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ABSTRACT

In the past, many studies have provided information about the structure and
implementation methods of talent management in various countries, but there are few
studies on talent management programs of local companies in Taiwan. This study uses
qualitative research to explore the actual implementation results of a talent management
program of a Taiwanese semiconductor company—Company A. The study went deep
into 10 participants’ experiences, covering more than 65% of the program, and analyzed
the ideas of the participants based on the five core functions of talent management,
including attracting, selecting, engaging, developing, and retaining. This research found
that companies can effectively attract outstanding graduates through competitive
salaries and intensive pre-employment training, but unclear promotion channels and
inconsistent development plans have greatly reduced retention rates. Finally, based on
the above results, this study provides suggestions to Company A for optimizing its plan,
including strengthening its employer brand image, diversifying its recruitment
standards, and planning a clear career development path. It also serves as a benchmark

of talent management for other companies.
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CHAPTER I INTRODUCTION

In today's competitive and rapidly changing environment, attracting, nurturing,
and retaining talents has become a critical challenge for every enterprise. Faced with
the pressure of global competition, businesses must establish competitive talent
managements to ensure they have high-quality talent to support their business
development and innovation. This chapter introduces this study and includes
background of the study, problem statement, research purpose, research questions,

significance of the study, delimitations of the study and definition of terms.

Background of the Study

The topic of talent management has gained increasing attention in the last decade.
Both companies and institutions have become interested in the concept, such as
McKinsey & Co., the Chartered Institute of Personnel and Development (CIPD), and
the Society of Human Resource Management (SHRM), for example (Al Ariss et al.,
2014).

As more young workers graduate and start working—especially those from
Generation Z—they place a strong emphasis on meaningful work. They focus on
learning opportunities and career development. Many of them are looking for
employers who give them purpose, flexibility, and personal growth (PwC, 2021). If
companies cannot meet those expectations, it is likely that employees will feel
disconnected or even quit early. To address these challenges, many companies have
started talent programs that focus on recruiting new graduates with high potential
providing lots of training and giving them a fast track to promotion. Programs like these
do not just train future leaders, they also help make the company more attractive to

other job seekers, especially when the competition for talent is tough. Company A, a



semiconductor company located in Taiwan and the case company of this study, is one
of the companies that has implemented such a program.

While these talent management strategies are relevant across industries, their
importance becomes especially pronounced in knowledge-intensive, fast-changing
industries such as technology and semiconductors. In these industries, where innovation
and speed are essential, the capacity to attract and retain young talents is not merely a
human resource issue, but a strategic imperative for sustaining competitive advantage.

Taiwan’s economic landscape is dominated by such technology-intensive industry.
According to the National Development Council, Department of Industrial
Development (2024), the total production value of Taiwan's semiconductor industry has
reached NT$4.3 trillion, ranking second in the world. Yet despite this industrial strength,
companies report growing difficulties in sustaining their talent pipelines. Surveys
conducted by local think tanks and industry associations consistently identify lack of
talent and difficulty retaining young professionals as top operational risks (Institute for
Information Industry, 2022). Even if companies use high salaries or strong branding to
attract fresh graduates, it is still common for young employees to quit their jobs within
the first one or two years in Taiwan’s technology industry. Based on data from 104 Job
Bank (2024), about 30% of new graduates in Taiwan resign within their first 6 months.
The main reasons are that the job is not what they expected, and they do not see a clear
career path. This shows the real problem may not be in hiring, but in the lack of training
and support after joining. To address these challenges, several companies in Taiwan
have begun adopting retention strategies, such as extending probation periods or
designing personalized development plans. However, Chen and Cheng (2022) found
that many technology companies in Taiwan say they have talent programs, but these
programs often don not offer real support. This makes new employees feel disappointed

and regret joining.



This concern echoes broader debates in the global talent management literature.
Recent research has questioned the effectiveness of talent management programs,
particularly when such models are imported without sufficient adaptation to local
contexts or meaningful engagement with employee perspectives (Gallardo-Gallardo et
al., 2020). Amid mounting pressure for Taiwan’s technology industry to remain agile
and globally competitive, it becomes essential for organizations to critically evaluate
whether their talent strategies genuinely reflect the needs and lived experiences of the

young talents they aim to retain.

Problem Statement

Although many companies in Taiwan have made efforts to launch talent programs,
these initiatives are often limited in scale and not always aligned with their original
goals. First, new hire training in Taiwan’s technology industry tends to focus on systems
and procedures, rather than helping new employees feel involved or connected with
others (Huang & Su, 2022). This may cause new employees to feel lost or unsupported,
especially during the critical first six months. Second, although mentorship programs
are becoming more common, many companies simply assign experienced staff as
mentors without offering them proper training. As a result, the impact on newcomers’
integration and career development remains limited (Tsai & Hsu, 2020). Furthermore,
some companies try to engage fresh graduates by offering project-based training and
assigning cross-department tasks. While these actions are meant to motivate young
employees and encourage them to stay longer, their actual effectiveness often depends
on the company’s culture and how much support managers are willing to give (Wang
& Lin, 2021).

The above studies show that although strategies to address talent turnover have

become more common, many companies still struggle to design employee-centered



development systems that also meet organizational needs. They also highlight a long-
standing gap between theory and real-world practice in the field of talent management.

To address this gap, the present study focuses on a company in Taiwan’s
semiconductor industry that has implemented a talent program for recent graduates,
aiming to explore how such initiatives work in practice. Company A is a local business
that has been growing quickly in recent years and has expanded into overseas markets.
Because of that, Company A sees hiring and keeping talented people as one of its top
long-term goals and has created a talent program that offers good pay and a clear path
for career growth, hoping to attract graduates with strong potential. However, after this
program has been running for six years, over half of the employees who joined this
program ended up leaving the company. This suggests that the program may not have

produced the expected results.

Research Purpose

This study will explore how participants experienced Company A’s talent program.
The research purpose is to gain a deeper understanding of the advantages and
disadvantages of Company A's talent program and gain insights into whether the
program has fully realized its impact on employee career development. Moreover, this
research aims to provide specific improvement suggestions to help the company
enhance its ability to recruit and retain talent, make sure company A will be better
equipped to navigate the competitive labor market and achieve long-term success and

sustainable growth.



Research Questions

According to the purpose of the research, this study aims to answer the following
research questions:
1. What are the advantages and disadvantages of the talent program implemented
by Company A?
2. What are the strategies that Company A can use to enhance the effectiveness of

its talent program?

Significance of the Study

While many global studies have explored talent development programs, research
focusing on such programs within Taiwan’s semiconductor industry remains limited.
This study not only examines how the program works, but also collects firsthand
insights directly from participants, offering practical and honest feedback from the
employee’s point of view.

From an academic perspective, the study helps bridge the gap between theory and
real-world practice. From a practical standpoint, first, it can support HR professionals
and senior managers in reassessing and redesigning talent programs. Second, by
understanding what participants really think, the study can help determine whether the
program meets employee expectations. For fast-growing companies like Company A,
attracting, developing, and retaining high-potential talent is key to staying competitive
in a rapidly changing global market. Finally, making sure that young employees receive
clear career guidance, growth opportunities, and long-term support is something that
matters, not just for one industry or company, but for any organization that wants to

build a strong future workforce.



Delimitations of the Study

First, this study focuses on a single company within Taiwan’s semiconductor
industry and only analyze the experiences of employees who participated in its talent
program; thus, the findings may have limited applicability to other companies or
industries.

Furthermore, the research data was collected via qualitative interviews with
program participants. Rather than comparing performance outcomes or turnover rates
with those of other organizations, this research emphasizes individual perceptions and
the company’s internal systems.

The research focus on how the talent program was designed and carried out, as
well as how it was experienced by those involved employees. This approach allows for
a deeper understanding of the program’s strengths and weaknesses and offers practical

suggestions for improvement.

Definition of Terms

Talent Management

Talent management refers to the strategic process of attracting, developing, and
retaining individuals who are considered valuable to an organization’s success. This
encompasses a range of human resource practices aimed at ensuring that the

organization has the right talent in place to achieve its objectives (Al Ariss et al., 2014).

Talent Program

Talent program refers to a structured set of organizational initiatives designed to
attract, develop, and retain high-potential individuals, often recent graduates, or early-

career professionals. These programs typically include pre-employment training, job



rotation, mentorship, and accelerated promotion paths. They aim to increase
organizational commitment and build internal leadership pipelines (Bolander et al.,

2017).

