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Abstract. With the increasing competition in the global economy and the continuous changes in the 
business environment, it has become increasingly difficult for enterprises to maintain their 
competitive edge. Against this background, the importance of talent has gradually risen and has 
become one of the most important factors for companies to enhance their competitiveness. This 
study takes one of the world’s largest coffee chain brands, Starbucks, as an example to explore the 
impact of talent chains on organizational competitiveness. By deeply analyzing Starbucks’ talent 
chain operation mode as a successful case and its impact on the organization’s competitiveness, 
this study aims to elucidate the talent chain’s key mechanism in enhancing its competitiveness. By 
analyzing Starbucks’ employee recruitment, development, and retention processes, this study also 
aims to provide guidance and inspiration to other firms wishing to enhance their competitiveness. 
Examining the relationship between the talent chain and the competitiveness of competing 
organizations provides theoretical and practical importance in better understanding the link between 
human resource strategy and competitiveness and in gaining a competitive advantage for firms. 
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1. Introduction 

1.1. Research Background 

It gets harder and harder for businesses to sustain competitive advantage due to the rising 

competition of the global economy and the ongoing change in the business environment. The 

importance of talent in such a setting has grown, and it is now one of the most important criteria for 

businesses to become more competitive. Starbucks has long been recognized for its outstanding 

business competitiveness as one of the biggest coffee chains in the world [1].  

1.2. Research Objectives 

This study uses Starbucks, as an illustration to investigate how the talent chain affects an 

organization’s ability to compete. This study intends to highlight the crucial mechanism of the talent 

chain in boosting the competitiveness of companies through an in-depth analysis of the operation 

mode of the talent chain in Starbucks as a successful case and its impact on the competitiveness of 

enterprises. 

1.3. Research Significance 

We can better comprehend the motivation behind Starbucks as a successful case by conducting in-

depth research on the mechanism of the talent chain enabling firm competitiveness. In particular, 

research on how the talent chain affects an organization’s competitiveness helps to highlight the 

crucial part that human resource management plays in an organization’s success. Analyzing Starbucks’ 

employee acquisition, development, and retention processes can serve as a guide and source of 

inspiration for other businesses looking to boost their competitiveness. To better understand the 

connection between human resource strategy and competitiveness and to give businesses a 

competitive edge, it is of great theoretical and practical significance to study the mechanism of the 

talent chain that supports enterprise competitiveness. This is because there is an increasingly fierce 

global business competition. 
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2. Research Review 

To create a reliable and effective talent supply system, the term "talent chain" refers to the natural 

relationship between talent acquisition, training, and retention through scientific and rational human 

resource management methods. The capacity of businesses to gain and keep a competitive edge in 

the marketplace is referred to as competitiveness. Aiming to ensure that an organization has the right 

people in place so they can realize their full potential within the organization and help it achieve its 

strategic goals, human resource management (HRM) is a management philosophy and practice [2]. It 

involves learning to find, keep, develop, and manage talent and track and assess performance. Human 

resource management and the talent chain are crucial tools and components for boosting an 

organization’s competitiveness. Businesses may better lead and deploy talent, improve the overall 

ability of employees and organizations, and increase businesses’ advantages and long-term success 

in market competition through scientifically sound human resource management and solid talent 

chain construction. 

The research topic of talent chain supporting enterprise competitiveness has drawn significant 

interest to the case study used in this paper, Starbucks, and several research findings have been made. 

These studies offer helpful empirical and theoretical support to understand the connection between 

the talent chain and firm competitiveness [3]. However, at the moment, the majority of scholarly 

articles in the sector mainly concentrate on the expert elaboration of Starbucks’ human resource 

management or supply chain optimization techniques. The main goal of this article will be to outline 

Starbucks’ distinctive human resource management practices and processes and offer examples for 

other businesses looking to improve their supply chain management. 

3. Case Study 

3.1. Case Introduction 

Starbucks is one of the largest coffee chains in the world, headquartered in the United States. 

Founded in 1971 in Seattle, the company is known for its high-quality beans and unique coffee 

experience. Starbucks has developed into a significant brand with thousands of coffee shops today. 

Starbucks’ outstanding talent chain management is largely to thank for its success. The business has 

implemented several effective tactics to attract, nurture, and retain talent. The Starbucks instance has 

garnered much interest and has become a standard case to examine the link between human resource 

management and business competitiveness. A thorough analysis of Starbucks’ talent chain 

management strategy and how it affects the company’s competitiveness can serve as a useful guide 

and source of inspiration for other businesses looking to boost their competitiveness and achieve 

sustainable development [4].  

