
Academic Editor: Lucian-Ionel Cioca

Received: 2 March 2025

Revised: 1 April 2025

Accepted: 2 April 2025

Published: 7 April 2025

Citation: Menezes, D.B.S.;

Gumashivili, M.; Kanokon, K. The

Role of Talent Management in

Enhancing Employee Retention:

Mediating the Influence of

Psychological Empowerment.

Sustainability 2025, 17, 3277. https://

doi.org/10.3390/su17073277

Copyright: © 2025 by the authors.

Licensee MDPI, Basel, Switzerland.

This article is an open access article

distributed under the terms and

conditions of the Creative Commons

Attribution (CC BY) license

(https://creativecommons.org/

licenses/by/4.0/).

Article

The Role of Talent Management in Enhancing Employee
Retention: Mediating the Influence of Psychological Empowerment
Dalila B. S. Menezes * , Megi Gumashivili and Kiti Kanokon

School of Management and Economics, University of Electronic Science and Technology (UESTC),
Chengdu 611731, China
* Correspondence: dalila_menezes@hotmail.com

Abstract: In this study, the mediating effect of psychological empowerment (PE) is exam-
ined along with the impact of talent management (TM) in improving employee retention
(ER). Companies increasingly realize how important strategic TM is in retaining talented
workers and promoting organizational success in today’s cutthroat business world. Us-
ing a cross-sectional survey of 226 employees across multiple sectors in São Tomé and
Príncipe, this study examines TM’s effects on ER through PE’s mediating role. This research
demonstrates that TM has a significant positive effect on ER and that PE mediates the
relationship between TM and ER. Organizations can create an environment that nurtures
commitment, motivation, and long-term retention by empowering employees through
targeted TM practices. According to this study, PE is crucial in connecting TM tactics
to better ER results, advancing HRM theory. The findings support the theories that PE
mediates the interaction between TM and ER and that TM positively impacts ER and PE. To
maintain a competitive edge in the modern workforce, HR professionals looking to boost
employee engagement, satisfaction, and loyalty will find this study offers helpful insights.

Keywords: talent management; employee retention; psychological empowerment; human
resource management

1. Introduction
Human capital represents the most vital resource for organizational productivity and

long-term competitive advantage [1]. In today’s knowledge economy, talented employees—
particularly those capable of driving organizational success—constitute a critical asset that
requires careful management [2]. Effective talent management (TM) has consequently
emerged as a strategic imperative, encompassing the systematic identification, develop-
ment, and retention of high-potential employees who can create organizational value [3,4].

The importance of TM is particularly evident in its relationship with employee reten-
tion, which directly impacts organizational performance and stability [5,6]. High retention
rates boost workforce productivity and enhance overall organizational effectiveness by
reducing the costs and disruptions associated with turnover [7,8]. Extensive research has
established that talent management practices (TMPs) significantly improve staff reten-
tion [9–11]. However, two critical limitations persist in current understanding. First, while
studies confirm TMPs’ positive outcomes, the psychological mechanisms driving these
effects—particularly how TMPs influence retention-related attitudes, like organizational
commitment and job satisfaction—remain underemployed [12]. Second, existing research
has predominantly examined these relationships in stable, resource-rich contexts, leav-
ing gaps in knowledge about how they function in developing economies facing talent
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scarcity and high migration [13]. Psychological empowerment comprising employees’
sense of meaning, competence, self-determination, and impact offers a promising lens to
address these gaps [14]. Research suggests that empowered employees demonstrate more
significant commitment, job satisfaction, and retention [15,16]. However, the potential
mediating role of empowerment in the TMP–retention relationship remains underem-
ployed, particularly in resource-constrained contexts where talent retention poses unique
challenges [17].

These challenges are acutely evident in São Tomé and Príncipe (STP), where labor
market dynamics create exceptional retention pressures. Recent policy changes, notably
Portugal’s simplification of visa applications for CPLP members (Law 18/2022; Regulatory
Decree No. 4/2022), have accelerated the brain drain, with skilled professionals increasingly
migrating abroad [18]. This exodus, combined with STP’s small population and geographic
isolation, has created an urgent need for context-specific retention strategies [19].

Therefore, this study examines how TM practices enhance employee retention in
STP, focusing on psychological empowerment as a mediating mechanism. Our research
makes three key contributions. First, it extends TM theory by elucidating the psychological
pathways linking TMPs to retention outcomes. Second, it provides empirical evidence from
STP’s understudied labor market context. Third, it offers practical insights for organizations
operating in similar resource-constrained environments. The findings will inform tailored
approaches to talent retention that account for universal psychological principles and
context-specific constraints.

2. Literature Review and Hypothesis Formulation
2.1. Talent Management

Today’s dynamic and competitive business environment has made talent management
an essential component of corporate success. Early researchers, such as Cappelli [20],
argued that TM involves recognizing, nurturing, and strategically utilizing individuals
who possess the necessary skills and abilities to propel the organization toward its goals,
a process he defines as identifying, developing, and deploying individuals possessing
the competencies required to accomplish the organizational objective, turning identifying
and developing the right talent into one of the key challenges in talent management.
Lewis and Heckman [21] pointed out that the war for talent is about finding the best
people and creating a setting that fosters their development and growth. This means that
companies must take a strategic approach to managing their workforce that aligns with their
overarching company goals [22]. Organizational performance has been demonstrated to
improve using talent management techniques. Organizations that used talent management
strategies like leadership development, succession planning, and performance management
reported improved organizational performance, as stated by Scullion and Cullings [23].
Likewise, Kim and McLean [24] discovered a favorable correlation between corporate
culture and talent management strategies, which correlated with job satisfaction and
employee engagement.

However, it is crucial to consider the context in which talent management is im-
plemented. According to Sparrow et al. [25], effective talent management requires an
awareness that it is a customized process that must be tailored to each organization’s
unique requirements and circumstances rather than a general approach. According to
Hewlett et al. [26], this is especially crucial in companies with diverse workforces since
talent management procedures need to be customized to fit the requirements of various
employee groups.

