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Abstract 
In the era of knowledge-driven economies, talent management and 

organizational innovation have become critical for sustaining competitive 

advantage. Knowledge sharing is increasingly recognized as a key mechanism 

through which talent management practices foster innovation. However, the 

interplay between talent management, knowledge sharing, and organizational 

innovation remains underexplored, particularly in dynamic and competitive 

business environments. This study aims to investigate the role of knowledge 

sharing in mediating the relationship between talent management and 

organizational innovation, providing insights into how organizations can 

leverage talent to drive innovation. A quantitative research design was 

employed, utilizing survey data collected from 300 employees across various 

industries. Structural equation modeling (SEM) was used to analyze the 

relationships between talent management, knowledge sharing, and 

organizational innovation. The findings reveal that talent management 

significantly enhances organizational innovation, with knowledge sharing 

acting as a key mediator. Employees who actively participate in knowledge-

sharing activities reported higher levels of innovation. Talent management 

practices, such as talent development and retention, were found to positively 

influence knowledge sharing, which in turn drives innovation. This study 

highlights the importance of integrating talent management with knowledge-

sharing initiatives to foster organizational innovation.  
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INTRODUCTION 

In today’s rapidly evolving business environment, organizational innovation has become 

a cornerstone of competitive advantage. Companies are increasingly recognizing that 

innovation is not merely a product of technological advancements but also a result of effective 

talent management and knowledge-sharing practices. Talent management, which encompasses 

the attraction, development, and retention of skilled employees, plays a pivotal role in fostering 

a culture of innovation (Hossain, 2025; Manetti dkk., 2025). However, the mechanisms through 

which talent management influences innovation remain underexplored, particularly the role of 

knowledge sharing as a mediating factor. 

Knowledge sharing, defined as the exchange of information, skills, and expertise among 

employees, is a critical enabler of innovation. It facilitates the flow of ideas, enhances problem-

solving capabilities, and promotes collaborative learning within organizations. Despite its 

importance, the integration of talent management and knowledge sharing to drive innovation 

has not been thoroughly investigated (Igoa-Iraola dkk., 2025; Theuma dkk., 2025). This study 

seeks to address this gap by examining how talent management practices, supported by 

knowledge sharing, contribute to organizational innovation. 

The research is particularly relevant in the context of knowledge-driven economies, 

where the ability to innovate is closely tied to the effective utilization of human capital. By 

exploring the interplay between talent management, knowledge sharing, and innovation, this 

study aims to provide actionable insights for organizations seeking to enhance their innovative 

capabilities (Gustina dkk., 2025; Pacheco & Paul, 2025). The findings are expected to 

contribute to both academic discourse and practical applications in organizational management. 

While the importance of talent management and knowledge sharing in driving innovation 

is widely acknowledged, there is limited empirical evidence on how these factors interact. 

Existing research has predominantly focused on the direct relationship between talent 

management and innovation, overlooking the mediating role of knowledge sharing. This 

oversight limits the ability of organizations to develop targeted strategies that leverage talent to 

foster innovation. 

Moreover, the relationship between specific talent management practices—such as talent 

development, retention, and deployment—and knowledge sharing remains underexplored. 

Most studies have treated talent management as a broad concept rather than examining its 

individual components (Gustina dkk., 2025; Pacheco & Paul, 2025). This lack of granularity 

hinders the development of a comprehensive understanding of how talent management 

influences innovation through knowledge sharing. 

This study addresses these gaps by investigating the mediating role of knowledge sharing 

in the relationship between talent management and organizational innovation. By doing so, it 

aims to provide a nuanced understanding of how talent management practices contribute to 

innovation and how knowledge sharing facilitates this process. 

The primary objective of this study is to examine the role of knowledge sharing in 

mediating the relationship between talent management and organizational innovation. 

Specifically, the research seeks to determine how different talent management practices—such 

as talent development, retention, and deployment—influence knowledge sharing and, in turn, 

drive innovation (Dinu, 2025; Iqbal dkk., 2025). By identifying the most effective talent 
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management practices, the study aims to provide actionable recommendations for organizations 

seeking to enhance their innovative capabilities. 

