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ABSTRACT
This study was set to examine talent management as a paradigm for sustainable national development. It is observed that managing talent in Nigeria is yet to be a dream come true; hence, daily the nation loses its talents to other nations through brain drain as they go in search of greener pastures. A lot of things have contributed to the ineffectiveness in the management of talents in Nigeria such as lack of vision, tribalism, favoritism, federal character and corruption among the government officials and some universities in the country. The population for this study comprised three selected universities in south west Nigeria. One researcher- designed instrument entitled “Talent management questionnaire” (T M Q) was used to collect relevant data from the sampled institutions.  Five research questions were raised to guide the study. The findings revealed that: a significant relationship existed between talent management in Arts and sustainable national development, the level of school curriculum that deals on talent management in universities in Nigeria was on the average/moderate and finally among others, there was no significant relationship between talent discovery in universities in Nigeria and sustainable national development. It was concluded in the study that for national development to be sustained and retained, there is need to map out strategies, channel talents and focus solely on talent management schemes to cure the inefficiency and ineffectiveness in the system and booms the nations’ economy. It was recommended that universities should be equipped with necessary gadgets to help in training and re-training of talents in Nigeria and also to expand the existing universities in a way that they would be able to accommodate and offer admissions to larger number of candidates in their own chosen courses of study.

