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Introduction

Superior human resources are a company's most valuable asset. Finding and hiring bright individuals is just half of a strong talent
management plan; the other half is helping high-potential employees reach their full potential and staying with the company [1].
Talent management has emerged as a hot issue in management theory and practice during the last 20 years, sparking lively
discussions in scholarly journals [2]. Talent management in Europe [3], Asia-Pacific [4], and Global Talent Management (GTM)
[5] have all been published in special issues of different journals. Its rising profile seems to be predicated on the idea that an
organization's ability to manage its people well determines its level of competitive advantage. This, together with the fact that
shifting demographics around the world have created problems with the availability of people, has been a key factor propelling the
field of talent management forward [6].

In today's competitive corporate world, talent management has risen to the forefront. Attracting, developing, and retaining
exceptional workers is crucial to a company's long-term success in today's competitive and ever-changing industry [7]. Companies
must be nimble and adaptable to survive in today's business climate, which is characterized by fast change due to factors such as
technology advancements, globalization, and economic dynamics. Companies in this situation require a solid personnel
management plan to foresee and adapt to these shifts [8]. By employing the Systematic Literature Review (SLR) approach, this
study seeks to offer a thorough comprehension of the numerous talent management solutions proposed and exhibited in the
academic, professional, and research literature. Updates to efficient personnel management methods are constantly needed due to
the rapid changes in technology, market factors, and workforce preferences. This research is important because it provides a
comprehensive and current picture of trends in effective personnel management practices. To better create and sustain a work
environment that fosters the growth and utilization of human potential, firms must have a firm grasp of critical components
including recruitment, employee development, and retention.

Review of Literature

Methodically identifying critical roles that contribute differentially to a company's long-term competitive advantage, building a
"talent pool" of high-potential and high-performers to fill those roles, and creating differentiated human resources to help fill those
roles with competent focal points and keep them attached to the company are all parts of talent management [9].

Employees with varying degrees of expertise are all part of the company's talent pool. One benefit of using the term "talent
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management" is that it emphasizes employees' value to the company rather than their status as mere resources or capital. Another
advantage is that it aligns better with current trends in contingent labor utilization around the world. Lastly, talent management
makes it clearer how managers are responsible for finding, developing, and using valuable employees [1].

There are four schools of thought when it comes to Talent Management, as stated in [10]. Talent Management, according to the
first point of view, is nothing more than the tried-and-true methods of HRM with a new name—a marketing spin on an age-old
concept. The reasoning behind this is that talent management include activities such as hiring, onboarding, developing, assessing,
and keeping employees. According to the alternative theory, talent management involves identifying and developing a pool of
highly skilled persons, with the goal of placing these people in strategic roles where they can contribute their extensive expertise.
According to the third point of view, Talent Management goes beyond the confines of a business by actively seeking out and
understanding both internal and external talent. The fourth perspective stresses that all the steps needed to determine which
positions are crucial to the organization's success and then find, recruit, and train the people to fill them are part of talent
management.

Analysis

1. Skill for battle and layoffs

The two primary subjects of "wars for talent” and "layoffs" are illuminated by research [16]. As long as the company keeps
investing in employee development during the layoff process, the results indicate that layoffs are acceptable in companies
executing a talent war strategy. It is believed that employees who manage to persevere through layoffs can overcome emotional
effects like resentment and job insecurity with the support of ongoing investments like skill training, school program sponsorship,
and job enrichment in employee development. Investments like these can also go a long way toward restoring faith in and loyalty
from staff. A type of internal CSR, it is also thought of as a corporate social responsibility initiative.

2. The COVID-19 Pandemic and Its Impact on HR

To guarantee that companies can prosper in the post-pandemic world, additional research into the significance of people
management is required. With the COVID-19 epidemic and its aftermath in mind, "Post-Pandemic Talent Management Models in
Knowledge Organizations"” delves into the topic of post-modern knowledge-based organizations' talent management and strategic
human resource management. Managers, company owners, entrepreneurs, academics, researchers, scholars, instructors, and
students will find this essential reference work useful for discussing vital themes including organizational performance and
innovative behavior [17]. Managers of human resources face formidable obstacles as a result of the COVID-19 crisis's dwindling
income and budget deficits. As a result of the challenges, several companies have reduced or eliminated performance assessments
and evaluations altogether. This demonstrates that many companies merely undertake performance reviews without establishing a
solid performance management system. When it comes to dealing with the difficulties that companies had during the COVID-19
pandemic, performance management is actually the way to go [18]. This is due to the fact that performance management is useful
for more than just evaluating employees; it also communicates strategy, assists in development, maintains the organization, and
documents accomplishments. To tackle the problems with talent management, there are five suggestions based on evidence:
collecting and using the Performance Prediction Scale (PPS), conducting retention interviews to keep the best employees,
measuring adaptive performance, measuring outcomes other than behavior, and implementing a multisource performance
management system [18]. Organizations can improve their chances of surviving and even thriving after a crisis has passed by
putting these measures into action.

