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TALENT MANAGEMENT: MODERN APPROACHES TO IMPROVING
EFFICIENCY IN A COMPLEXLY STRUCTURED ORGANIZATION

AHomaujisi. Y cy4acHomy GisHec-cepenoBuLli npobnema edhekTUBHOIO yrpaBmiHHA Noa-
CbKUMMW pecypcamu € HanbinbLL akTyanbHo. Bneplue 3anexHicTb Mk eDeKTUBHO Aisinb-
HICTIO OpraHi3auji Ta piBHEM PO3BUTKY NMOACLKMX pecypciB Oyno BusieneHo B 1970-x pokax.
Po3BnTOK HaykoBMX AOCNIMKEHb 3 4AHOT TEMU CMPUSIB NOSBI HOBOI TEPMIHONOTIT, 30Kpema,
MOHATTA «ynpaBniHHA MOACBKUMU pecypcammy». OfHIeE0 3 TakMX KOHUENUIin € KoHUenuis
ynpaerniHHA TanaHTamu B opraHisadii. Lia KoHuenuis npMHUMNOBO BiApi3HAETLCA Big Tpa-
OMUIMHOro ynpaBniHHA NepcoHanoMm, KoHLUenuii ynpasniHHa nogcbkumm pecypcamu. KoH-
uenuist ynpasniHHA TanaHTamu 6asyeTbCsl Ha Bipi B Te, WO 3aaHra)koBaHi Ta MOTMBOBaHI
CniBpoOITHMKM Ha npaBUNbHUX Mocagax gadyTb OpraHisauii KOHKYpeHTHy nepesary.
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Y UbOMY AOCHIiMKEHHI po3rnaaaeTbcsa npobneMa BOOCKOHANEHHs: CUCTEMM YNpaBriiHHS Ta-
naHTamMu 3 No3uuin nigBuLLEeHHS il ecpekTMBHOCTI. [MogaHo TeopeTUYHUA ornsa HayKoBuX
npaub 3 TeMU SOCHiMKEHHS NPMPOAM TanaHTy B KOHTEKCTi NOLWyKy edhekTUBHUX hopM yn-
paBniHHA OpraHi3auinHMMK TanaHTaMmy B CKNagHO CTPYKTYpOBaHi opradisauii. Y gocni-
JKEHHI BUKOPUCTOBYBaBCS MeTO LEHTPY OLiHKM A8 aHani3y BNAMBY NOKa3HWKIB TanaHTiB
Ha KiHUeBi biHaHCOBI pe3ynbTaTu opraHisadii, 36anaHcoBaHWn MeTof OLiHKM edeKTUB-
HOCTI ynpaBniHHa TanaHTamu. lNpouec ynpasniHHg TanaHTaMu B CKNagHO CTPYKTYPOBaHii
opraHisauii 6yae eekTVBHUM 3aBASKN BUKOPUCTAHHIO aganToBaHOro NpoOeKTHO-NpoLec-
HOro MeToay, CyTb SIKOrO NONSArae y CTBOPEHHI iHAMBIAYanbHUX «KapT NPOAYKTUBHOCTI Ta
e(eKTUBHOCTI» ANSA OLiHKN QiSNbHOCTI TanaHOBUTMX CNiBPOBGITHUKIB, LLIO B KiHLEBOMY nif-
CYMKY BMfvHe Ha NigBULLIEHHS MOTMBALi Ta hiHAHCOBOro 3pOCTaHHS Ta EKOHOMIYHI MoKa-
3HUKM AiSnbHOCTI opraHisauii. Lien meTtoq € BaXnMBUM iIHCTPYMEHTOM A1 OLiHKN hiHaH-
COBWX MOKA3HMWKIB KOHKPETHUX NPOEKTIB, B SIKMX Bpanu yyacTb TanaHoOBUTI CNiBPOBITHUKN
CKIMagHoO CTPYKTypoBaHoOI opraHisauii. Lis meTogonoria BpaxoBye KOXeH peanizoBaHui
NPOEKT, BUAIMNAIOYM SK MOHECEHI BUTPATU, MOB’A3aHi 3 y4yacTo B HbOMY OCOBWUCTOCTI
(TanaHTy), TaK i NpubYTOK, OTPUMaHWU B pe3ynbTaTi QisNbHOCTI.

Knro4doei crioea: TanaHT, ynpasniHHA TanaHTamu, epeKkTUBHICTb, MOTeHUiarn, MoTueadisq,
CKIagHO CTPYKTYpPOBaHi opraHisadii.