Introduction
Talent has to do with inbuilt ability or natural endowment, an ability with superior quality. In other words, talent is a special creative ability of someone in a particular field which can be harnessed for improvement. There is need to manage talents for the development of an individual and the society at large.
[bookmark: _GoBack]It seems the society has placed so much expectation on the Universities to provide the needed manpower for every facet of the economy. The University is yet to convince the society that this high expectation is achievable in Nigeria Universities. Given the fact that some of the graduates of these universities have not been able to prove or display the competencies expected of them. One of the functions of the Universities is to mould individuals to be able to explore their potentials in order to achieve educational objectives, and when the goal is attained it transcends into national sustainable development. In other words, the Universities are being looked upon as a place where individuals’ talent are discovered, developed and managed for the overall development of a nation. Talent management is out to direct, attract, identify, develop engage, retain and deploy individuals who are considered to be worthful or of great value to an organization or the nation. When talents are managed strategically individuals, organizations and society can build a high performance workforce. A well-managed talent can feed a workplace, encourage a learning organization, add value to their branding agenda, and contribute to diversity management. Because of these, most organizations consider talent management to be a top priority.
The aim of talent management is to create a high performance organizations, sustainable national development that meets the current global trend, as well as meeting the strategic and operational goals and objectives of any given system (Janjua 2014). Talent management in Nigeria can be said to be a phenomenon that has seem to be unrealizable. Many talents in Nigeria are not tapped or utilized and lost due to issues such as cultural backgrounds, tribalism political issues biases, quota system, federal character and economic reasons, hence, the under developed state of the economy. 
There is still the problem of inadequate funding. All these have resulted in the current braindrain being experienced in Nigeria. It has been observed that youths seek for greener pastures in other countries as a result of this, most talents are lost. Therefore, this study was set to examine talent management as a paradigm for sustainable national development in Nigeria.
Statement of the Problem
It has been observed by the researcher that some talents in Nigeria are neglected and not properly managed and harnessed to bring about the needed development. Institutions are not exception in this regard. It is discovered that students on applying to universities for admissions do not get their choice courses. Those who applied for sciences ended up with humanities, those who applied for a particular course in humanities or arts got in those areas where they never applied or wanted. Hence, Universities could be leveled as destiny changer or talent killers.
In the areas of managing talents, the gifted could hardly get admissions, the problem of funding is also an existing problem and even when funds are made available, it never gets to those that actually need it or those that it is meant for, hence lots of talents get wasted at the end of the day by way of brain drain, under employment, unemployment or even undiscovered. There is also the existing problem of tribalism, favouritism and federal character, all these have led to so many wastages in the system. Therefore, this study was set to examine talent management in Nigeria as a panacea for sustainable national development.
Purpose of the study
The purpose of this study is to examine the relationship between talent management and sustainable national development in Nigeria.
Other objectives of the study include:
(i) To examine different kinds of talent managed in Universities in Nigeria
(ii) To discover talent management strategies used in Universities in Nigeria for sustainable national development 
(iii) To examine ways in which talents can be discovered in Universities in Nigeria
(iv) To establish the percentage of school curriculum meant for talent discovery and management in Universities in Nigeria
Research Questions
1. What are the different kinds of talents managed in Universities Nigeria?
2. What are the talent management strategies used in Universities in Nigeria? 
3. What are the ways to discover talents in Universities in Nigeria?
4. What percentage of school curriculum deals on talent discovery and management?
Research Hypothesis
1. There is no significant relationship between talents in Arts and sustainable national development.
2. There is no significant relationship between talent management in Sciences and national development.
3. There is no significant relationship between talent management in Education and sustainable national development
4. There is no significant relationship between talent management strategies and sustainable national development.
5. There is no significant relationship between talent discovery and sustainable national development.
6. There is significant relationship between the percentage of talent discovery and management included in the school curriculum and sustainable national development.
7. There is no significant relationship between talent management and sustainable national development in Nigeria.
Literature Review on Talent Management 
Talent management is the ability of an individual or group of individuals to be able to co-ordinate, collect, direct and manage a specific natural endowment in a special manner so as to attain a given objective. It is an act of being creative in management of special attributes found in individual for a sustainable development either as an organization or a nation. Talent management lies in the hands of the leadership. Administrative personnel in the institutions are saddled with the responsibility of managing talents since most of these talents are exhibited and discovered in schools especially in higher institutions. According to Massie (2014), talent management is a set of integrated organizational workforce processes designed to attract, develop, motivate and retain productive engaged employees. 
Focusing on Talent Management 
It is very critical to the development of a nation that talented people at all levels, from different background be developed, managed, and retained. According to Fitzgerald (2014) the attraction, development, management and retention of talent is an important driver of success. Therefore, Universities in Nigeria should be on the hunt for talents to be developed in order to avail the nation the opportunity to develop and maintain competitive advantage globally
Discovering and Developing Talents
