
(Online) ISSN 2303-4521 

Periodicals of Engineering and Natural Sciences  Original Research 

Vol. 13, No. 2, June 2025, pp.459-472 

© The Author 2025. This work is licensed under a Creative Commons Attribution License (https://creativecommons.org/licenses/by/4.0/) that 

allows others to share and adapt the material for any purpose (even commercially), in any medium with an acknowledgement of the work's 

authorship and initial publication in this journal.  

 459 

 

 

Modern talent management technologies: corporate analysis of 

practices and innovative methods in different regions of the world  
 

Kateryna Bannikova1, Kateryna Mykhaylyova2 
1 Sociology Department, Faculty of Social Management, Kharkiv University of Humanities People’s Ukrainian Academy, Kharkiv, 

Ukraine 
2 Sociology Department, Faculty of Social Management, Kharkiv University of Humanities People’s Ukrainian Academy, Kharkiv, 

Ukraine 

 

 *Corresponding author E-mail: katherine.bannikova@gmail.com 

 

ABSTRACT   

Talent management is an important component of modern management. The purpose of this article is to 

analyze modern talent management technologies, to study corporate practices and innovative methods in 

different regions of the world. To accomplish this task, the author used the scientific method of collecting 

and analyzing PRISMA sources and literature (53 literature items were selected and studied in total). The 

results revealed the most popular mechanisms of innovative talent management: People analytics, artificial 

intelligence, gamification, and remote work platforms. At the same time, there are some regional peculiarities 

in the implementation of talent management, and companies in regional labor markets are adapting to certain 

rules of the game. However, the gradual impact of globalization may offset such peculiarities. Among the 

challenges to high-quality talent management, the article examines such factors as active digitalization, socio-

political or economic crises, global competition for talent, and regulatory restrictions. The conclusions note 

that the ways to overcome these challenges depend on the policies of companies and organizations, as well 

as on the ability to counter new challenges. 
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1. Introduction  

In today's environment of significant technological transformation and global changes in the labor market, one 

of the key factors for increasing the competitiveness of organizations is effective talent management. The latest 

relevant technologies, including the use of artificial intelligence, HR analytics (including automated platforms), 

digital services for remote work and automated recruitment systems, have radically influenced the main 

approaches to identifying, using, attracting, further developing and hiring highly qualified specialists [1]. Such 

opportunities have become the key to using new perspectives to increase productivity, increase the levels of 

adaptability and innovative attractiveness of companies seeking to develop in the modern global environment. 

The relevance of the proposed topic is due to the existence of certain challenges of our time, including 

globalization, problems with the use of digitalization in establishing business processes, increased competition 

for talented employees, as well as increased realistic expectations of potential employees regarding flexibility 

and personalization of the conditions for performing future tasks. At the same time, effective practices of 

introducing innovative technologies into the talent management process have certain regional peculiarities, 

which complicates potential work. For example, there are significant differences between the cultural 

characteristics of work in Asia, the established strict regulatory environments in Europe, or the prevalence of 

flexible work models in North America. The existence of such differences also creates the need for differentiated 

approaches to the use of modern technologies in the field of HRM. 

The actual topic of the proposed study is also directly related to the organization of management, as it highlights 

innovative management mechanisms, modern tools for organizing training, knowledge transfer and strategic 

personnel management in the global context of taking advantage of digitalization. The practical dimensions of 
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the study lie in the importance of analyzing existing corporate experience in different countries and regions of 

the world, which makes it possible to clarify the essence of using the most effective methods in adapting to the 

new realities of work. 

The problematic nature of the article also lies in the lack of analysis of complex interregional experiences in 

comparing innovative talent management practices, considering the specifics of local labor markets. The 

scientific novelty of the article lies in the creation of a certain typology of modern talent management 

technologies, which is based, among other things, on the consideration of key factors that directly affect their 

effectiveness in different corporate and cultural contexts. This approach has not only significantly expanded the 

theoretical understanding of modern management processes in the field of human capital but also offers practical 

individual recommendations for managing organizations focused on strategic development. 

Theoretical framework 

1.1.1 Talent management as a strategic vector 

Talent management at the present stage is defined as a strategic direction that is critical for human resource 

management, which has a significant impact in the context of the modern knowledge economy, the development 

of digitalization, which is evolving further [2]. This trend is not a tribute to fashion but is a sign of the use of 

business strategies aimed at tangible integration and formation of interconnections of organizational structures. 

