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Abstract: - There is still limited research studying multilevel factors influencing talent management (TM) 
practices in general and TM practices in the Vietnamese banking sector, particularly within the Covid pandemic 
context. Considering this gap, this article has three research objectives: developing a conceptual framework 
about multilevel contextual factors affecting TM within the studied sector, assessing the framework's suitability 
and applicability, and proposing a TM model and toolkit for bank leaders to improve TM strategic planning. 
The study employed the qualitative research method and semi-structured interviews with bank managers from 
different types of banks. The conceptual framework formulated in this study indicates a progression in 
examining factors influencing TM practices in developing countries. All the interviewees revealed their interest 
in studying the framework and their agreement with the arrangement of the relevant factors in the framework. 
As per the suggestion from the interviewees about the need to develop a TM model or guideline to execute TM 
practices, this paper also provides a suggested TM model with specific steps and an industry toolkit used for 
TM strategic planning and decision-making process based on the proposed framework. The model's steps, 
indicating explicit recommendations for bank managers to enhance TM effectiveness, are arranged in 
accordance with the process included in the proposed framework's TM flow. Besides, the reflection questions 
in the toolkit are helpful for managers to improve their critical thinking about their actual TM flow. The 
transformation from the framework to the toolkit can be viewed as how theoretical contribution can lead to 
managerial implications. This study contributes to the progress of contemporary TM literature during historical 
events in unstable business environments. It can be seen as a contribution to the applications of TM literature in 
practice. 
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1 Introduction 
Talent management (TM) is one of the topics which 
increasingly attract practitioners and scholars and 
has been viewed as a remarkable field contributing 

to organizational performance, [1], [2], [3], [4], [5]. 
However, the intricacy and difficulties of TM 
executions have been raised by previous scholars in 
[2], [6], [5]. In [7], [8], the authors mentioned that 
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theoretical perspectives in the TM area remain 
hardly integrated, and there are still discrepancies 
between the practitioner and academic interests.  

The coronavirus (Covid-19) is a worldwide 
pandemic since 2019, leading to acute respiratory 
syndrome coronavirus 2 (SARS-CoV-2). Due to 
Covid-19's appearance, enterprises need to re-
evaluate business situations, [9]. The crisis has 
fundamentally accelerated immense changes across 
different industries, including the banking sector, 
[10]. Such changes should be considered within the 
contextual analysis to enhance efficacy in human 
resources (HR) strategic planning in general and in 
TM strategies in particular.  

The study's emphasis on the banking sector can 
be justified by its crucial role in the contemporary 
business landscape, encompassing the new capital 
generation and its contribution to economic growth, 
[11]. Furthermore, the banking sector is grappling 
with a pronounced scarcity of talent, making it one 
of the key industries facing significant obstacles in 
talent attraction and retention, [12], [13], [14], [15]. 

The Vietnamese banking sector has been 
significantly affected by the Covid-19 pandemic. 
Banks have been urged to assess their development 
influenced by contextual factors with the 
consideration of the crisis's impacts for timely and 
effective actions, [16]. In order to overcome the 
crisis, banks should also search for skilled and 
talented staff who can devote their efforts, 
knowledge, and skills to their business development.  

There is still limited research studying multilevel 
factors influencing TM practices in general and TM 
practices in the Vietnamese banking sector, in 
particular, especially within the Covid pandemic 
context. Considering this gap, this article aims to 
propose a conceptual framework of contextual 
challenges for TM practices in the Vietnamese 
banking sector, examine the framework's 
applicability following the opinions of the 
interviewed managers, and suggest some outputs 
generated from the framework for the improvement 
of TM strategic planning. 

The conceptual framework formulated in this 
study represents a progression in the examination of 
factors that influence TM practices in developing 
countries. It also provides recommendations for 
future empirical research, drawing upon a 
combination of qualitative and quantitative methods. 

To assess the proposed framework's 
applicability, this study involved semi-structured 
interviews with bank managers from different types 
of banks. This method helps to gain in-depth 
perceptions from the participants who directly 
interact with talented employees and have plentiful 

knowledge of TM issues. Based on the proposed 
framework and finding analysis, a TM model for the 
industry and an attached toolkit would be suggested 
for bank managers to improve their HR strategic 
planning. The suggested TM model and toolkit can 
also be seen as a novel contribution to theory and 
practice in comparison with the available literature. 

In other words, this study has there following 
research objectives: developing a conceptual 
framework about multilevel contextual factors 
affecting TM flow within the Vietnamese banking 
sector (the flow beginning from talent 
conceptualization, going through TM perspectives, 
TM strategy, and ultimately reaching talented 
employees' performance), assessing the framework's 
suitability and applicability in the banking industry 
and proposing a TM model and a toolkit, as the 
outputs generated from the framework, for leaders 
and practitioners in banks to improve TM strategic 
planning. 
 

 

2 Literature Review 
 
2.1 Main Tensions in Talent 

Conceptualization 
The first tension in the literature on talent 
conceptualization revolves around inclusive versus 
exclusive viewpoints. The inclusive perspective is 
seen as a strengths-based approach, while the 
exclusive perspective emphasizes the need for 
workforce differentiation, [4]. The second tension is 
related to the debate between innate and acquired 
perspectives on talent. This discussion revolves 
around whether talent is inherent or can be learned 
and developed, [4], [17]. Another debate in the 
talent literature centers around the input versus 
output of talent was shown in [4]. This argument 
focuses on whether organizations should prioritize 
the potential of individuals or their demonstrated 
performance. The final argument is about whether 
talent is transferable or context-dependent, which 
relates to whether organizations should recruit talent 
externally or internally. This has practical 
implications for TM practices, as transferable talent 
may require recruitment efforts, while context-
dependent talent may necessitate developing 
organizational fit. The different approaches to talent 
conceptualization have implications for how 
employees are managed within an organization, 
[18]. 
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2.2 Talent Management Perspectives 
In [19], [20], the authors discussed four overarching 
perspectives on TM. These four main viewpoints 
coexist and have been further developed from 
various perspectives to conceptualize and 
contextualize TM, [21]. Reviews conducted by [1], 
[22], support this. 

According to the first perspective, TM can be 
defined as a newer trend in human resources 
management (HRM), mainly referring to the 
'collection of typical HRM practices, functions or 
activities, [23].  

From the second perspective, TM is defined as 
succession planning as a narrow view. This 
approach puts a great emphasis on the development 
of 'talent pipelines' for the certainty of the current 
and future supply of employee capability as well as 
an organization-wide talent mindset, [23].  

The third perspective on TM views it as the 
management of employees who exhibit high 
potential and/or high performance, comprising a 
relatively small proportion of the workforce, [22]. 
Organizations that adopt this approach tend to 
engage in distinct HR activities, such as recruitment, 
training, development, and appraisal, targeted at this 
select group of talented employees. 

On the other hand, the fourth perspective, as 
proposed in [1], conceptualizes TM as the strategic 
management of pivotal positions rather than pivotal 
people. This perspective reflects a shift from a 
people-centric approach to a position-centric 
approach and from a micro-focus on individuals to a 
macro focus on systems, [24].  
 
2.3 Theoretical Gap in a Conceptual 

Framework of Factors Influencing TM Flow 
Some previous conceptual frameworks in [6], [19], 
[25], represented a progression in examining the 
factors that influence TM, although not all of them 
are grounded in theoretical foundations. A 
systematic review in [15], has acknowledged the 
absence of a theoretical approach in the literature on 
TM in general and in the banking sector. To 
enhance the theoretical underpinning of TM 
research, [15], recommended the utilization of 
established theories such as motivation theory and 
social exchange theory (SET), [26]. Moreover, a 
common limitation among these studies is the lack 
of comprehensive analysis or systematic 
examination of how multilevel factors can impact 
the entire process of TM flow, which encompasses 
TM conceptualization, TM strategy formulation, 
and employee performance. They also raise a call 
for more empirical studies employing both 
qualitative and quantitative methods to justify the 

suggested frameworks. The multilevel factors in the 
relevant frameworks are still discussed in general 
and require more evidence with the consideration of 
characteristics of specific contexts. To recapitulate, 
there has been limited research proposing a 
conceptual framework that helps to synthesize or 
investigate the impact of multilevel factors might on 
TM flow, especially in emerging economies and in 
particular industries, with reasonable theoretical 
foundations, [3], [6], [23], [27], [28], [29].  

