    Date:
 (dd/mm/yyyy): ...........27/06/2022............................................ 
 

Remember to include any supporting material such as your participant information sheet, 
consent form, interview questions and recruitment material with your application. Version control 
should be adopted to include the version number and date on relevant documents in the 
appendices. 

These should be pasted as Appendices to this form. 
Multiple documents will not be accepted. 

 

One copy of the form should be kept by the researcher, one copy should be 
retained by the Ethics Officer and one copy should be sent by email to  
fblp-researchadmin@hull.ac.uk 

 
 
 
 

mailto:fblp-researchadmin@hull.ac.uk
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Appendix Five: Participant Details 

Participants Details, P University 

Participants 

Interview 
Type  

(VC or 
F2F) 

Role and Responsibilities 
Professional Title/ 

Administrative 
Level 

Year of 
Working 

Case Experience 
Involvement with 

TM 

Uni.P-AD-
HR-01 

VC 

Complete the entire recruitment process 
based on the job vacancies and specific 

requirements reported by every 
department, and manage personnel files 

Administration 
staff 

12 
Talent identification, 

attraction and recruitment 
Implementation 

and design 

Uni.P-AD-
HR-02 

VC 
Responsible for professional title 

promotion and new teacher training 
Administration 

staff 
9 Talent development Implementation 

Uni.P-LE-DE-
03 

F2F 
In charge of development planning 

department  
Vice-president 27 Strategy and HRM  

Strategy and 
design 

Uni.P-TP-YT-
04 

VC Scientific research and teaching Tenure-track post  3 
Tenure-track system; 

professional promotion; 
talent development 

Participant 

Uni.P-TP-YT-
05 

VC Scientific research Tenure-track post 1 
Tenure-track system; 

Talent attraction 
Participant 

Uni.P-TP-PR-
06 

VC Scientific research, teaching and tutoring Professor 18 TM system change Participant 

Uni.P-AD-
OS-07 

VC 
Responsible for carrying out the practice of 

TM in School 
Administrative staff 7 Specific affairs of TM Implementation 

Uni.P-TP-RL-
08 

VC 
Responsible for discipline development, 
Scientific research, teaching and tutoring 

Professor 23 Talent pool 
Implementation; 

Design 

Uni.P-AD-SL- VC Promote the development and innovation School leader; 25 Talent identification, Strategy; Design 
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09 of the School, and formulate and 
implement the strategic plan of the School 

Professor attraction, retention, 
motivation, development; 

Talent pool 

Uni.P-TP-
HP-10 

VC Scientific research, teaching and tutoring Associate Professor 7 
Tenure-track system; 

talent development; talent 
retention 

Participant 

Uni.P-TP-PT-
11 

VC Teaching Lecturer 3 
Classification 

management; Talent 
development 

Participant 

Uni.P-TP-YT-
12 

VC Scientific research Tenure-track post 2 
Tenure-track system; 

performance management 
Participant 

Uni.P-TP-PR-
13 

VC Scientific research, teaching and tutoring Professor 15 
TM system change; Talent 

retention 
Participant 

Uni.P-TP-IT-
14 

VC Scientific research 
Distinguished 

professor 
12 

Talent attraction, 
retention and performance 

assessment  
Participant 

Uni.P-AD-
CH-15 

VC 
Decision-making in the Academic 

Committee 
Professor 19 

Talent identification, talent 
development, professional 

promotion 

Implementation, 
Participant 

Uni.P-TP-RL-
16 

VC 
Responsible for the scientific research 

team 
Professor 10 

Tenure-track system, 
talent development, talent 

pool 

Implementation, 
Participant 

Uni.P-AD-
DH-17 

VC Responsible for HRM department Section chief 21 
Whole TM system and 

process 
Design, 

Implementation 

Uni.P-TP-
HP-18 

VC Scientific research Associate Professor 6 

Tenure-track system; 
talent attraction, 
development and 

retention 

Participant 

Uni.P-TP-YT-
19 

F2F Scientific research, teaching Tenure-track post 4 
Tenure-track system; 
talent development 

