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Abstract 

This paper discussed Talent Management and employee performance of paint manufacturing 

firms in South South Nigeria, population of 3930 employees was raised from 22 manufacturing 

firms but Godden’s formula (2004) was used to determine the sample size to 521 using 

stratified random sampling method, Human capital theory by Becker (1964) was used to back 

up this study and that of Ability, Motivation, Opportunity (AMO Theory).  Hypotheses were 

tested using simple regression through the use to SPSS version 23 the result indicated that 

there is a significant positive relationship between talent attraction/recruitment and employee 

performance of paint manufacturing firms in South South Nigeria. There is also a positive 

significant relationship between talent deployment and employee performance of paint 

manufacturing firms in South South Nigeria, conclusion was given also recommendations were 

that Top management of these firms used should endeavour to design a practical recruitment 

system that considers quality and quantity employees that fits the job. 

Keywords – Talent Management, Employee performance, South South Nigeria. 

Background of the Study 

Talent management is considered the brain of human capital management. Innate talent exists 

among corporate employees in the form of skills and abilities, and these can improve company 

performance also organizational skills. is generally dependent on the quantity and quality of its 

workforce (Soud, 2020). Managers today focus on the skills, knowledge and intangibles of 

their employees. Shortage of qualified and skilled labour is a concern for business leaders 

around the world.  

Mohammed (2015) describes the intuitive nature of a small number of employees in a business 

organization who excel to achieve the desired goals and play a central role in the organization's 

resent and future performance. Aibeieyi and Oghoator (2015) believe that the focus of talent 

management is to attract, select, engage, develop and retain employees. Globalization 

complicates this as it prevents talented employees from restricting the marketing of their skills 

(Dina, 2021). Workers in manufacturing companies in Nigeria can easily find new jobs within 

the same sector, in another sector or even outside the country, so organizations are always in a 

competitive position through well-planned talent management. (Chikodiri, Cross & May, 

2022). Today's business environment is global, complex, dynamic, competitive and 

unpredictable (Schuler, Jackson & Tarigue, 2011). In this context, talent professionals and 

consultants (HR professionals) repeatedly stress the importance of human capital to deal with 

an uncertain environment. Talent Management (TM) deals with managing human capital, 

which consists of people, knowledge and skills.  

 Gardner (2002), talent management is a major global challenge facing most organizations 

around the world to sustain their operations and continue to grow in terms of service and 
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profitability. Most of an organization's assets, such as products, technologies, and strategies, 

can be easily replicated. However, human capital development takes a lot of time and is seen 

as a key factor in managing and adapting to organizational needs. 

Statement of the Problem 

Manufacturing companies need strong organizational leaders to engage their employees in 

talent management, as many companies are at risk in talent management.  Problems are 

executive shortages, high turnover, retirements, and increasing difficulty attracting talented 

employees for the industry. Thus, all modern organizations recognize the importance of 

attracting, developing and retaining talent to survive in a competitive marketplace. Talent 

management is strategically important to organizations because it differentiates when it 

becomes a core competency (Ashton & Morton, 2005). Despite the importance of talent 

management, many companies have insufficient staff quantity and quality, explaining the 

often-discussed decline in performance standards in many companies. (Fabunmi & Isah, 2004). 

Furthermore, talent management rests on the fact that companies are run by people so they are 

the people who create value by using the company's assets to create products and services that 

people need.  

This means that the better an organization's employees, the better its performance. This is the 

rationale behind talent management to attract, develop and harness the best minds to achieve 

best business outcomes. Managing talent is a challenge for all companies competing for the 

same talent pool. Organizations wage a talent war for employee engagement, engagement, 

retention and value creation, resulting in better organizational performance (Mohammed, 

2015), talent shortages are being experienced, affecting all organizations regardless of industry. 

This is because the skills of the available workforce may not match the advanced and more 

complex skills required by firms (Buhler, 2008). Globalization has also made it possible for a 

talented employee to seek jobs in companies around the world rather than limiting the 

marketing of her skills to her region. Such organizations need to ensure that they are prepared 

for the problem of talent shortages. As a result, professionals are concerned about the potential 

for intense global competition for talent and therefore looking at how talent is recruited, 

developed and managed. As such, organizations are exposed to global competition for talent. 

The labour market shows that large companies around the world are constantly competing for 

talent. 

Objectives of the Study 

The overall purpose of this study is to examine talent management (TM) and employee 

performance in paint manufacturing companies. Specific purposes are:  

1. Examines the significant relationship between talent attraction/recruitment and 

employee performance of paint manufacturing companies in South-South Nigeria.  

