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ABSTRACT 

This bibliometric analysis explores the evolving landscape of talent management research and its 

impact on organizational performance, utilizing data from major academic databases. By 
constructing a network of co-authorship and analyzing the density of research topics, the study 

identifies key themes and trends, as well as principal researchers and their collaborative patterns. 

The core areas of focus include talent development, employee engagement, and the strategic role of 

leadership in enhancing organizational outcomes. The study highlights the increasing emphasis on 

sustainable organizational performance and innovation, reflecting the growing integration of these 

concepts within talent management strategies. The findings offer valuable insights into the dynamic 
field of talent management, providing a robust foundation for future research and practical 

applications in both academic and corporate settings. 

Keywords: Talent Management, Organizational Performance, Human Capital, Bibliometric 

Analysis, VOSviewer.  

INTRODUCTION 

The study of human capital, particularly in relation to talent management and 

organizational performance, is of paramount importance in the realm of business and management 

research. Human capital represents the collective skills, knowledge, and abilities of employees that 

contribute to organizational success [1], [2], [3]. In an era marked by rapid technological 

advancements and shifting economic landscapes, organizations increasingly recognize that their 

human resources are not just a part of their operations but are indeed a core strategic asset [4], [5], 

[6]. This shift has prompted a reevaluation of talent management strategies that focus on attracting, 

developing, and retaining skilled employees. 

 Further enriching this field is the concept of talent management, which specifically 

addresses the systematic attraction, development, and retention of individuals with high potential 

to impact organizational outcomes positively [7], [8], [9]. Talent management has become a strategic 

imperative as organizations strive to gain competitive advantages in industries that are increasingly 

knowledge-driven. Researchers like [10], [11], [12] suggest that effective talent management can 

significantly influence organizational performance, which justifies the extensive focus on optimizing 

these strategies. Organizational performance as an outcome of effective human capital management 

is another dimension extensively studied. Studies have shown that there is a direct correlation 

between how well an organization manages its talent and its overall performance metrics such as 

productivity, profitability, and market value [13], [14], [15]. The performance impacts of human 
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capital initiatives are particularly pronounced in contexts where the quality of products and services 

is heavily dependent on the skills and competencies of the workforce. 

Despite extensive literature on talent management and organizational performance, a 

coherent understanding of the evolution of research themes and the most influential works in this 

area is lacking. A bibliometric analysis can address this gap by systematically mapping out the 

research landscape, identifying key trends, influential authors, journals, and articles, and revealing 

the relationships between various research themes [16]. 

While there is substantial individual research on talent management and its impact on 

organizational performance, there exists a significant gap in synthesizing this body of work to 

understand its thematic and intellectual structure comprehensively. The field is broad and 

encompasses a variety of sub-themes and methodologies, which makes it challenging for researchers 

and practitioners to navigate the existing literature efficiently. Moreover, the dynamic nature of 

human capital management practices demands a continuous update on emerging trends and shifts 

in research focus, which are not readily apparent from the scattered literature. Thus, there is a need 

for a bibliometric study that not only highlights the foundational theories and methodologies but 

also elucidates the evolving trends within the realm of talent management and its implications for 

organizational performance. 

The objective of this research is to conduct a bibliometric analysis of the literature on human 

capital, with a specific focus on talent management and organizational performance. This study aims 

to map the intellectual structure of this field, identifying key research themes, trends, and gaps. By 

analyzing citation networks, co-authorship patterns, and keyword frequencies, the study seeks to 

provide a comprehensive overview of the research landscape. This will enable scholars and 

practitioners to better understand the evolution of the field, recognize the most impactful 

contributions, and identify areas that require further exploration. Ultimately, this study will serve as 

a strategic guide for future research directions in human capital management, particularly in 

enhancing organizational performance through effective talent management strategies. 

