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Abstract- The main objective of this research was to explore the consequences of talent management on academic staff with 
reference to their satisfaction with talent management practices and turnover intentions. A quantitative research approach 
was followed with Talent Management questionnaires distributed to academic staff in South African higher education 
institutions (N=146). The results showed that academic experience a higher level of talent constraints compared to talent 
enablers. Signification relationships were found between Talent constraints, Talent Enablers, Satisfaction with institutional 
practices and funding and Turnover intentions of academic staff. Recommendations are made.  
 
Index terms- Academics, Higher Education, Talent Management, Turnover intentions 
 
I. INTRODUCTION 
 
HEIs worldwide are facing significant challenges in 
attracting, retaining, and developing competent, 
innovative, and imaginative leaders for the future 
(Davies & Davies, 2010; Theron, Barkhuizen& Du 
Plessis, 2014). Colleges and universities will, sooner 
or later, have to acknowledge the importance, and 
perhaps paramount importance of employees as 
assets, and reflect this in the strategic plan or mission 
statement of the human resource department in order 
to attain lasting success (Saurombe, 
Barkhuizen&Schutte, 2017).  
 
Universities with an established cadre of researchers 
with essentials skills and knowledge and who have 
development opportunities, already enjoy a 
competitive advantage over other HEIs.  In this 
regard, South African HEIs might find it difficult to 
acquire valuable talent for the following reasons: 
 
 Having a contactat a university will enhance 
your chances of being offered a position with an 
organisation (Benschop&Brouns, 2003); 
 Men are preferred candidates over women 
(Hult, Callister & Sullivan, 2005); 
 There is a decline in the supply chain, as less 
students enrol for certain courses (Ackers & Gill, 
2005); and 
 The 'brain drain' is causing a loss of talented 
academics to other countries (Ackers & Gill, 2005). 
Lynch (2007) further points out that most institutions 
perform well in developing their students, but there is 
a deficiency with regards to assisting their internal 
personnel in their own skills development.  Since 
these institutions do not fall short in developing their 
students, this ironic situation can be solved by the 
simple solution of adopting the 'practise what you 
preach' approach. 
The main objective of this research was to explore the 
consequences of talent management on academic 

staff with reference to their satisfaction with talent 
management practices and turnover intentions. This 
research was guided by the following research 
questions:  
 
 What are the perceived current TM practices 
in South African HEIs? 
 are academics satisfied with the TM 
practices currently applied in South African HEIs?  
 do academics consider quitting their jobs in 
South African HEIs? 
 Are there any significant differences in 
academics' perceptions of the current TM practices, 
based on their demographic characteristics? 
 
II. LITERATURE REVIEW 
 
Talent, Talent Management and Talent Management 
Models 
Before conceptualising 'talent management,' the term 
'talent' has to be defined.  The following table lists 
some definitions of 'talent' found in the literature. 
 

Table 1: Definitions of talent 
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Talent as a constructgrew from personnel 
management, to human resources management, to 
human capital, and, ultimately, to the exciting and 
new field of TM.  The current economic state 
worldwide compels organisations to make TM a 
business priority.  In the present study, “national 
culture” was added to this list, as the researcher 
deemed this seventh perspective as integral to TM.  
Table 2 lists prominent definitions of TM, categorised 
according to the workplace context. 
 

Table 2: Definitions of Talent Management 

 

 
 

Talent Management Practices in Higher Education 
Nicholls (2005) states that the teaching and learning 
practices of academics are dependent on social, 
ideological, political, as well as educational contexts, 
especially when facing periods of change.  Today, 
academics are not only providing students with 
knowledge, but also with practical examples and, 
more importantly, research skills (Mackinnon, 2006).  
TM practices in higher education can “reflect whether 
there is actually a commitment to talent in terms of 
whether resources are being allocated to these 
practices, for instance, an allocation of a substantial 
budget to recruitment indicates ownership and 
acknowledgement of importance” (Welby-Cook, 
2010, p. 34). 
Research found the following to be general TM 
practices in organisations:A TM strategy,workforce 
planning, metrics and review processes, Talent 
acquisition, Talent engagement, Talent development, 
Talent deployment, Performance management, a 
talent environment, Talent retention, 
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Leadership/High-potential development and a culture 
of managing talent (Barkhuizen, 2015).  
Research continues to point out the poor application 
of talent management practices in government 
institutions such as higher education. The poor 
application of talent management has been linked to 
reduced dispositional employability (Roodt, 
Barkhuizen&Lesenyeho, 2014), high turnover 
intentions (Theron et al., 2014), a lack of career 
advancement opportunities for female academics 
(Lyons, Barkhuizen& Du Plessis, 2013) and poor 
service delivery (Saurombe, 2015). 
In what follows next the research design of the study 
is discussed followed by the presentation of the 
results.  
 
