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1. Introduction  

Today’s global economy has created a more complex and fast-changing business world where 

companies must compete strongly to grow and succeed. Businesses now focus not just on 

products and services but also on their most valuable human resource. In the UK retail industry, 

finding and keeping talented employees remains a major challenge. The British Retail 

Consortium reports that the retail sector adds about £97 billion to the UK economy and employs 

around 3 million people (Ward, 2025). However, many retailers struggle with hiring skilled 

staff and dealing with high turnover. Companies like Tesco show how good talent management 

helps businesses expand successfully into new markets. Studies by Retail Week and Deloitte 

show that while most retail leaders see talent management as crucial, many are not confident 

in their current strategies. This highlights the need for strong talent management to succeed. 

Therefore, this research focuses on "The Impact of Talent Management Strategy on Business 

Performance & International Expansion in the Retail Industry." 

1.1 Background of the Study 

The retail industry plays an important role in the UK economy. It creates many jobs and brings 

in a lot of money. In 2022, retail sales in the UK were worth £394 billion. Around 2.9 million 

people worked in this sector, which made up about 9% of the country’s workforce (McDonnell 

et al., 2023). The retail market is very competitive and is changing quickly. This is because 

customers’ preferences are changing, and more people are shopping online. For example, 

online shopping made up 28.1% of all retail sales in 2022, up from 20% in 2019 (Schuler et 

al., 2021). In this fast-changing industry, having a good talent management plan is very 

important. Talent management means hiring the right people, helping them grow, and keeping 

them in the company. These people help create new ideas, meet customer needs, and help 

businesses grow and work better. But even though talent management is very important, there 

is not enough research on how different talent strategies affect business success and 

international growth in the retail industry. 

1.2 Significance of the Study 

This study looks at an important issue: how talent management affects business success in the 

UK retail industry. Hiring, training, and keeping skilled workers is very important in today’s 

competitive market (Cheese et al., 2022). Good talent management helps companies keep their 

staff, increase productivity, and grow in other countries. In fact, 19% of UK retailers already 

make a lot of their money from international markets (Schuler et al., 2021). Even though talent 
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management is known to be important, there is still not much research on which strategies work 

best. This study will help show which methods help businesses grow and succeed, both locally 

and globally (Boussebaa and Morgan, 2021). The results will guide retail companies in building 

better plans to manage their employees, keep them happy, and improve profits. This will also 

help them face global workforce challenges and build strong teams that support long-term 

international growth (McDonnell et al., 2023). 

1.3 Aim of the Study 

The aim of this study is to investigate how effective talent management strategies can enhance 

business performance, improve employee satisfaction, and support international expansion in 

the UK retail industry. 

1.4 Objectives of the Study 

➢ To identify key talent management practices that significantly contribute to improved 

operational efficiency and financial performance within the retail industry. 

➢ To critically assess evidence-based approaches for attracting, developing, and retaining 

top talent in the retail sector. 

➢ To examine the potential challenges and limitations associated with talent management 

strategies in the retail industry. 

➢ To provide practical recommendations for optimising human capital to gain a 

competitive advantage in the global retail market. 

1.5 Research Questions 

❖ What talent management practices are most effective in improving operational 

efficiency and financial outcomes in the retail industry? 

❖ How can evidence-based strategies be used to successfully recruit, develop, and retain 

top talent in the retail sector? 

❖ What are the key drawbacks and limitations associated with current talent management 

practices in the retail industry? 

❖ How can retail organisations leverage human capital to gain a sustainable competitive 

advantage in global markets? 
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2. Literature Review  

Talent management (TM) has gained significant importance in the retail sector due to 

increasing globalisation and competition. This literature review explores the theoretical 

foundations and empirical findings on TM strategies in the UK retail industry, focusing on their 

impact on business performance and international growth. Key aspects include talent attraction, 

training and development, performance management, succession planning, and retention 

strategies. The review also highlights the role of positive work environments, diversity, and 

inclusion in enhancing employee engagement and driving organizational success. 