In Institutions talents can be discovered among academics, non-academics and students, it is left for the leadership to discover these talents and managed them successfully in such a way that it amounts to institutional development and the nation as a whole. Once talents are identified, such that is most critical to development, next step is to develop that talent. An active management strategy requires administrative or managers and leaders at every level to be committed   to developing talents. This will go a long way to boost the potentials of such talented individuals, a survey by (Campbell and Smith 2014) examined the view for the leadership talent pipeline and found that people who are formally identified as “high potential” expect more development, support and investment; feel good about their status are more committed and engaged; and help to develop other talents within the organization.
Furthermore, in addition to offering ongoing development to those with high potentials the educational managers should consider providing a clear leadership path that describes how and when they will be getting feedback as it is necessary to keep talents on track. It is important to ensure that the nation through institutions develop the talent of all the citizens not just those identified as high potential, indigenes, tribal members or elite class. If talent management is seem to apply only to a selected few, the risk is that citizens not identified as belonging to the aforementioned see themselves as part of a nameless mass. In other words, no matter where a talent is coming from, such should be developed and retained for sustainable national development as it benefits all and Sundry.
Establishment and Deployment of Talents
The overarching principal of a sustainable approach to talent management according to Lucy, Poorkaroos and Wellbelove (2015) is to have the right people with the right capabilities, motivations and commitment in the positions in any system to deliver and lead the affairs of that system. High performing or developed nations foster this sustainability continuously and purposefully, to ensure that the decisions they make about establishment and deployment are aligned with their national vision and strategy.
In Nigeria, talents are given birth to and they died without being discovered even when discovered they are not developed, established or deployed. No wonder, the country continuous to wallow in poverty, unemployment, underdevelopment and visionlessness. Nigeria must wake up to the task of  equipping individuals found to be talented in different disciplines such as science, technology, art so as to be able to move away from the term “underdeveloped” nation. According to Kline (2014) Institutions (both government and educational) should consider motions such as:
· How aligned are the workforce and talent management strategies?
· Are the talent management process meeting the most critical national needs?
· How creative are we in the approaches to deploy talent?
· How well are the talents established to foster national development?
With these the institutions will be able to foresee areas where adequate attention is needed and be quick to address issues as they arise.
Talent Management Strategy 
The ultimate goal of any country and institution is to drive optimal results and talent is what can help a nation achieve this. One effective way for organizations and institutions as well as a nation to succeed in the hyper competitive and increasingly global economy is developing talents and establishing the best of talent and retaining them by creating a culture of engagement, Bhattacharyy (2017). Talent is a scarce resource, due to which it needs to be managed to the fullest effect. A highly effective management strategy requires careful planning and analysis. A quick look at the top management strategies that an institution can adopt as noted by Bhattacharyy (2017) includes: 
1. Align talent management strategies to the national goals
This is by far, the most important task at hand for a successful talent management strategy, three is need to have a clear understanding of the nation’s current and future needs. The quantity and quality of talent that is needed for various roles should be driven by the goals and strategies of the nation.
2. Everyone needs to be involved 
Talent management is not just the responsibility of the institutional managers alone, government and individuals at various levels and organization need to be part of the process and serve as active talent management strategies. However, this is not as easy as it sounds. Human resources and leadership must work together and support each other in order to attain goals. 
3. Creation of success profiles
Talent managers need to know exactly what they are looking for. They should focus on success profile – which are profiles designed to manage talent in relation to national objectives. As per Deloitte UK (2016) success profiling allows to quickly and accurately identify the competencies and motivations needed for successful job performance.
4. Change the way to on-board  
This has to do with making strategic on-boarding a part of the talent management strategy. Strategic on-boarding is the process of acclimating new talents to the social, cultural, school and work environment in a smooth manner in such way that they feel welcomed. This is a key foundational building block to any successful, talent management strategy.  
5. Success planning 
Success planning should be a major part of talent management strategy as the existing talent, if well engaged and productive can hold a lot of significance in determining the future growth of any nation. A nation needs to identify people with high potentials and develop then to help them move upward and in turn result in the national development. 
According to Locke (2016) any organization that excels at implementing talent management strategies will yield a competitive strategic advantages. Therefore, there is need to know the following: what does it take to create an effective talent management strategy, first of all institutional managers and leadership are required to support and sponsor and must be actively involved in the process and should understand the needs of the nation both now and in the future.  
Methodology
This study is a correlational type because the researcher relied on information obtained from a representative sample of the target population. The sample had features of the entire population. The population for this study comprised two selected Universities in South-West Nigeria from which the sample for the study was selected using purposive sampling technique. The Faculty Deans and Heads of department of Life Sciences, Education and Arts and also Admission offices served as participants in the study. One researcher- designed instrument titled “Talent Management Questionnaire” was validated and used to elicit information from the respondents. The reliability of the instruments were ascertained using Cronbach Alpha and Factor Analysis which produced the following indices of .635 and .904. 
The data collected were analysed using mean and standard deviation. All the hypotheses formulated were analysed using Pearson Product moment Correlation Statistical Method. All were tested at 0.05 level of significant.