LITERATURE REVIEW 

Human Capital Theory 

The concept of human capital is rooted in the theory that investing in people, much like 

investing in physical assets, generates economic value for organizations [17]. [18] expanded 

on this notion by delineating the types of investments organizations make in their 

employees, such as education, training, and health, which enhance productivity and 

efficiency. This foundational theory serves as a bedrock for understanding the intrinsic value 

of talent management practices in today's corporate world, emphasizing that the skills, 

knowledge, and competencies of employees significantly contribute to organizational 

success. 

Talent Management Frameworks 

Talent management has evolved into a strategic function within organizations. According 

to [19], it encompasses a range of activities aimed at ensuring that the organization attracts, 

retains, and develops the most talented and superior employees available in the job market. 

[7] argues that the strategic alignment of talent management with organizational goals is 

critical to achieving competitive advantage. Furthermore, the work of [10] has been 

instrumental in linking talent management practices with global strategic objectives, 
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suggesting that managing talent on a global scale requires adaptations to diverse cultural, 

economic, and legal contexts. 

Impact of Talent Management on Organizational Performance 

Empirical studies have consistently shown a positive relationship between sophisticated 

talent management strategies and improved organizational performance. For example, [13] 

found a significant correlation between high-performance HR practices and both market and 

financial outcomes. Similarly, a meta-analysis by [20] provided strong evidence that effective 

talent management practices are positively associated with organizational performance, 

encompassing financial results, employee attitudes, and reduced turnover rates. These 

studies underscore the value of strategic talent management in enhancing organizational 

capabilities and achieving superior performance. 

Evolution of Research in Talent Management 

Research in talent management has progressively included a variety of focuses, such as the 

integration of technology in managing talent, diversity and inclusion in talent strategies, and 

the alignment of talent management with corporate sustainability goals. [21] explore how 

technology has transformed talent management practices, enabling more sophisticated data 

analytics and decision-making processes. On the diversity front, [22] highlights the 

importance of inclusive talent management strategies that leverage diverse talent pools to 

foster innovation and adaptability in organizations.  

METHODS 

This study employs a bibliometric analysis to systematically review the literature on human 

capital, with a particular focus on talent management and organizational performance. Utilizing data 

extracted from the Scopus database, the research encompasses articles published between 2008 and 

2024. The inclusion criteria are set to select peer-reviewed articles that explicitly discuss talent 

management strategies and their impact on organizational performance. For the bibliometric 

analysis, the software VOSviewer is used to construct and visualize networks of keywords, citations, 

and co-authorships. This tool allows for the identification of the most frequently cited works, 

predominant research themes, and influential authors in the field. The analysis aims to map the 

intellectual structure of the domain by identifying clusters of research that signify concentrated 

study areas and trace the evolution of key themes over time. 

RESULTS AND DISCUSSION 

Descriptive Analysis  
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Figure 1. Yearly Publication 

Source: Scopus Database, 2024 

The graph illustrates the trend in the publication of documents from 2008 to 2024. It shows 

a general upward trajectory in the number of documents published over this period, indicating an 

increasing scholarly interest in the topic. The graph starts with a modest number of publications in 

2008, which remain relatively flat until a noticeable increase starts in 2015. Following this, there is a 

fluctuating yet gradually ascending trend until 2020. Notably, there is a sharp decline in 2021, but 

this is immediately followed by a significant upward spike in 2022 and 2023, continuing to rise 

sharply into 2024. This suggests a robust resurgence in research interest or publication activity in the 

final years depicted, which could be influenced by emerging trends, technological advancements, or 

increased funding and attention to the field under study. 

Keywords Co-Occurrence Analysis 

 
Figure 2. Network Visualization 

Source: Scopus Database, 2024 

This VOSviewer visualization represents a network analysis of key terms related to "talent 

management" and "organizational performance," highlighting the interconnectivity and relative 

importance of various concepts within the research landscape. Central to the network are the nodes 

"talent management" and "organizational performance," which are depicted as larger and more 

centrally located, indicating their high frequency and pivotal role in the body of literature. These 

core topics are linked to a variety of related concepts, illustrating the multi-faceted nature of research 

in this area. Around the node "talent management," there are several directly connected terms, 
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including "talent development," "talent retention," "human resource development," and "training." 