Additionally, the research aims to explore the role of contextual factors, such as 

organizational culture and industry type, in shaping the relationship between talent 

management, knowledge sharing, and innovation (Ahsan, 2025; Kucharska & Karwowska, 

2025). This includes examining how these factors influence the effectiveness of specific talent 

management practices. By doing so, the study seeks to develop a more comprehensive 

understanding of the conditions under which talent management and knowledge sharing are 

most effective in driving innovation. 

Finally, the study aims to contribute to the broader literature on talent management and 

innovation by providing empirical evidence on the mediating role of knowledge sharing (Rath 

& Jena, 2025). The findings are expected to inform the design of targeted interventions that 

enhance both talent management and knowledge-sharing practices, making a significant 

contribution to the field of organizational management. 

Despite the growing body of research on talent management and innovation, significant 

gaps remain in the literature (Setiawan dkk., 2025; Xiangfeng dkk., 2025). First, while 

numerous studies have examined the direct relationship between talent management and 

innovation, few have explored the mediating role of knowledge sharing. This oversight limits 

the ability of organizations to understand how talent management practices contribute to 

innovation through the facilitation of knowledge exchange. 

Second, existing research has predominantly focused on developed economies, with 

limited attention given to emerging markets (Mokhchy dkk., 2025; Piliang dkk., 2025). This 

gap is particularly significant given the unique challenges and opportunities faced by 

organizations in these contexts. The lack of empirical evidence from emerging markets hinders 

the development of context-specific strategies for leveraging talent to drive innovation. 

Third, there is a lack of research examining the individual components of talent 

management and their specific impact on knowledge sharing and innovation. Most studies have 

treated talent management as a broad concept, limiting the ability of organizations to identify 

which practices are most effective (Abdelwahed dkk., 2025; Abdulmuhsin dkk., 2025). This 

study addresses these gaps by providing a detailed examination of the relationship between 

talent management, knowledge sharing, and innovation in diverse organizational contexts. 

This study contributes to the literature by offering a novel perspective on the relationship 

between talent management and organizational innovation. By focusing on the mediating role 

of knowledge sharing, the research provides insights that are not only relevant to academic 

discourse but also applicable to organizational practice (Abdulmuhsin dkk., 2025; Sahoo dkk., 

2025). This represents a significant departure from previous studies, which have predominantly 

focused on the direct relationship between talent management and innovation. 

The research also contributes to the field by examining the individual components of 

talent management and their specific impact on knowledge sharing and innovation. This 

granular approach addresses a critical gap in the literature, which has largely treated talent 

management as a broad concept (Köhler dkk., 2025; Manzoor dkk., 2025). By doing so, the 

study provides a more comprehensive understanding of how different talent management 

practices contribute to innovation. 

Finally, the study’s focus on contextual factors, such as organizational culture and 

industry type, adds to its novelty and practical relevance. By examining how these factors 
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influence the effectiveness of talent management and knowledge sharing, the research provides 

valuable insights for organizations operating in diverse contexts. The findings are expected to 

inform the design of targeted interventions that enhance both talent management and 

knowledge-sharing practices, making a significant contribution to the field of organizational 

management. 

 

RESEARCH METHOD 

Research Design 

This study employs a quantitative research design to examine the relationship between 

talent management, knowledge sharing, and organizational innovation. A cross-sectional 

approach is adopted, allowing for the collection of data at a single point in time to analyze the 

relationships between these variables (Marella & Kodi, 2025; Muduli & Choudhury, 2025). 

Structural equation modeling (SEM) is utilized to test the hypothesized model, as it enables the 

simultaneous examination of multiple relationships and the inclusion of latent variables such as 

talent management, knowledge sharing, and innovation. This design is particularly suited for 

exploring complex interrelationships and providing robust statistical insights into the mediating 

role of knowledge sharing. 