Especially, there is generally a research gap 
regarding TM practices within the banking area, 
particularly within the Vietnamese banking sector. 
Addressing this gap, this study has developed a 
proposed framework by adapting and refining the 
work of [19]. This framework represents significant 
progress in examining the factors that influence TM 
flows in developing countries, focusing on the 
context of Vietnam.  

 
2.4 Multilevel Factors Influencing TM Flow 
The framework proposed in this study illustrates the 
factors influencing TM flow in the Vietnamese 
banking industry. Regarding macro-contextual 
factors in a developing country, there are different 
factors, such as institutional and cultural factors 
related to each society, [19], a severe talent war, and 
the mobility of the workforce, [27], [30], [31], [32]. 
According to [33], talent war and talent attributes 
can be influenced by four main factors, including 
'global demographic and economic trends', 
'increasing mobility of people and organizations, 
'transformational changes to business environments, 
skills and cultures', and 'growing levels of 
workforce diversity'. It is imperative for business 
executives to thoroughly assess the impact of 
macro-level factors when formulating TM strategies 
and aligning them with broader business strategies. 
A key obstacle in retaining talent is talent mobility, 
as highlighted by  [32], [34]. Highly skilled 
employees are frequently sought after and tend to be 
highly mobile, [32], [35].  

In the Vietnamese context, academics have 
pointed out that the competition for skilled workers 
in Vietnam is fierce, with nearly all businesses, 
whether foreign or local, facing challenges in 
attracting and retaining top talent, [35]. The talent 
war and workforce mobility have urged 
multinational corporations (MNCs), including 
global banks which attempt to increase 
competitiveness and strategic advantages, to adopt 
the exclusive approach of viewing talent. MNC 
leaders are urged to regularly innovate and 
standardise their TM approaches for the successful 
attraction, recruitment, and management of talent, 
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[35]. The phenomenon of globalization, as a broader 
contextual factor, facilitates the adoption of TM 
practices from Western nations to emerging 
economies, enabling the transferability of these 
practices. 

Under the influence of the Covid-19 pandemic, 
the movement of personnel across geographic 
locations is restricted. It is also harder to find new 
and attractive jobs while governments struggle to 
protect people from viruses through quarantine 
measures and businesses struggle to survive and 
sustain economic growth. This shows that a partial 
recession in this context does not encourage workers 
to change jobs unless necessary, [36], [37]. 
However, for talents who must retire due to 
company shrinkage, dismissal, salary cuts, etc., 
there is an incentive to be more flexible, such as 
when looking for a new job or side job or when 
moving to a new sector, [35]. With some industries 
declining under the Covid-19 storm, it is easy to 
explain why these talents have few choices when 
applying. Therefore, they have been better adapted 
to the changing environment to earn a living. 

In summary, the liquidity of talent can still be 
seen as considerable in this context. However, it 
may have changed from active status to adaptive or 
proactive status. Geographical mobility has clearly 
declined due to the pandemic, but virtual mobility 
for business operations has been promoted, [35]. 

Meanwhile, industrial factors normally involve 
competition for talent and market trends. At the 
industrial level, vocational and industrial sector 
diversity significantly impacts the concept of talent 
and TM and the organization's TM strategy. The 
question is how talent is perceived, how the 
attributes are expected, and how the TM practice is 
planned. In [19], the authors emphasized that only 
5% of their participants de-fine talent as all 
workforces in the organization (comprehensive 
approach). The relative similarity of job profiles in 
these industries requires organizations to adopt an 
equal and comprehensive approach to HR 
management, [19]. These companies apply the same 
HRM policy to each employee (TM as a collection 
of typical HRM practices).  

As for the banking sector, trends and changes in 
key industries such as mobile technology, 
digitalization, and loan formation lead to new 
requirements for bank talent. Bank leaders and 
executives have been fostered to redefine and reskill 
bank talents under the impact of digitalization as 
well as focus more on the role of talent, [35], [38]. 
There is a high demand for employees with specific 
technical know-how or sensitivity to technological 
advances, [39]. The emphasis is on specific skills 

such as soft skills, flexibility, and compliance. It is 
difficult to identify a person who meets all these 
requirements, so banks need to take an exclusive 
approach to investing in this person. Banks should 
consider TM as either talent management or 
successor development. A human resources mindset 
within a bank is urgently needed to create a work 
environment that can attract and develop human 
resources in line with the bank's business strategy. 

Apart from macro-environmental factors, it is 
crucial for strategic planners and high-level 
managers to study various internal factors specific 
to their organizations that can directly impact the 
effectiveness of TM efforts. As highlighted in [18], 
[22], [40], talent identification and development are 
contingent upon factors such as firm type, 
occupational area, competitiveness strength, the 
organization's business strategy, and further 
considerations like HRM practice preferences. In a 
particular organizational context, the 
conceptualization and operationalization of talent 
are typically influenced by factors such as the 
organization's business strategy, type of 
organization, overall environment, culture, and 
nature of work, as posited by [3], [6]. 

In terms of challenging individual factors, the 
expectations and demands of talented employees 
directly affect the outcomes of TM execution, as 
noted in [3]. In [22], the authors also highlight that 
individuals can act as "management fashion setters" 
who shape the development and implementation of 
management discourses, including TM practices, 
that are perceived as more fashionable and 
legitimate by executives. Importantly, the 
expectations of individual talents can impact the 
attractiveness of an organization's TM practices and 
therefore affect the effectiveness of TM strategies. 
Suppose there is a misalignment between TM 
practices and employees' expectations. In that case, 
this discrepancy is likely to have a detrimental 
impact on employee loyalty and retention, 
particularly in a competitive business environment 
in which employees are highly mobile across sectors 
and rivals within the same industry. HR managers 
and business leaders must thoroughly assess and 
comprehend their employees' expectations. 
Consequently, a clearly defined TM strategy can 
facilitate the improvement of job satisfaction among 
skilled employees. 

At the individual level, the challenges for TM 
effectiveness are also correlated to the executors of 
TM activities, such as the motives, intentions, 
insight, and actions of bank managers, [3]. 
Managers may inadequately perform the tasks 
involved in TM implementation due to reasons such 
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as reluctance to handle HR tasks, business, or 
inadequate HR managing capabilities, [3], [12]. 
Additionally, a lack of support from HR executives 
or unclear policies and procedures regarding TM 
practices can also hinder managers' ability to 
effectively implement TM strategies, [3], [41]. In 
[42], the authors suggest that although HR 
development practitioners use talent pools for talent 
development, their effectiveness may not be certain 
as individual differences may not be fully 
considered. Further research into individual 
differences that may impact success in talent 
pipelines is needed, [42]. 

Furthermore, the COVID-19 outbreak has added 
new challenges to TM, as finding and developing 
future talent has become more difficult due to 
widespread layoffs. However, it also presents an 
opportunity for HR professionals and business 
leaders to take advantage of the labor market, as job 
seekers may prioritize job stability, safety, working 
flexibility, and practical benefits over short-term 
high salaries, [43]. 
 
2.5 Proposed Conceptual Framework for 

Factors Influencing TM Flow in the 

Vietnamese Banking Sector 
The vital influential factors within the four-factor 
categories (macro-contextual factors, industrial 
factors, organizational factors, and individual 
factors), as well as their interconnectedness, can 
have considerable direct and indirect influences on 
TM flow, from how employers perceive talent and 
TM to how they manage talented employees, which 
would ultimately affect their employees' 
performance. TM strategic planning requires a 
contextual analysis to design and implement suitable 
TM strategies for successful talent development and 
retention for long-term business growth. Refer to 
Figure 1 and Figure 2 for the proposed framework. 