The purpose of talent management is to ensure that the team of executives and managers has people with the 

skills necessary for success [3]. Such a comprehensive activity is usually aimed at attracting, promoting personal 

development and retaining talented employees, who in modern conditions are the main factors for improving 

the intellectual potential of the enterprise. Another area is the formation of competitive advantages, since highly 

productive and gifted employees with unique skills or knowledge are a clear advantage over competitors in 

terms of human capital [4]. In scientific literature, talent management is also defined as a dynamic and 

multifaceted area within the framework of management research based on strategic imperatives and 

development paradigms [5]. Researchers note such key elements as appropriate recruitment and selection 

strategies, promotion of personal development of employees, planning for generational change and succession 

in the performance of tasks [6]. It is emphasized that the use of a well-established talent management system is 

an important element in making strategic management decisions. 

1.1.2. Theoretical background and application contexts 

The work on talent management is based on various approaches and theories that have been studied in scientific 

literature. For example, it has been determined that talent management requires the implementation of cognitive, 

motivational and axiological approaches [7]. On the other hand, several critical theories are used to better 

understand and respond to modern challenges in rapidly changing environments [8]. The most common are the 

Strategic Contingency Theory (SCT) and the VUCA (Volatility, Uncertainty, Complexity, and Ambiguity) 

theory [9]. It is determined that SCT aims to explain why changes are needed, while VUCA demonstrates how 

such changes can be implemented [10]. For example, the VUCA theory was formed in the US military structures 

and was intended to describe the changing, uncertain, complex and ambiguous situations that arose after the 

Cold War. Today, however, it is being applied to organizational and HR contexts and to better understand 

complex and rapidly changing business environments. Both models offer a framework that consists of macro, 

meso, and micro levels. Together, these stages influence the agility and adaptability of human resource 

management. At the same time, the macro level includes external factors, the meso level is devoted to 

managerial flexibility, and the micro level is devoted to individual processes of managing employee 

performance [11]. Talent management is characteristic of each of these levels, so it is studied not only on the 

example of multinational corporations, but also small and medium-sized enterprises, as well as in other sectors, 

for example, in university environments. The problem with such studies is that they are rather limited in their 

consideration of talent management, although this topic would require a broader and more balanced approach 

that would significantly expand the context of its implementation. 

1.1.3. The problem of challenges in talent management 

Current research indicates that the effectiveness of an enterprise's talent management system is influenced by 

various factors [12]. One of the central ones is the digitalization of HR processes, which also includes the 

digitalization of recruiting, HR analytics processes, the provision of remote services, the intellectualization of 

talent management processes, and the need to avoid fragmented automation [13]. Under such conditions, the 

process of investing in digital capabilities has become important, providing employees with security that 
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promotes trust (a key factor in communication), providing proper digital training to develop digital skills [14]. 

Executives and managers must have a sufficient level of digital competencies, be flexible and sensitive to 

modern transformations. Another problem is the formation of a certain post-pandemic environment, which has 

opened opportunities for better adaptation of performance management to the VUCA environment [15]. 

However, the lack of empirical data is a rather serious problem in modern research, so this issue requires further 

consideration. 

1.2. Objectives 

The purpose of the article is to study modern talent management technologies, analyze corporate practices and 

innovative methods in different regions of the world. The realization of this goal involves consideration of 

certain research questions: 

1. Identification of popular talent management technologies. 

2. Study of individual regional corporate practices. 

3. Analysis of existing challenges and responses to their emergence. 

2. Research method 

2.1. Research design 

The study is based on a systematic literature review, which aims to critically assess and analyze current scholarly 

opinions on talent management technologies, considering regional differences and innovative practices that are 

actively used in different parts of the world. This type of research was chosen because of its accepted structure 

and proven transparency. A systematic one allows you to clearly define a reproducible algorithm for searching, 

selecting, and analyzing sources. This helped to avoid bias and ensure the reliability of the results. In addition, 

a systematic review allows you to carry out a qualitative synthesis of existing knowledge, that is, this type of 

research allowed not only to collect existing research, but also to summarize their conclusions and highlight the 

main patterns and trends. This approach is especially important for providing a holistic view of innovations in 

talent management in the modern educational space. 

2.2. Sampling and materials 

The study used a targeted search for scientific materials in leading databases: Scopus, Web of Science, Google 

Scholar, Jstor. Analytical materials from SHRM (Society for Human Resource Management) were also used. 