3. Healthcare Organizations' Talent Management

Because of its systematic, reproducible, and transparent literature synthesis, SLR has become a popular methodology in medical
research. This approach has not gained traction in business research, despite its merits [13]. Prior studies have addressed several
aspects of people management in healthcare companies, including recruiting, training, mentoring, succession planning, education,
formal evaluation, and leadership, compensation, and company culture [19]. Many believe that a person's level of nurture
significantly affects their level of talent. Numerous metrics, such as service quality, staff and patient happiness, service efficiency,
and organizational dedication, seem to be positively impacted by healthcare organizations' strategies. Service effectiveness and
efficiency, employee and patient satisfaction, and organizational loyalty can all be enhanced through the application of people
management practices. Both firms and employees can reap these benefits; furthermore, previous research has shown a beneficial
relationship between talent management and service efficiency. A number of studies have shown a favorable correlation between
personnel management and business outcomes. Achieving great performance in hospitals is largely attributed to strong leadership,
which was also recognized as a key actor in talent management. Patient satisfaction, Medicare spending per beneficiary, the
quality of senior leadership, and the rate of internal vs. external placement for executive roles are all measures of hospital
performance that are substantially correlated with succession management procedures [20].

4. Managing Talent and Enhancing Business Results

Talent management and employee recognition, according to empirical studies, can have a substantial impact on employee
performance and the organization's success and standing [21]. The study also discovered that there is a connection between talent
management and employee recognition as two factors that impact employee performance. In order to achieve strategic objectives
and boost organizational and individual performance, talent management and performance evaluations are viewed as strategic
instruments. Employee recognition management's impact on performance on the job was highlighted by the findings. It seems
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that, irrespective of the time and place, people's fundamental demands for esteem, social standing, and public acclaim are
constants. The implementation of a talent management strategy is crucial for the Company's performance optimization efforts.
When it comes to strategic renewal, talent management's job is to foster an environment where employees are encouraged to take
the initiative, find people who could be change agents, and then train them to be those people [22]. Talent management in the
context of strategic renewal includes finding important initiatives to tackle important business opportunities and problems, finding
skilled people to work on those projects, and creating important roles [9]. Public sector talent management practices are the
subject of the following study. With the exception of task performance, LMSD completely mediated the association between
talent management practices and all individual talent performance indicators, according to a survey based on data from
administrative agencies in Bahrain [23]. The purpose of this research is to identify the ways in which talent management practices
affect the performance of individual talent by analyzing the literature on strategic human resource management (SHRM) and
organizational support for development (LMSD). Results also demonstrate that, even at low OSD levels, there is a statistically
significant indirect association between talent management and individual talent performance. By shedding light on the
substitution effect between Organizational Support Theory (OSD) and line managerial support for development (LMSD), this
research helps to open the "black box" of talent management in developing country public sectors and improves talent
performance. Line managers play a crucial role in implementing talent management practices.

Both researchers and HR professionals are talking about talent management as a new hot topic in the field. In higher education,
academic climate, university reform, talent management, and knowledge management all work together to boost organizational
performance [25]. The purpose of this research was to analyze how private higher education institutions (PHEIs) might benefit
from talent management (TM), knowledge management (KM), academic atmosphere (AC), and university transformation (UT).
By highlighting the importance of people and knowledge as resources for organizational change, this study contributes to the
resource-based perspective theory and helps organizations achieve their full performance potential.

Discussion

Organizations in the public sector, healthcare, crisis response, strategic renewal, and higher education all rely heavily on talent
management. When it comes to layoffs, talent management plays a crucial role in keeping employees' trust and dedication by
continuing to invest in their growth [16]. A talent management strategy is a plan for identifying, attracting, developing, and
retaining individuals with high potential and marketable talents. Layoffs are never easy, but talent management can assist in
developing plans that take into account both short- and long-term effects on the company's reputation and employee morale.
According to the research, the COVID-19 pandemic has created new difficulties for human resource management. Reduced
income, budget deficits, and their effects on performance management were the main points of discussion. In times of crisis,
performance management may be the best tool for guiding talent management decisions and overcoming obstacles [26] [18] [17].
Consequently, talent management is critical for healthcare service efficiency and effectiveness and for laying the groundwork for
employee loyalty to the organization's principles and objectives [20].