The talent chain is designed to connect independent modular human resource management means 

by a certain logic and to observe the overall performance of employees clearly and vertically in the 

enterprise. Human resource management is more of an administrative tool that targets employees at 

a certain organizational level. Although it is simple to accomplish effective human resource 

management, most businesses still have a long way to go before managing the entire natural talent 

chain. Therefore, a solid human resource management system-based talent chain management has a 

more pronounced and effective enabling effect on the competitiveness of firms based on the 

comprehensive, complete, and objective advantages of the talent chain. In the following study, the 

paper will go into more detail about how Starbucks manages its human resources in this area. Then, 

we’ll discuss how to make Starbucks more competitive in the broader talent chain system. 

3.2. Starbucks’ Practice of Optimizing Terms of Human Resource Management 

3.2.1 Attract and retain talent 

Starbucks employs a variety of strategies to draw in and keep talent. They first provide a 

competitive wage structure and benefits package to encourage job motivation and contentment. 
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Giving workers a fair income level and offering them benefit plans, including health insurance and 

pension plans, can help them satisfy their financial demands and become more dedicated and devoted 

to their occupations [5]. Second, Starbucks is devoted to creating an environment at work and a 

corporate culture that are both beneficial. They support and offer the resources necessary for workers 

to freely express their views and develop their skills, and they encourage them to do so. Starbucks 

encourages employee engagement and collaboration by providing a favorable work environment, 

fostering teamwork and a sense of belonging among staff members [6].  

Last but not least, Starbucks values the professional growth of its staff and offers a range of training 

and career development options. They offer training programs, cross-departmental chances, and 

career routes to help their personnel improve their skills and talents. Through these initiatives, 

Starbucks promotes employee development and helps workers reach their career goals while boosting 

retention rates [7]. 

The talent above recruitment and retention strategies enable Starbucks to create a robust talent 

pool, effectively reserve the reserve force for the organization to move forward, and simultaneously 

prevent talent loss. In addition, this talent has high levels of creativity and exceptional work quality, 

allowing businesses to better adapt to the shifting market environment and offer solid support for the 

long-term growth of their operations. 

In other words, the succession of actions taken by Starbucks to bring in and keep talent has 

increased the talent pool for businesses and provided enough labor to build a talent chain. 

Additionally, it raises the talent bar and fosters workers’ individual development. These measures to 

draw and keep talent are taken not merely to fill openings in open positions but, more importantly, to 

offer them good possibilities for career advancement. Companies can encourage people to 

continuously learn and advance, creating a talent chain with high development potential by 

concentrating on employees’ career development needs and offering training and development 

programs. Last but not least, Starbucks’ people-oriented corporate culture ideals are communicated 

through the efforts above to recruit and keep talent. Talents have a significant role in preserving 

business culture. The organization can reinforce its shared values and team cohesion and create a 

unified cultural environment by attracting and keeping talent that aligns with its beliefs. To create a 

strong, dynamic talent chain. These factors play overlapping roles that, when combined, create a solid 

talent chain and give organizations a boost for long-term growth. 

3.2.2 Cultivate talents 

Starbucks uses three major techniques to foster talent. They start by giving new hires thorough and 

specialized onboarding training so they can swiftly adapt and develop. This training ensures that 

workers know their duties and the company’s ideals [8]. Second, Starbucks has established a reliable 

performance management system to direct workers’ professional development and advancement 

through routine evaluation and feedback. This method promotes personal goal-setting among 

employees and offers tools and resources to help them reach their objectives [9]. 

Last but not least, Starbucks actively promotes staff participation in internal training, external 

learning, and knowledge sharing to develop their all-around skills. Thanks to this culture, employees 

can continually learn new things and develop their existing ones, which encourages collaboration and 

knowledge-sharing. Starbucks is dedicated to cultivating creative individuals in these methods to 

support and sustain the expansion of the business as well as the personal development of its staff [10]. 

The accelerated expansion of new personnel also subtly increases the enterprise’s competitiveness 

in the overall talent chain. After all, in this period of rapid development, it is not sufficient to rely 

solely on the expansion of competitiveness, and the rapid pace of development can more accurately 

reflect the enterprise’s strong competitiveness. The Starbucks above training initiatives increase the 

technical proficiency and professional caliber of the whole personnel pipeline while adding value to 

the company. Employees’ professional quality can be increased, and their career development path 

can be broadened with the help of a suitable training platform and training possibilities. Such training 

opportunities allow staff members to grow over time and support the creation of a reliable talent chain. 