JEL codes: M50, M51, M54.

Abstract. In the modern business environment, the problem of effective management of
human resources is the most urgent. For the first time, the relationship between the
effective activity of the organization and the level of development of human resources was
revealed in the 1970s. The development of scientific research on this topic led to the
emergence of new terminology, including concepts of human resource management. One
such concept is the concept of talent management in the organization. This concept is
fundamentally different from traditional personnel management, the concept of human
resources management. The concept of talent management is based on the belief that
engaged and motivated employees in the right positions will give the organization a
competitive advantage.This study examines the problem of improving the talent
management system in terms of increasing its effectiveness. A theoretical review of
scientific papers on the topic of researching the nature of talent in the context of the search
for effective forms of organizational talent management in a complexly structured
organization is presented. The study used the assessment center method to assess the
impact of talent indicators on the final financial results of the organization, a balanced
method for assessing the effectiveness of talent management. The talent management
process in a complexly structured organization will be effective due to the use of an
adapted project-process method, the essence of which is to create individual “performance
and efficiency maps” for evaluating the activities of talented employees, which will
ultimately affect both increasing their motivation and financial growth. economic indicators
of the organization. This method is an important tool for assessing the financial
performance of specific projects in which talented employees took part in a complexly
structured organization. This methodology takes into account each implemented project,
highlighting both the costs incurred associated with the participation of talent in it, and the
profit received as a result of its activities.

Keywords: talent, talent management, efficiency, potential, motivation, complexly
structured organizations.

JEL codes: M50, M51, M54.
Problem setting. In the digital economy, the role of human capital is becoming

more and more obvious and fundamental. As science and technology develop, the need
to improve knowledge, skills, creative approach to work, readiness to make decisions
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in non-standard conditions increases. Carrying out a regular assessment of personnel
according to parameters significant for the organization allows you to determine the
areas of personnel development, choose training methods, and most importantly, create
motivation for the development of competencies that the organization needs at the
moment and in the future. But the development of only those competencies of
personnel in the field of which it has potential can be effective. In the conditions of
fierce competition, well-educated, highly productive, gifted workers with unique
knowledge, skills and abilities are in demand, whose potential can be attributed to the
competitive advantages of human capital. For each organization, the presence of such
employees is the key to its prospects and competitiveness in the industry market.

The results of the HR-TRENDS 2020 study, conducted annually by the Analytical
Center of the Summit of HR Directors, showed that the trend of "Individualization of
approaches to motivation and talent management” is currently increasing [1].

In order to study modern approaches to the effectiveness of the talent management
system in complexly structured organizations, it is advisable to first define the concepts
of «talent» and «talent management» associated with this issue.

According to Gallardo-Gallardo et al. [2], an inclusive point of view within the
framework of the subjective approach interprets talent as the human capital of all
employees of the organization. The exclusive point of view is that talent represents the
human capital of only individual employees.

Within the framework of the object approach, where talent is understood as a
characteristic of a person, from an inclusive point of view, it is a natural ability to
master, systematically develop skills, abilities in his work and outside of work, from
an exclusive point of view, exceptional abilities or motivation to work that allow him
to achieve the highest efficiency and ensure the further development of the
organization.

In our opinion, the concept of «talented employee» is subjective and relative. The
understanding of talent depends on a number of factors and resources, some of which
are organizational, depending on the sector/industry of activity, and not just individual
abilities that are lost when the organizational environment changes. Talented
employees should be segmented based on the strategic goals of the organization and
concentrated in key, important positions.

According to Khoreva et al. [3], the presence of such employees increases the level
of efficiency of any organization, especially if talents are involved in projects aimed at
development and professional growth.

Lockwood defines talent management as the implementation of integrated strategies
or systems designed to improve productivity in the workplace by developing improved
processes for attracting, developing, retaining and utilizing people, finding skills and
abilities to achieve current and future business goals [4]. Murthy interprets talent
management as managing the entire employee life cycle, from acquisition and hiring
to promotion and finding a successor after retirement [5].

The introduction of innovations is impossible without the participation of talented
employees capable of progressive and creative activities, since it is they who make the
business efficient and the industry promising.

In the context of an economic downturn, the problem of effective management of
talented employees becomes a paramount task, and the search for ways to improve the
efficiency of using labor potential is aimed primarily at forming an efficient and well-
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functioning team. In other words, it is required to create an organizational context that
would contribute to the development of talents in a professional direction.

