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TALENT MANAGEMENT: A STRATEGIC PRIORITY FOR DEVELOPING
THE ENTERPRISE’S INTELLECTUAL POTENTIAL IN DIGITALIZATION

Purpose. Substantiation of scientific, methodological and practical developments aimed at improving the principles, methods
and tools of talent management in the context of the enterprises’ intellectual potential strategic development in the context of in-
formation and digital reality.

Methodology. To obtain the results of the research, general and special methods of cognition we used: definitional, component
analysis; generalization and comparison, deductive and inductive methods; statistical analysis; balanced, methods of aggregation
and scientific abstraction. To solve this problem, we applied cognitive, motivational, and axiological approaches.

Findings. The paper forms a theoretical and methodological platform for talent management as an innovative strategy for the
development of the enterprise’s intellectual potential in the context of information and digital reality. We evaluate Ukraine’s position
according to the criteria of the Global Talent Competitiveness Index (GTCI). We identify the factors that affect the effectiveness of
the company’s talent management system. In this article, we systematize innovative practices and key principles of enterprise talent
management. The authors propose a new understanding of the essence of the categories of “innovative corporate culture” and “talent
management system”. The paper developed a new landscape toolkit for the strategic development of enterprise talent management.
We propose a system of HR-indicators for evaluating the effectiveness of talent management in accordance with the key stages of the
HR service of the enterprise. This study improves the fundamental principles of talent assessment technology based on the modern
management paradigm. The article reveals the current trends in the digitalization of business HR processes and highlights the areas
of human resource management in which HR-Digital development is possible. The authors develop a mechanism for selecting talent
groups at an enterprise, including the distribution of roles and responsibilities between different departments and internal staff.

Originality. We create a scientific position on the talent management of innovative enterprises and the prospects for their de-
velopment. The authors develop an organizational and methodological approach to enterprise talent management, which differs
in the set of elements, tools, and methods of talent assessment. We propose a system of HR-indicators for assessing the effective-
ness of talent management, which is formed according to the key stages of the enterprise’s HR service and allows assessing eco-
nomic and social efficiency. We prove that the implementation of this methodology helps to form the basis of a talent management
system, which is an organic element of an enterprise’s innovative business strategy.

Practical value. The results of scientific developments and practical recommendations of the authors contribute to the imple-
mentation of an effective talent management system for making strategic management decisions in the context of developing the

intellectual potential of enterprises and their network associations in the current information and digital reality.
Keywords: innovation strategy, talent management, leadership, digital technologies, HR analytics, agility

Introduction. In a knowledge-based economy, the role of
human capital is becoming increasingly obvious and funda-
mental. As science and technology develop, the need to im-
prove knowledge, skills, creativity, and readiness to make deci-
sions in non-standard conditions is growing. And nowadays,
this is one of the key challenges for managers. Corporate gover-
nance practices confirm that the lack of strong and effective
leadership can seriously affect the companies’ performance in
the near future. According to the world-class researcher T. Ga-
ravan, in the twenty-first century, human resources, intellectual
capital and talents are considered the most important strategic
factors, regardless of the economic situation [1]. In a fiercely
competitive environment, well-educated, highly productive,
gifted employees with unique knowledge, skills and abilities are
in demand, and their potential can be attributed to the com-
petitive advantages of human capital [2]. In this context, it is
crucial for companies to have a strong talent management sys-
tem in place to select, develop, and retain competent staff. Tal-
ent management is a company’s human resources strategy that
ensures that its team has the right people with the right skills [ 3].
This process includes analyzing skills gaps within the company,
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attracting the best employees, and developing their knowledge
and skills through training. This increases team productivity
and creates an overall positive work environment. If these pro-
cesses are managed strategically, employees feel empowered to
help the company achieve its vision and goals [4].

Amid ongoing uncertainty and international tensions in
the financial, economic and political spheres, competition be-
tween countries for talent will intensify in the coming years. At
the same time, the quality of life and economic stability are
becoming increasingly important factors for countries aiming
to become talent centers. In this regard, talent management is
becoming an increasingly important and relevant area of a
modern corporate HR system.

Literature review. Theoretical and methodological studies
of the talent nature in the context of searching for effective
forms of human capital management and its impact on the
company’s activities, as well as the issues of forming a talent
management system, are reflected in the works of foreign and
Ukrainian scholars.

At the end of the last century, talents were no longer per-
ceived as a “gift of fate” and became part of “intangible assets”
along with unique technologies, products, services, and pricing
strategies, which led to the emergence of a new management
trend focused on attracting, developing, and retaining talent [5].
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Talent management as a branch of HR management has be-
come a sign of the business strategy evolution, reflecting the
deeper integration and interconnection of organizational struc-
tures and systems. Today, talent management is recognized as
one of the most progressive areas in the world [6]. The HR
TRENDS2024 study by HR Directors Summit confirmed the
growing trend of individualizing talent management. According
to B. Tulgan, the demand for the best “talented” specialists in
the future will significantly exceed the supply [7]. A number of
authors (1. Bjerklan, P. Wright, E. Ferndale, S. Morris, F. Stills,
G. Strahl, J.Trevor) identify talent management with human
capital management, emphasizing the key role of establishing
this system. In this context, talent management encompasses
shared beliefs and norms regarding the interaction of compa-
nies with employees [8]. Engaging staff and creating conditions
for the realization of their intellectual potential, including cre-
ative potential, contribute to the company’s growth [9]. At the
same time, a high level of employer brand development will
help to retain talented people in the company and develop loy-
alty on the part of potential employees [10].