2.1 Relationship Between Talent Management and Employee Retention 

Keeping talented employees is a key part of managing people in today’s competitive business 

world. Big companies like M&S and John Lewis & Partners face real challenges in holding 

onto their best employees, especially when competing globally. For example, M&S has 

invested in employee development through its "M&S Academy," which helps prepare staff for 

international work. A skilled and motivated workforce is crucial for M&S to maintain high 

service standards and operate efficiently in new markets. They focus on career growth and job 

satisfaction to give employees the skills needed for global operations. A study by the Chartered 

Institute of Personnel and Development (CIPD) in 2010 found that 75% of CEOs consider 

talent management their top priority (Stewart and Sambrook, 2012). Research shows that 

managing people, knowledge, and skills is becoming more important for business success 

(Frank & Taylor, 2002). Talent management improves organisational strength by focusing on 

performance, development, succession planning, and career paths (Iles, 2007). However, one 

major challenge is losing talented employees because of poor rewards, leadership, or company 

policies (Griffeth & Hom, 2001). Keeping good employees is important because they add a lot 

of value to an organisation (Smith, 2009). While reducing turnover is helpful, doing it too much 

can also have downsides (Boudreau & Ramstad, 2007). Job dissatisfaction is a big reason why 

employees leave. Organisations must address issues like poor supervision, low pay, and lack 

of growth opportunities. Studies show that lowering turnover can improve sales and employee 

morale. Strong HR practices are linked to better profits and market value because they help 

retain employees (Batt, 2002). Other research also shows that pay and job satisfaction strongly 

influence whether employees stay or leave (Griffeth et al., 2000). 
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2.2 Talent Management and Organizational Performance 

In today’s knowledge-based economy, talent has become more important but also harder to 

find. Gardner and Hatch (2022) once believed that talent was purely based on genetics, but 

others argue that environment and experiences also help develop talent (Elegbe, 2010). Talent 

is often divided into two types: general talent, shown by overall intelligence, and special ability, 

which relates to skills in a specific area. Jyoti and Rani (2014) describe talented people as those 

who perform at a very high level and show strong leadership, communication, and strategic 

thinking skills. The term "War for Talent" was introduced by McKinsey & Company in 1998 

to highlight how companies must compete to attract the best people. Talent includes a mix of 

natural ability, skills, experience, intelligence, and the drive to improve (Michaels, Jones, & 

Axelrod, 2001). Cooke, Saini, and Wang (2014) define talented individuals as those who show 

consistent, outstanding performance. Daveis and Daveis (2010) view talent management as a 

continuous process of identifying, developing, and retaining talented people. Several factors 

have made the competition for talent even tougher, including global demographic changes, 

economic shifts, rising worker mobility, and workplace diversity (Abdul-Kareem, 2016). 

Companies are encouraged to move away from traditional business models and explore new 

ways to find, train, connect, and retain talent from around the world. Although the meaning of 

"talent" and "talent management" is still debated, many researchers agree that it involves 

aligning employee goals with business strategies and managing the flow of talented individuals 

within an organisation (Collings, Scullion, and Vaiman, 2011; Jyoti and Rani, 2014). Talent 

management also focuses on recruiting, developing, motivating, and keeping top performers to 

achieve strategic goals (Silzer & Church, 2010). Irtaimeh, Al-Azzam, and Khaddam (2016) 

identified four key areas of talent management: attracting talent, developing talent, retaining 

employees, and succession planning. Studies show that strong talent management improves 

business performance. For example, Tonne and Huckman (2008) found that higher staff 

turnover in retail stores lowered profit margins and customer service quality, but good 

management helped reduce these effects.  

2.3 Talent Management Frameworks 

Effective talent management in the UK retail sector is essential for maintaining 

competitiveness and achieving business success. Retailers encounter prevalent challenges in 

talent management including recruitment, training, employee engagement, and long-term 
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retention. Simultaneously, challenges related to back-end performance, diversity promotion, 

and technology adaptation require consideration. 

 

Figure 1: Talent Management Frameworks Source: (Tansley & Tietze, 2013) 

 

I. Talent Acquisition Strategies: To hire and keep the best workers, companies need smart 

strategies that match people’s skills with the company’s needs and values. This includes 

having a good company image, clear hiring processes, and using the internet to find and 

attract new employees (Tansley & Tietze, 2013). However, there are still many 

challenges. Many workers leave the retail industry to look for jobs in other fields that 

offer better pay and more job security (Boselie et al., 2017). 

