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Abstract

Purpose: The mainstream literature presents the involvement of line managers (LMs) in Talent
Management (TM) as a multi-dimensional concept that includes, among other things,
the prescribed and actual dimensions of involvement, the analysis of which would
best be supported by a unified framework. However, the literature shows a lack of
unified framework for analysing the varied dimensions of involvement as the existing
ones are fragmented. The paper aims to inductively generate a unified framework
for analysing the prescribed and actual involvement of LMs in TM in the Case Study
Organisation (CSO).

Design/Methodology/Approach: We adopted an inductive, qualitative and embedded singe
case study. Semi-structured interviews were conducted with forty-seven (47) key
stakeholders at different levels of the CSO alongside document analysis.

Findings: The study generated a coalesced framework that combines Cascon-Pereira and
Valverde (2014) Four-dimensional framework (FDF), Teague and Roche (2012)
Three-dimensional framework (TDF), and institutional isomorphism concept
(DiMaggio and Powell 1983) for analysing the prescribed and actual involvement
of LMs in TM in CSO.

Limitation: The results are limited to the CSO as this was a single case study.

Originality/value: The study extends the boundaries of using FDF, TDF and institutional
isomorphism concept (DiMaggio and Powell 1983) by merging them into a
coalesced framework to analyse the prescribed and actual involvement of LMs in
TM in CSO. Thus, the framework bridges the gap between theory and practice within
the TM domain.

Key terms: Line Managers, Talent Management, Human Resource Management, Institution
theory, FDF, TDF.



1.0. Introduction

Talent Management (TM) academics and practitioners continue to stress on the need to involve Line
Managers’(LMs) in TM, presumably due to the correlation between their involvement in TM and
employee performance, and ultimately organisational performance (Gallardo-Gallardo and Thunnissen
2016; Gallardo-Gallardo et al., 2020; Kravariti et al., 2022; Anlensinya et al, 2019; Alfes et al., 2013;
Azmi and Mushtaqg 2015). Realising organisational performance by involving LMs requires effectively
involving them in TM (Tyskbo 2020; Cascon-Pereira and Valverde 2014; Makhecha et al., 2018;
Fitzgerald 2016). Decisions on how to effectively involve LMs in TM are based on analysis of LMs’
involvement in both the prescribed and actual dimensions of involvement in TM (Teague and Roche
2012; Cascon-Pereira and Valverde 2014; Tyskbo 2020; Makhecha et al., 2018; Nehles et al., 2006).
While analysing the prescribed dimension of involvement provides insights on how to appropriately
determine the level of involvement of LMs in TM (Cascon-Pereira and Valverde 2014; Lopez-Cotarelo
2018; Azmi and Mushtag 2015; Hall and Torrington 1998; Budhwar 2000b), analysing the actual
dimension of involvement, nonetheless, helps identify glitches that impede performing their prescribed
TM roles as intended, and ways to eliminate the glitches (Teague and Roche 2012, Evans 2015;
Sumelius et al., 2014; Bayo-Mariones et al., 2020). Taken together, they ensure informed decisions to
effectively involve LMs in TM, which in turn contributes to employee performance and ultimately
organisational performance. However, literature show that the frameworks for analysing the
involvement of LMs in TM is fragmented (e.g. Tyskbo 2020; Fu et al., 2020; Cascon-Pereira and
Valverde 2014; Teague and Roche 2012). In most cases, each framework is able to analyse a specific
dimension of involvement and not another dimension of involvement which poses a challenge when it
comes to analysing different dimensions of involvement in a single study (e.g. Cascon-Pereira and
Valverde 2014; Teague and Roche 2012; DiMaggio and Powell 1983). Consequently, there is a gap
between theory and practice within TM domain. Unsurprisingly, scholars lamented that TM research
lags in offering TM solutions for organizations, especially in different national and industrial contexts
(Thunissen 2016; Gallardo-Gallardo et al., 2020; Cappelli and Keller 2014). Consistent with the
observed gap, Gallardo-Gallardo et al., (2015) conducted a review of TM studies, the results of which
revealed, among other things, dominant TM theories including institutionalism. To advance the TM
theoretical stance, the author called for more TM studies using the prevailing theories and or in
conjunction with other relevant theories as lens for analysing the phenomenon (ibid). In this article, we
therefore argue that bridging the gap between TM research and practice could be facilitated by merging
relevant frameworks into a coalesced framework to analyse the prescribed and the actual involvement
of LMs in TM. Accordingly, the paper ventures to answer three questions, (1) how LMs are involved in
TM, (2) which factors facilitate and inhibit the involvement of LMs in TM, and (3) how is the analytical

framework generated for prescribed and actual involvement of LMs in TM. The paper is structured as



follows; First the paper presents the results of literature review on the dimensions of involvement,
relevant frameworks and the analysis of the results. Second, the paper presents the research design and

methodology followed by research findings and discussions, and finally the conclusion.

2.1 Prescribed and Actual dimension of involvement of LMs in TM.

The mainstream literature on LMs’ involvement in TM presents it as a multidimensional concept that
includes, among other things, the prescribed and actual involvement of LMs in Human Resource
Management/HRM (e.g. Cascon-Pereira and Valverde 2014; Cascon-Pereira et al., 2006; Teague and
Roche 2012; Makhecha et al., 2018; Tyskbo 2020; Wright and Nishii 2013; Makhecha et al., 2018;
Tyskbo 2020). The prescribed dimension of involvement relates to the question of which HRM practices
or tasks are delegated to LMs for implementation (Cascon-Pereira and Valverde 2014; Fu et al., 2020).
Additionally, the dimension relates to determining the extent or degree of involvement of LMs in HRM
practices. The dimension, thus, dares to answer the question the extent to which LMs are involved in
HRM (Cascon-Pereira and Valverde 2014). The relevance of the prescribed dimension of LMs
involvement in TM stems from the fact that it helps to distinguish whether the involvement of LMs is
rhetorical or real (ibid). The actual dimension of involvement relates to the question of how the
prescribed LMs’ involvement in HRM is implemented in practice? or why LMs’ prescribed involvement
in HRM is not implemented as intended (Tyskbo 2020; Gilbert et al., 2015; Bowen and Ostroff, 2004;
Khilji and Wang, 2006; Sikora and Ferris, 2014; Wright and Nishii, 2007). The relevance of the actual
involvement of LMs in HRM dimension stems from the fact that prescribed involvement of LMs in
HRM may not always result in actual involvement of LMs in HRM unless LMs carry out the prescribed
involvement in HRM as intended (Fu et al., 2020:204). This is because, there are so many complexities
and forces both external and internal that affect the prescribed involvement of LMs in HRM not to be
implemented as intended resulting in an inconsistency between prescribed and actual involvement of
LMs in HRM.

The general question, however, would be what are the relevant frameworks that provides guidance for
analysing the prescribed and actual involvement of LMs in TM. Therefore, the subsequent section
provides results of the literature search on the frameworks for analysing the prescribed and actual

involvement of LMs in TM.
2.2 Relevant frameworks for analysing the prescribed and actual involvement of LMs in TM

The first relevant framework uncovered for analysing the involvement of LMs in TM is the Cascon-
Pereira and Valverde (2014) Four-dimensional framework (FDF). Cascon-Pereira and Valverde (2014)

building on the previous guide and the insights of some scholars (Budhwar 2000a; Budhwar 2000b;



Kinnie 1990; McConville and Holden 1999; Brewster and Larsen 1992), developed a FDF to analyse
the involvement of LMs in HRM. The FDF comprises four dimensions namely, (1) task responsibility,
(2) decision-making power, (3) financial power, and (4) expert power/knowledge. The FDF is
underpinned by the understanding that realistic involvement of LMs in HRM requires that their
involvement in HRM tasks should be supported with decision-making power, financial power and HRM
expertise, otherwise, the involvement becomes a burden to LMs (Cascon-Pereira and Valverde 2014;
Cascon-Pereira et al., 2006). Thus, determination of the overall level of involvement of LMs in HRM
is based on the LMs combined involvement in the four dimensions. For example, LMs are considered
highly involved in HRM when their high involvement in HRM tasks is supported by high decision-
making power, high financial power and high expert power. However, the general question would be
what guidance the framework provides for determining the level of LMs’ involvement in the four

dimensions. Thus, the subsequent discussion on dimension addresses the concern.
Task responsibility dimension

The work of Budhwar and Sparrow (1997) influenced the development of the dimension (Cascon-
Pereira and Valverde 2014; Budhwar and Sparrow 1997; Budhwar 2000a). Budhwar and Sparrow
(1997), building on the work of Brewster and Larsen (1992), identified change in LMs’ responsibility
for HRM tasks (s) as a determinant of the extent of LMs’ involvement in operational HRM tasks. The
determinant focuses on determining whether LMs” HRM responsibilities have increased or remained
the same or decreased over a given period (Budhwar and Sparrow 1997:481). Implicitly, LMs
performing several tasks across several HRM practices are seen as more involved and vice versa
(Cascon-Pereira and Valverde 2014). Accordingly, the dimension was included in the FDF. Several
studies relevant to the involvement of LMs in HRM exhibited characteristics of the dimensions’ use
(Budhwar 2000b; Gautam and Davis 2007; Azmi and Mushtaq 2015; Bondarouk et al., 2018). A closer
look at the relevant studies on LMs’ involvement in HRM through the lens in question reveals mixed
results of LMs’ involvement in HRM, ranging from high, medium, and low with high involvement
dominating the results (Hutchson and Purcell 2010; CIPD 2019; Hirsh 2015; Cascon-Pereira et al., 2006,
Bratton and Watson 2018).

Decision making power dimension.