In the face of the economic downturn, the search for ways
to increase the efficiency of intellectual potential is focused on
the well-coordinated team building, in other words, the cre-
ation of an organizational context that promotes the develop-
ment of specific, implicit knowledge and professional skills [ 11].
Researchers [12] note that talent development policies are in-
fluenced by cultural variables and structure, and the ability to
work with intercultural teams and develop global talent man-
agement strategies are becoming key competencies. The au-
thors [ 13] conceptualize strategic talent management programs
as local projects implemented within the framework of a com-
mon intra-organizational system that allows for the evaluation
of employee efficiency to make decisions on talent management
and investment in their development. Publications [14, 15] em-
phasize the importance of using modern technologies and soft-
ware to automate the talent management process, which makes
it possible to use enterprise resources more efficiently and re-
duce the time spent on searching and selecting candidates. The
popular search engines Google Scholar and Google Academy
provide 200,690 thousand results for the query “talent manage-
ment” [16], which confirms the approach’s relevance, scientific
and practical interest in its implementation.

Given the significant contribution of the above research-
ers, it is important to pay attention to a number of conceptual,
scientific, methodological and applied problems of talent
management in view of the current requirements of strategic
human resources development.

Purpose. The purpose of the study is to substantiate scien-
tific, methodological and practical developments aimed at im-
proving the principles, methods and tools of talent manage-
ment in the context of strategic development of the enterpris-
es’ intellectual potential in the digitalization conditions.

Methodology. The study is conducted using general and
special cognition methods: definitional and component analy-
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sis; generalization and comparison; deductive and inductive
methods; statistical analysis; balanced method, methods of ag-
gregation and scientific abstraction. To solve this problem, cog-
nitive, motivational, and axiological approaches are applied.

Findings. The global economic situation is characterized by
uncertain trends, a change of leaders, intensification of crisis
phenomena, and a lack of creative vision, creative models and
management methods. The current economic situation has a
localized impact on Ukraine, which is in a deep systemic crisis
caused by a number of factors, including military actions, de-
struction of critical infrastructure and key organizations, reduc-
tion of production capacity, migration and political instability,
which negatively affect the economy and national welfare.
Thus, the lack of creativity and innovative management models
makes it difficult to solve problems and restore the country’s
economic potential, as evidenced by the country’s position in
the overall innovation ranking. Thus, the current situation is
characterized by an average level of development of knowledge
sharing and creative outputs indicators, showing the potential
for recovery of the business sector and the economy as a whole
by strengthening the innovation process in the country.

The IMD World Competitiveness Center annually com-
piles a global talent ranking based on key indicators such as
attractiveness or retention of talent both domestically and
from abroad; readiness; quality of skills; talent competencies;
investment and development. In this context, the Global Tal-
ent Competitiveness Index (GTCI) calculation paradigm is a
model that combines an assessment of the opportunities and
funds available for human resource development in each
country (“talent intensity”) with the quality of human capital
available in the labor market (“talent return”). There is still a
link between a country’s economic development and its com-
petitiveness in the international talent market — economically
developed countries are more competitive. Over the past de-
cade, Switzerland and Singapore have been among the con-
stant leaders of the ranking, while Ukraine has been ranked 2"¢
in its income group and 64" in the global ranking (Fig. 1).

The competitiveness of Ukraine’s talent within the GTCI
is a story of steady progress that has placed it in the top half of
the rankings over the past five years. The high results in the
Global Knowledge Skills sub-rating were consistent over the
first ten years of the GTCI, driven by the influence of higher
education in the High-Level Skills indicator. We should note
that Ukraine has lower positions in some sub-ratings within
the overall rating. Despite the fact that companies in Ukraine
actively adopt software and cloud computing, the country’s
capability in the “Enable” category is hampered by a lack of
regulatory landscape advantage.

Its position in this sub-level and all its related components
would improve if the rule of law were strong and corruption
were reduced. This also applies to the country’s ability to de-
velop talent — the career development of employees Growing
talent (Grow) with their vocational and technical skills (VT
Skills). This is due to a deterioration in the ability to export
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Fig. 1. Ukraine’s position in the Global Talent Competitiveness Index in 2018—2023 [17]
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Fig. 2. Ukraine’s rankings by the Global Knowledge Skills criterion in 2018—2023 [17]

high-value goods and, consequently, a decrease in the number
of professionals, scientists, and engineers (Fig. 2).

According to the GTCI, Ukraine’s innovation policy does
not pay enough attention to stimulating new export-oriented
technology enterprises, training competent researchers and
technicians, as well as promoting cooperation between science
and industry. Ukraine’s poor performance in the develop-
ment, attraction, and retention of human resources is due to
insignificant and inefficient investments in human capital in
the higher education system. As a result, the production of hu-
man capital by the higher education system is knowledge- and
capital-intensive, so the system is doomed to produce a mass
educational product rather than a unique one, i.e. talents.

In today’s era of “talent management”, when the indus-
trial revolution is coming to an end and the world is moving
into the information technology era, the demand for talented
managers and top-level professionals is gaining momentum.
In this context, the biggest challenge for organizations is the
growing talent gap. A significant deficit of specialists with a
high intellectual potential level has been recorded in the Unit-
ed States (14 million people). In Japan, 86 % of entrepreneurs
confirm the shortage of talent, and 51 % in neighboring Po-
land [13]. At the same time, the emergence of a new work-
force, such as millennials and Generation Z, is changing pref-
erences, values, and expectations from work.

At the corporate level, the problems and consequences of
uncertainty in the economic, political and social spheres can
be addressed through effective approaches to enterprise man-
agement. In this context, talent management as a mechanism
for optimizing human resource management and teamwork
aims not only to develop the intellectual potential of individu-
als and teams, but also to ensure the implementation of inno-
vative solutions that contribute to the restoration of economic
growth and social stability. As innovation and digital develop-
ment come to the forefront of business management, enter-
prises increasingly need professionals with advanced skills in
digital technologies, big data, and various types of analytics,
capable of critical thinking and flexible, adaptive teamwork.