II. Training and Development: Training and developing employees is vital for building a 

flexible and skilled workforce. Retailers offer structured training programs and 

leadership development initiatives to grow internal talent (Boxall & Purcell, 2016). 

These programs address skills gaps, show commitment to personal growth, and help 

increase employee engagement and retention (Dries & Pepermans, 2012). However, the 

success of these initiatives depends on how well they align with business goals and 

market trends. Armstrong and Taylor (2014) emphasise the need for continuous 

upskilling to keep up with changing customer expectations and new technologies. Still, 

retailers face challenges like limited budgets and the need to customise training to meet 

the needs of a diverse workforce. 

III. Employee Engagement and Retention Strategies: Aligning employee achievements 

with organisational goals is critical to boosting motivation and driving business success. 

Performance management systems, including goal setting, feedback, and reviews, help 

retailers identify and reward top performers (Cascio & Boudreau, 2016). Effective 

performance management boosts operational efficiency and helps spot future leaders. 
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However, traditional models are often seen as rigid and outdated. Many organisations 

are shifting to agile performance management frameworks that focus on continuous 

feedback and employee development (Armstrong & Taylor, 2014). Using technology 

for real-time feedback and data insights also plays a key role. Diversity and inclusion 

(D&I) are equally important for creating innovative, supportive workplaces in the UK 

retail sector. Diverse teams better understand the needs of different customers (Konrad 

et al., 2006). Retailers are adopting diverse hiring methods, offering diversity training, 

and creating inclusive work environments (Dickson & Taylor, 2010). Despite 

increasing focus and investment, challenges like unconscious bias in recruitment, lack 

of diversity at leadership levels, and the need for cultural sensitivity training still remain 

(Storey, 2016).  

IV. Talent Analytics and Technology Integration: With advances in HR technology and 

analytics, talent management is evolving rapidly. Retailers now use data-driven insights 

to improve hiring, predict workforce trends, and personalise employee experiences 

(Cascio & Boudreau, 2016). AI and predictive analytics help organisations make better 

decisions about recruitment, training, and retention. However, challenges like data 

privacy concerns, gaps in HR practitioners' tech knowledge, and ethical questions 

around AI remain (Boselie et al., 2017). Retailers must balance technology use 

carefully, ensuring tech enhances human connections rather than replacing them. When 

choosing HR technologies, retailers should also prioritise scalability and customisation 

to meet different organisational needs. 

2.4 Factors Affecting Talent Management Strategies 

Managing talent in retail is fraught with difficulty due to a number of important considerations. 

According to Wiklund et al. (2015), bigger companies employ structured methods for talent 

management, whereas smaller and medium-sized organisations tend to use informal methods. 

Depending on the size of the organisation and the abilities of its workers, talent management 

tactics differ, according to Amos et al. (2010). Employee development programs that are less 

structured are more popular in smaller companies. Organisational culture and performance 

expectations impact talent practices; additional research on this topic is needed (Swailes, 2013). 

The backing of upper management is crucial to talent management. Oladapo (2014) revealed 

that companies without senior management backing often struggle to implement effective 

talent strategies. In fact, 31% of companies he studied did not have a formal talent management 

plan because of this lack of support. Employee expectations are another crucial factor. 
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According to the CIPD (2023), employees today value career development opportunities, 

flexibility, and a positive work culture, all of which significantly impact their loyalty. 

Economic uncertainty also plays a role. Jahshan (2016) argued that retailers must strengthen 

their internal talent pools to remain resilient during market changes. In addition, digital 

transformation is reshaping talent needs in retail. Research by Deloitte (2022) shows that 

companies investing in digital skills training see better retention and improved performance. 