Talent management initiatives must first target those people who can bring the most
value to the organization. They can be found through the implementation of a strategy
for identifying talented employees. Talent management strategies should be
differentiated according to the position of the talented employee, organizational level
or industry [6]. Such differentiation is due to the fact that specific, implicit knowledge,
work experience and professional skills are required in different areas of activity.
Talent management objectives should focus on educating employees on the path to
maximum development, namely how to properly use their talent in the right situation.

Each organization is interested in such strategies and focuses on its industry specifics,
medium- and long-term goals and objectives, established business culture, scale, and
organizational capabilities. Thunnissen et al. [7] argued that the policies of talent
development organizations can be influenced by both cultural variables and their structure.
Thus, of particular scientific interest is the consideration of modern approaches to
improving the efficiency of talent management in complexly structured organizations,
since it deals with at least three types of distance — structural, geographical and social.

Strategic talent management programs in organizations of various types are
presented as local projects. Khoreva et al. [3] note that talent management experience
is acquired precisely within the framework of a general, intraorganizational system,
through which the implementation of talent management tasks becomes possible. Thus,
making decisions on talent management and investing in their development is possible
on the basis of a systematic assessment of the performance of each employee.

It should be noted that the issues of contextual research, the problems of
productivity and efficiency of the organization, affecting the industry aspects of talent
management, remain insufficiently covered. The issues of evaluating the
implementation in practice of talent management programs and the functioning of the
talent management system as a whole remain unexplored [8].

The issues of the relationship between the talent management system and the overall
strategy of the organization, as well as between the practices in the field of talent
management and science, for example, the philosophy of talent management,
psychology, management, which determine the optimal formats of talent management
in a particular industry, remain unresolved to the end.

Few studies indicate that there is a need for a deeper, systematic approach to
studying the problem of talent management, the structure of talent management
systems in individual industries, the relationship of various practices that allow us to
see their backbone elements and use this experience in other organizations.

Research methods. In this study, a balanced method for assessing the effectiveness
of talent management is used, where performance competencies are considered as an
important component of their development. Competency improvement is done through
assessments, 360-degree or multi-level surveys, employee career planning, and the
assessment of the performance indicators of processes applied to a particular
competency. The study also used the assessment center method to assess the impact of
talented employees on the final financial results of the organization. To this end,
specific competencies are determined for each talented employee, which are
subsequently evaluated on a five-point scale. Further, each score scored corresponds to
a certain indicator of employee performance.
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The above methods for evaluating the performance of talented employees allow not
only to evaluate their labor contribution to the activities of a complexly structured
organization, but also to do this in quantitative terms — by multiplying the standard
level of employee productivity by a certain level of increase in performance efficiency.
The disadvantages of this technique include the fact that it allows only a stereotyped
assessment of indicators of personal qualities of employees, does not take into account
the likelihood of force majeure in the work of creative people, in addition, only a small
number of indicators of economic efficiency are evaluated.

In our opinion, the assessment of the effectiveness of talent management in a
complexly structured organization will be effective due to the use of an adapted project-
process method, the essence of which is to create individual «performance and
effectiveness mapsy for assessing talent activities, not only showing the real results of
each employee, but also stimulating motivation in their results. This methodology takes
into account each implemented project, highlighting in the final report both the costs
incurred associated with the participation of talent in it, and the profit received as a
result of its activities.

Results and discussion. The experience of leading organizations in finding and
attracting talent confirms that it is more effective to develop your own existing talent
than to attract and train talent from outside. Effective attraction of talented employees
requires a clear sequence of passing through the stages of talent management (Table
1).

Table 1
STAGES OF «TALENT MANAGEMENT»
Stage Essence

1. Identification and attraction of Analysis of the internal and external environment of the

talented employees functioning of the enterprise and the selection of potential
candidates with the appropriate potential

2. Development of a certain circle of Development, formation and implementation of the talent

talented employees development plan

3. Talent management and retention Development of measures for the effective use of talents
and their further maintenance at the enterprise

4. Evaluation of the effectiveness of the | Evaluation of the results of a study of the use of selected

talent management process strategies in talent management and the existence of
control over the implementation of talent management
spending

Source: author’s development.

We share the opinion of the authors that in order to gain competitive advantages in
the «struggle for talented employees», an organization must adhere to the following
principles.

1. The principle of focusing on attracting talented employees is aimed at setting the
key task of identifying and attracting talented employees for managers at all
hierarchical levels of the organization, including at the level of top management [8].