According to Ulrich et al. [27], HR managers’ perceptions of talent management meth-
ods were correlated with their talent philosophies, which were linked to the competencies
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needed for effective talent management. The three talent theories that were found by the
study were leadership talent, organizational talent, and individual development. Accord-
ing to the study, HR managers with a more organizational-focused personnel mindset
were more likely to use leadership development and succession planning. Modern talent
management has evolved from static role filling to a dynamic, systemic process where
organizations and employees co-create value through ongoing adaptation [28,29]. This
perspective recognizes that critical roles and required competencies shift continuously.
Cappelli and Keller [30] found that there is a 28–32% role transformation every 3 years
in professional services. Employee aspirations and organizational needs exist in constant
negotiation, and TM systems must balance organizational imperatives with individual
growth trajectories [31,32].

Contemporary talent management operates as a complex adaptive system where
organizations and employees co-create value through ongoing partnerships [33]. Building
on Ibarra’s [34] work on protean careers, we conceptualize TM as a bidirectional negotiation
of expectations and opportunities, an emergent process where both organizational needs
and individual aspirations evolve dynamically, and a portfolio of flexible practices that
support mutual adaptation [35,36].

2.2. Employee Retention

Employee retention refers to an organization’s ability to retain its workforce over
time. Research suggests this capacity is influenced by factors such as employee trust in
management and affective commitment to the organization [37]. Therefore, the company
needs to maximize retention by raising the percentage of employees who want to stay with
the company instead of quitting because of pressure from the company. Employee retention
has been a major topic of study in the academic literature of human resource management
since knowledge has become a crucial economic asset [38]. The broad definition of employee
retention is the capacity to maintain a consistent human resource. Trust and organizational
passion are often linked to this.

In social businesses, employee retention is essential, especially in the healthcare
sector, where the loss of seasoned staff can negatively affect patient care [39]. Since high
staff turnover rates in social organizations can result in lower output, more recruiting
expenses, and a negative impact on organizational performance, they have been a concern
in recent years [40].

According to Eisenberger et al. [41], various factors affect employee retention, includ-
ing organizational culture, leadership style, employee engagement, job satisfaction, career
development opportunities, and perceived organizational support. For instance, a study
on the impact of talent retention tactics on employees’ attitudes toward their jobs found
that employees are likelier to remain with a company that supports them [42]. Accord-
ing to a different study on the motivation and retention of primary healthcare workers
in rural health facilities, the important factors affecting the retention of trained health-
care professionals include organizational support, career development possibilities, and
job satisfaction [43].

Perceived organizational support has been found to play a significant role in employee
retention, with employees who feel supported by their organization being more likely to
return favorably with favorable attitudes and actions, such as increased job satisfaction
and retention [41]. This is consistent with the social exchange theory, which posits that
employees form relationships with their organizations based on exchanging benefits and
rewards [44]. Employees who feel that their organization provides adequate benefits and
rewards are likelier to stay with it. Employees who feel supported by their organization are
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more likely to stick with it, especially in the face of difficult working conditions, according to
another study on the effect of perceived organizational support on employee retention [42].

According to these research findings, companies can increase employee retention by
offering them sufficient advantages and incentives, like chances for professional growth,
job satisfaction, and organizational support [41]. Additionally, research indicates that
maintaining talent is critical for employee well being and corporate performance [45].
Reduced stress, better mental health, and job satisfaction are all more likely for workers
who feel supported by their company [41].

2.3. Psychological Empowerment

Psychological empowerment has emerged as a key focus in organizational behavior re-
search, particularly for its demonstrated effects on employee motivation and retention [46].
According to Thomas and Velthouse [47], it describes the procedure for giving people
the freedom to guide their work and make choices that impact their position and com-
pany. As important as assigning work or granting workers more autonomy is creating
an atmosphere where people feel secure, knowledgeable, and inspired enough to take
responsibility for their jobs [14]. Psychological empowerment’s four dimensions (impact,
competence, self-determination, and meaning) operate energetically with psychological
contract theory [48]. When organizations fulfill talent management obligations through
empowerment practices (e.g., skill development, decision-making autonomy), employees
perceive this investment as honoring the relational contract [49]. This triggers reciprocal
commitment through social exchange processes, particularly in contexts like São Tomé
and Príncipe where formal contracts may be limited. The psychological contract thus
provides the “why” behind empowerment’s retention effects—employees who feel their
implicit expectations are met through TM interventions are more likely to reciprocate with
organizational commitment [50].

Impact refers to the sense of making a difference and influencing the organization [51].
According to Martinko and Gardner [52], the impact is the opposite of learned helpless-
ness. Furthermore, impact and locus of control are not the same thing. While the work
environment influences impact, internal locus of control is universal.

Being competent is having the ability and effectiveness to perform one’s job [53].
According to Bandura [54], competence is comparable to agency beliefs, personal mastery,
or effort–performance expectancy.

An employee’s sense of purpose and significance in their work is called meaning [47],
which is the alignment of beliefs, attitudes, and actions with the demands of a job [55,56].

The autonomy and freedom to choose and act are referred to as self-determination [57].
Making choices regarding work methods, pace, and effort are instances of self-determination,
demonstrating autonomy in the beginning and continuance of work behaviors and pro-
cesses [58,59]. These four components are critical in understanding how psychological
empowerment affects employee outcomes. Afram et al. [13] found that employee empow-
erment and organizational performance have a positive link, highlighting the impact of
empowerment on overall organizational success.

This study discovered that employee empowerment is a precursor to enhanced em-
ployee engagement, showing a higher level of job satisfaction, motivation, and commitment,
contributing to a more productive and efficient workforce [60].

