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Abstract

This study explores the relationship between talent management (TM) practices and
innovative capabilities in the technology sector. A survey of 405 managerial staff revealed a
significant positive correlation between TM practices and innovative capabilities (r = 0.585, p
< 0.01), with TM practices serving as a strong predictor. These findings provide valuable
insights into how TM practices contribute to enhancing innovative capabilities potential. The
study’s implications extend to both academia and industry, offering practical guidance for
optimizing TM strategies. Organizations can benefit by prioritizing competency-based
assessments, fostering interdisciplinary collaboration, and cultivating a culture of knowledge
sharing and agility. By integrating these elements, businesses can strengthen their innovative
capabilities and maintain a competitive edge in the rapidly evolving technology landscape.
Keywords: Talent Management Practices, Innovative Capabilities, Technology Sector

Introduction

Innovation has become a critical driver of organizational survival and competitive
advantage in today’s rapidly evolving global economy (Satar et al., 2025). As companies
transition into a knowledge-driven era, innovation is increasingly viewed as essential for
maintaining relevance in the face of technological disruptions and dynamic market demands.
At the heart of this transformation lies human capital—the ability to attract, develop, and
retain exceptional talent, which is increasingly recognized as a vital enabler of innovation
(Abbasi et al., 2025; Manuti & de Palma, 2023). Given the rapid pace of technological change
and market volatility, understanding how to leverage human capital for innovation has never
been more critical. In this context, understanding how talent management practices can drive
innovation is crucial for organizations to thrive in a highly competitive and dynamic business
environment.
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Despite the widespread recognition of the strategic value of talent management (TM), the
specific mechanisms through which various TM practices drive measurable innovation
outcomes remain underexplored. Existing studies propose that effective TM practices foster
innovation by shaping a workforce capable of generating novel ideas and adapting to change
(Feng, 2025). However, empirical evidence on how different TM practices contribute to
innovation metrics—such as patents, product launches, and market innovation—remains
fragmented (Sarkar & Kedas, 2023). This lack of clarity limits organizations' ability to leverage
TM systems effectively to align with innovation goals. Moreover, the existing literature often
treats TM as a singular construct, overlooking the distinct roles played by talent attraction,
development, and assessment in shaping innovation outcomes (Marlapudi & Lenka, 2024).

This study addresses these gaps by linking TM subdimensions—talent attraction,
development, and assessment—to innovation outcomes. It will provide empirical evidence
clarifying how each subdimension contributes to both incremental and radical innovation,
thus filling a critical gap in the literature regarding the differential impact of these TM
practices. By distinguishing the roles of these subdimensions, the study will offer more
nuanced insights into how organizations can optimize their TM strategies to foster a culture
of innovation.

Talent management is not a one-size-fits-all approach; rather, it encompasses multiple
subdimensions, each playing a distinct role in fostering innovation. For instance, talent
attraction strategies can bring in diverse perspectives, while development programs enhance
employees' problem-solving abilities (Ardi et al., 2024). Talent assessment, in turn, ensures
that individual capabilities align with organizational goals (Efendi, 2021). Collectively, these
elements form a holistic system that drives both incremental and radical innovation (Tunio et
al., 2024). The relationship between TM practices and innovation is especially pertinent in the
technology sector, where innovation often results in improved processes, product designs,
and operational efficiencies. However, the role of TM in driving these innovations remains
underexplored, particularly when considering the sector’s unique challenges, such as
resource constraints, market volatility, and the need for technological adaptation.

Talent management practices are designed to attract, develop, and retain talent, building
a workforce capable of adapting to change, embracing creativity, and driving innovation.
Previous studies have demonstrated that TM practices influence innovation through
mechanisms such as the creation of diverse teams, the development of skills that enhance
creativity and problem-solving, and the alignment of individual capabilities with
organizational goals (Datta et al., 2023; Ghosh et al., 2023). These practices serve as catalysts
for generating novel ideas and improving decision-making processes, ultimately contributing
to greater innovation.

