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Abstract  The  forces  and  systems,  which  shape  the  available  supply,  composition  and  flow  of
talent into  and  out  of  organisations  today  have  become  increasingly  complex  and  fluid.  Most
firms today  extend  their  operations  across  regions  and  many  compete  globally,  existing  within
one or  more  external  contexts,  known  as  macro  talent  management  systems  (MTM).  Shaped  by
economic,  political,  regulatory,  technological,  and  cultural  conditions,  MTM  has  the  potential  to
directly or  indirectly  empower  or  disrupt  organisational  ability  to  attract,  engage,  and  retain
the talent  crucial  to  achieving  competitive  business  objectives.  Yet  organisations  today  may
overlook  the  influence  of  external  MTM  systems  to  complement  or  constrain  organisational
talent management  effectiveness,  limiting  the  firm’s  ability  to  generate  benefit  and  mitigate
risk stemming  from  variance  in  macro  talent  contexts.  Introducing  a  macro-contingent  view  of
talent management,  this  paper  identifies  three  pivotal  shifts  needed  to  enable  effective  talent
Micro;
Macro;
Cross-level

management  practice  and  proposes  a  framework  for  future  research.
© 2019  ACEDE.  Published  by  Elsevier  España,  S.L.U.  This  is  an  open  access  article  under  the  CC
BY-NC-ND  license  (http://creativecommons.org/licenses/by-nc-nd/4.0/).
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he  talent  management  literature  has  emerged  rapidly,
owever  its  conceptual  utility  remains  indistinct  (Morley
t  al.,  2017).  At  its  essence,  talent  management  is  purported
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o  create  value  (Sparrow  and  Makram,  2015),  primarily  for
he  firm,  through  strategic  management  of  talented  employ-
es  as  a  differentiated  and  strategic  resource  of  the  firm
Barney,  1991;  Barney  et  al.,  2001)  who  possess  human  cap-
tal  (Becker,  2008).  Management  of  talent  as  a  strategic
esource  is  coordinated  through  strategic  human  resource

anagement  decisions  (Vaiman  et  al.,  2012)  and  practices

Wright  et  al.,  2001) as  a  differentiated  activity  with  an
ssociated  differentiated  HRM  architecture  (Collings  and
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Talent  Management:  Towards  a  macro-contingent  approach  

Mellahi,  2009).  Talent  management  therefore  presents  a  sig-
nificant  potential  source  of  value  for  a  firm  (Huselid  and
Becker,  2011),  however  its  contribution  to  the  firm  remains
challenged  (Collings,  2014a).

The  forces,  systems  and  structures  which  shape  the  avail-
able  supply,  composition  and  flow  of  talent  into,  within
and  out  of  organisations  today  has  become  more  com-
plex  and  fluid  than  ever  before.  Firms  exist  today  within
a  complex  environment.  Most  firms  not  only  operate  and
compete  nationally,  but  extend  their  operations  across  one
or  more  regional  and  national  setting  to  compete  interna-
tionally.  Each  regional  or  national  environment  in  which  a
firm  operates  represents  a  contextually-based  macro  talent
management  (MTM)  system  (Khilji  et  al.,  2015),  shaped  by
national  and  regional  economic,  political,  regulatory,  tech-
nological,  and  cultural  conditions,  which  in  turn  influences
the  organisations  embedded  within  it.  As  such,  macro  tal-
ent  management  has  the  potential  to  directly  or  indirectly
empower  or  disrupt  the  ability  of  organisations  to  attract,
engage,  and  retain  the  talented  employees  and  human
capital  they  require  to  achieve  their  competitive  business
objectives,  that  is,  talent  management  (TM)  undertaken
by  the  firm.  Yet  organisations  today  may  be  overlooking
the  influence  of  respective  national  macro  talent  mana-
gement  systems  to  either  complement  or  constrain  their
intra-organisational  talent  management  strategy  and  prac-
tices.  To  do  so  may  limit  the  effectiveness  of  the  firm’s
talent  strategy  and  overlook  the  opportunity  to  leverage
benefit  and  mitigate  risk  stemming  from  variance  in  macro
talent  contexts.  We  define  effectiveness  in  organisational
talent  management  as  the  design  and  implementation  of  the
business-centric  talent  strategy,  which  considers  cross-level
interactions  influenced  by  one  or  more  external  macro  tal-
ent  contexts  to  leverage  strategic  advantage  and  to  mitigate
talent  risk  generated  by  variance  in  the  embedded  system.

Enterprises  may  operate  within  one  or  more  macro  talent
contexts.  Whether  singular-  or  multi-national  in  their  strat-
egy  and  operation,  organisations  exist  as  systems  embedded
within  regional  and  national  contexts  which  establish  the
institutional,  political,  market  and  cultural  conditions  in
which  the  firm  operates.  Multi-national  corporations  operate
in  multiple  national  contexts,  each  of  which  have  dis-
tinct  macro  talent  contexts.  Business  subsidiaries  may  adopt
commonly-held  core  strategies  (such  as  mining  companies
which  conduct  mining  operations  in  multiple  continents  and
institutional  contexts)  or  may  strategically  vary  and  dis-
perse  their  business  segments  nationally  or  by  region  for
firm  advantage  (such  as  organisations  which  adopt  a  dis-
tributed  global  supply  chain  in  manufacturing).  Where  firms
operate  only  within  a  single  national  context,  they  may  be
subject  to  variance  in  macro  talent  contexts  across  regions
which  can  inform  their  talent  strategy  and  its  effective-
ness.  One  example  is  the  relative  talent  attractiveness  of
cantons  or  regions  in  Switzerland  resulting  in  part  from
between-canton  variance  in  taxation  policy  as  a  business
tax-related  location  strategy  (SwissInfo,  2018).  The  emer-
gence  of  industry-centric  regions  which  build  conditions
attractive  for  investment  in  a  common  competence  is  a  fur-

ther  example  of  macro  level  talent  systems  within  which  a
firm  may  operate.  Examples  of  this  include  Silicon  Valley,
the  preferred  location  for  information  technology  start-ups,
and  Bangalore,  India  which  has  established  a  reputation  for
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orld-leading  call  centre  infrastructure  and  business  pro-
ess  outsourcing.  In  both  instances  the  firms  which  operate
ithin  the  regional  talent  system  can  draw  on  the  benefits
f  the  system  to  support  their  organisational  talent  strategy,
uch  as  high  quality  workforce,  but  will  also  be  subject  to  its
hallenges,  such  as  intense  regional  competition  for  talent.
esearch  has  shown  that  firms  must  actively  consider  and
ake  decisions  about  their  talent  in  order  to  be  effective  in

mplementation  of  business  strategy  through  human  capital
Khoreva  and  Vaiman,  2019).  In  order  to  do  so,  it  is  impera-
ive  that  firms  understand  the  conditions  and  consequences
f  the  macro  contexts  in  which  the  firm  operates,  and  how
acro-level  characteristics  and  outcomes  of  the  system  will

nevitably  influence  the  firm’s  ability  to  access,  retain,  and
eploy  talent  to  positions  most  pivotal  to  strategic  advan-
age.

Evidence  of  the  limitations  of  organisational  talent  mana-
ement  are  seen  in  the  continued  struggle  by  organisations
ith  mis-matched  skills  supply  and  demand  (Cappelli,  2015),
verlooking  possible  macro-level  interventions  which  could
erve  to  develop  talent  pipelines  or  reconfigure  organ-
sational  staffing  across  multiple  macro  talent  contexts.
his  prevailing  micro-level  orientation  towards  a  firm’s
alent  requirements  may  also  be  reflected  in  the  contin-
ed  struggle  of  organisations  to  implement  HR  practices
onsistently  globally  (Morris  et  al.,  2009).  Such  vari-
nce  may  not  only  be  indicators  of  the  challenges  firms
xperience  when  striving  to  implement  standardised  HRM
rocesses  across  national  contexts,  but  may  indeed  sig-
al  important  variations  in  across  the  multiple  macro  level
alent  systems  in  which  the  firm  operates  which  neces-
itate  global-local  flexibility  in  implementation  of  talent
anagement  across  the  enterprise.  However,  rather  than

everaging  macro-context  variance  for  enterprise  advan-
age,  a  one-sized-fits-all  approach  is  often  adopted  through
hat  is  commonly  perceived  to  be  best-practice  (Vaiman
nd  Collings,  2014)  which  ironically  results  in  organisations
ecoming  increasingly  similar  (DiMaggio  and  Powell,  1983)
ather  than  differentiated  for  competitive  advantage.  In
ontrast,  an  integrated  micro-macro  talent  strategy  could
ffer  firms  not  only  a  solution  to  the  challenges  of  implemen-
ation  inconsistency  but  also  distinct  strategic  advantage
hrough  greater  interaction  with  the  one  or  more  macro
alent  contexts  at  play  across  the  enterprise.  Evidence  for
his  can  be  seen,  for  instance,  in  organisations  where  tal-
nt  strategy  aligns  closely  with  business  strategy  such  that
alent  strategy  varies  with  business  context,  and  the  firm
nteracts  closely  with  the  macro  talent  system(s)  region-
lly  in  which  it  is  embedded.  For  example,  researchers  have
ound  that  leading  multinational  organisations,  argued  to
emonstrate  greater  effectiveness  in  talent  management,
raw  on  both  local  and  global  considerations  when  directing
heir  talent  management  practices  (Stahl  et  al.,  2007).

In  this  paper  we  argue  that  three  predominant  orienta-
ions  exist  which  constrain  talent  management  currently.
irst,  that  a  micro-macro  gap  exists  in  talent  management
uch  that  the  dominance  of  the  micro-level  perspective,  that
s,  a  focus  of  talent  management  largely  at  the  firm-level

f  measurement,  constrains  the  organisation’s  effectiveness
n  talent  management  through  lack  of  strategic  considera-
ion  of  the  influence  of  the  macro  talent  system  in  which
he  enterprise  operates.  We  argue  that  while  organisational
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alent  management  takes  place  largely  within  the  organisa-
ional  context,  to  be  effective,  talent  management  requires

 focus  well  beyond  the  organisation  itself  to  look  across
ultiple  external  talent  systems.  Second,  that  a  primarily
R-centric  orientation  towards  organisational  talent  mana-
ement  may  constrain  the  primacy  of  talent  management
s  a  crucial  lever  of  business  strategy.  Third,  that  a  primar-
ly  intra-organisational  focus  may  limit  management  agency
ue  to  a  lack  of  contextual  integration  of  the  firm  talent
trategy  within  the  external  talent  environment.  Drawing
n  contingency  and  systems  theories,  this  paper  introduces  a
ontingency-based  approach  to  organisational  talent  mana-
ement  and  argues  that  macro  talent  management  directly
nfluences  organisational  talent  management  and  there-
ore  the  use  of  commonly  accepted  organisational  talent
anagement  practices  is  necessary  but  not  sufficient  for

ffective  talent  management  at  the  firm  level.  Effective
rganisational  talent  management  cannot  be  achieved  in  an
rganisational  ‘‘vacuum’’,  but  requires  integrated  consid-
ration  of  the  macro  talent  context(s)  in  order  to  influence
ffectiveness  of  the  embedded  micro  talent  system.