Extant research has also shown that psychological empowerment positively impacts
employee outcomes such as job satisfaction, organizational commitment, and retention [61].
Psychological empowerment was positively correlated with organizational commitment
and job satisfaction among hotel sector employees, according to Seibert [46].
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These findings are also supported by a recent study by Wang and Li [62], which
states that employees benefit from empowered leadership through the mediating role
of psychological empowerment. Furthermore, a meta-analytic review by Zhang and
Bartol [63] found that empowering leadership impacted employee creativity and that
there was a mediating role of psychological empowerment in this relationship. Stanescu
et al. [64] found that empowering leadership impacted employee innovation behavior
through psychological empowerment’s mediating role, highlighting the importance of
empowering leadership in promoting employee innovation likely to feel empowered,
increasing retention [65]. Lee and Ok [66] also found that empowering leadership had a
positive impact on employee job satisfaction and organizational commitment through the
mediating role of psychological empowerment, highlighting the importance of empowering
leadership in promoting employee job satisfaction and organizational commitment.

2.4. Relationship Between Talent Management and Employee Retention

Talent management practices have significantly impacted employee retention across
various industries and organizational settings [67–69]. Studies conducted in private uni-
versities, small- and medium-sized enterprises, and IT firms consistently demonstrate
a positive relationship between effective talent management strategies and improved
employee retention rate settings [67,69,70].

It is interesting to note that although most research backs up this association, cer-
tain studies point out other elements that affect how well talent management works to
keep personnel.

According to Alqudah et al. [67], information sharing has favorably influenced the re-
lationship between employee engagement and retention. Additionally, organizational trust
plays a significant role in moderating how employee retention is affected by talent man-
agement [68,71]. According to this study, talent management strategies can also improve
employee outcomes, including engagement and job satisfaction. A study by Jiang et al. [72]
found that workers who thought their companies had a good talent management system
expressed greater engagement and job satisfaction. Similarly, a study by Park and Kim [73]
found that talent management tactics and employee retention were highly correlated.

The literature concludes that a company’s capacity to retain valuable personnel can be
greatly improved by implementing comprehensive talent management procedures [74,75].
When developing and implementing talent management strategies, companies must con-
sider factors such as organizational trust, employee engagement, and the specific needs of
their workforce [70]. In light of the explanation above, this study could suggest that talent
management improves employee retention. Consequently, the following theory was put
forth by this study:

Hypothesis 1 (H1). Talent management will be positively associated with employee retention.

2.5. Relationship Between Talent Management and Psychological Empowerment

Talent management and psychological empowerment have a synergistic relation-
ship in which good talent management techniques directly increase employees’ sense of
empowerment. Recruiting, training, and retaining talented workers is known as talent
management, and it offers them opportunities for advancement, fulfilling employment,
and recognition. The extant literature recognizes that identifying critical positions within
an organization is a key component of successful talent management [76,77]. Organizations
can strategically align their TM practices, including succession planning, reward, develop-
ment, and recruitment, with the aspects of psychological empowerment by focusing on
identifying critical positions [14,78]. Meaning, competence, self-determination, and impact
are the four main psychological empowerment components fostered by these variables.
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Talented individuals possess exceptional abilities and are successful in various tasks or
roles within a specific sector, as claimed by Deery and Jago [79]. Thunnissen et al. [11] state
that TMPs such as recruiting, identifying, choosing, training and development, succession
planning, and keeping bright workers valuable to a company help grow their potential. Or-
ganizational performance and results, such as job happiness, productivity, and, ultimately,
psychological empowerment, are impacted when TM is implemented [80]. According to
Maynard et al. [81], psychological empowerment is a comprehensive kind of employee
motivation that is a primary driving force for immediate success and long-term sustainable
performance. According to Oseghale et al. [82], training enhances the abilities necessary
to accomplish organizational goals. It also boosts group, individual, and organizational
efficiency, giving workers a sense of empowerment and accomplishment [83].

Another TMP is career management, often known as succession planning, which is a
technique used to ensure businesses or institutions use their skilled personnel by assigning
them to the appropriate positions at every organizational level. According to De Vos and
Dries [9], the employees are the primary focus of succession planning. In succession plan-
ning, additional horizontal or vertical promotion is considered, i.e., whether an employee’s
talents will be enhanced in the same role or promoted to a higher level [84–86]. Accordingly,
talent management techniques improve workers’ psychological empowerment [46,87]. Fur-
thermore, organizational culture and leadership style are examples of contextual elements
that impact the relationship between psychological empowerment and talent management.
To maximize the performance of HR systems, including talent management methods, Lepak
and Snell [88] stress the importance of matching them with organizational practices. The
favorable impacts of talent management on psychological empowerment, for instance, can
be enhanced by an inclusive and encouraging corporate culture. Similarly, leadership style
has a significant impact on shaping employees’ perceptions of empowerment. Transfor-
mational leadership, which cultivates trust, inspiration, and personalized attention, can
strengthen the effect of talent management on psychological empowerment, according to
Den Hartog and Belschak [89]. These contextual elements highlight the interconnectedness
of psychological empowerment and talent management, indicating that their relationship
is not discrete but rather integrated. Therefore, this study made the following hypothesis
based on the arguments above:

Hypothesis 2 (H2). Talent management will be positively associated with psychological empowerment.

2.6. Relationship Between Psychological Empowerment and Employee Retention

Psychological empowerment has been shown to have a significant positive relation-
ship with employee retention and related factors. Studies have found that psychological
empowerment, as conceptualized by Spreitzer [14], is positively associated with organiza-
tional commitment, work engagement, and employee retention [67,90,91]. The dimensions
of psychological empowerment, including meaningfulness, self-efficacy, impact, and self-
determination, have been found to predict organizational learning and commitment [90,92].