 
 
Fig. 1: Proposed framework of factors influencing 
TM flow in Vietnam's banking sector (adapted from 
[19]) 

 

 
 
Fig. 2: The simplified version of the proposed 
framework of factors influencing TM flow in the 
Vietnamese banking sector 
 

 

3 Methods 
According to, [44], interpretivism techniques seek to 
understand participants' intents or behaviors without 
imposing their viewpoint on them in order to 
explain certain behaviors. The current study, hence, 
adapted interpretivism philosophy to ensure its 
research aims, which focus on exploring the 
importance of proposed factors for talent 
management based on the bank managers' 
perspective, thereby determining the level of 
significance and feasibility of the proposed 
framework. 
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Since banking TM refers to human relationships 
and interactions but has not been well-discovered, 
the qualitative research method was considered an 
appropriate approach to evaluate the applicability of 
the proposed framework. It is argued that qualitative 
research methods enable the researchers to better 
enrich the analysis by digging into an in-depth 
understanding of the nature of such relations, 
especially when the studied topic is unknown or 
underdeveloped under social contexts, [45], [46], 
[47]. Additionally, using qualitative research 
techniques is consistent with the interpretivism 
philosophy used in this study.  

In brief, the qualitative research approach is used 
in this study to evaluate the applicability of the 
proposed framework. Twenty bank managers, at 
different positions, from ten banks participated in 
the study through semi-structured interviews. 
According to [48], this approach allowed the 
researchers to be directed by the literature review 
and to obtain a thorough grasp of the phenomenon 
by listening to the respondents' stories. 

 
3.1 Data Collection 
It is argued that there is typically no advice on how 
to decide on an appropriate sample size in a 
qualitative study, [49], [50]. The sample size of the 
qualitative survey is not related to the number of 
interviews but to the quality of the interview 
responses and the purpose of the survey, [51], [52]. 
In order to obtain sufficient sample numbers for 
qualitative research, [53], proposed the notion of 
saturation. When conducting interview-based 
surveys for particular research aims, Green and 
Thorogood concluded that little new information 
was produced after 20 interviews, [54]. Hence, they 
proposed that 15 to 20 uniform interviews constitute 
the sample size for many qualitative research 
hotspots. This statement is also supported by the 
study of [55]. They concluded that with less than 20 
participants in qualitative research, researchers 
maintain close relationships and enhance open and 
reliable information sharing, thereby being unique 
to qualitative research. With respect to the 
objectives of this study and in accordance with these 
ideas, saturation was reached after 16 interviews 
with the identification of three major themes when 
no novel relevant data or variations in the emerging 
themes were found. To guarantee reliability, four 
additional interviews have been conducted, but no 
emergent themes were found in each case. 
Therefore, 20 interviews could generate a 
representative sample, which means this sample size 
represented a population’s subset accurately 
reflecting the characteristics of the larger group.  

Purposive and snowball sampling approaches 
were employed in this study as the sampling 
strategy. The legal form of the bank, its size, and the 
sort of manager were all explicitly stated selection 
criteria in the survey. Therefore, it was possible to 
target potential participants who met the eligibility 
criteria. This is consistent with the concept of the 
sampling method of interest, [56]. By addressing 
possible interview subjects and soliciting 
recommendations from them, the researcher made 
use of personal networks. It is typically challenging 
to convince respondents in Vietnam's collective 
community without their previous cooperation, so 
the reference method for snowball sampling 
techniques was useful and appropriate in this study. 
Using a combination of target and snowball 
sampling techniques, researchers took advantage of 
the personal network to gain access during the 
participant recruitment process and obtain a 
significant sample size. 

The most common and important tasks, which 
might significantly influence the financial 
performance and general growth of the bank, [57], 
including sales, managing client relationships, and 
human resources management, fall under the 
purview of the chosen bank managers. Given that 
these managers are in charge of TM and have first-
hand experience using TM methods, examining 
their perspective might bring several significant and 
meaningful findings, [19], [57], to achieve the aims 
of this study. The relatively young age of 
respondents reflects an open leadership position in 
discussing new issues such as TM. By selecting 
different types of managers from different types of 
banks, it is also possible to triangulate the collected 
data. Thus, conducting a series of interviews with 
banking managers based on the saturation concept 
and diversifying the participants' profiles enables the 
researchers to ensure validity in the data collecting 
and deciding sample size process.   

The public banks are coded as PUs, private 
banks as PRs, and foreign banks as FOs. Refer to 
Table 1 for the codes of the participating banks and 
participants. The statistical information is also 
summarized in the table. On the average, the 
interviewed managers are in their middle 30s and 
have more than 8 years of experiences.  
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Table 1. Profile of Participants 
General managers (branch directors and 

transaction office heads) 
Code Age Gender Experiences Bank 

GM1PU2 38 M 12 PU2 
GM2PU2 40 M 13 PU2 
GMPU3 35 M 7 PU3 
GM1PR1 39 F 12 PR1 
GM2PR1 33 F 7 PR1 
GMPR2 33 M 8 PR2 
GMFO1 32 M 5 FO1 

HR manager 
HRPR1 30 F 5 PR1 
HRPR2 33 F 10 PR2 
HRFO1 35 F 9 FO1 
HRFO2 40 M 12 FO2 
HRFO3 33 M 6 FO3 

Line managers and team leaders in specific 

departments 
LM1PU1 29 M 6 PU1 
LM2PU1 31 F 7 PU1 
LMPR2 31 F 7 PR2 
LM1PR3 31 M 7 PR3 
LM2PR3 33 M 8 PR3 
LM3PR3 35 F 10 PR3 
LM1PR4 34 F 12 PR4 
LM2PR4 33 F 10 PR4 

Total 
20 Mean 

= 34 

M = 10 

F = 10 

Mean = 8.7  

 
3.2 The Procedure for Conducting 

Interviews 
The selected banks were selected from the list 
(updated in 2020) provided by the State Bank of 
Vietnam, which contains all banks in Vietnam. 
Furthermore, the chosen banks need to have more 
than 1,000 employees and are well-known in 
Vietnam. 

Interviewees were approached by phone/face-to-
face for verbal consent. They were given a letter of 
introduction and an informed consent form to 
participate. After that, the proper time and place of 
the meeting were confirmed by phone and email. 
Each interview lasted roughly 60 minutes and was 
recorded with the interviewee's permission. 
Respondents from Vietnam filled out the 
questionnaire in Vietnamese, while overseas 
respondents answered it in English.     

Some ethical considerations were undertaken 
regarding the participants' approval, voluntary 
participation, anonymity, and confidentiality of 
participants' identities.  
 

 

3.3 Interview Questions 
Interview questions were created based on the 
research objective, which is to examine the 
feasibility of applying the proposed framework in 
the real work of bank managers as well as previous 
TM qualitative research for interview consistency, 
[6], [19]. The interview questions aimed to explore 
the participants' thoughts about the proposed 
framework and to collect their suggestions on how it 
can be used in practice to support the managers' 
analysis and decision-making process.   

To ensure validity and bias when delivering the 
question during the interview, firstly, the interview 
questions were developed based on the theoretical 
concepts from the extant literature and must be 
related to the factors within the proposed 
framework. This method enables the researchers to 
avoid bias from miss-focusing answers and ensure 
the theoretical bases in the study findings. 
Furthermore, the researchers used a neutral style 
when asking the questions to prevent bias from 
leading the answers of the participants.   
 
3.4 Data Analysis 
According to numerous definitions in [58], [59], 
thematic analysis is a technique for finding, 
analyzing, and reporting patterns (themes) in data. 
Thematic analysis typically involves significant 
interpretations of possible content that are difficult 
to identify and convey by merely counting features, 
[58], [59]. In this study, the thematic data analysis 
process was applied. 

Based on the gathered information from a series 
of 20 interviews, three major themes had been 
identified, including the adoption of TM 
perspectives, the suitability and applicability of the 
proposed framework, and recommendations about 
the framework's outputs.  