These links suggest a strong emphasis within the literature on the processes and strategies for 

maintaining and enhancing the skills and capabilities of employees within organizations. The 

connection to "human resource development" and "training" underscores a focus on ongoing 

education and skill enhancement as critical components of talent management. 

The node "organizational performance" is linked with terms like "job satisfaction," "job 

performance," "employee satisfaction," and "employee engagement." This cluster indicates that 

research often focuses on how talent management impacts various aspects of employee experience 

and performance metrics. The connections suggest that improvements in talent management 

strategies are frequently studied in terms of their outcomes on organizational effectiveness, 

employee productivity, and overall job satisfaction. Furthermore, additional nodes such as 

"leadership," "innovation," "sustainable organizational performance," and "performance assessment" 

are connected to both central nodes, reflecting a broader context in which talent management and 

organizational performance are analyzed. This includes examining how leadership styles influence 

talent management practices and how innovation within organizations can be fostered through 

effective talent strategies. The inclusion of "sustainable organizational performance" indicates an 

increasing focus on long-term, sustainable growth through strategic human resource initiatives. This 

visualization effectively maps out the intellectual landscape, providing a structured depiction of 

how various themes are interconnected within the overarching fields of talent management and 

organizational performance. 

 
Figure 3. Overlay Visualization 

Source: Scopus Database, 2024 

The visualization incorporates a temporal dimension, denoted by the color gradient from 

blue to yellow, representing the evolution of research themes from 2018 to 2022 within the domains 

of talent management and organizational performance. The color coding of nodes (ranging from 

blue in 2018 to yellow in 2022) illustrates the shifting focus or emerging prominence of certain themes 

over these years. Such a temporal mapping provides valuable insights into how the emphasis in 

research topics has evolved, reflecting changing priorities or new challenges in the field. 

Central to the visualization, the nodes representing "talent management" and 

"organizational performance" are linked with various other nodes indicating associated concepts. 

For example, "employee engagement," "job satisfaction," and "job performance" are seen 

transitioning from earlier (blue) to more recent (yellow) shades, suggesting a sustained or growing 

interest in how these aspects are influenced by effective talent management strategies over the 

selected years. The presence of nodes such as "innovation" and "leadership" in closer proximity to 

the yellow end of the spectrum suggests an increased focus on these areas in the more recent years 

of the study period. Additionally, newer research themes such as "sustainable organizational 
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performance" and "performance assessment" are highlighted in shades closer to yellow, indicating 

that these topics have gained traction in the latter part of the timeline. This shift might reflect an 

increasing awareness and integration of sustainability in organizational strategies and the need for 

robust performance metrics to assess the effectiveness of talent management practices. Such trends 

are critical for researchers and practitioners as they indicate where future resources and scholarly 

efforts are likely being directed, guiding ongoing and future research initiatives in the field. 

 
Figure 4. Overlay Visualization 

Source: Scopus Database, 2024 

This VOSviewer visualization employs a density-based mapping to illustrate the 

concentration and interconnectivity of research topics within the domain of talent management and 

organizational performance. The color gradient, ranging from blue to green to yellow, represents the 

density of the topics, with yellow indicating the highest concentration and intensity of research 

activity and discussions. At the core, "talent management" appears as a vibrant focal point, 

suggesting it as a central theme with substantial scholarly interest and interconnectedness with 

various other sub-themes like "human resource development," "talent development," and "talent 

retention." 

