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AHHOTaumA

In the corporate world, talent management is the buzzword for retaining key employees. It has emerged as one of the most pressing concerns for businesses.
These days, almost every industry in the world is experiencing high levels of attrition. The retention of talented employees is a critical component of an
organization’s more general approach to talent management, which is defined as the implementation of integrated strategies or systems designed to increase
workplace productivity by developing improved processes for attracting, developing, retaining, and utilizing people with the required skills and aptitude
to meet current and future business needs. According to research, talent management practices must be reviewed on a regular basis in order for a company
to capitalize on its talented employees, find the best fit, and expand into new markets. As a result, management should identify and review the factors that
influence talent management in the organization on a regular basis. The goal of this paper is to identify the various mechanisms that have an impact
on talent management practices and organizational effectiveness.

Keywords: human resources management, talent-management, organizational effectiveness.

Abstract

B kopnopamugHom Mupe ynpasjiieHue majaaHmamu — 3mo Co8peMeHHbIU mpeHO 8 yOepXaHUU K/1lo4esblx COmpyOHUKO8, cmaswiuli 0OHoU U3 cambix
HacywHslx npobaem 0514 6usHeca. B Hawiu OHU noumu Kaxods ompac/ie 8 Mupe nepexxusaem 8blCOKUU ypo8eHb UcmouwjeHus. YoepxaHue maaaHmaussix
COMPpYOHUKOB A8/1AeMCA 8aXHelUWUM KOMNOHeHMoM 6osiee o6uje2o nodxo0d opedHU3AYUU K ynpasaeHur0 maaaHmamu, Komopelli onpedenaemca Kak
8HeOpeHUe UHMez2pupoBAHHbIX cCmMpameauli Uslu cucmem, npeOHA3Ha4YeHHbIX 0/ N0BbIWEHUA NPoU38ooUMelbHoCMuU mpyoa Ha paboyem mecme nymem
paspabomku ycosepuieHCMB0o8AHHbIX NPOUYECCO8 NpUBJIeYeHUs, pa38UMUs, yoepXaHus U Ucnob308aHus oodel, 06/1adarouux Heo6xo0UMbIMU HABbIKAMU
U CKJIOHHOCMAMU 0717 y008/1emeopeHUa meKyuwux u nepcnekmugHsix nompebHocmed. CoendcHo uccnedosaHuam, Npakmuka ynpasieHus maaaHmamu
00/IKHA pe2yiAPHO NepecMampu8amacs, Ymobbl KOMNAHUA MO2/1a U38J1e4Yb 861200y U3 CBOUX MAJIAHMJIUBbIX COMPYOHUKO8, Halimu Haubosiee No0Xo00s-
Wux u 8ellimu Ha Hoable pbiHKU. B pe3ynsmame pykogoocmay ciiedyem pezynispHO 8biS8/1AMb U pehopMupo8ame UHCMpPyMeHMebI, 8/1UAOWUE HA ynpas-
JleHue manaHmamu opeaHusayuu. Ljeneto daHHol cmameu A81Aemca cucmeMHbIl aHAIU3 MexaHU3Mo8, KOmopble OKA3bl8aom 8/1UAHUE HA NPAKMUKY
ynpassieHus manaHmMamu u op2aHu3ayuoHHY 3hhekmusHoCme.

KnioueBble cnoBa: ynpaesieHue 4yesiogedyeckumu pecypcamu, ynpasesieHue majiaHmamu, opeaHu3ayuoHHasa 34)4)€KmU6HOCmb.

INTRODUCTION

The global environment is currently under severe threat and
faces intense competition. One of the issues is how to manage
employee talent, which has emerged as a potentially powerful
source of competitive advantage and long-term viability [9].
Because it draws the best talents from pools, talent management
is regarded as an important tool for improving the recruitment
process, resulting in the utilization of employees’ skills and
capabilities to achieve organizational goals. Organizations
can reduce employee intent to leave by implementing talent

the HR architecture based on strategic business practices
that emphasize strategy implementation and a differentiated
HR system that fits with different groups of human capital in an
organization. The focus on talent management in organizations
is becoming more complex, turbulent, and contradictory than
ever before, necessitating the development of new strategies for
managing talent [2]. By incorporating and retaining knowledgeable
individuals, talent management is viewed as a tool for strategically
gaining competitiveness and efficacy. By Lysenko E.V. & Kovaleva
(2015) [19], talent-management must be considered as a new
managerial paradigm in the human resources management.

management practices.

