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The relevance of the topic stems from the transition to a knowledge economy, where intellectual capital is the primary source of competitive advantage
and innovation. The purpose of the article is to substantiate strategic approaches to talent management as a factor in increasing the competitiveness
of enterprises and to develop practical recommendations for forming a strategy for retaining and developing talented personnel. The article examines
the strategic aspects of talent management in organizations as a key factor in their stability and development amid global instability. The essence of
the category "talent management" is analyzed, and the main approaches to defining the concept are systematized: resource, process, performance,
and capitalization. The article argues that talent comprises specialists who can significantly influence long-term productivity. The work of domestic
and foreign scientists is analyzed, allowing us to identify talent management as an innovative concept at the intersection of HR, strategic, and
innovation management. The principles of talent management strategy formation are summarized, including strategic coherence, structural integrity,
adaptability, and distributed leadership. The article outlines the economic benefits of implementing high-potential employee development programs,
particularly demonstrating the impact on revenue growth, productivity improvements, and reduced staff turnover costs. Special emphasis is placed
on a system of non-material motivation measures, which includes creating a comfortable environment, involving employees in decision-making, and
developing a corporate culture focused on psychological comfort and work-life balance. The transformation of HR technologies in 2025 is studied
through the implementation of skill-based management systems, flexible Agile models, and a human-centric approach. The successful implementation
of a business strategy is impossible without integrating digital solutions and individualizing professional growth trajectories. Practical
recommendations are provided to create a favorable environment for retaining new-generation leaders, which is important for economic recovery.
The proposed approach will enable organizations to enhance adaptability and strengthen their corporate identity by investing in human capital.
Keywords: intangible motivation, human resources management, HR technologies, human resources management strategy, intellectual capital,
talent, human capital.

AKkmyaabHicmb memu 3yMoe/1eHa nepexodom 0o eKOHOMIKU 3HaHb, de [HMesekmyaabHUll kanimaa cmae 0CHOBHUM 0X4CepesoM KOHKYPEeHMHUX
nepesaz ma iHHosayill. Memoto cmammi € 06rpyHmyeaHHs cmpameziyHux nioxodie do ynpaeniHHsi maaaHmamu siK pakmopa nidsuujeHHsi
KOHKYypeHmocnpoMmosxcHocmi nidnpuemMcme ma pospobka npakmu4Hux pekomeHdayiti ujodo opmysanus cmpameeii ympumaHHs U po3sumky
masaHosumux kadpie. ¥ cmammi npogedeHo 00CAi0dHceHHs: cmpameziyHUX acnekmie ynpasaiHHs majaaHmamu 8 op2aHi3ayisx sk KA408020
YyHHUKa iXHbOI cmillkocmi ma po3sumky & ymoeax 2/106a/1bHoi HecmabinbHocmi. [IpoaHanizo8aHo cymHicmv — kamezopii «ynpagaiHHs
ma/saaHmMamuy, CUCmeMamu308aHo 0CHO8HI nidxodu 0o 8U3HAYEHHsI NOHIMMS1: pecypCcHUL, npoyecHull, pe3y1bmamueHuli ma kanimaaizayitinuil. ¥
cmammi 06TpyHMO8AHO, WO MAAdHmM CcKAadaemuvcsi 3 axieyie, 30amHux Cymmego 6naueamu Ha npodykmueHicmb y 00820CmMpoKosili
nepcnekmusi. [IpoaHanizogaHo npayi 8im4usHsHUX ma 3apy6i’cHUX Haykosyis, wo 40360u0 ideHmugikysamu ynpasaiHHsg maiaHmamu siK
iHHogaYyiliHy koHYenyiro Ha nepemuHi HR, cmpameziuHozo ma iHHO8AYilIHO20 MeHedHcMeHmY. Y3azaabHeHO npuHYunu GopmyeanHst cmpamezii
ynpasiHHs maaaHmamu, ceped sIKUX: cmpameziuHa y3200ceHicmb, cmpykmypHa yijiicHicme, adanmueHicms i posnodiseHe aidepcmeo. Y cmammi
OKpec/1eHO eKOHOMIYHI nepesazu 8npos8adyceHHs NPo2pam po3sUMKy 8UCOKONOmeHYiliHUX NpayieHUKie, 30kpema, npodeMOHCMPOBAHO iXHIll enaus
Ha 3pocmaHs doxodis, nidsuweHHs NPOJYKMUBHOCMI Ma 3HUXCEHHs] 8umMpam Ha NAuHHicme Kadpis. Okpemull akyeHm 3po6.eHo Ha cucmemi
3axodie HemMamepiaabHOI MOMuBayii, Wo 0XONJIIE CMBOPEHHSI KOMPBOPMHO20 cepedosuya, 3a1y4eHHs NPAYIBHUKIE 00 npuliHsammsl piuleHb ma
PO38UMOK KOPNOpamueHoi Ky/ibmypu, OpieHmoeaHoi Ha ncuxosozivHull komgopm i 6asanc y scummi. [ocaioxceno mpancgopmayiro HR-
mexHoso02ill y 2025 poyi, 30kpema, 8npoeadsiceHHs: cucmeM ynpaeaiHHs HA OCHO8I HABU4OK, eHy4Ykux Agile-modeseli ma A0IUHOYEeHMPU1HO20
nidxody. O6TpyHMoBaHo, wjo ycniwHa peanizayis 6isHec-cmpamezii Hemoxcauga 6e3 inmezpayii yugposux piwieHb ma inougidyanizayii mpaekmopiii
npodgeciiiHozo 3pocmanHs. O6TPYHMOBAHO NPAKMUYHI pekomeHOayii wjodo cmeopeHHs cnpusim/augo2o cepedosuwia 04151 ympuMaHHsl Aidepie
H0B020 NOKO/IIHHSL, WO € 8ANHCAUBUM 0151 BIOHOB/1EHHS1 eKOHOMIKU. 3anponoHosaHuli nidxio 0o3goaums opaaHizayisim nidsuwumu adanmueHicms i
3MIYHUMU KOPpNhopamueHy i0eHMUYHICMb W/ASIXOM [H8eCMYBAHHS 8 IH00CLKULL Kanimad.