The work of Brewster and Larsen (1992), and Kinnie (1990) influenced the development of the decision-
making power dimension (Cascon-Pereira et al., 2006; Budhwar 2000a; Cascon-Pereira and Valverde
2014). Desiring to examine the degree of involvement, Brewster and Larsen (1992) developed a
framework with an indicative element relating to the extent to which LMs are involved in TM based on
HRM practices. The indicative element had four scales all aimed at answering the question, “who has

the primary responsibility in decision-making on HRM between LMs and HRM specialists?”” One of the



scales was HRM in consultation with LMs, or LMs proposed or recommended HRM decisions, meaning
that HRM specialists shared the responsibility with LMs but HRM specialists had primary responsibility
for decision-making. This implied moderate involvement of LMs in decision making (Cascon-Pereira
and Valverde 2014). Several studies relevant to the involvement of LMs in HRM exhibited
characteristics of the dimension’s use (Lopez-Cotarelo 2018; Azmi and Mushtag 2015). A closer look
at the relevant studies on LMs’ involvement in HRM through the lens in question reveals mixed results
of LMs’ involvement in HRM, ranging from high, medium, and low. (e.g. Staunton 2014:94; Hirsh 2015;
Budhwar 2000b:293; Gautam and Davis 2007).

Financial power dimension

Building on the work of previous scholars (Colling and Ferner 1992; and McConville and Holden 1999),
Cascon-Pereira and Valverde (2014) developed the financial dimension. The argument for the financial
dimension is based on the fact that the involvement of LMs in the HRM budget facilitates the realistic
and practical involvement of LMs in HRM (McConville and Holden 1999; Azmi and Mushtaq 2015;
Cascon-Pereira and Valverde 2014). The dimension focuses on financial responsibilities relating to
HRM entrusted to LM (Hales 2005). Thus, more control of the budget by the LMs entails more
involvement, while less budget under the control of the LMs means less involvement by LMs. Greater
involvement is reflected in LMs having primary decision-making responsibility for determining budget
allocation and usage and overseeing budget implementation (e.g. Cascon-Pereira and Valverde 2014;
Cascon-Pereira et al 2006; Hales 2005). Several studies relevant to the involvement of LMs in HRM
exhibited characteristics of the dimension’s use (Azmi and Mushtag 2015; Bondarouk et al., 2018). A
closer look at the relevant studies on LMs’ involvement in HRM through the lens in question reveals
mixed results of LMs’ involvement in HRM, ranging from high, medium, and low. (e.g., Townsend and
Russell 2013; Evans 2015).

HRM expertise dimension

The work of Budhwar and Sparrow (1997) informed the development of the dimension (Cascon-Pereira
and Valverde 2014; Budhwar and Sparrow 1997; Budhwar 2000a;). Budhwar and Sparrow (1997),
building on the work of Brewster and Larsen (1992), identified the percentage of LMs trained in HRM
as a determinant of the extent of their involvement in TM expertise. Thus, the determinant is based on
the percentage of LMs that have undergone HRM training. Additionally, it is based on its sufficiency or
effectiveness to help LMs perform HRM roles. For example, insufficient or ineffective training provided
to LMs meant LMs were less involved in TM expertise. Several studies relevant to the involvement of
LMs in HRM exhibited characteristics of the dimensions’ use (Azmi and Mushtaq 2015; Bondarouk et
al., 2018). A closer look at the relevant studies on LMs’ involvement in HRM through the lens in



question reveals mixed results of LMs’ involvement in HRM, ranging from high, medium, and low

(Trullen et al., 2016; Cascon-Pereira and Valverde 2014; Hutchinson and Purcell 2010).

The strength of the FDF lies in its ability to provide an in-depth analysis of the involvement of LMs in
HRM. This is based on the fact that the framework answers both questions of which HRM practices
LMs are involved in and to what extent LMs are involved in the HRM practices. By having both
capabilities, the framework provides a relevant analytical tool for an in-depth analysis of LMs prescribed
involvement in HRM (Cascon-Pereira and Valverde 2014; Cascon-Pereira et al., 2006). However, the
FDF does not analyse the actual involvement of LMs in the HRM dimension because the framework
cannot answer the question of why the prescribed involvement of LMs in HRM differs from the actual
involvement of LMs in HRM (Tyskbo 2020; Gilbert et al., 2015; Bowen and Ostroff, 2004; Khilji and
Wang, 2006; Sikora and Ferris, 2014; Wright and Nishii, 2007).

The second relevant framework for analysing the involvement of LMs in TM is the Teague and Roche
(2012) Three-dimensional Framework (TDF). Teague and Roche (2012:236), building on insights of
several scholars (e.g. CIPD 2007; CIPD 2008; McGovern et al., 1997; Nehles et al., 2006; Boxall and
Purcell 2011), analysed the bottlenecks in the process of translating desired into the actual involvement
of LMs in HRM which led to an inconsistency between desired and actual involvement of LMs in HRM.
The analysis summarised the bottlenecks in a framework (TDF) that includes three problems namely,
(1) delegation (2) alignment, and (3) monitoring. The claim behind TDF is that forces that impede LMs’
involvement in HRM and result in an inconsistency between the prescribed and the actual involvement
of LMs in HRM fall under the three problems mentioned. However, the general question would be what
guidance the framework provides for analysing the actual involvement of LMs in HRM. Therefore, the

subsequent sections provides the discussion.
Delegation problems

Delegation problems manifests itself in a variety of ways. Firstly, delegation issues are manifested
through differing opinions between LMs and other key HRM stakeholders (e.g. senior management,
HRM specialists) on HRM work leading to LMs either LMs partially performing HRM work or not
performing the HRM work which in turn leads to an inconsistency between prescribed and actual
involvement of LMs in HRM (Evans 2015; Teague and Roche 2012; Maxwell and Watson 2006; Brandl
et al, 2009). Secondly, delegation issues are manifested by LMs self-serving behaviour where their
focus is on doing things that end up benefitting themselves or not putting them in uncomfortable
situation creating an inconsistency between prescribed and actual involvement of LMs in HRM (e.g.
Teague and Roche 2012; Sikora and Ferris 2014). Thirdly, delegation issues are manifested by lack of
time and lack of motivation of LMs to perform HRM work resulting in HRM work being on the suffering

side, leading to an inconsistency between prescribed and actual involvement of LMs in HRM (e.g.



Hutchinson and Purcell 2010; McGovern et al., 1997; Whittaker and Marchington 2003; Teague and
Roche 2012).

Alignment problems

Alignment issues relate to la ack of organisational support for LMs in performing their HRM roles,
resulting in LMs not performing the HRM work which in turn leads to an inconsistency between
prescribed and actual involvement in HRM (Teague and Roche 2012; Evans 2015; Bos-Nehles et al.,
2020:737). In accordance with Rossett (2009), lack of organisation support can be manifested in
resource constraints and a restrictive process in the form of restrictive policies that prevent performers
from performing their work as intended. Traits of the alignment problems (e.g. alignment problems
such as resource constraints, LMs’ lack of knowledge to undertake HRM tasks, insufficient LM-TM
training among others) were noted in several studies relevant to the involvement of LMs in HRM that
led to inconsistency between the prescribed and actual involvement of LMs in HRM/TM (Evans 2015;
Sumelius et al., 2014; Biron et al., 2011; Bayo-Mariones et al., 2020; Hutchinson and Purcell, 2010;
Purcell and Hutchinson 2007; Teague and Roche 2012).

Monitoring problems.

Monitoring problems relate to the lack of oversight or evaluation of LMs performing HRM roles leading
to LMs either not performing HRM work or not performing the HRM in line with the policy which in
tun creates an inconsistency between prescribed and actual involvement of LMs in HRM (Teague and
Roche 2012; Evans 2015). A lack of monitoring can manifest in a lack of HRM accountability from
LMs due to a lack of organisational seriousness in holding them accountable by not linking HRM work
to their job description and performance contracts. As a result, LMs focus more on core tasks at the
expense of HRM work as that is the work they are held accountable for (Whittaker and Marchington
2003). Traits of the dimension were noted in several studies relevant to the involvement of LMs in HRM
leading to an inconsistency between the prescribed and actual involvement of LMs in HRM/TM
(McGovern et al., 1997; Teague and Roche 2012; Whittaker and Marchington 2003).

The strength of TDF lies in its ability to provide partial guidance for the analysis of the actual
involvement of LMs in the HRM dimension by explaining why prescribed involvement of LMs in HRM
differs from the actual involvement of LMs in HRM (Teague and Roche 2012; Evans 2015). However,
TDF is limited to the analysis of internal forces leading to an inconsistency between prescribed and
actual involvement of LMs in TM. Nonetheless, there are external forces (e.g. political, legal, and social)
whose impact might contribute to the inconsistency between prescribed and actual involvement of LMs
in TM (e.g. Khan 2011; Harris et al., 2002; Glaister et al., 2021). The TDF’s limitation can be attributed
to the fact that its construction was based on initial studies that focused on internal factors that caused

the inconsistency between the prescribed and actual involvement of LMs in HRM (Teague and Roche
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2012; CIPD 2007; Boxall and Purcell 2011). In addition, LMs as the protagonist of the subject may also
have influenced the focus as more attention was paid on them. Finally, TDF is unsuitable for analysing
the prescribed involvement of LMs in the HRM dimension as it cannot answer the question of which
HRM practices are delegated to LMs and to what extent they are involved in the HRM practices

(Brewster and Larsen 1992; Budhwar and Sparrow 1997; Cascon-Pereira and Valverde 2014).

