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Abstract  
Background and Aims: Human capital has emerged as a key factor in driving innovation and organizational 
competitiveness in the modern knowledge society. Leadership has evolved beyond operational governance, 
positioning leaders as strategic enablers of talent development and culture architects. Organizations still struggle to 
match leadership practices with long-term talent goals, even though numerous leadership theories have been applied 
over the century. The fundamental traits of leadership are examined in this study along with how they affect 
strategic talent management (STM), specifically with regard to hiring, training, engagement, retention, and 
succession planning. Finding leadership traits that consistently support long-term human capital results was the 
goal of this study. 
Methodology: A qualitative documentary research approach was employed to analyze peer-reviewed academic 
literature, international reports from organizations such as Deloitte and SHRM, and case studies of leadership in 
action, because there are a lot of study papers on the subject. Thematic coding was used to identify critical leadership 
attributes and examine their relationship to talent management activities. 
Results: The results emphasize four essential leadership qualities that are widely acknowledged by scholars as 
being essential to STM success: relational trust, emotional intelligence, visionary thinking, and ethical governance. 
In order to improve employee engagement and retention, leaders create psychologically secure settings, cultivate 
cultures of continuous learning, and impact company branding. Additionally, leaders who actively mentor and 
encourage young talent are directly associated with successful succession planning. 
Conclusion: The study concludes that the effectiveness of strategic talent initiatives depends on specific leadership 
behaviors. HR professionals should work together to define HR policies, and leadership development should 
include talent strategy thinking to help organizations build workforces that are resilient and future-ready. More 
empirical research is suggested in order to validate these concepts across a wide range of industries and cultural 
contexts. 
Keywords: Strategic Talent Management; Leadership Development; Employee Engagement; Succession Planning 