Diversity and inclusion have also become essential. McKinsey (2020) reported that companies 

with diverse workforces perform better financially, making inclusive hiring and retention 

strategies a top priority for talent management. Finally, employee engagement is a critical 

success factor. Gallup (2023) found that highly engaged teams are 21% more profitable, 

highlighting the need for strong engagement initiatives. 
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3. Theoretical Framework 

3.1 Social Exchange Theory  

Social Exchange Theory explains that people build relationships by giving and receiving 

resources like trust and support (Blau, 1964). In companies, when organisations invest in 

employee growth and development, employees often become more motivated and committed, 

leading to greater success. Myrdal (2020) adds that good talent management practices, like 

recognition programmes and career development opportunities, help reduce conflicts among 

employees by making rewards fair and clear. This improves employee relationships with the 

organisation, although different approaches may be needed depending on the situation. Heinen 

and O'Neill suggest that strong talent management gives companies a lasting advantage 

because skilled employees are valuable and hard for competitors to copy. Emerson (1976) also 

noted that Social Exchange Theory helps explain the social side of managing talent. However, 

some critics believe this theory may oversimplify human behaviour. Still, it highlights the need 

for strong two-way relationships between employers and employees to boost performance and 

loyalty. 

3.2 Resource-Based View (RBV) 

The Resource-Based View (RBV) is an important idea in strategic management. It explains 

that a company’s long-term success comes from managing valuable, rare, hard-to-copy, and 

hard-to-replace resources well (Barney, 1991). In this view, human capital including the skills 

and talents of employees is seen as a key resource that helps a company adapt, innovate, and 

stay competitive. Wright, Dunford, and Snell (2001) argue that good talent management 

practices are essential for using human resources to make an organisation more successful. 

RBV has helped shape the idea of talent management by showing how important people are 

for maintaining a competitive advantage. However, some researchers, like Priem and Butler 

(2001), criticise RBV for focusing too much on internal resources and not paying enough 

attention to how external factors, like market changes, can affect a company. Still, RBV clearly 

shows why investing in talented employees is important for business success. 

3.3 Human Capital Theory 

Human Capital Theory, explained by Becker (1964), says that investing in employee education, 

training, and development makes a business stronger and more productive. This shows how 

important Talent Management is for improving employee skills and helping organisations 
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achieve greater success. Career development programmes and continuous learning help 

employees perform better and feel more satisfied at work. Cascio and Boudreau (2016) also 

said that focusing on human capital is essential for staying competitive in industries like retail. 

Today, much of the discussion about Human Capital Theory focuses on measuring the return 

on investment (ROI) from employee development. Becker (1993) believed the benefits of these 

investments can be clearly measured, while Schultz (1961) pointed out that it can be hard to 

fully track their long-term effects. Even with these challenges, Human Capital Theory remains 

important for understanding why investing in employees leads to better business results. 

3.4 Psychological Contract Theory 

Psychological contracts are very important for creating a workplace that welcomes new ideas 

and adapts easily to change. When employees feel secure and supported, they are more likely 

to be creative and accept changes. Rousseau (1995) introduced the idea of Psychological 

Contract Theory, which describes the unspoken agreement between employees and employers. 

Guest and Conway (2002) explained that to keep a strong psychological contract, employers 

must offer clear career opportunities, job security, and work-life balance. Good talent 

management strategies can help meet these needs, improving employee satisfaction, loyalty, 

and overall company performance. Rousseau (1989) also showed that while psychological 

contracts are important, they are subjective and hard to measure scientifically. Still, they are 

vital for strong employee relations. When employees clearly understand their roles and what 

they will gain in return, they are more committed to the company's success. This alignment 

reduces conflict and creates a more united and productive workplace. 
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4. Research Methodology  

This section will outline the methods used to analyse the impact of talent management strategy 

on organisational success in the UK retail industry with the adoption of the research onion 

method.  

 

Figure 2: Research Onion Model Source: (Saunders et al., 2011) 

4.1 Research Design 

The research design acts as a plan for completing the study in an organised way. It follows 

Saunders' (2011) "Research Onion Model," which is shown in the aforementioned figure. This 

model provides different options for how research can be carried out on various topics, helping 

to ensure the study is done in a clear and structured manner. 

4.2 Research Philosophy  

Research philosophy is about the beliefs that guide how a study is carried out. Saunders et al. 