This  paper  is  a  critically  reflective  conceptual  study
resented  in  three  sections.  Following  this  introduction,  a
eview  of  the  extant  literature  and  theoretical  foundations
s  presented  which  identifies  three  current  limitations.  In
he  subsequent  section,  a  macro-contingent  approach  to
rganisational  talent  management  is  introduced  along  with

 framework  for  future  research.  In  the  final  section,  limita-
ions  of  the  macro-contingent  approach  are  discussed  along
ith  implications  for  research  and  management  practice.

heoretical foundations

alent  management  is  concerned  with  the  systematic  iden-
ification  of  positions  which  are  key  to  the  organisation’s
ompetitive  advantage  sustainably  over  time,  coupled  with
he  identification,  development  and  management  of  one  or
ore  talent  pools  which  are  comprised  of  high  perform-

ng  individuals  with  the  high  potential  to  be  appointed  to
ork  in  these  positions  now  and  in  the  future  (Collings  and
ellahi,  2009).  Given  its  strategic  relevance  to  the  organi-

ation’s  ability  to  compete,  a  differentiated  HR  architecture
s  applied  to  manage  employees  identified  as  talent  and
ositions  considered  pivotal  to  the  company’s  future  com-
etitive  performance  (Collings  and  Mellahi,  2009).  This  is  an
stablished  form  of  workforce  differentiation  (Becker  et  al.,
009;  Huselid  et  al.,  2005)  and  is  applied  in  practice  through
he  identification  of  relative  potential  of  employees  to  con-
ribute  to  the  competitive  performance  and  advantage  of
he  firm  in  future.

In  the  exclusive  philosophy  of  talent  management,  some
roportion  of  an  organisation’s  employees  are  seen  as  the
rganisation’s  ‘‘talent’’  (Stahl  et  al.,  2012)  and  managed  as

 strategic  resource  of  the  firm,  as  they  hold  some  form  of
alued  human  capital.  This  is  in  contrast  to  the  inclusive
hilosophy  whereby  the  full  workforce  is  conceptualised  as
eing  the  organisation’s  talent  (Meyers  and  van  Woerkom,

014).  While  most  organisations  which  adopt  talent  mana-
ement  do  apply  some  form  of  workforce  differentiation
ethods  in  identifying  and  managing  talent  (which  is  indica-

ive  of  the  exclusive  approach)  (Meyers  and  van  Woerkom,
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014),  this  paper  adopts  a  hybrid  approach.  The  hybrid
pproach  to  talent  management  recognises  both  exclusive
nd  inclusive  definitions  of  talent.  We  define  the  hybrid
hilosophy  of  talent  management  as  an  integrative  and
nclusive  philosophy  of  talent  management  whereby  the
rganisation’s  full  workforce  is  seen  as  organisational  talent
n  complement  to  the  differentiated  identification  of  spe-
ific  workforce  segments  and  individuals  who  are  identified
s  having  higher  relative  potential  to  contribute  to  the  firm’s
erformance  and  advantage  through  active  development,
etention  and  deployment  in  strategic  positions.  The  hybrid
hilosophy  is  an  integrative  approach  to  talent  management
n  that  it  considers  both  the  overall  organisational  workforce
s  its  foundational  talent  pool  as  well  as  the  identification
nd  management  of  specific  workforce  segments  as  specific
alent  pools  for  business  strategic  capability  requirements.

While  the  scholarly  talent  management  literature  has
eveloped  significantly  in  the  past  decade  (Gallardo-
allardo  et  al.,  2015),  limitations  exist  which  may  hinder

ts  continued  development.  The  remainder  of  this  section
resents  a  review  of  the  literature  which  illustrate  three
ain  limitations.

alent  management  as  a micro-level  construct  and
easure

he  topic  of  talent  management  has  developed  quickly  in
he  scholarly  literature  (Vaiman  and  Collings,  2013)  and  is
urrently  characterised  by  a  dominant  focus  on  talent  mana-
ement  at  the  firm  level  (Gallardo-Gallardo  and  Thunnissen,
016;  Khilji  et  al.,  2015)  and  at  a  single  level  of  empirical
nquiry  (Collings,  2014a).  At  the  firm  level,  organisational
alent  management  can  also  be  referred  to  as  micro  tal-
nt  management  (Sparrow  et  al.,  2018),  and  as  such,  for
he  balance  of  this  paper,  we  refer  to  organisational  talent
anagement  and  micro  talent  management  interchange-

bly.  While  the  literature  which  considers  the  employee
esponse  to  talent  management  at  the  individual  level  is
till  developing  following  multiple  calls  (Tarique  and  Schuler,
010),  a  micro-level  orientation  continues  to  be  illustrated
y  the  focus  of  the  current  literature  in  large  part  on  frame-
orks  and  empirical  studies  which  consider  the  management
f  talent  at  the  firm  level.  This  is  also  illustrated  by  a  focus
n  firm  performance  as  a  priority  but  distal  outcome  of
alent  management  (Collings,  2014a).  The  management  of
alent  by  the  organisation  has  been  conceptualised  as  a  tal-
nt  system  comprised  of  key  components  which  interact  to
enerate  outcomes  for  the  firm  (King,  2015a).  As  a  strategic
ystem  of  the  firm,  a  firm-level  orientation  is  therefore  nec-
ssary  to  support  monitoring,  intervention  and  effectiveness
f  the  strategic  system.

However  limited  consideration  of  cross-level  interaction
f  macro  level  factors  on  micro  talent  system  is  constraining
Sparrow  et  al.,  2018)  and  if  unexamined,  may  assume  lim-
ted  relevance  of  macro  level  factors  or  greater  than  actual
rm-level  agency.  For  example,  lack  of  effective  consider-
tion  of  cross-level  interactions  can  result  in  unforeseen

arriers  to  access  of  reliable  talent  supply  from  external
arkets  in  either  quality  or  quantity  or  both.  Such  macro

alent  constraints  are  currently  faced  by  a  range  of  UK  busi-
esses  in  the  context  of  the  UK’s  planned  exit  from  the
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European  Union  and  the  uncertainty  of  the  macro  talent
context  which  it  currently  entails.  A  fresh  example  of  this  is
the  UK’s  National  Health  Service  (NHS)  which  is  reported  to
be  experiencing  not  only  an  acute  shortage  of  staff  due  to
constraints  in  their  ability  to  attract  non-UK  talent  related
to  macro  level  change,  such  as  country-level  talent  attrac-
tiveness  and  institutional  changes  in  access  to  employment
visas,  but  coupled  with  high  levels  of  turnover  in  the  existing
UK-based  workforce  (Foundation,  2019).  Cross-level  mod-
elling  could  enable  a  more  informed  and  proactive  view
of  the  organisation’s  talent  strategy  and  practice  vis-à-vis
the  wide  range  of  macro  level  factors  and  conditions  which
may  support  or  constrain  the  organisation’s  effectiveness
and  could  support  greater  management  agency,  even  proac-
tively.

Multi-level  research  and  cross-level  modelling  has  been
called  for  repeatedly  in  management  literature  (Hitt  et  al.,
2007;  Hox  et  al.,  2017),  specifically  in  human  resources
management  (Ostroff  and  Bowen,  2000),  and  in  talent  mana-
gement  (Collings  et  al.,  2018).  Introducing  a  multi-level
model  of  the  link  between  global  talent  management  and
performance  in  multi-national  enterprises  (MNEs),  scholars
have  conceptualised  the  influence  of  global  talent  mana-
gement  on  organisational  performance  outcomes  through
multi-level  theorising  (Collings  et  al.,  2018),  arguing  that
routines  are  used  to  coordinate  the  firm’s  use  of  talent
across  multiple  levels  including  headquarters,  subsidiary
and  individual  levels.  A  further  example  is  presented  by
Tarique  and  Schuler  (2010)  which  introduces  a  conceptual
model  of  the  influence  of  expatriate  talent  across  sub-
sidiaries  in  the  context  of  multinational  organisations.  While
these  two  models  have  yet  to  be  empirically  examined,  they
extend  the  literature  by  presenting  talent  management  as
systems  conceptualised  across  levels.  Further,  where  the
importance  of  macro  contexts  is  recognised  in  the  talent
literature  (Khilji  et  al.,  2015)  the  contexts  are  thus  far
framed  within  the  scope  of  multi-national  enterprises  and
their  management  of  talent  globally  (Collings  et  al.,  2018).
However,  cross-level  frameworks  are  required  which  can  be
used  to  critically  consider  macro  level  factors  which  influ-
ence  talent  management  whether  local  or  regional,  national
or  multi-national  to  support  effectiveness  in  micro  talent
management.

In  summary,  a  predominantly  micro-level  or  firm-level
orientation  to  talent  management  limits  the  cross-level  inte-
gration  of  talent  strategy  and  maintains  a  micro-macro  gap
in  the  integrated  talent  system.  Cross-level  consideration
of  the  interaction  of  macro  and  micro  talent  systems  is
required  for  effectiveness  in  talent  management.

Talent  management  as  an  HR-centric  practice

In  addition  to  the  predominant  focus  on  the  firm  level  and
generally  as  a  single  level  of  measurement,  a  prevailing
orientation  towards  talent  management  as  a  component  of
human  resource  (HR)  practice  may  also  constrain  organisa-
tional  talent  management.  While  talent  management  can

be  readily  recognised  as  a  people-centred  strategic  prac-
tice,  a  review  of  the  current  literature  illustrates  why  an
HR-centric  view  may  be  limiting.  Talent  management  has
emerged  as  a  scholarly  topic  from  within  the  strategic
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uman  resource  management  (SHRM)  literature,  in  part  due
o  its  close  relationships  with  the  field  of  human  resources
Vaiman  and  Collings,  2014) and  given  its  phenomenolog-
cally  driven  development  as  a  practitioner  focused  topic
Gallardo-Gallardo  et  al.,  2015) within  the  practitioner  field
f  HR.  HRM  is  concerned  with  linking  human  resources  with
he  needs  of  the  firm  and  in  doing  so  considers  largely
‘internal  aspects’’  (Schuler  and  Jackson,  2008,  p.  5).