Interestingly, while most studies support a positive relationship between psycholog-
ical empowerment and retention-related outcomes, there are some contradictions. For
instance, Safari et al. [92] found no significant relationship between trust (a component of
psychological empowerment) and organizational learning. Furthermore, Bani et al. [90]
needed to discover a connection between organizational commitment and expertise.

In general, psychological empowerment is a key component of talent retention plans.
Several organizational factors and employee outcomes have been demonstrated to be medi-
ated by it [93–95]. Employers who want to increase employee psychological empowerment
can introduce practices like meaningful work, self-efficacy, and self-determination [96,97].
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Klerk [98] asserts that psychological empowerment and retention are significantly
correlated. He concluded that training leaders to empower their employees would benefit
businesses. This would result in higher levels of psychological empowerment, employee
engagement, and talent retention. Thus, the following hypothesis was established based on
the logic above:

Hypothesis 3 (H3). Psychological empowerment will be positively associated with employee retention.

2.7. The Mediating Role of Psychological Empowerment in the Relationship Between Talent
Management and Employee Retention

Psychological empowerment is a key mediating factor in the relationship between
talent management and employee retention, enhancing the impact of talent management
tactics on employee engagement and loyalty. When organizations invest in talent manage-
ment strategies, such as skill development, career progression opportunities, and recog-
nition programs, they promote a sense of autonomy and competence among employees.
Workers are more likely to be content with their occupations and remain with the company
if they feel more connected [99,100]. As a result, businesses that successfully integrate
psychological empowerment into their talent management initiatives usually see lower
turnover rates and greater retention rates.

Moreover, by fostering psychological empowerment, organizations can strengthen
the emotional connection between employees and the workplace, which increases their
commitment and reduces the likelihood of voluntary turnover [101]. Talent management
strategies that focus on employees’ well being, growth, and recognition improve individual
performance and contribute to a more stable and loyal workforce [14,47]. Psychological
empowerment plays a crucial role in enhancing the effectiveness of talent management
by regulating the relationship between employee retention and talent management tactics.
Employee empowerment is expected to improve retention and give businesses a more
resilient and long-lasting workforce [99,100].

Development and career possibilities have a psychological impact on employee satis-
faction. Schuckert et al. [102] state that psychological empowerment creates a foundation
for employees’ creative activity. In light of this, it can be concluded that TM is a useful
medium for increasing PE to meet employee innovative work behavior (IWB). Therefore,
the arguments above support and point to the following hypothesis:

Hypothesis 4 (H4). Psychological empowerment will mediate the positive relationship between
talent management and employee retention.

2.8. Significance of This Study for São Tomé and Príncipe

This study is important for São Tomé and Príncipe because it can address important
workforce issues in the particular setting of an island nation with a growing economy.
Among the issues facing São Tomé and Principe are a lack of skilled workers, a competi-
tive global labor market, and financial limitations. The competitive global labor market,
a shortage of experienced employees, and financial limitations are challenges that São
Tomé and Principe face in their attempts to retain qualified experts. The processes that
increase employee retention must be understood and improved to promote sustainable
development, lessen brain drain, and promote local knowledge.

The talent management techniques discussed in this paper can help São Tomé and
Principe develop a capable workforce. Businesses in this sector might gain from effective
people management by creating strategies that boost psychological empowerment among
employees, which would raise commitment, motivation, and job satisfaction.
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2.9. Conceptual Model

The conceptual model in this study explores the interplay between talent management,
psychological empowerment, and employee retention. Specifically, this model investi-
gates the indirect and direct impact of talent management on employee retention and the
mediating influence of psychological empowerment (Figure 1).
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According to Hypothesis 1 (H1), talent management positively impacts employee
retention. Retaining top talent requires effective talent management techniques that fos-
ter employee engagement and satisfaction, which include hiring, training, and career
development [103,104].

According to Hypothesis 2 (H2), talent management positively impacts psychological
empowerment. Talent management techniques improve employees’ views of autonomy,
competence, and impact by providing worthwhile possibilities for professional growth and
recognizing individual contributions [14,105].

Hypothesis 3 (H3) shows that psychological empowerment and employee retention are
positively correlated. Workers who feel empowered are more likely to be committed and
satisfied with their jobs, which reduces the likelihood that they will leave the company [14,46].

According to Hypothesis 4 (H4), the relationship between talent management and
employee retention is mediated by psychological empowerment. In addition to having
an indirect or direct impact on retention, talent management programs also promote
empowerment, which increases workers’ motivation to stick with the company [14,47].

This conceptual model, which considers both the direct effects of talent management
and the intermediary role of psychological empowerment, can help us fully understand
the relationship between talent management and employee retention.

3. Method
3.1. Research Design

The empirical investigation was carried out in São Tomé and Príncipe (STP), with a
focus on the public and private sectors, including industries such as energy and resource
management, tourism, transportation, communication, manufacturing, finance, and trade.
While this broad scope allowed us to capture a wide range of organizational contexts, we
did not explicitly explore the nuanced differences between sectors in our analysis.

3.2. Sample Size and Procedures

A structured questionnaire instrument with two sections was utilized to collect data.
In the first, demographic data were gathered which focused primarily on gender, age,
and academic qualification due to constraints in data collection and the availability of
detailed information. The items assessing talent management, psychological empowerment,
employee retention, and organizational culture were the main focus of the second portion.
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A sample size of 226 employees across public and private sectors in Sao Tome and Principe
was chosen to test the hypotheses from all the sectors with a population of 10,000. This
number was determined using the Krejcie and Morgan table, a widely recognized method
for calculating sample sizes in research with a t-value of 1.96 for alpha of 0.05 and a degree
of accuracy of 0.05 for categorical data [106]. The researchers used an online questionnaire
to gather information from various sectors. A survey questionnaire is one of the easiest and
most common methods for collecting data because it can quickly reach many respondents,
is cost effective, and allows respondents the freedom to answer challenging questions
without the concern of being judged or rejected by the researcher. Consequently, an online
survey questionnaire was used to obtain the most pertinent information for assessing the
role of talent management in enhancing employee retention. In the survey cover letter
to sectors, we clarified that participation was optional and that confidentiality would
be maintained. The research was conducted for a period of 8 months from April 2024
to October 2024. Respondents were asked to indicate their level of agreement using a
5-point Likert scale (strongly agree, agree, not sure, disagree, and strongly disagree) with
statements regarding the role of talent management in enhancing employee retention across
various sectors.