Kalouoei caoea: HemamepiaabHa momueayis, ynpasniHHs nepcoHaaom, HR-mexHoso02ii, cmpamezii ynpaeaiHHs nNepcoHa/oM,
iHmesiekmyabHUll Kanimaz, maaaHm, AI00CbKUl KanimaJ.

Statement of the problem

In today's climate of global instability and rapid technological development, intellectual capital is becoming the
primary driver of an organization's survival and development. Traditional approaches to personnel management are gradually
being replaced by strategic talent management, which considers a person not just as a resource, but as a key source of
innovation and long-term competitive advantages.

In the context of the "war for talent", enterprises face a shortage of qualified specialists. According to international
reports (Deloitte, Gallup 2025), 33% of a company's success depends on its ability to attract and retain new-generation leaders.

Modern talents prioritize not only remuneration but also psychological comfort, opportunities for self-realization, and
work-life balance. This requires management to develop flexible strategies for non-material motivation.

For domestic enterprises, talent management is becoming increasingly relevant as they seek to restore the economy,
address the consequences of migration, and preserve human resources amid difficult socio-economic conditions.

Thus, the development and implementation of an effective talent management strategy is not just a tool for increasing
efficiency but a critical necessity for ensuring the strategic sustainability and adaptability of organizations to future challenges.

The issue of strategic talent management is addressed in relatively few studies by scientists. In the works of Kinsey
L., Bersin ], Sytnyk N., Perminova S., Nesterchuk V., Chuprina M., Kravchenko. O., Kravchenko, Yu. [4.7,9,10] analyze the key
factors, advantages, and obstacles in the formation of a talent management strategy. The authors emphasize that the strategic
approach is the foundation for effective work with high-potential personnel. But it should be noted that in the domestic
scientific space, this issue has remained practically unexplored.

Several key areas can be identified in which modern scientists . .
. . This is an Open Access article
study strategic talent management: Sytnyk N. Perminova S. and distributed under the terms of
Chuprina M. [7] define talent management as an innovative concept at the BY
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intersection of HR, strategic, and innovative management. They emphasize — 202
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Kinsey L. [10] proposes a step-by-step iterative process that links business goals with obstacle diagnostics and IT
support.

Kravchenko O. and Kravchenko Y. [4] prove that investing in talent is a profitable strategy that reduces staff turnover
and stimulates innovation. Kinsey L. provides specific figures: a 33% increase in revenue and a 52% increase in
productivity [10].