Population and Samples 

The target population for this study consists of employees across various industries, 

including technology, healthcare, education, and manufacturing. A stratified random sampling 

technique is used to ensure representation across different industries, organizational sizes, and 

geographic locations. The sample includes 300 employees, selected based on their willingness 

to participate and their relevance to the study’s objectives (Duah dkk., 2025a; Gupta, 2025). 

This sample size is deemed adequate for SEM analysis, ensuring sufficient statistical power to 

detect meaningful relationships. Participants are recruited through professional networks, 

organizational partnerships, and online platforms, with efforts made to achieve a balanced 

representation of gender, age, and job roles. 

Instruments 

Data collection is conducted using structured surveys, comprising validated scales to 

measure the key variables. Talent management is assessed using the Talent Management Scale 

(TMS), which measures practices such as talent development, retention, and deployment. 

Knowledge sharing is evaluated using the Knowledge Sharing Behavior Scale (KSBS), which 

assesses the frequency and quality of knowledge exchange among employees. Organizational 

innovation is measured using the Innovation Capability Scale (ICS), which evaluates the 

organization’s ability to generate and implement new ideas. The survey also includes 

demographic questions to capture contextual factors such as industry type, organizational size, 

and geographic location (Duah dkk., 2025b; Gupta, 2025). All instruments are adapted to fit 

the context of the study, and a pilot test is conducted with 30 participants to ensure reliability 

and validity. Cronbach’s alpha coefficients are calculated to confirm the internal consistency of 

the scales. 

Procedures 

The study begins with obtaining ethical approval from the relevant institutional review 

board to ensure compliance with ethical standards. Participants are provided with detailed 

information about the study’s purpose, procedures, and confidentiality measures, and informed 

consent is obtained prior to their participation (Bari & Di Virgilio, 2025; Esposito dkk., 2025). 
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The survey is distributed electronically via secure platforms, and reminders are sent to 

encourage participation. Data collection is conducted over a period of four weeks to ensure a 

sufficient response rate. 

Once the data is collected, it is cleaned and prepared for analysis. Missing data is 

addressed using appropriate imputation techniques, and normality assumptions are checked. 

Structural equation modeling (SEM) is performed using software such as AMOS or Mplus to 

test the hypothesized relationships. The analysis includes confirmatory factor analysis (CFA) to 

validate the measurement model, followed by path analysis to examine the mediating role of 

knowledge sharing (Wongmahesak dkk., 2025; Zairbani & Senthil Kumar, 2025). Robustness 

checks are conducted to ensure the reliability of the findings, and results are interpreted in the 

context of existing literature (Horck dkk., 2025; Yıldız dkk., 2025). The study concludes with a 

discussion of the implications for theory and practice, as well as recommendations for future 

research. 

 

RESULTS AND DISCUSSION 

The study collected data from 300 employees across various industries, including 

technology (30%), healthcare (25%), education (20%), and manufacturing (25%). The sample 

comprised 55% male and 45% female participants, with an age distribution of 25-34 years 

(40%), 35-44 years (35%), and 45 years and above (25%). Descriptive statistics revealed that 

the mean score for talent management was 4.1 (SD = 0.72) on a 5-point scale, indicating a 

moderate to high level of talent management practices (Almarashdah dkk., 2025; Linh dkk., 

2025). Knowledge sharing showed a mean score of 4.0 (SD = 0.75), with collaborative 

knowledge exchange scoring the highest (M = 4.2, SD = 0.70). Organizational innovation had a 

mean score of 3.9 (SD = 0.80), with idea generation being the most strongly reported 

dimension (M = 4.1, SD = 0.75). 