Although the theoretical relationship between TM and innovation is well-established,
empirical evidence on how specific TM practices influence innovation outcomes, particularly
in the technology companies, remains limited. This study aims to bridge these gaps by
exploring the impact of various TM practices on innovation outcomes, providing a clearer
understanding of how these practices drive innovation in diverse contexts.
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The study employs a quantitative approach to examine the relationship between TM and
innovative capabilities. By collecting data from managers in technology companies, the study
will identify patterns and correlations that reveal how specific TM practices contribute to
innovative capabilities. This quantitative approach is particularly suited to the research as it
enables the identification of causal relationships and allows for robust analysis of the
relationship between TM and innovative capabilities. The findings will provide actionable
insights for organizations seeking to optimize their TM strategies to foster innovation, offering
empirical evidence on the differential impacts of talent attraction, development, and
assessment.

The findings of this research will have significant implications for both academia and
industry. For scholars, this study will contribute novel insights into the differential impact of
TM practices on innovation outcomes, advancing the literature on the relationship between
human capital and innovation. For practitioners, the study will provide actionable
recommendations for optimizing TM strategies, such as prioritizing competency-based
assessments, fostering interdisciplinary collaboration, and creating a culture that supports
knowledge sharing and agility.

Method
Participants

This study employed a quantitative research approach, selecting participants via simple
random sampling from managerial staff in technology companies in China. An anonymous
self-administered questionnaire was distributed through an online platform. Participants
were informed that their participation was voluntary, their responses would be anonymized
to protect their privacy, and they had the right to withdraw from the study at any time without
any adverse consequences. Informed consent was also required. A total of 450 questionnaires
were collected, of which 405 were eligible for analysis, resulting in an effective response rate
of 90%.

Measurements
Talent Management Practices Scale

To assess the perceived level of talent management practices (TMP) within organizations,
this study employed the Human Capital Index, a scale developed and later revised by Gupta
(2019). The scale consists of 45 items covering eight key dimensions of talent management:
management commitment, talent review processes, workforce planning, staffing, talent
acquisition, talent development, performance management, and talent retention strategies.
Respondents evaluated their organizations' talent management practices using a five-point
Likert scale, ranging from “poor (1)” to “excellent (5)”.

Innovative Capability

Building on previous research that frequently employs innovative performance as an
indicator of innovative capabilities (Romijn & Albaladejo, 2002), this study adopts the same
approach (Min, 2012). The specific measurement items are sourced from the project
"Enhancing the Innovative Capability of Chinese Small and Medium-sized Enterprises through
Comprehensive Innovative Management," conducted by the Innovative and Development
Research Center at Zhejiang University. This framework comprises six key items, evaluated
using a five-point Likert scale.
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Data Analysis

The statistical analysis for this study will be performed using SPSS 26.0 software to examine
the survey data. Methods such as correlation and regression analysis will be applied to
explore the relationship between talent management practices and innovative capabilities.

Results
Common Method Biases Test

Given the use of self-report questionnaires, common method bias may be present
(Podsakoff et al., 2003). To mitigate this concern, the study conducted a Harman single-factor
test. The analysis included 51 items across three scales. Results revealed seven factors with
eigenvalues exceeding 1. However, the variance explained by the primary factor was only
28%, which is below the critical threshold of 40% suggested by Tang (2020).

Correlation Analysis

A bivariate correlation analysis was conducted to examine the relationship between talent
management practices and innovative capabilities. As shown in Table 1, talent management
practices were significantly and positively correlated with innovative capabilities (r = 0.585, p
<0.01).

Table 1

Relationship between the Research Variables
Variables Innovative Capabilities
Talent Management Practice 0.585**

Note: * p < 0.5, ** p < 0.01, *** p <0.001.

Regression Analysis

To further validate the influence of talent management practices on innovative
capabilities, regression analysis was performed, treating talent management practices as the
independent variable and innovative capabilities as the outcome variable. As shown in Table
2, the results reveal a significant positive effect, with an explanatory power of 34.7%.

Table 2
Regression analysis between the Research Variables
Predictor Dependent Beta t Adjusted R P
variable square
Talent Innovative
Management s 0.488 14.122 0.347 0.000
. Capabilities
Practice
Discussion

This study demonstrates a positive relationship between talent management practices and
innovative capabilities (r = 0.585, p < 0.01), highlighting talent management as a significant
predictor of innovative capabilities in technology companies. This finding aligns with prior
research, such as Luna-Arocas (2023), who showed that structured talent management
strategies enhance employees’ innovative potential in high-tech firms. Similarly, Ibrahim and
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AlOmari (2020) found that companies with robust talent development programs exhibit
higher levels of innovation, as employees are better equipped with the necessary skills and
motivation for creative problem-solving. These results underscore the crucial role of talent
management in fostering innovation.