Career Development

Career development refers to the ongoing efforts by individuals and organizations
to manage and support an employee’s career path. It involves goal setting, skill
acquisition, and opportunities for advancement aligned with both personal goals and

organizational needs (Greenhaus et al., 2010).






CHAPTER II LITERATURE REVIEW

This chapter provides a review of literature on talent management as well as an
overview of Company A’s talent management program, with details on each of the
following functions respectively: attracting, selecting, engaging, developing, and

retaining.

Talent Management

The earliest research on the meaning of talent in the field of human resources can
be traced back to a 1997 study by McKinsey & Company titled The War for Talent.
Talent is defined as the ability to achieve organizational goals within the realization of
objectives at both the macro and micro levels, which enables enterprises to be one step
ahead of their competitors. This talent comes from innate abilities, having potential,
and high-performing employees (Ewerlin, 2013; Nankervis, 2013).

Talent management is a strategic and integrated process aimed at optimizing
organizational performance by focusing on five core activities—attracting, selecting,
engaging, developing, and retaining employees (Deborah & Kathy, 2009). In recent
years, this framework has been reinforced by both theoretical discourse and empirical
research, emphasizing the significance of each domain in enhancing workforce

capability and sustaining competitive advantage.

Attracting

As the competition for skilled professionals intensifies, attracting talent has
become more important than ever. Effective talent attraction enables organizations to
secure the most qualified and skilled individuals available in the job market (Obisanma

et al., 2022). In talent recruitment function, a strong employer brand affects how



potential candidates view the company. Research has shown that when a company is
seen as attractive, it has a better chance of drawing in qualified candidates (Berthon et
al., 2005). A clear and positive employer image helps set a company apart from its
competitors and build a long-term advantage in the labor market (Ronda et al., 2018).
It may also lead to better business outcomes (Kashive & Khanna, 2017), reduce hiring
costs, and increase the chances that employees will choose to stay (Tanwar & Prasad,
2017). To build a positive employer image, companies can use campus recruitment and

internships not only as hiring strategies but also as brand marketing tools (Li, 2003)

Selecting

A proper selecting procedure is one of the key determinants of organizational
effectiveness (Abbasi et al., 2020), as it ensures the selection of suitable candidates for
various roles (Brown et al., 2019). The selection process plays a critical role, as
identifying the right candidate is often highly challenging (Dany & Torchy, 2017). In
the technology industry, although the competition for skilled talent remains fierce,
selecting the right individuals still important than filling positions quickly. To do so
effectively, it is important to first identify the specific needs for the role and then choose
suitable evaluation methods, such as application forms, structured interviews, or

personality assessments to guide the selection process (Chen, 2017).

Engaging

A successful recruitment process, including the right talent selection, proper
onboarding arrangements, and employee engagement, can lay the right development
direction for the organization if it is properly operated at this stage (Dickson & Isaiah,
2024). Organizations can establish an emotional connection between employees and

the company by introducing their mission, vision, and values and making them

10



"concrete" in the minds of employees. When employees can identify with the
company's mission, they will regard the relationship with the organization as more
personally meaningful. In addition, the greater the alignment between employees’
personal values and the organization’s culture, the more positive their work attitudes
tend to be and employees are less likely to tend to change jobs (Davila & Pina-Ramirez,
2018).

Integrating new employees into the workplace is a major change for both
individuals and organizations. Setting up an onboarding plan and a complete support
network can reduce the uncertainty and resistance of new employees, allowing them to
integrate smoothly and receive job training (Dickson & Isaiah, 2024). All personnel

involved in recruiting, training, and support can influence new employees by conveying

information and serving as learning role models (Bauer, 2010).

Developing

Talent development is considered as an important tool of competitive advantages
for the organization through career development, performance enhancement, and
succession planning of talented employees (Ibrahim & Daniel, 2020). Organizations
may adopt talent management practices such as mentoring, training, and coaching to
enhance employees’ career development, increase engagement, and support retention
efforts (Armstrong, 2006).

The technology industry is changing with each passing day, and employees need
to be able to learn quickly and adapt quickly, as a result, training and development have
become critical components of talent management.

Training serves as a quick response mechanism to improve job performance, while
career development is a long-term process aimed at enhancing managerial effectiveness
(Beydoun & Saleh, 2023). It emphasizes the long-term growth of employees in areas

11



such as leadership, critical thinking, and innovation capabilities (Noe et al., 2020).
Although training and development are two separate concepts, they complement each
other. Training focuses on improving specific job-related skills, while development is
about developing the broad capabilities that employees need to perform future roles. If
these two key elements of talent management can be successfully combined, companies
can not only gain a competitive advantage, but also continuously drive improvements
in organizational performance (Miller, 1996; Senge, 2006), and are more likely to retain
talent and promote innovation (Beydoun & Saleh, 2023; Fejfarova & Fejfar, 2022). In
addition to addressing skill gaps through training and development programs, goal-
directed career planning can also encourage employees to realize their personal

potential (Armstrong & Taylor, 2014; Setiawan & Indriati, 2024).

Retaining

Employee retention is an important indicator of organizational health because high
turnover will lead to increased costs, decreased productivity, and damaged team
stability (Dessler, 2020). Effective retention strategies are often closely related to
employee engagement, clear career development paths, and competitive compensation
systems (Hausknecht et al., 2009). For high-potential talents, if the company fails to
meet their expectations for development and promotion, even if the initial recruitment
and training performance is good, it often leads to their early departure (Gama & Edoun,

2020).

Company A’s Talent Management Program

This study uses Company A as the target case because Company A has a special
talent management project called 7alent Program. At founding, Company A set the

goals of this program to attract talent in the highly competitive semiconductor market.
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In addition, the company has aimed to rapidly develop the program’s participants into
future leaders. This program has focused on recruiting talents who have just graduated
or have less than 2 years of work experience and is defined by Company A as a fast-
track program.

Company A is headquartered in Taipei, Taiwan, and is part of the semiconductor
industry supply chain. It has more than 150 locations and 8,000 employees around the
world.

The positions covered by this program include sales engineers and supply chain
management staff. However, this study focuses on the position of sales engineers
because they are the company's main workforce. Among almost 1,200 employees in
Taiwan, sales engineers account for more than 24%, which shows their importance in
the organization. The responsibilities of a sales engineer include product promotion,
business management, inventory management, demand creation and gaining market
share from the mass market. To be eligible for the program and the position, candidates
must graduate from one of the top 13 universities in Taiwan and hold a degree in either
electrical engineering (EE) or business, with a preference for those with an EE
background. However, students with EE backgrounds typically aspire to become R&D
engineers instead of sales engineers due to the attractive salaries and promising career
prospects in that field. This highlights the stringent selection criteria set by Company A
and explains why since the program was launched six years ago, only 15 people have
been admitted.

As one of its goals, Company A regards its talent program as a fast-track program
that is known for helping high-potential employees move quickly through their career
paths. Employees who participate in such programs are usually judged to be high
potential. Fast-track programs focus on accelerating the development of participants

within the company through a combination of intensive training, mentor supervision,
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and rotation experience (Cox & Cooper, 1988). Companies incorporate fast-track into
their management development programs to cultivate future leaders who can meet

future challenges (Thompson et al., 1985).

Attracting

Job openings for engineers in Taiwan’s semiconductor sector grew by 44%
between 2021 and 2022. The number even increased by another 40% in the first quarter
of 2022 (Wang, 2024). Chase (2024) also mentioned that the Asia-Pacific region is
expected to face a shortage of more than 200,000 technical workers by 2025. These
trends reflect a serious talent shortage in Taiwan’s semiconductor industry.

Company A mainly publishes recruitment information about talent plans through
the 104 Job Platform which is the largest job searching website in Taiwan and provides
many videos and information about the plans to attract job seekers. The talent program
recruits independently and is separated from other job openings to increase its visibility
and make it easier for candidates to understand the program. In addition, many positive

information and awards of Company A are also displayed on the website.

Selecting

The selection process of Company A's Talent Program is uniquely structured. First,
HR conducts an initial screening via phone interview lasting between 30 and 60 minutes.
Candidates who pass this process are then asked to complete the company’s internal
application form and a personality assessment. This is followed by an in-person
interview with the head of the HR department. If successful, candidates proceed to the
final process, which requires preparing a self-introduction and a presentation analyzing
the semiconductor market. This presentation is delivered to Company A’s senior

executives. Only after successfully completing all these selecting processes are
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candidates formally accepted into the Talent Program.