A software for qualitative data analysis using 
computers called NVivo 12 was used to analyze 
interview records. This allowed researchers to 
approach and manage the data efficiently. In order 
to ensure the validity of the findings, all themes 
identified from the interviewing data were compared 
with the concepts from existing literature to 
triangulate the study findings and conclusions. 
 

 

4 Results  
The Conceptual Framework (Figure 1 and Figure 2) 
proposes a logical TM flow that is supposed to 
occur in reality as a consistent process beginning 
from the perception of talent identification and TM 
approach to how bank managers shape their 

WSEAS TRANSACTIONS on COMPUTER RESEARCH 
DOI: 10.37394/232018.2023.11.11

Nhan Truong Thanh Dang, 
Nhat Minh Nguyen, Van Dung Ha, Thi Anh Tuyet Le

E-ISSN: 2415-1521 123 Volume 11, 2023



behaviors in order to enhance TM outcomes 
(employee performance). For instance, in the 
exclusive approach, banks perceive talent as high-
performing or high-potential individuals. As a 
result, banks do not see TM as a widespread HRM 
practice but instead, as a way to categorize 
employees or as a means of succession planning. 
 
4.1 TM Perspective Adopted by the Studied 

Bank Managers 
While foreign banks, private banks, and public 
banks implemented diverse HR-building strategies 
based on their respective natures, cultures, and 
strategies, they all acknowledged the significance of 
internal workforce development and the need for 
long-term HR strategic planning, including TM - a 
means of succession planning. 

Although the managers of public banks 
suggested that their banks were creating effective 
pipelines for developing high-performing 
employees, similar to TM's succession planning, this 
initiative was referred to as a focused training 
program. This program aimed to ensure a steady 
internal supply of talented and capable leaders, 
indicating that the public banks prioritized internal 
recruitment as part of their overall strategy. 
Additionally, the banks had staff planning policies 
that provided opportunities for candidates to 
participate in the program. These policies were 
clearly outlined in the banks' HR policies, which 
were signed by the board chair and mentioned in 
their annual reports. As per the policy, decisions 
regarding staff promotions were made based on 
voting results conducted within departments. 
Employees eligible for voting were required to be 
high performers, as demonstrated by their Key 
Performance Indicator (KPI) achievements. The 
respondents from the public banks emphasized that 
this staff planning program was designed for 
employees at various levels, including regular staff 
and departmental managers, with the aim of 
preparing them for future leadership positions. 

The interviewees from private banks also 
mentioned that their banks were focused on building 
internal talent pools as part of their long-term 
strategic plans for the future. HRPR1 stated, "Talent 
mindset is emphasized in our bank, supporting the 
building strategy which aims to recruit and develop 
young people. We focus on providing competitive 
salaries as well as favorable working conditions for 
young people. We also pay attention to the bank's 
reputation and brand image to attract and retain 
fresh graduates." This building strategy allowed 
bank employees to move up internally through 
talent pipelines, which helped them become familiar 

with the organizational context, understand the 
structure, culture, strategy, products, and processes, 
and develop a long-term commitment to the bank. 

In the case of foreign banks, the participants 
discussed that if their demand for capable 
employees were urgent and lacked an internal 
supply of talent, they would resort to external 
recruitment to acquire talented individuals quickly. 
However, they still preferred to develop and 
promote talent based on career track development. 
They believed that internal staff strongly understood 
the bank's culture and system and were loyal to the 
organization. 
 
4.2 The Suitability and Applicability of the 

Proposed Framework in the Studied Sector 
When asked about the appropriateness and 
applicability of the proposed framework, all the 
interviewees revealed their interest in studying the 
framework and their agreement in the arrangement 
of the relevant factors in the framework, as 
mentioned by LM1PR3: "I find this framework very 
interesting, and it consists of all relatable elements 
involved in the TM flow that we as the managers 
need to understand for better decision making". As 
stated by HRFO1: "I think this framework is very 
helpful for managers who are in charge of TM 
programs as well as supporting managers, especially 
those who have not studied talent theories. This 
framework can give them an overview about the 
flow from talent identification to TM outcomes so 
that they can better imagine what talent is like and 
what they need to consider." According to 
GM1PU2: "This framework brings theoretical basis 
to me as I have not gained deep knowledge about 
talent concepts and TM approaches. I have not 
studied any courses focusing on talent knowledge, 
so I think this framework is useful for me as a 
manager to have a broad view of the talent flow 
map."  

The above responses from the managers are 
understandable based on their background and 
previous experiences, which were not yet associated 
with any study major or training programs focusing 
on talent theories. Even in the cases of HR 
managers, they also mentioned that the workshops 
and seminars organized about talent in their banks 
were more subject to practical aspects than to the 
theoretical foundations of talent. HRFO3 noted that: 
"Managers focus more on practice than theories. But 
it might be better if we understand talent from the 
theoretical aspect before we develop TM strategies, 
as theories can help to design cooperative principles. 
This framework is a good combination between 
theories and practices; it helps to consider real 
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influencing factors." The interview scripts indicate 
that the proposed framework can assist managers in 
arranging their thoughts and connecting ideas more 
systematically and logically for a more effective 
decision-making process related to TM.  

However, half of the interviewed managers 
argued that they expect a more precise and detailed 
guideline or a toolkit provided based on the 
framework for more straightforward applicability in 
practice. Three private bank managers also 
expressed their doubt about whether the TM flow 
would happen in reality exactly as presented in the 
framework. As said by GM2PU2: "The reality is 
always different as there are many contingent 
factors involved in the TM process, so I am not sure 
if the order of steps you mention in the flow are 
accurately followed in reality”. The positive or 
negative effects of such possible differences on the 
effectiveness of TM remain uncertain, prompting 
future empirical studies to investigate further. It is 
important to acknowledge that the connection 
between an HR strategy and HR practices is more 
complex than what is suggested in the TM literature. 
Nonetheless, the consistency proposed in the flow of 
TM is anticipated to foster a shared understanding 
among bank managers regarding talent and TM. 
This shared understanding is crucial for their 
agreement and dedication to the execution of TM. 
Refer to Figure 3 for samples of the most 
considerable suggestions from the interviewees. 

 

 
Fig. 3: Samples of the most considerable 
suggestions from the interviewees 

 
Among the three types of bank managers, the 

managers from the private and foreign banks seem 
to be more concerned about the logical TM flow in 
practice than those of the public banks. It can be 
reasoned that the private and foreign banks have put 
more proactive efforts into implementing real TM 
practices. In the case of public banks, they do not 
typically have specific TM programs but rather HR 
promotion planning and training programs for 
employees who are considered talented or high-
performing. These HR strategies align with the 

direction and policies of the State Bank of Vietnam 
(SBV). On the other hand, private and foreign banks 
demonstrate a higher level of competitiveness in the 
talent war and more consistent adoption of TM 
practices. This can be attributed to the progressive 
mindset and long-term vision of their top leaders. 
Additionally, private banks face significant 
challenges in attracting and retaining talent due to 
high levels of talent mobility in the industry. 

To recapitulate, it is pointed out from the scripts 
that despite the interest of all the interviewees in the 
framework, half of them believed that the 
applicability of the framework is still limited. The 
framework should be followed by more detailed 
material with clear terms for internal discussions, 
training, or workshops about TM. It is more likely 
that a practical model, toolkit, or checklist of 
reflection questions generated based on the 
framework would provide them with practical 
support in critical analysis and decision-making. 
 
4.3 Recommendations about the 

Framework's Practical Outputs 
Half of the interviewees suggested that the proposed 
framework should be the basis for developing 
practical outputs such as a TM model, guideline, or 
toolkit that includes specific steps to follow by bank 
managers for effective TM practices. As mentioned 
by HRPR2: "I recommend that you may develop a 
TM model that includes different steps developed 
based on your framework. Your framework is 
interesting but too general and includes many 
factors. A simplified model with the steps arranged 
in corresponding to the steps within the TM flow 
stated in the framework would be preferred." 