There  is  some  degree  of  argument  for  a  close  alignment
etween  talent  and  SHRM.  Within  the  scope  of  HRM,  there
re  several  points  of  relatedness  or  interface  including  the
oncept  of  talent  being  directly  related  to  human  resources,
s  opposed  to  other  resources  and  given  the  practical  imple-
entation  of  talent  management  as  an  activity  implemented
ithin  the  organisation’s  overall  suite  of  workforce  prac-

ices.  For  example,  recruitment:  HRM  is  concerned  with  the
ttraction  and  retention  of  the  wider  workforce  for  busi-
ess  operational  requirements  (Torrington  et  al.,  2017),  and
alent  management  is  concerned  with  the  secure  access  to
alent  for  specific  strategic  positions  such  as  leadership  can-
idates  for  appointment  to  leadership  positions  (Collings  and
ellahi,  2009)  and  specific  talent  pools  as  identified  by  the
usiness  (Collings  and  Mellahi,  2009).  Training  and  devel-
pment:  HRM  is  concerned  with  the  training  requirements
f  the  full  workforce  (Torrington  et  al.,  2007),  and  talent
anagement  may  specifically  be  concerned  with  the  devel-

pment  of  leadership  competence  and  the  development  of
ndividual  potential  for  deployment  to  pivotal  roles  in  future
Vaiman  and  Collings,  2014).  Compensation:  HRM  is  con-
erned  with  the  organisation’s  compensation  strategy  and
he  administration  of  pay  programmes  across  the  annual
erformance  cycle  as  part  of  an  overall  bundle  of  SHRM
ractices  (Schuler  and  Jackson,  2008),  while  talent  mana-
ement  is  concerned  specifically  with  the  differentiated
anagement  of  pay  and  rewards  for  employees  identified

s  high  performers  or  as  having  high  potential,  as  well  as
heir  retention  and  deployment  to  strategic  positions  in  the
rganisation  (Collings  and  Mellahi,  2009).  This  may  include
xpatriation,  individualised  retention  plans  and  differenti-
ted  investment  in  development,  each  of  which  may  require
ifferentiated  pay  structures.  Finally,  as  a  strategic  activ-
ty  of  the  firm,  undertaken  to  support  firm  performance  as

 strategy  directly  related  with  differentiated  human  cap-
tal,  talent  management  garners  the  direct  attention  and
nvolvement  of  the  CEO  and  executive  management  team
Cappelli  and  Keller,  2014)  in  most  organisations  today  and
equires  strategic  alignment  beyond  the  prevailing  focus  of
mplementation  as  a  strategic  HRM  practice.

Despite  these  points  of  interface  and  commonality
etween  the  topics  of  talent  management  and  strategic
RM,  talent  management  has  been  identified  as  a  bridging

iterature  (King,  2017)  which  spans  topics  beyond  the  scope
f  SHRM.  Other  scholars  have  also  stressed  the  importance
f  talent  as  a  strategic  imperative  beyond  the  essentials
f  effective  human  resources  management.  For  example,
cholars  have  articulated  the  relevance  of  talent  mana-
ement  to  business  strategy  and  business  growth  (Teece,
011),  the  management  and  development  of  human  capi-

al  (Delery  and  Roumpi,  2017),  executive  decision  making
Khoreva  and  Vaiman,  2019;  Vaiman  et  al.,  2012),  cor-
orate  social  responsibility  (Bhattacharya  et  al.,  2008),
iversity  (Sheehan  and  Anderson,  2015),  and  to  the  concept
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f  leadership  potential,  whether  viewed  as  being  innate  or
evelopable  (Meyers  et  al.,  2013).  Talent  management  is

 form  of  workforce  differentiation  (Becker  et  al.,  2009)
nd  relies  on  a  differentiated  architecture  for  its  mana-
ement  (Collings  and  Mellahi,  2009),  some  of  which  may
ay  outside  of  the  HR  architecture,  as  can  be  argued  by
he  direct  involvement  of  management  to  develop  talent  in
he  line  and  through  in-role  assignments.  The  literature  has
lso  argued  the  importance  of  alignment  of  talent  manage-
ent  as  a  component  of  business  strategic  competitiveness

Collings,  2014a).
However,  a  recent  review  confirmed  that  the  major-

ty  of  scholarly  TM  literature  is  currently  positioned  within
he  strategic  human  resource  management  literature  and
RM  journals  (Gallardo-Gallardo  and  Thunnissen,  2016),
espite  the  topic’s  acknowledged  relevance  to  multiple
ther  literatures  (Collings  et  al.,  2015).  While  this  cur-
ent  proximity  to  the  SHRM  literature  has  been  valuable  in
he  early  emergence  of  the  talent  management  literature,
orward  development  will  be  supported  by  further  spec-
fication  of  interfaces  with  other  literatures.  While  close
inkages  to  HRM  are  necessary  to  implement  effective  tal-
nt  management,  such  as  for  the  development  of  potential
o  be  deployed  in  key  leadership  positions,  talent  manage-
ent  is  inherently  a  differentiated  and  strategic  activity

Collings  and  Mellahi,  2009).  We  argue  that  without  suffi-
ient  delineation  of  scope,  clarity  of  management  directive,
nd  board-level  governance,  talent  management  may  be
onstrained  by  a  conventional,  albeit  strategic-HRM-centric
rientation.

In  summary,  a  primarily  HR-centric  orientation  towards
rganisational  talent  management  may  constrain  the  pri-
acy  of  talent  management  as  a  crucial  lever  of  business

trategy.  As  stated  earlier,  talent  management  is  neither
he  conceptual  nor  the  practice  equivalent  of  effective  HRM,
nd  this  paper  has  argued  that  a  business-centric  orientation
xtended  beyond  an  HR-practice  orientation  towards  talent
anagement  is  required  for  effective  talent  management.

alent  management  as  an  internal  focus  of  the  firm

he  firm’s  management  of  talent  is  implemented  within  the
rm  as  an  internal  firm-based  system  (King,  2015a).  Cor-
espondingly,  management’s  focus  on  talent  management
ithin  the  firm  is  a  necessary  component  of  management
f  the  internal  system.  Management  involvement  has  been
dentified  as  one  element  of  good  practice  in  the  imple-
entation  of  talent  management  in  large  multi-national

rganisations  (Stahl  et  al.,  2012).  This  is  achieved  in  large
art  through  a  focus  internally  on  two  key  activities  within
he  organisation:  first,  the  in-line  identification  of  talent
hrough  ratings  of  relative  potential;  and  second,  the
nnual  review  of  talent  within  the  organisation  (Mäkelä
t  al.,  2010).  In  contrast,  one  component  of  implemented
alent  management  in  practice  which  adopts  an  external
rientation  to  some  extent,  for  example,  is  the  recruit-
ent  and  selection  of  talent  to  meet  business  strategic
equirements.  Recruitment  is  a  significantly  outward  facing
ctivity,  as  few  firms  today  rely  solely  on  an  internal
abour  market  (Bidwell,  2017).  As  such,  talent  recruitment
s  one  activity  in  which  talent  management  may  more
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ufficiently  engage  with  the  external  macro  talent  context.
or  example,  this  could  be  particularly  important  when
election  for  a  strategic  position  has  not  been  successful
hrough  use  of  the  firm’s  the  internal  labour  market  and  an
xternal  candidate  is  required.  However,  talent  recruitment
s  a  largely  reactive  and  vacancy-driven  activity.  Beyond
ecruitment,  organisational  talent  management  often  turns
nward  in  focus  (Sparrow  et  al.,  2018) and  is  known  to  be

 time-intensive  activity  of  internal  focus,  particularly  for
anagement  (Vaiman  et  al.,  2012).
The  predominance  of  an  internal  orientation  to  talent

anagement  in  the  extant  literature  is  illustrated  by  the
onceptual  frameworks  and  empirical  studies  which  are
oncerned  with  various  aspects  of  the  design  and  imple-
entation  of  talent  management  within  the  firm  and  its

ffectiveness.  For  example,  whether  the  firm  elects  to  apply
n  inclusive  or  exclusive  definition  of  talent  (Meyers  and
an  Woerkom,  2014),  and  how  employees  perceive  these
hilosophies  in  practice  (Sonnenberg  et  al.,  2014)  and  the
tudy  of  individual  justice  reactions  of  employees  to  their
rm’s  use  of  talent  management  practices  (Gelens  et  al.,
014).  An  inward  orientation  towards  talent  management
ecessarily  directs  management  attention  to  the  strategic
anagement  of  the  firm’s  talent  within  the  organisation

nd  may  support  critical  review  of  the  effectiveness  of
mplemented  talent  practices.  Some  consideration  has  been
iven  to  the  relevance  of  talent  management  to  stakehold-
rs  of  the  firm  (Collings,  2014b;  King,  2015b),  extending
eyond  those  which  are  internal  (namely  the  firm’s  mana-
ement  and  employees,  who  may  be  both  job-holders  and
hare-holders),  reinforcing  its  strategic  relevance  beyond
he  management  of  human  resources  as  an  internal  activity
f  the  firm.

However  the  shared  interests,  challenges  and  strategic
riorities  of  what  might  be  described  as  the  firm  and  its
xternal  ‘‘talent  ecosystem’’  which  is  comprised  of  the  firm
nd  its  diverse  range  of  stakeholders  at  all  levels  (individ-
al,  organisational,  community,  societal,  national)  is  as  yet
argely  unconsidered  and  this  may  in  part  be  resulting  from
y  a  predominant  internal  orientation  to  talent  manage-
ent,  with  the  external  orientation  towards  recruitment
eing  the  main  exception.  Widening  the  lens  to  further
onsider  a  range  of  parties  which  might  be  concerned
ith  the  extent  to  which  an  organisation’s  talent  mana-
ement  is  effective,  or  not,  researchers  have  considered
he  wider  community  in  which  employees  and  their  fami-
ies  reside,  local  educational  institutions  which  participate
n  the  development  of  talent  potential  (King,  2015b),  and
egionally-based  industries  which  establish  business  ecosys-
ems  which  share  complementary  reliance  on  the  quality  and
uantity  of  talent  supply  (King,  2018).

A  predominant  internal  focus  may  contribute  to  the  often
eactive  nature  of  talent  attraction  rather  than  supporting  a
trategic  approach  to  talent  recruitment  through  examina-
ion  of  cross-level  interactions  and  the  opportunity  for  the
rm  to  forecast  and  proactively  manage  externally-driven
alent  risk  or  to  develop  firm-specific  competitive  opportuni-
ies.  Here  again,  the  stark  contrast  of  the  UK  National  Health

ervice’s  requirements  for  nursing  talent  and  qualified  medi-
al  doctors  relative  to  its  low  talent  attractiveness  and
omplex  sourcing  issues  (CIPD,  2018),  presents  a  compelling
xample  of  the  urgent  need  for  organisations  to  engage
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actively  with  the  complex  macro  level  talent  conditions  in
which  the  organisation  is  embedded,  if  to  successfully  man-
age  talent  within  the  organisation,  in  this  case  in  service
of  high  quality  patient  care  in  the  UK.  Although  context  is
understood  to  be  inherently  relevant  to  TM  (Schuler  et  al.,
2011),  and  greater  calls  for  contextual  consideration  of  tal-
ent  management  exist  (Thunnissen  et  al.,  2013),  a wider
contextually-based  view  of  talent  management  has  yet  to  be
sufficiently  adopted  in  literature  and  in  practice,  which  is  in
part  constrained  by  the  predominant  internal  orientation  to
talent  management.

