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Abstract 

Talent management is a key concept in that the directive of top systems can improve employees’ 

productivity by debating talent acquisition, talent development training, talent evaluation rewards, 

and talent engagement. Hence, through an understanding of the consequences of each of the 

practices described in this chapter for both personal and organizational outcomes, this chapter 

also highlights the importance of synchronizing TM strategies with organizational goals. The 

TALENT framework is proposed in the paper as an approach that is aligned with and makes use 

of other advanced technologies such as AI to enhance the different phases involved in the talent 

management lifecycle. This fact supported in the study is that, where a larger number of practices 

used as constituents in talent management practices improves the productivity turnover and 

success time span, where the number of practices applied as constitute talent management 

techniques improves the productivity level, turnover, and success time span experience. The 

chapter also briefly describes the issues arising in the context of applying these methods namely, 

financial constraints, resistance to change, and provides recommendations on how to address 

these concerns.  
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1. Introduction 

Human capital is the most important 

component of today's complex and 

competitive economy. Belief in human 

capital theory is now considered the most 

essential organizational reality, arguing that 

organizational performance is a result of the 

number and quality of employees (Wright & 

McMahan, 2011). Since organizations mostly 

work towards improving employee 

performance, talent management activities 

are central to organizational performance 

outcomes and goal realization (Lewis & 

Heckman, 2006). These practices do not 

involve selecting personnel appropriately but 

also include developing, motivating and 

maintaining those personnel for continuous 

improvement (Schuler, Jackson, & Tarique, 

2011). 

As the globalization of business has evolved 

and enterprises have become linked at more 

complex levels, the difficulty of 

appropriately sourcing, selecting, 

developing, and retaining such talent across 

geographically dispersed locations, culturally 

sensitive contexts, and defined organizational 

structures have acquired issues. It has 

become important for companies to have a 

strategic, consistent, and flexible approach to 

talent management strategies that would help 

achieve productivity gains at the individual 

and organizational levels (Collings & 

Mellahi, 2009). Sustainable talent 

management is crucial for a competitive 

advantage in the workforce environment, 

high employee engagement and performance 

(Thunnissen et al., 2013). 

As studies have found, there are noticeable 

enhancements in employees’ productivity, 

satisfaction, and motivation in organizations 

that use proper tactics for talent management, 

starting with recruitment and staffing for 

training, appraising, and retaining talent 

(Cappelli, 2009; Wellins, Smith, & Erker, 

2009). In fact, studies also depict that the 

organizations those invest in the management 

of personnel help in reducing cost 

competitiveness and help in producing 

innovation and economic returns in 

organizations (Battisti et al., 2023; Al Aina & 

Atan, 2020). In contrast, timely talent 

management may negatively affect the 

growth and productivity of an organization 

through higher turnover, disengagement, and 

low productivity levels (Iles et al., 2010). 

This chapter focuses on determining how 

talent management strategies can increase 

employee productivity. In particular, this 

chapter analyzes the talent management 

activities of talent acquisition, talent 

development, talent performance, and talent 

retention, and how such aspects enhance the 

management of human capital. This chapter 

demonstrates the creation of talent 

management programs with organizational 

objectives to maintain employee 

commitment, involvement, and performance 

in the course of their work, which is critical 

to the tactics of talent management (Mellahi 

& Collings, 2010). 

 

2. Literature Review 

Talent management is a technique that has 

become a key strategic business process for 

organizations aiming to attract, engage, and 

retain human capital. It is now considered an 

important factor that affects employee 
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performance and organizational 

effectiveness. Collings and Mellahi (2009) 

consider strategic talent management as the 

process of identifying and managing key 

employee groups that help support the 

company’s competitive advantage in the long 

run. It is apparent from this definition that 

talent management should support 

organizational strategies over the long term. 

Forman (2005) views talent management as a 

cyclic process involving several interwoven 

stages such as talent planning, acquisition, 

development, deployment, retention, and 

evaluation. They then become part of a 

business culture and a unifying factor 

affecting tactics and procedures. For 

instance, talent management is a flexible 

approach to meeting the demands of 

business, and an organization's cultural ethos 

has much to do with how it takes care of its 

people (Christensen Hughes & Rog, 2008). 