 
Introduction 
 Organizational performance and competitive advantage now depend heavily on human 
capital within the knowledge society era. The key factors that define success today compared to the 
industrial economy include knowledge and innovation, as well as rapid learning and adaptation 
abilities (Drucker, 1999). Organizations view talent as a strategic asset that dictates their agility, 
creativity, and resilience within this context. The global competition for skilled individuals has 
grown as organizations must now implement proactive talent management strategies to attract and 
develop as well and retain high-potential employees (Collings & Mellahi, 2009). 
 Leadership plays a crucial role in mobilizing and sustaining talent as it becomes essential for 
long-term value creation. Leadership goes beyond hierarchical authority by shaping employee 
engagement with work and peer relationships as well as collaborative goal achievement. Goleman, 
Boyatzis, & McKee (2013) demonstrated how effective leadership establishes strong employee 
motivation and team cohesion while also building psychologically safe workspaces, which are 
essential for learning-focused environments. Leaders now fulfill dual roles as both strategic 
decision-makers and developers of human capital while constructing organizational culture. 
 Leaders establish Organizational Culture while setting standards on talent development and 
retention within their organizations. When leaders demonstrate inclusive behavior while pursuing 
ongoing learning and ethical practices, they help build organizational cultures that nurture talent. 
When leaders practice misalignment or authoritarianism, they establish organizational environments 
filled with distrust and stagnancy that result in frequent staff turnover and diminished skill levels 
(Schein, 2010). Strategic talent development requires leadership that fosters learning and autonomy 
in industries dependent on employee expertise and innovation. 
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 The current organizational dynamics make it crucial to investigate how outstanding 
leadership influences talent management systems' performance and results. This study 
acknowledges leadership as both a facilitator and an obstacle in optimizing talent. Organizations 
wanting to establish sustainable talent strategies must understand this relationship to align with 
their strategic goals. The findings can guide leadership development programs and policy reforms 
to focus on people-centric approaches in both the public and private sectors. 
 The fields of organization studies, alongside educational and psychological research over 
recent decades, have produced numerous leadership models like transformational and servant 
leadership, which Northouse (2022) categorizes. The academic study of leadership qualities such as 
vision and emotional intelligence has benefited from theoretical frameworks, yet organizations face 
difficulties applying these insights to strategic talent management. Leadership development fails to 
align with the practical demands of managing human capital operations. 
 The knowledge economy brings particular attention to this divide since talent functions 
beyond workforce participation to become the main source of innovation and competitive strength 
(Scullion & Collings, 2011). Many organizations fail to establish leadership structures or behaviors 
that meaningfully support their strategic goals of attracting, developing, and retaining top talent. 
Even though leaders recognize employee empowerment and inclusion as essential theoretical 
principles, they often do not demonstrate these behaviors themselves or establish systems to reward 
talent development programs. Organizations frequently adopt fragmented talent strategies that last 
only a short period and lack strategic alignment. 
 Research reveals a continual discrepancy between leadership principles that leaders profess 
and their actual leadership practices, especially concerning talent recognition and succession 
planning (Day, Fleenor, Atwater, Sturm, & McKee, 2014). Leaders who have the proper skills often 
fail to apply them effectively in environments where political constraints, strict hierarchies, and 
misaligned incentives exist. Leadership gaps expand further during complex and fast-paced 
changes, which require agility and people-centered leadership but display the least ability to do so. 
Organizational talent remains substantially underutilized, which leads to greater employee 
disengagement as well as higher turnover rates and subpar performance. This study investigates the 
urgent requirement to connect leadership theory with practical strategic talent management 
approaches. This research examines the practical steps needed to implement effective leadership 
strategies to improve organizational talent systems. Creating leadership development programs that 
blend strong theoretical foundations with practical applications is essential for developing 
organizational cultures that value human capital while supporting long-term strategic goals. 
 The research demonstrates significant importance within the modern knowledge-based 
global economy since human capital serves both as a resource and a strategic tool for innovation 
and sustainable growth. The transition to knowledge-based operations requires organizations to 
focus on intellectual assets and employee capabilities, where leadership becomes crucial for 
nurturing and retaining talent and maximizing workforce potential (Ulrich, Younger, Brockbank, & 
Ulrich, 2012). The influence of leadership behaviors on strategic talent management systems is 
essential for creating organizations that prioritize people, maintain agility, and achieve sustainable 
results. This study contributes significantly by providing insights that can shape leadership 
development program creation and improvement. The findings from this research can help 
educational institutions, corporate training departments, and executive coaching programs create 
effective leadership preparation programs by highlighting leadership traits and behaviors that 
support effective talent strategies and human capital priorities. Leadership development programs 
must foster skills like mentoring alongside inclusive communication and employee empowerment 
with strategic foresight because these competencies receive more theoretical attention than practical 
application (Goleman, Boyatzis, & McKee, 2013). 
 The research provides essential information for HR strategists and policymakers who aim to 
incorporate leadership into organizational talent frameworks. Most conventional HR systems 
operate under the assumption that leadership and talent management exist as separate areas. The 
study demonstrates how leadership effectiveness should become a fundamental measure when 
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evaluating talent programs, including succession planning, workforce development, and retention 
strategies (Collings, Mellahi, & Cascio, 2017). The research demonstrates that combining 
leadership culture with employee development objectives creates an environment that enhances 
psychological safety and motivates performance while ensuring sustained employee engagement. 
This research becomes essential because it connects leadership ideals with human capital realities 
and provides organizations a practical and conceptual framework to develop their workforce 
alongside pursuing profit goals. The study contributes to academic scholarship and practical 
organizational transformation frameworks with its integrated approach to leadership that focuses on 
talent outcomes. The study aimed to understand how great leadership qualities affect the talent 
management system's efficiency and effectiveness. 
 
Research Objectives 

1. To identify the essential characteristics of great leadership. 
2. To explore the ways characteristics of great leadership influence talent acquisition, 

development, and retention. 
 