Engaging

Those admitted to the Talent Program participate in new employee training with
other general employees after they are on board. The purpose is to let everyone get to
know the company and reduce their uncertainty when they enter the workplace. In
addition, an employee who previously participated in the program will serve as a mentor,
sharing their experiences and providing information about the program with new
participants. Moreover, HR will interview these participants regularly to ensure that

their questions can be responded to promptly and their situation can be understood.

Developing

Company A provides intensive pre-job training for program participants. After
finishing the new employee training, they will first have more than one month of
training, with manager of each department serving as instructors. The training
curriculum includes the work content of various departments and practical courses with
the aim of helping program participants understand the overall operation of the
company and the collaboration model between different units. During this training
period, participants do not need to work. After the training is completed, participants
will work in their departments, with their direct supervisors or senior employees serving
as mentors.

In addition, Company A emphasizes that participants in the talent program have
more opportunities for rotation than other employees. Among the 15 participants, 6
experienced customers, department and even position rotation within two years of

joining the company.
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Retaining

Although Company A's talent program is designed to accelerate participants'
promotions, long-term retention remains a challenge. Among the 15 people who
participated in the program, only 8§ are still employed, which means that its talent
retention rate is not high. This study is aimed at this issue and hopes that through this

study, Company A can adjust this program and retain more talents.

16






CHAPTER III RESEARCH METHODS

In this chapter, this research delves into the methodologies used in this study. It
provides details of the study's process, including the research approach, conceptual
framework, research procedure, participant and sampling criteria, data collection

methods, data analysis and research quality.

Research Approach

The purpose of this study is to understand the opinions of the personnel involved
in Company A's program, including their perceived advantages and disadvantages of
the program, whether participants find it effective for career development. Since the
program has only been implemented for six years and involves a total of 15 people, for
this research project, a qualitative methodology has been chosen to delve into the
meaning and experiences constructed by individuals (Merriam & Tisdell, 2015).

Through in-depth interviews, this research can explore the individual experiences
and feelings of different employees, gathering more detailed and specific feedback. The
research results will also help the case company understand the actual effectiveness of
the program in enhancing career development. Moreover, the feedback will provide
valuable insights to help the case company optimize the program in the future, address
potential shortcomings, and further improve employee satisfaction and overall talent
retention. This research hopes to provide valuable references and insights for the design

and implementation of similar programs as well.

18



Conceptual Framework

This study adopted the talent management framework, which consists of five key
functions: Attracting, Selecting, Engaging, Developing, and Retaining (Deborah &
Kathy, 2009) to organize the data collection and analysis of the study. The interview
questions were also designed based on these five thematic categories. This approach
not only allowed for a comprehensive examination of the talent program, but also
helped organize participants’ responses in a more structured and logical way. As a result,
the findings could be analyzed more effectively and translated into well-grounded
recommendations for Company A.

Figure 3.1

Conceptual Framework for Research

/ N\
< Attracting >
Retaining Selecting
Talent
Management
Devlopment Engaging
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Research Procedure

The following steps were taken to complete the study. Figure 3.2 depicts the entire

research process for this study, outlining each step in detail.

Phase 1: Identified Research Topic and Purpose

Through interviews with participants of Company A’s Talent Program, it became
clear that their experiences did not fully align with the outcomes originally expected by
the company. After discussing with Company A’s HR department, they acknowledged
the program’s high turnover rate and agreed to support this research to better understand
participants’ perspectives. The goal is to use these insights to help redesign and improve

the Talent Program.

Phase 2: Reviewed Literature

Literature on talent management, talent program, and career development were
reviewed, particularly five functions in talent management, including attracting,

selecting, engaging, developing, and retaining.

Phase 3: Developed Research Questions

The research questions were designed based on the research purpose, following

the topic selection and literature review.

Phase 4: Determined Research Method

To better understand each participant’s views on the talent program, their personal
experiences within it, and its impact on their career development, data collection and

analysis were conducted using a qualitative approach.
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Phase S: Designed Interview Questions

Based on the research objectives and conceptual framework, interview questions
were designed to gather comprehensive information from participants. The questions
aimed to explore their views on the talent program. The questions were reviewed and

refined to ensure clarity and relevance.

Phase 6: Conducted Interview

To improve efficiency during the interview, participants were given the interview
questions in Chinese beforehand. The interviews were held in a meeting room at
Company A’s headquarter and conducted entirely in Chinese, typically lasting between
60 to 90 minutes. At the start, the interviewer first confirmed whether the candidate’s
background matched the role offered by Company A before moving on to the rest of

the questions.

Phase 7: Analyzed Data

The interview data were transcribed, coded, and categorized to uncover insights

and gain a deeper understanding of the participants' experiences and opinions.

Phase 8: Presented Research Findings

Analysis results were summarized and presented as the findings to draw
conclusions of the study. The findings were reported with the aims to address the
research questions and provide actionable recommendations. Finally, recommendations

were provided for the company to use as a reference for future program implementation.
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Figure 3.2

Research Procedure

Identified Research Topic and Purpose

Reviewed literature

Developed Research Questions

Determined Research Method

Designed Interview Questions

Conducted Interview

Analyzed Data

Presented Research Findings

Research Participants

All participants in this study were current or former employees who had taken
part in Company A’s Talent Program. Since the program was launched six years ago, it
has recruited a total of 15 members, with 8 of them still employed at the time of this
study.

To ensure the completeness of the research, interviews were conducted with all
current members of the program and two former participants, covering more than 65%
of the total cohort. Among the eight current employees, three currently held managerial

roles while five were frontline staffs, which helped ensure a more balanced and credible
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set of perspectives.

With Company A’s approval to conduct this study, the HR department first
contacted all potential participants to confirm their willingness to take part. Upon
receiving consent, the researcher was granted access to basic background information,
including participants’ age, department, training history, job rotation and promotion
records.

Before the interviews began, the researcher spent about a month getting to know
the participants, building trust, and explaining the purpose of the study as well as its
potential value to the company. Since one of the goals of the interviews was to gather
honest feedback—including both strengths and weaknesses of the program—some
participants were initially hesitant to speak openly. They were concerned that sharing
criticisms might affect their reputation or future opportunities. To address this concern,
both the HR department and the researcher assured all participants that their responses
would be kept strictly anonymous. No identifying personal information would appear
in the final report. This reassurance helped participants feel more comfortable and
encouraged open sharing of their views and suggestions.

During the interviews, a few participants also expressed concerns about being
recorded. In response, the researcher made it clear that the audio recordings would be
used solely for personal transcription purposes, would not be shared with Company A,
and that only selected quotes and relevant segments would be used in the analysis.

While no individual personal profiles are disclosed in this report. However, to
provide the context, all participants were employed as sales engineers. Their age ranged
from 25 to 32 years old. In terms of tenure at Company A, one participant had worked
for six years, three had five years of experience, three had three years, two had two

years, and one had been with the company for just one year.
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Data Collection

The interview questions and interview were conducted in Mandarin. The

document review and in-depth interview methods were applied in this study.

Interview Question Design

The interview questions were developed based on the research questions and are
presented in Table 3.1. These questions were designed in alignment with the conceptual
framework, focusing on different talent management functions to encourage
participants to share their perspectives on the program. In addition, these questions were
reviewed and approved by a senior HR manager at Company A with over 20 years of
experience in the semiconductor industry.

With the consent of the participants, Company A provided access to their personal
information, including age, department, job title, training history, promotion records,
and rotation experience. During the interview process, this information was first
confirmed with each participant to ensure accuracy. As a result, there was no need for

participants to fill out a separate personal information questionnaire.
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Table 3.1

English Version of Interview Questions

Function

Content

Attracting

1.

Had you heard of Company A when you were searching for jobs
after graduation? How did you first learn about this Talent Program?
Which specific aspect of the program or the company initially
attracted your interest and prompted further engagement? (Prompts:
4 to 6 months of pre-job training; career mentoring; clearly
structured career development plans.)

To what extent did this program influence your final decision to join
the company?

During the job interview process, did you receive any offers from
other companies? What ultimately convinced you to choose
Company A over other options (e.g., salary, company reputation,

program content)?