The concept of ‘‘talent pool management’’ is 

to some extent synonymous with ‘‘talent 

management’’ insofar as managing high-

potential or high-performing individuals is an 

essential part of actualizing talent 

management practices. As explained by 

Cappelli (2009), over the years, talent pool 

management has focused on succession 

planning, career planning, and development 

programs to ensure that the organization is 

prepared to handle future challenges. Overall, 

this proactive approach improves employee 

involvement and affection toward the 

company, leading to reduced turnover 

(Hewitt, 2011). 

Engagement also plays a significant role in 

the talent management because engaged 

employees are likely to demonstrate only 

citizenship behavior and can fulfill 

organization objectives. According to 

Baumruk (2004) engagement is closely 

linked to business performance since the 

engaged employees brings vigor into the 

business. Bhattacharya and Mukherjee 

(2009) also support this by taking the 

argument into the current digital world to 

embrace the dynamics of the current talent 

and communication technologies. 

Talent management is a difficult problem, 

with both theoretical and practical gaps. As 

Iles et al. (2010) pointed out, there is no 

universally accepted definition of talent 

management that results in different 

interpretations and practices. Such ambiguity 

often leads to incongruence between 

academic theory and organizational practice 

(Cappelli and Keller, 2014). Furthermore, 

many existing studies have targeted Western 

economies, thus limiting their applicability in 

various cultural environments (Thunnissen, 

Boselie, & Fruytier, 2013). 

The difficulties listed above do not differ 

from those of talent management, which 

remains one of the key ways to gain a 

competitive advantage. The importance of 

human capital can be defined with the help of 

Barney’s (1991) VRIO framework, which 

proves that talent can become a valuable and 

rare resource if properly managed. Wright 

and McMahan (2011) have also advocated 

the view that strategic HRM should employ 

human capital with the objective of 

improving organizational outcomes. 

The current interest is in technology and 

talent management, which brings us closer to 
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identifying the role of AI in talent 

management. Similarly, Ekuma (2024) 

showed that some aspects of organizational 

operations can be improved using AI because 

it could influence the source of selection, 

evaluation, and training. 

Global talent management represents a 

specific challenge in terms of managing 

talent in a variety of cultural and economic 

situations. According to Mellahi and Collings 

(2010), barriers, such as a lack of financial 

resources and cultural diversity, obstruct the 

successful implementation of global talent 

management. Schuler, Jackson, and Tarique 

(2011) emphasize that the need to adapt 

methods adds strategic opportunities for 

issues of such problems to be solved for 

international HRM. 

Finally, talent management refers to a 

strategic imperative built on an organization's 

culture, employee engagement, and 

technological investments. The literature has 

some helpful things to say, but there is a need 

for empirical studies to bridge the gap 

between theory and practice, especially in 

non-Western contexts (Thunnissen et al., 

2013). The modern workforce of 

organizations is complex, and a robust talent 

management framework is essential for 

maintaining a competitive advantage and 

progressing business success. 

3. The Role of Talent Management in 

Employee Productivity 

Employee productivity is a key determinant 

of organizational success. This refers to the 

quantity of work delivered by an employee in 

terms of quantity with regard to the effort put 

in by him/her. This can be done in two ways: 

subjective measures such as employee 

morale, satisfaction, optimism, and objective 

measures such as the number of sales made, 

number of hours worked, and number of 

projects accomplished (Wright & McMahan, 

2011). Organizational factors affecting the 

level of productivity of employees include 

individual employees’ skills, organizational 

culture, the environment created in the 

organization, leadership, and the resources 

provided to employees. These factors have 

been considered crucial in determining how 

efficiently personnel can work and impact the 

performance of a business entity (Baumruk, 

2004; Cappelli, 2009). 

Talent management is the process of 

identification, attraction, acquisition, 

deployment, and maintenance of employees, 

has a direct effect on employee output. There 

is adequate staffing, effective provision of 

resources, training and development 

opportunities, and the recognition of talented 

and hardworking candidates. Lewis and 

Heckman (2006) reported that talent 

management outcome involves a skilled, 

motivated and engaged workforce, outcome 

of which is improved performance. Talent 

acquisition is the first step in which 

organizations engage in strategic sourcing 

through recruitment to acquire human 

resources that can fill the vacancies in an 

organization based on their skills, 

qualifications, and organizational cultures. 