Talent management is understood as a targeted impact on
gifted employees to increase their self-esteem, professional
dexterity, innovation and creativity in the process of using per-
sonal intellectual potential in a specific organizational envi-
ronment, to improve the efficiency of the enterprise and
achieve its most important strategic goals [11].

The main determinants underlying the functioning of tal-
ent management are the following: the sustainability of the
knowledge-based economy; modern requirements of the new
generation in the labor market; new tools for human resource
management; HR managers solving strategic tasks of the en-
terprise; and middle managers taking responsibility for talent
management processes in their daily work.

We can mention the general trends in talent management:
building a system of corporate values on the basis of which em-
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ployees are hired, trained and evaluated; creating a horizontal
management system in which leaders will have not authoritar-
ian qualities, but communication skills and flexibility; active
use of ERP systems for personnel management; design think-
ing; special analytics in talent management; training and per-
sonnel development. The L&D (Learning & Development)
function is becoming more centralized, strategically impor-
tant, and cross-functional: over the period from 2021 to 2023,
the share of executives responsible for L&D and HR on the
boards of the world’s leading companies increased from 24 to
53 %, and the share of companies with an increased L&D
budget was 48 %.

The goals of talent management are to develop creativity,
intellectualize the employees’ work, realize their creative po-
tential, and effectively reproduce the qualities and competen-
cies of employees that have a significant impact on the strate-
gic social and economic development of the enterprise.
A study conducted by KMPG identified the following impor-
tant elements of human capital management: retaining key
specialists in the organization (35 %); improving insight
(32 %); developing employee skills and competencies (30 %);
optimizing costs through productivity optimization (26 %);
increasing the return on investment in talent (24 %); identify-
ing talented employees in the organization (20 %). The leading
organizations’ experience in finding and attracting talent con-
firms that it is more effective to develop their own existing tal-
ents than to attract and train talents from outside.

The talent management process at a particular enterprise is
implemented in parallel with the approval of a concept focused
on identifying and developing intellectual potential, including
human potential. This requires a well-designed talent manage-
ment system that emphasizes the individuality and subjectivity
of each employee and recognizes their involvement in the
company’s goals, objectives, plans, and needs.

The talent management system is a component of the com-
pany’s personnel management process and includes the devel-
opment of a specific action plan, which must be in adequate
correlation with the conditions and goals of the company’s
functioning, namely, its personnel strategy and policy, organi-
zational culture, management style, key management meth-
ods, as well as the program for determining the company’s
need for knowledge, skills and information in general. In the
modern sense, a talent management system is a cyclical com-
plex of HR processes, including personnel planning, recruit-
ing, adaptation, training, assessment of employees’ potential,
planning their further development and promotion. The grow-
ing relevance of such an HR area as talent management makes
it important and necessary to develop an innovative corporate
culture with a high level of trust and functional communica-
tions for knowledge development and dissemination through-
out the enterprise. Innovative corporate culture is a set of
norms, rules and traditions adopted by management and em-
ployees, expressed in declared or historically formed personal
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and corporate values, as well as a management tool that sets
behavioral and practical guidelines. This tool allows maintain-
ing the balance of compliance by actualizing adaptation, moti-
vation, incentives, communication and other aspects that are
important for the result of the company’s innovation activities
and contribute to the growth of its innovation potential. The
most important principles used in these processes are: meritoc-
racy; mentoring; globalization and diversification; evaluation;
rotation. As a result, the introduction of a talent management
system into the company’s HR processes and its further appli-
cation becomes part of key business processes.

A number of factors affect the effectiveness of an enter-
prise’s talent management system:

- the presence of managerial leaders in the organization, as
it is leadership that determines open communication between
management and subordinates regarding talent management
in general;

- the effectiveness of organizational culture, which in-
cludes vision, goals, trust, and social relations;

- allocation of competent personnel, which allows check-
ing its performance and thus improving motivation and pro-
ductivity;

- emotional and psychological empathy with talented em-
ployees. More than 200 European and American studies on
diversity and inclusion (D&I), including the Bersin Academy
study, confirm that companies that take into account every
voice of their employees have 12 times higher employee reten-
tion rates, 8.5 times higher customer satisfaction and retention
rates, and 6.6 times higher rates of adaptation to change [18].

The above factors should take into account the current
situation on the national labor market.

To succeed in utilizing talent potential, enterprises need to
go through a number of stages.

1. Determining the composition and main characteristics
of the current business environment, which allows for the most
accurate description of the conditions within which the work-
flow and interaction of managers and employees of the enter-
prise is carried out.

2. ldentification of the enterprise’s talent features and
functions based on a detailed staff competency analysis, which,
in turn, allows comparing talent within and outside the orga-
nization.

3. Talent identification and development, which involves
the development and implementation of a flexible talent man-
agement strategy in the overall enterprise HR management
system, allowing not only the proper structuring of key busi-
ness processes, but also the assessment of resource potential
and their further development.

4. Measuring the level of the talent management impact on
business performance, which is realized through regular col-
lection and analysis of analytical information on the enter-
prise’s strategic activities.

The key rules in the context of talent management include an
objective, scientifically based understanding of talented profes-
sionals, which allows fully realizing the value and importance of
talents for business, as well as increasing decision-making effi-
ciency level. Management approaches (project-process, strate-
gic, expert, and integrated) include management practices aimed
at working with the category of talented employees (Table 1).

The above principles will not be effective if the HR policy
is unsatisfactory or if the talent management system does not
correlate with the corporate strategy.