Selecting

p—

What are your thoughts on the selection process for the Talent
Program (including HR interviews, executive presentations,
onboard process)? Were there any particularly strong aspects or
areas you would suggest improving?

In your opinion, did the interview and selection process effectively
identify candidates who were a good fit for the program?

During the interviews, were your job responsibilities and career
progression clearly explained to you?

Which part of the selection process did you find most challenging?

(Continued)
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Table 3.1 (Continued)

Function

Content

Engaging

1.

Did you feel that the company had clear expectations when you
on board? Did those expectations motivate you, or did they create
stress? Did you feel valued and recognized?

In your early days at the company, did the support and onboarding
activities, such as training sessions or regular HR meeting help
you integrate into the organization?

Within the first six months of joining the program, did you
encounter any significant difficulties? How did you overcome
them? Did the company provide sufficient resources to help you
resolve such issues?

Has participating in this program enhanced your sense of cultural
belonging within the organization?

Do you believe the company’s expectations and goals for talent
are clearly communicated? Do they align with your personal
career aspirations?

Do you have any thoughts or suggestion for the time you on

board?

Developing

1.

How long did your pre-job training last, and what topics or courses
were included in the curriculum? What aspects of the training

program did you find especially effective or lacking?

(Continued)
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Table 3.1 (Continued)

Function

Content

Developing

o

Did the pre-job training help you adapt to the company’s working
environment, the industry landscape, and market trends? Did it
contribute meaningfully to your on-the-job training (OJT)?

Since you joined the company till now, did you have a career plan
or specific goals related to promotion or internal rotation? Have
those expectations been met? If not, why?

You have now been at the company for _ years. Has your job
grade or title changed during this time? Do you feel this
progression aligns with your initial expectations upon entering the
program?

Have the development opportunities provided by the company
encouraged you to stay? Alternatively, are there other factors that
have motivated your decision to remain?

Do you see areas where the company’s development support

could be improved?

Retaining

1.

Do you feel a sense of belonging at the company? If so, is this due
to the Talent Program specifically, or for other reasons?

Has the program directly influenced your intention to remain with
the company? Or, as time has passed, has it become a less relevant
factor in your retention decision? What other considerations come

into play?

(Continued)
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Table 3.1 (Continued)

Function Content

Retaining 3. Since joining the program, have you ever considered leaving the
company? If so, what were your reasons, and what ultimately
convinced you to stay?

If presented with a similar opportunity elsewhere today, what would
be the three most important factors guiding your decision to stay or
leave?

4. Do you feel the company has tried to understand and meet your

personal and professional needs?

Document Review

Company A provided the profiles of all program participants, along with past
training content and related information. Before conducting the interviews, researcher
reviewed each employee’s personal background, development records, and various

details of the program.

In-depth Interview

This study adopted in-depth interviews as the primary data collection method, as
it allowed participants to freely express their thoughts without constraints. In addition,
the researcher was able to ask follow-up questions based on participants’ responses,
enabling a deeper understanding of their views and experiences.

Before the interviews, the researcher spent three months to familiarize with
Company A’s role in the semiconductor industry, also tried to better understand the role
and responsibilities of sales engineers in the company and why their role matters.

Since most of the participants were still working at Company A, a few were unsure
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at first about speaking openly, especially when it came to criticizing the program. They
were worried it might affect their reputation or impact future opportunities. To ease
those concerns, the HR department and the researcher made it clear that everything
would remain anonymous and that their responses would not influence their job or
development opportunities. This reassurance helped enhance participants’ willingness
to speak honestly.

All interviews were conducted in person, with each session lasting approximately
60 to 90 minutes. Before the interview began, participants were informed that the
conversation would be audio-recorded. After each interview, the recordings were

transcribed verbatim to facilitate subsequent coding and thematic analysis.

Data Analysis

To analyze the data in this study, a structured qualitative approach was applied,
broken down into six main stages: conducting interviews, transcribing interview data,
open coding, axial coding, categorizing findings as either advantages or disadvantage,
and synthesizing the results.

Once each interview was completed, the recordings were transcribed word-for-
word. These transcripts became the foundation for all subsequent analysis. The open
coding stage involved reading through the transcripts line by line and assigning labels
to segments of text that carried meaningful insights. At this point, no themes or
categories were defined, only the raw ideas were captured. Next, axial coding was
used to connect related codes and organize them into broader themes. This step made
it possible to observe patterns across participants and determine where their
experiences and opinions overlapped. After axial coding, these data were divided into
two categories: advantages and disadvantages. This helped assess which aspects of the
Talent Program were effective and which ones needed further development. An
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example of the data analysis process is included in Appendix B.

Finally, the key findings were synthesized and presented in Chapter IV. In Chapter
V, these results were discussed alongside existing literature, forming the basis for
concrete recommendations tailored to Company A’s context.
Figure 3.3

Data Analysis Process

Participants Interviewed and Recorded

Interview Data Transcribed

Open Coding

Axial Coding

High-Level Categorization

Results Synthesized

Research Quality Assurance

This section discusses measures taken to secure the quality of the current study.
Based on the frameworks suggested by Merriam and Tisdell (2015) and Service (2008),
quality of qualitative research is assessable by utilizing strategies of credibility (internal
validity), transferability (external validity), and dependability (consistency). This study

mainly focuses on improving credibility and dependability.
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Credibility

Equivalent to internal validity within qualitative research, is the primary criterion
by which research findings are regarded as authentic and trustworthy. It addresses the
issue of whether the conclusions formed by the researcher are reflective of participants'
experiences and the situation under scrutiny.

Several methods were used to enhance the validity of this research. To begin with,
expert review was preformed, and two experienced HR professionals reviewed the
research design to make sure that the interview questions were well defined and in
accordance to reach the research purpose. Secondly, the information about the
background of participants was gathered from Company A's HR records and checked
with mutual verification from each participant throughout the interviews. The double
verification method enhanced the validity of the findings.

Furthermore, extensive data collections were performed. Initially, the researcher
built on in-depth, face-to-face interviews with rich first-hand data. That was preceded
by gaining a thorough understanding of the operations of the involved company and the
roles of the participants. Thematic and detailed field notes were also gathered from the

interviews to be used as another source of triangulation and cross-validation.

Dependability

Dependability, synonymously with consistency, refers to how research processes
are traceable, rational, and documented (Terrell, 2015). While the expectation is not
that qualitative research will produce identical findings under replication, the research
process itself is supposed to be transparent and rational in nature.

To support reliability, this research documented the entire research process in

detail. All the interview questions were provided to participants well in advance of the
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interviews, giving them time to reflect and prepare. This encouraged more reflective
and consistent replies. In addition, the participants were clearly told that their
confidentiality would be maintained, and that data would be coded and anonymized to
safeguard their privacy. With this confidence, they became more open and franker in
answering the questions.

Finally, all the interviews were recorded on audio by way of the use of a mobile
device to facilitate data accuracy and completeness. Transcriptions were carefully
prepared and cross-checked with the original recordings to enable the researcher to
accurately interpret and present participants' voices faithfully.

Overall, by pursuing these measures, the research seeks to maintain standards of
credibility and dependability to the utmost, and thus the validity and rigor of findings,

with practical and theoretical contributions to the area.
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CHAPTER IV FINDINGS AND DISCUSSION

This chapter shows the results of the study based on the in-depth interviews
conducted with 10 participants. The data were analyzed using thematic analysis, which
helps to find common ideas and important topics related to the research questions. The
results are divided into five main categories, including attracting, selecting, engaging,
developing, and retaining, which show what the participants said, thought, and

suggested.

The Attracting Function of The Talent Program

This section analyzes the advantages and disadvantages of Company A’s Talent
Program in terms of the attracting function. The attracting process includes how
candidates first learned about the company, why they were willing to attend the
interview for this position, and which aspects of the program attract them the most.
Table 4.1

Summary of the Advantages and Disadvantages of the Attracting Function

Categories Content

Advantage *  Main Reason Why Candidates Chose Company A

Several Participants mentioned they would not have applied the

job without the program. It strongly influenced their decision.

Attractive Pre-job Training and Career Development

4.5-month training helped participants adapt. Some described it

as a management trainee program.

Satisfactory Starting Monthly Salary

Most participants were satisfied with the pay per month.