In  summary,  a  primarily  internal  orientation  to  talent
management  may  limit  management  agency  due  to  a  lack
of  contextual  integration  with  the  external  macro  talent
management  context.  Adoption  of  an  external  orientation
to  complement  the  internal  focus  on  talent  management  is
required  for  effective  talent  management.  In  the  section
which  follows,  the  paper  draws  on  systems  and  contingency
theories  and  introduces  a  framework  for  future  research
along  with  three  proposed  shifts  in  orientation  to  address
these  limitations.

Introducing  a  macro-contingent  approach  to  talent
management and  research  framework

Macro  talent  management  (MTM),  which  has  recently  been
introduced  in  the  literature,  refers  to  ‘‘the  activities  that
are  systematically  developed  by  governmental  and  non-
governmental  organisations  expressly  for  the  purpose  of
enhancing  the  quality  and  quantity  of  talent  within  and
across  countries  and  regions  to  facilitate  innovation  and
competitiveness  of  their  citizens  and  corporations’’  (Khilji
et  al.,  2015,  p.  237).  The  concept  of  MTM  contributes  to
the  developing  literature  by  introducing  and  specifying  the
macro  talent  environment,  its  core  processes  and  func-
tions  and  the  outcomes  of  national  level  talent  activities
such  as  national  educational  achievement  levels,  employ-
ment  rates,  and  country  competitiveness  outcomes  (Sparrow
et  al.,  2018).  However,  the  interface  between  organisational
talent  management  and  its  corresponding  macro  talent  envi-
ronment  (including  contextual  factors,  core  processes  and
activities,  and  consequences),  is  not  yet  developed  in  the  lit-
erature’s  conceptualisation  of  MTM,  such  that  a  micro-macro
gap  can  be  said  to  persist.

The  existing  macro  level  literature  is  largely  compara-
tive  in  nature  (comparison  of  variance  between  countries),
and  the  literature  has  not  yet  sufficiently  explored  micro-
macro  integration  or  cross-level  study  (Al  Ariss  et  al.,  2014).
For  example,  cross-level  examination  could  consider  the
consequences  of  macro  talent  management  outcomes  for
organisational  talent  management  strategy;  which  macro
talent  context  and  environment  factors  present  barriers  to
effective  organisational  talent  management  and  how  they
might  be  overcome  (Al  Ariss  et  al.,  2014).  As  a  result  of
limited  cross-level  modelling  or  study,  research  questions
remain  focused  at  the  separate  micro  or  macro  levels,  and
multi-level  modelling  in  talent  management  is  yet  undevel-

oped  and  required  (Khilji  et  al.,  2015).  As  the  scope  and
boundaries  of  the  talent  management  literature  continues
to  evolve  with  further  study  (Mellahi  and  Collings,  2010),
future  research  will  be  necessary  to  identify  intersections
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cross  a  multi-level  model  of  GTM  (Khilji  et  al.,  2015).  This
s  consistent  with  calls  in  the  ongoing  development  of  the
HRM  literature  for  greater  clarification  of  the  micro-macro
ivide  and  cross-level  empirical  measurement  (Molloy  et  al.,
011).

In  this  section,  we  now  introduce  a  macro-contingent
pproach  to  organisational  talent  management  and  argue
hat  effectiveness  of  the  micro  talent  system  can  be  influ-
nced  by  an  integrative  cross-level  consideration  of  one  or
ore  extra-organisational  macro  talent  systems.  We  further

rgue  that  the  effectiveness  of  a  macro-contingent  approach
o  talent  management  will  vary  to  the  extent  to  which  the
rm  adopts  three  orientations:  first,  shifting  upward  from  a
ingle-level  of  measure  at  the  micro  level  to  adopt  a  cross-
evel  orientation;  second,  shifting  across  from  an  HR-centric
o  a  business-strategic  orientation;  and  third,  shifting  out-
ard  from  an  internal  to  an  external  orientation.  These

hree  shifts  are  explained  in  detail  in  the  remainder  of  this
ection.

onceptualising  talent  management  as  a  nested
ystem

his  paper  argues  that  organisational  talent  management
ccurs  within  a  wider  macro-level  external  context  within
hich  the  organisational  talent  system  is  inherently  embed-
ed  or  nested.  As  such  we  argue  that  the  micro  talent
anagement  is  a  system  inter-related  with  the  macro  talent

ystem,  and  thereby  with  its  inputs,  activities  and  outcomes.
Two  theoretical  foundations  can  be  used  to  argue  the

mportance  and  relevance  of  broadening  and  extending
ur  view  of  talent  management,  to  integrate  the  macro-
evel,  business-centric  and  extra-organisational  context  into
rganisational  talent  management.  First,  contingency  the-
ry  (Luthans  and  Stewart,  1977),  which  has  been  widely
sed  in  management  sciences,  explains  that  the  preferred
pproach  to  organising  must  be  informed  by  the  context  in
hich  the  organisation  is  functioning  and  aims  to  perform

Luthans  and  Stewart,  1977).  Based  on  contingency  the-
ry  then,  an  organisation’s  practice  of  talent  management
hich  is  designed  to  fit  in  the  context  in  which  it  operates
ould  be  more  likely  to  be  effective  than  one  which  ignores

he  context  or  does  not  take  context  into  account.  Second,
ystems  theory  in  management  (Von  Bertalanffy,  1972)  has
een  used  to  develop  systematic  frameworks  (such  as  con-
eptual,  theoretical  or  operational)  which  aim  to  describe
elationships  (Boulding,  1956;  Johnson  et  al.,  1964;  Von
ertalanffy,  1972).  Systems  theory  explains  that  the  interac-
ion  of  the  main  elements  in  a  system  will  result  in  outcomes
f  that  system  (Anderson,  1999).  Previous  literature  has
roposed  systems-based  views  of  human  resource  mana-
ement  (Bowen  and  Ostroff,  2004),  organisational  talent
anagement  (King,  2015a) and  of  global  talent  management

Collings  et  al.,  2018).
Fig.  1  that  presents  the  macro-contingent  view  of  organ-

sational  talent  management  and  aims  to  illustrate  the

ynamic  interface  of  micro  and  macro  level  talent  systems,
xtending  the  view  of  organisational  talent  management
nto  the  wider  context  of  the  macro  system(s)  in  which  the
rganisation  is  embedded  and  operates.



200  K.A.  King,  V.  Vaiman

geme

r
i
g
t
d
w
s
t
t
(
c
e
m
o
p
t
g

p
o

s
p
e
p
b

d
a
r
d
t
T
a
d
t
i
t

Figure  1  Enabling  effective  talent  mana

Fig.  1  illustrates  a  nested  system  comprised  of  two  inter-
elated  systems:  organisational  talent  management  which
s  an  intra-organisational  system  and  macro  talent  mana-
ement  which  is  an  extra-organisational  system.  The  micro
alent  system  (the  inner  of  the  two  rings  in  Fig.  1)  is  embed-
ed  within  one  or  more  macro  talent  contexts  which  operate
ith  direct  or  indirect  influence  on  the  firm  by  virtue  of

hared  national  or  regional  context.  The  macro  talent  sys-
em  (the  outer  of  the  two  rings  in  Fig.  1)  is  comprised  of
hree  components  as  specified  by  the  Khilji  et  al.  framework
2015).  They  are:  the  MTM  context  and  environment;  pro-
esses  and  functions;  and  the  macro  level  outcomes  (Khilji
t  al.,  2015).  Conditions  generated  by  the  outcomes  of  the
acro  talent  system  are  therefore  consequential  to  the

rganisations  operating  within  these  contexts.  For  exam-
le,  outcomes  such  as  the  quality  and  quantity  of  talent
he  macro  system  produces  or  country  competitiveness  for

lobal  talent,  etc.  (Khilji  et  al.,  2015).

The  micro  talent  system  is  comprised  of  eight  com-
onents  as  specified  in  the  figure.  This  framework  draws
n  the  Stahl  et  al.  framework  (Stahl  et  al.,  2012)  which

o
t
c
s

nt  through  a  macro-contingent  approach.

pecified  six  talent  practices.  We  have  re-specified  these
ractices  as  components  of  the  micro  level  talent  system  and
xtended  its  specification  to  include  two  additional  com-
onents:  management  involvement  and  talent  review;  and
oard  reporting  and  governance.

Further,  as  indicated  in  Fig.  1,  the  two  systems  are
ynamic  and  interactive  in  nature.  That  is,  the  micro
nd  macro  systems,  as  indicated  by  the  inner  and  outer
ings  respectively,  interact  and  as  functional  systems  are
ynamic.  This  is  denoted  by  cross-over  arrows  which  illus-
rate  the  fluid  interplay  between  the  two  nested  systems.
here  are  multiple  points  of  interface  between  the  micro
nd  macro  system  which  can  be  further  specified  in  future
evelopment  of  the  framework.  Khilji  et  al.  (2015)  explain
hat  conditions  in  the  macro  context  and  environment
nteract  with  core  processes  and  functions  in  the  macro
alent  context  which  together  generate  macro  talent

utcomes.  We  further  argue  that  interactions  between
he  micro  and  macro  systems  across  each  of  the  specified
omponents  generate  change  in  the  dynamic  integrated
ystem,  and  that  such  interactions  can  cause  change  to  any
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component  of  the  macro  or  micro  system.  For  example,
the  action  of  a  firm(s)  to  influence  macro  level  processes,
such  as  industry-education  partnership  which  prioritise
scare  skills  development  for  industry  specific  strategic
positions,  can  influence  not  only  internal  firm  outcomes
(such  as  talent  development),  but  also  external  macro
outcomes  such  as  aggregate  regional  talent  supply,  which
then  subsequently  influences  micro  level  talent  outcomes
(such  as  attraction  or  retention).  As  a  cross-level  contin-
gent  model,  the  macro-contingent  view  of  organisational
talent  management  integrates  both  a  greater  concern  with
the  extra-organisational  context  for  talent  and  a  greater
concern  for  the  adaptation  of  the  intra-firm  talent  system
in  consideration  of  the  external  context.

Three  shifts  in  orientation  towards  a
macro-contingent  view  of  talent  management

First,  a  shift  upward  from  a  single,  micro  or  firm-level  ori-
entation  to  an  integrated  cross-level  micro-macro  view  of
talent  management  is  required.  As  an  established  practi-
tioner  topic  viewed  as  one  of  the  most  strategic  issues
faced  by  management  today  (Mellahi  and  Collings,  2010),
the  critical  importance  of  talent  has  been  argued,  requir-
ing  that  an  organisation  knows  its  pivotal  talent  (Boudreau
and  Ramstad,  2005),  identifies  its  ‘‘experts’’  (Idinopulos  and
Kempler,  2003),  and  that  organisations  carefully  manage
their  ‘‘A-players’’  (Huselid  et  al.,  2005),  while  develop-
ing  the  competence  needed  to  build  star  teams  (Mankins
et  al.,  2013).  However,  this  intense  and  largely  internal
focus  has  not  reliably  resulted  in  expected  performance  out-
comes  attributable  to  talent  management  (Collings,  2014a).
Despite  intense  executive  focus  on  talent,  challenges  per-
sist  which  range  from  claims  of  insufficient  supply  (Cappelli,
2015),  through  to  retention  of  talented  employees  once
employed  in  an  organisation  (Lawler  Iii,  2008).  Considering
this  in  the  wider  context  of  a  fiercely  competitive  global
economy,  the  unwavering  focus  on  talent  is  unsurprising;
however,  the  lack  of  organisational  intervention  in  the  wider
macro  contexts  in  which  they  operate,  may  be  surprising.