LITERATURE REVIEW

Becker and Huselid [1] officially proposed the concept
of strategic talent based on talent management as differentiating
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According to Heinen and O’Neill [8], “for a talent strategy to be
successful, it must be aligned with an organization’s business
strategy and human capital context.” A talent management strategy
must be integrated into corporate and human resource practices,
including daily work processes. As Berseneva E.I. et al. (2019)
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indicators, many large companies around the world have already
implemented talent management practices [18], and, in our
opinion, this process will only intensify.

MECHANISMS THAT INFLUENCE TALENT
MANAGEMENT PRACTICES

Hatum [7] believes that the following are the most important
factors influencing talent management.

Employees with more than twenty years of seniority were more
likely to stay than those with less seniority. This is because young
employees are more likely to switch jobs at the start of their careers
in any organization where it is difficult for an older employee
to find another job [15].

Another mechanism that influences talent management is the
relationship between salary and benefits. Employees’ intentions
to leave an organization have been found to be significantly
influenced by fair compensation and rewards. Mwangi [14]
discovered that poor remuneration and reward schemes would
have contributed to the loss of talent.

Another major challenge is how to create and maintain
daily working environments in which talented individuals can
productively pursue the joy of work and financial benefits from
their individual or collective contributions.

According to Eisen et al [ 5], making training programs available
to all employees increases employee retention rates. Employees
will be less likely to leave if they believe they are learning and
growing. Employees, on the other hand, begin to look outside for
new job opportunities once they feel they are no longer growing.

Organizational culture has a significant impact on whether
or not talent management activities succeed and contribute
to improved results. It is critical to an organization’s ability
to effectively manage its knowledge [4].

According to research, effective communication improves
employee identification with their organization and fosters an open
and trusting culture [6]. Many companies are working to provide
the information that employees want and need in a better way
of communicating, through the most credible sources (e.g., the
CEO and top management strategies), on a timely and consistent
basis.

Employee-employer relationships and an effective program
also influence talent management practices. Employees stay
when they have strong relationships with others with whom
they work, and a positive learning environment leads to higher
retention rates, according to the factors emerging from retention
strategies [3].

METHODOLOGY

The research is based on a comprehensive literature review
to identify the factors influencing talent management practices.
From 1998 to 2023, the content of the literature was deemed
useful and presented for research purposes. A systematic review
used the following procedures:

SYSTEMATIC LITERATURE REVIEW

A systematic literature review was conducted to answer the
research question. A systematic literature review communicates
that unambiguous methods are used to systematically find,
select, and evaluate appropriate research, as well as to analyze
the included data to answer a research question [13].

SOURCES AND SEARCH STRINGS

The systematic literature review’s second search was conducted
using sources and search strings. Google Scholar, Cyberleninka,
and EBSCO Discovery were used for the search. This decision

was made to ensure a certain level of scientific quality in the
documents retrieved. The research question was expressed in the
search string: What mechanisms influence talent management
practices on organizational effectiveness? Different information
was gathered using “mechanisms” and possible synonyms (e.g.,
determinants, predictors, indicators, factors, etc.).

INCLUSION CRITERIA AND SELECTION

Criteria based on the research question were developed to aid
in the selection of articles to include and to prevent inclusion
bias. The selection and analysis of articles took place in stages.
First, duplicate documents discovered in multiple databases were
eliminated. Following that, articles were screened based on title
and then excluded based on summary. The full text of the articles
that remained was examined to determine whether they should
be included.