(Continued)
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Table 4.1 (Continued)

Categories Content

Disadvantage + Low Brand Awareness of the Company

Several participants had never heard of Company A before

seeing it on 104 Job Bank. Branding had little influence.

Lower Annual Compensation Compared to Competitors

Participant 1 noted that Company A’s overall package

including bonuses and benefits was lower than competitors.

Main Reason Why Candidates Chose Company A

Many participants heard about the Talent Program through the 104 Job Bank,
while some were directly invited by Company A for interviews. Several participants
(e.g., Participant 1, 2, 4, 6, 7, 10) said they would not have applied for the position if it
were not for this program, this shows that the program played a major role in attracting
applicants. Participant 1 and 10 specifically mentioned, “This program influenced my
decision 100%,” and participant 6 also response “It made up at least 50% of my
decision.” These responses show that the program itself was a key reason why

applicants were interested.

Attractive Pre-job Training and Career Development

Training was one of the biggest advantages of the program. Almost all participants
emphasized that the 4.5-month pre-job training helped them better adapt to the company,
the industry, and the role. A few participant (e.g., Participant 2, 10) said it felt like a
management trainee program, which was exactly the kind of opportunity they were
looking for. The combination of training and career planning made the program more
appealing to fresh graduates and helped them feel more involved.
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Satisfactory Starting Monthly Salary

The starting monthly salary also played a role in attracting talents. Participants 1
and 2 said they were satisfied with the pay, and one even said, “There is nothing to
complain about.” Some also pointed out that salary was an important factor when they

were comparing different job offers.

Low Brand Awareness of the Company

Although the program has many advantages, some participants (e.g., Participant 1,
2, 3, 6) said they had never heard of Company A before seeing the job post on 104 Job
Bank. 3 participants (Participants 2, 3, 4) even mentioned they were more attracted by
the job details and training rather than the company’s brand. This suggests that while
the program helped reduce the effect of low brand awareness, Company A’s employer

branding is still relatively weak among new graduates.

Lower Annual Compensation Compared to Competitors

Regarding salary, even though most participants had positive views about the
monthly pay, Participant 7 mentioned that Company A’s total compensation package—
including bonuses and benefits—was lower than offers from other companies. This
shows that while the base salary meets expectations, the company may need to improve

its compensation strategy to stay competitive in the job market.
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The Selecting Function of The Talent Program

This section examines the advantages and disadvantages of the selecting stage of
Company A’s Talent Program, including participants’ opinions and suggestions
regarding the interview experience, as well as whether the selection process influenced
their decision to join the company.

Table 4.2

Summary of the Advantages and Disadvantages of the Selecting Function

Categories Content

Advantage *  Effective and Well-Timed Interview Process
Participants appreciated the transparent and timely scheduling,

which helped them decide confidently.

* Presentation Stage Makes Candidates Feel Valued

Presentation to executives showed that the company cares and

values talents.

Disadvantage < Communication and Interview Design Issues
Some participants felt misled by unclear bonus conditions and
nervous candidates lacked support during presentation, as well

as feeling upset when executives were unexpectedly absent.

* Overemphasis on Education Background

Some participants felt selection was too focused on top

universities and EE backgrounds, excluding other potential.
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Effective and Well-Timed Interview Process

Several participants gave positive feedback on the interview process, stating that
it helped them clearly understand the job responsibilities and career development paths.
For example, Participant 5 said, "I clearly understood the job responsibilities and career
development path," while Participant 9 mentioned, "The interview process was good
and allowed me to reflect on whether the role suited me."

Additionally, many participants mentioned that the interview schedule was well-
organized. Participant 2 noted, "One good aspect of the interview was that the timing
was quite clear," and "The clear scheduling suggests that the company might be very
logical and systematic." Participant 7 even mentioned, "I received several offers, but
one of the reasons I chose to join Company A was because of their prompt response to
interview results." This highlights the important role the interview process played in

the candidates' decision-making.

Presentation Stage Makes Candidates Feel Valued

The presentation stage in the interview process, where high-level supervisors
personally listen and provide feedback, was praised by several participants (e.g., 2, 4,
6, 10). Participant 3 mentioned, "The senior executive presentation made me feel
valued," while participant 6 said, "I really feel that the company takes this program
seriously." "I could sense the expectations that Company A has for me." This suggests
that the interview process makes candidates feel that Company A places high
importance on talent and is committed to the program.

Moreover, Participant 3 mentioned that the design of the presentation stage

allowed candidates to prepare by doing research on the industry. After the presentation,
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high-level supervisors shared perspectives that the candidate hadn't considered, which

made them feel that the company’s culture is very diverse.

Communication and Interview Design Issues

Participant 1 acknowledged the HR team's "dedication" and "attention to detail,"
which enhanced the overall trust in the interview process. However, participants 9
pointed out that HR's communication regarding certain conditions was insufficient,
such as the requirement to reach a specific job grade to qualify for quarterly bonuses,
which led some candidates to feel misled.

Regarding the presentation stage, suggestions were also made. Participant 7
mentioned, "If candidates appear nervous during the senior executive presentation, the
executives could actively guide the questions to help alleviate pressure, making it easier
for the company to select the right candidates." Additionally, participant 6 noted when
high level manager was "absent from the presentation at the last minute," it left

candidates feeling disappointed and lowered the perceived importance of the process.

Overemphasis on Academic Background and Field of Study

This program exclusively targets Taiwan’s top 7% of universities, with a strong
preference for candidates with degrees in electrical engineering (Double E). However,
Participant 9 commented, "I believe the program should select based on the individual,
not just their department or school." Participant 6 added, "The level of qualification
could be lowered slightly." This suggests that Company A may be overlooking
candidates' overall potential and soft skills. It is recommended that Company A consider

relaxing the criteria to recruit talent from more diverse backgrounds.
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The Engaging Function of The Talent Program

This section analyzes the advantage and disadvantage of the engaging function in
Company A’s Talent Program. The engaging process includes whether the program
helped new employees integrate into the company and whether it enhanced their
connection with the organizational culture.

Table 4.3

Summary of the Advantages and Disadvantages of the Engaging Function

Categories Content

Advantage * Increased Visibility and Recognition
Participants felt their efforts were more likely to be noticed by

supervisors.

*  Support from HR

HR was seen as approachable and helpful, especially during

conflicts with supervisors.

* Sense of Belonging and Peer Support
Exclusive group chats and interaction with senior participants

fostered emotional support.

Disadvantage + Limited Enhancement of Organizational Identity
Some participants said the program did not deepen their sense

of organization culture.

Increased Visibility and Recognition

Some participants (e.g., Participants 1, 3, 5, 6) noticed that they were more likely
to be seen and acknowledged by their supervisors. For instance, Participant 6 mentioned

“One advantage of this program is having more opportunities to be noticed.” while
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Participant 5 noted, “The company tends to magnify your work performance.”

Support from HR

HR played a proactive and supportive role when engaging talents. Participant 1
mentioned, “Regular meeting with HR helped me adapt to the company,” and
Participant 10 also agree, “Even if I had different views from my supervisor, at least
HR was willing to listen.” It shows participants appreciated that HR would listen to

them, especially when their opinions differed from those of their department.

Sense of Belonging and Peer Support

The program also fostered a strong sense of belonging. Participants 2 mentioned
that their cohort formed exclusive group chats, which strengthened peer bonding and
communication. Additionally, Participant 9 noted interactions with senior participants
who shared their experiences helped build a sense of emotional connection and mutual

support within the Talent community.

Limited Enhancement of Organizational Identity

Few participants (e.g., Participant 6, 7) felt that the program did not significantly
strengthen their identification with the company’s culture. As expressed by their
respondents, “I did not feel the company culture from this program,” and “I agree with
the culture, but it did not come from this program,” their sense of organization culture
often came from external experiences or personal interactions rather than the program

itself.
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The Developing Function of The Talent Program

This section explores the advantages and disadvantages of the developing function
in Company A’s Talent Program. The developing process focuses on the pre-job training
phase, which is considered one of the program’s most important parts. It also looks at
whether the program supported employees’ personal development and how their career
paths were planned to help them reach their goals.

Since the pre-job training is often viewed as the program’s main highlight and
most participants shared detailed feedback about it, this section will present a separate

analysis dedicated to their thoughts on the training experience.