Seeking  wider  context,  firms  do  consider  talent  mana-
gement  practices  relative  to  peer  organisations  which  can
provide  relevant  micro-level  comparative  insight.  However
between-firm  comparison  may  result  in  mimicking  of  best
practice  as  a  form  of  collective  rationality,  rather  than
being  strategically  aligned  to  the  firm-specific  requirements
(DiMaggio  and  Powell,  1983).  Consideration  of  the  external
competitive  talent  context  does  not  by  definition  require
consideration  of  the  one  or  more  macro  level  contexts  in
which  the  firms  may  compete  and  operates.  Rather  a  shift
across  levels  is  required,  upward  from  micro  to  macro,  in
addition  to  consideration  of  talent  management  effective-
ness  between  organisations  at  the  micro  level.

Beyond  the  organisational  level  of  focus,  talent  manage-
ment  occurs  within  a  wider  context  which  is  external  to  the
organisation,  shaped  by  contextual  and  environmental  fac-
tors  (Khilji  et  al.,  2015),  which  in  turn  set  the  national  or

regional  context(s)  within  which  organisations  seek,  attract,
engage  and  manage  their  talent.  For  example,  macro  fac-
tors  which  shape  the  macro  context  in  which  firms  operate
include  government  policies  for  educational  attainment,
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mmigration,  and  labour  legislation.  National  and  regional
rocesses  influence  macro  level  development,  quality  and
vailability  of  talent.  For  example,  such  processes  include
ational  planning  for  labour  supply,  educational  interven-
ions  for  skills  development,  targeted  visa  initiatives  to
acilitate  access  to  talent  and  programmes  to  enhance
ross-regional  labour  mobility  (Vaiman  et  al.,  2018).  The
nteraction  of  these  contextual  factors  and  core  processes
nfluence  and  shape  a  nation’s  macro  level  talent  outcomes
Khilji  et  al.,  2015).  For  example,  macro  level  national  out-
omes  influenced  by  macro  talent  factors  include  economic
evelopment  measures  such  as  productivity  and  employ-
ent,  educational  attainment  and  workforce  quality,  and

he  extent  to  which  a  country  is  viewed  as  being  able  to  com-
ete  for  global  talent,  known  as  talent  attractiveness.  This  is
onsistent  with  the  concept  of  environmental  fit  which  sug-
ests  that  organisations  must  make  a link  between  their  HR
trategy  and  the  institutional  environment  the  organisation
xists  within  (Boselie,  2014).

An  integrated  approach  to  the  management  of  organi-
ational  talent  requirements  with  critical  consideration  of
he  macro-level  external  context  and  factors  within  which
hey  operate  is  largely  overlooked.  The  predominant  single-
evel  focus  on  talent  management  at  the  firm  or  micro  level
as  resulted  in  limited  cross-level  conceptual  or  empirical
esearch  in  the  literature.  Where  talent  management  has
een  examined  at  the  macro  level,  studies  have  primarily
een  limited  to  a  single  level,  the  macro  level  specifically
Vaiman  et  al.,  2018).  Multiple  calls  for  cross-level  con-
eptual  and  empirical  research  (Collings,  2014b;  Minbaeva,
016;  Thunnissen,  2016) restate  the  importance  of  cross-
evel  research  in  advancing  the  literature.  We,  therefore,
ropose  the  following:

roposition  1.  The  effectiveness  of  organisational  talent
anagement  will  be  positively  associated  with  the  extent  to
hich  the  talent  system  is  designed  to  consider  both  micro
nd  macro  and  cross-level  interactions,  across  one  or  more
acro  contexts  relevant  to  the  enterprise.

Second,  a  shift  to  widen  the  orientation  from  an  HR-
entric  orientation  to  a  business-centric  imperative  is
equired.  The  scholarly  strategy  literature  acknowledges

 close  alignment  between  business  strategy  and  external
actors  which  are  used  to  identify  strategic  opportunity
Hill  et  al.,  2015) and  explain  that  competitive  advan-
age  is  enabled  through  differentiated  resources  of  the  firm
Barney,  1991).  However  the  value  and  definition  of  exclu-
ive  talent  may  vary  by  business  (Sparrow  and  Makram,  2015)
nd  with  changes  in  strategy  over  time.  Access  to  individual
uman  capital  resources  (Ployhart  et  al.,  2014)  in  service  of
he  strategy  therefore  requires  a  direct  alignment  between
alent  management  and  the  business  strategy.  This  close
lignment  of  talent  strategy  to  business  advantage  may  be
onstrained  by  a  primarily  HR-centric  orientation  to  talent
anagement.
The  talent  management  literature  has  specified  four  ways

n  which  talent  management  is  differentiated  from  strategic

uman  resource  management.  Specifically:  talent  mana-
ement  is  a  component  of  the  strategic  advantage  which
equires  the  involvement  of  management  and  board-level
overnance;  talent  management  is  of  strategic  import  to
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 wider  and  more  diverse  range  of  stakeholders  than  is
RM;  talent  management  is  defined  and  directed  with  a nar-
ower  focus  related  to  its  specification  of  human  capital;
nd  talent  management  by  definition  requires  high  degrees
f  differentiation  from  the  approaches  taken  to  manage  the
ider  workforce  of  the  organisation  (Vaiman  and  Collings,
014).  A  primarily  HR-centric  orientation  towards  talent
anagement  in  the  exclusive  approach,  may  constrain  its

perationalisation  as  a  driver  of  strategic  advantage  and  the
mperative  of  direct  management  involvement  and  board
overnance  of  talent  outcomes.  We  propose  the  following:

roposition  2.  The  effectiveness  of  organisational  talent
anagement  will  be  positively  associated  with  the  extent  to
hich  the  talent  system  is  designed  to  align  with  and  enable
usiness  strategy.

The  third  shift  in  orientation  required  is  a  shift  out-
ards,  from  a  primarily  internal  focus  to  an  external,
ontextually-based  orientation  which  informs  the  internal
erspective  through  critical  integration  of  the  firm’s  talent
trategy  and  practice  within  the  external  macro  talent  sys-
em  in  which  the  firm  is  contextually  anchored.  A  review
f  the  extant  literature  indicates  that  talent  management
s  as  yet  largely  viewed  as  a  within-organisation  concern
Collings  et  al.,  2018;  King,  2017;  Vaiman  and  Collings,
014)  and  correspondingly,  effective  talent  management
ecessarily  requires  an  intra-organisational  focus.  However,
his  prevailing  focus  of  talent  management  as  existing  and
ccurring  within  the  organisation  may  limit  management’s
onsideration  of  external  contexts  which  influence  talent
anagement  outcomes  at  the  firm  or  micro  level.  Consistent
ith  the  prevailing  micro-perspective  as  explained  earlier,

alent  management  is  also  therefore  primarily  concerned
ith  the  internal  functioning  of  the  organisation  and  its  per-

ormance  outcomes  through  talent.  As  a  result,  the  critical
ntegration  of  externally-oriented  considerations  into  talent
trategy,  frameworks,  and  practice  is  as  yet  limited.

In  addition  to  our  argument  that  cross-level  consider-
tion  of  macro  factors  is  imperative  for  effective  micro
alent  management,  likewise,  it  is  imperative  that  a  shift  to
onsider  the  external  environment  is  integrated  into  micro
alent  management.  This  external  context  is  the  context  in
hich  micro  talent  management  is  embedded,  as  depicted  in
ig.  1.  For  many  firms  today,  this  contextual  domain  is  com-
rised  of  multiple  varying  contexts,  defined  by  the  firm’s
nique  strategic  and  operational  positioning  and  its  partic-
pation  in  a  range  of  markets.  Each  of  these,  domestically
nd  internationally,  present  strategic  risk  and  opportunity,
hrough  variance.

External  conditions  exist  which  influence  internal  firm
rocesses  and  practices.  For  example,  an  organisation’s
vailable  quality  and  supply  of  talent  is  influenced  by  exter-
al  factors.  External  factors  may  include  the  extent  to
hich  peer-businesses  compete  for  common  talent  require-
ents  (an  example  of  a  micro  level  external  condition)

nd  national  talent  pool  quality  (an  example  of  a  macro
evel  external  condition).  While  these  factors  are  external

o  the  firm’s  internal  talent  system,  the  organisation’s  tal-
nt  strategy  is  contingent  upon  consideration  of  a  range
f  external  factors,  at  various  levels,  micro  and  macro.
dopting  an  external  orientation  towards  talent  strategy  and
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alent  management  supports  organisations  to  complement  a
rimarily  internal  view  of  talent  management  through  inte-
ration  of  context  into  organisational  talent  strategy.

However,  consideration  of  the  multiple  facets  of  the
xternal  talent  context  is  insufficient  as  yet  in  the  liter-
ture.  For  example,  limited  consideration  of  the  range  of
takeholders  of  effective  talent  management  beyond  the
hareholder  orientation  of  organisations  (Collings,  2014b)
ay  reflect  a  narrow  view  of  talent  management  as  only

f  relevance  within  an  organisation  and  of  limited  rele-
ance  to  the  broader  society  or  industry  sector.  However
ector-specific  talent  constraints  are  not  uncommon,  such
s  a  visible  national  or  regional  mismatch  of  talent  sup-
ly  and  demand  (Cappelli,  2015),  whether  in  leadership,
echnical  or  skill-specific  talent  pools.  Consistent  with  the
revailing  internal  orientation  towards  talent  management
nderpinned  by  an  HR-centric  orientation,  the  external  con-
itions  which  influence  the  firm’s  implementation  of  micro
alent  management,  may  not  readily  appear  to  fall  within
he  accountability  of  the  firm  to  shape,  manage  or  gov-
rn  are  generally  not  accounted  for  in  organisational  talent
anagement.  This  inward  orientation  to  talent  management

s  further  evidenced  by  the  absence  of  contextually  relevant
onceptual  frameworks  in  talent  management  (Thunnissen
t  al.,  2013).  We  propose  the  following:

roposition  3.  The  effectiveness  of  organisational  talent
anagement  will  be  positively  associated  with  the  extent  to
hich  the  talent  system  is  designed  to  consider  the  external

alent  context(s)  within  which  the  firm  operates.