Nesterchuk V. and Polishchuk D. [5] focus on intangible factors. These include: a comfortable environment, freedom
of action, and professional development.

Boykivska G., Tkachenko D., and Gordon P. [1] focus on digitalization, the use of Agile Talent Management and Skills-
based management, and the consideration of employees' mental well-being.

Vynnychuk R., Dragan 0., and Pylypenko M. [2] consider talent the main factor in creativity and the basis of an
enterprise's intellectual potential.

The purpose of the research

The purpose of the article is to substantiate strategic approaches to talent management as a factor in increasing the
competitiveness of enterprises and to develop recommendations for the formation of a strategy for supporting and developing
high-potential employees.

According to the proposed goal, the following objectives are to be formed: 1. to determine the essence of the concept
of "talent management" and its place in the system of strategic personnel management; 2. to analyze the basic principles of
forming a talent management strategy; 3. to identify key benefits and economic effects from the implementation of talent
development programs. 4. to substantiate methods of non-material motivation and the creation of a favorable corporate
environment; 5. to outline promising areas for the development of HR technologies (digitalization, Agile) in the context of talent
management.

Presentation of the main research material

Generalizing approaches to the essence of "talent management" is critically necessary due to the lack of a single
terminological standard, which often blurs the boundaries between general HR management and strategic leadership
development.

Approaches to the essence of the concept of "talent management" are presented in Table 1 (summarized by the
author).

Table 1. Approaches to the essence of the category "talent management."
Author Key terms Approach
Strategic asset of the organization, on the effective management of which

Sytnyk N., Perminova S., Chuprina M.[7] its viability and innovative capacity depend Resource
Boykivska G., Tkachenko D., and Gordon P.[1] Identification, development, motivation, a_md retention of employees with| Process
high potential
Kravchenko 0., Kravchenko Yu.[4] Strategic approach to human resources management Resource
Kravchenko 0. Kravchenko Yu.[4] Abilities, skills, personal quahﬁl:ssﬁligd potential for achieving high Result-oriented
Daragan O., Pylypenko M., Shchyokina E., Comprehensive approach to intellectual capital management,

Zadorozhnyuk N,, and Bilousova . [8] Capitalization

Compiled by the author based on [1, 4, 7, 8]

According to Table 1, the following conclusions can be drawn:

Most authors (Sytnyk N., Kravchenko 0., and Kravchenko Yu.) emphasize that interaction with talent is not merely an
administrative function. In their opinion, it is a strategic tool that directly affects the organization's innovative capacity, the
efficiency of human resource use, and its market competitiveness.

Boykivska G., Tkachenko D., Gordon P. pay attention to the importance of the full cycle of interaction with personnel.
As the authors emphasize, it is not enough to find a talented employee - it is also necessary to provide his motivation and
conditions for development so that he remains in the organization. The definition given by Boykivska G., Tkachenko D., and
Gordon P. has a process approach. In it, the authors [1] emphasize the work process, from identification and development to
employee motivation and retention.

According to Daragan 0. and Pylypenko M, this is a “comprehensive approach to intellectual capital management,” in
which people are considered capital that increases in value.

Kravchenko 0., Kravchenko Yu. Interpret talent management from a resource-based perspective. The authors believe
that this is a “strategic approach to human resource management”. Sytnyk N. and Perminova S. also define talented personnel
as a “strategic asset” that ensures the organization's viability.

In the second definition by Kravchenko O. and Kravchenko Yu., the main goal is “achieving high results” by using
human abilities and potential, which is a productive approach.

The generalization of approaches to defining the concept shows that modern researchers consider talent management
not only as personnel practices but also as a strategic system that includes the analytical assessment of potential, the development
of competencies, motivation, and the formation of corporate culture. This approach forms the basis for developing effective models
of strategic talent management and for implementing practical mechanisms to retain and develop key employees.

As noted by Sytnyk N., Perminova S., and Chuprina M., in recent years, there has been intensive development of an
innovative concept - talent management. It is based on the principles of general and special management and was formed at
the intersection of HR, strategic, and innovative management [7]. The authors also emphasize that talent management is a
component of the key process - HR management, which is focused on achieving the main goal - effective development and use
of personnel competencies.

Sytnyk N.I, Perminova S.A,, and Chuprina M.O. note that, according to the Chartered Institute of Personnel and
Development (CIPD), talent refers to employees who can significantly influence the organization's long-term productivity and
demonstrate high potential [7].