2. To ascertain the extent to which talent deployment has impacted to employee 

performance of paint manufacturing companies in South south Nigeria.  

Research Hypotheses 

The following research hypotheses were to guide the conduct of the study: 

1. H1:    There is a strong positive relationship between talent attraction/recruitment and  
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               Employee performance of paint manufacturing firms in South-South, Nigeria. 

2. H1:    Talent deployment has positive influence on employee performance in paint  

    manufacturing firms in South-South, Nigeria? 

Conceptual Framework: 

Talent 

Shah (2021) describes talent management as a way to improve productivity and labour 

efficiency by innovating the processes by which organizations develop, attract, and retain a 

high-quality workforce and exploring the potential to achieve long-desired organizational 

goals. Chikodiri, Cross, and May (2022) assert that organizational talent exists in the form of 

skills and abilities of business employees, with the ability to improve organizational 

performance and indeed organizational capabilities (Lockwood, 2006 and Lawler, 2005). The 

implication is that production in an organization generally depends on the quantity and quality 

of its workforce (Soud, 2020). Managers today focus on the skills, knowledge and intangibles 

of their employees.  He also points out that a shortage of qualified and skilled labour is a 

concern for business leaders around the world.  

Based on this, the concept of talent management was developed. Shah. (2021) describes talent 

management as a way to improve productivity and work efficiency by revising the processes 

by which organizations develop, attract and retain a high-quality workforce, and exploring the 

possibilities of achieving the organization's long-awaited goals. Mohammed (2015) describes 

the intuitive nature of a small number of employees in a business organization who excel to 

achieve the desired goals and play a central role in the organization's recent and future 

performance. 

Aibeieyi and Oghoator (2015) believe that the focus of talent management is to attract, select, 

engage, engage, develop and retain employees. Talent management is considered the brain of 

human capital management. Talent is considered the sum of individual abilities. This includes 

an individual's inherent talents, abilities, knowledge, experience, intelligence, judgment, 

attitude, character and drive. It also includes an individual's ability to learn and grow (Nafei, 

2015). Talent refers to the inherent traits, qualities, or abilities of people who use them to 

achieve organizational goals. Wikstron and Martin (2012), on the other hand, found that talent 

represents superior mastery of skills and systematic knowledge developed in the field of human 

endeavour.  

Morton (2004) believed that talent is an individual who can radically change how an 

organization functions. Pruis (2011) described talent as intrinsic, self-empowering and not 

requiring approval from others. Ready and Conger (2007) define talent as a group of employees 

who have above-average knowledge and skills, ready to move up to management positions, 

and are therefore the best talent in an organization. 

Talent Management (TM) 

Schweyer (2010) argues that human capital management is a continuous process and an active 

activity. This means people tasked with ensuring a constant and continuous flow of talented 

people within an organization. Humans are also the source of creativity and the key to insight. 

Money speaks, but cannot be analyzed. People are the most important resource that coordinates 
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all other resources to improve efficient productivity. Talent management is a concept that deals 

with the procurement, screening, selection, retention, development, deployment and renewal 

of work within an organization (Iles, Chuai & Preece, 2010).  

Avies and Davies (2010) Talent management is the systematic attraction, identification, 

provision, retention and delivery of high-potential individuals of particular value to an 

organization. Stahl (2007) considers talent management to include all activities of an 

organization, including attracting, selecting, developing and retaining the best people in the 

right positions. Talent development is the process of transforming an organization, its people, 

its stakeholders and groups of people to achieve and maintain its competitive advantage 

through planned and unplanned learning. 

Theoretical Framework 

This study is anchored on the Human Capital Theory propounded by Becker (1964). This 

theory postulates that human capital the composition of employee skills, knowledge, and 

abilities - is a central driver of employee performance. The theory has been widely used in the 

field of human resource management (Crook, Todd, Combs, Woehr, &Ketchen, 2011). This 

theory views human capital as a competitive resource that organizations can invest in and is 

valued by the organization since it increases productivity. 

The relevance of this theory is that if organizations pursue goal congruence, and focus more on 

retaining top performers, the huge amount invested in top performers pays off with long term 

benefits to the organization. If employees are adequately invested in, well managed and 

retained, they will be innovative and creative, competent and committed, readily useful and 

available to the organization to do the right job for all the right reasons and goal achievements 

becomes glaring and tangible. 