Assessing the effectiveness of talent management is a key
element of an enterprise’s strategy, providing information
about employees’ skills and development needs. This assess-
ment provides the enterprise’s management with important
information about the current skills and knowledge gaps of
employees, along with an understanding of their development
needs, while employees can realize their own strengths and
weaknesses. The results of the assessment are used to make
strategic decisions on recruitment and hiring, alignment with

Table 1

Practices and key principles of the enterprise’s talent
management

Talent management

. K incipl f tal
practices ey principles of talent management

Staff selection and
recruitment

Alignment of organizational strategy and
practice

Employee retention Employer reputation

Internal consistency of practices and
action sequence

Development and
training

Balance between local and global needs
of the enterprise

Compensation and
rewards

Talent pool review Compliance with policies and cultural

norms
Performance Involvement of managers at different
management levels

the enterprise’s strategy, designing career advancement pro-
grams, improving development and training programs, and
the employer’s branding.

In most companies, the processes of personnel develop-
ment and evaluation of their effectiveness from an economic
point of view are not properly developed. Rotation, mentor-
ing, and coaching are common, but formal external training
has diversified applications in talent development. There is
also a lack of distance learning programs to develop the em-
ployees’ competencies between remote branches, a large gap
between training and the real needs of companies, and a lack
of targeted opportunities for professional development of tal-
ents. In our opinion, staff training is most effective when high-
quality competency assessment methods are used to help iden-
tify talent and plan its development. In most enterprises, the
development of talented employees’ competencies is not allo-
cated to separate programs, which means that a systematic ap-
proach to their implementation is not possible. Modern ap-
proaches to developing talents and assessing their effectiveness
are mainly developed in line with a comprehensive system of
staff motivation, which deprives talented employees of the op-
portunity to receive higher salaries and increased social secu-
rity. Another problem is that enterprises do not have systems
for ranking employees based on their work performance. Eval-
uating the effectiveness of the enterprise’s talent management
can be made more efficient by using the project-process meth-
od, which consists in creating individual “performance cards”
and “efficiency cards” to assess the activities of talents, which
not only show the actual performance of each employee but
also stimulate motivation for this performance.

At current conditions, there is no comprehensive strategic
approach to improving the efficiency of talent management.
We propose a system of key indicators for assessing the talent
management effectiveness, which we will form in accordance
with the main stages of the enterprise’s HR service (Table 2).

The use of HR analytics will allow tracking the effective-
ness of recruitment and retention initiatives and identifying
areas for improvement, as well as increasing the efficiency of
management decision-making.

Vaiman V. and Collings D. [7] state that companies that
encourage employees’ commitment and involvement in the
management decision-making process tend to have a higher
level of alignment between corporate goals and employees’
goals, a more motivated workforce, and, ultimately, higher pro-
ductivity. These arguments can be tested empirically. Shifting
the focus from mere employees’ productivity to goal achieve-
ment is closely linked to such processes as greening the organi-
zation, implementing ESG principles, transparency of manage-
ment, and responsibility of large companies for the activities of
their employees, contractors, customers, and partners.
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Table 2

Key HR indicators for assessing the effectiveness of enterprise’s talent management

HR indicators

HR solutions

General statistical indicators of the team

Average age of employees

- increasing efficiency of recruiting

- reducing tension in the team

- balancing staff in terms of productivity (experience, innovation and development)
- differentiation of evaluation and motivation systems

Employees’ average length of service

- assessment of staff satisfaction with working conditions and loyalty to the organization
- assessing the competitiveness of the benefits and rewards system

- assessing the effectiveness of motivation programs, grades, career development
programs, rotations, etc.

Employees’ average length of service at the time of
dismissal

- initiating a program to retain key employees, rotating or training candidates from the
talent pool

Qualification level of employees

- determining the share of employees with higher education in the overall staff structure
- assessment of the human capital’s education (qualification) level

Indicators for planning talent needs

Adoption of a talent mindset

- analyzing the compliance of the talented employee’s portrait with the company’s
strategic goals, as well as its core values, mission and principles

Time required to find talent for allocated positions

- identifying gaps in employee needs and describing responsibilities for required positions

Total availability of talent pool for positions to be
filled by talented employees

- planning of personnel work
- creating recruitment initiatives
- assessing current employees

Share of talented employees

- developing and implementing a talent development plan

Recruiting indicators

Vacancy closing date

- assessing the performance of the recruitment team
- measuring the effectiveness of the recruitment process
- determining the level of complexity of closing a specific vacancy

Average number of applications per vacancy

- determining the effectiveness of the recruitment channel
- evaluation of the HR brand as an employer

- selection of the most creative candidates

- determining the cost of offers in the labor market

Vacancy closure rate

- determining the degree of recruitment plan fulfillment

Costs of closing vacancies

- determining the cost of hiring new specialists, optimizing the recruitment budget

Indicators of employees training and development

Percentage of employees who completed training

- determining the costs of developing existing employees and training new ones

Expenditures on employee training

-analyzing the feasibility of expensive training programs for individual positions
- determination of training needs

Coefficient of new competencies

- calculating the share of employees who have completed internships, advanced training

Share of employees who were promoted

or certification in the overall staff structure

Productivity of talented employees

- determining the relationship between training results and performance
- evaluation according to the Kirkpatrick model

Share of employees with individual development
plans

- studying the effectiveness of training, development and implementation of human
resource management software

Percentage of employees contributing innovative
ideas

- creating a mentoring program

Efficiency of HR software

Indicators of employees’ motivation and retention

Employee turnover in the first year of work

- assessment of employee losses and the feasibility of staff reductions

Employee turnover rate

- assessment of the employee retention processes efficiency (compensation schemes,

Retention coefficient of talented employees

incentive programs, grading programs, career development programs)
- analysis of motivations for dismissal

Average level of absenteeism

- identification of problems in personnel management

Efficiency of employees’ work

- development of measures to motivate and engage key employees

Indicators of employee replacement

Employees’ loyalty to the enterprise

- development of measures to improve working conditions

Career growth rate

- drawing up a personal development plan for employees

Employees’ job satisfaction

- development of corporate culture
- identifying gaps and supplementing strategic HR planning

Estimation of lost benefits from new employees

- selection of promising employees with the highest potential in terms of skills

Share of employees covered by the mentoring
system
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Depending on the specifics of the enterprise and the type of
digitalization chosen, managers face a number of situational
problems and challenges, which can often only be solved with
the introduction and further use of digital technologies and
digital management. Among the most significant challenges are
the following: rapidly changing products, services and process-
es; achieving growth through innovation; stimulating creativity
and innovation; developing and promoting new strategies;
achieving results in conditions of high risk and uncertainty.