In turn, Bersin J. considers talent management as a complex of interrelated processes - from selection and training to
development, support, and reward of employees who create added value and contribute to the achievement of the strategic
goals of the organization [9].

Kinsey L. interprets the formation of a talent management strategy as a phased, iterative process that involves
defining business goals and strategic guidelines, assessing talent needs, identifying barriers to their management, developing
an action plan, engaging with stakeholders, and providing IT support [10].
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As emphasized by Sytnyk N.I, Perminova S.A., and Chuprina M.0. [7], an effective talent management strategy allows
you to reconcile several contradictions inherent in modern organizations, in particular: between the analytical management
style and the creative thinking of talented employees; between the systematic nature of the organization's activities and the
unpredictability of creative processes; between the hierarchical structure of the organization and the desire of talents for
autonomy; between the regulation of activity and the spontaneity of the generation of new ideas.

At the same time, according to Kinsey L., implementing talent management strategies provides several important
advantages for the business [10], including cost reduction. Since labor costs constitute a significant share of the company's
budget, reducing staff turnover by improving the employee experience helps you optimize costs. Increasing productivity. Talent
development and the formation of a learning culture contribute to increased organizational efficiency. Supporting the
implementation of the strategy. Matching employees' strengths to their functional roles positively affects performance.
Creating competitive advantages. Attracting qualified managers and key specialists’ helps increase revenue and strengthen the
company's market position [10].

The advantages of using a talent management strategy at the enterprise are presented in Table 2.

Table 2. Benefits of strategic talent management for business

Category Expected effect Performance indicators (according to L. Kinsey)

Economic Reducing costs for staff turnover and hiring staff turnover and hiring. Labor costs account for up to 70% of the budget.
Operational Increasing product;\fllsttyr;}rllrgc;}tllgh the development Productivity is 52% higher (in organizations with a learning culture).

Strategic. |Strengthening competitive advantages and innovation,| The company's income increases by 33% when hiring the "right" leaders.
Psychological Increasing staff loyalty and engagement. The level of engagement increases by 23% when investing in leaders

Compiled by the author based on [7,10].

Sytnyk N.I, Perminova S.A., and Chuprina M.O. also emphasize the importance of forming a talent management
strategy, which, in their opinion, is based on the following key principles [7]:

Strategic coherence. The talent management policy should be integrated into the overall HR management system and
aligned with the organization's strategic goals.

System integrity. All measures in the field of talent management are considered interconnected and balanced
components of a single system, implemented sequentially and aligned with the company's priorities.

Flexibility and adaptability. The strategy and relevant management tools are not static; they evolve in response to
market dynamics, business needs, and the organization's financial capabilities.

Distributed leadership. Talent management is a joint responsibility of top management, HR specialists, and line
managers, who act in line with an agreed vision of the role of talent and adhere to defined policies.

Talent branding. The organization purposefully shapes its image as an attractive employer, developing unique
approaches to working with talent and attracting promising specialists from the external environment.

The key principles corresponding to the talent management strategy are presented in Table 3.

Table 3. Key principles of the talent management strategy

Principles Essence
Strategic coherence Compliance of HR actions with the key business goals of the organization
Adaptability and flexibility | The ability to change tools in accordance with the financial capabilities of the enterprise and the market
Structural integrity The interconnection and balance of all elements of the management system.
Shared leadership Distributed responsibility of top management, organization, HR, and line managers.
Talent branding Development of unique employer advantages for external talent attraction

Compiled by the author based on [7].

At the same time, Nesterchuk V. P. emphasizes that supporting talented employees is not limited to material
incentives, but includes a wide range of intangible measures that contribute to their retention and increased productivity [5]:

1. The formation of a favorable working environment, which provides comfortable working conditions, modern
technical support, and support from management, has a positive effect on staff motivation.

2. Involving employees in the process of making management decisions increases their involvement and sense of
significance in the organization.

3. Holding motivational meetings, during which employees can exchange ideas and receive feedback, contributes to
the development of corporate culture.

4. Providing greater autonomy in performing tasks stimulates employees' self-realization and increases their
responsibility for work results.

5. The introduction of additional paid days off or vacations allows employees to restore resources and maintain a
balance between work and personal life.

6. Organizing meals, sports events, and providing access to fitness services helps maintain the physical and
psychological health of the team.