3.3. Measures

The survey items were adopted from established scales in prior studies and adapted to
the São Tomé and Príncipe (STP) context. The translation process involved three key steps:
(1) a bilingual expert translated the items into Portuguese, followed by back-translation
into English by an independent translator to ensure accuracy; (2) a panel of local experts
reviewed the translated items for cultural relevance and clarity; and (3) the adapted survey
was pilot tested with a small sample to identify and resolve any issues related to comprehen-
sion or interpretation. Talent management was measured using a 4-item subscale focusing
on identifying critical positions, adopted by Jayaraman et al. [107]. An example item is
“My institution identifies the critical positions aligned with business strategies”. Employee
retention was measured using an 11-item scale adopted by Iqbal [108] and Kyndt [109],
with both scales utilizing the validated Portuguese version developed by Schuch [110].
An example item is “I love working for this institution”. Psychological empowerment
dimensions, meaning, competence, self-determination, and impact were measured using
the measuring empowerment questionnaire with a total of 12 items adopted from Nas-
sar [111] and Spreitzer [14] and employed the validated Portuguese version developed by
Serrenho [112]. Example items are “The work that I do is very important to me” (mean-
ing); “I have mastered the skills necessary for my job” (competence); “I have significant
autonomy in determining how I do my job” (self-determination); and “I have significant
influence over what happens in my department” (impact).

3.4. Statistical Tools for Data Analysis

Multiple regression, frequency distribution, mean, standard deviation, and other de-
scriptive statistics were analyzed using the Statistical Package for Social Sciences (SPSS)
version 27. Confirmatory factor analysis (CFA) was also conducted using Analysis of
Moment Structure (AMOS) version 27. The mediating effects were examined using the
Hayes Process Macro. A statistical method used in multivariate statistics to explain the
initial structure of a sizable collection of variables is called exploratory factor analysis, or
EFA [113]. Following the EFA procedure, reliability, discriminant validity, and numerous
other statistical analyses are examined using confirmatory factor analysis (CFA). Addition-
ally, the CFA test improves comprehension of the constructs’ nature. Internal consistency
reliability, indicator reliability, convergent validity, and discriminant validity are used
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to validate the measurement model throughout the EFA and CFA. Cronbach’s alpha or
composite dependability (CR) assesses internal consistency and dependability.

4. Results and Discussion
4.1. Demographic Characteristics

The statistics summary of the respondent’s demographic is presented in Table 1,
which contains the gender, age bracket, and education level. For gender, the sample is
predominately female at 58.4%, while 41.6% of respondents were males out of a total
of 226 respondents. This distribution shows that there is a noticeable predominance of
females in the sample, reflecting a gender imbalance. This imbalance in gender may
reflect the demographic patterns in the sectors the sample was taken from. In the age
range distribution of the respondents, the largest age range is 44.2%, which lies within
31–40 years with a total of 100 respondents. The next significant age range is 34.5%, which
has a total of 78 respondents and lies above 40 years, while 20.4% with 46 respondents is
within the range of 21–30 years. Below 20 years, we have a few respondents with 0.9%
or two respondents. With regards to educational level, 3.5%, or eight respondents, had a
high school certificate, while 7.1%, or sixteen respondents, had a diploma. Also, 124 of the
respondents, the highest percentage (54.9%), had a degree, followed by 78 respondents,
34.5%, who had a master’s degree and above.

Table 1. Statistical summary of respondent’s demographic information.

Item Categories Frequency Percentage (%) Mean Std.

Male 94 41.6
Gender Female 132 58.4 1.58 0.494

Below 20 years 2 0.9
Age range 20–30 years 46 20.4

31–40 years 100 44.2 3.12 0.756
Above 40 years 78 34.5

High school
certificate 8 3.5

Educational
level Diploma 16 7.1

Degree 124 54.9 3.20 0.720
Master’s and above 78 34.5

Sample size (N = 226).

4.2. Exploratory Factor Analysis (EFA)

Factor analysis was performed to ascertain the fundamental link between the con-
struction indicators. This method assists in quantitatively distilling indicators into a
comprehensible framework, according to Saunders [114]. Given its ability to identify in-
dicators for developing the relationship model more accurately, the factor analysis was
deemed appropriate.

EFA is used to prepare the datasets to evaluate measurement models. The datasets sat-
isfied all reliability and validity requirements, and the various rounds of analysis supported
the expected loadings for the observed variables. Varimax rotation and Kaiser normal-
izations were used with principal component analysis to reduce the data. The rotation
converged into five iterations to classify the variables into the appropriate components and
attain parsimony. Additionally, because the factor analysis is theoretically based and ad-
heres to Marcoulides [115], the fixed number of factors option was chosen for the extraction.
The results categorized the variables into three factors and demonstrated sufficient correla-
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tions between the variables for additional insightful model analysis. The dataset verified
the observed variables’ validity, reliability, and loadings to reach the required criteria.

In examining the sampling adequacy, Kaiser–Meyer–Olkin (KMO) measured the
sampling adequacy index. The permissible range for KMO measurements of sample
adequacy is 0.70, according to Saunders [114]. We used Bartlett’s test of sphericity to
analyze the correlation matrix’s factorability.

According to Table 2’s findings, factor analysis was suitable for the model since the
Kaiser–Meyer–Olkin (KMO) measure of sampling adequacy was 0.818, higher than the
0.70 criterion. Furthermore, Bartlett’s test of sphericity has degrees of freedom at 91 and a
chi-square approximation of 2257.239, which is significant (p-value < 0.05).

