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Abstract

Multinational companies started introducing and implementing
Talent Management (TM) in the 1990s. It is now popular in the private
and non-governmental sector, as well. The main idea was to identify talent
and manage it in the best way that benefits both the organization and the
employee. This study examined the impact of Talent management
practices that included: workforce planning, recruitment, compensation
and rewards, performance management and employee empowerment on
the organizational commitment that included: Affective commitment,
continuance commitment and normative commitment also the other
dependent variable which was the withdrawal behaviors. That objective
was achieved by using a questionnaire of 62 statements and distributed
among the employees working in the Joint Venture petroleum companies,
with a total sample size of 380 questionnaires, data were collected and
analyzed using the SPSS and after the descriptive analysis was executed,
studying the correlation and regression coefficients between the study
variables and testing hypotheses took place. From the most important
study results were: first, workforce planning, compensation and rewards,
performance management and employee empowerment had a significant
impact on the affective commitment. Second, the workforce planning,
recruitment and performance management had a significant impact on the
CC. Third, the compensation and rewards, performance management and
the employee empowerment had a significant impact on the NC and
finally, the workforce planning and compensation and rewards had a
significant impact on the WB.

Key Terms: Talent Management, Organizational Commitment and
Withdrawal Behaviors.
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1.1 Introduction:

The main feature of today's competitive environment in business
concerning people issues is to find a method of attracting, developing,
retaining, and motivating competent people. Employing the appropriate
people in the company and the team of candidates to be selected from
must be up to specific criteria and standards; this implies that HR ought to
source and search out such talented staff.

Talent management seems to be the key theme driving strategic
HRM throughout organizations that's why it has become essential for the
survival of the firms to be adaptive and responsive to changes. The logic
behind the talent management is based on the fact that businesses run by
people, important decisions related to all working areas in any
organization are taken by people (Naik, 2012)

Organizational commitment has an important role in the study of
organizational behavior. This is due to the large number of studies that
have found relationships between organizational commitment and
attitudes and behaviors in the workplace. Organizations need to recognize
the efforts that can be taken in order to instill employees’ commitment
towards the organization. Employees, whose needs and expectations are
met, are able to contribute and stay longer with an organization (Ping,
2011). Taking into consideration some behaviors that may appear on some
employees who are not committed to their organizations, seen as “set of
actions that employees perform to avoid the work situation — behaviors
that may lead to quitting the job and these behaviors are called The
Withdrawal Behaviors.” (Hulin, C.L. 1991, p. 111)