An essential factor in determining both job performance and employee happiness is the management of employee recognition
[21]. When considering both productivity on the job and morale in the workplace, employee recognition management plays a
crucial role. Recognizing, appreciating, and celebrating employees' contributions and accomplishments is what we mean here.
Recognizing and rewarding employees is seen as a crucial factor that influences their performance on the job. To put it another
way, workers are more likely to be dedicated, enthusiastic, and satisfied with their work when they feel appreciated and
acknowledged. Giving and receiving praise is a strong motivator that can boost efficiency and output. Important steps in strategic
renewal, according to talent management, include identifying high-priority projects, recruiting and hiring top talent, and creating
new high-impact roles [9]. A company's strategy renewal can be bolstered by talent management's strategic function. It entails
making an effort to find, train, and keep personnel who are talented and can help the company reach its long-term objectives. In
order to assess the training requirements of important project participants, talent management must conduct an evaluation.
Improving these abilities may necessitate more formal education, participation in targeted professional development programs, or
hands-on experience with relevant projects. The term "battles to be won" refers to the parts of strategy renewal that are most
crucial to the transformation and achievement of the Company's goals [9]. Private enterprises in the field of higher education can
boost their success by effectively managing their knowledge and talent as important resources [27]. It is believed that private
institutions of higher learning would maximize their potential, improve their outcomes, and become more influential in the fields
of education and research if they master the art of talent and knowledge management. Furthermore, it acknowledges that
knowledge, talent, and human resources are crucial to an organization's success [27]. Important resources include the expertise of
the organization and the individual abilities of its members, such as personnel, lecturers, and researchers. Knowledge encompasses
the organization's information, innovations, and collective expertise, whereas talent refers to an individual's talents, capacities, and
competences. Organizations in the private sector of higher education can achieve peak performance through effective management
of their talent and knowledge. This can involve accomplishing more in the areas of education, research, and community service,
and it can also involve enhancing the institution's standing and ability to compete in the higher education market [27].

Conclusion

The importance of talent management in enhancing organizational performance is highlighted in this study. Organizational
performance can be positively influenced by strategic talent management in multiple ways. According to the results, businesses
should have a talent development plan that works in tandem with their overall objectives. Organisations can boost productivity,
encourage creativity, and gain a competitive edge by adopting this strategy. Staff members can be highly motivated, developed,
and acknowledged through the strategic application of talent management techniques, which in turn boosts their contribution to
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the organization's overall performance. The significance of a methodical strategy for managing talent has been highlighted by
research. Organizational performance can be enhanced through the integration of talent management with knowledge management
and organizational transformation, two key components of organizational management. Problems highlighted by the study include
an absence of empirical research and an insufficient comprehension of organizational environment. To go more deeply into the
empirical environment and function of talent management, future studies should conduct additional study.

References

[1] V. Vaiman and C. M. Vance, “Smart talent management: Building knowledge assets for competitive advantage,” Smart Talent
Manag. Build. Knowl. Assets Compet. Advant., 2008.

[2] R. Schuler, K. Mellahi, A. McDonnell, and D. G. Collings, “Talent management: a systematic review and

future prospects,” Eur. J. Int. Manag., vol. 11, no. 1, p. 86, 2017, doi: 10.1504/ejim.2017.10001680.

[3] D. G. Collings, K. Mellahi, and W. F. Cascio, “Global Talent Management and Performance in Multinational Enterprises: A
Multilevel Perspective,” J. Manage., vol. 45, no. 2, pp. 540-566, 2019, doi: 10.1177/0149206318757018.

[4] A.McDonnell, D. G. Collings, K. Mellahi, and R. Schuler, “Talent management: A systematic review and future prospects,”
Eur. J. Int. Manag., vol. 11, no. 1, pp. 86-128, 2017, doi: 10.1504/EJIM.2017.081253.

[5] H. Scullion, D. G. Collings, and P. Caligiuri, “Global talent management,” J. World Bus., vol. 45, no. 2, pp. 105-108, 2010,
doi: 10.1016/j.jwb.2009.09.011.

[6] L. Tarique and R. Schuler, “A multi-level framework for understanding global talent management systems for high talent
expatriates within and across subsidiaries of MNEs: Propositions for further research,” J. Glob. Mobil., vol. 6, no. 1, pp. 79-101,
2018, doi: 10.1108/JGM-07-2017-0026.

[7] E. Amelia and R. Rofaida, “Talent Management in Organizations : Systematic Literature Review,” vol.

4, no. 1, pp. 41-59, 2023.

[8] R.O.Yildiz and S. Esmer, “Talent management strategies and functions: a systematic review,” Ind.

Commer. Train., vol. 55, no. 1, pp. 93-111, 2023, doi: 10.1108/1CT-01-2022-0007.

[91 K. Jérvi and V. Khoreva, “The role of talent management in strategic renewal,” Empl. Relations, vol. 42, no. 1, pp. 75-89,
2020, doi: 10.1108/ER-02-2018-0064.