Literature Review 
 1. Defining Great Leadership 
 The study of modern organizational leadership shows that "great leadership" now includes 
dynamic, ethical, and relational models instead of just traditional authority and control methods. 
Leadership represents a social influence process where leaders motivate and assist others to achieve 
collective objectives as defined in Northouse's 2022 work. The growing complexity of leadership 
has led to the development of many different leadership styles. Leadership studies identify 
transformational leadership as a style that motivates followers with vision and inspiration (Bass & 
Riggio, 2006); servant leadership which focuses on tending to others' needs and growth (Greenleaf, 
2002); authentic leadership that values self-awareness and transparent actions (Avolio & Gardner, 
2005); and ethical leadership which emphasizes fairness and moral decision-making (Brown & 
Treviño, 2006). 
 These leadership styles have different focal points yet share fundamental leadership qualities 
that research shows can lead to successful talent development and enhance organizational 
performance. The ability to communicate a compelling vision of the future state while 
simultaneously aligning people and resources represents one fundamental leadership trait. Visionary 
leaders demonstrate strategic thinking skills to predict changes while motivating stakeholders and 
linking daily tasks to organizational goals. The ability to understand and manage both personal 
emotions and others' emotional states represents a critical trait known as emotional intelligence 
(EI). Emotional intelligence boosts interpersonal communication abilities and develops empathy 
and conflict resolution skills, which makes it essential for environments that have many talented 
individuals (Goleman, 1995). 
 Great leadership requires communication as one of its essential building blocks. Great 
leaders excel in delivering clear messages and creating trust through active listening, which 
encourages open dialogue and psychological safety. Communicative competence enables trust and 
collaboration, which are vital for building high-performance teams and learning organizations 
(Hackman & Wageman, 2005). Integrity, which means staying true to one's values through words 
and actions, stands as an essential element of effective leadership. When leaders show ethical 
behavior and maintain open transparency, they become more likely to receive their teams' respect, 
loyalty, and continuous involvement. 
 Collectively, these leadership styles and traits create a comprehensive profile that 
characterizes excellent leadership in today's organizations. These leadership qualities develop over 
time through purposeful training and consistent practice. Successful talent management relies on 
understanding leadership dimensions because the quality of leadership affects recruitment, 
retention, and employee development outcomes. This conceptual framework establishes the basis 
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for investigating how leadership practices can be implemented to support sustainable human capital 
strategies. 
 2. Strategic Talent Management (STM) 
 The knowledge economy now places Strategic Talent Management (STM) at the heart of 
organizational priorities because intellectual capital drives innovation and ensures long-term 
flexibility and sustainability. Strategic Talent Management (STM) represents a comprehensive 
approach that focuses on proactively attracting and developing key individuals who possess 
essential skills and potential needed for organizational success (Collings & Mellahi, 2009). STM 
connects talent management activities with organizational strategic objectives while positioning 
workforce planning as a key competitive advantage. Multiple notable frameworks, including 
studies by the Society for Human Resource Management (SHRM), McKinsey & Company, and 
Gallup research, have shown that effective talent strategies require integration with the 
organization's vision and support from senior leadership. 
 STM is conceptualized as a lifecycle approach by the SHRM Talent Management Model, 
which initiates with workforce planning and advances through performance management to 
learning and development, while concluding with succession planning (SHRM, 2015). The 
McKinsey "War for Talent" model stresses how top performers are rare and companies require 
unique approaches to discover and develop as well as keep high-potential employees (Michaels, 
Handfield-Jones & Axelrod, 2001). Gallup’s findings establish connections between employee 
engagement and manager effectiveness with talent retention while showing leadership behavior 
stands as a major determinant of top talent retention decisions (Gallup, 2020). The main concept 
shared across these frameworks is that talent should be viewed and managed as a dynamic strategic 
resource instead of a fixed asset. 
 The key components of STM span five interconnected domains: recruitment, development, 
engagement, succession planning, and retention. Recruitment means finding and drawing in people 
who have essential technical abilities and who fit the organization's values and cultural framework. 
The development process enhances employee capabilities through structured training programs 
alongside coaching and challenging work assignments. The engagement process involves building 
commitment, motivation, and psychological safety, which are essential elements that boost 
productivity and loyalty. Succession planning maintains organizational continuity through the 
identification and development of future leadership candidates, while retention strategies combat 
employee turnover by offering competitive pay and clear advancement opportunities within 
inclusive workplaces. 
 Successful STM depends on unified operations between its parts, which must be strengthened 
through decisions based on data analysis and leader responsibility. Leaders have to actively mentor 
talent while assessing performance with fairness and create inclusive advancement opportunities 
for diversity. Strong leadership alignment with STM improves organizational resilience and 
innovation capacity while also promoting employee well-being and growth. Researchers and 
practitioners must study STM to develop human capital into a lasting competitive advantage. 
 3. Leadership’s Role in Strategic Talent Management (STM) 
 Leadership serves as the foundational element in both developing and implementing strategic 
talent management initiatives. Leaders who excel not only make decisions but also build 
organizational culture and support human capital growth. The way leaders behave and demonstrate 
their values determines organizational methods for talent acquisition and development, alongside 
evaluation and retention practices. Research indicates that leadership has a substantial impact on 
organizational culture, which then affects employee morale, together with teamwork and 
performance outcomes (Schein, 2010). Organizational success and sustained talent engagement 
require leaders who show clear vision and emotional intelligence while maintaining ethical 
standards to build trust and alignment. 
 Leadership impacts STM by motivating and empowering employees. Research demonstrates 
that transformational leaders boost intrinsic motivation through their efforts to create meaning 
while offering intellectual challenges and personalized support (Bass & Riggio, 2006). Leaders in 
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this way generate dedication that goes past monetary rewards and establish an environment of 
ongoing education, which becomes crucial where rapid skill development and innovation are 
needed. By focusing on relational trust, empathy, and shared purpose, both servant leadership and 
authentic leadership styles develop inclusive environments where employees receive support for 
their professional development and feel appreciated (Liden et al., 2014). 
 Both empirical studies and theoretical frameworks demonstrate how leadership impacts 
talent effectiveness. Google's Project Oxygen discovered that the most effective teams functioned 
under managers who provided active coaching to employees while supporting decision-making 
empowerment and personal development investment (Garvin, 2013). According to Gallup’s 
thorough studies, managers contribute to at least 70% of employee engagement variations, which 
demonstrates how leadership remains essential to workforce retention and productivity (Gallup, 
2020). The Leader-Member Exchange (LMX) theory receives support from these findings, which 
demonstrate that higher quality leader-subordinate relationships lead to better job satisfaction as 
well as stronger commitment and performance outcomes (Graen & Uhl-Bien, 1995). 
 Leadership effectiveness functions as a strategic tool to execute and maintain STM initiatives 
successfully. Leaders set organizational priorities while demonstrating the behaviors expected from 
others and assigning development resources to support talent-aligned performance metrics. The 
success of HR strategies depends on leaders who demonstrate their roles because these strategies 
struggle to perform without leader embodiment. Organizations must make leadership development 
an essential component of their talent management systems. Organizations must improve leadership 
impact on STM to develop agile, innovative, and resilient businesses that can succeed in today’s 
competitive environment. 
 