STUDY-LEVEL ASSESSMENT

A study-level assessment was carried out to avoid bias in the
selection of included studies. The study-level assessment was
carried out in stages. In the first stage, Research Gate was used
because it provided the most hits and because it is now acceptable
to use in Russia after Scopus was closed. The documents discovered
were sorted and chosen for the research.

SUMMARY OF THE EARLIER STUDIES
ON TALENT MANAGEMENT MECHANISM

As briefly mentioned above, some previous studies contend that
talent management is not fundamentally different from human
resource management, particularly in terms of the inclusive
approach [12]. However, studies on talent management in business
corporations have revealed that, first, firms must clearly define
their business strategies, and second, firms must create profiles
for each of the required personnel to demonstrate employees’
unique value propositions in the market [10].

Ishiyama and Yamashita [10] argue that the inclusive approach
enables firms to develop the perfect personnel profile for each
talent. If companies complete each HRM stage of selection,
promotion, and training with this ideal personnel profile in mind,
each employee can develop as an individual, making it easier for
employees to feel a sense of organizational wellbeing [16].

Also, the core points of the talent management mechanism are
the same for both the exclusive and inclusive approaches: establish
a clear definition of a firm’s business strategy and create profiles
of the personnel required. Firms can gain a sustainable advantage
and create a structural barrier against competitors by implementing
a talent management mechanism.

FINDINGS

According to the findings, some talent management factors
have a direct impact on employee engagement and overall
business performance. The right talent will not only add value
to your organization, but it will also add value to your customers.
Customers who are satisfied and engaged stay connected to your
company and add value to it.

Lockwood [11] argues that effective talent management
necessitates strong participatory leadership, organizational buy-
in, and employee engagement. He concludes that organizations
must invest in a talent management framework in which employees
and managers collaborate to establish measurable goals and
competencies, and career development activities must be aligned
with corporate goals.

According to the study findings, talent management aids
in many areas, including increased competition, recruitment, and
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retention; the need to address future leadership, skills shortages,
demographic changes, and the external labor market.

Again, the findings show that talent management is critical
to employee engagement in the organization. Employee engage-
ment and satisfaction are both increased by targeted talent ma-
nagement practices. As a result, it is the responsibility of HRM
to create and accommodate these highly regarded specialists
by focusing on the enlistment, selection, preparation, and ad-
vancement of HR.

Furthermore, it has been argued that, in light of the maturing
workforce, new techniques are required to enlist and retain
exceptionally qualified specialists to fortify organizations’
informational administration limits.

CONCLUSION

In the current scenario, organizations are constantly confronted
by social developments such as globalization, technological
advancements, and increasing global cutthroat competition.
Learning and development programs for employees with talented
people should be implemented for effective talent management,
and feedback on employee perceptions of such talent programs
should be collected and analyzed for future improvements.
Nevertheless, there should be a program to motivate talented
employees. Rewarding them for their outstanding work, celebrating
their exceptional performance, and convincing them that their
current organization is the best place to work are all factors that
can improve talent management and retention.
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JleHcuoHru T1.

NATb NOPOKOB KOMAHAbI

M.: MN®, 2024, 256 c.

Inasa 00HOU 8bICOKOMEXHOI02UYHOU KOMNAHUU Nodasl 8 0OMCmMaAsky, NOCKO/IbKy paboma KOMNAaHuu npu Hem pas-
8asu8andce Ha 2nasax. «MeHedxepel docmuaiu cogepweHcmad 8 Uuckyccmae noocmasnams opye opyaa. KomaHoa
ympamuna 0yx eOUHCM8d U Mo8apuwecmad, e2o cMeHund HyoHas obazanoska. Jlnbas paboma 3amsazusandacs,
Kayecmgo nadasno». Yepes Hekomopoe 8pems 8 KOMNAHUIO NPUXoOUM HOBbIU pykogooumesib U 06CMAHOBKA euje
6on1bwWe Hakangemca — KampuH nosiHa pewumocmu pazobpameca ¢ npobaemamu KOMaHObl MeHedxepos, Komo-
pble noYmu npugesiu ycnewHyr KOMNAHUK K Kpaxy.