[10] Y. Sherif Nazmy El Sayed, M. Rafik Boshra Wadie, and M. Ossama El Koussy, “The Influence of Talent Management on
Employee Retention-An Empirical Study of the Arab Republic of Egypt’s Public and Private Commercial Banks,” Int. J. Innov.
Creat. Chang. www.ijicc.net, vol. 15, no. 10, p. 2021, 2021.

[11] F. Kravariti and K. Johnston, “Talent management: a critical literature review and research agenda for public sector human
resource management,” Public Manag. Rev., vol. 22, no. 1, pp. 75-95, 2020, doi: 10.1080/14719037.2019.1638439.

[12] A. JANOWSKI and G. PRZEKOTA, Effectiveness Versus Talent Management, is Francois Gagné right?

Evidence from Life Insurance Market in Poland, no. June. 2020. doi: 10.26352/CY.

[13] Y. Iskandar, J. Joeliaty, U. Kaltum, and H. Hilmiana, “Systematic review of the barriers to social enterprise performance
using an institutional framework,” Cogent Bus. Manag., vol. 9, no. 1, 2022, doi: 10.1080/23311975.2022.2124592.

[14] A. Butler, H. Hall, and B. Copnell, “A Guide to Writing a Qualitative Systematic Review Protocol to Enhance Evidence-
Based Practice in Nursing and Health Care,” Worldviews evidence-based Nurs., vol. 13, no. 3, pp. 241-249, 2016, doi:
10.1111/wvn.12134.

[15] T. L. Charrois, “Systematic reviews: What do you need to know to get started?,” Can. J. Hosp. Pharm., vol. 68, no. 2, pp.
144-148, 2015, doi: 10.4212/cjhp.v68i2.1440.

[16]R. A. Aina, “The impact of implementing talent management practices on sustainable organizational

performance,” Sustain., vol. 12, no. 20, pp. 1-21, 2020, doi: 10.3390/s5u12208372.

[17] M. R. L. Talukdar, “Post-Pandemic talent management models in knowledge organizations,” Post- Pandemic Talent Manag.
Model. Knowl. Organ., pp. 1-330, 2022, doi: 10.4018/978-1-6684-3894-7.

[18] H. Aguinis, “Talent management challenges during COVID-19 and beyond: Performance management to the rescue,” BRQ
Bus. Res. Q., vol. 24, no. 3, pp. 233-240, 2021, doi: 10.1177/23409444211009528.

[19]K. D. Mitosis, “Talent management in healthcare: A systematic qualitative review,” Sustain., vol. 13, no.

8, 2021, doi: 10.3390/su13084469.

[20] K. S. Groves, “Examining the impact of succession management practices on organizational performance: A national study
of U.S. hospitals,” Health Care Manage. Rev., vol. 44, no. 4, pp. 356365, 2019, doi: 10.1097/HMR.0000000000000176.

[21] N. E. Masri, “Talent Management, Employee Recognition and Performance in the Research Institutions,” Stud. Bus. Econ.,
vol. 14, no. 1, pp. 127-140, 2019, doi: 10.2478/sbe-2019-0010.

[22] D. Kafetzopoulos, “The influence of leadership on strategic flexibility and business performance: the mediating role of talent
management,” Manag. Decis., vol. 60, no. 9, pp. 2532-2551, 2022, doi: 10.1108/MD-10-2021-1310.

[23] F. Kravariti, “Talent management and performance in the public sector: the role of organisational and line managerial
support for development,” Int. J. Hum. Resour. Manag., vol. 34, no. 9, pp. 1782-1807, 2023, doi:
10.1080/09585192.2022.2032265.

[24] E. Cizmi¢, “The influence of talent management on organisational ... the influence of talent management on organisational
performance in bosnia \&amp; herzegovina as a developing country,” Manag., vol. 26, no. 1, pp. 129-147, 2021, doi:
10.30924/MJCM1.26.1.8.

[25] M. Ramaditya, M. S. Maarif, M. J. Affandi, and A. Sukmawati, “A Systematic Literature Review of

Talent Management And Knowledge Management In Improving Higher Education Performance,” Int.

J. Indones. Bus. Rev., vol. 1, no. 1, p. 117, 2022.

International Journal of Social Sciences Arts & Humanities 79


http://www.ijicc.net/

Kanchan Lata Sinha /1JSSAH/10(4),2023; 76-80
[26] F. Schlosser, M. C. de Azevedo, D. McPhee, J. Ralph, and H. Salminen, “Strategies for talent engagement and retention of
Brazilian Nursing professionals,” Rev. Bras. Enferm., vol. 75, no. 6, 2022, doi: 10.1590/0034-7167-2022v75n6refl.
[27]M. Ramaditya, “Reinventing talent management: How to maximize performance in higher education,”
Front. Educ., vol. 7, 2022, doi: 10.3389/feduc.2022.929697.

International Journal of Social Sciences Arts & Humanities 8o