In  summary,  this  framework  proposes  an  externally-
rientated,  cross-level,  macro-contingent  approach  to
rganisational  talent  management  and  argued  the  impor-
ance  of  three  shifts  in  orientation  in  both  literature  and
ractice.  First,  from  a  primarily  micro  level  of  focus  and
easurement  to  include  a  cross-level  micro-macro  orien-

ation;  second,  from  a  primarily  HRM-centric  orientation
o  a business-centric  orientation;  and  third,  outward  from

 predominant  internal  orientation  to  talent  management
o  integrate  consideration  of  the  external  contextual  con-
itions  and  factors  which  interact  with  and  shape  the
rganisation’s  opportunity  to  excel  in  its  management  of  tal-
nt  as  a strategic  resource  of  the  firm.  Fig.  1  illustrates  these
hifts  by  presenting  the  micro  system  as  embedded  within
he  macro  system,  requiring  a  shift  up  across  levels,  out-
ard  from  the  internal  firm  orientation  and  across,  from  a
rimarily  HR-centric  perspective.

iscussion and conclusion

n  organisation-specific  lens  on  talent  management  has
rovided  a  helpful  foundation  for  the  emerging  talent
anagement  literature  thus  far.  To  support  the  forward
evelopment  of  the  literature  and  greater  implementa-
ion  effectiveness  in  practice,  this  paper  has  presented

 reflective  conceptual  review  of  the  talent  management
iterature  and  identified  three  extant  limitations  which  con-

train  forward  development  of  the  topic.  To  address  these
imitations,  the  paper  draws  on  the  theory  of  a  strategic
ystem,  the  components  of  which  function  to  create  sys-
em  outcomes  (whether  effective  or  not  so)  (Von  Bertalanffy,
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1972),  and  on  contingency  theory,  which  explains  that  the
system  operates  within  and  is  influenced  by  the  contex-
tual  conditions  which  exist  around  it  (Luthans  and  Stewart,
1977).  A  contextually-anchored  cross-level  view  of  talent
management  was  introduced,  extending  beyond  a  prevailing
firm-level,  HR-centric  and  internal  orientations.

Implications  for  research  and  limitations

This  paper  makes  three  main  contributions  to  the  litera-
ture.  First,  this  paper  has  presented  a  macro-contingent
view  of  talent  management.  The  paper  has  argued  that  con-
text  inextricably  matters  in  talent  management  and  argues
that  micro  talent  management  is  a  contextually-anchored
system  embedded  within  one  or  more  macro  talent  systems,
such  that  effectiveness  in  organisational  talent  manage-
ment  is  dependent  upon  the  unique  composition  of  the
various  macro  talent  contexts  in  which  it  operates.  The
paper  has  reasoned  that  the  macro  talent  system  (com-
prised  of  context  and  environment,  core  processes  and
functions  and  outcomes)  cannot  be  ignored  if  the  firm  is
to  be  effective  in  organisational  talent  management,  thus
responding  to  calls  in  the  literature  for  a  more  contextual
approach  to  talent  management  (Thunnissen  et  al.,  2013),
one  which  extends  consideration  of  stakeholders  beyond  a
simplified  shareholder  view  (Collings,  2014b).  Second,  the
paper  has  presented  an  integrated  cross-level  view  of  tal-
ent  management,  which  contributes  to  calls  for  cross-level
conceptual  models  of  talent  management  (Al  Ariss  et  al.,
2014;  Khilji  et  al.,  2015),  including  consideration  of  macro
talent  management  (Khilji  et  al.,  2015),  and  has  introduced
a  research  framework  which  supports  future  empirical  cross-
level  research  in  the  topic  (Collings  et  al.,  2015;  Paauwe
et  al.,  2013).  Third,  the  paper  has  argued  the  conceptual
distinction  between  strategic  HRM  and  talent  management,
consistent  with  calls  for  greater  conceptual  utility  of  talent
management  as  a  scholarly  topic  distinct  from  SHRM  (Morley
et  al.,  2017).

As  a  conceptual  study,  there  are  two  main  limitations
which  could  also  be  considered  opportunities  for  further
research.  First,  as  the  conceptual  framework  adopts  a
systems  perspective  of  organisational  talent  management,
further  specification  of  the  micro  and  macro  talent  systems
is  necessary  to  advance  the  future  study  of  cross-level  inter-
actions  and  outcomes.  Second,  as  the  conceptual  framework
adopts  a  contingent  view,  further  conceptual  and  empirical
study  is  required  across  varying  contexts  to  further  inform
the  approach  and  its  relevance  across  a  range  of  contexts
in  which  organisational  talent  management  is  strategically
anchored  and  implemented.

Practically,  the  macro-contingent  TM  framework  can  be
tested  in  several  ways.  As  a  concept  in  development,  an
exploratory  mixed-methods  empirical  design  can  be  used
to  explore  management’s  current  attempts  to  engage  with
and  influence  the  macro  talent  contexts  in  which  the  firm
operates  to  identify  points  of  integration  between  the  micro
and  macro  contexts  which  are  perceived  to  provide  most

utility  to  the  management  vis-à-vis  business-centric  tal-
ent  strategy.  Alternatively,  quantitative  cross-level  between
firm  comparison  studies  can  be  used  to  examine  the  relation-
ship  between  macro  level  talent  conditions,  processes  and
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nvironmental  factors  and  a selection  of  priority  compet-
tive  outcomes.  More  specifically,  a  within-firm  case  study
esign  could  examine  variance  in  firm  outcomes  by  macro
alent  context  across  multiple  regional,  national  or  sector-
pecific  contexts  in  which  the  enterprise  operates.

mplications  for  management  practice

he  integration  of  macro  talent  management  into  organisa-
ional  talent  management  literature  also  presents  a  crucial
pportunity  for  management  practitioners.  Organisations
ave  intensively  pursued  talent  management  as  a  path  to
alue  of  utmost  priority  to  the  management  team,  and
alent  continues  to  be  a  top  priority  reported  by  CEOs
orldwide  (Cappelli,  2008;  PwC,  2017).  However,  adopting
erceived  best  practices,  sometimes  simply  as  isomorphic
imicking  of  the  practices  of  competitors  (DiMaggio  and

owell,  1983),  organisations  may  have  adopted  an  inward,
R-centric  practice  orientation  towards  talent  management

Vaiman  and  Collings,  2014),  inadvertently  becoming  more
imilar  (DiMaggio  and  Powell,  1983) and  less  strategically  dif-
erentiated.  This  paper  has  argued  that  while  organisations
ay  perceive  direct  agency  in  talent  management  which

dopts  an  unwavering  internal  focus,  this  may  inadvertently
esult  in  organisations  becoming  reactive  participants  in  the
xtra-organisational  macro  talent  system  which  may  have
oth  enabling  and  constraining  influences  on  the  effective-
ess  of  a  firm’s  talent  strategy.

Consider  the  attraction  of  talent,  for  example.  Organi-
ations  often  aim  to  improve  their  attractiveness  to  future
mployees  through  efforts  such  as  employer  branding  efforts
Stahl  et  al.,  2012)  including  commitments  to  corporate
ocial  responsibility  (Bhattacharya  et  al.,  2008),  however
uch  attractiveness  efforts  risk  limited  influence  on  overall
upply  or  quality  of  the  supply  for  which  the  organisation
ompetes,  if  they  are  not  designed  to  influence  the  wider
acro  talent  system,  focused  on  competing  for  existing,

ften  limited,  supply.  The  often-priority  focus  on  the  ini-
ial  attraction  of  talent  to  a  company  may  overlook  the
trategic  requirement  to  examine  wider,  external,  macro
alent  conditions  which  affect  the  firm’s  sustainable  sup-
ly  of  talent.  The  repeated  reporting  of  ‘‘talent  shortage’’
Dobbs  et  al.,  2012;  Economist,  2007,  2009),  which  has  been
hallenged  by  some  researchers  who  have  examined  macro
evel  data  (Cappelli,  2015),  may  be  one  indicator  of  a  reac-
ive  approach  to  macro  talent  management.  An  example  of
n  unsustainable  response  to  macro  conditions  is  illustrated
n  cases  of  talent  poaching  across  peer  organisations  in  a
onstrained  talent  pool  rapidly  escalating  recruitment  and
etention  costs  for  all  stakeholders  involved  (Dobbs  et  al.,
012).  A  more  sustainable  macro-contingent  approach  can
e  established  whereby  the  micro  level  system  is  designed
ased  on  critical  consideration  of  macro  conditions,  whether
avourable  or  unfavourable.  On  critical  consideration  of  the
trengths  and  limitations  of  the  macro  talent  system(s)  in
hich  the  firm  operates,  management  may  generate  new
imensions  of  agency  to  influence  the  external  environment,

rocesses  and  conditions  of  strategic  priority  or  concern  to
he  firm.

Such  proactive  influence  at  the  macro  level  for  firm  level
alent  strategy  is  not  without  precedent.  Examples  include:
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usiness-education  partnerships  (such  as  to  prime  the  supply
f  future  talent);  adaption  of  global-local  talent  manage-
ent  (such  as  to  leverage  varying  macro  talent  conditions

cross  the  strategic  reach  of  the  firm);  industry  collabora-
ions  (such  as  regional  branding  activities  for  talent-specific
egional  talent  attraction);  and  policy  interventions  (such  as
o  reduce  mobility  and  employment  barriers  or  enhance  tal-
nt  immigration  programmes).  In  the  case  of  multinational
nterprises,  management  can  consider  how  to  optimise  their
rganisational  talent  system  across  the  multiple  macro  tal-
nt  contexts  in  which  they  operate  to  optimise  talent  supply,
uality  and  retention  in  specific  contexts  and  across  the
nterprise  for  business-specific  priority  purposes  (i.e.,  tal-
nt  ‘‘for  what’’  purpose  in  a  given  context).

In  conclusion,  while  management  agency  is  potentially  at
ts  strongest  when  applied  internally,  that  is,  in  direct  mana-
ement  of  the  organisation,  a  primarily  intra-organisational
ocus  on  talent  management  may  in  fact  limit  management
gency,  if  not  sufficiently  informed  by  the  wider  macro
xternal  context.  Organisational  talent  systems  which  are
esigned  to  consider  cross-level  micro-macro  interactions  in
he  embedded  talent  system  are  better  positioned  to  both
itigate  external  talent  risk  and  to  leverage  the  conditions
ithin  the  external  macro  talent  which  offer  competitive
dvantage.  While  deploying  valuable  differentiated  SRHM
ractices  operationally  to  manage  talent  internally  within
he  organisation,  management  is  further  encouraged  to
xtend  beyond  traditional  orientations  in  organisational  tal-
nt  management  to  shift  upward,  outward,  and  across  to
dentify,  influence,  interact  with  the  macro  talent  systems
n  which  it  operates,  to  enable  greater  management  agency
nd  effectiveness  in  talent  strategy.

eferences
l Ariss, A., Cascio, W.F., Paauwe, J., 2014. Talent management:

current theories and future research directions. J. World Bus.,
http://dx.doi.org/10.1016/j.jwb.2013.11.001.

nderson, P., 1999. Complexity Theory and Organization Science.
Organization Science 10 (3), 216---232.

arney, J., 1991. Firm resources and sustained competitive advan-
tage. J. Manage. 17 (1), 99---120, http://dx.doi.org/10.1177/
014920639101700108.

arney, J., Wright, M., Ketchen, D.J., 2001. The resource-based
view of the firm: ten years after 1991. J. Manage. 27 (6),
625---641, http://dx.doi.org/10.1177/014920630102700601.

ecker, B.E., Huselid, M.A., Beatty, R.W., 2009. The Differentiated
Workforce: Transforming Talent into Strategic Impact. Harvard
Business Press.

ecker, G.S., 2008. Human capital. In: Henderson, D.R. (Ed.), The
Concise Encyclopedia of Economics. Library of Economics and
Liberty.

hattacharya, C.B., Sen, S., Korschun, D., 2008. Using corporate
social responsibility to win the war for talent. MIT Sloan Manage.
Rev. 49 (2), 37---44.

idwell, M., 2017. Managing talent flows through internal and exter-
nal labor markets. In: Collings, D.G., Mellahi, K., Cascio, W.F.
(Eds.), The Oxford Handbook of Talent Management. Oxford Uni-
versity Press, Oxford, U.K.
oselie, P., 2014. Strategic Human Resource Management: A Bal-
anced Approach, 2nd ed. McGraw-Hill Education.

oudreau, J.W., Ramstad, P.M., 2005. Where’s your pivotal talent?
Harv. Bus. Rev. 83 (4), 23---24.