7. Creating opportunities for professional development and advanced training is an important factor in retaining
talented employees and creating competitive advantages for the enterprise.

8. Holding corporate events helps strengthen team interaction, improve communication, and create a positive
organizational climate.

As noted by Kravchenko 0., Kravchenko Yu. [4], Implementing strategies to develop and retain talented employees
provides organizations with significant advantages. Among them are increased labor productivity, improved product and
service quality, reduced staff turnover, increased innovation, and increased profitability. In the face of increasing global
competition, the importance of investing in the development and retention of competent specialists is constantly growing.
Organizations that underestimate this area risk losing key employees and losing ground to competitors. Researchers also
emphasize [4] that the modern environment is highly dynamic, and an organization's success is largely determined by its ability
to adapt to change. One of the decisive factors in such adaptation is the presence of talented and motivated employees. At the
same time, their retention is becoming increasingly difficult to maintain. On the one hand, competition for highly qualified
specialists is increasing, and they have a wider choice of attractive offers on the labor market. On the other hand, many
organizations do not pay enough attention to personnel development and the formation of an effective motivation system.
Ignoring these aspects, as Kravchenko O. and Kravchenko Yu. [4,6] believe that leads to several negative consequences. Staff
turnover increases, leading to the loss of valuable knowledge and experience, deterioration in team interaction, and reduced
overall work efficiency. Low motivation and inadequate personnel qualifications limit employees' ability to realize their
potential, which negatively affects productivity. The lack of systematic development and training, in turn, inhibits the
generation of new ideas and innovation, slowing the organization's development.
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Instead, investment, as the authors note [1,4]. The development and retention of professional personnel are important
factors in long-term success. First, it helps increase operational efficiency and financial results, as motivated employees work
more productively and achieve better performance. Second, this approach stimulates innovation and creativity through
continuous training and professional growth of personnel. Third, it helps reduce staff turnover, as employees are more likely
to stay in an organization thatinvests in their development. This also reduces the cost of recruiting and training new employees.
Finally, the presence of a strong and talented team creates sustainable competitive advantages because such teams adapt better
to change and respond more effectively to external challenges. Therefore, investing in the development and retention of
talented employees should not be considered an expense but rather a strategic investment in the organization's future.

Thus, Table 4 summarizes measures for intangible talent motivation.

Table 4. System of measures for intangible talent motivation

Support area Specific measures
Working environment Comfortable office, modern equipment, freedom of action in performing tasks.
Participation in management Involvement in decision-making, motivational meetings, and the exchange of ideas.
Social package. Catering, gyms, subscriptions, and additional paid vacations
Development and culture Professional training, mentoring, coaching, and corporate events for team spirit.
Digitalization Use of Agile models, individual development trajectories through IT platforms.

Compiled by the author based on [1,4, 5, 7]

Boykivska G., Tkachenko D., and Gordon P. believe that modern approaches to human resource development
emphasize the role of corporate culture, focusing on trust, psychological comfort, and the balance between professional and
personal life. Data from analysts at leading companies confirm that implementing employee welfare programs increases
employee loyalty, reduces stress levels, and builds a positive employer brand [1].

According to these authors [1], effective organizations harmoniously combine material incentives with strategic
personnel development tools, such as mentoring, coaching, and achievement recognition systems. This, in turn, ensures
increased labor productivity and contributes to the retention of key employees. Researchers [1] also note that the results of
studies of both international and domestic HR organizations indicate the effectiveness of combining digital technologies with
a human-centric approach. Such integration enables more effective personnel development and retention strategies, reduced
staff turnover, and increased employee engagement. According to analytical materials from Deloitte (2025), Gallup (2025), and
Robert Half (2025), as well as reports from HR Days Ukraine (2025) and the RAU HR Conference (2025), it is advisable to
implement modern talent management tools. [1,10] According to which, companies that invest in the development of new
generation managers and leaders demonstrate a 23% higher level of staff engagement and increased productivity. [1] In
particular, this concerns the use of a skills-based management approach, the application of flexible talent management models
(Agile Talent Management), the formation of individual trajectories of professional development of employees, as well as the
introduction of a system of key performance indicators (Talent KPIs) for comprehensive assessment of results [1].