KakoU yeHoU, u enagHoe, Kakum o6pazom eli 3mo 8 umoze yoaemcs, u pacckaszeieaem [lampuk JleHCUOHU.

Moyemy 803HUKAOM «NAMb NOPOKO8 KOMAHObI» — 83AUMHOe Hedosepue, HempebosameibHOCMb, 6e30meemcmeer-
Hocmb, 60A3HbL KOHGUKMA U 6e3pasnuque K pe3ysbmamam, Kak ux 0uazHoCmuposamse U 4mo ¢ HUMU 0ename?
B nepsoli 4yacmu kHuzu 3mu 8onpocsl pewiaem KampuH co ceoeli KomaHooU, a 80 8mopol asmop npugodum noo-
pobHOe onucaHue smux «<nAmbs NOPOKO8 KOMAHObI» U MemoObl UX yCMPAHeHUs.

Kykoe M.

HEADHUNTER. YCMNEX HEU3BEXEH. KAK CTAPTAN CTAJN1 INAEPOM
OHJIANH-PEKPYTMEHTA U USMEHWJ1 PbIHOK TPYQA

M.: AnenuHa PRO, 2024, 168 c.

« XKueol 6usHec-oneim Muxauna Xykosa — npe3udeHma kpynHeliwel 8 Poccuu nnameopamel oHAalH-pekpy-
muHea hh.ru

« O docmuxeHuu ycnexa 6U3Heca ¢ NOMOWbIO 2YMAHUCMUYECKO20 MeHedXMeHma

+ Y0auHble pewieHuUs, npasusia u NpUHYUNsI, Komopesie soigenu HeadHunter 8 nudepel peiHKa

«3Imo Muwa. OH menepb 6ydem emecmo MeHsA. OH HopMmasibHbIl. He nepexusatimen.

Tak 6 2008 2. coz30amenv komnaHuu HeadHunter Opuli Buposey npedcmasus KOMaHoe Ho8020 2eHepasbHo20

oupekmopa Muxauna Xykoea. Mocnedyrouue 15 nem XKykoe 0esioM 00KA3bi8dJ1, YMO He Npocmo pAdosol ynpas-

nexey, a 6aecmawul nudep. 1od e2o pykosodcmaom cepsuc cman gedyujeli pocculickoli KomnaHuel uHmepHem-

pekpymmeHma. B kHuze «<HeadHunter. Ycnex Heu36exeH» agmop 0elumcsa onbImom U pacckasviedem, KaK emy U e2o

KomMaHOe 3mo y0anoce.

HEADHUNTER

CES)

NATPU

K ﬂEHoonM

Moo

Miain Kyso

HEAD

Yoot

HUNTER
o

Jo HeadHunter Muxaun Xykos 0onzoe epemsa pabomarn 8 IT, HO 8CKOpe NOHAJ, YMO He 20MO8 C8A3aMb C80I0 NPOGHECCUOHATbHYIO CYyObOY C «wKere-
30M». EMy 6611 UHMepeceH Yyenogedyeckuli KANUMAJ, NO3MOMY OH, He00120 OyMds, NPUHAJ NnpedsioxeHuUe 83Amb 6pazdbl ynpasaeHus naameopmod
8 CBOU PyKU, XOmb U He umMes1 60/1bWI020 oNbiMa 8 pekpymmeHme. B kHuze Xykos pacckasvieaem, Ha Kakue NpUHYUNbI ONUPAJICA, 8bICMPAUBaAsn
cmpameauto paseumus KOMNAHUU, KaK NPUHUMGAJT CMesible pelleHUs 8 OCMPbIX CUmyayusax u cnpassanca ¢ HeOOHO3HAa4YyHol peakyueli KOMAHO®I.
Yumamenv 3moli KHU2u He MOJILKO y3Hdem ceKpemsbl U 1aU@Xaku u3 IUYHO20 ONbIMA 0OHO20 U3 CAMBbIX YCNeWHbIX POCCUlICKUX MeHedXepos,

Ho u notimem, noyemy HeadHunter — 3mo npo /o608b.
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