The influence of talent management on innovative capabilities manifests through various
mechanisms. Organizations with structured talent acquisition and development programs
attract and retain high-caliber employees with the skills needed for innovation (Agbai &
Okechukwu, 2024). Continuous learning opportunities enable employees to refine their
competencies, enhancing their capacity to generate novel ideas (Senge, 2017). Additionally,
a culture of collaboration and cross-functional teamwork fosters knowledge-sharing and the
integration of diverse perspectives, further facilitating innovation (Attah et al., 2024). These
findings highlight the importance of strategically investing in human capital to drive
technological advancements.

The findings carry significant implications for both practice and policy. Business leaders
and human resource professionals should design talent management strategies that align
with innovation objectives, such as leadership development programs and incentive
structures that encourage creativity. Policymakers should also integrate talent development
policies into national innovation strategies to support the evolving demands of the technology
sector.

However, this study has limitations. The cross-sectional design limits causal inferences,
and the sample is restricted to technology firms within specific regions, potentially restricting
the generalizability of the findings. Future research could employ longitudinal study designs
to better capture the dynamic relationship between talent management and innovation over
time. Additionally, exploring the impact of emerging technologies, organizational culture, and
leadership styles across different industries would further enrich our understanding of these
interactions. Future research should also investigate other factors influencing innovation,
such as organizational culture, leadership styles, and external market dynamics, and examine
their interactions with talent management practices. Adopting a mixed-methods research
approach, incorporating both quantitative and qualitative data, could enhance the
understanding of the complex mechanisms underlying the relationship between talent
management and innovation.

Conclusion

This study offers valuable insights into the relationship between talent management
practices and innovation, providing practical recommendations for business leaders and
policymakers while identifying directions for future research. By strategically investing in
talent management, organizations can foster an environment that nurtures innovation,
strengthens competitive advantage, and supports sustainable technological advancement.

This research makes several significant theoretical and contextual contributions to the
literature on talent management and innovation within technology companies. First, it
expands the growing body of work on how structured talent management strategies influence
innovative capabilities. While prior studies have examined various drivers of innovation, the
specific impact of talent management on organizational innovation remains an area requiring
further exploration. By focusing on technology firms, this study deepens our understanding
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of the mechanisms through which human capital investment stimulates innovation,
particularly in knowledge-intensive industries.

Second, this study contributes to theoretical models of innovation by underscoring the
pivotal role of talent management in enhancing innovative performance. By corroborating
previous research and extending its applicability to the technology sector, it highlights the
significance of structured talent development, leadership support, and collaborative cultures
in fostering creativity. Moreover, it provides empirical evidence on key mechanisms, such as
skill development, cross-functional collaboration, and knowledge-sharing, that drive
organizational innovation.

From a practical perspective, this study offers actionable insights for business leaders and
policymakers. Organizations can enhance employees’ creative potential through targeted HR
strategies and supportive workplace policies, while policymakers can integrate talent
development into national innovation agendas to reinforce industry-wide competitiveness.

Despite its contributions, this study has certain limitations. Its cross-sectional design
precludes causal inferences, and the findings may not be fully generalizable beyond the
technology sector. Future research could employ longitudinal approaches to better capture
the dynamic relationship between talent management and innovation. Additionally, exploring
the influence of emerging technologies, organizational culture, and leadership styles across
different industries would further enrich our understanding of these interactions.

This study makes a notable contribution to the existing knowledge on talent management
and innovation by bridging a critical gap in understanding how structured human capital
strategies directly impact innovative capabilities. While previous research has primarily
examined innovation drivers such as technology adoption and market dynamics, this study
highlights the foundational role of talent management in shaping an organization’s innovative
potential. By offering a framework that integrates talent development with innovation
outcomes, it refines existing theoretical models and reinforces the notion that human capital
investment is not merely a supporting factor but a fundamental driver of innovation.

Contextually, this research is particularly significant for technology firms operating in
dynamic and competitive markets. It provides empirical evidence that structured talent
management practices, including leadership development, continuous learning, and cross-
functional collaboration, are essential for sustaining technological progress. Moreover, by
situating talent management within the broader discourse on knowledge-intensive industries,
this study underscores its relevance to policymakers and industry leaders aiming to cultivate
innovation-driven economies. In doing so, it offers a practical foundation for developing
policies and corporate strategies that align talent management with long-term technological
and economic growth.
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