The third concept is institutional isomorphism (DiMaggio and Powell 1983) which is closely related to
the understanding that organisations interact with their social systems such as institutions that exert
external pressures on their activities and influence the way in which they behave (Meyer and Rowan
1977; Scott et al., 1983; DiMaggio and Powell 1983). According to Dimaggio and Powell (1983), the
concept provides guidance for explaining how organisations respond to the external forces emanating
from institutions (DiMaggio and Powell 1983). Building on the work of Meyer (1979) and Fennell
(1980), DiMaggio and Powell (1983) identified the concept of institutional isomorphism. The term
institutional isomorphism refers to forces that cause organisations operating in the same context and
looked different in the early stages of their life cycle to look more alike and adopt similar practices than
those that do not share the same context (Hawley 1968:334; DiMaggio and Powell 1983). A central
claim for institutional isomorphism is that alongside competition for resources and customers that
compels organisations to differentiate their operations, organisations also compete for political power
and institutional legitimacy, social and economic fitness, compelling them to adopt similar practices that
tend to make them homogeneous in their operations (DiMaggio and Powell 1983:150). Implicitly, the
actions of organisations are not the result of aligning their operations with marketing strategy in response
to market forces alone, but also the result of responding to institutional forces of regulatory agencies,
general social expectations of leading organisations on which they depend and or that they share in the
same context (Wellis and Hankin 2005:269; Jamu 2017:34; Greenwood and Hinings 1996). Against this
background institutional isomorphism is claimed a useful tool in understanding the politics and the
ceremonies that permeate many modern organisations causing them to implement and not to implement
certain operations (DiMaggio and Powell 1983:150; Jackson and Schuler 1995:248).

The general question, however, would be what makes institutional isomorphism a useful tool for
understanding the politics that permeate modern organisations. Thus, the subsequent section discusses
the classifications of institutional isomorphism namely, coercive and mimetic that makes it a useful tool

for analysis.

Coercive isomorphism refers to both formal and informal pressures placed on organisations by other
organisations on which they depend and from cultural expectations in the society in which organisations
function (DiMaggio and Powell 1983:150). The pressure in question could be the need to comply with
employment laws, persuasion, or an invitation to join a collision or government orders on how certain
things should be run (DiMaggio and Powell 1983:150; Thunnissen and Buttiens 2017:395).



Mimetic isomorphism refers to environmental uncertainty pressures that leaves the organisation in the
dark about the processes leading to the desired outcomes and compels it to copy from a successful
organisation to survive (Thunnissen and Buttiens 2017:395; Adebola 2017:67). It is a kind of pressure
that leaves an organisation with no choice but to copy practices deployed by organisations that have

proven successful in meeting the challenge (Sidani and Al Ariss 2014:217; Jamu 2017:35).

The strength of institutional isomorphism lies in its ability to provide guidance on how external
institutional factors (e.g. political, legal, social) affect the implementation of HRM (Jackson and Schuler
1995:248), which in turn provides an explanation as to why organisations do not implement or
implement TM programmes (DiMaggio and Powell 1983; Sidani and Al Ariss 2014). However, the
institutional isomorphism is not suitable to analyse the prescribed involvement of LMs in TM as it
cannot answer the questions of which HRM practices are delegated to LMs and to what extent they are
involved in the HRM practices (e.g. Cascon-Pereira and Valverde 2014). Furthermore, institutional
isomorphism is discredited because it fails to explain why organisations operating in the same field
adopt varied TM strategies, structures and practices (Thunnissen and Buttiens 2017:395; Thornton and
Ocasio 2008:101).

2.3 Summarised analysis of the results of the literature review

The results of the literature review showed that the involvement of LMs in TM is a multidimensional
concept that include, among other things, the prescribed and actual involvement of LMs in TM. However,
literature show that the frameworks for analysing the involvement of LMs in TM is fragmented. In most
cases, each framework is able to analyse a specific dimension of involvement and not another dimension
of involvement posing a challenge when it comes to analysing different dimensions of involvement in a
single study. For example, FDF is able to analyse the prescribed dimension of involvement. However,
it fails to analyse the process or the actual involvement dimension. Conversely, the strength of TDF lies
in its ability to analyse the actual involvement dimension. Yet, the framework is limited as it cannot
assess the prescribed dimension of involvement. Additionally, the framework does not consider external
factors. In contrast, institutional isomorphism is suitable for analysing subset of actual involvement
dimension of involvement (e.g external). However, it is not suitable for analysing the prescribed
dimension of involvement. Consequently, there is a gap between theory and practice within TM domain.
Unsurprisingly, scholars lamented that TM research lags in offering TM solutions to organisations,
especially in different national and industrial contexts (Thunnissen 2016:57; Gallardo-Gallardo et al.,
2020; Cappelli and Keller 2014). Consistent with the observed gap, Gallardo-Gallardo et al., (2015)
reviewed TM studies, the results of which revealed, among others, dominant TM theories including
institutionalism. To advance the TM theoretical stance, the author called for more TM studies with the

prevailing theories and or in conjunction with relevant theories as a lens for analysing phenomenon
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(ibid). Thus, there is a need for a unified framework that can analyse the prescribed and actual

involvement of LMs in TM.

3.0 Methods

The case study organisation

The CSO offers a good ground to fill a research gap in TM within an understudied geographical context.
Since most TM studies were conducted in the Western context, Asia and few in Africa. The uniqueness
of the CSO stems from the fact that it is a non-profit, state-owned bank (RBM 2019). Consistent with
the law, the top leadership of the CSOs is appointed by the government subject to parliamentary approval.
In accordance with the law, CSO should enjoy leadership independence. Yet, in reality, this was not
always the case. The CSO leadership was ranked one of the least independent in the Southern African
Development Community (SADC) trading bloc (Wessels 2009; Kamanga and Chikonda 2017;
Kalilombe 2008). Besides, CSO operated in a country that was hit by COVID-19 pandemic
(Government of Malawi 2020). Concerning TM, CSO adopted a hybrid TM philosophy comprising
exclusive key position TM philosophy and inclusive self-initiated talent development TM philosophy
(Nakweya et al., 2021). Thus, the interplay of the factors in the CSO offers potential for new insight

into how TM is implemented through the lens of LMs and analytical tools of their involvement.

Data collection and analysis

We adopted an inductive approach, a qualitative research type, and an embedded single case study
research design (Cascon-Pereira and Valverde 2014; Nakweya et al., 2022). Key questions “how” and
“which” aimed at an in-depth investigation of TM implementation through the lens of LMs which in
turn facilitated the generation of a coalesced framework motivated the adoption of the approach (Whelan
et al., 2010; Robson and McCartan 2016; Cascon-Pereira and Valverde 2014). Thus, qualitative data
was collected by conducting one-on-one semi-structured interviews with the CSO’s key stakeholders at
varied levels namely, senior management, human resource department staff, LMs, officers, supervisors
and staff representative council (Nakweya et al., 2022; Whelan et al., 2010). A hybrid non-probability
sampling technique comprising purposive and quota sampling techniques was used to sample the
interviewees (Erasmus et al., 2017; Bryman 2012:187). Alongside one-on-one semi-structured
interviews, we reviewed CSO documents such as job descriptions, and policies among others (Kotlyar
2018; Zhang 2015; Nakweya et al., 2022). Data analysis was guided by a reflexive thematic analysis
strategy and facilitated by NVIVO software (Braun and Clarke 2021:2; Braun and Clarke 2006:78).
With the research questions in mind the transcripts underwent a coding process that resulted in codes.

Thereafter, the codes underwent further coding resulting into initial themes, followed by candidate
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themes, and finally themes. The first theme was LMs initiate, propose, implement TM decisions and
acquire TM expertise. The second theme was the inconsistency between prescribed and actual
involvement of LMs in TM due to contextual factors. The study results were interpreted recursively.
This is because the initial search for relevant literature yielded literature that interpreted a subset of the
study results. Consequently, a further search of relevant literature was conducted and yielded another
set of literature that interpreted the subset of the remaining subset of results. Similarly, another search

of relevant literature was conducted yielding another set of literature that interpreted the final subset of

Fig. 1 below.

the study results. A closer look at the literature that interpreted the results revealed a coalesced
framework that analysed the involvement of LMs in TM in CSO. The recursive process is presented in

—
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of the literature and the final subset of sfudy results is institutional i'snmorp%
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4.0 Research findings and discussions
4.1 LMs initiate, propose, implement TM decisions and acquire TM expertise.
4.1.1 LMs initiated and implemented TM decisions.

The study found that LMs initiated TM processes. For instance, in line with Hutchinson and Purcell
(2010) whose study found that LMs were involved in drawing job descriptions among other things; the
study found that when it comes to talent acquisition, LMs” initiate the process by identifying vacancies
in their respective divisions and reporting them to HRD for hiring review. Subject to HRD approval,
LMs drew job descriptions that provided guidance to HRD to source suitable candidates, and finally

formulated interview questions used to assess candidates during interviews.

“Like in my department, line managers are the ones who identify gaps in their divisions, the gaps that

are supposed to be filled” (SM1).

line managers shall ...(2) develop the job specifications, educational and other requirements of the
candidate being sought” (Docl1l)

Equally, in talent development, LMs initiated the talent development process by conducting training
needs analysis/(TNA) of their subordinates. Additionally, LMs initiated the talent development process
by endorsing applications for employees who aspired to advance their careers through a self-initiated
programme set up by the CSO to support staff below the key position to advance their careers through
the acquisition of formal qualifications, one of the factors in the criteria for identifying talent for key
positions.

“So, line managers actually check on individual basis what their needs are and helping each one

according to his training need” (OF1)
Similar results were reported by Golik et al., (2018) whose study found LMs conducting TNA.