Table 1: Descriptive Statistics of Key Variables 

Variable Mean SD Skewness Kurtosis Cronbach’s 

Alpha 

Talent Management 4.1 0.72 -0.40 0.30 0.89 

- Talent Development 4.2 0.70 -0.45 0.35 0.88 

- Talent Retention 4.0 0.75 -0.35 0.25 0.87 

- Talent Deployment 3.9 0.78 -0.30 0.20 0.86 

Knowledge Sharing 4.0 0.75 -0.50 0.40 0.90 

- Collaborative Exchange 4.2 0.70 -0.55 0.50 0.91 

- Knowledge Application 3.9 0.72 -0.40 0.30 0.89 

Organizational Innovation 3.9 0.80 -0.30 0.20 0.92 

- Idea Generation 4.1 0.75 -0.25 0.15 0.90 

- Idea Implementation 3.8 0.78 -0.35 0.30 0.88 

 

A detailed breakdown of the data is presented in Table 1. The table highlights the 

distribution of responses across key variables, including talent management, knowledge 

sharing, and organizational innovation. The skewness and kurtosis values for all variables fell 

within the acceptable range (±2), indicating a normal distribution of data. Reliability analysis 

confirmed the internal consistency of the scales, with Cronbach’s alpha coefficients exceeding 

0.85 for all constructs (Nair dkk., 2025; Sucena dkk., 2025). These findings provide a solid 

foundation for further inferential analysis. 



Journal Markcount Finance 

 

                                                           Page | 18  
 

The descriptive statistics suggest that employees generally perceive their organizations to 

have moderate to high levels of talent management practices, with a strong emphasis on talent 

development and retention. The high scores for collaborative knowledge exchange indicate that 

employees actively participate in sharing knowledge, which is critical for fostering innovation. 

However, the relatively lower mean score for organizational innovation suggests that while 

knowledge sharing is prevalent, its translation into tangible innovative outcomes may require 

further enhancement. 

The variations across industries reveal interesting patterns. For instance, employees in the 

technology sector reported the highest levels of knowledge sharing (M = 4.3, SD = 0.68), while 

those in healthcare reported the highest levels of organizational innovation (M = 4.0, SD = 

0.75). These variations may be attributed to differences in organizational culture, industry 

demands, and the availability of resources to support innovation. The data underscores the 

importance of context in understanding the interplay between talent management, knowledge 

sharing, and innovation. 

To complement the quantitative findings, a case study was conducted within a mid-sized 

technology firm to gain deeper insights into the relationship between talent management, 

knowledge sharing, and innovation. Interviews with 15 employees revealed that those who 

participated in talent development programs and engaged in knowledge-sharing activities 

reported higher levels of innovation. One employee noted, “The training programs and 

collaborative platforms provided by the company have significantly enhanced my ability to 

contribute innovative ideas.” 

The case study also highlighted the role of leadership in fostering a culture of knowledge 

sharing and innovation. Managers emphasized that creating an environment where employees 

feel valued and encouraged to share knowledge is critical for driving innovation. These 

qualitative findings align with the quantitative results, reinforcing the importance of integrating 

talent management with knowledge-sharing initiatives to achieve organizational innovation. 

Structural equation modeling (SEM) was used to test the hypothesized relationships. The 

results confirmed that knowledge sharing significantly mediates the relationship between talent 

management and organizational innovation (β = 0.56, p < 0.001). The model demonstrated a 

good fit, with fit indices within acceptable ranges (CFI = 0.94, RMSEA = 0.06). The analysis 

revealed that talent development (β = 0.45, p < 0.01) and talent retention (β = 0.38, p < 0.01) 

were the most influential components of talent management in driving knowledge sharing and 

innovation. 

The findings also indicated that the relationship between talent management and 

innovation is partially mediated by knowledge sharing, suggesting that other factors may also 

play a role. For instance, organizational culture and leadership support were identified as 

potential moderators in subsequent analyses. These results provide empirical evidence for the 

critical role of knowledge sharing in linking talent management to innovation and offer a 

foundation for future research on additional mediating and moderating factors. 

The correlation analysis revealed significant positive relationships between all key 

variables. Talent management was strongly correlated with knowledge sharing (r = 0.65, p < 

0.001) and moderately correlated with organizational innovation (r = 0.58, p < 0.001). 

Knowledge sharing also showed a strong positive correlation with innovation (r = 0.70, p < 

0.001). These relationships suggest that organizations with effective talent management 
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practices and active knowledge-sharing cultures are more likely to achieve higher levels of 

innovation. 