Table 2. KMO and Bartlett’s test of our model.

Kaiser–Meyer–Olkin 0.819

Bartlett’s Test of Sphericity

Approx. Chi-Square 2257.239

Df 91

Sig. 0.000

The variables’ identified commonalities were another crucial metric that was looked
at, and by determining the indicators to extract, communities extracted on each variable
were evaluated. Similarly, for the first iteration, communality values of a potentially
relevant variable must produce an extraction value (eigenvalues) larger than 0.50 [116].
Conventional high values of 1.0 and 0.5 were used for the eigenvalue and factor loadings,
respectively [116]. The majority of the items in the commonality extraction had acceptable
loadings above 0.5 and showed a cumulative extraction sum of squared loadings for the
three factors, revealing a total variance of 68.316% (please see Table S1 in the Supplementary
Material for total variance explained). This demonstrated adequate correlations between
the items created for the model’s construct. A rotated component matrix was used to the
easily determine, identified and interpret values. During factor analysis, several items were
deleted based on statistical and theoretical grounds [117], including items with low factor
loadings (<0.50), cross-lodgings, or cultural misinterpretation, as identified during pilot
testing. This rigorous process ensured the reliability, validity, and cultural appropriateness
of the measures for the STP.

4.3. Confirmatory Factor Analysis (CFA)

In confirmatory factor analysis (CFA), we reflectively modeled each indicator with
its corresponding latent constructs. The imports from the CFA justify and confirm
the relationships between the observed measures and their corresponding latent vari-
ables. As discrepancies were outlined, the observed modification indices were exam-
ined to determine further opportunities to improve the model. Accordingly, the error
term measurement items were co-varied to obtain a decent fit for the research mea-
surement model. We evaluated the measurement models’ fit by various indices pro-
vided by AMOS, including the Tucker–Lewis fit index, comparative fit index (CFI),
degrees of freedom (dfs), incremental fit index (IFI), root mean square error of ap-
proximation (RMSEA), and normed fit index (NFI). The results of the CFA in our
model revealed (χ2 = 169.129, d f = 68, p < 0.001, CFI = 0.955, TLI = 0.939, IFI =

0.955, NFI = 0.927, RMSEA = 0.081, RMSEA 90% CI [0.066, 0.097] (please see Table S2 in
Supplementary Material statistics of the measurement model fit indices). The measured
index values in our model met the thresholds to a significant extent, indicating that the mea-
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surement model has acceptable predictive power. Nevertheless, the model demonstrated
satisfactory results since all important metrics [118] were satisfied.

The model exhibits a good fit based on the assessment criteria for the current CFA
model. Additionally, all computed estimates for the path of the items to their latent
variables were, in the majority of cases, sufficiently higher than 0.50, which further affirms
the values obtained for the fit indexes. Once more, the standardized residual co-variances
were consulted to outline discrepancies in the proposed and estimated models (please
see Table S3 in the Supplementary Material for factor loadings and construct validity of
model testing).

4.4. Validity and Reliability

The ability of an instrument to assess its intended purpose for a latent component is
known as validity. Each measurement model in this research was subjected to convergent
and discriminant validity. As indicated by Table S3 and Figure 2 (i.e., factor loadings and
construct validity of model testing), convergent validity is attained in this research once
every item in the measurement model demonstrates statistical significance in the model.
The convergent validity was also confirmed after calculating the average variance extracted
(AVE). The amount of the construct that is extracted is indicated by the AVE. For each
construct to be considered genuine, its AVE must be 0.5 or higher. Our model’s AVE in this
investigation varied from 0.563 to 0.721. Therefore, as indicated in Table 3, every AVE value
was greater than 0.5. This implies that all measures recorded a high degree of reliability.
Accuracy measurement is the focus of construct validity. It is exemplified by discriminant
validity and convergent validity [114] and suggests that convergent validity be assessed
using the following three standards: (1) CR should be 0.7 or higher to indicate adequate
convergence or internal consistency; (2) variance extracted (VE) should be 0.5 or greater
to suggest adequate convergent validity; and (3) all standardized factor loading estimates
(found in Table S4) should be greater than 0.5, ideally 0.7 or higher. Our model satisfied all
three requirements, according to the CFA results in Table 3.

Table 3. Pattern matrix a.

Rotated Component Matrix a

Component
1 2 3

TM1 0.723
TM2 0.738
TM3 0.843
TM4 0.872
PE1 0.848
PE2 0.787
PE3 0.866
PE4 0.810
PE5 0.711
PE6 0.617
PE7 0.558
ER2 0.648
ER4 0.936
ER11 0.931

Extraction method: principal component analysis. Rotation method: Varimax with Kaiser normalizationa.
a Rotation converged in 5 iterations.

Discriminate validity refers to a construct different from other constructs and is as-
sessed using a single criterion suggested by Saunders [114]. For any construct, the correla-
tion between all constructs is less than the square root of the average percent of variance
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extracted (AVE). The correlation between all constructs is less than the square root of the
AVE for each construct, as Table 4 demonstrates. The discrimination validity has also met
the conditions.
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Table 4. Descriptive statistics, reliability and validity coefficients, and correlations.

Variables Mean Standard Dev. CA CR AVE 1 2 3

1 Talent management 2.874 0.872 0.858 0.813 0.634 0.796

2 Psychological
empowerment 3.700 0.721 0.887 0.898 0.563 0.411 *** 0.750

3 Employee retention 3.160 1.048 0.860 0.883 0.721 0.417 *** 0.370 *** 0.849
*** p < 0.001; the diagonal is the square root of the AVE for each construct.