In the last few years, talent management has focused on
implementing feedback collection processes and automating
corporate HR systems in the context of using the most impor-
tant HR processes of the enterprise. In this context, we will
highlight the areas of human resource management in which
HR-Digital development is possible (Fig. 3).

Digital trends in the latest developments in human re-
source management are mainly aimed at full automation and
digital processing of recruitment processes, development of
HR analytics services and intelligent processes used in an on-
line format. Current trends in the digitalization of business
HR processes are presented in Table 3.

The application of digital technologies and management
tools, as well as the active use of artificial intelligence in busi-

ness management, makes it possible to optimize almost all ele-
ments of the HR system — from recruitment and adaptation of
personnel to performance management and employee motiva-
tion. Modern digital technologies make it possible to automate
routine tasks, freeing up HR managers’ time and potential to
solve more complex HR tasks, such as achieving the compa-
ny’s strategic goals, building HR planning and talent develop-
ment systems. The tools of the new landscape for strategic
development of HR and business are presented in Table 4.

Among the many advantages of using digital technologies in
HR and talent management, we believe that it is possible to im-
prove the process of selecting candidates for each specific posi-
tion based on the analysis of large data sets, taking into account
not only their professional experience, but also their cultural fit
and potential for further growth. In addition, digital tools based
on artificial intelligence technologies are actively used to im-
prove the process of adaptation of new employees during the
workflow into existing teams, as well as to manage staff produc-
tivity by identifying their greatest strengths and weaknesses.

We believe that the possibilities of ensuring a high quality
level of the enterprise’s intellectual potential lie in the imple-
mentation of strategic talent management programs. The pur-
pose of the programs is to implement measures and areas for

‘ Business strgtegy = HFE stratasy - Digital strategy ‘
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Fig. 3. HR-Digital in the enterprise

Table 3

Modern trends in the digitalization of business HR processes

Recruiting digitization

HR analytics

Remote services

- creating a database of resumes and hiring
results

- automation of new employee onboarding
- pre-boarding of candidates

- data visualization

- operational and management reporting

- self-service portals
- automation of standard document
preparation

Intellectualization

Talent management

Avoiding fragmented automation

- robotization of HR processes
- application of Big Data technologies

- corporate training

- onboarding of employees
- automation of feedback and staff evaluation

- application of a single technology platform
- integration of external and corporate systems
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Table 4
Tools for the development of enterprise’s talent management

HR management tools

Features

Automation of HR
processes and outsourcing
of transactional HR tasks

Automation transforms HR departments by taking over routine and time-consuming tasks. This allows HR
managers to focus on more important tasks, such as employee training and talent development. At the same
time, outsourcing transactional HR tasks allows internal resources to be redirected to strategic initiatives

Integrated mobile
applications

Digital and mobile tools are used to perform key functions, such as time management; online recruitment;
performance appraisal; training, development and career growth; remuneration and benefits; gamification-
based performance management; providing feedback; and synchronization with other departments

Digital integration with
cloud systems

The cloud solution greatly simplifies data transfer and enables the use of big data and open-source technologies.
Cloud technologies in HR allow for improved communication skills, increased productivity and engagement, time
savings and centralized data exchange and storage, and a high level of protection of confidential HR information

Artificial intelligence Artificial intelligence is a tool that transforms the HR department from a cost center into a major strategic asset.
Employers have the opportunity to get a holistic view of each employee and formulate individual
recommendations and action plans in various areas of activity that meet the modern needs of human resources.
A vivid example of this is the use of HR bots in recruiting

HR analytics and The future of HR is mega-data and advanced analytics. HR will use the power of big data and generative

mega-data artificial intelligence to predict trends in effective resource allocation, staff development, identify skills gaps,
and optimize talent acquisition for the five generations. To make HR analysis more effective, it is advisable to
use CRM systems, business intelligence, HRIS, survey systems, etc.

Augmented reality The use of augmented reality technology expands the possibilities for finding and attracting talent. At the same

technologies time, augmented reality can transform the learning and development process, providing maximum immersion

in the experience and making it unique, influencing the quality of professional skills and helping to develop
empathy and understanding

Hyper-personalization

Personalization is becoming a fundamental aspect of human resource management. Hyper-personalized HR
processes allow meeting the unique needs and preferences of each employee. From tailored training programs
to individualized career paths, HR will use data and artificial intelligence to create a more engaging and
personalized experience for all employees, which will help increase retention rates

Data ecosystem, not a data
culture

By integrating disparate systems, using the power of generative artificial intelligence, machine learning, and
automation, HR can move from reactive to proactive decision-making. This allows organizations to go beyond
classic HR management by anticipating and predicting future needs and trends. Ultimately, the goal should be
to create a data-driven ecosystem where decisions are regularly made based on facts and actionable insights

Management and
leadership development

Improved data management and analytics offer significant opportunities to improve management skills and
leadership. By providing managers with data-driven insights into their team’s performance, skills, and potential,
organizations can provide more effective and informed leadership. Such information can help reduce or avoid costs
through optimized resource management, reduced employee turnover, and increased engagement and productivity