Research Conceptual Framework 

 
Figure 1: Research Conceptual Framework 
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Methodology 
 Research Design 
 This study employs a qualitative documentary research approach, which is particularly well-
suited for examining organizational patterns, policy practices, and theoretical connections, by 
examining existing textual materials. Documentary research enables the systematic examination of 
textual, visual, and institutional sources to generate insights without the need for fieldwork 
(Mogalakwe, 2006). By facilitating the triangulation of many data sources, including academic 
theories and real-world case studies, this technique closes the gap between conceptual frameworks 
and practical applications in the context of leadership and strategic talent management (STM). 
 Data Sources 
 Three main categories of documents make up the data corpus.  
 First, peer-reviewed academic literature from 2005 to 2020 was retrieved from international 
academic databases such as EMERALD and ELSEVIER using these keywords: The document 
corpus consists of three main categories, which include academic literature focused on leadership 
theory, together with human resource management (HRM) and organizational behavior studies. The 
research team conducted a literature review to identify established theoretical models and empirical 
findings.  
 Second, the research drew policy perspectives and strategic insights on leadership 
effectiveness and talent management trends from organizational white papers and global reports 
produced by trusted institutions, including the Society for Human Resource Management (SHRM), 
Deloitte, and the World Economic Forum (WEF).  
 Third, the research from multinational corporations, together with leadership institutes and 
management consulting firms, provided practical examples through case studies and leadership 
development models that demonstrate how leadership influences talent outcomes. Although it 
might be seen as a limitation, gathering data across different regions and time frames allowed this 
research project to extend its findings.  
 Analytical Framework 
 The research data were examined through thematic coding, which combined deductive and 
inductive analysis techniques. Research-derived deductive codes originated from predefined 
leadership models, including transformational and servant leadership, while inductive codes were 
formed from document examinations and highlighted themes about leadership behaviors and 
performance outcomes. The examination process for each document focused on how it dealt with 
important topics like leadership's influence on cultural dynamics, employee engagement efforts, 
developmental programs, succession planning mechanisms, and retention strategies. 
 The analytical process gained rigor through the application of a cross-source synthesis 
method. The analysis compared insights from academic, professional, and institutional documents 
to determine similarities and differences in leadership influences on talent management. The study 
focused on how leadership traits interact with strategic HR practices by examining how core values 
such as trust, vision, and emotional intelligence result in quantifiable outcomes, including employee 
engagement and talent retention, and leadership pipeline development. The methodology provided 
an integrated view of leadership dynamics in STM through both theoretical frameworks and 
practical applications. 
 