H

K.A.  King,  V.  Vaiman

oulding, K.E., 1956. General systems theory----the skeleton of
science. Manage. Sci. 2 (3), 197---208, http://dx.doi.org/10.
1287/mnsc.2.3.197.

owen, D.E., Ostroff, C., 2004. Understanding HRM---firm perfor-
mance linkages: the role of the ‘‘strength’’ of the HRM system.
Acad. Manage. Rev. 29 (2), 203---221, http://dx.doi.org/10.
5465/amr.2004.12736076.

appelli, P., 2008. Talent management for the twenty-first century.
Harv. Bus. Rev. 86 (3), 74---81.

appelli, P., 2015. Skill gaps, skill shortages, and skill mismatches:
evidence and arguments for the United States. ILR Rev. 68 (2),
251---290, http://dx.doi.org/10.1177/0019793914564961.

appelli, P., Keller, J., 2014. Talent management: conceptual
approaches and practical challenges. Annu. Rev. Org. Psy-
chol. Org. Behav. 1 (1), 305---331, http://dx.doi.org/10.1146/
annurev-orgpsych-031413-091314.

IPD, 2018. Experts warn government not to prioritise high-
skilled roles for post-Brexit visas [Press release], Retrieved
from: https://www.peoplemanagement.co.uk/news/articles/
experts-say-do-not-prioritise-high-skilled-roles.

ollings, D.G., 2014a. The Contribution of Talent Management
to Organization Success The Wiley Blackwell Handbook of the
Psychology of Training, Development, and Performance Improve-
ment. John Wiley & Sons, Ltd., pp. 247---260.

ollings, D.G., 2014b. Toward mature talent management: beyond
shareholder value. Hum. Resour. Dev. Q. 25 (3), 301---319,
http://dx.doi.org/10.1002/hrdq.21198.

ollings, D.G., Mellahi, K., 2009. Strategic talent management: a
review and research agenda. Hum. Resour. Manage. Rev. 19 (4),
304---313, http://dx.doi.org/10.1016/j.hrmr.2009.04.001.

ollings, D.G., Mellahi, K., Cascio, W.F., 2018. Global talent
management and performance in multinational enterprises: a
multilevel perspective. J. Manage. (in press).

ollings, D.G., Scullion, H., Vaiman, V., 2015. Talent management:
progress and prospects. Hum. Resour. Manage. Rev. 25 (3),
233---235, http://dx.doi.org/10.1016/j.hrmr.2015.04.005.

elery, J.E., Roumpi, D., 2017. Strategic human resource manage-
ment, human capital and competitive advantage: is the field
going in circles? Hum. Resour. Manage. J. 27 (1), 1---21.

iMaggio, P.J., Powell, W.W., 1983. The iron cage revisited:
institutional isomorphism and collective rational-
ity in organizational fields. Am. Sociol. Rev. 48 (2),
147---160.

obbs, R., Lund, S., Madgavkar, A., 2012. Talent tensions ahead: a
CEO briefing. McKinsey Q. 4, 92---102.

conomist, 2007, 18 August. Capturing talent --- Asia’s skills short-
age; Asia’s skills shortage. The Economist 384, 58.

conomist, 2009, 31 October. International: a tough search for tal-
ent; public-service careers. The Economist 393, 70---71.

oundation T.H., 2019. A Critical Moment: NHS Staffing Trends,
Retention and Attrition. The Health Foundation, London UK.

allardo-Gallardo, E., Nijs, S., Dries, N., Gallo, P., 2015. Towards
an understanding of talent management as a phenomenon-
driven field using bibliometric and content analysis. Hum.
Resour. Manage. Rev. 25 (3), 264---279, http://dx.doi.org/10.
1016/j.hrmr.2015.04.003.

allardo-Gallardo, E., Thunnissen, M., 2016. Standing on the shoul-
ders of giants? A critical review of empirical talent management
research. Employee Relat. 38 (1), 31---56, http://dx.doi.org/10.
1108/ER-10-2015-0194.

elens, J., Hofmans, J., Dries, N., Pepermans, R., 2014. Talent
management and organisational justice: employee reactions to
high potential identification. Hum. Resour. Manage. J. 24 (2),
159---175, http://dx.doi.org/10.1111/1748-8583.12029.
ill, C.W., Jones, G.R., Schilling, M.A., 2015. Strategic Management
Theory: Cengage Learning.

dx.doi.org/10.1016/j.jwb.2013.11.001
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref9010
dx.doi.org/10.1177/014920639101700108
dx.doi.org/10.1177/014920639101700108
dx.doi.org/10.1177/014920630102700601
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0025
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0030
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0035
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0040
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0045
dx.doi.org/10.1287/mnsc.2.3.197
dx.doi.org/10.1287/mnsc.2.3.197
dx.doi.org/10.5465/amr.2004.12736076
dx.doi.org/10.5465/amr.2004.12736076
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0060
dx.doi.org/10.1177/0019793914564961
dx.doi.org/10.1146/annurev-orgpsych-031413-091314
dx.doi.org/10.1146/annurev-orgpsych-031413-091314
https://www.peoplemanagement.co.uk/news/articles/experts-say-do-not-prioritise-high-skilled-roles
https://www.peoplemanagement.co.uk/news/articles/experts-say-do-not-prioritise-high-skilled-roles
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0080
dx.doi.org/10.1002/hrdq.21198
dx.doi.org/10.1016/j.hrmr.2009.04.001
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0095
dx.doi.org/10.1016/j.hrmr.2015.04.005
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0105
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0110
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0115
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0120
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0125
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0130
dx.doi.org/10.1016/j.hrmr.2015.04.003
dx.doi.org/10.1016/j.hrmr.2015.04.003
dx.doi.org/10.1108/ER-10-2015-0194
dx.doi.org/10.1108/ER-10-2015-0194
dx.doi.org/10.1111/1748-8583.12029
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0150
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0150
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0150
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0150
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0150


M

M

O

P

P

P

S

S

S

S

S

S

S

S

S

T

Talent  Management:  Towards  a  macro-contingent  approach  

Hitt, M.A., Beamish, P.W., Jackson, S.E., Mathieu, J.E., 2007. Build-
ing theoretical and empirical bridges across levels: multilevel
research in management. Acad. Manage. J. 50 (6), 1385---1399.

Hox, J.J., Moerbeek, M., Van de Schoot, R., 2017. Multilevel Anal-
ysis: Techniques and Applications. Routledge.

Huselid, M.A., Beatty, R.W., Becker, B.E., 2005. A players or a posi-
tions? Harv. Bus. Rev. 83 (12), 110---117.

Huselid, M.A., Becker, B.E., 2011. Bridging micro and macro
domains: workforce differentiation and strategic human
resource management. J. Manage. 37 (2), 421---428,
http://dx.doi.org/10.1177/0149206310373400.

Idinopulos, M., Kempler, L., 2003. Do you know who your experts
are? McKinsey Q. 4, 60---69.

Johnson, R.A., Kast, F.E., Rosenzweig, J.E., 1964. Systems theory
and management. Manage. Sci. 10 (2), 367---384.

Khilji, S.E., Tarique, I., Schuler, R.S., 2015. Incorporating the macro
view in global talent management. Hum. Resour. Manage. Rev. 25
(3), 236---248, http://dx.doi.org/10.1016/j.hrmr.2015.04.001.

Khoreva, V., Vaiman, V., 2019. Talent management: decision making
in the global context. In: Tarique, I.e. (Ed.), Routledge Compan-
ion to Talent Management. Routledge, London.

King, K.A., 2015a. Global talent management: introducing a
strategic framework and multiple-actors model. J. Glob.
Mobil.: Home Expatriate Manage. Res. 3 (3), 273---288,
http://dx.doi.org/10.1108/JGM-02-2015-0002.

King, K.A., 2015b. Sustained Value through Talent Management: A
multi-stakeholder approach. Paper presented at the European
Institute for Advanced Studies in Management (EIASM). 4th Work-
shop on Talent Management, Valencia, Spain.

King, K.A., 2017. Architecting across levels to advance the emerging
literature: towards a multi-level model of talent management.
Paper presented at the European Institute for Advanced Studies
in Management (EIASM). 6th Workshop on Talent Management,
Barcelona, Spain.

King, K.A., 2018. Macro talent management in Canada: a review of
the national context, competitive strengths and future oppor-
tunities to attract, develop and retain talent. In: Vaiman, V.,
Schuler, R.S., Sparrow, P.R., Collings, D.G. (Eds.), Macro Tal-
ent Management: A Global Perspective on Managing Talent in
Developed Markets. Routledge, New York City/London.

Lawler Iii, E.E., 2008. Why are we losing all our good people? Harv.
Bus. Rev. 86 (6), 41.

Luthans, F., Stewart, T.I., 1977. A general contingency theory of
management. Acad. Manage. Rev. 2 (2), 181---195.

Mäkelä, K., Björkman, I., Ehrnrooth, M., 2010. How do MNCs
establish their talent pools? Influences on individuals’ likeli-
hood of being labeled as talent. J. World Bus. 45 (2), 134---142,
http://dx.doi.org/10.1016/j.jwb.2009.09.020.

Mankins, M., Bird, A., Root, J., 2013. Making star teams out of star
players. Harv. Bus. Rev. 91 (1), 74---78.

Mellahi, K., Collings, D.G., 2010. The barriers to effective
global talent management: the example of corporate élites
in MNEs. J. World Bus. 45 (2), 143---149, http://dx.doi.org/
10.1016/j.jwb.2009.09.018.

Meyers, M.C., van Woerkom, M., 2014. The influence of underly-
ing philosophies on talent management: theory, implications for
practice, and research agenda,. J. World Bus. 49 (2), 192---203,
http://dx.doi.org/10.1016/j.jwb.2013.11.003.