2. The authors [9] note that the principle of determining the competitive advantages
of an organization in the labor market is aimed at ensuring the attractiveness of a
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holistic package of the organization’s proposals, which is unique in comparison with
competitors. The components of such a package of proposals can be the stability of the
organization’s positions, the innovativeness of labor, the differentiation of
remuneration, etc.

3. The principle of the possibility of self-improvement and growth in professional
or personal areas — is aimed at the formation of vigorous activity in the field of
coaching, mentoring, training, the possibility of working on special projects, creating
conditions and a work schedule in accordance with the needs and requirements of
talented employees.

4. The principle of using a differentiated assessment of the potential of talents is
aimed at appropriate investment in the development of talented employees, depending
on the system for assessing the existing potential capabilities of each employee.

Let’s consider all the stages of effective talent management in an enterprise (Fig. 1).

Search and attraction of talents
(the attractiveness of the enterprise, the presence of corporate values, the possibility of career growth
and a decent salary)

Talent development
(combining traditional development programs with proactive training programs)

Talent management
(system "talent management" of managing talented employees)

Assessing the effectiveness of talent management

Fig. 1. The scheme of effective talent management in the enterprise

Source: author’s development.

Assessing and developing leaders in organizations is one of the most important
components of an effective talent management strategy. To optimize the assessment of
the potential of talents, foreign researchers Silzer and Church [10] conducted a
comprehensive review of theoretical, research, internal and external practical programs
of talents with high potential and developed an integrative conceptual model. The
model identifies a set of key dimensions (i.e., capabilities, attributes, and skills) that
define a leader’s potential as they change over time.

1. Fundamental: aspects of personality and cognitive skills.

2. Growth: the ability to learn, develop and motivate.

3. Career: technical, functional knowledge and ability to manage employees.

The model is currently being used in talent management programs at several large
organizations such as Citibank, Eli Lilly, and PepsiCo.
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Talent management performance evaluation provides the management of the
organization with important information regarding the current skills of employees and
gaps in their knowledge, along with an understanding of their development needs,
while for employees the opportunity to recognize their strengths and weaknesses. It is
not uncommon for what appears to be a shortcoming of an employee, in fact, turns out
to be his strength, and his supposed strengths can be the main direction of his
development. Talent assessment in any form is valuable information for both the
organization and the employee, giving them an objective picture for long-term and
short-term planning.

The main task of evaluating the effectiveness of talent management is to further use
the results obtained to make strategic decisions, such as selection and hiring, alignment
with the organization’s strategy, development of career promotion programs,
improvement of development and training programs, and employer branding.

Formation of a strategic approach to improving the efficiency of talent management
is a key task of modern business. For example, Babynina et al. [11] states that the
specifics of international corporations and organizations of small and medium size,
public sector organizations and universities is the development of a situational
approach to talent management. Also, the assessment of the impact of the performance
of talented employees on the financial performance of the company is carried out using
the assessment center method. To this end, a talented employee in a complexly
structured organization is assigned certain competencies in advance, which are
evaluated on a five-point scale. Each point obtained is correlated with a certain level of
development of the employee. On the other hand, any assessment establishes the degree
of influence of talent on the financial performance of the organization. A possible
gradation of assessing the competencies of talents in complexly structured
organizations is given in Table 3.

When using the assessment center method, each participant is given expert
assessments, as a result of which expert opinions are made.

According to Dudin [12], the assessment of the level of competencies of talents can
be represented as a five-point scale in the context of performance indicators:

— executive discipline and organization;

— leadership potential and managerial skills;

— achievement motivation;

— effective interaction;

— intellectual abilities;

— communication skills.

In most organizations, the processes of personnel development and the evaluation
of its effectiveness from an economic point of view are practically not developed
properly. This is confirmed by many empirical studies, which show that rotation,
mentoring, coaching are very popular measures, and formal external training has a
diversified application in relation to talent development. However, it can be stated that
in complex-structured organizations in this context there is an insufficient number of
distance programs for the development of employee competencies between remote
branches, a significant gap between the training and real needs of such organizations,
and there are no targeted opportunities for the professional development of talented
employees.
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Table 3

POSSIBLE GRADATION OF THE ASSESSMENT OF TALENT COMPETENCIES
IN COMPLEXLY STRUCTURED ORGANIZATIONS

Contribution to the financial result

Assessment Description Negative negative

High positive (+) Neutral (0) O

Mastery degree. Creative

5 skills and abilities are
formed, implemented

automatically

Quality is manifested, but
not individually, it can be
4 formed by employees on

their own, the skills of
diligence and diligence are
developed

Quality is observed only in
standard situations and can
3 be developed with certain 0
training; diligence is formed
satisfactorily

Quality is not observed
systematically and requires
development; skills are

2 poorly developed, training is -
required; developed
practical skills related to
creativity

The quality is not shown in
1 any way; lack of practical

skills, there are difficulties
in mastering

Source: author’s development.