When human capital is matched to 

organizational needs, employees are capable 

of operating optimally from the beginning 

(Parthasarathy & Pingle, 2014). 
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Depending on the main goals, in the context 

of the integration of new employees, on 

boarding is essential. High levels of 

production: This process ensures that the staff 

is oriented toward organizational culture, 

expectations, and functions. There are three 

development programs that understand staff 

members’ needs: training and leadership 

development are among them to improve 

one’s skills while retaining their productivity 

and motivation. Furthermore, it supports the 

gap in remaining performance and aligning 

competence with necessary alterations within 

an organization (Sadler-Smith, 2009). Wright 

and McMahan (2011) also stated that 

performance management systems are 

critical because they provide feedback, 

clarification of goals, and an opportunity to 

enhance the match between employees’ 

behavior and organizational goals, all of 

which improve performance. 

Retention and compensation are the crucial 

output of talent management. Wellins, Smith 

and Erker stated that competitive wages, perk 

and recognition initiate all to contribute and 

engagement of employee. Increased 

productivity has a direct connection with 

leaders that create a positive, encouraging 

environment at work because it makes 

workers feel valued and engaged (Moore & 

Hanson, 2022). Furthermore, by creating a 

working environment that allows employees 

to succeed, an organization's culture must 

promote and support productivity (Mellahi & 

Collings, 2010). 

Talent Management Strategies aim at 

optimizing employee’s potential in both 

attracting and retaining talent which increase 

productivity. Organizations can create an 

environment where employees get motivated, 

engaged and give their best efforts by 

focusing on training and retention. Ultimately 

this leads to improve the organizational 

outcomes (Collings & Mellahi, 2009; 

Christensen Hughes & Rog, 2008). 

4. Talent Management Practices to 

Enhance Productivity 

Effective talent management is essential for 

enhancing employee productivity, it has a 

direct impact on the organizations ability to 

achieve its strategic objectives. Some talent 

management techniques play a vital role to 

optimize employee’s performance and 

ensuring organizational success. This 

includes Learning and Development 

performance (L&D), employee engagement 

and retention, succession planning, talent 

acquisition and on boarding 

4.1 Talent Acquisition and Onboarding 

The key component for building a productive 

workforce is strategic recruitment, which is 

in line with organizational goals. 

Organizations may significantly boost 

employers’ productivity by selecting 

candidates who not only meet their positions 

but also fit organizational long-term goals. 

According to Parthasarathy and Pingle 

(2014), building talent must be planned, an 

ongoing process in which it is essential to 

understand both the skills needed for the 

position and the candidate's cultural fit. 

According to kumar and rajini (2024), an 

effective onboarding process is crucial for 

reducing new hires' time to productivity. A 

well-organized onboarding program ensures 

that newly hired employees understand their 

roles and the company culture. Onboarding 
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improves the integration process, early 

engagement, and long-term retention. 

Increasing the onboarding integration process 

improves long-term retention and early 

management. 

4.2 Learning and Development (L&D) 

Initiatives on up skilling, continuous and skill 

development are required for ensuring that 

employees remain productive and relevant in 

an organization that is always growing. 

Sadler-Smith (2009) stated that learning and 

development include more than improving 

current talents. It also involves to establishing 

a culture for continuous learning where staff 

member can acquire new skills to maintain 

development with market developments. 

Page-Tickell (2022), stated that personalized 

learning program significantly focus on 

employee’s need and goals. 

In addition to promoting employee growth, 

adjusting development opportunities to 

individual career goals also raises 

engagement and job satisfaction. Employee 

motivation and productivity increase when 

they feel invested, and this leads to improved 

organizational outcome. 

4.3 Performance Management 

Setting clear goals and expectations are 

crucial for guiding worker performance. 

Employees and managers are sure to identify 

what a success looks like. Objectives and Key 

Results (OKRs) or Specific, Measurable, 

Achievable, Relevant, Time-bound 

(SMART) goals were used. As stated by 

Niven and Lamorte (2016), the crucial role of 

OKRs in promoting the alignment and clarity 

which increase focus and engagement. 

Through an experiment, Kanket (2019) also 

demonstrated that the OKRs method creates 

a better employee performance review than 

typical Key Performance Indicators (KPI) 

offer more accurate and comprehensive 

insight. Regular coaching, mentoring, and 

feedback are equally important in 

Performance management. These continuous 

interactions help employees improve their 

abilities, meet their performance standards, 

and improve morale, which leads to long-

term productivity gains. In Performance 

management, regular coaching, mentoring 

and feedback are equally important. These 

continuous interactions help employee to 

improve their abilities, to meet their 

performance to the company protocols and 

improve morale, which lead to long term 

productivity gains. 