The study is also anchored on Ability. Motivation, Opportunity Theory (AMO Theory). 

Expectancy to motivation explains the link between motivation and performance. The theory 

proposes that performance at individual level depends on high motivation, possession of the 

necessary skills and abilities and an appropriate role and understanding of that role 

(Savaneviciene and Stankeviciute 2010). It is a short step to specify the HRM practices that 

encourage high skills and abilities, for example careful selection and high investment in 

training; high motivation, for example employee involvement and performance-related pay; 

and an appropriate role structure and role perception, for example job design and extensive 

communication and feedback. Different HR practices/policies have many effects on ability, 

motivation, and to some degree, ability requirements/opportunity (Katou, 2008). Recruitment 

and selection, training and development policies are expected to have their primary effect on 

ability (and related expectancy motivation perceptions). Job design and job analysis primarily 

determine ability requirements/opportunity and to some degree, (intrinsic) rewards offered. 

Compensation has its primary effect on rewards offered and instrumentality perceptions 

(motivation). The AMO theory claims, there will be enhanced performance if the work 

environment provides the necessary support (for example through functioning technology) 

(Musah, 2008). This theory implies that an organizations HRD practices should speed up 

development for those employees with high ability and motivation whenever an opportunity 

arises. This means that those with high ability and motivation should be given priority over 

those with lower ability and motivation. 
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Empirical Review 

Aina and Atan (2020) conducted a research on the impact of managing talent practices on 

sustaining organizational performance and studies on real estate firms in the United Arab 

Emirates. Using descriptive survey design, with population of 200 all population was used due 

to it is manageable, first hypothesis test shows that talent development has a significant impact 

on the organizational performance (market expansion), the result shows that managing talented 

employees has a significant impact on companies used so organizations will employ talented 

employees for high productivity which enhances performance.  

Čizmić and Ahmić (2021), who studied talent management and employee training in an Indian 

textile manufacturing organization in Delhi, concluded that talent retention was positively and 

significantly associated with employee performance in the organization. They employed a 

regression of her 5-year sample in which data collected from companies used, population of 

250 people. Developing talent through education and training can improve the performance of 

employees in organization. This means that human resource development is a core requirement 

for productivity improvement. This is complemented by the fact that management establishes 

actionable policies that enable strong talent development to enhance product innovation. 

METHODOLOGY 

Research Design 

The research design used for the study was descriptive survey research method. This design 

enabled the researcher to generate data for the study and for the test of hypotheses. 

Area of Study: 

The area for this study is the South-South geo-political zone of Nigeria which comprises six 

states namely, Akwa-Ibom, Bayelsa, Cross Rivers, Delta, Edo and Rivers States.  Furthermore, 

the states are blessed with different natural gas, clay, marble, limestone, chalk, salt, kaolin, 

quartzite, etc. they are well known for farming, fishing, trading, weaving, carving, and 

blacksmith. The South-South zone is made up of 123 local governments and is situated in the 

Southern Part of the Country. 

Sources of Data 

The sources of data for this research were primary data and secondary data. 

Primary Data 

They are firsthand information specially collected for the study. They are usually collected 

from the field under the control and supervision of an investigator or researcher. The primary 

data for the study was collected through the distribution of the questionnaire. 

(a)  Questionnaire: 

For this study, the questionnaire used was divided into two section; Section A and Section B. 

Section A is demographic in nature and consists of the personal data of respondents, while 

Section B is made up of the general questions related to the research topic. 
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Secondary Data 

The secondary data for the study was generated through data from journal, strategic periodicals, 

textbook obtained from libraries, and mainly from the internet. 

Population of the Study 

However, twenty-two (22) manufacturing firms were selected for the study by the use of 

judgmental sampling. Thus, population for this study comprised all permanent (Senior and 

Junior) employees of the twenty-two manufacturing firms under study. The total staff strength 

of the twenty-two manufacturing firms selected for the study was 3,930 as shown below. 