Results and Discussion 
 1. Core Elements of Great Leadership 
 Visionary thinking creates the foundation of effective leadership in strategic talent 
management through its ability to help leaders define clear long-term goals and synchronize team 
efforts to achieve them. Visionary leaders create a direction that links personal roles with 
organizational goals beyond just setting objectives (Kouzes & Posner, 2017). This strategic 
alignment creates a unified purpose and enables employees at every level to see their contributions 
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within the organization's broader mission. Organizations operating in quickly changing industries 
must learn to foresee market trends and update their vision to stay relevant and keep their workforce 
highly engaged. 
 Great leadership depends on emotional intelligence (EI) because it requires leaders to 
perceive and manage their own emotions while effectively responding to others' emotions. 
Emotionally intelligent leaders build relational trust and communicate with empathy while 
excelling at resolving conflicts and coaching performance (Goleman, 1995). Leaders who possess 
emotional intelligence can better motivate and develop people within talent-rich settings, especially 
during high-pressure or change-intensive situations. Empirical studies indicate that leaders who 
demonstrate emotional intelligence create deeper interpersonal relationships, resulting in enhanced 
employee satisfaction and organizational loyalty while reducing employee turnover rates (Boyatzis, 
Smith, & Blaise, 2006). 
 Great leadership depends on ethical governance and transparency because they help create 
trustworthy environments with accountable behaviors. The demonstration of integrity, fairness, and 
responsibility by ethical leaders during decision-making strengthens organizational values while 
shaping employee conduct and interactions (Brown & Treviño, 2006). Leaders who practice 
transparency enable open communication while ensuring decisions about hiring and promotions are 
seen as equitable and based on merit. The attributes mentioned play an essential role in talent 
management to create work environments that support psychological safety and inclusivity, where 
every individual feels respected and nurtured in their personal development. 
 Leaders who aim to achieve strategic talent outcomes build their behavioral and cognitive 
foundations through the combination of vision, emotional intelligence, and ethical governance. 
Leadership competencies function as interconnected capabilities that allow leaders to motivate their 
teams while maintaining high performance standards. Leadership capabilities will gain heightened 
importance for organizational resilience and innovation as workforce diversity expands and 
organizational structures become more complex. 
 2. Leadership Impact on Talent Acquisition  
 Leadership visibility in strategic talent management serves as a key factor for employer 
branding which determines an organization's capacity to recruit top talent. Potential candidates 
today use factors like leadership reputation and organizational culture along with compensation and 
job titles to assess employers because they operate in an era of digital engagement and transparency 
(Backhaus & Tikoo, 2004). Leaders who demonstrate integrity and value-driven behavior enhance 
employer branding through innovative and inclusive actions. The organization becomes more 
attractive to prospective employees when leaders maintain clear communication of their vision and 
show genuine concern for their staff's well-being. 
 Leaders have a substantial impact on recruitment practices through their ability to direct the 
strategic focus of talent acquisition teams. Leaders who value diversity create alignment between 
organizational values and candidate profiles and choose hires based on potential instead of just their 
credentials. Leaders who engage in recruitment activities such as interview participation and 
recruiter mentoring while setting organizational priorities help maintain a selection process that 
centers on human factors and mission alignment (Collings & Mellahi, 2009). Leadership-driven 
recruitment processes ensure hiring decisions prioritize long-term organizational alignment and 
cultural fit instead of immediate functional requirements. 
 The candidate experience has emerged as a strategic differentiator in talent acquisition but 
remains a frequently ignored aspect. Modern job applicants seek transparent and personalized, 
respectful interactions throughout their recruitment experience. Leaders who demonstrate these 
values create a memorable recruitment experience that strengthens the employer brand for all 
candidates, including those who do not get hired (Hausknecht, Day, & Thomas, 2004). When 
leaders become involved in onboarding, they help to build stronger initial connections while 
enabling the new hires to quickly integrate into the company's social and operational frameworks. 
 Leadership influence on talent acquisition extends beyond official policies and job 
descriptions because it demonstrates how leaders personify and transmit the organization's core 
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identity. When leaders participate in recruitment stories, they shape what employees can expect 
from the organization, which makes candidates more likely to choose that organization over others. 
Leadership functions as a crucial strategic asset for recruitment because its effective utilization 
enhances the quality and diversity of new hires. 
 3. Leadership and Talent Development  
 Leaders impact strategic talent management significantly through their establishment of 
continuous learning environments, which utilize coaching and mentorship together with growth-
focused feedback. Strong leaders demonstrate lifelong learning through self-improvement and 
motivate their teams to follow this example. Leadership through coaching and mentorship enhances 
performance and develops trust as well as psychological safety while creating internal talent 
pipelines (Hunt & Weintraub, 2016). Developmental relationships within organizations help retain 
employees while speeding up advancement readiness and foster an organizational culture that 
values shared learning. 
 Leadership commitment to talent development becomes clear through their active 
involvement in creating and supporting upskilling and reskilling initiatives. Leaders need to 
proactively find competency gaps and support focused learning programs because automation and 
digital transformation are constantly changing skills requirements in today’s job market. 
Organizational competitiveness improves when leaders focus on workforce development because 
their employees become agile and maintain employability (Cappelli & Tavis, 2018). Executive 
participation in learning programs alongside budget allocation and rewarding learning behaviors 
demonstrates that development is a strategic necessity rather than an optional activity. 