4.4 Employee Engagement and Retention 

Productivity is influenced by retention, which 

is immediately related to employee 

engagement. Fostering high levels of 

engagement involves creating a culture of 

rewards and recognition. According to 

Pareek, Mohanty, and Mangaraj (2019), 

employee appreciation motivates employees 

to provide their best effort and has a favorable 

impact on job satisfaction. Employees 

feel appreciated when their contributions are 

frequently recognized, which significantly 

decreases turnover. Offering opportunities 

for career advancement, competitive pay, and 

fostering a happy work environment are all 

crucial elements of strategies intended to 

keep the best employees. As stated by Moore 

and Hanson (2022), organizations that 

successfully engage employees are more 

likely to keep them on board, which minimize 

turnover costs and preserves productivity. 
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4.5 Succession Planning  

Succession planning is an important 

procedure to ensure the continuity of 

important positions and leadership within an 

organization. According to Rothwell (2015), 

good succession planning ensures that there 

is a talent pool available to fill important jobs 

if necessary, and prepares staff members for 

leadership responsibilities. This strategic 

strategy provides leadership continuity and 

helps prevent organizational performance 

disruptions marked on by involuntary 

absences. Furthermore, by demonstrating that 

the organization is committed to the long-

term career growth of its top people, a well-

defined succession plan helps in retaining 

them. Maintaining productivity levels and 

ensuring organizational resilience in the face 

of change depend upon this continuity.  

5. Proposed Model: The "TALENT" 

Framework for Enhancing Employee 

Productivity 

Emphasizing the use of recent technological 

developments, the TALENT framework is an 

innovative idea that boosts employee 

productivity by aligning Talent Management 

Processes. This approach depends on 

knowing that there is a dynamic and iterative 

link between employee productivity and 

talent management techniques affected by 

traditional and new workplace technologies. 

The TALENT acronym stands for the 

following stages: 

1. T: Technology-Driven Talent 

Acquisition 

The framework foundation is the 

Technology-Driven Talent 

Acquisition process that utilizes data 

analytics and AI based solutions to 

help organization to attracting and 

finding the powerful talent. Solutions 

powered by AI can speed up and 

improve the accuracy of hiring 

process by examining resumes, 

executing initial screening and even 

predicting employee success based on 

previous achievement. Moreover, 

technology such as chatbot and 

virtual recruiters helps smooth 

employees’ experience, ensuring that 

the firm attracts the best employees 

with the smallest amount of bias 

(Ekuma, 2024). Organizations can 

obtain excellent workers who share 

their values and needs by optimizing 

the acquisition process, which is 

crucial for encouraging productivity. 

 

2.  A: Agile Onboarding & Integrations 

Agile Onboarding & Integration is the 

next step after recruiting employees. 

Onboarding has been enhanced by 

digital tools and platforms allowing 

new hires with unique and fascinating 

experience. In spite the use of 

technology like interactive employee 

handbook, digital check ins and 

virtual orientation program, 

employees can rapidly gain speed. 

This phase includes ensuring that 

employees are connected to the 

company’s internal network, 

understand their role, and are 

introduced to company culture using 

immersive technologies such as 

virtual reality (VR) or gamified 

learning experiences. These 
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innovations provide a positive first 

impression and enable employees to 

integrate faster and more effectively 

(Cappelli, 2009). 

 

3.  L: Learning & Development through 

Personalization 

The next step is Learning & 

Development through 

Personalization by using Artificial 

Intelligence (AI). AI suggest to 

customized training program that 

addressed each person’s need whether 

it is related to soft skill improvement, 

leadership, training and technical skill 

development. By monitoring 

employee performance and their 

different ways of learning. Learning 

Management Systems (LMS) enable 

organization to measure progress and 

ensure that employ talent are 

continuously increasing. Make sure 

that every employee can progress in 

different ways that enhance their 

output (Sadler-Smith, 2009). 

Figure 1 Proposed Model by Author, "TALENT" Framework for Enhancing Employee 

Productivity 

 4.  E: Employee Engagement through 

Digital Tools 
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The fourth step, Employee 

Engagement at Digital Tools, is the 

main component of this method. 

Technology plays a significant role in 

improving employee engagement as it 

creates channel for recognition, 

communication and interaction. 