Answering Research Questions
Research Question 1: What are the different kinds of talents managed in universities in Nigeria?

In order to answer this research question, participants’ responses on the types of talents managed in universities in Nigeria questionnaire were collated. The data collected from the sampled respondents were summed. The summary of the results are as shown in Table 1.
Table 1:  Ranking Order of Different Kinds of Talents Managed in Universities in Nigeria
	Item No
	Types of Talents Managed
	Mean 
	Ranking 

	1.
	My university manages talents in Arts
	2.75
	3rd 

	2.
	My university manages talents in Sciences
	2.54
	4th 

	3.
	My university manages talent in teaching
	3.08
	1st 

	4
	My university manages talents in all disciplines
	3.00
	2nd 



Table 1 indicates that the main type of talents managed in universities in Nigeria was mainly teaching which has a mean score of 3.08 (1st), while universities manage talents in all disciplines has a mean score of 3.00 comes 2nd, universities manage talents in Arts has a mean score of 2.75 was (3rd), universities manage talents in Sciences has a mean score of 2.54 was (4th).
Research Question 2: What are the talents management strategies used in universities in Nigeria?

In order to answer this research question, participants’ responses on the talents management strategies used in universities questionnaire were collated. The data collected from the sampled respondents were summed. The summary of the results are as shown in Table 2.
Table 2:  Ranking Order of Talents Management Strategies Used in Universities in Nigeria
	Item No
	Talents Management Strategies 
	Mean 
	Ranking 

	1.
	My university offers admission to candidates based on their choice of study 
	2.71
	5th 

	2.
	My university selects courses for students based on preferential treatment
	1.96
	12th 

	3.
	My university selects courses for students based on their capabilities
	2.63
	6th 

	4.
	My university offers admission into courses based on the nations need
	2.21
	10th 

	5.
	My university experiences high students’ withdrawal rates in a year
	2.25
	9th 

	6.
	My university admission method is channeled towards effective retaining of talents
	3.00
	1st 

	7.
	Students who applied to my university are lost to other institutions due to courses offered to them
	2.63
	6th 

	8.
	My school admissions office uses the most effective system in handling students’ admission
	2.88
	3rd  

	9.
	My institution attracts the right students due to our method of admissions 
	2.75
	4th 

	10.
	My institution receives least application into choice courses from candidates due to the system of our admission
	2.38
	8th 

	11.
	My institution creates, develops and retains talents
	2.96
	2nd 

	12.
	My institution is a destroyer of talents and a changer of destinies
	2.08
	11th 


Table 2 indicates that the main type of talents management strategies used in universities in Nigeria was that university admission method is channeled towards effective retaining of talents which has a mean score of 3.00 (1st), while institution creates, develops and retains talents with a mean score of 2.96 comes 2nd,  school admissions office uses the most effective system in handling students’ admission which has a mean score of 2.88 was (3rd), institution attracts the right students due to our method of admissions which has a mean score of 2.75 was (4th), university offers admission to candidates based on their choice of study which has a mean score of 2.71 was (5th), university selects courses for students based on their capabilities and Students who applied to my university are lost to other institutions due to courses offered to them which has a mean score of 2.63 was (6th). Other statements have mean score below the benchmark of 2.50.
Research Question 3:	What are the ways to discover talents in universities in Nigeria?

In order to answer this research question, participants’ responses on the ways to discover talents in universities in universities in Nigeria questionnaire were collated. The data collected from the sampled respondents were summed. The summary of the results are as shown in Table 3.
Table 3:  Ranking Order to show how to Discover Talents in Universities in Nigeria
	Item No
	Discover Talents in Universities in Nigeria
	Mean 
	Ranking 

	1.
	The admission officers know the best methods for admitting students into choice courses
	3.13
	1st 

	2.
	The universities provides support to possess some talents
	2.79
	3rd 

	3.
	The university does not provide support to discovered talents
	1.92
	6th 

	4.
	The university talent management system is transparent
	2.83
	2nd 

	5.
	The university expends a lot of funding on talent management
	2.63
	4th 

	6.
	My university enhances progress in talent management
	2.58
	5th 



Table 3 indicates that 24 respondents participated in this study. The main ways to discover talents in universities in Nigeria was the admission officers know the best methods for admitting students into choice courses which has a mean score of 3.13 (1st), while The university talent management system is transparent with a mean score of 2.83 comes 2nd, The universities provides support to possess some talents which has a mean score of 2.79 was (3rd), The university expends a lot of funding on talent management which has a mean score of 2.63 was (4th), My university enhances progress in talent management which has a mean score of 2.58 was (5th). Other statements have mean score below the benchmark of 2.50.


Research Question 4:	What is the level of school curriculum deals on talent discovery and management in universities in Nigeria?

Table 4:	Percentage Analysis of Level of School Curriculum that Deals on Talent Discovery and Management in Universities in Nigeria
	Level of school curriculum deals on talent discovery and management 
	Frequency
	Percentage (%)

	High
Average
Low
Total
	3
16
5
24
	12.5
66.7
20.8
100.0



Table 4 presents the responses of the participants to items that sought information on the level of school curriculum that deals on talent discovery and management in universities in Nigeria. The result on Table 4 indicated that 3 representing (12.5%) agreed that level of school curriculum deals on talent discovery and management in universities is Nigeria high, 16 representing (66.7%) agrees that level of school curriculum deals on talent discovery and management in universities in Nigeria was average while, 5 representing (20.8%) agreed that level of school curriculum deals on talent discovery and management in universities in Nigeria was low. This implies that the level of school curriculum deals on talent discovery and management in universities in Nigeria was average/ moderate.
Hypotheses Testing
HO1:	There is no significant relationship between talents in Arts and sustainable national development in universities in Nigeria.