(2011) explained five types of research philosophies including Positivism, Realism, 

Interpretivism, Postmodernism, and Pragmatism. 
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Figure 3: Research Philosophy Source: (Crossan, 2023) 

This research project will use the positivist approach. Positivism focuses on collecting and 

studying facts that can be seen and measured, which helps the research stay objective and 

organised (Crossan, 2023). This fits with the idea behind the study that there are real, 

measurable links between how people are managed and how businesses perform in the UK 

retail industry.  

4.3 Research Approach 

The research methodology outlines the overall plan and process used to conduct the study, from 

forming hypotheses to collecting, analysing, and interpreting data. Depending on the situation, 

either a straightforward or flexible approach may be needed to find meaningful insights. There 

are three main types of research reasoning: deductive, inductive, and abductive. This study uses 

the deductive approach, which tests ideas based on existing theories through real-world 

observations. It fits the positivist view, aiming to discover whether a relationship exists 

between talent management strategies and business performance. Two hypotheses will be 

developed to assess their impact in the UK retail sector. 

 

H1: Talent management strategies have a significant positive impact on business performance 

in the UK retail industry. 

H2: Talent management strategies don’t have a significant positive impact on business 

performance in the UK retail industry. 
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4.4 Research Strategy 

A research strategy is a complete plan that shows how researchers will answer their research 

questions. Common strategies include case studies, interviews, surveys, archival research, and 

grounded theory. In this study, online surveys using questionnaires will be used. This method 

makes it easy to collect data from a large number of employees and managers in the UK retail 

industry, ensuring reliable and consistent results. This will facilitate the collection of 

comprehensive data regarding the impact of talent management practices on business 

performance. Archival research will be employed for the secondary data component of the 

study. This involves the analysis of information derived from previous reports, studies, and 

records. The integration of primary data from surveys and secondary data from archives will 

enhance the robustness and efficacy of the research. 

4.5 Research Method 

How material is gathered and studied is based on the research method. Quantitative, qualitative, 

and mixed methods are the three main ways to do things. The mixed-methods approach works 

for this study because it fits with the positivist theory and the deductive method. In the 

quantitative part, quantitate are gathered and analysed to find trends and figure out how talent 

management impacts the performance of the business. This fits the study goals and gives 

unbiased results. Along with this, online polls will be used to gather qualitative data that will 

help researchers dig deeper. Both statistical and topic analysis will be used on data from both 

first-hand and second-hand sources to make sure the results are correct and dependable.  

4.6 Time Horizon  

The research will use a cross-sectional time horizon by collecting data at a single point in time. 

This method will be helpful in capturing the immediate impact of talent management practices 

on business performance. This approach helps provide a clear snapshot of current activities and 

their effects on the UK retail sector. 

4.7 Data Collection 

An important part of the data collection phase is gathering the information needed to test the 

early ideas (hypotheses) made during the questionnaire design. Data can be collected from both 

primary and secondary sources, each with its own advantages and disadvantages. In this study, 

primary data will be collected using an online questionnaire sent to 10 employees and key 

management professionals from top UK retail companies, including Tesco, Sainsbury's, Marks 
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& Spencer, and ASDA. The questionnaire will have clear and organised questions about how 

talent management is used and how it affects business success and keeping employees. Online 

surveys will be used because they make it easier and faster to gather answers from many people. 

The study will also use secondary data, such as industry reports, research articles, company 

records, and well-known publications. This type of data is helpful because it is easy to find, 

low-cost, and comes from trusted sources. 

4.8 Data Analysis  

The data analysis process will involve collecting, processing, and interpreting both primary 

and secondary data to test the research hypotheses and draw conclusions. Quantitative data will 

be shown using graphs, while qualitative data will be analysed through themes and also 

presented visually to provide deeper insights into talent management practices and their impact 

on business performance.  

4.9 Ethical Considerations 

The credibility and integrity of the study are very important, so ethical issues must be carefully 

followed. During secondary research, it is important to make sure all sources are properly 

credited and data is accurate (Roberts and Priest, 2020). The researcher will properly cite all 

secondary data and handle any sensitive information with care, following legal and ethical 

rules. The study will fully comply with GDPR and the Data Protection Act 2018 to protect 

personal data. Before taking part, respondents will be informed about the research purpose and 

their consent will be taken. Their identity and confidentiality will be fully protected.  