Project management structures, 

Microsoft Teams, and Slack are 

examples of tools that promote 

successful cooperation. Constant 

feedback system and gamified 

performance management 

improvement that easily recognize 

employee achievement. Managers 

can continuously keep an eye on 

employee’s engagement level while 

taking preventive measures to deal 

with new problems with the help of 

sentiment analysis tools, AI driven 

insight and employee pulse surveys 

(Wright & McMahan, 2011). 

 

5. N: Nurturing Talent through Data 

Analytic 

The Responsibility of Talent 

management through Data Analytics 

can maintain this productivity cycle 

by using prescriptive analytics to 

capture opportunities that provide 

early indicators for management 

regarding which employees might be 

ready for ‘burnout’ or 

‘disengagement.’ Measurable factors 

include task/project performance, 

time taken to complete tasks, and how 

well the team follows organizational 

procedures and policies with regard to 

an employee. This real-time data is 

helpful in situations where one 

discovers that a particular problem is 

likely to grow big and then help the 

managers address such problems 

before they get out of hand, and can 

quickly assign training and 

development programs to employees 

at all the career stages they are in. 

Using predictive modeling, one can 

also access top talent to retain 

performers and advance leadership 

training initiatives (McCartney & 

Garrow, 2007). 

 

6. T: Talent Retention through AI & 

Automation 

The last process is Talent Retention 

through AI & Automation, where the 

major focus is on retaining talented 

employees and using technology to 

deliver a tailored employee value 

proposition that supports their 

lifelong career aspirations. 

Automation tools can assist with 

retention tactics because they identify 

areas of satisfaction, work-life 

balance, compensation, growth, and 

development. In addition, it can 

predict which employees are likely to 

turnover, and the organization can 

address worry and design solutions. 

On the other hand, reducing cases of 

employees being overwhelmed with 

tasks that might take a lot of time or 

being burnt out while at work 

increases job satisfaction among 

employees (Ekuma, 2024). 

 

6. Challenges and Solutions in 

Implementing Talent Management 
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The main idea is that many such problems 

can prevent effective application and 

stable development of talent management 

practices. Financial constraints are a 

major challenge encountered. Another 

challenge that most organizations face is 

budget constraints, where they lack the 

right funds required to endorse talent 

management endeavours effectively due 

to emergencies, which are a priority as 

compared to long-term human resource 

necessities. Such financial constraints 

affect the range and efficiency of 

recruitment, development, and retention 

solutions. Majoring in this challenge, 

organizations can attempt to hire insiders 

for development programmes and 

relationships with learning institutions or 

specialists to provide training 

opportunities at lower rates. In addition, 

it is important to incorporate technology 

solutions that are designed to partially 

address the talent management process 

because doing so results in greater 

savings, as other aspects of utilizing 

available resources are eliminated. 

Another important issue is the resistance 

to change. Employees and managers may 

have negative attitudes towards new 

talent management practices because they 

require changes in culture or work 

practices. Organizational resistance can 

be attributed to fear, a perceived lack of 

self-benefit, or a perceived threat to 

automation. To overcome such resistance, 

it is good for the leadership to follow up 

on their vision, having the employees 

understand their decision-making process 

in implementing the changes, as well as 

the benefit that they will assistance from 

the concerned workforce. Employees can 

be encouraged to participate in the 

decision-making process, and the 

opportunity to give feedback regarding 

the changes can reduce resistance and 

give legitimacy to new changes. In 

addition, organizational structures must 

be followed. Talent management and 

leadership must ensure that talent 

management is valued through their 

actions and interests. 

The third implementation barrier is that 

leadership does not provide support for 

the initiative. Support from top leadership 

is often a necessity for talent management 

initiatives to work best. Such programs 

can be relegated to the background, have 

little funding, or can even be completely 

dropped if there is no leadership support. 

Talent management goals should be 

aligned with the organization’s overall 

strategic plan and communicating to 

human resources managers how 

investment in people management will 

help achieve success and create a 

competitive edge. It is also important to 

engage leaders during the planning stage 

so that they can be committed to the 

initiatives and see why they are important 

in the future. 

Technology is an enabler and can 

contribute positively to the improvement 

of talent management processes. 

Technologies such as Artificial 

Intelligence (AI), Human Resource 

Management systems (HRMS), and 

analytics make the work of attracting, 

training, and keeping staff much easier. 