Dynamic Capabilities

HR teams are developing flexible methodologies to respond quickly to changing market conditions and
requirements. Dynamic capabilities are a set of corporate capabilities that manifest themselves in the ability to
recognize and anticipate weak market signals, focus on the most important ones, and make and implement
proactive decisions in a timely manner in the context of transforming VRIN resources to gain competitive
advantages. Dynamic capabilities can be reduced to managing three types of processes: adaptation and
integration; learning; reconfiguration and transformation

Skills-based career portfolio

People will build portfolios by accumulating a variety of skills and experiences. HR should focus on retaining
staff and developing these skills, while supporting continuous learning and helping employees adapt to the
ever-changing labor market

Leadership transformation

More inclusive, empathetic and adaptive leadership styles and the rejection of command and control. The
emphasis is on leaders who can inspire, motivate and empower their teams, as well as foster a culture of
innovation and collaboration

Professional
development and retraining

Retraining and professional development are of paramount importance in the context of the automation and
artificial intelligence expansion. Continuous learning and development, as an integral part of the corporate
culture, enables employees to remain adaptive and competitive. In this context, HR plays a leading role in
identifying future skills and developing training programs for staff

E-recruitment

E-recruiting is a new and polymorphic phenomenon that starts with candidate identification on social media,
continues through game-based recruiting and interviews with chat-bots, and ends with the selection of a
candidate for a vacancy using artificial intelligence

Leveraging employees’
ideas to transform the
experience

Employees’ opinions are important in shaping company policies and practices. HR actively utilizes employee
feedback and suggestions and uses their ideas to improve the experience. This increases employee retention and
job satisfaction

Insourcing and
humanization of
relationships

HR is increasingly focusing on personalized interactions. This applies to wellbeing, leadership, and experience
management. Insourcing these functions, strengthens the relationship between employer and employee,
ensuring that workers receive the care and attention they deserve

highly efficient use of specialists with valuable qualities and
skills. The criterion is to create an environment at the enter-
prise in which the competencies and skills of talented employ-
ees can be developed and utilized to the fullest extent [12].
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Implementation of these programs should include: identifica-
tion (detection) of talents using various methods; monitoring
and qualitative evaluation (observation of talent dynamics);
development (based on training, education, self-education,
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self-improvement, job changes, etc.) One aspect of the pro-
gram includes a number of measures aimed at stimulating the
personal and professional development of employees, as well
as at more efficient use of their competencies in the light of the
company’s strategic goals. It is open to all employees of the
company. We propose to implement the talent development
program in stages. Candidates are selected based on the results
analysis of the questionnaire, interviews, and references. Par-
ticipants in the first stage undergo specialized training, includ-
ing the development of soft and hard skills. The next step is to
validate the selected people into the talent group. If the verifi-
cation is positive, the HR department, together with the pro-
gram participants’ managers, begins the process of creating
individual development plans. At the third stage, participants
must develop an original research paper with the potential to
implement innovative solutions in the organization. Based on
this work and previous achievements, the program partici-
pant’s eligibility for the specialist group or the management
talent group is determined. In the management courses, par-
ticipants take part in a further competence development pro-
gram and complete a research project. In the specialist cours-
es, participants receive training tailored to their individual
competencies and complete an innovative project at the end of
the program. Upon completion of the program, those who are
recognized as talented are offered the jobs they applied for
during their studies. The appropriate corporate structure plays
a significant role in the implementation of this mechanism.
The main tools of a strategic talent management program are
the following: objective indicators; targeted training and de-
velopment; mentoring program; partnership with local educa-
tional institutions to develop (or improve) existing courses that
can meet the needs of the employer; career planning; talent
map. The process of selecting talent groups within an enter-
prise, including the distribution of roles and responsibilities
among different departments and internal staff, is undoubtedly
crucial to the overall success of the project. The key informa-
tion in this context is presented in Table 5.

A well-designed talent management program can be a
powerful motivator for all levels of the enterprise. In addition,
planning to develop the competencies of key employees in the
areas that best suit them and the company ensures efficiency
and continuity in the long term.

It seems reasonable to develop talent management in the
following main strategic areas. The first is related to the capa-
bilities and methods for managing freelance talent. Future
leadership will be based on the ability to optimize the produc-
tivity and efficiency of employees, not on the ability to form
and manage a workforce. According to experts, more than
40 % of work in the near future will be performed by people
who do not work at the enterprise on a permanent basis, and
therefore, new forms of talent search are not related to attract-
ing and retaining talented employees in the organization [20].
The labor market has become more flexible, promoting non-
standard employment, self-employment, and work based on
civil law contracts; it provides opportunities for outsourcing

and out-staffing, temporary and part-time employment, ex-
ternal employment, freelancers, home office workers, and
“talent trade.” Such changes call into question many of the
basic assumptions of existing HR and talent management the-
ories and practices, and aspects such as employee turnover;
the nature of interaction with external part-time and freelanc-
ers; the meaning of “leadership” in the context of managing
non-permanent employees; and the assessment of leadership
quality are becoming particularly relevant. The very meaning
of the concept of “organization” is changing in the course of
people’s labor activity through various legal regulations of the
duration and mode of working hours, regularity and place of
work. In this environment, the efficiency of organizations, the
development of socio-economic policy and legislation, as well
as the development and enhancement of human resources and
human potential depend on the development of HRM tech-
nologies in general and talent management in particular.

The next strategically important aspect of talent manage-
ment evolution is the modification of HR management based
on an interdisciplinary approach. Shifting the focus to global
talent issues opens up enormous opportunities for interdisci-
plinary research based on the basic principles of management
disciplines. The relevance of using an interdisciplinary ap-
proach to managing talented employees is growing in the pro-
cess of analyzing the activities of international companies and
multinational corporations, as mental models can vary greatly
in different regions and cultures, which can lead to different
results, even with the same views, orientations, methods and
management models.