In order to test this research hypothesis, participants’ responses to the talents in Arts and sustainable national development questionnaire were collated. The data collected from the study was analyzed as shown in Table 5.
Table 5:	PPMC Analysis of the Relationship between Talents in Arts and Sustainable National Development in Universities in Nigeria
	Variable
	No
	Mean
	Std
	df
	Cal.r
	Sig.(2-tailed)
	Decision

	Talents in Arts

Sustainable
	24

24
	23.21

10.00
	5.18

2.92
	

	
0.60
	
0.00
	H01
Rejected


P < 0.05
As shown on Table 5, the calculated r-value was 0.60 while its calculated significance value is 0.00, of df 2/22 at alpha level of 0.05. On this basis, null hypothesis one was therefore rejected. This means that there was a significant relationship between talents in Arts and sustainable national development in universities in Nigeria. The reason was that the calculated significance value (0.00) was less than 0.05 alpha level (0.00 < 0.05). This is in favour of the talent in Arts with a mean score of 23.21 greater than the mean score of 10.00 of sustainable national development.
HO2:	There is no significant relationship between talent management in Sciences and sustainable national development in universities in Nigeria.

In order to test this research hypothesis, participants’ responses to the talent management in Sciences and sustainable national development questionnaire were collated. The data collected from the study was analyzed as shown in Table 6.
Table 6:	PPMC Analysis of the Relationship between Talent Management in Sciences and Sustainable National Development in Universities in Nigeria
	Variable
	No
	Mean
	Std
	df
	Cal.r
	Sig.(2-tailed)
	Decision

	Talents Mgt. in Sciences

Sustainable
	24

24
	27.13

10.00
	5.62

2.92
	

	
0.11
	
0.61
	H02
Not Rejected


P > 0.05
As shown on Table 6, the calculated r-value was 0.11 while its calculated significance value is 0.61, of df 2/22 at alpha level of 0.05. On this basis, null hypothesis two was therefore not rejected. This means that there was no significant relationship between talent management in Sciences and sustainable national development in universities in Nigeria. The reason was that the calculated significance value (0.61) was greater than 0.05 alpha level (0.61 > 0.05).
HO3:	There is no significant relationship between talent management in education and sustainable national development in universities in Nigeria.

In order to test this research hypothesis, participants’ responses to the talent management in education and sustainable national development questionnaire were collated. The data collected from the study was analyzed as shown in Table 7.
Table 7:	PPMC Analysis of the Relationship between Talent Management in Education and Sustainable National Development in Universities in Nigeria
	Variable
	No
	Mean
	Std
	df
	Cal.r
	Sig.(2-tailed)
	Decision

	Talent Mgt in Education

Sustainable
	24

24
	9.88

10.00
	2.81

2.92
	

	
0.18
	
0.40
	H03
Not Rejected


P > 0.05
As shown on Table 7, the calculated r-value was 0.18 while its calculated significance value is 0.40, of df 2/22 at alpha level of 0.05. On this basis, null hypothesis three was therefore not rejected. This means that there was a significant relationship between talent management in education and sustainable national development in universities in Nigeria. The reason was that the calculated significance value (0.40) was less than 0.05 alpha level (0.40 > 0.05).


HO4:	There is no significant relationship between talent management strategies and sustainable national development in universities in Nigeria.

In order to test this research hypothesis, participants’ responses to the talent management strategies and sustainable national development questionnaire were collated. The data collected from the study was analyzed as shown in Table 8.
Table 8:	PPMC Analysis of the Relationship between Talent Management Strategies and Sustainable National Development in Universities in Nigeria
	Variable
	No
	Mean
	Std
	df
	Cal.r
	Sig.(2-tailed)
	Decision

	Talent Management Strategies
 
Sustainable
	24

24
	32.92

10.00
	6.88

2.92
	

	
0.37
	
0.08
	H04
Not Rejected


P > 0.05
As shown on Table 8, the calculated r-value was 0.37 while its calculated significance value is 0.08, of df 2/22 at alpha level of 0.05. On this basis, null hypothesis four was therefore not rejected. This means that there was no significant relationship between talent management strategies and sustainable national development in universities in Nigeria. The reason was that the calculated significance value (0.08) was less than 0.05 alpha level (0.08 > 0.05).
HO5:	There is no significant relationship between talent discovery and sustainable national development in universities in Nigeria.