Likewise, in performance management, LMs initiated the process by drawing performance contracts for

employees which provided a basis for evaluating actual performance.

“Line managers shall prepare and present for discussion with staff performance expectations and

assessment criteria” (Doc21)

The finding aligns with Nik Mat (2014) whose study found that LMs drew performance contracts for
employees in Airport X.

13



Besides initiating TM processes, LMs implemented TM decisions. For example, consistent with Stahl
et al., (2012) whose study found that LMs implemented talent development through coaching and
mentoring employees; the study found that LMs implement talent development decisions by ensuring
that employees who attended training shared the knowledge acquired to colleagues when they return

from training.

So... line managers... make sure that when people come back they do prepare the report and share the

knowledge with colleagues” (SP12)

Taken together, the initiation of TM processes, and the implementation of TM decisions relate to the
operational task responsibility dimension of the four-dimensional framework of Cascon-Pereira and
Valverde (2014). This implies that LMs were more involved in operational TM tasks as they performed
several operational tasks across TM practices (Cascon-Pereira et al., 2006; Cascon-Pereira and Valverde
2014; Budhwar 2000b).

4.1.2 LMs proposed TM decisions.

Evidence from the study suggests that LMs proposed TM decisions across TM practices in the CSO.
For example, in talent acquisition, LMs’ were part of the interview panel to assess and recommend
suitable candidates for recruitment. Equally, in talent identification, consistent with Cadigan et al.,
2020:186 whose study found that LMs made recommendations for talent identification, the study found
that LMs proposed employees for promotion into key positions based on the criteria of performance,

years of service and qualifications.

“During selection interviews the line manager is invited to be among the team that assesses the
candidate’s suitability. So that is what the LMs does” (SM1)

Yet, the results conflict with Brewster et al., (2015:586) whose study found that LMs had decision

making power on talent acquisition.

Similarly, in talent development LMs nominated people to attend training, which was approved by

senior management,
“the manager recommends the list of names for training to the Director” (OF4).

The finding is consistent with Hirsh (2015) whose study found that LMs nominated employees for
training. However, evidence from the study suggests that LMs deviated from the talent development
policy when nominating employees for training. When HRD allocates the training budget to departments
annually, it issues instructions to prioritise the training needs of employees who had not previously

attended training needs. In most cases, however, the allocated budget was insufficient to meet even the
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critical training needs. Out of frustration, some LMs based their nominations on employees who had
never travelled in the previous year, rather than training needs and they managed to get away with this

as HRD never monitored how the training budget was implemented.

Likewise, in performance management, LMs appraised employees whose scores were submitted to

executive management for approval.

“it's the managers responsibility to make sure ... the appraisal process is done timely ... they also
ensure that they do the appraisals with the supervisors as well as with the officers and the senior
officers ” (SP8).

Similar results were reported by Blayney et al., (2020) whose study found that LMs appraised employees’

performance.

Taken together, the proposition, and the recommendation that LMs made in TM practices relate to
decision-making power dimensions of the FDF and this implies that LMs were moderately involved in
TM decisions since they were partially involved in decision-making through recommendations (Cascon-
Pereira et al., 2006; Cascon-Pereira and Valverde 2014; Budhwar 2000b).

4.1.3 LMs proposed a talent development budget.

The study found that towards the end of the year, departments are tasked with preparing talent
development budget estimates and submitting them to HRD for consolidation and forwarding to senior
management for approval. Based on the results of the training needs analysis, the LMs formulates the

estimates and submits a proposal to senior management via HRD for approval.

“I can confirm to you that line managers we do not have decision making power on talent
management, our work is to propose the budget and monitor its expenditure and not making decisions
on the budget” (LM12)

The finding partially supports Budhwar (2000b) whose study found that LMs were consulted by HRM
when undertaking pay and reward decisions. In addition, the results imply that LMs had moderate

financial power as they proposed talent development budget (Cascon-Pereira and Valverde 2014).
4.1.4 LMs attended the leadership development programme (LDP)

The CSO had an LDP programme intended to equip employees in key positions with TM expertise
among other things. Thus, the study found that LMs participated in the LDP in question. However, there
were mixed reviews of the effectiveness of the LDP as some participants felt that it was effective whilst

other participants felt that it was ineffective.
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“Yes, the Bank in some ten years ago did embark on training program, leadership programme... The

programme is specifically for executive management, Directors and managers” (LM2).

A similar finding was reported by Golik et al., (2018) whose study found that LMs were subjected to
TM training. The LDP relates to the acquisition of HRM expertise dimension of the FDF. While the
results confirms that LMs acquired TM expertise through LDP, the extent of their acquisition situates
between sufficient and insufficient ends of the continuum as there were mixed reviews of its
effectiveness (Cascon-Pereira and Valverde 2014; Budhwar 2000Db).

Taken together, overall, LMs were moderately involved in TM. The claim is based on the results of the
LMs combined involvement in the four dimensions namely, TM tasks, TM decision making power, TM
budget and TM expertise. The high involvement of LMs in operational TM tasks, was supported by
moderate decision-making power, moderate financial power and finally backed by moderate TM
expertise resulting in an overall moderate involvement of LMs in TM (Cascon-Pereira et al., 2006;
Cascon-Pereira and Valverde 2014; Budhwar 2000b).

4.2  The inconsistence between prescribed and actual involvement of LMs in TM due to external

contextual factors

The study found that politics manifested in low leadership independence affected the involvement of
LMs in TM to the extent that it created the inconsistency between prescribed and actual involvement of
LMs in TM. Whenever new leadership is appointed following the change of government, the new
leadership either discontinued or changed most of the TM programmes. For example, it was found that
implementation of LDP was erratic due to the change of consultants following the change of leadership.
According to reviews, the first consultant was far better than the second. Consequently, the TM expertise
imparted to the LMs was inconsistent, with some attending good sessions while others attending average
sessions. This entailed that some LMs were not able to acquire appropriate TM expertise as expected.
Additionally, low leadership independence led to an unstable PMS which in turn led to LMs gaining
less knowledge about the PMS, which hampered their involvement in performance management. Third,

it led to the cancellation of talent development programmes.

“I remember there was a time when the Bank had changed leadership and the new Governor who
came in stopped postgraduate training for a period of two years if am not mistaken just because he felt

that there were a lot of educated people” (SM1).

The results relate in part to Dzimbiri (2015) who observed that since multiparty politics began in 1994
in Malawi, successive governments used their influence to appoint, promote, transfer and fire high-

ranking civil servants’ people of their choice without following the correct procedures.
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Consequently, LMs could not undertake the prescribed talent development roles creating an
inconsistency between the prescribed and actual involvement of LMs in TM. The finding relates to
coercive isomorphism which argues that organisations operations are influenced by both formal and
informal pressures imposed on them by other organisations on which they depend on (DiMaggio and
Powell 1983:150). The pressure in question could be the need to comply with employment laws,
persuasion, or an invitation to join a collision or government mandate (DiMaggio and Powell 1983:150;
Thunnissen and Buttiens 2017:395). In this context, the inconsistency between the prescribed and actual
involvement of LMs in TM is attributed to coercive forces manifested in low leadership independence

emerging from the executive arm of the government.

Besides, the study found that COVID-19 pandemic affected the involvement of LMs in TM to the extent
that it created an inconsistency between prescribed and actual involvement of LMs in TM. When
COVID-19 pandemic struck, the CSO streamlined its operations to decongest the premises to curb the
spread of the virus. In a two -week rotation, some employees worked on-site and the rest virtually. A
closer look at the initiative clearly indicates that it was a copied strategy and not something that was
developed by CSO itself in line with its status. This is because the CSO had no resources to support the
adopted initiative. In particular, most employees working from home were not provided with tools (e.g,
laptops, and internet data) to enable them work from home. Due to the lack of working tools coupled
with the lack of proper tool to monitor people working from home, many employees viewed working
from home as a vacation because they could not do anything at home. Consequently, senior management
suspended the performance management system as it was difficult to manage the programme. In addition,

the CSO cancelled talent acquisition as it was not possible to conduct face to face selection interviews.

“We have not been able to recruit this year because of social distancing requirements and the
situation was terrible especially between April and July and that's the time we wanted to acquire

talent; we were not able to do it was eventually impossible for us” (HRD1)
Furthermore, CSO cancelled all the talent development programmes.

“When COVID-19 was just discovered in Malawi, most of the things were put on hold... Training as
you are aware, there was not I think even local training, no, foreign training due to the travel ban.

Most people didn’t attend short-term training” (LM3)

Consequently, LMs could not perform their prescribed TM roles creating an inconsistency between
prescribed and actual involvement of LMs in TM. The finding partially confirms the Willis Towers
Watson survey (2020) which found that 42% and 28% of organisations in the USA and Canada
suspended and contemplated suspending the recruitment, respectively due to COVID-19 pandemic.
Importantly, the results demonstrate the implications of the mimetic isomorphism of the institutional

isomorphism concept which argues that mimetic isomorphism affects organisations to the extent that

17



they are left ignorant of the processes or strategies that might lead them to desired outcomes and
consequently compel them to copy strategies from a successful organisation to survive (DiMaggio and
Powell 1983). Similarly, when the COVID-19 pandemic hit the CSO, it had no COVID-19 pandemic
response strategy to survive. As a result, the CSO copied the COVID-19 pandemic response strategies
from other organisations which proved successful. The COVID-19 pandemic response strategies
included streamlining operations, with some employees working from home to decongest the premises,
cancellation of some TM programmes, social distancing and requiring musk among others. Thus, CSO
were forced to copy the strategies to survive the vexing period which in turn affected their operations
including inhibiting LMs’ involvement in TM to the extent of creating an inconsistency between
prescribed and actual involvement of LMs in TM.