Based on the interviewees' recommendations, 
some issues closely related to TM should be 
considered when designing the practical TM model. 
The problems include the needed consistency 
between each talented employee's career plan, 
training and development programs, and retention 
solutions, considering the impact of severe 
competition for talent in the industry. These matters 
were emphasized by LM1PR3, GMPR2, LM3PR3, 
and HRFO2. 

Additionally, it was pointed out from the 
interviews that the output from the framework, such 
as a TM model or guideline, should mention the 
issue of applying technology in the TM system. 
LM1PR4 highlighted: "I recognized that an HRM 
system needs to be managed via an intranet system, 
which integrates different functions and activities 
from recruitment to development and retention as 
well as employee database management. You may 
consider this factor while elaborating a TM model 
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used for practice." Similarly, HRFO3 also reminded 
us: "In reality, we need to apply tools and 
technology to manage talent. Your framework is 
academic-based and seems logical, but when you 
transfer it to a version of the practice, you need to 
consider contemporary issues like technology 
application." The managers from private and foreign 
banks especially emphasized the technology factor. 
Technological innovations seem to be more 
accelerated than public banks due to market 
competition pressure.  

The above recommendations highlight the need 
to develop a model used for TM execution based on 
the proposed framework. The steps stated in the 
suggested model should be in alignment with the 
TM flow included in the theoretical framework. 
 
 
5 Discussion 
In light of the existing theoretical gap, the 
framework developed in this research builds upon 
the work of [19], through modifications and 
clarifications, contributing to advancing the 
understanding of the factors that influence TM in 
developing countries with a focus on the 
Vietnamese banking sector. The suggested 
framework is also built based on the shared concern 
raised by previous researchers, [3], [6], [15], [34] 
about the necessity to build theoretical foundations 
and conduct a systematic examination of how 
contextual factors can impact the entire process of 
TM flow. 

 The Vietnamese banking sector is a unique 
industry; the conceptual framework proposed in this 
study may still have some generalizability to other 
contexts, such as different industries or countries, 
due to the shared implications of the multilevel 
influencing factors. Emerging economies, similar to 
Vietnam, often share common features such as 
market volatility, high rates of economic growth, 
and investment potential. Additionally, while the 
banking industry has its distinct characteristics, it 
also shares similarities with other service industries, 
such as high competitiveness and dependence on 
economic and social conditions. While there may be 
limitations to full generalizability, the research 
findings could likely be applicable and valid in 
appropriate settings. 

The transformation of HR strategies into HR 
practices is not as straightforward as suggested by 
the existing TM literature, [3]. However, consistent 
TM flow can facilitate a shared understanding of 
TM among bank managers, which is crucial for 
gathering support and commitment toward TM 
implementation. When managers across levels and 

areas within a bank think and act in a rational and 
consistent manner, it enables them to collaborate 
and provide mutual support in the workplace. 
Furthermore, alignment between managers' 
perceptions and TM execution also contributes to an 
effective planning and management system within 
the bank. There might be a difference between the 
literature and reality regarding how TM flow 
happens. However, there is still a research gap that 
attempts to explore the understanding of 
discrepancies between TM perceptions and actual 
TM implementation, [3], [6], [8], [35].  

As per the suggestion from the interviewees 
about the need to develop a TM model or guideline 
for bank managers to execute TM practices, this 
paper also provides a suggested TM model with 
specific steps (Figure 4). The steps, indicating 
explicit recommendations for bank managers to 
enhance TM effectiveness, are arranged in 
accordance with the process included in the 
proposed framework's TM flow. The first step in the 
model is related to the importance of designing a 
talent identification framework with specific factors 
such as skills, abilities, and performance. The 
second step emphasizes the role of a succession 
planning program integrated within the HRM 
system and in line with the overall business strategy. 
This corresponds to the interview finding that all 
different types of banks adopt the TM approach as a 
succession planning program. The third step 
expresses suggested particular actions for bank 
managers when implementing TM programs. These 
actions involve integrating technology in applying 
the TM model, designing practical training 
programs, and considering individuals' career plans 
and retention solutions to deal with high talent 
mobility and talent war in the industry. This step 
was designed in alignment with the concerns of the 
interviewees about updated issues related to TM in 
modern society. The final step highlights the 
importance of an effective performance evaluation 
system which helps to measure employees’ 
performance fairly and reliably for appropriate 
appraisal. The TM model, generated from the 
proposed conceptual framework as the theoretical 
base, can remind HR practitioners about the 
supposedly logical process of TM from talent 
identification to actual needed TM activities and 
talents’ performance evaluation. The model also 
addresses major contemporary issues which cannot 
be ignored in TM programs such as effective 
training plans, retention methods, and technological 
integration.  
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Fig. 4: TM model for leaders and practitioners in the 
Vietnamese banking sector (Intended Recipient - 
Bank Managers) 
 

Following the interview findings, a toolkit that 
can support managers practically in their strategic 
planning process has been developed based on the 
proposed framework (Figure 5, Appendix 1 and 
Appendix 2). All the reflection questions in the 
toolkit align with the factors allocated in the 
framework, considerable for managers to reflect on 
their actual TM flow. The transformation from the 
framework to the toolkit can be viewed as how 
theoretical contribution can lead to managerial 
implications (practical contribution). 

 
For the appropriate consideration of talent 

perceptions and TM strategies, it is recommended to 
answer the toolkit questions below and concurrently 
gather information about the bank environment. The 
following toolkit of the bank's talent concept and 
TM is presented to help bank managers to improve 
their critical thinking about talent.  

This toolkit can assist bank managers in 
assessing their knowledge and comprehension of 
their banks' external and internal environments and 
in developing a logical thought process on how 
talents should be identified and managed. Notably, 
this toolkit is not intended as a prescriptive guide to 
ensure successful TM practices but rather as a 
framework for bank managers to engage in 
reflection and critical thinking about talent-related 
matters. 

 

 
Fig. 5: Industry Toolkit of Talent Concepts and TM 
in Banks (Intended Recipient - Bank Managers) 

 
The toolkit questions are expected to help bank 

managers examine their knowledge and 
understanding of the business environment. Such 
understanding is crucial for the bank's current 
perception of talent and the willingness to review 
TM practices and consider whether they need to be 
reviewed and adjusted. In terms of TM flow, a high 
degree of consistency is required not only between 
executives but also between the mindset, 
perceptions, and actions of managers to ensure 
alignment between the bank's strategic HR planning 
and its implementation. This consistency leads to a 
logical flow from the talent concept to the TM 
concept, the TM strategy, and ultimately to the 
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employee's performance. There would be a 
discrepancy if the bank's leaders viewed TM as 
special treatment for talents but did not conduct any 
relevant activities. Consistency is critical to 
ensuring a commitment toward the talent mindset 
throughout the organization. That is, all managers 
and supervisors at different levels have a common 
understanding of the importance of talent and their 
engagement in delivering TM programs.  

Accordingly, bank managers can use the 
framework to discuss the TM flow in the bank from 
their perspective. It would be helpful to determine if 
everyone is on the same page about talent and TM 
perception and if the flow from thinking to practice 
is consistent and rational. Suppose there is a lack of 
such consistency. In that case, the management style 
may not be effective as the managers' actions are not 
taken due to considering strategy, using rational 
methods, or critical thinking. 
 
 
6 Conclusion 
 
6.1 Research Contribution 
This research proposes a conceptual framework of 
multilevel factors' impact on TM flow (the flow 
beginning from talent concepts and TM perspectives 
to talented employees' performance) in the 
Vietnamese banking sector. A TM model and an 
industry toolkit to be used by bank managers were 
developed based on the framework and the 
interview data to improve bank managers' decision-
making regarding TM practices. The interview 
scripts indicate the interviewees' interest in the 
framework and their agreement with the allocation 
of the relevant factors in the framework. However, 
the applicability of the framework in practice is still 
limited. Half of the participants expected a practical 
TM model, toolkit, or guideline, which can be 
considered as the outputs generated based on the 
framework, to support their decision-making 
process related to TM.  