Thus, the study planned to include various types of scientific sources: articles, chapters from collective 

monographs, conference and analytical materials. To attract scientific sources, special inclusion criteria were 

also developed, which concerned the time frame, language of writing (mainly English), type of publication and 

relevance to the topic. Table 1 presents the main inclusion criteria. 

Table 1. Criteria for the inclusion of scientific sources 

Criterion Explanation 

Time frame: from 2015 to 2025 This range was chosen to cover the latest technological 

developments and trends in talent management. 

Various types of publications: articles, chapters 

from monographs, conference proceedings 

A variety of publications relevant to the chosen topic 

were selected 

Language of writing (mainly English) The primary language for searching and citing sources is 

English. It is intended to include sources in other 

languages if an English summary is available. 

Thematic relevance of sources All sources should directly relate to the topics: 

1. Talent Management 

2. Application of digital technologies in HR 

3. Use of artificial intelligence, 

4. Use of HR analytics 

5. Coverage of different regional approaches to 

management 

Reviewability of materials All sources must be published in peer-reviewed scientific 

journals. 
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Source: compiled by the authors 

2.3. Tools and procedure 

The main tool in the study is the use of the PRISMA methodological approach. This approach made it possible 

to find relevant scientific sources on the selected topic. Initially, the authors were aware of 7 items of English-

language literature. Then, the following keywords were entered into the selected search databases: Scopus, Web 

of Science, Google Scholar, Jstor: 

1. 1.Talent management technologies 

2. Human resource management 

3. HR analytics 

4. Artificial intelligence in HR 

5. Gamification in human resource management 

6. Regional talent management practices 

7. Organizational learning in HR 

8. Digital HR transformation 

9. Strategic workforce 

10. Planning technology 

  

Figure 1. The process of searching, curating, and selecting materials 
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In general, the search for materials was carried out using logical operators (AND, OR) and quotes for exact 

phrases. A total of 1389 items of scientific literature were obtained. Then the initial screening procedure started. 

All duplicates (-411) were removed. As a result, an analysis of abstracts, titles and keywords was carried out 

and 342 more items were rejected for inclusion. Another 65 items were marked as inappropriate due to their 

weak methodological value. After that, all found items of scientific materials were subjected to the following 

exclusion criteria: 

1. Sources that were not directly related to the topic of talent management, HR technologies or regional 

HR practices. General research on organizational behavior without mentioning technology or talent was 

also subject to exclusion. 

2. Materials that described outdated approaches to personnel management. Materials that did not indicate 

digital tools, analytics or artificial intelligence were also excluded. 

3. Publications without full text to which access was limited were also not included. 

4. Sources that did not undergo scientific review were eliminated, i.e. materials posted on non-scientific 

sites (blogs, advertising articles, personal opinions on social networks). 

5. Duplicate materials were also rejected. If multiple versions of the same work were found (e.g., 

conference abstracts and articles with the same content), the more complete version was included. 

Figure 1 provides detailed instructions for searching and citing sources. 

 

2.4. Data analysis 

The thematic analysis method was used for the analysis, which allowed grouping the results by key areas: 

1. Theoretical foundations of talent management 

2. Innovative technologies, in particular such sub-themes as: 

a. use of AI 

b. automation of HR processes 

c. analytical platforms 

d. digital resources 

3. Regional differences 

4. Corporate cases of technology implementation 

This stage was performed manually and using Nvivo software. This influenced the structuring of information 

by thematic nodes (nodes). This software also made it possible to quickly identify the frequency of mention of 

individual topics, detect repetitions and determine contrasting opinions. 

3. Results and discussion  

The process of talent management has undergone significant transformations in modern times because of the 

evolution of digital technologies. The use of innovative tools (from HR analytics capabilities to the digital 

potential of artificial intelligence) is increasingly being used as elements of corporate strategies. Such changes 

in management make it possible to change the traditional models of recruiting, assessing potential employees, 

team development, and certain aspects of staff retention. Table 2 shows the main technologies that have shaped 

the modern talent management system, according to leading experts. 

Table 2. Main tools of innovative talent management 

№ Tool Description Research 

perspectives 

1 HR analytics 

(People 

analytics) 

HR analytics has become the basis for making informed 

decisions in the field of human resources management. This 

approach has allowed organizations to analyze large amounts of 

information about potential employees, their talents, potential 

productivity, staff turnover, engagement, and other aspects. For 

[16], [17], [18]. 
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№ Tool Description Research 

perspectives 

example, Google used a specialized People Analytics system to 

identify key factors that affect team performance and leadership. 