In general, scientists [1] emphasize that strategic talent management in Ukrainian organizations requires a
comprehensive approach that integrates digital technologies, personalizes HR policies, and prioritizes human development as
a key value. An important element is also the systematic use of internal communication and knowledge-exchange platforms
that foster a culture of openness, support, and shared responsibility. The introduction of mentoring programs, the development
of internal mobility, and cross-functional exchange of experience not only contribute to the retention of valuable employees
but also increase the organization's flexibility and adaptability. Thus, such approaches create the prerequisites for the
formation of sustainable competitive advantages, the strengthening of corporate culture, and the long-term development of
enterprises in an unstable environment.

Based on the generalizations made, it is possible to outline the current HR directions for 2025 in personnel
management (Table 5).

Table 5. Modern HR trends of 2025 in talent management

Trend Tool characteristics
TpeHp Management based on the development of specific skills, not just positions.
Skills-based management Using flexible management models will allow you to redistribute talent between projects quickly.
Agile Talent Management Systematic monitoring of results using key performance indicators.
Talent KPIs The use of a human-centric approach that focuses on psychological comfort and work-life balance.
Compiled by the author based on [1,10].

Compiled by the author based on [1, 10].

Vynnychuk R. O. complements this view, believing that an enterprise's effectiveness is determined not only by
available financial resources but also largely by the professional skills of team members who direct their activities toward
achieving strategic goals. The author emphasizes that ideas play an important role not only in the business creation stage but
also in raising start-up capital and returning investments. At the same time, one of the key factors in an enterprise's profitability
is the formation of a talented team, because the human factor largely determines the organization's success [2, p. 248].

Dragan O. and Pylypenko M. [3] emphasize that talent management remains a defining element of effective business
today. Talent is considered a key resource that shapes the organization's effectiveness and competitiveness. The correct
selection, development, and retention of talented employees are among the company's main strategic advantages.
Researchers [3] also note that talent is manifested in a person’s practical activities - their results, ideas, and creative solutions.
It is employees who are carriers of creativity and innovative thinking that form the intellectual potential of the enterprise.
Talent implies a high level of development of special abilities that allow a person to independently and non-standardly perform
complex professional tasks.

Summarizing, Dragan O. and Pylypenko M. [3] emphasize that strategic talent management in modern organizations
requires a comprehensive approach. It includes the implementation of digital technologies, the individualization of HR policies,
and an orientation toward developing human potential. An important role is also played by the development of internal
communication and knowledge-exchange platforms that foster a culture of openness, support, and collective responsibility.

The introduction of mentoring programs, mechanisms for internal mobility, and interdepartmental exchange of
experience contributes not only to the retention of key specialists but also to increased organizational flexibility and
adaptability. As a result, such approaches ensure the formation of long-term competitive advantages, strengthen corporate
identity, and support the stable development of enterprises in difficult socio-economic conditions.
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Conclusions and prospects for further research

The approaches to the essence of "talent management” are summarized. The analysis showed that modern talent
management is an integrated strategic system. It combines the rational use of resources (resource aspect), a clear algorithm of
actions (process aspect), and an orientation towards maximizing profit and innovation (resultative and capitalization aspects).
It is well established that "talent management" is not just an administrative HR function but a strategic system that emerged
from the integration of personnel, strategic, and innovation management.

A comprehensive approach to intellectual capital management is summarized, in which employees with high potential
are considered a key strategic asset that ensures the organization's viability and innovation amid global instability.

The main principles of forming a talent management strategy are systematized. Strategic alignment with business
goals, structural integrity, flexibility and adaptability to market changes, distributed leadership (involvement of managers at
all levels), and talent branding (creation of unique employer advantages) are identified.

Investing in talent has a clear economic effect. According to the analysis, implementing such programs allows the
company to increase its income by 33%, increase overall productivity by 52% (provided a learning culture is established), and
significantly reduce staff turnover costs, which can reach up to 70% of the organization's budget.

It is well established that supporting talented employees requires creating a favorable environment that provides
freedom of action, involvement in decision-making, psychological comfort (a human-centric approach), and a balance between
work and personal life. Social packages, mentoring, and corporate events are critical to retaining new-generation leaders.

Itis outlined that the future of talent management is tied to digitalization and the shift toward flexible models. Priority
areas are Skills-based management, Agile Talent Management (rapid reallocation of resources between projects), and the use
of system performance indicators (Talent KPIs) to monitor results in real time.
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