Analysis of Pre-Job Training

Table 4.4

Summary of the Advantages and Disadvantages of the Pre-Job Training Function

Categories Content

Advantage * Early Networking Opportunities in the Company

Training with department managers helped participants build

useful internal connections.

A Valued Transition Period Before Official Work

Training served as a buffer and gave fresh graduates confidence
before onboarding and showed that the company had

expectations and invested in Talent’s development.

Practical Training and On-the-Job Learning (OJT)

Most participants agreed that OJT was the most valuable part

of the training.

(Continued)
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Table 4.4 (Continued)

Disadvantage * Training Structure and Relevance Issues

Overloaded schedule, some wuseless content and unclear

curriculum focus.

* Lack of Familiarity with Internal Systems
System training lacked practical experience; participants forgot

what they learned when facing real work scenarios.

Early Networking Opportunities in the Company

Some participants (e.g., Participant 3, 6, 9, 10) believed that one of the biggest
advantages of the pre-job training was the chance to build relationships with managers
from different departments. For instance, Participant 6 mentioned, “The coaches who
trained me were actually senior colleagues I later had to work with.” Similarly,
Participant 8 mentioned, “The instructors were all in management positions. That really
helped a lot.”

These responses suggest that the instructors are mostly department managers, they
helped participants connect early with potential collaborators across the company. After
onboarding, these trainers often became go-to contacts when problems came up at work,

which made it easier for participants to adjust and find support quickly.

A Valued Transition Period Before Official Work

Participant 4 saw the training period as a meaningful buffer between graduation
and starting a full-time job. He said, “The Talent Program gave us a buffer period,
helping fresh graduates onboard smoothly and face their future work with more
confidence.” The training also made participants feel valued, as it showed the company

had expectations for them. Participant 1 put it simply: “The training made me feel like
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the company really cared about us.”

Practical Training and On-the-Job Learning (OJT)

Many participants (e.g., Participants 1, 2, 6, 7, 10) agreed that the hands-on
training in the warehouse and the OJT experience were the most helpful parts of the
program. They emphasized that visiting clients and seeing real warehouse operational
processes helped them understand their job roles more quickly and effectively.

However, some participants pointed out inconsistencies in the OJT experience. For
example, Participant 10 mentioned that he had very few OJT sessions, which limited

the overall benefit of the training for their actual work.

Training Structure and Relevance Issues

Although there are participants felt that the training helped them understand the
company’s industry and market, for example, Participant 3 said, “The training gave me
a good overview of the industry”, some participants (e.g., Participant 1, 2, 6, 7) believed
that having all the training sessions packed into one month without breaks made it
difficult for new graduates to fully absorb the content. Participant 6 reflected, “Looking
back, it just felt like too much at once. I could not take it all in, and I have probably
forgotten a lot of it.”

There were also concerns about the design of the course content. For instance, the
usefulness of certain topics varied depending on participants’ academic backgrounds.
A few with EE background said that the technical sessions for Field Application
Engineer (FAE) roles helped them better understand the company’s products. However,
other participants found those sessions too long and not relevant to their actual job tasks.
As Participant 9 noted, “There were quite a few FAE courses, but to be honest, some

felt unnecessary.” Participant 10 added, “I think the FAE part needs some adjustment,
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we do not really deal with technical stuff in the sales team.”

Aside from the FAE courses, most participants said the operations management
course was the least useful. Participants 1 and 6 both mentioned that this course added
little value, while Participant 4 said, “It had nothing to do with what I actually do at
work.” Participant 10 suggested that the course could be kept but without going into
too much detail about system operations. These comments show that although the
course covered many internal systems details, they were not skills that Sales Engineers
would need in their daily work.

Overall, several participants felt the curriculum needed a clearer focus. As
Participant 7 put it, “I wanted to learn how departments connect and support each other,

not just the detailed tasks of each team.”

Lack of Familiarity with Internal Systems

Although the training included sessions on internal systems, most participants (e.g.,
Participant 1, 3, 6, 10) felt they could not practice or apply what they had learned. When
they later faced real situations, they often forgot the steps. For example, Participant 3
noted, “During training, my system did not even have customer data, so I could not
actually follow the steps they taught us.” Participant 10 also mentioned, “They taught
the system in the first week, but by the time I actually needed it, I had already forgotten.”
This gap between what was taught and what was needed on the job made some

participants feel that the system training was not very practical or useful.
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Analysis of Career Development

Table 4.5

Summary of the Advantages and Disadvantages of the Career Development Function

Categories Content

Advantage * Increased Promotion Opportunities

Participants felt the program gave them more chances for

development or cross-functional roles.

Disadvantage + Unmet Expectations for Promotion and Job Rotation

The lack of rotation or promotion opportunities within the
expected timeline left many participants feeling that the

program had failed to meet its promises.

* Desire for Transparent and Goal-Oriented Career Planning

Participants could not track progress or understand what was
required for promotion, reducing motivation and clarity. They

also need goals to align with personal development plans.

Increased Promotion Opportunities

As mentioned in the engaging function, some participants (e.g., Participant 1, 3, 5,
6) felt that being part of the Talent Program made it easier for them to be noticed by the
company. Few Participants (e.g., Participant 1, 3, 8) also believed that the program
increased their chances of being promoted or transferred to other roles. As Participant
8 said, “Employees in the Talent Program seem to have more development
opportunities.” That said, as Participant 9 pointed out, such opportunities still depend
on individual performance: “You still need to perform well to earn them.”

In one case, Participant 7 shared that he was promoted to section head within two
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years, which is faster than most of colleagues, this supports the idea that the program

can lead to faster career advancement under the right conditions.

Unmet Expectations for Promotion and Job Rotation

Despite a few positive examples, some participants (e.g., Participant 2, 3, 9, and
10) mentioned a noticeable gap between their expectations and the actual outcomes.
They originally believed they would have opportunities for rotation or promotion
within one to two years. However, very few achieved that goal, which led to
disappointment with the program. For example, Participant 10 said, “I felt like I was
part of the Talent Program, and my performance was recognized. Even if there were no
manager position openings in my department, there were clearly vacancies in others. I
should have been given the chance.” Participant 3 also noted, “Although I was in the
program, when it comes to career planning, all I really saw was only the pre-job training
in the beginning.”

Another interesting finding is that, regardless of whether participants had set clear
career goals from the beginning or developed them after working for some time, nine
of participants mentioned hoping for rotation or promotion opportunities within their
first to two years at the company. This suggests that second year is a critical period in
employee development. It may be the right time for Company A to provide clearer
career guidance or proactively plan rotation and promotion opportunities for talents

program participants.

Desire for Transparent and Goal-Oriented Career Planning

Some participants (e.g., Participant 7, 9, 10) had clear personal career goals. For
example, Participant 9 hoped to be promoted or rotated within two years. However,

others (e.g., 2, 3, and 8) expressed a desire for more structured and transparent career
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planning.

Participant 8 mentioned, “There was not a clear system for tracking talent’s
progress after the training. When it came to development, we did not have any Key
Performance Indicator (KPI). If there were more phased goals, that would have helped.
But to be fair, this seems to be a companywide issue, not just a problem with the Talent
Program.”

Participants 2, 3, and 7 also pointed out that after the training period ended, the
sense of being part of a special program faded quickly. As Participant 5 put it, “After
all that effort, I eventually end up doing the same work as other sales staff.” This
indicates that the program should include follow-up planning with clear milestones, and
the lack of a clear career roadmap is not only a weakness of the program itself, but also
a broader organizational issue. Without clear KPIs or development stages, employees
do not know how their performance is being evaluated, nor how to plan their future in

the company.

The Retaining Function of The Talent Program

This section analyzes the advantage and disadvantage of the retaining function in
Company A’s Talent Program. It focuses on the key factors that influenced participants’
decisions to stay or leave, and explores the reasons shared by those who had already

left the company.
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Table 4.6

Summary of the Advantages and Disadvantages of the Retaining Function

Categories Content

Advantage *  Support from the HR Department

Participants felt the HR department help giving them more

chances for development or cross-functional roles.

Disadvantage + Uncertainty Around Career Development Commitments
Participants hoped for clear guidance on promotion, salary
growth, and leadership opportunities, but found that little was

provided.

* Heavy Workload and Dissatisfaction with Long-Term
Compensation
Heavy workloads but salary and bonus growth fell behind

market expectations.