A closer look at low leadership independence and the COVID-19 pandemic shows that they fall under
institutional external contextual factors and contributed to the gap between prescribed and actual
involvement of LMs in TM. However, the study found that internal contextual factors also contributed
to the gap.

4.3  The inconsistency between prescribed and actual involvement of LMs in TM due to internal

contextual factors

First, the study found that CSO bureaucracy manifested in CSO’s conservatism and characterised by a
lack of interest in innovative ideas, inhibited LMs’ involvement in TM, creating an inconsistency

between prescribed and actual involvement of LMs in TM.

“So, I think we are overly conservative, so to speak I think sometimes we don't move with time”

(LM17)

“The need to follow the human resource policies and procedures in doing talent management
activities that also is barrier because it slows down the process it even takes away the innovation that

line managers can bring to talent management” (OF2)

Due to the CSO’s conservatism, LMs felt discouraged from developing modern and efficient TM
methods as their new ideas were quashed by superiors, ultimately frustrating them. Consequently, LMs

were unable to perform prescribed TM roles as intended due to frustration.

Second, the study found that resource constraints inhibited LMs’ involvement in TM to the extent that
it led to an inconsistency between prescribed and actual LMs’ involvement in TM. For example,
financial constraints precluded LMs from addressing all the vital capacity building needs of subordinates

unearthed during the TNA exercise.
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“the major barriers in my opinion is ... lack of resources you know, because most managers they
know what has to happen and they know the needs the gap that their officers have but they're not able
to match that gap or to close that gap because of lack of financial resources you know to be able to

train the officers in the areas that the manager thinks are vital” (SP8).

Taken together, the results confirm several scholars whose studies attributed the inconsistency between
the prescribed and actual involvement of LMs in TM to (1) resource constraints, (2) LMs' lack of
knowledge to undertake HRM tasks, and (3) insufficient LM-TM training (Grant et al., 2020:921,
D’ Annunzio-Green 2018:8; Evans 2015), categorised internal factors under the alignment problems -
lack of organisation support to LMs in performing HRM work (Teague and Roche 2012). The lack of
CSO support for LMs (alignment problems) manifested itself in resource constraints and their
bureaucracy. This implies that the inconsistency between prescribed and actual involvement of LMs in
TM was due to alignment problems (Teague and Roche 2012).

Third, the study found that disposition of TM stakeholders manifested in a lack of TM ownership by
LMs resulted in an inconsistency between prescribed and actual involvement of LMs in TM. This was
manifested in some LMs’ not taking responsibility for performance appraisals for their staff for fear of

being labelled bad managers by their employees.

“The barrier ... number one stems from the fact that sometimes some managers fail to take
responsibility and they want to be good to their subordinates in the sense that they leave to the
subordinates to appraise themselves because they don't want to take responsibility or because they
want to be good to them” (LM12)

Consequently, LMs’ partially participated in the exercise as subordinates appraised themselves creating
an inconsistency between prescribed involvement and actual involvement of LMs in TM. A similar
finding was reported by several scholars who argued that LMs had difficulties in taking performance
appraisal roles as intended for fear of consequences associated with the outcome of the process
(Papalexandris and Panayotopoulou 2005:289; Tyskbo 2020:831).

In addition, some LMs viewed TM as the work for HRD, consequently, they were reluctant to own TM

work as well,

“they believe that may be this one is actually basically for the HR that is for the talent management so
it's that line of thinking you find that some managers wouldn't actually do their actual job in the talent

management” (SP13

As a result, LMs could not perform the intended roles creating an inconsistency between prescribed and

actual involvement of LMs in TM. Taken together, the results mirrors previous studies that attributed
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the inconsistency between LMs’ prescribed and actual involvement in TM to internal factors such as (1)
LMs' role conflict, (2) time pressures, (3) LMs self-serving behaviours, and (4) LMs lack of motivation
(Gasden et al., 2017:22; Buyens and De Vos, 2001); Makhecha et al., 2018), categorised as delegation
problems - differing opinions between LMs and other key stakeholders (e.g. senior management, HRM
specialists) on HRM (Teague and Roche 2012). This implies that the inconsistency between prescribed

and actual involvement of LMs in TM was as result of delegation problems.

Finally, the study found that a lack of HR oversight of talent development budget implementation led to
LMs deviating from the policy. Due to financial constraints, most departments were allocated less
budget than they had proposed based on their training needs. Based on the allocated budget, HRD
directed LMs to prioritise the training needs of employees who had not received training in previous
years. Mostly, however, the budget was not sufficient to meet priority training needs of people who had
not received training in previous years. As a result, out of frustrations, LMs instead resorted to use the
allocated budget to motivate their employees by sending them on external travel in the name of training
without considering the training needs. Due to lack of HRD oversight on implementation of talent
development budget, LMs got away with that,

... S0 from ... what you have been given now you start prioritising, and say, how do we close this gaps
that we have? and sometimes instead of closing the gaps you just say that ok we do what we have and
say we are no longer looking at the priority let’s look at the amount and say ok for more people to

benefit; 1, 2, 3, 4 you may go for training these ones out, that’s what happens” (LM6)

Consequently, this created an inconsistency between prescribed and actual involvement of LMs in TM.
The study confirms previous studies that attributed the inconsistencies between prescribed and actual
involvement of LMs in TM to internal factors such as LMs lack of HRM assessment pressure

(McGovern et al., 1997), categorised as monitoring problems (Teague and Roche 2012).
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5.0 Generation of a coalesced framework for analysing prescribed and actual involvement of
LM in TM in CSO.

A closer look at the study results and discussions, Section 4.0 reveals a coalesced framework resulting
from the merging of FDF and TDF and institutional isomorphism concept analysed the involvement of
LMs both at prescribed and actual levels. First, the claim is based on the fact that the study results show
that FDF assessed the prescribed involvement dimension by providing the lenses to explain the answers
to the questions on which TM practices LMs were involved? To what extent were LMs involved in TM
practices? This is evidenced by the discussions of the study results along the following four dimensions
of the framework.

Task dimension

Section 4.1.1 show that LMs were involved in initiating multiple tasks of varied TM practices (e.g.
initiating processes in talent acquisition and identification). In addition, the section shows that LMs
implemented TM decisions. Furthermore, the section interpreted that both the initiation of TM tasks and
the implementation of TM decisions fall within the task responsibility dimension of FDF which profiles
involvement at the task/operational level when the involvement of LMs is limited at performing tasks
and not decision making (Cascon-Pereira et al., 2006; Cascon-Pereira and Valverde 2014). Finally, the
section interpreted that the extent of involvement of LMs in the dimension was high implying that they
were more involved in operational TM tasks as they performed several operational tasks across TM
practices (Cascon-Pereira and Valverde 2014). Against this background, task dimension of FDF
provided the medium for explaining the coverage/operational level of LMs’ involvement in TM in the
CSO. The finding aligns in part with Budhwar and Sparrow (1997) whose study exhibited characteristics

of the use of the dimension to determine the extent of involvement of LMs in HRM.

Decision making power dimension.

Section 4.1.2 show that LMs were involved in proposing TM decisions in several TM practices (e.g.
talent acquisition and identification, performance management). In addition, the section interpreted that
proposing TM decisions falls within the decision-making power dimension of FDF (Cascon-Pereira and
Valverde 2014). In line with the question of the decision-making power “who has the primary
responsibility in decision-making on HRM between LMs and HRM specialists/senior management?” to
determine the extent of involvement in decision-making power, the study results and discussion section
indicated that decision-making power was shared with HRM/senior management, yet, LMs had no
primary responsibility for the decision-making. This implied that LMs were moderately involved in
decision making dimension (Cascon-Pereira and Valverde 2014). Given the above, the decision-making
power dimension of FDF guided the explanation of the extent of or the depth of LMs’ involvement in

TM decision making in CSO. The results are partially consistent with several scholars whose studies
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showed features of usage of the dimension to determine the extent of involvement of LMs in TM
(Budhwar 2000b; Cascon-Pereira et al., 2006).

Financial power dimension

Section 4.1.3 show that LMs proposed a talent development budget that was approved by authorities. In
addition, the section interpreted that the task performed by LMs in the TM budget falls within the HRM
financial dimension of FDF. Finally, the section interpreted that in line with the framework’s guidance,
the extent of their involvement in the dimension was moderate as LMs only proposed budgets for talent
development (Cascon-Pereira and Valverde 2014). Given the above, the financial power dimension of
FDF helped to explain LMs’ involvement in financial power. The results partially align with Hales (2005)

whose study reveals some traits of using the dimension.
Acquisition of TM expertise dimension

Section 4.1.4 show that LMs participated in LDP which among other things provided LMs with TM
expertise. In addition, section indicate that the programme’s effectiveness had mixed reviews.
Furthermore, the section interpreted that LMs’ participation in LDP falls within the HRM expertise
dimension of FDF which asserts that LMs' involvement in HRM is facilitated through the provision of
human resource management training (Cascon-Pereira and Valverde 2014). In addition, the section
interpreted that the acquisition of TM expertise by LMs was moderate as the LDP’s effectiveness was
neither effective nor ineffective. Accordingly, the LMs-HRM training dimension of FDF was helpful in
explaining the extent of involvement of LMs in acquisition of TM. The results are partially related to

Budhwar (2000b) whose study showed some traits of using the dimension for the same purpose.

Taken together, the high level of LMs’ involvement in TM tasks, supported by moderate decision-
making power, moderate financial power and finally supported by moderate acquisition of TM expertise

resulted in moderate overall LMs’ involvement in TM (Cascon-Pereira and Valverde 2014).