This research can be considered a new step in the 
progress of solving the lack of theoretical 
frameworks related to TM, which has been raised in 
[3], [6], [23], [27], [28], [29], [34]. According to [3], 
there is still a significant research gap in the 
theoretical foundation and framework of TM despite 
various academic attempts to elaborate TM 
literature by different approaches. Theoretical 
approaches are hardly integrated or linked, and 
consensus on TM definitions and principles is hard 
to find, [1], [34]. Therefore, the framework 
developed in this research can be seen as a new step 
on the journey of TM literature evolution, 

contributing to enlarging TM-related theories and 
concepts. This research effort can also inspire and 
suggest future studies to investigate the pertinence 
of incorporating management theories in the TM 
domain. The theories incorporated in building this 
study's proposed framework help to explain the 
rationale behind the allocation of the factors within 
the framework and their interconnections. 
Furthermore, the generated outputs from the 
framework and interviews’ results, including the 
TM model and toolkit, can also be viewed as a 
novel contribution in comparison with the available 
literature.  

The research also responds to the call for more 
research on contextual factors impacting TM, [3], 
[6], [19], [25], [27]. With the consideration of 
Covid-19's impacts, this study also contributes to the 
progress of contemporary TM literature during 
historical events in unstable business environments. 
This can also be seen as a contribution to the 
applications of TM literature in practice. Therefore, 
the research be a valuable reference for academics 
interested in TM across various sectors and regions.   
 
6.2 Managerial Implications 
From a practical perspective, the TM model and 
toolkit suggested in this research can be used as 
tools to assist bank managers in TM strategic 
planning and decision-making. The TM model, with 
specific steps developed based on the framework, 
can provide recommendations of actions that should 
be taken for effective TM. These actions include 
designing a talent identification framework, 
investing in succession planning programs, building 
a distinctive TM process/model applied for banks 
with technological integration, developing training 
programs following individual career plans, 
planning retention schemes, and ensuring an 
effective and reliable employee performance 
evaluation system. 

Banks leaders should frequently analyze 
environmental factors at multi-levels during the TM 
strategic planning process for effective TM. The 
toolkit would be helpful for them to practice their 
critical thinking about talent and to ensure 
consistency between planning and execution. The 
contextual analysis should be performed prior to the 
planning phase as well as during the execution 
process as one way to keep continual control over 
the TM process.  

It is also suggested that banks facilitate internal 
audits to examine any discrepancy between plans 
and execution of TM or any difference among bank 
branches regarding talent perceptions and 
implementation. Besides, internal communication 
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effectiveness is vital to enhance the shared 
understanding of the TM vision, strategies, and 
schemes. Bank leaders need to pay attention to 
improving the transparency and consistency in the 
communication of TM-related messages. 

Additionally, a framework of talent identification 
factors is recommended as the basis for banks to 
design suitable TM strategies and conduct 
appropriate talent recruitment, training, 
development, appraisal, and retention. 

Per the proposed framework, employee 
performance is the outcome of TM perceptions and 
TM strategy. In order to develop an effective 
performance appraisal system to train, motivate and 
retain talented employees, banks must design 
suitable, valid, and reliable evaluation frameworks 
and schemes. The adequate, relevant information 
provided by the evaluation system is also a helpful 
basis for banks to review the effectiveness of TM 
practices and make corrective actions when needed.   

 
6.3 Research Limitations and Suggestions 

for Future Research 
It is foreseen that the qualitative method involves 
several limitations, such as the limited sample size, 
boundaries associated with semi-structured 
interviews, and the absence of opinions of talented 
employees, upper-level managers, and other related 
parties. It is recommended that future studies should 
examine a higher number of banks, consulting 
firms, and other financial experts' insights.  

Furthermore, the scope of exploring the TM 
issues would be richer if future research could 
compare this with other contexts (e.g., comparing 
the context of Vietnam and Western countries). This 
would contribute to a richer view of talent and TM-
related challenges.  

It is recommended that future research should 
collect more updated qualitative or quantitative data 
about TM challenges within and after the pandemic. 
Future research should also investigate TM from 
other perspectives from a wide range of participants, 
such as talented employees and higher-level 
managers. The comparison of TM among different 
areas or countries would also be desirable to identify 
variance in TM issues. Significantly, adopting 
quantitative methods in future research with similar 
topics would help justify similar proposed 
frameworks and validate the generalizability of 
these research findings. 
 
 

References: 

[1] D. G. Collings and K. Mellahi, "Strategic 
talent management: A review and research 

agenda," Human Resource Management 

Review, vol. 19, no. 4, pp. 304–313, Dec. 
2009, DOI: 10.1016/j.hrmr.2009.04.001. 

[2] N. Y. Oppong, "Talent Management: A 
Bundle of Hurdles," Public Policy and 

Administrative Research, vol. 3, no. 8, pp. 
63–73, 2013, [Online]. Available: 
www.iiste.org 

[3] M. Thunnissen, "Talent management: For 
what, how and how well? An empirical 
exploration of talent management in 
practice," Employee Relations, vol. 38, no. 1, 
pp. 57–72, Jan. 2016,  
DOI: 10.1108/ER-08-2015-0159. 

[4] N. Abu Hasan, "The Effect of Talent-and 
Knowledge Management on the Performance 
of SMEs: Evidence from Malaysia," 2016, 
Doctor of Philosophy thesis, University 
of Kent, Canterbury. 

[5] B. Crane and C. J. Hartwell, "Global talent 
management: A life cycle view of the 
interaction between human and social 
capital," Journal of World Business, vol. 54, 
no. 2, pp. 82–92, Feb. 2019,  
DOI: 10.1016/j.jwb.2018.11.002. 

[6] M. Thunnissen and D. Buttiens, "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 Pers 

Manage, vol. 46, no. 4, pp. 391–418, Dec. 
2017, DOI: 10.1177/0091026017721570. 

[7] P. Cappelli and J. R. Keller, "Talent 
Management: Conceptual Approaches and 
Practical Challenges," Annual Review of 

Organizational Psychology and 

Organizational Behavior, vol. 1. Annual 
Reviews Inc., pp. 305–331, 2014. DOI: 
10.1146/annurev-orgpsych-031413-091314. 

[8] E. Gallardo-Gallardo, S. Nijs, N. Dries, and 
P. Gallo, "Towards an understanding of 
talent management as a phenomenon-driven 
field using bibliometric and content 
analysis," Human resource management 

review, vol. 25, no. 3, pp. 264–279, 2015. 
[9] K. McLaughlin, "COVID-19: Briefing note 

#97, March 23, 2022," 2022. 
https://www.mckinsey.com/capabilities/risk-
and-resilience/our-insights/covid-19-
implications-for-business  
(accessed April 28, 2023). 

[10] R. Ranjan, "Navigating the Human and 
Business Impact of COVID-19," 2020. 
https://magazine.ethisphere.com/bela-south-
asia-accenture/ (accessed April 28, 2023). 

WSEAS TRANSACTIONS on COMPUTER RESEARCH 
DOI: 10.37394/232018.2023.11.11

Nhan Truong Thanh Dang, 
Nhat Minh Nguyen, Van Dung Ha, Thi Anh Tuyet Le

E-ISSN: 2415-1521 129 Volume 11, 2023



[11] S. Gallagher, Banking Performance and 

Socio Economic Development, 1st ed. ED-
Tech Press, 2021. 

[12] D. M. Sikora and G. R. Ferris, "Strategic 
human resource practice implementation: 
The critical role of line management," 
Human Resource Management Review, vol. 
24, no. 3, pp. 271–281, 2014,  
DOI: 10.1016/j.hrmr.2014.03.008. 

[13] H. Nzewi, C. Obianuju, and O. Mercy, 
"Talent management and employee 
performance in selected commercial banks in 
Asaba, Delta State, Nigeria," European 

journal of business and social sciences, vol. 
4, no. 9, 2015. 