These actions also support the development of a high-performing team and improve the stability and 
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sustainability of the enterprise’s talent chain. A team of well-trained, productive workers will improve 

a company’s performance and capacity for innovation, driving the entire talent chain. In conclusion, 

these positions are interconnected and work to create a talent chain of exceptional quality and 

coherence that gives businesses a competitive edge and constant motivation. 

3.2.3 Performance appraisal 

Starbucks uses a variety of methods to conduct performance reviews. To begin with, they establish 

precise performance standards and benchmarks so that workers may assess and gauge their 

performance. These objectives and indicators give workers a clear sense of where they should work 

about their duties and the company’s aims [11]. Second, frequent performance reviews and comments 

are conducted by Starbucks. This entails having in-depth conversations with staff members, being 

aware of their performance and development needs, and giving them chances to advance. Employees 

can better identify their strengths and areas for improvement through constructive criticism and open 

communication, which helps them perform even better [12]. 

Additionally, Starbucks promotes teamwork and collaboration on cross-functional projects. 

Collaboration and contribution are prioritized in performance reviews and evaluating individual 

performance. This strategy enhances team performance and effectiveness by encouraging staff 

collaboration and coordination [13]. 

When viewed in the context of Starbucks’ entire talent chain, clear performance expectations, goal 

setting, and feedback mechanisms inspire employees to put forth all their efforts and continually 

enhance their job output. Employees are more actively involved in their work and take the initiative 

to pursue personal career development since they are aware that their efforts will immediately affect 

performance assessments and promotion chances. The employees’ personal development is also 

supported by this performance evaluation method. Starbucks offers its employees personal 

development possibilities through training and development programs. Employees can enhance their 

performance at work and boost their competitiveness in the job market by developing new skills 

through training. Employees are more devoted to Starbucks and perceive it as an employer where 

they may attain personal worth due to the chance for personal development and support. 

Lastly, Starbucks has created a high-performance culture through performance evaluation 

procedures. Employees receive fair and positive evaluations, are given credit for their efforts and 

accomplishments, and are given the chance to advance. This high-performance culture draws talented 

individuals to Starbucks and aids in developing a strong talent pool for the business. 

Such strategies can raise the productivity of the work team while also increasing the 

competitiveness of businesses. By establishing clear performance criteria and targets, Starbucks can 

encourage staff to take on more challenging objectives and responsibilities. The effective teamwork 

of team members and personal greatness will aid the accomplishment of shared performance goals. 

Improved customer service comes next. Starbucks pays close attention to the caliber of its customer 

service and includes relevant performance evaluation measures. Employees who receive good 

performance appraisals have better customer service, better coffee experiences, and higher customer 

satisfaction rates. 

4. Conclusion 

It can be inferred that the following managerial lessons and significance are from the Starbucks 

case study. The first step in attracting and keeping talent is to develop a competitive salary system 

and benefits package. Offering fair compensation and benefits boosts employee motivation and 

happiness. Creating a pleasant workplace culture is crucial to encourage employees’ capacity for 

innovation and growth. A healthy work environment can be developed, and employees’ creativity can 

be stimulated by encouraging them to express new thoughts and giving them the appropriate support 

and tools. Third, give staff members a range of training and professional development options to 

assist them in developing and improving their skills. It is possible to foster employees’ personal 

development while enhancing their professional quality and skills by creating training programs and 
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career development pathways. Finally, establish precise performance objectives and benchmarks and 

provide regular performance feedback. Employees can better understand their performance using this 

performance management system, which can also give them guidance and possibilities for personal 

growth. 

Starbucks’ experience can serve as a lesson for other companies looking to grow: concentrate on 

identifying and attracting motivated, talented people and provide opportunities for ongoing 

advancement through training and professional development programs. Employee stock ownership 

plans and benefits can be created to keep talent on board, inspire creativity, and reward loyalty. 

Companies should strongly emphasize creating a healthy corporate culture, which fosters a dynamic, 

creative, and collaborative work environment where employees can reach their full potential. This 

focus should extend beyond the personal development of employees. 

The relationship between corporate culture and leadership, specifically how corporate culture is 

formed and maintained and the role of leadership in shaping such corporate culture, may receive more 

attention in future research on the empowerment of talent chains to enterprises, as well as the 

globalization of businesses, cross-cultural talent chain management, and sustainable development of 

talent chains. It is also advised to conduct industry comparison studies to examine the mechanism 

and actual experience of talent chains enabling enterprises’ competitiveness in various industries 

since only Starbucks (a representative of the catering industry) was examined in this paper. This will 

help better understand the universality and difference of talent chain to the competitiveness of 

enterprises. 
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