III. RESEARCH DESIGN 
 
Research Approach 
A quantitative research approach was followed. 
According to Maree (2010, p. 145), quantitative 
research is “A process that is systematic and objective 
in its ways of using numerical data from only a 
selected subgroup of a universe (or population) to 
generalise the findings to the universe that is being 
studied.”Quantitative research is done from a 
deductive approach, involving the testing of 
theoretical propositions by the employment of a 
research strategy that is specifically designed for the 
purpose of the testing (Saunders, Lewis & Thornhill, 
2009).  This, in essence, means that no new concepts 
will be developed, but that only something already 
proposed to be true in the literature will be tested. 
 
Sampling 
The sample included academic staff members from 
11 South African higher education institutions. Of the 
330 questionnaires that were distributed, 158 
completed questionnaires were received, and only 
146 were usable for data analyses.  This represents a 
response rate of 44%. Most of the respondents in this 
study were male (40,4%), White (45%) and English 
speaking (36,9%). The participants were primarily 
aged 40 to 49 years (32,4%) in possession of a 
Masters Degree (41,3%) and employed as a Lecturer 
(40,6%). Most of the participants were focusing 
either on teaching and research (67,1%), employed 
between 0 to 10 years in their current institution 
(61,6%), and current position (89,4%). Most of the 
participants work more than 40 hours in a work week 
(64,8%).  
 
Measuring Instruments 
An adapted version of the Job Characteristics 
Inventory (Barkhuizen, 2005), a Satisfaction with 
Talent Management Practices measure (Theron 
&Barkhuizen, 2012) and Intention to Quit measure 
were used to gather the data. 
Job characteristics inventory: The Job Characteristics 
Inventory was used to measure the academics' 

perceptions of the current application of TM practices 
in their respective HEIs.  The Job Characteristics 
Inventory consists of 39 items, and measures eight 
TM practices: staffing, talent acquisition, talent 
deployment, management support and commitment, 
opportunities for career development, talent 
engagement, performance and remuneration.  
Respondents are requested to indicated their 
responses on a four-point Likert scale ranging from 
Never (1) to Always (1).  The measure has been 
validated in previous studies (see Barkhuizen, 2005). 
Satisfaction with talent management practices:The 
Satisfaction with Talent Management Practices 
measure (Theron et al., 2014) was used to measure 
academics’ level of satisfaction with identified TM 
practices in their respective HEIs.  These practices 
included, amongst others, sufficient funding 
opportunities for conferences and research, 
mentorship, respect for values, and institutional 
policies.  Respondents were requested to indicate 
their responses on a four-point Likert scale ranging 
from Extremely dissatisfied (1) to Extremely satisfied 
(4). 
Intention to quit: Three items were used to determine 
the employee’s intention to quit their jobs.  
Respondents were asked to rate the items on a seven-
point Likert scale ranging from Strongly disagree (1) 
to Strongly agree (6).   
Data analyses 
Data analyses were carried out with the aid of SPSS 
software (SPSS, 2016). Exploratory factor analyses, 
descriptive statistics (i.e. means, standard deviation, 
skewness and kurtosis) were applied. Cronbach 
Alphas were used to determine the reliability of the 
scale and its items. A cut-off point of 0.7 was used as 
a guideline for acceptable reliabilities (Field, 2009). 
Pearson correlation analyses were performed to test 
for the significance of relationships between the 
variables. Manova analyses were used to test for 
significant differences in talent management of the 
respondents based on their demographic 
characteristics. 
 