 Strategic leaders recognize that talent development extends beyond scheduled training 
sessions. Leadership support and intentional design drive on-the-job learning, together with stretch 
assignments and job rotations, as well as cross-functional collaborations. Leaders establish 
environments that promote development, which helps employees expand their skills while they 
fulfill organizational objectives. Transformational and servant leadership approaches prioritize 
enabling people to develop alongside organizational goals, which suits environments focused on 
talent development (Bass & Riggio, 2006; Greenleaf, 2002). 
 Leadership acts as the driving force behind the establishment of high-performance 
organizations that emphasize continuous learning. Leaders shape talent identification and 
development through mentoring practices and growth mindset modeling while providing access to 
development resources. When leaders participate in learning strategies, they boost employee 
engagement and innovation while preparing their organizations to meet upcoming demands. 
Leadership plays a strategic and relational role in talent development by connecting personal 
growth with organizational sustainability. 
 4. Retention and Engagement  
 Leadership plays a crucial role in strategic talent management by directly affecting employee 
engagement and retention levels. The way leaders manage their teams determines employees' daily 
work experience by directly impacting their sense of worth, support received, and motivation 
levels. Transformational leaders excel in improving employee satisfaction and commitment because 
they utilize vision and empathy while offering personalized attention (Bass & Riggio, 2006). 
Autocratic and disengaged leadership styles typically produce low employee morale and trust while 
increasing employee turnover rates. Leadership behavior communicates strong messages about 
organizational culture and how much employees are valued. 
 The emotional and cognitive connection employees feel toward their work and organization 
defines employee engagement, which shows a strong link to effective leadership. Leaders who 
practice transparent communication along with regular feedback and recognition of achievements 
create an environment where staff members feel purposeful and connected (Kouzes & Posner, 
2017). Organizations benefit from engaged employees through higher productivity levels and 
increased discretionary effort, along with prolonged employment retention. According to Gallup 
(2020), research teams managed by highly engaged leaders show both reduced absenteeism and 
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increased profitability, which demonstrates leadership's importance in maintaining employee 
engagement. 
 Leadership directly shapes trust and psychological safety, which together enable employee 
retention beyond simple engagement. Psychological safety describes the collective understanding 
that team members can raise their voices or own up to mistakes without worrying about being 
embarrassed or penalized (Edmondson, 1999). When leaders promote psychological safety by 
practicing respectful communication along with inclusivity and openness, they enable work 
environments that empower employees to feel secure. Environments that reduce burnout and 
withdrawal behavior result in better retention rates and long-lasting career satisfaction. 
 Effective leadership involves both directing tasks and establishing environments that 
encourage employees to remain and develop their contributions. Great leaders who build trust and 
practice inclusive decision-making while displaying emotional intelligence maintain high-
performing teams and enhance their organization's ability to withstand challenges. Organizations 
operating in unstable markets with limited talent pools need to develop leaders who emphasize 
employee engagement and mental health to retain their workforce. 
 5. Succession Planning and Future Leadership 
 Succession planning serves as both a vital element of strategic talent management and a 
measure of leadership vision. Organizations operating in today’s fast-paced environment need to 
establish strong talent pipelines to maintain leadership continuity and enable resilient and agile 
transitions. Succession planning requires pinpointing promising employees while equipping them 
for upcoming positions and establishing straightforward advancement routes. Active involvement 
by leaders in succession planning eliminates leadership gaps, reduces organizational disturbances, 
and establishes a system that rewards meritorious advancement (Rothwell, 2010). Succession 
planning extends beyond executive positions as it focuses on building leadership skills throughout 
every level of the organization. 
 The most enduring legacy of great leaders involves developing future leaders. Effective 
leaders choose to build leadership among emerging talent through mentoring, coaching, and 
assigning challenging job roles instead of keeping power to themselves. The developmental 
approach simultaneously readies future leaders and builds trust and empowerment within the team. 
Transformational leaders excel at recognizing leadership potential, which they support through 
inspiration and personal attention to each individual (Bass & Riggio, 2006). Organizations that 
make these leadership practices part of their culture can better retain talented employees and 
improve internal career advancement opportunities. 
 Succession planning should be executed through a strategic framework that includes all 
stakeholders while avoiding random or politically motivated methods. Leaders who prioritize 
diversity in their talent pipeline actively work to dismantle biases while advancing underrepresented 
individuals and broadening their access to key development opportunities, according to Ely et al. 
(2011). By implementing these practices, organizations synchronize their succession planning with 
core values that emphasize equity, together with sustainability and innovation. Ensuring successful 
leadership succession involves working with HR to establish formal evaluations and career plans, 
together with readiness standards as well as transparent and data-supported transitions that meet 
anticipated organizational requirements. 
 Succession planning demonstrates an organization’s dedication to maintaining leadership 
continuity while preserving its cultural identity over the long term. Effective leaders develop their 
team members to both fill current positions and progress organizational goals through an evolving 
world. Leaders today generate future organizational success by establishing leadership development 
channels and embedding mentoring programs. Succession planning goes beyond mere replacement 
because it fosters regeneration and transformation while creating a lasting organizational impact. 
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Figure 2: Leadership in Strategies Talent Management 