Participant 
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Uni.P-TP-YT-
20 

VC Scientific research Tenure-track post 1 
Tenure-track system; 
talent development 

Participant 

 

Participants Details, N University 

Participants 
Interview 

Type (VC or 
F2F) 

Role and Responsibilities 
Professional Title/ 

Administrative 
Level 

Year of 
Working 

Case experience 
Involvement with 

TM 

Uni.N-AD-
HR-01 

F2F 
Hiring qualified candidates to fill vacant 

positions within the university 
Administration 

staff 
6 

Talent attraction, 
recruitment, identification 

Implementation; 
design 

Uni.N-AD-
OS-02 

F2F 

Secretary to the vice president, and 
assist him in collaborating with other 

senior manager to develop and 
implement human resources policies 

and strategies 

Administration 
staff 

7 TM policy Strategy, design 

Uni.N-TP-
PR-03 

F2F Scientific research, teaching and tutoring Professor 15 
Performance points system; 

Talent retention 
Participant 

Uni.N-TP-
PR-04 

F2F 
Scientific research, teaching and 

tutoring; Participate in university HRM 
consulting 

Professor 36 
Performance points system; 

talent identification 
Participant; design 

Uni.N-TP-IT-
05 

VC Scientific research, teaching and tutoring Professor 7 
Performance points system; 

Talent retention and 
development 

Participant 

Uni.N-AD-
CH-06 

F2F 
Scientific research, teaching and 

tutoring; Participate in the work of 
academic committee 

Professor 29 
Talent identification, 

Performance points system  
Implementation; 

Participant 

Uni.N-AD- F2F Develop the strategic plan to ensure that Dean 22 Talent identification, Strategy; Design 
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SL-07 the school can effectively achieve its 
goals and mission 

attraction, retention and 
development 

Uni.N-LE-
DE-08 

F2F 

Manage administrative work, and assist 
the principal in formulating, 

implementing, and supervising various 
policies, plans, and regulations related to 

faculty management and development 

Vice-president 31 Development planning Strategy; Design 

Uni.N-TP-
TT-09 

VC 

Responsible for the development of the 
university's international cooperation 

programs; international student 
teaching 

Lecturer 15 
Talent development; 
Internationalization 

development 
Participant 

Uni.N-TP-
TT-10 

F2F 
Responsible for MBA administrative 

affairs; teaching and research 
Lecturer 8 

Talent retention and 
development 

Participant 

Uni.N-TP-
HP-11 

F2F 
Responsible for the scientific research of 

the School of Economics and 
Management  

Deputy dean; 
Associate 
professor 

9 
Allocation of scientific 

research tasks 
Implementation 

Uni.N-TP-
YT-12 

F2F Scientific research and teaching Lecturer 1 

Talent attraction, 
introduction and 

development; Performance 
points system 

Participant 

Uni.N-TP-
YT-13 

F2F 
Scientific research and teaching; 

Scientific research secretary 
Associate 
professor 

3 
Talent attraction, retention 

and development; 
Performance points system 

Participant 

Uni.N-TP-
RL-14 

VC 
Scientific research, teaching and 

tutoring; Scientific research leading 
talent 

Professor 19 
Talent retention, talent 
development; title and 

rewards 
Participant 

Uni.N-AD-
HR-15 

F2F 

Responsible for developing and 
implementing teacher development 

plans, training and professional 
development for newly hired teachers 

Administration 
staff 

11 Talent development 
Implementation; 

Design 
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Uni.N-LE-SE-
16 

F2F 

Responsible for promoting the party’s 
work of the university, responsible for 

promoting national policies and the 
guiding ideology of the party, conducting 

ideological and value education, etc. 