[14] D. Tajuddin, R. Ali, and B. H. Kamaruddin, 
“Developing Talent Management Crisis 
Model for Quality Life of Bank Employees 
in Malaysia,” Procedia Soc Behav Sci, vol. 
201, pp. 80–84, Aug. 2015,  
DOI: 10.1016/j.sbspro.2015.08.133. 

[15] U. Theodorsson, T. Gudlaugsson, and S. 
Gudmundsdottir, "Talent Management in the 
Banking Sector: A Systematic Literature 
Review," Administrative Sciences, vol. 12, 
no. 2. MDPI, Jun. 01, 2022. doi: 
10.3390/admsci12020061. 

[16] Vietnam News, "Banking sector reviews 
effects of Covid-19 pandemic, prepare for 
difficult year," 2020. 
https://vietnamnews.vn/economy/business-
beat/716434/banking-sector-reviews-effects-
of-covid-19-pandemic-prepare-for-difficult-
year.html (accessed April 28, 2023). 

[17] M. C. Meyers, M. van Woerkom, and N. 
Nicky Dries, "Talent—Innate or acquired? 
Theoretical considerations and their 
implications for talent management," Human 

Resource Management Review, vol. 23, no. 
4, pp. 305–321, 2013, DOI: 
https://doi.org/10.1016/j.hrmr.2013.05.003. 

[18] J. K. Mensah, "A 'coalesced framework' of 
talent management and employee 
performance: For further research and 
practice," International Journal of 

Productivity and Performance Management, 
vol. 64, no. 4, pp. 544–566, Apr. 2015,  
DOI: 10.1108/IJPPM-07-2014-0100. 

[19] F. L. Cooke, D. S. Saini, and J. Wang, 
"Talent management in China and India: A 
comparison of management perceptions and 
human resource practices," Journal of World 

Business, vol. 49, no. 2, pp. 225–235, Apr. 
2014, DOI: 10.1016/j.jwb.2013.11.006. 

[20] E. Hartmann, E. Feisel, and H. Schober, 
"Talent management of western MNCs in 
China: Balancing global integration and local 
responsiveness," Journal of World Business, 
vol. 45, no. 2, pp. 169–178, Apr. 2010,  
DOI: 10.1016/j.jwb.2009.09.013. 

[21] A. McDonnell, D. G. Collings, and J. 
Burgess, "Guest editors' note: Talent 
management in the Asia Pacific," Asia 

Pacific Journal of Human Resources, vol. 
50, no. 4. pp. 391–398, Oct. 2012.  
DOI: 10.1111/j.1744-7941.2012.00035.x. 

[22] P. Iles, X. Chuai, and D. Preece, "Talent 
Management and HRM in Multinational 
companies in Beijing: Definitions, 
differences and drivers," Journal of World 

Business, vol. 45, no. 2, pp. 179–189, Apr. 
2010, DOI: 10.1016/j.jwb.2009.09.014. 

[23] R. E. Lewis and R. J. Heckman, "Talent 
management: A critical review," Human 

Resource Management Review, vol. 16, no. 
2, pp. 139–154, Jun. 2006,  
DOI: 10.1016/j.hrmr.2006.03.001. 

[24] J. T. Jones, M. Whitaker, P. S. Seet, and J. 
Parkin, "Talent management in practice in 
australia: Individualistic or strategic? An 
exploratory study," Asia Pacific Journal of 

Human Resources, vol. 50, no. 4, pp. 399–
420, Oct. 2012,  
DOI: 10.1111/j.1744-7941.2012.00036.x. 

[25] P. Samuelsson and M. Martea, "Contextual 
factors shaping the perception of talent and 
the motives for adoption of inclusive talent 
management strategy: A multilevel mixed 
method single case study," 2020, Master’s 
Degree project, Dalarna University, Falun. 

[26] K. Mangion-Thornley, "Coaching in the 
Context of Talent Management: An 
Ambivalent Practice," International Journal 

of Evidence Based Coaching and Mentoring, 
pp. 4–19, 2021, DOI: 10.24384/dkvw-da37. 

[27] A. Al Ariss, J. Vassilopoulou, M. F. 
Özbilgin, and A. Game, "Understanding 
career experiences of skilled minority ethnic 
workers in France and Germany," 
International Journal of Human Resource 

Management, vol. 24, no. 6, pp. 1236–1256, 
Mar. 2013,  
DOI: 10.1080/09585192.2012.709190. 

[28] N. Dries, "The psychology of talent 
management: A review and research 
agenda," Human Resource Management 

Review, vol. 23, no. 4, pp. 272–285, Dec. 
2013, DOI: 10.1016/j.hrmr.2013.05.001. 

WSEAS TRANSACTIONS on COMPUTER RESEARCH 
DOI: 10.37394/232018.2023.11.11

Nhan Truong Thanh Dang, 
Nhat Minh Nguyen, Van Dung Ha, Thi Anh Tuyet Le

E-ISSN: 2415-1521 130 Volume 11, 2023



[29] M. C. Meyers and M. van Woerkom, "The 
influence of underlying philosophies on 
talent management: Theory, implications for 
practice, and research agenda," Journal of 

World Business, vol. 49, no. 2, pp. 192–203, 
Apr. 2014, DOI: 10.1016/j.jwb.2013.11.003. 

[30] K. Mellahi and D. G. Collings, "The barriers 
to effective global talent management: The 
example of corporate élites in MNEs," 
Journal of World Business, vol. 45, no. 2, pp. 
143–149, Apr. 2010,  
DOI: 10.1016/j.jwb.2009.09.018. 

[31] D. Chadee and R. Raman, "External 
knowledge and performance of offshore IT 
service providers in India: the mediating role 
of talent management," Asian Pacific Journal 
of Human Resources, vol. 50, no. 4, pp. 459-
482, Oct. 2012,  
DOI: 10.1111/j.1744-7941.2012.00039.x 

[32] R. Kaewsaeng-On, Talent management: a 

critical investigation in the Thai hospitality 

industry. University of Salford (United 
Kingdom), 2016. 

[33] S. Beechler and I. C. Woodward, "The 
global' war for talent,'" Journal of 

International Management, vol. 15, no. 3, 
pp. 273–285, Sep. 2009,  
DOI: 10.1016/j.intman.2009.01.002. 

[34] S. Hosen, M. A. Islam, M. M. Arshad, A. M. 
Khan, and Md. K. Alam, "Talent 
Management: An Escalating Strategic Focus 
in Bangladeshi Banking Industry," 
International Journal of Academic Research 

in Business and Social Sciences, vol. 8, no. 
1, Feb. 2018,  
DOI: 10.6007/ijarbss/v8-i1/3801. 

[35] T. T. N. Dang, "Talent Conceptualisation 
and Talent Management Practices within the 
Banking Sector in Vietnam," 2021. [Online]. 
Available: 
https://researchrepository.rmit.edu.au/esploro
/outputs/doctoral/Talent-conceptualisation-
and-talent-management-
practices/9922020329601341  
(Accessed: Apr. 28, 2023.) 

[36] V. Tran, "Young People Quit Their Job after 
Tet Holiday, But Meet the True Heart of the 
Storm Covid-19: Voluntary Unemployment 
or Compulsory One? ," 2020. 
https://cafebiz.vn/nguoi-tre-nghi-viec-sau-
tet-nhung-gap-dung-tam-bao-covid-19-that-
nghiep-tu-nguyen-hay-bat-buoc-mua-dich-
20200423092634906.chn  
(accessed April 28, 2023). 

[37] VietnamWorks, "Should be Job Hopping in 
Covid-19 Pandemic?," 2020. 
https://www.vietnamworks.com/hrinsider/co
-nen-nhay-viec-mua-corona-hay-khong.html 
(accessed April 28, 2023). 

[38] Deloitte Center for Financial Services, "2018 
Banking Outlook: Accelerating the 
transformation," 2018. [Online]. Available: 
https://www2.deloitte.com/si/en/pages/financ
ial-services/articles/gx-banking-industry-
outlook.html (Accessed: April 28, 2023.) 