 
Table 1 Comparative Analysis of Leadership Roles in Strategic Talent Management 

Theme Leadership Role Key Features Impact on Talent 
Management 

1. Core Elements 
of Great 
Leadership 

Provides vision, 
emotional intelligence, 
and ethical standards 

Visionary thinking, emotional 
intelligence, ethical 
governance, interconnected 
competencies 

Aligns team efforts, 
fosters trust, ensures 
fairness, and builds a 
strong organizational 
culture 

2. Leadership 
Impact on Talent 
Acquisition 

Influences employer 
branding and 
recruitment strategies 

Visible leadership, inclusive 
hiring, candidate experience, 
and cultural alignment 

Attracts top talent, 
enhances organizational 
reputation, and ensures 
better cultural fit 

3. Leadership and 
Talent 
Development 

Drives learning and 
development through 
mentoring and strategic 
learning investments 

Coaching, 
upskilling/reskilling, stretch 
assignments, transformational 
leadership 

Develops internal talent 
pipelines, promotes 
lifelong learning, and 
improves agility 

4. Retention and 
Engagement 

Enhances employee 
experience and 
motivation through 
leadership behavior 

Psychological safety, 
communication, recognition, 
and inclusivity 

Increases satisfaction, 
reduces turnover, 
improves well-being, 
and loyalty 

5. Succession 
Planning and 
Future 
Leadership 

Ensures leadership 
continuity and 
organizational resilience 

Talent pipelines, mentorship, 
diversity in leadership, and 
transparent advancement paths 

Sustains leadership 
capability, nurtures 
future leaders, and 
maintains strategic 
consistency 
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Conclusion 
 Research shows that leadership serves as a critical factor in developing successful strategic 
talent management (STM) initiatives. Research through documentary analysis demonstrated that 
leadership behaviors focused on visionary thinking, together with emotional intelligence and ethical 
governance, and relational trust, strongly influence the performance of essential talent functions 
such as recruitment, development, engagement, and succession planning. Organizational 
sustainability over the long term and high-performing cultures are created by leaders who 
demonstrate inclusive and strategic behaviors through their investment in people as their key asset. 
Great leadership functions both as a performance enhancer and the foundational structure 
supporting strategic talent systems. 
 The results demonstrate multiple significant implications that affect both policy-making and 
practical execution. Leadership development programs need to advance by embedding talent 
strategy into their core competencies so that upcoming leaders learn to connect their influence with 
human capital management goals. The outlined capabilities consist of coaching techniques and 
succession planning alongside inclusion-based hiring practices. HR leaders and executive teams 
need to collaborate in the development of talent policies to establish shared responsibility for 
leadership effectiveness and the performance of employees. Today's hybrid workspaces require 
cross-functional collaboration as both agility and engagement now depend more heavily on unified 
leadership systems that focus on people. 
 The research faced limitations because it relied on secondary and documentary sources that 
did not offer the detailed and contextual depth that field-based or empirical data could provide. The 
combination of academic and institutional documents created a solid conceptual base, yet empirical 
research is necessary to verify these connections within different sectors, cultural settings, and 
various leadership levels. The effectiveness of leadership depends heavily on organizational 
context, including size and industry type, as well as geographic location and cultural standards, 
necessitating careful consideration before applying findings universally. 
 Subsequent research efforts need to focus on mixed-method and longitudinal studies that 
integrate leaders' and employees' perspectives through interviews, surveys, and participatory case 
studies. Research that strengthens empirical insights and validates theoretical frameworks can 
improve the way leadership functions to achieve strategic talent excellence. 
 