Deputy Secretary 
of CPC 

28 Talent policy and strategy Strategy; Design 

Uni.N-TP-
KM-17 

F2F 

Scientific research, teaching and 
tutoring; Responsible for International 

education; Outstanding education 
background; 

Lecturer 10 
Talent attraction and talent 
development; Performance 

points system 
Participant 

Uni.N-TP-
YT-18 

F2F Scientific research and teaching Lecturer 3 
Talent attraction and talent 
development; Performance 

points system 
Participant 

Uni.N-TP-
PT-19 

F2F 
Specially recruited talent for particular 

background and ethnicity group; 
Manage minority students  

Lecturer 3 
Talent recruitment, talent 

development 
Participant 

Uni.N-20 F2F 
Lead the most innovative and 

controversial school in the performance 
points system 

Dean; Professor 24 
School development 
strategy; Talent pool; 

Performance points system 

Design; Strategy; 
Implementation 

Uni.N-21 F2F 
Responsible for discipline education and 

development 
Professor 30 

Talent pool; talent 
development 

Implementation; 
Participant 

Uni.N-22 VC 
Distinguished visiting professor; 

Scientific research, teaching and tutoring 
Professor 41 

Talent attraction; Talent 
retention 

Participant 

Uni.N-23 F2F 
Newly introduced talent; Scientific 

research, teaching and tutoring 
Professor 15 

Talent attraction, retention 
and development 

Participant 

Uni.N-TP-
HE-24 

VC Applying for resignation 
Associate 
professor 

11 

Talent retention and talent 
development; Performance 

and rewards; Overload 
pressure 

Participant 
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Appendix Six: Coding Matrix 

Themes 

Interviewees’ Background Information 
Talent Definition 
TM Definition 
Talent Identification 
Talent Attraction 
Talent Retention 
Talent Development 
P University 
N University 
Challenges 
Influencing Factors 
Contribution 
Strategy 
Culture 
Suggestions 

Abbreviation  

IBI 
TD 
TMD 
TI 
TA 
TR 
TD 
PU 
NU 
CH 
IF 
CTB 
STG 
CUL 
SUG 

Notes & Frequency 

The concentration of 
these themes within 
this coding matrix is 
reflective of 
intentional interview 
design. Each theme's 
frequency is 
deliberately 
emphasized to align 
with the research 
questions. It enhances 
the effectiveness and 
efficiency to address 
specific aspects of the 
research. 

Interviewees’ Background Information 

IBI-Age 
IBI-Male 
IBI-Female 
IBI-Position 
IBI-Title 
IBI-Year of Working 

Abbreviation  

IBI-AGE 
IBI-M  
IBI-F  
IBI-POS 
IBI-TTL 
IBI-YOW 

Notes & Frequency 

(≥45: 3; <45: 41) 
(27) 
(17 
(Leadership: 3) 
(Professor: 20) 
(≥10 years: 23; <10:11) 

Talent Definition 

TD-Paper and research programme 
TD-Ph.D. 
TD-Knowledge and skills 
TD-Contribution 
TD-Virtue 
TD-Well-behaved 

Abbreviation  

TD-PRP  
TD-PHD  
TD-K&S  
TD-CTB 
TD-VIRT 
TD-WB 

Frequency 

(9) 
(5) 
(12) 
(8) 
(5) 
(3) 

TM Definition 

TMD-Performance management 
TMD-HRM 
TMD-Knowledge management 
TMD-Policies 
TMD-Remain the elite 
TMD-Talent cultivation 

Abbreviation  

TMD-PM 
TMD-HRM 
TMD-KM 
TMD-POL 
TMD-RE 
TMD-TC 

Frequency 

(8) 
(11) 
(2) 
(9) 
(2) 
(3) 

Talent Identification Abbreviation  Frequency 
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TI-Education Background 
TI-Academic Achievement 
TI-Leadership 
TI-Research Abilities 
TI-Creative Abilities 
TI-Potential 
TI-Specialized 
TI-Title 