Support from the HR Department

Participants 8 and 10 expressed appreciations for the HR department’s supportive
role throughout the Talent Program. They felt that HR paid special attention to their
development and sometimes even stepped in to ensure their direct supervisors gave
them the recognition they deserved, it increased participants’ willingness to stay with
the company.

However, as Participant 10 pointed out, when there was a disagreement between
HR and the department, the company ultimately sided with the department. This led to
a missed promotion opportunity and eventually became one of the reasons for their

resignation.
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Uncertainty Around Career Development Commitments

One of the main issues with the program, according to several participants, was
the lack of a clear career development path. While many hoped for a structured plan,
they did not receive the guidance or resources they expected. As Participant 6 explained,
“I understand the company cannot promise anything to employees, but at least they
could share a timeline for promotion, possible leadership roles, or performance goals
linked to salary increases.” Some even said they were reconsidering their future at the
company. As one participant put it, “If I do not see any concrete plan for growth or

promotion in the next year or two, I will probably leave.”

Heavy Workload and Dissatisfaction with Long-Term Compensation

Although the pre-job training offered some support, the heavy workload remained
one of the main reasons why some participants considered leaving or had already left
the company. This issue was not directly related to the Talent Program itself, but rather
reflected broader concerns about manpower allocation and workload distribution across
the company.

In addition, while seven participants agreed that the program offered a competitive
starting salary, which was considered a strong reason to stay during the first two years,
most participants (e.g., Participants 3, 4, 6, 7, 8, 9) later noted that the overall
compensation had not kept up with market trends. According to data from Taiwan’s
Directorate-General of Budget, Accounting and Statistics (DGBAS), salary levels in
the semiconductor industry, where Company A operates, are generally above the
national average. In such a highly competitive environment, participants emphasized
that compensation growth is a key concern for talent retention.

As Participant 9 shared, “The workload at Company A was heavy, and the overall
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pay was lower than what competitors offered. This is the reason when I had the chance

to move to a job with less pressure and much better salary, I decided to leave.”

Summary of Main Findings

Company A’s Talent Program showed strong performance during the attracting
stage. With a competitive starting salary and cross-department training led by managers,
the program successfully appealed to many candidates. Several participants mentioned
that without this program, they would not have considered interviewing for the role,
indicating the program’s powerful influence on recruitment. However, the company’s
brand awareness remains limited, and overall compensation is still weaker than other
firms in the semiconductor industry. In addition, increasing Company A’s visibility and
market competitiveness is recommended.

During the selection process, participants were generally satisfied with the
interview structure and presentations by senior executives. They felt that the company
demonstrated genuine respect for talent. However, the program’s selection criteria were
seen as too narrowly focused on top universities and specific majors. In an industry like
semiconductors, where competition is fierce and average starting salaries are already
high. Company A may need to further increase compensation to effectively attract talent
from these backgrounds.

In the engaging stage, participants felt that the program helped them build stronger
connections with peers who joined at the same time. HR also played an important role
during this phase, such as by holding regular meeting that helped participants adapt
more quickly to the company. It is regrettable that the program was less effective in
helping employees connect with or identify with the company’s organizational culture.

Regarding development, the pre-job training helped participants build internal
networks and gain early exposure to the industry. Many also felt that the training
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showed the company valued them. However, the training schedule was too condensed,
and some course content was not relevant to their actual job duties. Since the training
was one of the most attractive parts of the program during the recruitment stage, it
should be revised based on participant feedback. As for career planning, although some
participants received early promotions or rotation opportunities, many others were
disappointed by the lack of follow-up. In particular, the absence of clear goals,
performance indicators, and structured timelines for career growth made it difficult for
participants to see long-term potential. These gaps reduced motivation to stay.

In the retention function, total compensation and the heavy work loading was a
key factor. While the starting salary was attractive, many participants noted that their
pay progression and overall package later fell below the industry average. Some chose
to leave for companies offering better salary structures and greater work-life balance.

In conclusion, seven participants, including two who had already left the company
clearly stated that although the Talent Program was the main reason they joined
Company A, it was not the reason they stayed. As Participant 2 mentioned, “I think the
program does not need to continue after recruitment, it is just a way to attract talent.”
This perspective highlights that while the program was effective in recruitment, its
impact declined over time due to the lack of ongoing career development, clear

promotion pathways, and competitive long-term compensation.
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CHAPTER V CONCLUSIONS AND SUGGESTIONS

Conclusions

The inquiry adopted a qualitative case research design to analyze the strengths and
shortcomings of Company A's Talent Program within five core talent management
functions: attracting, selecting, engaging, developing, and retaining. In-depth
interviews were carried out among 10 current and former members of the program,
which accounted for over 65% of the combined cohort since the initiation of the
program. The interview transcriptions were coded using thematic analysis according to
a systematic open and axial coding procedure, which served to shed light on common
patterns across interviewers' experience.

Results suggest the Talent Program was successful overall in realizing its initial
goal of attracting high-potential graduates but had a weaker impact on longer-term
measures of employee engagement, development, and retention. The following

summarizes major findings across all functions.

Main Findings

Attracting

Company A's Talent Program successfully appeals to fresh graduates by offering
a structured pre-job training akin to a management trainee program and providing a
competitive starting salary. Participants indicated that the program significantly
influenced their decision to apply, highlighting its role in talent attraction. This aligns
with the concept that well-designed graduate programs can serve as effective talent
pipelines (Gama & Edoun, 2020). However, the company's low brand awareness and

comparatively lower annual compensation packages pose challenges.
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Selecting

The selection process, characterized by timely interviews and involvement of
senior management was well-received and candidates felt valued. Nevertheless, an
overemphasis on candidates from top universities and specific majors may limit

diversity and overlook potential talent from varied backgrounds.

Engaging

The initial involvement was reinforced by favorable HR practices and peer-by-
group bonding, and the respondents referred to the fact that the participants granted
exposure and emotional support during the initial months. However, its effect on
shaping the commitment on the part of the participants towards the culture of the firm
was limited. Several interviewees stated that their sense of organizational belonging did

not come from the program itself.

Developing

Company A's pre-job training was widely applauded by numerous participants,
who pointed out that the training enabled them to make a seamless transition from
student life to the work environment. A few participants did comment, however, that
there was an overly intensive training schedule, which had a negative influence on
learning. In developing process, career development aspirations were also not met for
most participants. Whereas some had the experience of advancement or rotations,
others found the lack of predetermined schedules, goal-setting procedures, and
performance measures discouraging. These shortcomings indicate that although there
is support for early-stage development, continuation and individualized development

planning are absent.
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Retaining

Despite initial enthusiasm, many participants expressed growing dissatisfaction
with unclear promotion pathways, limited salary progression, and high workloads.
Several participants indicated that they considered or had already pursued opportunities
elsewhere due to stagnant compensation and lack of long-term planning. Notably, even
participants who had praised the program’s training and selection process stated that

these factors alone were insufficient to justify staying in the company long term.

Practical Implications

Suggestions for Company A
Attracting

Effective talent attraction enables organizations to secure the most qualified and
skilled individuals available in the job market (Obisanma et al., 2022). In competitive
industries like semiconductors, employer branding and total rewards are critical for
attracting top talent. Below are two suggested approaches for Company A to consider
enhancing its employer brand and attract more talent:

1. Campus Recruitment
Li (2003) mentioned campus recruitment as both a hiring strategy and a brand
marketing tool. How recruiter traits and the type of information shared during
campus recruitment affect employer image and job-seeking intentions
investigated. Taking recruiters who are attractive, credible, and alumni
significantly enhance students' emotional perceptions of the employer.
Therefore, it is recommended that Company A actively participate in campus
recruitment events and invite alumni to serve as recruiters during these activities.
In addition, Company A should also focus on introducing Talent Program in this
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kind of activities. This approach could enhance the employer brand, increase the
company’s appeal to students, and better promote the program.
2. Internships

Chen (2011) suggests that internships can function as branding initiatives,
reinforcing employer image among university students. Company A could
leverage internship programs to attract students in advance, while simultaneously
using them as a channel to strengthen its employer brand. In addition, Company
A should consider linking its internship program with the Talent Program, for
example, by offering pre-offers to interns, which would increase the likelihood

of them joining the program.