Candidate data can also be processed 

quickly and effectively using AI with the 
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aim of matching the right talent with a 

given job by virtue of their skills, 

experience, and even corporate culture. It 

helps to exclude certain tasks, such as 

performance appraisals, staff training, 

and benefits admin, and it reduces the 

amount of work in these processes while 

improving their efficiency. Furthermore, 

talent management outcomes are 

determined through the use of analytics, 

while the results facilitate organizational 

decision making and enhancement of 

future practices. Through these 

technologies, talent management 

strategies have been enhanced, indicating 

that they act as enablers due to flexibility 

in meeting the current needs of the 

organization’s organizational workforce. 

 

7. Future Trends in Talent Management 

and Productivity Enhancement 

TM is directly linked to other trends, 

including technological advancements, 

new expectations regarding employees 

and workers, and ESG ideas. One of the 

most essential changes in the 

management of human capital is the role 

of Artificial Intelligence and automation. 

Automated tools are gradually replacing 

conventional recruitment, performance 

management, and talent development 

systems as it becomes easier to identify 

and track players in the organization. 

Based on AI’s features of AI, 

organizations can design relevant 

training, suggest proper career 

advancement, and identify the nature of 

employees’ sentiments, all of which can 

lead to higher engagement and 

productivity levels. As pointed out by 

Groenewald et al. (2024), these advanced 

technologies provide organizations with 

key information and help in decision-

making to improve talent management 

plans. 

Equally relevant to technology trends, the 

demand for workforce expectations is 

progressively rising. Workers today 

require greater flexibility in their working 

arrangements, with remote or a blend of 

remote and fixed workplace schemes 

becoming common, especially in sectors 

that fall under knowledge-based 

industries. The ability to work from home 

and create a fine work-life balance is 

considered a key variable in employees’ 

job satisfaction and performance 

(Santillan et al., 2023). Flexible work 

arrangements encourage organizations to 

attract and maintain the best employees, 

thus enhancing the productivity of the 

workforce. With organizations 

transitioning to more flexible working 

environments, TM needs to respond 

significantly by promoting effective 

connections, creativity, and employee 

well-being. According to Groeger and 

Waldehagen Berg (2024), the best hybrid 

work model will increase innovation and 

productivity because it also helps 

employees’ health. 

Another trend that has become 

widespread in organizations is an increase 

in interest in ESG factors and their 

effectiveness for employees. Employers 

are constantly experiencing pressure from 

local and global communities, customers, 

and other stakeholders, and they advocate 

for the use of socially and 

environmentally friendly policies. As 
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reported by Lee et al. (2023), ESG factors 

such as CSR and the ethics standards of 

businesses will affect the turnover rate 

and productivity of workers and staff 

members will be willing to do more than 

produce work if they consider that their 

organization has a positive impact on 

society and the physical world. Huang 

and Qiu (2023) build on this by arguing 

that high ESG ratings leads to higher 

productivity of employees since they are 

motivated by stated organizational goals 

that are consistent with ESG. 

Finally, if organizations are committing 

to predicting future talent management 

needs, planning what the future 

workforce will need to do will be a good 

start. The change to a digital economy, 

however, has also led to such major 

changes, as per Vashishth et al. (2023), 

that an updated talent management model 

is needed today to suit the paradigms of 

work and the technological landscape. AI 

and automation will become key drivers 

in this process because organizations will 

use those technologies to gain better 

control over human capital in an 

increasingly globalized and sophisticated 

employment environment. Asfahani 

(2024) underscore the need for a more 

connective approach for achieving 

greater effectiveness in talent 

management decision-making especially 

in viewing the future of work as bringing 

forth both opportunities as well as 

challenges to organizations. 

 

Conclusion: 

It is clear from this study that the 

implementation of good talent management 

practices is crucial for enhancing the 

productivity of employees. Overall goals are 

achieved when recruiting, developing, and 

managing the performance of employees in 

an organization. Some of the most important 

conclusions suggest that organizations with 

mature TM practices experience significant 

outcomes in terms of employee engagement, 

retention, and general performance. The use 

of various technologies in the modern world, 

especially AI, increases the effectiveness of 

tasks solved in the framework of talent 

management and minimizes the impact of a 

subjective approach at every phase of work. 

In addition, the development of proficiency, 

feedback, and rewards influence additional 

increases in productivity. 
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