Internal reliability was tested to determine the consistency level of the instruments
used in our research. The Cronbach’s alpha (CA) value is the indicator used to understand
the reliability coefficient for the independent and dependent variables. The CA value in
this research ranged between 0.858 and 0.887. This shows that all the constructs were above
the minimum requirement of 0.6. The composite reliability (CR) in our study indicated the
reliability and internal consistency of the latent constructs. A value of CR > 0.7 is required
to achieve composite reliability for a construct. Table 3 shows that all CRs ranged between
0.858 and 0.887. This shows that composite reliability criteria were met. Cronbach’s alpha
values for all constructs, demonstrating high internal consistency (talent management:
α = 0.813; psychological empowerment: α = 0.898; employee retention: α = 0.883) and
confirmatory factor analysis (CFA), confirmed convergent and discriminant validity, with
all factor loadings exceeding 0.5 and average variance extracted (AVE) values above 0.50.

4.5. Hypotheses Test

After confirming the reliability and validity of the measurement, multiple linear regres-
sion analysis was conducted using SPSS version 27 at 95% confidence intervals to confirm
the hypothesis. The analysis showed a significant model summary. For Hypothesis 1 (H1),
F(1224) = 47.112, p < 0.001, adjusted R2 = 0.170 and R2 = 0.174. The analysis shows that
talent management positively impacts employee retention (β = 0.417, t = 6.864, p < 0.001).
Hence, H1 was supported. For Hypothesis 2 (H2), F(1224) = 45.479, p < 0.001, adjusted
R2 = 0.165 and R2 = 0.169. The analysis shows that talent management positively impacts
psychological empowerment (β = 0.411, t = 6.744, p < 0.001). Hence, H2 was supported.
For Hypothesis 3 (H3), F(1224) = 35.615, p < 0.001, adjusted R2 = 0.133 and R2 = 0.137.
The analysis shows that psychological empowerment and employee retention are positively
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correlated (β = 0.370, t = 5.968, p < 0.001). Hence, H3 was supported. Table 5 provides
a summary of the results for coefficients and the significance of the model.

Table 5. Coefficients and significance of the model.

Model Coefficients

Model Unstandardized
Coefficients (B) Std. Error Standardized

Coefficients t-Value p-Value Hypothesis
Decision

H1: TM ---> ER 0.501 0.073 0.417 6.864 0.000 ** Supported
H2: TM ---> PE 0.340 0.050 0.411 6.744 0.000 ** Supported
H3: PE ---> ER 0.538 0.090 0.370 5.968 0.000 ** Supported

** path coefficient significant at 1% (0.01).

4.6. Mediating Role Hypothesis Test

To test our mediator hypothesis, we used the PROCESS macro for SPSS version
4.2, with model 4 selected to analyze multiple regression using the bootstrap approach
(5000 bootstrap samples) [119]. Support was found for the hypothesis that psychological
empowerment (PE) mediated the relationship between talent management and employee
retention (ER). As presented in Figure 2 (mediator model) and Table 6 (model summary
of the mediator results), TM was positively associated with PE (a = 0.340) and PE was
positively associated with ER (b = 0.348). The direct relationship between TM and ER
was significant with PE as mediating (c, = 0.383, p < 0.001, 95%CI[0.229, 0.536]), while
for the indirect effect (ab = 0.118, 95%CI[0.046, 0.204]), suggesting that PE mediates the
association between TM and ER (H4 was supported).

Table 6. Model summary of the mediator results.

Outcome
Variable PE ER

B SE t β p B SE t β p

TM a 0.340 0.050 6.744 0.411 0.000 c′ 0.383 0.078 4.914 0.318 0.000

PE - - - - - b 0.348 0.094 3.697 0.240 0.000

R2 = 0.169, 95% CI[0.240,0.439] R2 = 0.221, 95% CI[0.229,0.536]
[0.163, 0.534]

F(1224) = 45.479, p < 0.001 F(2223) = 31.720, p < 0.001

Direct effect (s) of TM on ER:

Effect SE LLCI ULCI

0.383 0.078 0.229 0.536

Indirect effect (s) of TM on ER:

Effect BootSE BootLLCI BootULCI

PE 0.118 0.039 0.049 0.200

Completely standardized indirect effect (s) of TM on ER:

Effect BootSE BootLLCI BootULCI

PE 0.098 0.033 0.040 0.167

4.7. Discussion

The results of this study are extremely important for HRM practices because they
highlight how crucial strategic talent management (TM) is to promoting employee retention,
particularly when psychological empowerment is considered. These insights give HR
executives practical ways to increase company performance regarding employee happiness
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and retention while streamlining current operations. According to the first hypothesis (H1),
which is consistent with the fundamental ideas of HRM, talent management positively
impacts employee retention. Talent management in HRM is more than just finding and
employing the top applicants; it also involves making sure that workers stay inspired,
engaged, and dedicated to the company throughout time. The findings align with the
existing literature that highlights the importance of talent management in reducing turnover
rates [77] and also support the idea that HRM should prioritize establishing a structured
and supportive work environment for employees, enhancing their experience through
ongoing training, career progression, competitive benefits, and satisfying work.

HR professionals should integrate career development opportunities, performance
management, training, and reward systems to manage personnel effectively. These ap-
proaches directly impact retention rates since they increase organizational commitment
and employee engagement. By implementing effective TM, HRM can help organizations
build a more loyal and satisfied workforce, ultimately increasing output while lowering
turnover-related expenses.

The second significant finding, as per H4, relates to the mediation role of psychological
empowerment. The data show that psychological empowerment is major in mediating the
relationship between TM and employee retention. In particular, TM encourages a sense
of ownership and intrinsic motivation in workers by giving them autonomy, decision-
making authority, and chances to improve their skills. Increased corporate commitment
and, as a result, higher staff retention result from this improved empowerment. The
concept of psychological empowerment is central to understanding why TM impacts
retention. Our mediation findings align with those of Xiaoli and Xiaopeng [120]. We
uniquely demonstrate that the direct relationship between TM and ER is significant with PE
as a mediator (c, = 0.383, p < 0.001, 95 % CI [0.229, 0.536]), while for the indirect effect
(ab = 0.118, 95% CI [0.046, 0.204]), suggesting that PE mediates the association between
TM and ER (H4 is supported).