However, no evidence is present in the study to claim that FDF analysed the actual involvement
dimension confirming the framework’s limitation of not going beyond the analysis of the prescribed

involvement dimension.

Second, the claim rests on the fact that the study results show that TDF addressed the limitations of FDF
by analysing the actual involvement dimension by providing an explanation to the question on why the
actual involvement differs from intended involvement? This is evidenced by the discussions of the study

results along the following three dimensions of the framework.
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Delegation dimension

Section 4. 3 show that the disposition of TM stakeholders manifested in LMs’ reluctance to appraise
staff for fear of being labelled as a bad manager, the reluctance of LMs in performing TM work because
they viewed TM as HR work, inhibited LMs’ involvement in TM leading to an inconsistency between
prescribed and actual involvement of LMs in TM. In addition, the section interpreted that study results
fall within the delegation dimension of TDF which argue that varied opinions between LMs and other
stakeholders on HRM manifested in LMs prioritisation of core tasks over HRM among others, lead to
the creation of a gap between prescribed and actual involvement of LMs in TM (Teague and Roche
2012). Given the above, the delegation dimension of TDF guided in explaining the causes of the
inconsistency between prescribed and actual involvement of LMs in TM in the CSO. The results
partially align with Evans (2015) whose study showed traits of using the dimension for the same purpose.

Alignment dimension

Section 4.2 show that the CSO’ bureaucracy manifested in conservatism behaviour characterised by lack
of interest in innovative ideas inhibited LMs’ involvement in TM creating an inconsistency between
prescribed and actual involvement of LMs in TM. Additionally, the section indicate that resource
constraints precluded LMs’ involvement in TM, leading to an inconstancy between prescribed and
actual involvement of LMs in TM. Furthermore, the section interpreted that the study results fall within
the alignment dimension of TDF which claim that lack of support for LMs leads to an inconsistency
between prescribed and actual involvement of LMs in HRM (Teague and Roche 2012). Lack of support
for LMs can take varied forms, such as resource constraints, organisation’s bureaucracy manifested in
lack of support for innovative ideas and ineffective processes. In this regard, the alignment dimension
of TDF is helpful in explaining the cause of the inconsistency between prescribed and actual
involvement of LMs in TM in the CSO. The results are partially related to Evans (2015) whose study

showed some traits of using the dimension for the same purpose.
Monitoring dimension

Section 4.2 indicate that LMs deviated from the talent development budget policy in part due to a lack
of HRD enforcement of the policy. Consequently, an inconsistency was created between prescribed and
actual involvement of LMs in TM. In addition, the section interpreted that the results fall within the
monitoring dimension of TDF which claims that lack of TM monitoring mechanisms on LMs leads to
an inconsistency between the prescribed and actual involvement of LMs in TM (Teague and Roche
2012). Given the above, the monitoring dimension of TDF guided in explaining the causes of the
inconsistencies between prescribed and actual involvement of LMs in TM in the CSO. The results
partially align with Whittaker and Marchington (2003), Evans (2015) whose studies showed traits of

using the dimension for the same purpose.
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However, the study results do not provide evidence for the claim that FDF and TDF analysed the external
aspects of the actual involvement dimension confirming the limitation of the frameworks’ of not going

beyond the analysis of internal aspect to include external aspect of the actual involvement dimension.

Third, the claim rests on the fact that the study results show that the institutional isomorphism concept
(DiMaggio and Powell 1983) addressed the limitations of FDF and TDF by analysing the external aspect
of the actual involvement dimension by providing an extended explanation of why the actual
involvement differs from the intended involvement in TM in CSO? This is evidenced by the discussions
of the study results in line with classes of institutional isomorphism.

Coercive isomorphism

Section 4.2 show that low leadership independence inhibited LMs’ involvement in TM creating an
inconsistency between prescribed and actual involvement of LMs in TM. This is because the change in
government led to a change in CSQO’s leadership which in turn led to a change or cessation of some TM
programmes. When such a development occurred, LMs failed to fulfil their TM prescribed roles. In
addition, the section interpreted that the results fall within the coercive isomorphism which argues that
organisations operations are influenced by both formal and informal pressures imposed on them by other
organisations on which they depend (DiMaggio and Powell 1983:150). The pressure in question could
be the need to comply with employment laws, persuasion, or an invitation to join a collision or
government mandate (DiMaggio and Powell 1983:150; Thunnissen and Buttiens 2017:395). In this
context, the inconsistency between the prescribed involvement of LMs in TM and the actual
involvement of LMs in TM is attributed to coercive forces manifested in low leadership independence
emerging from the executive arm of the government in which the CSO depended on. Given the above,
the coercive isomorphism guided in explaining the external causes of the inconsistencies between
prescribed and actual involvement of LMs in TM in the CSO. The results partially align with Sidan and
Al Ariss (2014) whose study exhibited features of using the dimension to analyse the impact of external

contextual forces on TM implementation.
Mimetic isomorphism

Section 4.2 show that the COVID-19 pandemic inhibited LMs’ involvement in TM to the extent that it
created an inconsistency between prescribed and actual involvement of LMs in TM. This is because the
COVID-19 pandemic left CSO with no choice but to copy other organisations’ COVID-19 pandemic
response strategies which had proven successful during this particular time as it was a new pandemic.
Response strategies copied included streamlining the operations with some employees working from
home to decongest the premises, cancellation of TM programmes such as talent development, and PMS
among other things. Consequently, LMs failed to perform their prescribed TM roles creating an

inconsistence between prescribed and actual involvement of LMs in TM. In addition, the section
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interpreted that the results fall within the mimetic isomorphism of the institutional isomorphism which
argues that mimetic isomorphism affects organisations to the extent that they are left ignorant of the
processes or strategies that might lead them to desired outcomes and consequently compel them to copy
strategies from a successful organisation to survive (DiMaggio and Powell 1983). Against this
background, mimetic isomorphism guided in explaining the external causes of the inconsistencies
between prescribed and actual involvement of LMs in TM in the CSO. The results partially align with
Sidani and Al Ariss (2014) whose study exhibited features of using the dimension to analyse the impact

of external contextual forces on TM implementation.

Against this background, the study results generated a coalesced framework for analysing the prescribed
and actual dimensions of involvement resulting from the merging of the institutional isomorphism
concept, FDF and TDF. Thus, the coalesced framework comprises the following dimensions, (1) task
responsibility, (2) decision making power, (3) financial power, (4) TM expertise, (5) delegation
problems, (6) alignment problems, (7) monitoring problems, (8) institutional isomorphism. The study’s
contribution rests on the fact that it has pushed the boundaries of using the institutional isomorphism,
FDF and TDF by combining them into an integrated framework that analyses the prescribed and actual
involvement of LMs in TM in CSO.

6.0 Conclusions, and limitations of the study

The study found that LMs initiated, proposed, implemented TM decisions and acquired TM expertise
implying that they were moderately involved in TM, overall. Additionally, the study found that
institutional forces reflected in external contextual factors (e.g, low leadership independence and the
COVID-19 pandemic) coupled with delegation, alignment and monitoring forces manifested in internal
factors (e.g. CSO bureaucracy, resource constraints, disposition of TM stakeholders) inhibited LMs’
involvement in TM to the extent of creating and inconsistency between prescribed and actual
involvement of LMs in TM. Based on the two study results, the study inductively generated a coalesced
framework that combines FDF, TDF and institutional isomorphism to analyse the prescribed and actual
involvement of LMs in TM in the CSO. The study results are limited to the CSO since the study was
based on a single case study. Therefore, future studies are needed to empirically test the coalesced

framework in commercial banks.

References

25



Adebola, S., 2017. Talent Management: Perspectives, Practices and Evaluation in UK Private
Sector Organisations. PhD thesis, University of Huddersfield, Huddersfield

Alfes, K., Truss, C., Soane, E.C., Rees, C. and Gatenby, M. (2013), “The relationship between
line manager behavior, perceived HRM practices, and individual performance: examining the mediating
role of engagement”, Human Resource Management, 52(6), pp. 839-859.

Anlesinya, A., Dartey-Baah, K. Amponsah-Tawiah, K. 2019. "Strategic talent management
scholarship: a review of current foci and future directions”, Industrial and Commercial Training, 51(5),
pp. 299-314. https://doi.org/10.1108/ICT-11-2018-0095

Azmi, F. Mushtag, S., 2015. Role of line managers in human resource management: empirical
evidence from India. The International Journal of Human Resource Management, 26(5),pp.616-639.
Available at: https://doi.org/10.1080/09585192.2014.934883. (Accessed on 28" October 2019).

Bayo-Moriones, A., Galdon-Sanchez, J.E. and Martinez-de-Morentin, S., 2020. Performance
appraisal: dimensions and determinants. The International Journal of Human Resource Management,
31(15), pp.1984-2015.doi: 10.1080/09585192.2018.1500387

Bondarouk, T., Bos-Nehles, A., Renkema, M. Meijerink, J. Leede, J. 2018. Organisation
Roadmap Towards Teal Organisations, Bradford, Emerald Publishing Limited

Biron, M., Farndale, E. and Paauwe, J., 2011. Performance management effectiveness: lessons
from world-leading firms. International Journal of Human Resource Management, 22(6), pp. 1294-
1311.

Boxall, P. and Purcell, J. (2011) Strategy and Human Resource Management (3"Ed) New York:
Palgrave

Bowen, D.E. and Ostroff, C. 2004., Understanding HRM—firm performance linkages: the role
of the ‘strength’ of the HRM system, Academy of Management Review, 29(2), pp. 203-221

Budhwar, P.S., 2000a. Evaluating levels of strategic integration and devolvement of human
resource  management in the UK, Personnel Review, 29(2), pp. 141-157.
https://doi.org/10.1108/00483480010295952

Budhwar, P.S., 2000b. Strategic integration and devolvement of human resource management
in the UK manufacturing sector. British Journal of Management, 11(4), pp.285-302.