Selecting

According to what the participants mentioned, one of the disadvantages of
Company A’s approach is its overemphasis on candidates with certain backgrounds.
Stoffberg et al. (2023) found that there is no significant correlation between staff
performance indicators and their qualification levels, if Company A aims to recruit
candidates with strong academic backgrounds through this program, it is also
recommended that the selection criteria not be limited to those with an electrical
engineering (EE) background to promote greater diversity in the talent pool. If
Company A requires these skilled professionals, it should increase its overall
compensation to enhance its competitiveness in the highly competitive semiconductor

job market.

Engaging

The program fosters initial engagement through HR support and peer networks.

Participants appreciated the sense of belonging and recognition. However, participants
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mentioned that they did not gain any connection to the company’s culture or goals
through the program. The greater the alignment between employees’ personal values
and the organization’s culture, the more positive their work attitudes tend to be (Yuan,
2023). The program's limited impact on enhancing organizational identity suggests a

need for deeper cultural integration.

Developing

Company A is advised to review and possibly modify its training's pacing and
design to maximize learning. Also, experiential learning methods—over traditional
lecture-oriented courses—are demonstrated to enhance knowledge application and
recall in the short term, the intermediate term, and the long term (Lin, 2014). This
corresponds with many participants in Company A's talent program who noted the
greatest value in their learning was in being provided hands-on practice. Consequently,
it is prudent that the company enhance the percentage of practical modules in the
development of future training.

When it comes to career development, to meet participants’ expectations regarding
career planning, the following suggestions are proposed. First, one of the most
important career planning aspects is the identification of potential career opportunities
for employees in the organization. This calls for aligning performance and potential
assessments with succession planning and converting them into actionable career
development plans. Goal-directed career planning enables employees to be encouraged
to realize their personal potential while the firm fills the skill gaps by means of training
and development programs (Armstrong & Taylor, 2014; Setiawan & Indriati, 2024).
Most of the participants, however, showed concern that the company did not express
any long-term goals and objectives and had not stated clearly what was expected of

them in the future. To deal with this situation, Company A is encouraged to pay attention
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to creating systems in place to identify opportunities and provide opportunities for
career mobility and development to these individuals. The talent pool must also be
reviewed regularly to ensure its constituents align with opportunities inside and remain
visible (van der Merwe et al., 2024). A systematic performance appraisal system may
act as a credible basis upon which promotion and rotation, among other professional
development opportunities, may be determined.

Additionally, since participants in Company A’s talent program are primarily fresh
graduates or individuals with less than one to two years of work experience, it is useful
to reference the findings of Gama and Edoun (2020) about graduate training program.
This research identifies six essential components of a comprehensive and successful
program:

1. Practical training and learning that spans various functions within the
department.

2. Continuous observation and monitoring of participants’ work attitudes.

3. Assessment of participants’ managerial and leadership potential.

4. Regular performance evaluations and feedback sessions.

5. Institutionalization and documentation of the training process to ensure the
commitment and involvement of senior management.

6. Integration of mentor—mentee collaboration as a formal, evaluated element of
the training structure.

Once a structured evaluation framework is established around these elements, it
may also serve as a foundation for designing employees’ long-term career development
goals. Finally, it is recommended that Company A avoid overemphasizing the program
as a fast-track initiative to prevent participants from developing overly high

expectations.
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Retaining

Although Company A’s Talent Program offered competitive starting salaries,
many participants shared concerns about limited salary growth and a lack of clear
development opportunities over time. These issues led some to consider career
options outside the organization. To improve retention, Company A should recognize
and respond to employee expectations by providing more transparent commitments
regarding career progression. Moreover, money is an important instrument for
retaining talent (Vaiman et al., 2008). Therefore, aligning employee compensation
with market benchmarks or competitor salary levels should be one of Company A’s
top priorities. Yuan (2023) also highlights that even when other needs are addressed,
excessive workload can significantly reduce employees’ engagement and willingness
to stay. Several interviewees described the workload at Company A as overwhelming.
Addressing this issue may be an effective strategy for strengthening long-term

employee retention.

Practical Implications

A key finding of this study is that even when a talent program offers strong training
and support in its early stages, the absence of a structured development roadmap and
clear career advancement mechanisms makes it difficult to retain talent effectively. If a
company decides to implement a talent program like what Company A had undertaken,
it should initially establish the system for monitoring and assessment of individual
performances and draft the previous senior managers' development outline. In such a
way, it will be helpful for the workers not only to outline the targets and the directions
for the careers but also for the business to monitor their advancements and take it as the
standard for future rotation and elevation choices. It makes it far more likely for the

business to retain the talents on the long-term horizon based on such a foundation.
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This study also provides valuable implications for Taiwan's and semiconductor
industries. Despite the vast sums invested in training and initial-stage recruitment by
many companies, high attrition rates among young talents remain a pervasive
phenomenon. The current study finds itself aligning with the above trend and
determines existing shortcomings within existing talent development practices.
Organizations must offer distinct development paths and develop greater cultural
identity for workers; otherwise, even the most carefully planned training programs
could barely preserve talents in the long term. In a word, the case of Company A
explicitly displays the advantages and disadvantages of talent programs and can serve
as a good case reference for high-tech industries and human resources departments that

intend to draft or redesign their own talent development programs.
Limitations of the Study

This study provides a qualitative examination of participants' experiences and
viewpoints within the talent program and suggests avenues for future enhancement at
Company A. Nevertheless, several factors must be noted.

First, as a single-case study of a single talent program by a single company from
Taiwan, the results may be of limited generalizability to other countries, industries, or
organizational settings.

Second, while the study included current participants in the program as well as
some former employees, the sample size was relatively small. The results thus may not
be representative of the wider variety of viewpoints likely to be held by talent in a
variety of organizational or cultural settings.

Finally, although the study went to great lengths to obtain honest responses, most
of the interviewees were currently employed with the company. While many provided

positive recommendations and critical comments, there was the potential for some
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responses to be moderated by the risk of professional retribution and thereby somewhat

restrained in expression.

Suggestions for Future Research

To address the limitations mentioned above, the current study presents the
following recommendations for future work.

First, future research can use a comparative case study design to analyze talent
programs in various countries, industries, or organizations. These comparisons can be
used to highlight important determinants of program design and to create actionable
recommendations that can be applied across contexts.

Second, as this current study included a relatively small sample and participants
from one single talent program only, future studies could generalize beyond this group
by sampling high-potential workers from different departments or organizational levels
in the company, it can help add richness to the findings.

Finally, since most interviewees in this work were currently employed by the
company, their answers might have been skewed by social desirability bias. Future
works could overcome this by ensuring a larger group of interviewees and utilizing

completely anonymous data collection methods to prompt franker responses.

Contributions of the Study

This study has several contributions to both academia and talent management
practices in Taiwan's semiconductor industry. First, from an academic perspective,
many literatures focus on Western companies, but this study provides a case study of
localized talent management in Taiwan, where the semiconductor industry has a high
proportion, to connect Western literature with Eastern practices.

From a practical perspective, this study uses the five major talent management
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functions of "attracting, selecting, engaging, developing and retaining" as the analysis
framework to systematically evaluate the effectiveness of Company A's talent plan. In
addition to allowing Company A to adjust its talent plan in a structured manner, it also
provides specific suggestions for future research or other companies.

In summary, this study helps us understand the thoughts of talent program
participants and proves through the analysis of interview data that talent management
cannot be limited to the initial attraction and recruitment stage. It can achieve the

greatest benefits by combining organizational goals with employee career expectations.
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APPENDIX A: INTERVIEW INVITATION LETTER

Dear Participant,
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Best Regards,

—+

&85 Jessica Tung

By SEMLEAE BREANERZEMIHR
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APPENDIX B: EXAMPLE FOR CODING PROCESS

Part 1st Order Codes 2nd Order Codes Axial Coding Categories
Selecting | Directly influenced my decision to join the company. Influenced Decision Interview Process | Pros
Selecting | A positive aspect was the clear scheduling. Scheduling

Selecting | their response was prompt and I wanted to challenge myselfina | Scheduling

sales role.
Selecting | schedule was clear, very logical, and systematic. Scheduling
Selecting | interviewee is nervous, the supervisor should guide Interview Process Cons

Selecting | No one told me enough job grade get extra bonus; felt deceived. | Understanding the Role

Selecting | felt company truly values this program. Feeling Valued Feeling Valued Pros
Selecting | executive presentation made me feel valued. Feeling Valued
Selecting | I can sense the company’s expectations of me. Feeling Valued
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