[39] Bank Governance Leadership Network, "The 
future of talent in banking: Workforce 
evolution in the digital era," 2018. [Online]. 
Available: 
https://www.tapestrynetworks.com/sites/defa
ult/files/publication_pdf/BGLN%20ViewPoi
nts%20-
%20Future%20of%20talent%20in%20banki
ng%20-%20Final%20-
%2020%20April%202018%20-
%20web_0.pdf (Accessed: April 26, 2023.) 

[40] The Chartered Institute of Personnel and 
Development, "Learning and talent 
development," 2012. [Online]. Available: 
http://www.cipd-co.uk/hr-resources/survey-
reports/learning-talent-development-
2012.aspx. (Accessed: April 28, 2023) 

[41] G. Guest, A. Bunce, and L. Johnson, "How 
Many Interviews Are Enough?: An 
Experiment with Data Saturation and 
Variability," Field methods, vol. 18, no. 1, 
pp. 59–82, 2006,  
DOI: 10.1177/1525822X05279903. 

[42] J. Kanabar and L. Fletcher, "When does 
being in a talent pool reap benefits? The 
moderating role of narcissism," Human 

Resource Development International, vol. 
25, no. 4, pp. 415–432, 2022,  
DOI: 10.1080/13678868.2020.1840846. 

[43] TRG International, "COVID-19's impact on 
recruitment & salary trends in 2020," 2020. 
https://www.trginternational.com/sg/event/th
e-impact-of-covid-19-on-vietnams-
recruitment-salary-trends-in-2020/  
(accessed April 28, 2023). 

[44] J. Scotland, "Exploring the philosophical 
underpinnings of research: Relating ontology 
and epistemology to the methodology and 
methods of the scientific, interpretive, and 
critical research paradigms," English 

Language Teaching, vol. 5, no. 9, pp. 9–16, 
2012, DOI: 10.5539/elt.v5n9p9. 

[45] P. Eriksson and A. Kovalainen, Qualitative 

Methods in Business Research: A Practical 

WSEAS TRANSACTIONS on COMPUTER RESEARCH 
DOI: 10.37394/232018.2023.11.11

Nhan Truong Thanh Dang, 
Nhat Minh Nguyen, Van Dung Ha, Thi Anh Tuyet Le

E-ISSN: 2415-1521 131 Volume 11, 2023

https://doi.org/10.1111/j.1744-7941.2012.00039.x


Guide to Social Research, 2nd ed. SAGE 
Publications Ltd, 2015. 

[46] R. K. Yin, Case Study Research and 

Applications: Design and Methods, 6th ed. 
SAGE Publications, Inc, 2017. 

[47] N. K. Denzin and Y. S. Lincoln, Eds., The 

SAGE Handbook of Qualitative Research, 
2nd ed. SAGE Publications, Inc, 2017. 

[48] A. Thornhill, P. Lewis, and M. N. K. 
Saunders, Research Methods For Business 

Students, 8th ed. PEARSON, 2019. 
[49] K. Malterud, V. D. Siersma, and A. D. 

Guassora, "Sample Size in Qualitative 
Interview Studies: Guided by Information 
Power," Qual Health Res, vol. 26, no. 13, pp. 
1753–1760, Nov. 2016,  
DOI: 10.1177/1049732315617444. 

[50] W. Cobern and B. Adams, "When 
interviewing: how many is enough?," 
International Journal of Assessment Tools in 

Education, pp. 73–79, Apr. 2020,  
DOI: 10.21449/ijate.693217. 

[51] S. J. Taylor and R. Bogdan, Introduction to 

Qualitative Research Methods: The Search 

for Meaning, Subsequent. Wiley-
Interscience, 1984. 

[52] M. Q. Patton, "Two Decades of 
Developments in Qualitative Inquiry: A 
Personal, Experiential Perspective," 
Qualitative Social Work, vol. 1, no. 3, pp. 
261–283, 2002,  
DOI: 10.1177/1473325002001003636. 

[53] B. G. Glaser and A. L. Strauss, The 

Discovery of Grounded Theory: Strategies 

for Qualitative Research. Routledge, 1999. 
[54] J. Green and N. Thorogood, Qualitative 

Methods for Health Research, 4th ed. SAGE 
Publications Ltd, 2018. 

[55] M. Crouch and H. McKenzie, "The logic of 
small samples in interview-based qualitative 
research," Social Science Information, vol. 
45, no. 4, pp. 483–499, Dec. 2006,  
DOI: 10.1177/0539018406069584. 

[56] B. Brotherton, Researching Hospitality and 

Tourism, 2nd ed. SAGE Publications Ltd, 
2015. 

[57] N. T. T. Dang, Q. T. Nguyen, R. Habaradas, 
V. D. Ha, and V. T. Nguyen, "Talent 
conceptualization and talent management 
approaches in the Vietnamese Banking 
Sector," Journal of Asian Finance, 

Economics and Business, vol. 7, no. 7, pp. 
453–462, Jul. 2020,  
DOI: 10.13106/jafeb.2020.vol7.no7.453. 

[58] V. Braun and V. Clarke, "Using thematic 
analysis in psychology," Qual Res Psychol, 
vol. 3, no. 2, pp. 77–101, 2006,  
DOI: 10.1191/1478088706qp063oa. 

[59] J. W. Creswell, A Concise Introduction to 

Mixed Methods Research, 2nd ed. SAGE 
Publications, Inc, 2021. 

  
 

 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

WSEAS TRANSACTIONS on COMPUTER RESEARCH 
DOI: 10.37394/232018.2023.11.11

Nhan Truong Thanh Dang, 
Nhat Minh Nguyen, Van Dung Ha, Thi Anh Tuyet Le

E-ISSN: 2415-1521 132 Volume 11, 2023



APPENDIX 

 

The detailed version of the industry toolkit of 

Talent Concepts and TM in Banks (Intended 

Recipient - Bank Managers)  

Appendix 1. The detailed version of the 
industry toolkit of Talent and TM in banks 

 
 
 
 
 
 
 

 
Appendix 2. The detailed version of the 
industry toolkit of Talent and TM in banks. 

 
 
 
 
 
 
 

WSEAS TRANSACTIONS on COMPUTER RESEARCH 
DOI: 10.37394/232018.2023.11.11

Nhan Truong Thanh Dang, 
Nhat Minh Nguyen, Van Dung Ha, Thi Anh Tuyet Le

E-ISSN: 2415-1521 133 Volume 11, 2023



Contribution of Individual Authors to the 

Creation of a Scientific Article (Ghostwriting 

Policy) 

Nhan Truong Thanh Dang conducted the literature 
review, collected data and analyzed and discussed 
the findings. 
Nhat Minh Nguyen participated in data collection 
and wrote the method section. 
Van Dung Ha participated in research analysis, 
discussion of findings and proposed managerial 
implications. 
Thi Anh Tuyet Le participated in the literature 
review and discussion of findings. 
 
Sources of Funding for Research Presented in a 

Scientific Article or Scientific Article Itself 

No funding was received for conducting this study. 
 

Conflict of Interest 

The authors have no conflicts of interest to declare 
that are relevant to the content of this article. 
 
Creative Commons Attribution License 4.0 

(Attribution 4.0 International, CC BY 4.0) 

This article is published under the terms of the 
Creative Commons Attribution License 4.0 
https://creativecommons.org/licenses/by/4.0/deed.en
_US 
 
 

WSEAS TRANSACTIONS on COMPUTER RESEARCH 
DOI: 10.37394/232018.2023.11.11

Nhan Truong Thanh Dang, 
Nhat Minh Nguyen, Van Dung Ha, Thi Anh Tuyet Le

E-ISSN: 2415-1521 134 Volume 11, 2023

https://creativecommons.org/licenses/by/4.0/deed.en_US
https://creativecommons.org/licenses/by/4.0/deed.en_US