Population of the Selected Manufacturing Firms 

S/N Manufacturing Firms Population States  

1. Paragon Paint Industry 220 Akwa-Ibom 

2. IMEDUK Industries Limited 220 Akwa-Ibom 

 Total 440  

5. Lux Paint & Chemical 220 Bayelsa  

6. Home Beauty Coat Paint 183 Bayelsa 

7. SENALUX Paint 190 Bayelsa 

8. Revelation Group 120 Bayelsa 

 Total 713  

9. Crystal Paints Limited 210 Cross River 

10. Theparo Paints 105  Cross River 

11. Dulux Colour 115 Cross River 

12. Isamo Paints Nig. Co. Ltd 95 Cross River 

 Total 525  

13. Smithtex Paints 210 Delta 

14. Permolit Paints Nigeria 150 Delta 

15. Hotspot Paints 140 Delta 

16. Coat City Pains 280 Delta 

 Total 630  

17. Fanlex Paints and Coatings Company 150 Edo  

18. E.D.S Quality Paints 130 Edo 

19. Cowrie Paints 200 Edo 

20. Zionet Paints 150 Edo 

 Total 630  

21. Glaxo Paint Nigeria Limited 205 Rivers 

22. Marshal Paint and Chemical 

Industries 

110 Rivers 

23. Amazon Paints 202 Rivers 

24. Prosper Paints 325 Rivers 

 Total  842  

Grand Total  3,930  

Source: Field Survey, 2022. 
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Sample Size Determination: 

The sample size for the study was mathematically determined by Godden’s (2004) formula. 

This mathematical method is given as: 

Infinite Population Formula: 

 n = 
𝑍2𝑃𝑞

𝐶2  

where: 

n = Sample Size 

Z = Z – valueA (e.g., 1.96 for a 95% confidence) 

P = Percentage of Population Picking a choice, expressed as decimal, usually 0.5 is chosen. 

So, n = 
3.8416 (0.5)(0.5)

(0.04)2 = 600 

Sample Size Finite Population: 

New Sample Size, n = 
𝑛

1+ 
(𝑛−1)

𝑝𝑜𝑝

 

pop = Population (3, 930) 

 thus, substituting in the above equation, we have: 

n =  
600

1+ 
(600−1)

3930

  = 
600

1+ 
599

3930

 

n = 
600

1+0.152417302
 =

600

1.152417302
 

 = 520.64 521 

Sample Procedure 

A stratified random sampling was used in this study. Using this method, stratification of the 

employees was strictly based on their position in organizational hierarchy: top, middle and 

lowers levels of management respectively. Random sampling ensures that units of the sample 

are selected on the basics of chance, and all units have an equal chance to be included in the 

sample. 
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Test of Hypotheses 

The hypotheses were tested by simple regression analysis through the use of SPSS computer 

package version 23. 

Hypothesis One: 

H0: there is no strong positive relationship between talent attraction/recruitment and employee 

performance of paint manufacturing firms in the south-south of Nigeria. 

H1: there is a strong positive relationship between talent attraction/recruitment and employee 

performance of paint manufacturing firms in the south-south of Nigeria. 

 Model summary b 

Model R R-square Adjusted R-

square  

Std. Error of 

the estimate  

Durbin-

Watson 

1 880 775 774 57561 323 

a. Predictors: (Constant), talent attraction/recruitment 

b. Dependent variable: performance 

ANOVAa 

Model Sum of 

square  

Df Mean square F Sig 

 Regression 

1. Residual 

Total  

407.649 

118.615 

526.264 

1 

358 

359 

407.649 

.331 

 

1230.350 .000b 

 

a. Dependent variable: performance 

b. Predictors: (Constant), talent attraction/recruitment 

Coefficienta 

Model Unstandardized 

coefficient  

Standardize

d coefficient 

T Sig 

B Std. Error Beta 

Constant 

1. Talent 

attraction  

.231 

.852 

.049 

.024 

 

880. 

4.729 

35.076 

000 

000 
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a. Dependent variable: performance 

R= 0.880 

R2=0.775 

F= 1230.350 

T= 35.076 

DW= 0.323 

Interpretation: 

The regression sum of squares (407.649) is greater than the residual sum of squares (118.615), 

which indicates that more of the variation in the dependent variable is not explained by the 

model. The significance value of the F statistics (0.000) is less than 0.05, which means that the 

variation explained by the model is due to chance. 

R, the correlation coefficient which has a value of 0.880, indicates that there is a positive 

relationship between talent attraction/recruitment and employee performance of paint 

manufacturing firms in the south-south of Nigeria. R-square, the coefficient of determination 

shows that 77.5% of the variation in the employee performance of the paint manufacturing 

firms is explained by the model. 

With the linear regression model, the error of the estimate is low, with a value of about .5761. 

The Durbin-Watson statistics of 0.323, which is not more than 2, indicates there is no more 

autocorrelation. 