Surrounding the central node, related topics such as "organizational performance," 

"employee engagement," and "leadership" are also highlighted in bright green, indicating a strong 

association with the central theme and significant scholarly focus. The spatial proximity of nodes 

like "job satisfaction," "employee satisfaction," and "job performance" to "organizational 

performance" underscores the critical understanding that these elements are deeply intertwined. The 

visualization effectively captures the complexity and breadth of the field, providing a clear depiction 

of the primary areas where research clusters and suggesting areas that might still be underexplored 

or emerging, as indicated by the cooler blue areas. This map serves as a useful tool for identifying 

both established and nascent areas of inquiry in talent management and organizational performance 

research.  

Influential Author and Paper 

Table 1. Top Cited Literature 

Citation Author Title 

338 [23] An evidence-based review of HR Analytics 

130 [24] Effectiveness of talent management strategies 

120 [25] Toward mature talent management: Beyond shareholder value 

93 [26] The impact of implementing talent management practices on sustainable 

organizational performance 

92 [27] The role of learning agility and career variety in the identification and 

development of high potential employees 
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72 [28] The talent deal and journey: Understanding how employees respond to talent 

identification over time 

59 [29] Inclusive talent development as a key talent management approach: A 

systematic literature review 

50 [30] Technology and talent analytics for talent management – a game changer for 

organizational performance 

49 [31] Organisational talent management and perceived employer branding 

43 [32] Double-edged effect of talent management on organizational performance: 

the moderating role of HRM investments 

Source: Scopus Database, 2024 

Co-Authorship Analysis 

 
Figure 5. Overlay Visualization 

Source: Scopus Database, 2024 

 This VOSviewer visualization provides a co-authorship network among researchers within 

a specific field of study. Each node represents an author, with the size of the node indicating the 

volume of publications or the centrality of the author in the network. The lines between nodes 

represent co-authorship links, suggesting collaboration on research projects or papers. Authors 

positioned closer together typically have more frequent collaborations. The different colors represent 

distinct clusters or groups of authors who tend to collaborate more closely within their group than 

with those outside the group. For example, the authors in the red cluster appear to be closely 

connected, suggesting a strong collaborative network. This visualization helps identify influential 

researchers, understand collaboration patterns, and discern the community structure within the 

research field, which can be crucial for new researchers looking to find experts or potential 

collaborators. 

Practical Implications 

The findings from this bibliometric study have several practical implications for academia 

and industry alike. Firstly, the identification of core researchers and their collaborative networks can 

aid institutions and corporations in pinpointing key experts for recruitment, consultancy, or 

collaboration, enhancing their own research capabilities and innovation potential. Additionally, the 

discerned trends reveal focal areas in talent management research, such as leadership development 

and employee engagement, guiding organizations to align their HR strategies with the most 

impactful practices. Moreover, understanding the evolving themes can help policymakers and 

educational institutions develop curricula and training programs that are in tune with the dynamic 
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needs of modern workplaces, ensuring that talent management continues to enhance organizational 

performance effectively. 

Limitations 

 This study, while comprehensive, is not without limitations. The reliance on 

bibliometric data from specific databases may introduce a selection bias, as not all relevant 

publications might be indexed. Furthermore, the study's focus on English-language articles could 

overlook significant contributions in other languages, potentially skewing the understanding of 

global research trends. Additionally, the interpretation of co-authorship as collaboration might not 

fully capture the nuances of research relationships, such as the depth and quality of collaboration, 

or the influence of mentorship and advisory roles that are not reflected merely through co-

authorship. 

CONCLUSION 

This bibliometric analysis has effectively mapped the landscape of research in talent 

management and its impact on organizational performance, revealing both the central themes and 

the network of scholarly collaboration. The study highlights the robust activity in talent management 

research, underscoring its critical role in enhancing organizational outcomes through strategic 

human resource practices. By identifying key researchers and trending topics, the study not only 

enriches academic understanding but also offers tangible avenues for future research and practical 

application in industry settings. The insights gained can foster improved strategies for talent 

management that are responsive to the evolving demands of the workforce and the competitive 

global market. As the field continues to develop, ongoing studies will be essential to adapt and refine 

these strategies, ensuring that they remain aligned with both theoretical advancements and practical 

needs. 
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