TI-EDU 
TI-AA 
TI-LDR 
TI-RES 
TI-CRS 
TI-POT 
TI-SPT 
TI-TTL 

(6) 
(15) 
(2) 
(5) 
(3) 
(5) 
(6) 
(2) 

Talent Attraction 

TA-Platform and Resource 
TA-Development Opportunity 
TA-Region 
TA-Working Environment 
TA-Work Autonomy 
TA-Economy 
TA-Professional Fit 
TA-Interpersonal Connections 
TA-Family Factors 
TA-Stable 
TA-Have Holidays 
TA-Free Time, and Highly Disposable 
TA-Reputation and Respectable 
TA-Team 

Abbreviation  

TA-PR 
TA-DEV 
TA-REG 
TA-WE 
TA-AUT 
TA-ECON 
TA-PFIT 
TA-IC 
TA-FAM 
TA-STB 
TA-HOL 
TA-FREE 
TA-REP 
TA-TEAM 

Frequency 

(9) 
(21) 
(3) 
(5) 
(2) 
(3) 
(3) 
(2) 
(10) 
(7) 
(6) 
(7) 
(5) 
(3) 

Talent Retention 

TR-Professional Development Opportunities 
TR-Compensation 
TR-Positive Work Environment 
TR-Advancement Opportunities 
TR-Administrative Support 
TR-Feeling Valued 
TR-Bianzhi 
TR-Job Security 
TR-Agreement of Contract 
TR-Recognition and Rewards 
TR-Tenure Track 

Abbreviation  

TR-PD 
TR-COMP 
TR-WE 
TR-AO 
TR-AS 
TR-VAL 
TR-BZ 
TR-JS 
TR-AGR 
TR-REC 
TR-TT 

Frequency 

(7) 
(8) 
(3) 
(13) 
(3) 
(9) 
(2) 
(2) 
(4) 
(2) 
(4) 

Talent Development 

TD-Continuous Training 
TD-Research Skill Development 
TD-Teaching Enhancement 
TD-Mentorship Programmes 
TD-Funding 
TD-Educational Improvement 
TD-International Programmes 

Abbreviation  

TD-CT 
TD-RSD 
TD-TE 
TD-MP 
TD-FUD 
TD-EI 
TD-IP 

Frequency 

(11) 
(9) 
(3) 
(3) 
(5) 
(4) 
(2) 
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TD-Certification and Qualification TD-CQ (4) 

P University 

PU-Classified Management of Teachers 
PU-Up or Out 
PU-Six-year Assessment 
PU-Professional Promotion System 
PU-New and Old System 
PU-Tenure-Track 
PU-Well-Paid 
PU-Incremental Reform 
PU-School as an Entity 
PU-Stress and Involution (‘Neijuan’) 
PU-First-class Teachers 
PU-Academic Right 
PU-International Standard 
PU-Group Interest 

Abbreviation  

PU-CMT 
PU-UO 
PU-SYA 
PU-PPS 
PU-NOS 
PU-TT 
PU-WP 
PU-IR 
PU-SE 
PU-NJ 
PU-FCT 
PU-AR 
PU-IS 
PU-GI 

Frequency 

(3) 
(14) 
(8) 
(3) 
(17) 
(20) 
(6) 
(2) 
(3) 
(7) 
(2) 
(4) 
(3) 
(2) 

N University 

NU-Gongfen System 
NU-Performance Assessment 
NU-New Headmaster 
NU-Double First-class University Construction 
NU-Professional Promotion 
NU-Funds and Papers 
NU-Guanxi 
NU-Treatment 
NU-Talent Attraction 
NU-Do a PhD 
NU-Teaching Useless 
NU-Reform 
NU-School Autonomy 
NU-Lying Flat (‘Tangping’) 