Empowered employees are likelier to feel a sense of purpose and connection to their
work, leading to greater job satisfaction and a reduced desire to leave the organization [14].
According to the results, TM that promotes empowerment is good for personal growth
and a major factor in organizational stability. Consequently, HRM should concentrate on
tactics that improve psychological empowerment, like decentralized decision making, open
communication, and giving workers the tools they need to succeed.

Employee retention can be enhanced by incorporating TM and psychological em-
powerment into HRM procedures. The report recommends that HR managers create and
execute TM strategies that emphasize luring top talent and empowering staff members
during their employment.

5. Practical Implications and Recommendations
Addressing the challenges of talent retention in São Tomé and Príncipe (STP), it is evi-

dent that this study has significant practical implications. Organizations should prioritize
creating an empowering work environment by integrating talent management (TM) prac-
tices that foster psychological well being and employee growth. By implementing strategies,
such as mentoring programs, internal job rotations, and recognition systems, organizations
can enhance psychological empowerment, which not only improves retention but also
boosts employee engagement and job satisfaction. Additionally, we propose tailored TM
initiatives, including customized succession planning to develop high-potential employees
for leadership roles and reward systems to motivate employees and reinforce retention.
To further support these efforts, we recommend government-level incentives and region-
specific HR policies, such as tax incentives for employee development, public–private
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partnerships to fund TM initiatives, and scholarship-and-return programs that provide
higher education opportunities abroad with contractual agreements for graduates to work
in STP. As highlighted by De Vos and Dries [9], tailoring TM practices to national and
cultural contexts is critical for their applicability and effectiveness. These recommendations
aim to address STP’s unique challenges, such as brain drain and resource constraints, while
enhancing the sustainability of talent management efforts.

6. Study Limitation and Future Research
Although this study offers insightful information on the connections among TM,

psychological empowerment, and employee retention, more contextual elements that might
affect these connections could be investigated in future studies. For example, examining the
effects of leadership styles, industry-specific factors, and regional or cultural variations may
be useful to understand better how TM methods can be tailored to different organizational
contexts. Additionally, longitudinal research may be conducted to assess the long-term
effects of TM on employee empowerment and retention. A significant drawback of this
research is its cross-sectional methodology, which limits our capacity to deduce causal links
between psychological empowerment, employee retention, and TM practices. According
to Podsakoff et al. [121], common method bias (CMB) can compromise the validity of the
results from single-wave survey research.

Some of the key limitations of our study are the lack of control for certain demographic
and occupational variables, such as job type, hierarchical position, and years of professional
experience. These variables could play a significant role in shaping talent management
practices, psychological empowerment, and retention outcomes. Their omission may
introduce confounding biases and limit generalization. The public sector may face distinct
challenges related to bureaucratic structures and budget constraints, while the private
sector may be more influenced by competitive pressures and profit-driven goals. Similarly,
industries such as tourism and energy may have unique operational contexts that shape
their talent management strategies. By not delving into these sectoral differences, our
study may overlook important confounding factors that could affect the generalization and
validity of the findings. Also, its applicability to other locations or businesses is due to its
concentration on a particular geographic area (São Tomé and Príncipe).

Other potential mediators or moderators could influence this relationship in the
mediating role of psychological empowerment (PE) in the relationship between talent
management (TM) and employee retention (ER). For instance, perceived organizational
support (POS), leader–member exchange (LMX), and career commitment have been shown
to play significant roles in employee retention and could be explored in future studies.
To strengthen the argument for PE as the key mechanism, future research could test
comparative mediation models, examining the relative importance of PE alongside other
mediators. Additionally, moderated mediation models could be used to investigate how
contextual factors, such as organizational culture or leadership style, influence the TM-PE-
ER relationship. These approaches, as discussed by Hayes [119], would provide a more
comprehensive understanding of the underlying processes and boundary conditions.

Future studies should aim to incorporate these additional variables to provide a
more comprehensive understanding of the factors influencing talent management, psy-
chological empowerment, and employee retention, consider longitudinal designs to offer
stronger proof of causality, and also conduct more granular analyses of sector-specific
dynamics. This could involve comparing talent management practices and outcomes across
different industries or examining how sectoral characteristics moderate the relationships
between psychological empowerment and retention. Such studies would provide deeper
insights into the contextual factors that shape organizational behavior in small, developing
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economies, like STP. We also suggest that future research should highlight the necessity
of a longitudinal design to solve these constraints. This would give more proof of causal
links and enable an analysis of changes over time. Additionally, adding time-lagged or
multi-source data, as recommended by Podsakoff et al. [121], may lessen CMB and improve
the findings’ robustness.

7. Conclusions
This study’s findings highlight how important psychological empowerment (PE) and

talent management (TM) are to improving employee retention (ER) in the human resource
management (HRM) domain. In particular, the results show that TM and ER are highly
correlated, with PE mediating this association. HR practitioners can create more successful
retention strategies if they comprehend the complex interplay between TM, PE, and ER.
HRM may establish a workplace where workers feel appreciated, inspired, and driven to
contribute significantly to the company’s success by funding talent management initiatives
that empower staff members. Additionally, the analysis validates this study’s findings,
showing that PE mediates the relationship between TM and ER, TM positively affects PE,
and TM favorably impacts ER.

This proves that increasing employee empowerment is essential to raising retention
rates. HRM may cultivate devoted and engaged staff by emphasizing talent management
and empowerment to maintain a competitive edge in the modern workplace. The out-
comes of this research emphasize that effective talent management strategies that prioritize
employee empowerment are beneficial for employee satisfaction and vital for long-term
retention and organizational success [122,123].
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