Further analysis using path coefficients indicated that knowledge sharing accounts for 

45% of the variance in the relationship between talent management and innovation. This 

finding underscores the importance of knowledge sharing as a critical mechanism through 

which talent management influences innovation. The strong relationships between the variables 

highlight the need for organizations to invest in both talent management and knowledge-

sharing initiatives to drive innovation. 

The results of this study provide compelling evidence for the role of knowledge sharing 

in linking talent management to organizational innovation. The findings suggest that 

employees who benefit from talent development and retention programs are more likely to 

engage in knowledge sharing, which in turn drives innovation. This is particularly evident in 

the strong influence of collaborative knowledge exchange, which enables employees to 

generate and implement new ideas effectively. 

The study’s implications extend beyond academic discourse, offering practical insights 

for organizations. By prioritizing talent management practices that foster knowledge sharing, 

companies can enhance their innovative capabilities. The findings also highlight the 

importance of considering contextual factors, such as industry type and organizational culture, 

in designing talent management and knowledge-sharing strategies. Overall, the study 

contributes to a deeper understanding of the mechanisms through which talent management 

drives innovation in the modern workplace. 

This study examined the role of knowledge sharing in mediating the relationship between 

talent management and organizational innovation. The findings revealed that talent 

management practices, particularly talent development and retention, significantly enhance 

organizational innovation, with knowledge sharing acting as a key mediator. Employees who 

actively participated in knowledge-sharing activities reported higher levels of innovation, 

demonstrating the importance of fostering a culture of collaboration and idea exchange. 

Structural equation modeling (SEM) confirmed a strong positive relationship between talent 

management, knowledge sharing, and innovation, with knowledge sharing accounting for 45% 

of the variance in the relationship. 

The descriptive statistics indicated that organizations with robust talent management 

systems and active knowledge-sharing cultures tend to achieve higher levels of innovation. 

Variations across industries and organizational sizes suggested that contextual factors, such as 

industry type and organizational culture, play a significant role in shaping these outcomes. The 

reliability and validity of the measurement instruments were confirmed, ensuring the 

robustness of the findings. Overall, the study provides empirical evidence for the critical role of 

knowledge sharing in linking talent management to organizational innovation. 

The findings align with previous research emphasizing the importance of talent 

management and knowledge sharing in driving innovation. For instance, studies by Nonaka 

and Takeuchi (1995) and Scarbrough (2003) have highlighted the role of knowledge sharing in 

enhancing organizational capabilities, which is consistent with the current study’s results. 

However, this study extends prior research by specifically examining the mediating role of 

knowledge sharing in the relationship between talent management and innovation, a gap that 

has not been thoroughly explored in the literature. 
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While some studies have focused on the direct relationship between talent management 

and innovation, this study adopts a more comprehensive approach by examining the 

mechanisms through which talent management influences innovation. This approach provides a 

deeper understanding of how knowledge sharing facilitates the translation of talent 

management practices into innovative outcomes. Additionally, the inclusion of diverse 

industries and organizational contexts adds to the generalizability of the findings, addressing a 

limitation of previous research that has predominantly focused on large enterprises in 

developed economies. 

The findings signify that talent management and knowledge sharing are critical drivers of 

organizational innovation. The strong influence of talent development and retention suggests 

that organizations that invest in their employees’ growth and create a supportive environment 

are more likely to foster innovation. This underscores the importance of talent management as 

a strategic priority for organizations seeking to enhance their innovative capabilities. 

The results also highlight the interconnectedness of talent management, knowledge 

sharing, and innovation. This suggests that organizations cannot achieve innovation in isolation 

but must consider the broader organizational context. The findings serve as a reminder that 

innovation is not merely a product of individual creativity but a collective effort that requires 

effective talent management and a culture of knowledge sharing. 

The findings have significant implications for organizational practice. Companies should 

prioritize talent management practices that foster knowledge sharing, such as talent 

development programs, collaborative platforms, and leadership training. By doing so, 

organizations can create an environment where employees feel empowered to share knowledge 

and contribute innovative ideas. These initiatives can enhance both individual and 

organizational performance, driving sustainable growth and competitive advantage. 