A talent attraction coefficient of 0.880 indicates a positive significance between talent 

attraction and employee performance of paint manufacturing firms which is statistically (with 

t=35.076). Therefore, the null hypothesis should be rejected and the alternative hypothesis 

accordingly accepted. Thus, there is a significant positive relationship between talent 

attraction/recruitment and employee performance of paint manufacturing firms in the south-

south of Nigeria. 

Hypothesis Two 

Ho: talent deployment not positively influences employee performance of paint manufacturing 

firms in the south-south of Nigeria. 

H1: Talent deployments positively influence employee performance of paint manufacturing 

firms in the south-south of Nigeria. 
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Model summary b 

Model R  R-square Std. Error of 

the estimate  

Durbin-

Watson 

1 841a 707 .68749 .297 

a. Predictor: (constant), talent deployment 

b. Dependent variable:  employee performance. 

ANOVA a 

Model   Sum of 

square 

Df Mean square F Sig  

Regression 

Residual 

Total 

407.415 

169.207 

.576.622 

1 

358 

359 

407.415 

.473 

861.990 000b 

a. Dependent variable: employee performance 

b. Predictor (constant): talent deployment 

Model Unstandardized coefficient  Unstandardized 

coefficient  

T Sig. 

B Std. Error beta 

(constant) 

Talent deployment 

.308 

.812 

.059 

.028 

 

.841 

5.218 

29.360 

000 

000 

a. Dependent variable:  employee performance 

R=0.841 

R2= 0.707 

F=861.990 

T= 29.360 

DW= 0.297 
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Interpretation: 

The regression sum of squares (407.415) is greater than the residual sum of squares (196.207), 

which indicates that more of the variation in the dependent variable is not explained by the 

model. The significance value of the F statistics (.0000) is less than 0.05, which means that the 

variation explained by the model is not due to chance. 

R, the correlation coefficient which has a value of .0841, indicates that there is a positive 

relationship between talent deployment and employee performance of paint manufacturing 

firms as explained by the model. 

With the linear regression model, the error of the estimate is low, with a value of about .68749. 

The Durbin Watson statics of 0.297, which is not more than 2, indicates there is no 

autocorrelation. 

The talent deployment coefficient of 0.841 indicates a positive significance between talent 

deployment and employee performance of paint manufacturing firms which is statistically 

significant (with t=29.360). Therefore, the null hypothesis should be rejected and the 

alternative hypothesis accordingly accepted. Thus, talent deployment positively influences 

employee performance of paint manufacturing firms in the south-south of Nigeria. 

Discussion of Results: 

The test of hypothesis one revealed that there is a significant positive relationship between 

talent attraction/ recruitment and employee performance of paint manufacturing firms in the 

south-south of Nigeria. This finding appears consistent with the view of Glen (2007) and that 

of Katou and Budhwar (2007) that talent attraction/ recruitment positively influences 

organizational performance. It has also found powerful research and intellectual support in 

Aposporia, et al, (2008) assertion that attraction/ recruitment is positively related to 

organizational performance. 

The test of hypothesis two using sample regression analysis showed that talent deployment 

positively influences employee performance of paint manufacturing firms in the south-south 

of Nigeria. The talent deployment coefficient of 0.841 indicates a positive significance between 

talent deployment and employee performance of paint manufacturing firms which is 

statistically significant (t=29.360). This appears consistent with Murchiri and Jeans (2016) 

result shows that there is a significant positive association between deployment practices and 

employee performance. 

Summary of findings  

The following were the major finding of the study: 

1. There is a significant positive relationship between talent attraction/recruitment and   

employee performance of paint manufacturing firms in the South-South, Nigeria. 

2. Talent deployment positively influences employee performance of paint manufacturing 

firms in the South-South, Nigeria. 
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Conclusion 

This work specifically addressed Talent Management (TM) and employee performance   of 

paint manufacturing firms in South-South, Nigeria, with particular reference to the twenty-two 

selected paint manufacturing firms in the south-south. The study revealed that there is a 

significant positive relationship between talent attraction/recruitment and employee 

performance of paint manufacturing firms in the south-south of Nigeria and that there is a 

significant positive relationship between talent deployment and employee performance of paint 

manufacturing firms in the south-south of Nigeria. 

Recommendations 

Based on the findings of the study, the following recommendations were made. 

1. Top management of paint manufacturing firms in south south Nigeria should endeavour 

to design a more practical hiring system that takes into consideration the quality and 

quantity of employees  that fits the job. 

2.  Paint manufacturing firms and their managements deploy talented employees in their 

organization in a way that follows the strategic goals of the firm and the individual's 

development of the employees. 
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