4.10 Reliability and Validity 

Reliability and validity are very important to support the conclusions of a study. Reliability 

means that the data collected is consistent and dependable. Validity ensures that the data truly 

measures what it is intended to measure. The study will focus on collecting accurate and 

trustworthy data to properly examine the link between talent management strategies and 

business performance. Care will be taken to ensure that the findings are based on real evidence 

and provide a clear understanding of the research topic. 
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4.11 Timescale and Gantt Chart 

Particulars 

Weeks 

1 2 3 4 5 6 7 8 9 10 11 12  

 Research work for 

the module 

             

Data collection-

primary 

             

Data collection-

secondary data 

             

Integrating the 

ingredients collected 

             

Running data 

analysis 

             

preparing the full 

paper utilizing all 

the ingredients-data 

             

Conclusion and 

Recommendations  

             

Referencing              

Appendix               
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5. Expected Outcome 

This study is expected to show that good talent management helps retail businesses in the UK 

perform better. It looks at big companies including Tesco, Sainsbury’s, Marks & Spencer, and 

ASDA. The goal is to find out how hiring the right people, training them well, and keeping 

them happy can improve business results. One key outcome is to understand how managing 

employees well can lead to better sales, satisfied workers, and stronger business growth. When 

companies give proper training, fair pay, and chances for promotion, employees are more likely 

to stay and do their jobs well (Steven W. Schmidt, 2025). This can lead to better customer 

service and higher profits. The study may show that employees who feel valued and supported 

are more productive and loyal to their companies. The research is also expected to point out 

problems in current talent management plans. Some businesses might not communicate clearly 

with employees or may not have proper systems to plan who will take over important roles in 

the future. Others may not give enough support or recognition to their workers. These issues 

can make employees feel unhappy and leave their jobs, which is bad for the company (Steven 

W. Schmidt, 2025). Finding these gaps will help businesses fix their strategies and make better 

plans. Another expected result is to show how talent management helps companies grow in 

other countries. When businesses have strong teams with good training and support, they are 

better prepared to enter global markets. The study may show that training workers to deal with 

different cultures, use new technology, and understand global customers is very important for 

success in other countries. The research also hopes to give useful suggestions to retail 

companies. These might include improving communication, using better tools to track 

employee performance, offering fair salaries, and giving more training opportunities. It may 

also recommend hiring a more diverse group of employees and preparing them to become 

future leaders (Mishra, 2022). This can help companies become stronger and more flexible in 

a fast-changing world. Finally, the study will show why people are one of the most important 

parts of any business. Good employees can help a company grow and succeed for a long time. 

The research will help business owners and managers understand that by investing in people, 

they are investing in the future of their company.  
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6. Limitations and Contingency Plan 

This research wants to explore how talent management strategies affect business performance 

in the UK retail industry (Mishra, 2022). However, there may be some possible problems in 

the future that could affect the research. It is important to think about these problems now and 

have backup plans ready. One possible problem is the small number of people who will take 

part in the survey. The research plans to collect answers from around 10 people working in big 

retail companies (Faber and Fonseca, 2014). If not enough people respond, or if they all come 

from similar jobs or companies, the results may not show the full picture of the UK retail sector. 

This could make it hard to apply the findings to all retail businesses. Another limitation is the 

short time period. The study will collect data only once. This means it will show what is 

happening at that moment but will not show how things change over time. Talent management 

effects might be better understood if we could look at them over several months or years, but 

this is not possible in this project due to time limits. Also, since the study will use online 

surveys, there might be bias in the answers (Faber and Fonseca, 2014). Sometimes, people 

don’t answer honestly because they want to give answers that sound good. This can affect how 

true and reliable the data is. To deal with these problems, some steps will be taken. If too few 

people answer the survey, more people will be invited to take part by using email or social 

media (Guidetoresearch, 2019). The survey will be made simple and clear, and it will not ask 

for names so that people feel safe to answer honestly. If needed, the researcher will also use 

other information from trusted sources like company reports and academic journals to support 

the findings. 
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