In our opinion, staff training will be most effective when using qualitative
competency assessment methods that will help identify talent and draw up a plan for
its development.

In most complexly structured organizations, the direction of developing the
professional competencies of talents is not separated into separate programs, which
eliminates the possibility of a systematic approach to its implementation. Modern
approaches to talent development and assessment of its effectiveness are mainly
developed in line with an integrated system of personnel motivation, which deprives a
talented employee of the opportunity to receive a higher salary or an extended social
package. Another problem is that in complexly structured organizations there is no
system of methods for ranking employees in terms of their performance, which would
greatly facilitate the assessment of their performance. The brand of the organization
also plays an important role in attracting talent, since working in complex organizations
must be attractive to talent.
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Conclusions. An analysis of modern approaches to improving the efficiency of
talent management and evaluating the effectiveness of the talent management system
in complexly structured organizations allows us to draw the following conclusions.

1. The experience of managing successful organizations convincingly proves that
talent management activities require an integrated approach and the creation of a
holistic talent management system, their attraction and retention, which should become
one of the priorities of the HR department and line managers at all levels.

2. Most highly structured organizations lack a system and strategic framework for
talent management.

3. Complexly structured organizations need to introduce talent management
practices and include them in the procedure for finding, attracting, adapting, training
and developing, evaluating and remunerating personnel.

4. Obstacles to the implementation of a talent management system in complexly
structured organizations are their low competitiveness in the labor market, the virtual
absence of an attractive social package and a prestigious employer brand, poor quality
of working life and insufficient wages, which predetermines the need for a
comprehensive solution to motivation issues.

5. The procedure for evaluating the performance of talented employees is imperfect
and requires the development of indicators for talent management in organizations and
the establishment of a relationship between key performance indicators and
remuneration of personnel departments and managers at all levels, as well as the
possible introduction of a grading system in the methodology for evaluating the
effectiveness of talent management.

The main assessment methods we have considered allow us to determine the
effectiveness of the talent management process in a qualitative or cost assessment.
However, the most interesting is the project-process method, adapted in an organization
with a complex structure.

In this case, the actual problem is fixing the financial result obtained by the
organization due to the direct activities of talented employees. In this context, we
consider it necessary to use methods that determine the real labor contribution of each
employee to the overall profit of the organization. In this regard, we propose to create
for each individual talented employee a “map of the effectiveness and efficiency” of
his work, in which each implemented project of the employee would be noted,
establishing the costs associated with it, and the profit received as a result of its
implementation.

At the end of each month, we recommend calculating the final performance of a
talented employee for this period, and then creating a rating of talents by the level of
income received by each of them. The adapted method for evaluating the effectiveness
of talent work is project-based, as it helps to evaluate the financial performance of
specific projects in which talented employees took part in a complexly structured
organization.

This study examined several methods for assessing the effectiveness of the talent
management process in complex organizations. As practice shows, a significant part of
them has a formal status and can only be implemented within the framework of the
activities of individual organizations. Such a discrepancy between theory and practice
necessitated the development of an adapted methodology for assessing the performance
of talents in a complexly structured organization and the labor contribution of such
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employees to the implementation of a strategy to improve the financial and economic
performance of the organization. The essence of the adapted project-process method is
to create «performance and efficiency maps» for each individual talented employee,
which can be created both manually (with a small number of employees) and using
automated systems.

The application of this method does not require large capital investments and,
nevertheless, can have a positive impact on the performance of the organization, which
consists not only in the ability to determine the specific results of the work of an
individual talented employee, but also to increase the degree of his motivation. In our
opinion, the evaluation of the performance of an individual talented employee and its
impact on the performance of a complexly structured organization is closely related to
the development of specific tools that affect the efficiency of the talent management
system, such as improving working conditions, introducing new technologies into
work, developing new competencies. talented employees, etc. This is the innovative
nature of talent development and evaluation programs, since changes in this case affect
all elements of the business process.
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