IV. RESULTS 
 
Factor and reliability analyses  
Factor analyses – Talent Management:An exploratory 
facto analyses, using the principle axis factoring 
extraction method, was performed on the 39 items of 
the Job Characteristic Inventory.  The principle axis 
factor analysis initially resulted in twelve factors.  
However, a closer inspection of the pattern matrix 
indicated that the items primarily loaded onto three 
factors.  A principle factor analysis was done, using 
the direct oblimin rotation to specify the three factors.  
Five items were excluded due to low and problematic 
factor loadings.  The three factors were labelled 
Talent Enablers (Factor 1), Talent Constraints (Factor 
2), and Remuneration (Factor 3).  The three factors 
explained 43.455% of variance.  A subsequent 
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second-order factor analysis was conducted to specify 
the Talent Enablers and Talent Constraints.  
Exploratory factor analysis using the principal 
component method was performed using varimax 
rotation.  Talent Enablers and Remuneration loaded 
onto one factor, and was labelled Talent Enablers.  
Talent Constraints loaded onto the second factor, and 
remained labelled as such.  The factors explained 
75.925% of the variance. 
 
Factor analyses: Satisfaction with Talent 
Management practices: An exploratory factor 
analyses using the principle components factoring 
extraction method was performed on the 19 items of 
the Satisfaction with Talent Practices scale.  The 
principle components factor analysis initially resulted 
in four factors.  However, closer inspection of the 
pattern matrix indicated that the items loaded 
primarily onto two factors.  A principle components 
analysis was done, using the direct oblimin rotation to 
specify the two factors.  The first factor was labelled 
Satisfaction with Institutional Practices, and the 
second factor was labelled Satisfaction with Funding 
Practices.  The two factors explained 51.665% of the 
variance.   
Factor analyses – Intention to Quit: An EFA using the 
principle components factoring extraction method 
was performed on the 3 items of the Intention to Quit 
scale.  The results showed that one factor, Intention to 
Quit, explained 85.192% of the variance. 
The descriptive statistics and reliabilities of the 
measurements are reported below: 

 
Table 3: Descriptive statistics of the measurements 

 
 

The results in Table 3 show acceptable to excellent 
reliabilities for the scales in Table 3 above. The talent 
demands in this study was slightly higher that the 
talent enablers. More than 60% of the respondents in 
this sample was satisfied with institutional talent 
management practices and funding opportunities. 
Almost half of the participants in this study 
considered quitting higher education institutions.  
The correlation analyses between the Talent 
management, satisfaction with talent management 
practices and intention to quit are reported in the table 
4 below.  

Table 4: Pearson Correlations between Talent Management, 
Satisfaction with Talent management Practices and Intention 

to Quit 

 
* Statistically significant: p ≤ 0,01 
+ Practically significant correlation (medium effect): 
r  ≥ 0,30 
++ Practically significant correlation (large effect): r  
≥ 0,50 
 
The results in Table 4 show that talent demands are 
significantly positively related to intention to quit. 
Talent resources were significantly positively related 
to satisfaction with institutional practices (medium 
effect) and satisfaction with funding. Talent resources 
were further significantly negatively related to 
intention to quit. Institutional practices and 
satisfaction with funding were significantly 
negatively related to intention to quit.  
MANOVA was performed to determine whether 
there are any significant differences in the academics' 
perceptions of the current TM practices, based on 
their demographic characteristics.  The results of the 
factor analyses in Phase 2 indicated that Talent 
Management Practices can be divided into Job 
Demands and Talent Enablers.  The results of the 
MANOVA are presented in Table 5. 
 
Manovas: Talent Management and Demographics 

 
 