Potentially, this approach opens opportunities for creating 

profiles of the “ideal leader” through the use of empirical data. 

2 Artificial 

intelligence 

capabilities 

in recruiting 

AI has significantly changed the process of talent management 

and transformed the recruitment system in general. Machine 

learning algorithms have enabled it to significantly speed up and 

simplify resume screening, investigate the behavioral structure 

of candidates, conduct video interviews with the determination 

of the range of emotions and assessment of non-verbal 

communications. An example is Unilever, which uses the 

HireVue platform. Using the advantages of artificial 

intelligence, this platform analyzes video interviews of 

candidates, reduces recruitment time by more than 50%, but not 

at the expense of reducing the quality of selection of potential 

newcomers. 

[19], [20] 

3 Gamificatio

n of talent 

developmen

t processes 

Gamification is the application of the benefits of game elements 

to work in non-game contexts. This tool is quite constructive 

and is used to increase motivation and use training to improve 

employee efficiency. SAP uses the Roadwarrior gamification 

platform, which allows developing talents by learning new 

marketing strategies in a game format, which can significantly 

increase efficiency in education and knowledge acquisition. 

[21] 

4 Remote 

work 

platforms 

As a result of the global COVID-19 pandemic, remote 

collaboration platforms (e.g., Zoom, Slack, Microsoft Teams, 

Trello, etc.) have become extremely popular. In fact, they have 

also become part of talent management. In practice, they allow 

for flexible forms of employment, coordinate the work of 

international teams, and provide the ability to continuously 

communicate and monitor the productivity of tasks. In response 

to the challenges of the pandemic, GitLab offered its employees 

a remote work model, creating an open system for internal 

instructions and policy compliance, which significantly 

contributes to maintaining productivity and developing a 

corporate culture of remote work. 

[22], [23] 

Source: compiled by the authors of the article 

In general, the use of modern management technologies and talent management not only leads to the 

optimization of operational processes but also contributes to the formation of new qualities of interaction 

between companies and teams of employees. At the same time, the effectiveness of their implementation 

significantly depends on the characteristics of the cultural, regional or industry context. This issue is worth 

considering in more detail against the background of global comparative perspectives. In particular, the analysis 

of talent management practices in global environments made it possible to establish significant regional 

differences in the application of innovative technologies, which are caused by both the general level of 
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digitalization and certain cultural management models, which are combined with local features of the economic 

situation and the requirements of regulatory environments (See Table 3). 

Table 3. Regional features of talent management implementation 

Region Features Research views 

North America In this region (primarily in the United States and Canada), an 

innovative approach to talent management prevails, with a 

strong emphasis on scaling technology. In practice, this means 

the active use of digital systems based on artificial intelligence. 

Together with the use of VUCA in management and 

recruitment, this opens up opportunities for deploying 

productivity and personalizing training for the executive team. 

Powerful companies (including IBM, LinkedIn, and Workday) 

have resorted to using integrated HR solutions that are 

combined with business intelligence capabilities. A key feature 

is the widespread use of cloud services and openness to 

experimenting with new technologies. 

[24], [25] 

Western Europe The European market is based on more conservative principles, 

and therefore local companies are more cautious about using 

digital HR tools in talent management. This is also due to strict 

regulatory environments and requirements for particularly 

careful and ethical information processing. In Scandinavian 

countries or Germany, it is quite common to use HR analytics 

tools that would allow you to monitor employee well-being 

and help employees maintain a balance between their private 

lives and work processes. For example, SAP uses an employee 

pulse analysis system that allows it to timely identify the levels 

of stress, concentration, motivation, etc. 

[26], [27] 

Asia-Pacific Countries in the Asia-Pacific region (primarily Japan, South 

Korea, and China) are actively using digital technologies in 

talent management, implementing them alongside local 

cultural norms. For example, in some Japanese companies, 

platforms of so-called “lifelong career support” are quite 

popular, combining the use of elements of recruitment, 

education, corporate social responsibility, etc. On the other 

hand, China's more closed experience is based on the use of AI 

for recruitment. In particular, the Chinese company Moka 

combines effective solutions for automated analysis of job 

seekers with demanding and inflexible state digital security 

standards in force in the country. 

[28], [29] 

Latin America and 

Africa 

These regions have also been influenced by digitalization, but 

HR innovations are only fragmented. While multinational 

companies use best practices in talent management (primarily 

in large urban centers), smaller firms are quite conservative. 