Budhwar, P.S. and Sparrow, P.R., 1997. Evaluating levels of strategic integration and
devolvement of human resource management in India. International Journal of Human Resource
Management, 8(4), pp.476-494.

Buyens, D. De Vos, A. 2001. Adding value through integration and involvement: a qualitative

study about management’s perception of the added value of the HR function”, Working Paper Series,
2(46) Available at: http://hdl.handle.net/20.500.12127/81. (Accessed on 12 April 2020)

Blayney, C., Cormier-MacBurnie, P. Young, J.D 2020., The devolution of human resource
management to line managers: A preliminary examination of the hotel industry in Halifax, Canada,
Journal of Human Resources in Hospitality and Tourism, 19(4), pp.443-472, DOI:
10.1080/15332845.2020.1763760

26


https://doi.org/10.1080/09585192.2014.934883
http://hdl.handle.net/20.500.12127/81

Braun, V. Clarke, V., 2021. One size fits all? What counts as quality practice in (reflexive)
thematic  analysis?  Qualitative Research in  Psychology, 18(3), pp.328-352. DOI:
10.1080/14780887.2020.1769238.

Braun, V. and Clarke, V., 2006. Using thematic analysis in psychology. Qualitative Research
in Psychology, 3(2), pp.77-101

Brandl, J. Madsen, M.T. Madsen, H. 2009., The perceived importance of HR duties to Danish
line managers. Human Resource Management Journal, 19(2), pp.194-210.

Bryman, A., 2012. Social Research Methods. (4™ ed). New York; Oxford Press University

Bratton, J. Watson, S., 2018. Talent management, emotional labour and the role of line

managers in the Scottish hospitality industry: A roundtable discussion, Worldwide Hospitality and
Tourism Themes, 10(1), pp. 57-68. https://doi.org/10.1108/WHATT-10-2017-0063

Brewster, C. Brookes, M. Gollan, P.J., 2015 The institutional antecedents of the assignment of
HRM responsibilities to line managers. Human Resource Management, 54(4), pp.577-597.

Cadigan, F. Kraichy, D. Uggerslev, K. Martin, K. and Fassina, N. 2020. Preferences for
performance versus potential in promotion recommendations. Canadian Journal of Administrative
Sciences, 37(2), pp. 180- 92

Cascon-Pereira, R., Valverde, M. Ryan, G., 2006. Mapping out devolution: an exploration of
the realities of devolution. Journal of European Industrial Training, 30(2), pp.129-151.

Cascon-Pereira, R. Valverde, M., 2014. HRM Devolution to Middle Managers: Dimension
identification. Business Research Quarterly, 17 (3), pp.149-160.

Cappelli, P. Keller, J.R. 2014., Talent management: conceptual approaches and practical
challenges, Annual Review of Organizational Psychology and Organizational Behaviour, 1(1), pp. 305-
331.

Colling, T., Ferner, A., 1992. The limits of autonomy: devolution, line managers and industrial
relations in privatized companies. Journal of Management Studies, 29 (2), pp. 209-227.

Chartered Institute of Personnel and Development. 2008. Leadership and the Management of
Workplace Conflict, London: CIPD.

Chartered Institute of Personnel and Development 2007. Managing Conflict at Work, London:
CIPD

Chartered Institute of Personnel and Development. 2019. Line managers' role in supporting the
people profession. Available at https://www.cipd.co.uk/knowledge/fundamentals/people/hr/line-
managers-factsheet. (Accessed on 24th October 2019)

DiMaggio, P. Powell, W., 1983. The iron cage revisited: Institutional isomorphism and
collective rationality in organizational fields. American Sociological Review, 48(2), pp.147-160.

D’ Annunzio-Green, N., 2018, "Cornerstones of talent management as a strategic priority in

the hospitality”, Worldwide Hospitality and Tourism Themes, 10(1), pp. 5-13.
https://doi.org/10.1108/WHATT-10-2017-0070

27


https://doi.org/10.1108/WHATT-10-2017-0063
https://www.cipd.co.uk/knowledge/fundamentals/people/hr/line-managers-factsheet
https://www.cipd.co.uk/knowledge/fundamentals/people/hr/line-managers-factsheet
https://doi.org/10.1108/WHATT-10-2017-0070

Dzimbiri, L.B (2015) Politics and public service, In: Bunik, D. Chinsinga, B (eds) Political
Transition and Inclusive Development in Malawi: The democratic dividend, London, Routledge.
Erasmus, B. Naidoo, L. Joubert, P., 2017. Talent management implementation at an open

distance e-learning higher educational institution: The views of senior line managers. International
Review of Research in Open and Distributed Learning, 18(3), pp.83-98.

Evans, S., 2015. Juggling on the line. Employee Relations, 37(4), pp. 459-474.
https://doi.org/10.1108/er- 06-2014-0066.

Fennell, M. L., 1980. The effects of environmental characteristics on the structure of hospital
clusters. Administrative Science Quarterly 25(3), pp. 484-510.

Fitzgerald, M., 2016. Talent and talent management insights. NHS Leadership Academy, pp.1-
22.

Fu, N., Flood, P.C., Rousseau, D.M. and Morris, T., 2020. Line managers as paradox navigators
in HRM implementation: Balancing consistency and individual responsiveness. Journal of Management,
46(2), pp.203-233.

Gautam, D.K. Davis, A.J. 2007. Integration and devolvement of human resource practices in
Nepal. Employee Relations, 29(6), pp.711-726.

Gadsden, S, McLaughlin, D, Grant, K, Mackie, R, Cassidy, N., Derbyshire, H. 2017. Talent
Management in Public Services in Scotland Improvement Service. Avaailable at:
http://www.improvementservice.org.uk/documents/research/talent-management-final-report.pdf.
(Acessed on 12th May 2020)

Gallardo-Gallardo, E., Thunnissen, M. Scullion, H. 2020. Talent management: context matters,
The International Journal of Human Resource Management, 3(4), pp. 457-473. https://doi.org:
10.1080/09585192.2019.1642645.

Gallardo-Gallardo, E.; Nijs, S.; Dries, N. and Gallo, P. 2015. Towards an Understanding of
Talent Management as a Phenomenon-Driven Field using Bibliometric and Content Analysis. Human
Resource Management Review. 25(3), pp.264-279.

Gallardo-Gallardo. E. Thunnisen. M, 2016., Standing on the shoulders of giants? Acritical
Review of Empirical Talent Management Research. Employee Relations, 38 (1), pp.31-36
doi.org/10.1108? ER-10-2015-0194

Gilbert, C., De Winne, S. and Sels, L., 2015. “Strong HRM processes and line managers’
effective HRM implementation: a balanced view”, Human Resource Management Journal, 25(4), pp.
600-616.

Golik, M.N., Blanco, M.R. Czikk, R., 2018. On the trail of line managers as talent spotters.
Human Resource Development International, 21(3), pp.232-253.

Government of Malawi 2020., Misplaced priorities, a report on an investigation into allegations
concerning lack of transparency and accountability in the implementation of Malawi’s national COVID-
19 preparedness and responses plan. Available at:
https://books.google.co.uk/books/about/Misplaced_Priorities.html?id=grOZzgeEACAAJ&hl=en&outp
ut=html_text&redir_esc=y. (Accessed on 20 January 2022).

28


https://doi.org/10.1108/er-%2006-2014-0066
http://www.improvementservice.org.uk/documents/research/talent-management-final-report.pdf
https://books.google.co.uk/books/about/Misplaced_Priorities.html?id=grOZzgEACAAJ&hl=en&output=html_text&redir_esc=y
https://books.google.co.uk/books/about/Misplaced_Priorities.html?id=grOZzgEACAAJ&hl=en&output=html_text&redir_esc=y

Glaister, AJ., Al Amri, R. and Spicer, D.P., 2021. Talent management: Managerial sense
making in the wake of Omanization. The International Journal of Human Resource Management, 32(3),
pp.719-737.

Grant, K., Garavan, T. Mackie, R., 2020. Coaction Interrupted: Logic Contestations in the
Implementation of Inter-organisational Collaboration around Talent Management in the Public Sector
in Scotland. European Management Review, 17(4), pp.915-930

Greenwood, R. Hinings, C.R., 1996. Understanding radical organizational change: Bringing
together the old and the new institutionalism. Academy of Management. 21(4), pp.1022-1054

Hall, L. Torrington, D., 1998 Letting go or holding on-the devolution of operational personnel
activities. Human Resource Management Journal, 8(1). pp.41-55

Hales, C. 2005. Rooted in supervision, branching into management: Continuity and change in
the role of first-line manager. Journal of Management Studies, 42(3), pp.471-506.

Harris, L., Doughty, D., Kirk, S., 2002. The devolution of HR responsibilities: Perspectives
from the UK's public sector. Journal of European Industrial Training, 26(5), pp. 218-229.

Hawley, A., 1968. Human ecology. In: Sills, D.L. (ed.), International Encyclopaedia of the
Social Sciences. New York: Macmillan. 4, pp. 328-337.

Hirsh, W., 2015 The role of the line in talent management, A paper from HR in a disordered
world: IES Perspectives on HR on 2015. Available at: www.employment-studies.co.uk/disordered-
world. (Accessed on 29" October 2019).