Knowledge Contribution  
 The comprehensive results synthesis of "The Essence of Great Leadership and Its Influence 
on Strategic Talent Management" presents new conceptual contributions as innovative knowledge 
for leadership and talent strategy. 
 1. Leadership as a Strategic Talent Enabler  
 The study defines leadership as more than merely a management function by showing how it 
acts as a strategic driver for sustainable talent systems. Leaders shape talent attraction, development, 
and retention through their actions and relational methods combined with their core values. 
Leadership serves as the structural framework that directs and shapes talent progression. 
 2. The Leadership–STM Synergy Model  
 A new model emerges from the data: The Leadership–Strategic Talent Management (STM) 
Synergy Model consists of four fundamental leadership traits—visionary thinking, emotional 
intelligence, ethical governance, and relational trust—that serve as foundation stones for five talent 
management functions: recruitment, development, engagement, succession planning, and retention. 
The proposed model demonstrates a substantial theoretical enhancement through its structured 
linkage. 
 3. Leader-Driven Employer Branding  
 The study proposes that leaders actively function as co-creators in employer brand identity 
formation by directing candidate perceptions through behaviors they demonstrate and their 
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communicated values. This work applies established branding principles to leadership roles while 
transforming the candidate experience into a process led by leadership actions. 
 4. Mentorship-Centric Talent Development Culture  
 Leadership behaviors centered on mentorship and coaching, along with experiential learning, 
establish high-trust environments that support growth. The development of this culture showcases 
leadership roles that prioritize group development over traditional hierarchical structures. 
 5. Psychological Safety as a Retention Strategy  
 The research identifies psychological safety as a key retention tool from innovation and 
teamwork studies, which leadership style directly affects. Leadership practices that foster open 
communication and trust while advancing inclusivity lead to reduced burnout and turnover rates, 
which help maintain organizational stability over time. 
 6. Inclusive Succession Design  
 The concept of inclusive succession design develops through the focus on creating fair 
leadership progression paths. Strategic leaders must identify and mentor diverse future leaders 
while advancing their growth to transform succession from a reactive routine into a proactive, 
equity-based method. 
 7. Strategic Talent Alignment through Ethical Leadership  
 Ethical leadership assumes greater significance in the synchronization of HR policies with 
strategic organizational results. Leaders stand as ethical exemplars and serve as governance anchors 
who maintain organizational integrity through their fair management of performance evaluations 
and workforce decisions. 

 
Figure 3: The Essence of Great Leadership and Its Influence on Strategic Talent Management 
 
Recommendations for Future Research 
 This study's conceptual insights create multiple opportunities for future research to expand 
understanding and practical applications. 
 The leadership–talent management relationship within specific industries requires empirical 
validation. The study brought together research from various documentary sources, but industry-
specific areas like healthcare and technology present distinct leadership challenges and talent 
needs. Sectoral case studies or surveys would reveal the distinct configurations of leadership 
behaviors and talent strategies within various operational environments. 
 Longitudinal research designs play a crucial role in understanding how leadership influence 
develops and changes throughout time. Leadership practices and talent outcomes must be tracked 
through extended period studies because development and succession planning processes take 
months or years to complete. Longitudinal studies provide valuable understanding about causal 
relationships as well as the lasting impact of leadership behaviors and cultural changes within 

https://so07.tci-thaijo.org/index.php/IJSASR/index
https://doi.org/10.60027/ijsasr.2025.7928


 

International Journal of Sociologies and Anthropologies Science Reviews 
Volume 5 Issue 3: May-June 2025: ISSN 2985-2730 

Website: https://so07.tci-thaijo.org/index.php/IJSASR/index 
 

 

 

 
 

[903] 
Citation 

 

Tanchaisak, K. (2025). Essential Great Leadership Characteristics that Influence Strategic 
Talent Management. International Journal of Sociologies and Anthropologies Science Reviews, 5 (3), 891-

904; DOI: https://doi.org/10.60027/ijsasr.2025.7928 
 

organizations during leadership transitions or structural changes. Research designs should 
investigate how leadership styles change during crises or organizational restructuring and analyze 
their impact on maintaining talent pipelines. 
 Further investigation should look into how leadership intersects with diversity within talent 
management systems, together with leader-driven equity promotion in hiring processes and 
employee progression. Exploring how various leadership styles manage gender, generational, and 
cultural diversity in talent management can increase both the applicability and inclusiveness of 
present models. By merging qualitative interviews with quantitative data through participatory and 
mixed-method approaches, researchers can obtain deeper and more detailed insights into leadership 
effectiveness from both leaders' and team members' viewpoints. 
 The advancement of this field depends on the integration of theoretical understanding and 
real-world complexity through research that utilizes both application-based methods and data 
analysis. Future scholars and practitioners who integrate leadership and talent management studies 
with organizational and cultural realities will create systems that evolve to fit needs while including 
diverse perspectives and supporting sustainable human capital growth. 
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