For example, in Brazil, Ambev uses gamified solutions to 

develop management skills among young people, paying 

attention to the peculiarities of local cultures and using the 

method of competition and reward. In this region, the problem 

of digital inequality is extremely relevant. 

[30] 

Central and Eastern 

Europe 

Companies in the region have a growing interest in the 

digitalization of HR processes, which has been particularly 

intensified by the coronavirus pandemic and Russian military 

aggression, which has made traditional HR methods 

impossible. Given the high mobility of employees, their 

[31], [32] 
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Region Features Research views 

employment models are also changing, and companies are 

using remote platforms, separate employee well-being 

management services, and online learning systems in talent 

management. Ukrainian IT companies (SoftServe and Genesis) 

use HR analytics and internal corporate training mechanisms to 

adapt employees to work in crisis conditions. 

Source: compiled by the authors of the article 

The comparison showed that in the modern world there is no universal approach to talent management. The 

effectiveness of the methods used depends on the ability of companies to adapt innovative solutions to the 

specifics of their local environments. However, global trends involve the integration of technology into strategic 

HR management. In practice, this involves combining digital capabilities and humanitarian aspects of 

management. An analysis of existing challenges and reactions to talent management shows a broad picture of 

opportunities that have been tested in companies. As a result, there is evidence of overcoming certain challenges 

(see Table 4). 

Table 4. Talent management challenges and potential ways to overcome them 

 Description Example solutions Research views 

Rapid digital 

change 

Dynamic development of 

technologies complicates 

adaptation of HR teams 

Using artificial intelligence tools, 

increasing digital literacy 

[33], [34], [35] 

Global 

competition for 

talent 

Pressure on specialists and 

recruiters, increasing mobility 

Using the potential of 

multicultural teams, localization, 

effective VUCA-based strategies. 

[36], [37] 

Manifestations 

of social or 

economic-

political 

instability 

Consequences of the global 

coronavirus pandemic, military 

aggression have a devastating 

impact on the stability of labor 

markets 

Using remote work opportunities, 

mobile employee teams, adhering 

to mental health programs 

[38] 

Regulatory 

constraints 

State requirements (PRC, 

European countries) for the 

regulation of digital tools, 

requirements for compliance with 

ethical norms in working with AI, 

risks of discrimination 

Ethical auditing and active 

employee training using digital 

platforms. 

[39], [40] 

Source: compiled by the authors of the article 

Thus, the proposed analysis demonstrates that modern challenges have worthy answers. This opens up new 

perspectives for further work on talent management as an important part of recruiting, training, and management 

strategies. 

The study of talent management as a separate phenomenon in the management structure is an important part of 

modern requirements for organizations. The purpose of the proposed article is to analyze modern talent 

management technologies, to study corporate practices and innovative methods in different regions of the world. 

This main task required consideration of certain smaller issues related to the identification of popular talent 

management technologies, the study of certain regional corporate practices, and the analysis of existing 

challenges and responses to their emergence. 

This study presents the main and most popular mechanisms of innovative talent management used by many 

leading global companies. Among these tools are HR analytics (or People analytics), the possibility of using 
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artificial intelligence for recruiting purposes, gamification of talent development processes, and platforms for 

remote work. The findings confirm the conclusions of other researchers who have compiled similar lists in their 

studies [41]. However, the effectiveness of these tools remains a rather problematic issue, which is assessed 

differently in different studies [19], [21], [41]. For example, some scholars consider artificial intelligence 

systems to be the most effective, pointing to the peculiarities of the development of these technologies, as well 

as to the tangible potential that will only develop along with AI systems [20], [42]. At the same time, other 

researchers believe that it will not be possible to replace the capabilities of HR analytics with human intervention 

soon and in the medium term [43], [44]. This is justified by the possibility of hacking AI systems that are 

“programmed” to consider certain criteria - if an applicant or employee can formally meet them, they get the 

same chances when hiring for a position as more deserving candidates [45]. For talent management, the 

intervention of the human factor is also necessary, as the role of a manager in personal communication is 

difficult to replace with artificial intelligence (at least at the current stage of its development). It should be noted 

that such views (of both supporters and opponents of AI) will require further empirical verification and 

additional research. 

The study demonstrates that regional peculiarities of talent management implementation do exist, and 

companies in regional labor markets are adapting to certain rules of the game. In particular, in North America, 

technological scaling (AI, cloud services, analytics) has become a key factor in talent management efficiency. 