In order to test this research hypothesis, participants’ responses to the talent discovery and sustainable national development questionnaire were collated. The data collected from the study was analyzed as shown in Table 9.
Table 9:	PPMC Analysis of the Relationship between Talent Discovery and Sustainable National Development in Universities in Nigeria
	Variable
	No
	Mean
	Std
	df
	Cal.r
	Sig.(2-tailed)
	Decision

	Talent Discovery 

Sustainable
	24

24
	18.63

10.00
	4.29

2.92
	

	
0.06
	
0.77
	H05
Not Rejected


P > 0.05
As shown on Table 9, the calculated r-value was 0.06 while its calculated significance value is 0.77, of df 2/22 at alpha level of 0.05. On this basis, null hypothesis five was therefore not rejected. This means that there was no significant relationship between talent discovery and sustainable national development in universities in Nigeria. The reason was that the calculated significance value (0.77) was less than 0.05 alpha level (0.77 > 0.05).
HO6:	There is no significant relationship between talent management and sustainable national development in universities in Nigeria.

In order to test this research hypothesis, participants’ responses to the talent management and sustainable national development questionnaire were collated. The data collected from the study was analyzed as shown in Table 10.
Table 10:	PPMC Analysis of the Relationship between Talent Management and Sustainable National Development in Universities in Nigeria
	Variable
	No
	Mean
	Std
	df
	Cal.r
	Sig.(2-tailed)
	Decision

	Talent Management

Sustainable
	24

24
	15.88

10.00
	4.06

2.92
	

	
0.02
	
0.95
	H06
Not Rejected


P > 0.05
As shown on Table 10, the calculated r-value was 0.02 while its calculated significance value is 0.95, of df 2/22 at alpha level of 0.05. On this basis, null hypothesis six was therefore not rejected. This means that there was no significant relationship between talent management and sustainable national development in universities in Nigeria. The reason was that the calculated significance value (0.95) was less than 0.05 alpha level (0.95 > 0.05).
Discussion of the Findings
It was discovered that the main type of talents managed in universities in Nigeria was talent in teaching.
Furthermore, finding shows that the main type of talents management strategies used in universities in Nigeria was university admission method which is channeled towards effective retaining of talents.
Finding further revealed that the main ways to discover talents in universities in Nigeria was the admission officers know the best methods for admitting students into choice courses.
It also revealed that the percentage of school curriculum that deals on talent discovery and management in universities in Nigeria was average / moderate.
It was further discovered that there was a significant relationship between talents management in Arts and sustainable national development in universities in Nigeria.
It was revealed that there was no significant relationship between talent management in Sciences and sustainable national development in universities in Nigeria.
The study revealed that there was a significant relationship between talent management in education and sustainable national development in universities in Nigeria.
Furthermore, it shows that there was no significant relationship between talent management strategies and sustainable national development in universities in Nigeria.
Additionally, finding revealed that there was no significant relationship between talent discovery and sustainable national development in universities in Nigeria.
And finally, from the finding, it was found that there was no significant relationship between talent management and sustainable national development in universities in Nigeria.

Conclusion 
	Based on the findings it was concluded that, talent management is very vital to the development of any nation, thus, universities must take it as such. Any nation shying away from this responsibility is yet to discover a path which others have discovered and developed long time ago and used to their advantages, especially for achievement of national objectives. Since most of the talents find their ways into the universities, they must be managed competently for sustainable national development. 
Recommendations 
(1) There is need for federal government to take adequate step towards provision of more special universities where discovered talents can be managed successfully and competently. 
(2) Educational planners are saddled with the responsibility of equipping the curriculum in such a way that the needs of the nation are catered for, therefore there is need to include talent discovery and management in curriculum of higher institutions to a greater or higher percentage in order that talents will be adequately managed and harnessed for sustainable national development.
(3) Talent management strategies should be developed and aligned with the societal need. 
(4) Universities should step up their admission list to accommodate numerous applicants. 
(5) Students who applied and seek for specific courses be given the opportunity to study such courses, this will help in discovering of more talents which in turn results to sustainable national development. 
(6) Students should be encouraged to try their hands in Arts, Education and Sciences as this will help to discover some hidden talents.  
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