From the results shown in Table 5, it is evident that 
statistically significant differences exist only 
according to ethnicity, age, home language, job level, 
and the number of years at the institution.  Results 
show no statistically significant differences according 
to gender, qualifications, job category, and number of 
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years in current position.  The results of the 
significant relationships between the biographical 
variables and Talent Demands and Talent Resources 
are reported below. 
The Wilks’s lambda value for ethnicity was equal to 
0.892 [F (6, 140) = 2.617, p ≤ 0.05].  This implies that 
there is a significant difference between the mean 
scores of the groups relating to job level and Talent 
Constraints and Talent Enablers.  Analysis of each 
dependent variable, using a Bonferroni adjusted alpha 
level of 0.025, showed that the job level groups 
differed in terms of Talent Constraints (F (3, 1.327) = 
5.317, p ≤ 0.05, partial 2 = 0.106).  The results show 
that Coloured and White ethnic groups experience a 
higher level of Talent Constraints than the Black 
ethnic group. The effect was large. 
The Wilks’s lambda value for job level is equal to 
0.861 [F(8, 138) =2.632, p ≤ 0.05].This implies that 
there is a significant difference between the mean 
scores of the groups relating to job level and Talent 
Constraints and Talent Enablers.  Analysis of each 
dependent variable, using a Bonferroni adjusted alpha 
level of 0.025, showed that the job level groups 
differed in terms of Talent Constraints (F (4, 0.919) = 
3.532, p ≤ 0.05, partial 2 = 0.093) and Talent 
Enablers (F (4, 0.350) = 1,500, p ≤ 0.05, partial 2 = 
0.042).  The results show that associate professors 
experience a higher level of Talent Constraints than 
junior lecturers.  The effect for Talent Constraints 
was medium. 
The Wilks’s lambda value for language was equal to 
0.873 [F(4, 142) = 4.780, p ≤ 0.05].  This implies that 
there is a significant difference between the mean 
scores of the groups relating to language and Talent 
Constraints and Talent Enablers.  Analysis of each 
dependent variable, using a Bonferroni adjusted alpha 
level of 0.025, showed that the language groups did 
not differ in terms of Talent Constraints (F(2, 2.255) = 
9.045, p ≤ 0.05, partial 2 = 0.117).  The results show 
that there are no significant differences in the three 
language groups’ experience of Talent Constraints.  
The effect was medium. 
The Wilks’s lambda value for the number of years at 
the institution was equal to 0.913 [F (6, 140) = 2.177, p 
≤ 0.05].  This implies that there is a significant 
difference between the mean scores of the groups 
relating to number of years at the institution and 
Talent Constraints and Talent Enablers.  Analysis of 
each dependent variable, using a Bonferroni adjusted 
alpha level of 0.025, showed that groups differed in 
terms of Talent Constraints (F(3, 1.047) = 3.913, p ≤ 
0.05, partial 2 = 0.077).  Results show that 
academics experience more Talent Constraints if they 
have been working for the HEI for between 11 and 20 
years than for less than 10 years.  The effect was 
small. 
The Wilks’s lambda value for the age was equal to 
0.854 [F (8, 138) = 2.702, p ≤ 0.05].  This implies that 
there is a significant difference between the mean 
scores of the groups relating to age and Talent 

Constraints and Talent Enablers.  Analysis of each 
dependent variable, using a Bonferroni adjusted alpha 
level of 0.025, showed that groups differed in terms 
of Talent Constraints (F(4, 1.262) = 5.170, p ≤ 0.05, 
partial 2 = 0.135) and Talent Enablers (F(4, 0.110) = 
0.459, p ≤ 0.05, partial 2 = 0.014).  The results show 
that academics aged 30 to 39 yearsexperienced higher 
levels of Talent Constraints than those aged 20 to 29 
years.  The effect for Talent Constraints was medium. 
 
V. DISCUSSION AND CONCLUSIONS  
 
The main objective of this research was to explore the 
current application of talent management in South 
African higher education institutions and the 
consequences thereof on academic staff satisfaction 
with talent management practices and their turnover 
intentions. The results in this study showed that 
academic staff perceived talent constraints slightly 
higher than talent enablers. In line with previous 
research these results reveal the importance of 
creating talent management practices and support 
mechanisms that will enable academic staff members 
to flourish and growth in their institutions. About 
60% of academic staff members were satisfied with 
general institutional talent management practices, 
while 50% considered quitting their jobs. In addition 
talent constraints enhanced academics’ intention to 
quit their jobs, whilst talent enablers, satisfaction with 
talent management practices and satisfaction with 
institutional funding reduces turnover intentions.  
This research has important practical implications for 
higher education institutions. The results revealed 
that higher educational management should focus on 
creating a work environment that enables the 
effective management of talent. As showed by the 
results of this study, the application of talent 
management has important consequences for both 
employees and the institution.  
 
This research had some limitations. First a cross-
sectional research design was followed which limited 
the research in terms of cause and effect inferences 
that can be made over the longer term. Second the 
sample only included academic staff members. The 
results of this research can therefore not be 
generalized to other contexts.  
For future research it is recommended that a mixed 
method research approach be followed that can 
provide deeper insights into the quantitative results 
obtained in this study. The sample should also be 
expanded to include other stakeholders in the talent 
management process such as higher educational 
management and human resource practitioners.  
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