Hutchinson, S. Purcell, J., 2010. Managing ward managers for roles in HRM in the NHS:
overworked and under-resourced. Human Resource Management Journal, 20(4), pp.357-374.
https://doi.org/10.1111/j.1748-8583.2010.00141.x

Jackson, S.E. and Schuler, R.S. (1995), “Understanding human resource management in the
context of organisations and their environments”, Annual Review of Psychology, 46(1), pp.237-264

Jamu, E.S., 2017. An institutional analysis of academic talent management in Malawian
universities, PhD thesis, University of Leeds, Leeds

Kalilombe, L., 2008. Central bank governance, accountability and independence: the case of
the Reserve Bank of Malawi (Masters dissertation). University of KwaZulu-Nata

Kamanga, F. Chikonda, M., 2017. Measuring Central Bank Independence in Malawi: The New
Index of Institutional Quality Approach. European Journal of Economic and Financial Research, 2(1),
pp. 56-70. O1:10.5281/zenodo.376860

Kinnie, N., 1990. The Decentralisation of Industrial Relations? — Recent Research Considered.
Personnel Review, 19(3), pp.28-34.

Kotlyar, 1., 2018. "Identifying high potentials early: case study"”, Journal of Management
Development, 37(9/10), pp. 684-696. https://doi.org/10.1108/JMD-12-2017-0404

Kravariti, F. Tasoulis, K. Scullion, H. Alali, M.K., 2022. Talent management and performance
in the public sector: the role of Organisational and line managerial support for development, The
International ~ Journal of  Human Resource ~ Management, pp. 1-26. DOI:
10.1080/09585192.2022.203226.

29


http://www.employment-studies.co.uk/disordered-world
http://www.employment-studies.co.uk/disordered-world
https://doi.org/10.1111/j.1748-8583.2010.00141.x

Khan, S.I., 2011. HR Devolution: rhetoric or reality? PhD thesis, Auckland University of
Technology.

Khilji, S.E. Wang, X., 2006. Intended’ and ‘implemented” HRM: the missing linchpin in
strategic human resource management research. International Journal of Human Resource Management,
17(7), pp. 1171-11809.

Lopez-Cotarelo, J., 2018. Line managers and HRM: A managerial discretion perspective.
Human Resource Management Journal, 28(2), pp.255-271.

Makhecha, U. P., Srinivasan, V., Prabhu, G. N., Mukherji, S., 2018. Multi-level gaps: A study
of intended, actual and experienced human resource practices in a hypermarket chain in India. The
International Journal of Human Resource Management, 29(2), pp. 360-398. https://doi.org/10.1080/
09585192.2015.1126336

Maxwell, G. A., Watson, S. 2006. Perspectives on line managers in human resource
management: Hilton International's UK hotels. The International Journal of Human Resource
Management, 17(6), pp-1152-1170

Meyer, J.W., 1979. The impact of the centralization of educational funding and control on state
and local organizational governance. Stanford, CA: Institute for Research on Educational Finance and
Governance, Stanford University, Program Report No. 79-B20.

Meyer, J.W. and Rowan, B., 1977. Institutionalized organizations: Formal structure as myth and
ceremony. American journal of sociology, 83(2), pp.340-363.

McConville, T. Holden, L., 1999 The filling in the sandwich: HRM and middle managers in the
health sector. Personnel Review. 28(5/6), pp, 406-424

McGovern, P., Gratton, L., Hope-Hailey, V., Stiles, P. Truss, C., 1997. “Human resource
management on the line?”, Human Resource Management Journal, 7(4), pp. 12-29.

Nakweya, C., Pass, S., Mitsakis, F. and Caven, V., 2022. Line managers' involvement in talent
management: the case of a Malawian bank. In: 22nd University Forum of Human Resource
Development (UFHRD) Conference - "Mind the Gap — Bridging Theory and Practice in the Post Covid
Era", Sheffield Hallam University, Sheffield, 8-10 June 2022.

Nehles, A.C. Van Riemsdijk, M. Kok, I. Looise, J.K., 2006. Implementing human resource
management successfully: A first-line management challenge. Management Revue, 17(3) pp.256-273.

Nik Mat, N.H., 2014. The HRM role of line managers: A Malaysian case study. PhD

thesis, Edith Cowan University

Papalexandris, N. Panayotopoulou, L., 2005. Exploring the partnership between line managers
and HRM in Greece. Journal of European Industrial Training. 29(4), pp, 281-291

Purcell, J., Hutchinson, S., 2007. Front-line managers as agents in the HRM performance causal
chain: Theory, analysis and evidence. Human Resource Management Journal, 17(1), 3-20.
https://doi.org/10.1111/j.1748-8583.2007.00022.x

Rossett, A., 2009. First Things Fast: A Handbook for Performance Analysis. John Wiley &
Sons

30


https://doi.org/10.1080/
https://doi.org/10.1111/j.1748-8583.2007.00022.x

Reserve Bank of Malawi Act 20109. Available at: https://ww.
https://malawilaws.com/Malawipdf2019/Act%203%2001%202019.pdf [Accessed 10th September
2022].

Robson, C. and McCartan, K., 2016. Real world research. John Wiley & Sons

Sidani, Y. Al Ariss, A. 2014. Institutional and corporate drivers of global talent management:
Evidence from the Arab Gulf region. Journal of World Business, 49(2), pp. 215-224.

Sikora, D.M. and Ferris, G.R., 2014. “Strategic human resource practice implementation: the
critical role of line management”, Human Resource Management Review, 24(3), pp. 271-281

Sumelius, J., Bj€orkman, I., Ehrnrooth, M., M€akel€a, K. and Smale, A., 2014, “What
determines employee perceptions of HRM process features? The case of performance appraisal in MNC
subsidiaries”, Human Resource Management, 53(4), pp. 569-592.

Scott, W. Richard, and John W. Meyer 1983. “The organization of societal sectors.” In
Organizational Environments: Ritual and Rationality, 129-53, John W. Meyer and W. Richard Scott,
ed. Beverly Hills, CA: Sage.

Stahl, G.K., Bjérkman, I., Farndale, E., Morris, S.S., Paauwe, J. Stiles, P., 2012., Six Principles
of Effective Global Talent Management”, MIT Sloan Management Review, 53(2), pp. 25-32.

Staunton, M., 2014. Implementing Talent Management in a Global Services Company, PhD
thesis, University of Portsmouth.

Teague, P., Roche, W. K., 2012. Line managers and the management of workplace conflict:
Evidence from Ireland. Human Resource Management Journal, 22(3), pp. 235-251.

Townsend, K. Russell, B., 2013. Investigating the nuances of change in front-line managers'
work. Labour and Industry: A Journal of the Social and Economic Relations of Work, 23(2) pp.168-181

Thornton, P. H., Ocasio, W. 2008. Institutional logics. In: Greenwood, R., Oliver, C., Sahlin, K.
Suddabay, R. (eds). The SAGE Handbook of Organizational Institutionalism, London: Sage. pp. 99-129.

Thunnissen, M. 2016. Talent management: For what, how and how well? An empirical
exploration of talent management in practice, Employee Relations, 38(1), pp. 57-72.

Thunnissen, M., Buttiens. D., 2017. Talent Management in Public Sector Organizations: A
Study on the Impact of Contextual Factors on the TM Approach in Flemish and Dutch Public Sector
Organizations. Public Personnel Management, 46(4), pp.391-418.

Trullen, J., Bos-Nehles, A. and Valverde, M., 2020. From intended to actual and beyond: A
cross-disciplinary view of (human resource management) implementation. International Journal of
Management Reviews, 22(2), pp.150-176

Tyskbo, D., 2020, Line management involvement in performance appraisal work: Toward a
practice-based understanding. Employee Relations, 42(3), pp.818-844. https://doi.org/10.1108/ER-06-
2019-0236.

Wells, R. Henkin, A.B., 2005. Exploring the trend toward isomorphism in international
education. International Journal of Educational Reform, 14(3), pp.268-281.

Wessels, B. (2009). “The Independence of Twelve Central Banks in the Southern African
Development ~ Community,”  World  Sustainable  Development — Outlook.  Available at:

31


https://doi.org/10.1108/ER-06-2019-0236
https://doi.org/10.1108/ER-06-2019-0236

http://www.sudanknowledge.org/download/the-independence-of-twelve-centralbanks-in-the-southern-
african-development-community (Accessed on 9" June 2021).

Willis Towers Watson. 2020. COVID-19 pandemic fuels North American employers to
pursue cost-containment strategies, Willis towers Watson survey finds. Available at:
https://www. willistowerswatson.com/en-US/News/2020/03/COVID19-pandemic-fuels-North

American-employers-to-pursue cost-containment-strategies (Accessed 6/06/2021)

Wright, P. M., Nishii, L. H., 2013. Strategic HRM and organizational behaviour: Integrating
multiple levels of analysis. In: Paauwe, J. Guest, G. Wright, P. (eds.), HRM and Performance:
Achievements and Challenges. Chichester: Wiley, pp. 97-110.

Whelan, E., Collings, D.G. Donnellan, B., 2010. Managing talent in knowledge-intensive
settings, Journal of Knowledge Management, 14(3), pp. 486-504.
https://doi.org/10.1108/13673271011050175

Whittaker, S. Marchington, M., 2003, Devolving HR Responsibility to the Line, Threat,
Opportunity or Partnership? Employee Relations, 25(3), pp. 245-261.

Zhang, S., 2014. A study of talent management in the context of Chinese private-owned
enterprises, PhD thesis, University of Hull.

32


http://www.sudanknowledge.org/download/the-independence-of-twelve-centralbanks-in-the-southern-african-development-community
http://www.sudanknowledge.org/download/the-independence-of-twelve-centralbanks-in-the-southern-african-development-community
https://doi.org/10.1108/13673271011050175