Western European regions have significant regulation of innovation in talent management. The Asia-Pacific 

region is characterized by a significant influence of cultural peculiarities of attitudes towards work. In some 

cases (China), government restrictions are important and affect digitalization. In Latin America and Africa, 

there is a significant gap in company policies where talent management depends on them. In Central and Eastern 

Europe, there is a great interest in modern technologies, although there are some difficulties with their 

involvement in talent management. On the one hand, scholars point out that each region and each company is 

looking for its own ways to develop best [46], [47]. At the same time, other researchers argue that the impact 

of globalization will gradually level out regional peculiarities [48], [49]. However, the impact of digitalization 

will be crucial for finding and managing talent, as these tools are easy and reliable to use and will therefore be 

further developed. 

The findings also provide an overview of the main challenges in modern talent management and describe some 

ways to overcome the existing difficulties. Among the challenges identified are active digitalization (the ultra-

fast development of innovative technologies creates problems for recruiters), socio-political or economic 

instability (all manifestations that do not contribute to stable development are challenges), global competition 

for talent (a negative consequence of globalization), and regulatory restrictions (legislative and police) on the 

use of digital tools. Among the possibilities to overcome these negative phenomena are the growth of digital 

literacy, the formation of multicultural competencies, the use of employee mobility, the preservation of 

employees' mental health, and ethical audit in the use of artificial intelligence systems. The results obtained 

generally coincide with the findings of other scholars who have studied this topic and conducted a systematic 

review of the existing scientific literature on talent management [33], [38], [50]. At the same time, some scholars 

emphasized the factor of changing employee expectations. New talents belonging to Generation Z and Alpha 

define flexibility, availability of a hybrid work format, rapid career growth, and an individual approach to 

personal and professional development among their expectations from work [51]. It has been determined that 

such a psychological factor will force company management to change policies. In addition, as some studies 

have shown, the problem of attracting talent will not solve the problem of retaining talent, since even after 

effective recruitment, companies may face difficulties in adapting employees to the established corporate 

culture, keeping them motivated to work, and creating appropriate career opportunities that could realize the 

ambitions of employees [52], [53]. Although such studies have not yet received a proper empirical basis, this 

vector for further scientific development looks extremely promising. 

The methodology used in the study has certain limitations that should be considered when interpreting the 

results. First, it is important to note the PRISMA method used, which itself contains limitations-criteria for the 

search for scientific literature to be processed. In particular, the most recent English-language publications were 

considered. This ensured, on the one hand, a review of truly relevant studies. At the same time, there is a 

possibility that some scientific articles or monographs written in languages other than English also contained 

important information. Taking this aspect into account would allow for additional study with expanded search 

criteria. 



 PEN Vol. 13, No. 2, June 2025, pp.459-472 

468 

4. Conclusions  

Thus, in the current environment, talent management is an important part of the management structure. An 

important aspect is the use of the most popular mechanisms of innovative talent management. Among such tools 

were identified HR analytics (or People analytics), the possibility of using artificial intelligence for recruiting 

purposes, gamification of talent development processes, and platforms for remote work.  

The study also summarizes that regional peculiarities of talent management implementation do exist, and 

companies in regional labor markets are adapting to certain rules of the game. In North America, technological 

scaling (AI, cloud services, analytics) has become a key factor in the effectiveness of talent management. 

Western European regions have significant regulation of innovation in talent management. The Asia-Pacific 

region is characterized by a significant influence of cultural peculiarities of attitudes to work. In some cases 

(China), government restrictions are important and affect digitalization. In Latin America and Africa, there is a 

significant gap in company policies where talent management depends on them. In Central and Eastern Europe, 

there is a great interest in modern technologies, although there are some difficulties with their involvement in 

talent management.  

At the same time, the challenges to high-quality talent management include active digitalization (the rapid 

development of innovative technologies creates problems for recruiters), socio-political or economic instability 

(all manifestations that do not contribute to stable development are challenges), global competition for talent (a 

negative consequence of globalization), and regulatory restrictions (legislative and police) on the use of digital 

tools. Among the possibilities to overcome these negative phenomena are the growth of digital literacy, the 

formation of multicultural competencies, the use of employee mobility, the preservation of employees' mental 

health, and ethical audit in the use of artificial intelligence systems.  

A promising area for further research should be the consideration of the psychological characteristics of modern 

generations, as this creates additional challenges in talent management. Taking these features into account 

requires certain empirical observations and theoretical generalizations that will make it possible to identify 

potential ways to overcome these challenges. 
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