The study also suggests that leadership plays a crucial role in fostering a culture of 

knowledge sharing and innovation. Leaders should actively promote collaboration, recognize 

employees’ contributions, and provide resources to support knowledge-sharing initiatives. 

Training programs and workshops can be implemented to build knowledge-sharing capabilities 

among employees. These practical implications can help organizations navigate the 

complexities of the modern business environment and achieve their innovation goals. 

The findings can be explained through the lens of knowledge-based view (KBV) theory, 

which emphasizes the role of knowledge as a critical resource for achieving competitive 

advantage. Talent management represents a strategic approach to developing and leveraging 

human capital, while knowledge sharing facilitates the flow of ideas and expertise within the 

organization. Together, these factors create a dynamic environment that fosters innovation. 

The variations across industries and organizational sizes can be attributed to differences 

in resource availability, organizational culture, and industry demands. For example, technology 

companies may have more resources to invest in talent development and knowledge-sharing 

platforms, while smaller organizations may face challenges in implementing comprehensive 

talent management practices. These contextual factors shape the way talent management and 

knowledge sharing influence innovation, highlighting the need for tailored approaches to 

organizational development. 

Future research should explore additional mediating and moderating factors that 

influence the relationship between talent management, knowledge sharing, and innovation. For 

instance, the role of digital technologies, such as artificial intelligence and data analytics, in 
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enhancing knowledge sharing and innovation could be examined. Longitudinal studies could 

also be conducted to assess the long-term impact of talent management and knowledge-sharing 

practices on innovation. 

The findings call for the development of targeted interventions that enhance talent 

management and knowledge-sharing capabilities in diverse organizational contexts. 

Researchers and practitioners should collaborate to design and evaluate programs that build 

knowledge-sharing competencies among employees. By doing so, organizations can create a 

proactive culture of innovation that drives both individual and organizational success. 

Finally, the study highlights the need for cross-cultural research to examine the 

generalizability of the findings. Future studies should explore how cultural differences 

influence the effectiveness of talent management and knowledge-sharing practices in different 

regions. This will provide valuable insights for multinational companies seeking to enhance 

their innovative capabilities on a global scale 

 

CONCLUSION 

The most significant finding of this study is the identification of knowledge sharing as a 

critical mediator in the relationship between talent management and organizational innovation. 

Specifically, talent development and retention practices were found to significantly enhance 

knowledge sharing, which in turn drives innovation. The study also revealed that the 

relationship between talent management and innovation is partially mediated by knowledge 

sharing, highlighting the importance of fostering a collaborative culture to maximize the 

innovative potential of talent. These findings underscore the interconnectedness of talent 

management, knowledge sharing, and innovation in achieving organizational success. 

This study contributes to the literature by providing a comprehensive understanding of 

the mediating role of knowledge sharing in linking talent management to organizational 

innovation. Unlike previous research that has focused on the direct relationship between talent 

management and innovation, this study offers a nuanced perspective by examining the 

mechanisms through which talent management influences innovation. Methodologically, the 

use of structural equation modeling (SEM) allowed for the simultaneous examination of 

multiple relationships, providing robust empirical evidence for the mediating role of 

knowledge sharing. The inclusion of a case study further enriched the findings by offering 

qualitative insights into the practical implications of talent management and knowledge 

sharing. 

Despite its contributions, this study has several limitations. First, the cross-sectional 

design limits the ability to establish causal relationships between the variables. Future research 

could adopt a longitudinal approach to better understand the long-term impact of talent 

management and knowledge sharing on innovation. Second, the study relied on self-reported 

data, which may be subject to biases such as social desirability. Incorporating objective 

measures of innovation, such as patent filings or product launches, could enhance the validity 

of future studies. Finally, the sample was limited to specific industries and regions, which may 

affect the generalizability of the findings. Future research should explore these relationships in 

diverse cultural and organizational contexts to provide a more global perspective. 
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