Abbreviation  

NU-GF 
NU-PA 
NU-NH 
NU-DFUC 
NU-PP 
NU-FP 
NU-GX 
NU-TT 
NU-TA 
NU-DPHD 
NU-TU 
NU-RF 
NU-SA 
NU-TP 

Frequency 

(23) 
(17) 
(3) 
(6) 
(15) 
(11) 
(4) 
(2) 
(3) 
(4) 
(2) 
(20) 
(3) 
(5) 

Challenges 

CH-Retention Issues 
CH-Professional Development Limitations 
CH-TM Effectiveness 
CH-Implementation Issues 
CH-Performance System 
CH-Utilitarianism 
CH-Up or Out System Dissatisfaction 
CH-Gongfen system Opposition 
CH-Publish or Out 
CH-Mental stress and insecurity 
CH-Compensation 

Abbreviation  

CH-RI 
CH-PDL 
CH-EFF 
CH-IMP 
CH-PS 
CH-UTI 
CH-DIS 
CH-OPP 
CH-PUB 
CH-STR 
CH-CPS 

Frequency 

(2) 
(5) 
(3) 
(7) 
(18) 
(3) 
(6) 
(5) 
(22) 
(4) 
(4) 
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CH-Research Interests 
CH-Weak Position 
CH-Similar Policy 
CH-Limited Participation 
CH-Unfair 

CH-RI 
CH-WP 
CH-SP 
CH-LP 
CH-UF 

(3) 
(3) 
(4) 
(2) 
(13) 

Influencing Factors 

IF-Policies 
IF-Leadership 
IF-Culture 
IF-Internationalization Strategies 
IF-Mission and Values 
IF-Budget and Benefits 
IF-Performance 

Abbreviation  

IF-POL 
IF-LEA 
IF-CUL 
IF-IS 
IF-MV 
IF-BB 
IF-PERF 

Frequency 

(9) 
(4) 
(2) 
(6) 
(4) 
(12) 
(10) 

Contribution 

CTB-Research Productivity  
CTB-Achieve Strategic Objectives 
CTB-Strategic Alignment with University Goals 
CTB-Competitive Remuneration Packages 
CTB-Avoidance of Guanxi network 
CTB-Internationalisation 
CTB-Competitive Atmosphere 
CTB-Academic Achievements 
CTB-Enhanced Talent Pool 
CTB-Faculty Development 

Abbreviation  

CTB-RP 
CTB-SG 
CTB-UG 
CTB-CRP 
CTB-GX 
CTB-INT 
CTB-CA 
CTB-AA 
CTB-TP 
CTB-FD 

Frequency 

(12) 
(5) 
(2) 
(2) 
(4) 
(8) 
(7) 
(5) 
(4) 
(13) 

Strategy 

STG-Dynamic Development 
STG-Overall Strategy 
STG-Top-down Approach 
STG-Double First-class Strategy 
STG-Classified Management System 
STG-Strategic Planning 
STG-Research and Teaching 

Abbreviation  

STG-DD 
STG-OS 
STG-TDA 
STG-DFS 
STG-CMS 
STG-SP 
STG-RT 

Frequency 

(2) 
(7) 
(9) 
(4) 
(5) 
(7) 
(4) 

Culture 

CUL-Shazaoshu 
CUL-Cultural Values 
CUL-Leadership Influence 
CUL-Cultural Alignment 
CUL-Adaptive 

Abbreviation  

CUL-SZS 
CUL-CV 
CUL-LI 
CUL-CA 
CUL-AD 

Frequency 

(3) 
(6) 
(2) 
(3) 
(4) 

Suggestions 

SUG-Performance Recognition Metrics 

Abbreviation  

SUG-PRM 

Frequency 

(6) 
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SUG-Decision Making 
SUG- Resource Allocation 
SUG- Motivate Talent 
SUG- Talent Service 

SUG-DM 
SUG-RA 
SUG-MT 
SUG-TS 

(2) 
(3) 
(3) 
(4) 

 