The strategic directions of talent management develop-
ment also include a radical revision of the operating model of
human resource management. The last decade has been
marked by widespread digitalization, a highly uncertain busi-
ness environment, and the disruption of traditional business
models. Companies around the world are facing unprecedent-
ed organizational challenges, which in early 2020 were exacer-
bated by geopolitical risks, hybrid employment, and the grow-
ing share of millennial workers. The challenge is exacerbated
by new HR phenomena, such as “big burnout”, “big layoffs”
and “big retraining”. The key focuses of HR transformation
include the following.

1. A new approach to leadership and change manage-
ment — “agile and design thinking”.

2. Improving the employee experience.

3. Increasing the role of corporate training — corporate
universities should play a key role here, enabling them to sup-
port informal learning, knowledge sharing, and a culture of
continuous learning, including through the creation of an ed-
ucational marketplace.

4. Data-driven HR and artificial intelligence. The transition
from an advantage in HR processes to an advantage in data-
driven HR solutions requires a restructuring of HR based on
platforms and algorithms — this is a key condition for the effec-
tiveness of the new operating model. In this context, intelligent
talent management platforms, talent marketplaces and career

Table 5

The process of selecting talent groups — allocation of roles and responsibilities [19]

Management Board Management staff

HR department Employees

- collaborates with the HR - collaborates with HR in

- studies the potential of people registered

- actively participate in

department to define the
selection strategy and goals of
the process

- informs about the selection
process for the enterprise’s talent
groups

- oversees the talent management
process, including organizational
optimization projects

searching for talent within the
enterprise

- defines detailed recruiting needs
based on the enterprise’s strategy
- collaborates with HR in
determining the directions of
development and implementation
of organizational principles

in talent groups
- monitors the development process
(adequacy of assumptions)

- communicates information about processes
and projects related to human resource
management (employee branding and public
relations) within and outside the organization
- actively cooperates with employees,
management and the board of directors

development processes

- report on optimization
needs related to their
professional and
personal plans

- express their opinions
on the program
development (satisfaction
surveys)
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path management systems, as well as employee experience
learning platforms, are worthy of attention. At the same time,
algorithmic HR is actively developing — strategic tracking, eval-
uation and management of employees using algorithms [21].

In addition to these main areas of innovation, HR prac-
tices include personalization of HR services, their interpreta-
tion as “products” and HR’s ultimate responsibility for
achieving the company’s strategic goals. Together, these inno-
vations contribute to the transition of the HR function from
the “classic Ulrich’s model” to the “systemic HR model”. It is
clear that HR needs a radical restructuring based on platforms
and algorithms, as their underutilization is one of the reasons
for the inefficiency of traditional HR models. However, the
key challenge of designing the “operational HR model of the
future” is to create a balance between organizational and tech-
nological innovation.

Conclusions. Effective talent management in innovation-
oriented enterprises requires: dynamic employees, flexible
processes — all current and new talent management programs
should be built on the principle of flexibility as a key element
and should be able to adapt to the needs of the client; training
in solving unexpected problems, which will ensure that em-
ployees are ready to diagnose and make effective decisions;
focus on innovation, search for innovative employees to im-
plement changes; fast learning and self-study; fast internal ro-
tations; temporary (conditional) employment of employees;
quick search for talents in the labor market (formation and
development of personnel reserves); real flexible job descrip-
tions; outsourcing, which provides internal flexibility to per-
form unforeseen workloads and urgent tasks; development of
competitive advantages of their talents over others.

A flexible talent management system linked to strategic
goals and HR policy can bring competitive advantages and
certain benefits for sustainable development to an enterprise:
increasing employee productivity and their ability to repro-
duce innovative ideas in a flexible environment; establishing a
better match between employee knowledge and skills; retain-
ing the best talent, which will positively affect and reduce the
cost of hiring additional staff for companies; and efficient use
of available man-hours; creating a talent pool that includes a
pool of employees, meeting the company’s future intellectual
capital needs; reducing the likelihood of human resources
risks; a path to the company’s leadership in the Ukrainian and
global markets; hiring an efficient workforce.

The use of digital technologies for the operation of a cor-
porate talent management system is one of the most promising
areas of business development. In this context, companies can
significantly improve their own HR processes and invest suf-
ficient resources in the development of talent management.
Digital technologies should ensure a responsible and ethical
approach to talent management. This is the only way digitali-
zation can become a powerful HR tool in modern business.
The digitalization trend has a significant impact on the overall
HR processes of enterprises, as well as on issues related to tal-
ent management and development. Digital management tools
are largely responsible for the increase in labor productivity,
the reduction in staff turnover, the improvement of the HR
management process at modern enterprises, and the forma-
tion of many new digital specialties and professions. Also of
particular importance is the resource of information, which
helps to identify the business’s need for unique expert knowl-
edge and the need to use information technology in the pro-
cess of working with talented employees.

The new philosophy of agility (a flexible, agile and adap-
tive enterprise consisting of an agile team) is a future trend,
which can be used to form a new paradigm in human resource
management.
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Merta. OOGrpyHTYBaHHSI HAyKOBO-METOIMYHUX i Tpak-
TUYHUX PO3POOOK, CIIPSIMOBAHUX HA BIOCKOHAJIEHHSI MPUH-
LIUIIiB, METOMIB Ta iHCTPYMEHTIB TaJlaHT-MEHEIXKMEHTY B
KOHTEKCTi CTpaTeriyHOTO PO3BUTKY iHTEJEKTYaJbHOTO I0-
TeHIliaJly MiANPUEMCTB B yMOBax iH(opMalliitHo-1iudppoBoi
peasbHOCTI.