Meyers, M.C., van Woerkom, M., Dries, N., 2013. Talent----innate or
acquired? Theoretical considerations and their implications for
talent management. Hum. Resour. Manage. Rev. 23 (4), 305---321,
http://dx.doi.org/10.1016/j.hrmr.2013.05.003.

Minbaeva, D., 2016. Contextualising the individual in interna-
tional management research: black boxes, comfort zones and

a future research agenda. Eur. J. Int. Manage. 10 (1), 95---104,
http://dx.doi.org/10.1504/ejim.2016.073990.

Molloy, J.C., Ployhart, R.E., Wright, P.M., 2011. The Myth
of ‘‘the’’ Micro-Macro Divide: Bridging System-Level and

T

205

Disciplinary Divides. Journal of Management 37 (2), 581---609,
http://dx.doi.org/10.1177/0149206310365000.

orley, M.J., Valverde, M., Farndale, E., 2017. Call for Papers:
Talent Management: Quo Vadis? [Press release], Retrieved from:
https://www.journals.elsevier.com/brq-business-research-
quarterly/call-for-papers/call-for-papers-talent-management-
quo-vadis.

orris, S.S., Wright, P.M., Trevor, J., Stiles, P., Stahl, G.K., Snell,
S., Farndale, E., 2009. Global challenges to replicating HR: the
role of people, processes, and systems. Hum. Resour. Manage.
48 (6), 973---995.

stroff, C., Bowen, D.E., 2000. Moving HR to a higher level: HR prac-
tices and organizational effectiveness. In: Klein, K.J., Kozlowski,
Steve, W.J. (Eds.), Multilevel Theory, Research, and Methods
in Organizations: Foundations, Extensions, and New Directions.
Jossey-Bass, San Francisco, CA, pp. 211---266.

aauwe, J., Wright, P.M., Guest, D.E., 2013. HRM and performance:
what do we know and where should we go? In: Wright, P. (Ed.),
HRM and Performance: Achievements and Challenges. Wiley,
Chichester, Sussex, pp. 1---13.

loyhart, R.E., Nyberg, A.J., Reilly, G., Maltarich, M.A.,
2014. Human capital is dead; long live human capital
resources. J. Manage. 40 (2), 371---398, http://dx.doi.org/
10.1177/0149206313512152.

wC, 2017. PwC CEO Survey, Retrieved from: http://www.
pwc.com/gx/en/ceo-agenda/ceosurvey.html.

chuler, R.S., Jackson, S.E., 2008. Strategic Human Resource Mana-
gement. John Wiley & Sons.

chuler, R.S., Jackson, S.E., Tarique, I., 2011. Global tal-
ent management and global talent challenges: strategic
opportunities for IHRM. J. World Bus. 46 (4), 506---516,
http://dx.doi.org/10.1016/j.jwb.2010.10.011.

heehan, M., Anderson, V., 2015. Talent management and organi-
zational diversity: a call for research. Hum. Resour. Dev. Q. 26
(4), 349---358.

onnenberg, M., van Zijderveld, V., Brinks, M., 2014. The role
of talent-perception incongruence in effective talent mana-
gement. J. World Bus. 49 (2), 272---280, http://dx.doi.org/10.
1016/j.jwb.2013.11.011.

parrow, P.R., Makram, H., 2015. What is the value of talent
management? Building value-driven processes within a talent
management architecture. Hum. Resour. Manage. Rev. 25 (3),
249---263, http://dx.doi.org/10.1016/j.hrmr.2015.04.002.

parrow, P.R., Vaiman, V., Schuler, R.S., Collings, D.G., 2018. Macro
talent management in developed markets: foundations for a
developing field. In: Vaiman, V., Schuler, R.S., Sparrow, P.R.,
Collings, D.G. (Eds.), Macro Talent Management: A Global Per-
spective on Managing Talent in Developed Markets. Routledge,
New York City/London.

tahl, G.K., Björkman, I., Farndale, E., Morris, S.S., Paauwe, J.,
Stiles, P., 2012. Six principles of effective global talent manage-
ment. MIT Sloan Manage. Rev. 53 (2), 25---32.

tahl, G.K., Björkman, I., Farndale, E., Morris, S.S., Paauwe,
J., Stiles, P., Wright, P.M., 2007. Global talent management:
How leading multinationals build and sustain their talent
pipeline, Retrieved from: http://720plan.ovh.net/∼inseadpoq/
knowledge2/stahl.pdf.

wissInfo., 2019. Switzerland stays attractive for compa-
nies and top earners. Taxation Rates, Retrieved from:
https://www.swissinfo.ch/eng/business/taxation-rates
switzerland-stays-attractive-for-companies-and-top-earners-/
43814048 (accessed 25.2.19).

arique, I., Schuler, R.S., 2010. Global talent management:
literature review, integrative framework, and suggestions

for further research. J. World Bus. 45 (2), 122---133,
http://dx.doi.org/10.1016/j.jwb.2009.09.019.

eece, D.J., 2011. Human Capital, Capabilities, and the Firm:
Literati, Numerati, and Entrepreneurs in the Twenty-First

http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0155
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0160
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0160
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0160
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0160
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0160
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0160
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0160
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0160
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0160
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0165
dx.doi.org/10.1177/0149206310373400
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0175
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0180
dx.doi.org/10.1016/j.hrmr.2015.04.001
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0190
dx.doi.org/10.1108/JGM-02-2015-0002
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0200
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0205
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0210
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0215
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0220
dx.doi.org/10.1016/j.jwb.2009.09.020
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0230
dx.doi.org/10.1016/j.jwb.2009.09.018
dx.doi.org/10.1016/j.jwb.2009.09.018
dx.doi.org/10.1016/j.jwb.2013.11.003
dx.doi.org/10.1016/j.hrmr.2013.05.003
dx.doi.org/10.1504/ejim.2016.073990
dx.doi.org/10.1177/0149206310365000
https://www.journals.elsevier.com/brq-business-research-quarterly/call-for-papers/call-for-papers-talent-management-quo-vadis
https://www.journals.elsevier.com/brq-business-research-quarterly/call-for-papers/call-for-papers-talent-management-quo-vadis
https://www.journals.elsevier.com/brq-business-research-quarterly/call-for-papers/call-for-papers-talent-management-quo-vadis
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0260
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0265
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0270
dx.doi.org/10.1177/0149206313512152
dx.doi.org/10.1177/0149206313512152
http://www.pwc.com/gx/en/ceo-agenda/ceosurvey.html
http://www.pwc.com/gx/en/ceo-agenda/ceosurvey.html
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0285
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0285
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0285
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0285
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0285
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0285
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0285
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0285
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0285
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0285
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0285
dx.doi.org/10.1016/j.jwb.2010.10.011
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0295
dx.doi.org/10.1016/j.jwb.2013.11.011
dx.doi.org/10.1016/j.jwb.2013.11.011
dx.doi.org/10.1016/j.hrmr.2015.04.002
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0310
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0315
http://720plan.ovh.net/~inseadpoq/knowledge2/stahl.pdf
http://720plan.ovh.net/~inseadpoq/knowledge2/stahl.pdf
https://www.swissinfo.ch/eng/business/taxation-rates_switzerland-stays-attractive-for-companies-and-top-earners-/43814048
https://www.swissinfo.ch/eng/business/taxation-rates_switzerland-stays-attractive-for-companies-and-top-earners-/43814048
https://www.swissinfo.ch/eng/business/taxation-rates_switzerland-stays-attractive-for-companies-and-top-earners-/43814048
dx.doi.org/10.1016/j.jwb.2009.09.019
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335


2

T

T

T

T

V

V

V

V

V

06  

Century Enterprise. The Oxford Handbook of Human Capital,
OUP, Oxford.

hunnissen, M., 2016. Talent management: for what, how and
how well? An empirical exploration of talent management in
practice. Employee Relat. 38 (1), 57---72, http://dx.doi.org/
10.1108/ER-08-2015-0159.

hunnissen, M., Boselie, P., Fruytier, B., 2013. Talent management
and the relevance of context: towards a pluralistic approach.
Hum. Resour. Manage. Rev. 23 (4), 326---336, http://dx.doi.
org/10.1016/j.hrmr.2013.05.004.

orrington, D., Hall, L., Atkinson, C., Taylor, S., 2017. Human
Resource Management, 10th ed. Pearson, Harlow, England.

orrington, D., Hall, L., Taylor, S., 2007. Human Resource Manage-

ment. Pearson Education M.U.A.

aiman, V., Collings, D.G., 2013. Talent management: advancing
the field. Int. J. Hum. Resour. Manage. 24 (9), 1737---1743,
http://dx.doi.org/10.1080/09585192.2013.777544.

W

K.A.  King,  V.  Vaiman

aiman, V., Collings, D.G., 2014. Global talent management. In:
Collings, D.G., Wood, G.T., Caligiuri, P.M. (Eds.), The Routledge
Companion to International Human Resource Management. Rout-
ledge.

aiman, F.V., Schuler, R.S., Sparrow, P.R., Collings, D.G. (Eds.),
2018. Macro Talent Management: A Global Perspective on
Managing Talent in Developed Markets. Routledge, New York
City/London.

aiman, V., Scullion, H., Collings, D.G., 2012. Talent mana-
gement decision making. Manage. Decis. 50 (5), 925---941,
http://dx.doi.org/10.1108/00251741211227663.

on Bertalanffy, L., 1972. The history and status of general systems
theory. Acad. Manage. J. 15 (4), 407---426, http://dx.doi.org/

10.2307/255139.

right, P.M., Dunford, B.B., Snell, S.A., 2001. Human resources and
the resource based view of the firm. J. Manage. 27 (6), 701---721,
http://dx.doi.org/10.1177/014920630102700607.

http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0335
dx.doi.org/10.1108/ER-08-2015-0159
dx.doi.org/10.1108/ER-08-2015-0159
dx.doi.org/10.1016/j.hrmr.2013.05.004
dx.doi.org/10.1016/j.hrmr.2013.05.004
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0350
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0350
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0350
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0350
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0350
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0350
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0350
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0350
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0350
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0350
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0350
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0355
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0355
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0355
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0355
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0355
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0355
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0355
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0355
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0355
dx.doi.org/10.1080/09585192.2013.777544
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0365
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
http://refhub.elsevier.com/S2340-9436(19)30215-4/sbref0370
dx.doi.org/10.1108/00251741211227663
dx.doi.org/10.2307/255139
dx.doi.org/10.2307/255139
dx.doi.org/10.1177/014920630102700607

	Enabling effective talent management through a macro-contingent approach: A framework for research and practice
	Introduction
	Theoretical foundations
	Talent management as a micro-level construct and measure
	Talent management as an HR-centric practice
	Talent management as an internal focus of the firm
	Introducing a macro-contingent approach to talent management and research framework
	Conceptualising talent management as a nested system
	Three shifts in orientation towards a macro-contingent view of talent management

	Discussion and conclusion
	Implications for research and limitations
	Implications for management practice

	References