Metomuka. {51 oTpUMaHHST pe3yJabTaTiB HAYKOBOTO ITO-
CJIIIKEHHST BUKOPUCTOBYBAIMCS 3arajibHi Ta crieliajJbHi Me-
TONIU Mi3HAHHA: AediHITUBHUI, KOMITOHEHTHUI aHali3; y3a-
TaJIbHEHHS i1 MOPiBHSIHHS, NEAYKTUBHUM Ta iHAYKTUBHUI;
CTATUCTUYHUIN aHalli3; 30aJlaHCOBaHUIA, arperyBaHHSI Ta Ha-
YKOBOIT a0cTpakiiii. 151 BUpillleHHsI OCTaBJICHOTO 3aBIaHHS
OyJIM 3aCTOCOBAHiI KOTHITUBHUIA, MOTUBALIIHUIA Ta aKCi0J10-
TiYHUI TiAXOIN.

Pesymbratu. CdopmoBaHa TEOPETUKO-METONOJIOTiYHA
ruiatpopma TaJlaHT-MEHEKMEHTY sIK iHHOBALiHOT CTpaTerii
PO3BUTKY iHTEJIEKTyaIbHOTO TIOTEHINiaTy TiIIPUEMCTBA B
yMoBax iHbopMalliitHo-1MdpoBoi peanbHOCTI. OLiHEeHi Mo3K-
uii Ykpainu 3a kputepismu Global Talent Competitiveness
Index (GTCI). BusiBneHi akTopu, 1110 BIUIMBAIOTh Ha eeK-
TUBHICTb CUCTEMU TATAHT-MEHEDKMEHTY TTiarpruemMcta. Cuc-
TeMaTU30BaHi iHHOBALIiIHI TPaKTUKKU Ta KJIOYOBI MPUHIIUIIA
TaJJaHT-MEHEKMEHTY TIATIPUEMCTBA. 3alpOMTOHOBaHE HOBE
PO3YMiHHSI CYTHOCTiI KaTeropii «iHHOBaliliHa KOpIopaTUBHA

KYJIbTYpa» Ta «CUCTEMA TaTaHT-MeHEeIKMEeHTY». Po3pobaeHuii
iHCTpYMEHTapiii HOBOTO JIaHIIIA(TY AJIsI CTPATeTiYHOTO PO3-
BUTKY TaJIAHT-MEHEDKMEHTY MiANpUEMCTBA. 3alIpONIOHOBaHA
cucrema HR-iHamkaropiB omiHKM e(eKTUBHOCTI TaJlaHT-Me-
HEDKMEHTY 3TiHO i3 KJIIoYOoBUMH eTanaMu podotu HR-
CIIY>KOM TiANPUEMCTBA. Y TOCKOHAJIEHI OCHOBOTIOJIOXHI TPUH-
LIMIM TE€XHOJIOTi1 OLIHKYW MOTEeHIialy TaIaHTiB HA OCHOBI Cy-
YacHOI MapagurMu MeHeIKMeHTy. Po3KpuTi cyyacHi TeHIeH-
wii mimkuranizauii HR-npoueciB 6i3Hecy. BucsitieHi cepu
YIIPaBIiHHS JTIOACBKUMU PECypCcaMu, B SIKUX MOXJIUBUIA pO3-
Butok HR-Digital. Po3pobieHo MexaHi3M migbopy rpym Ta-
JIAHTIB Ha M ATPUEMCTBI, 30KpeMa pO3IIO/IiT poJieii i 000B’SI3KiB
MiX Pi3HMMMU BiflilaMy Ta BHYTPIillIHiM IEPCOHAJIOM.

Hayxkosa noBuzna. CTBOpeHa HAyKOBa MO3MLIis 1IOI0 Ta-
JIAHT-MEHEXKMEHTY iHHOBaLiiHUX MiAITPUEMCTB i Mepcrek-
TUB Oro po3BUTKY. Po3pobaeHuii opraHizauiiiHo-MeToany-
HUM MiAXiA 10 TalaHT-MEHEKMEHTY MiIMpUEMCTBA, 1110 Pi3-
HUTbCSl CYKYITHICTIO €JIEMEHTIB, iIHCTPyMEHTAapilo, METOIU-
KOIO OLIHKM TaJlaHTiB. 3amporoHoBaHa cucreMa HR-
iHOIUKATOPiB OLIIHKM e€(hEeKTUBHOCTI TaJlAHT-MEHEIKMEHTY,
sgka (OpPMYEThCSI 3a KIIOYOBUMM eTarnmamMu podotn HR-
CJIy>KOU TATIPUEMCTBA Ta 1A€ 3MOTY OL[IHUTU €KOHOMIUHY I
couiasbHy e(eKTUBHICTb. [loBeIeHO, 1110 BIIPOBAXKEHHS a-
HOI METOIUKU cIipusie (HOPMYBAHHIO TIATPYHTSI CUCTEMHU Ta-
JIAHT-MEHEXKMEHTY, sIKa € OpraHiYHUM eJIEMEHTOM iHHOBa-
il iHOT Oi3HEC cTpaTerii MiAnpueEMCTBA.

IIpakTyna 3HauMMicTh. Pe3ynbTaT HayKOBUX PO3p0OOOK
1 IPaKTUYHI peKOMEHALii aBTOPiB CIPUSIIOTH YIIPOBAXKECH-
HIO e(PeKTUBHOI CUCTEMM TaJlaHT-MEHEKMEHTY Il MpU-
WHATTS CTpaTeriyHUX YNpPaBJiHCbKUX PillleHb Y KOHTEKCTI
PO3BUTKY iHTEJIEKTYaJbHOTO IOTEHIIaMy ITiAMPUEMCTB i iX
MepekeBUX 00’emHaHb B YMOBax iH(opMariitHo-1mdpoBoi
peabHOCTi.

KmouoBi caoBa: inHosauiiina cmpameeis, maranm-me-
Hedocmenm, aidepcmeo, yugposi mexuonoeii, HR-ananrimuka,
acinbHicmo
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