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Abstract 

Talent management has become an important strategic element for organizations 

seeking to improve performance and maintain competitiveness in dynamic business 

environments. Effective human resource management practices enable 

organizations to attract, develop, and retain employees whose skills support 

organizational goals. This paper examines the role of talent management strategies 

and key HRM practices in supporting organizational development, particularly 

during periods of expansion. The study focuses on major HR functions such as 

human resource planning, job analysis and job design, employer branding, employee 

value proposition, and talent acquisition strategies. The findings suggest that the 

effective integration of talent management with organizational objectives 

contributes to stronger employee engagement, improved productivity, and enhanced 

organizational performance. 
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Introduction 

In the modern knowledge-based economy, organizations increasingly recognize that 

human capital plays a critical role in achieving sustainable growth and competitive 

advantage. Employees’ knowledge, skills, and competencies significantly influence 

organizational performance, innovation, and productivity. Consequently, effective 

talent management has become a strategic priority for organizations seeking to 

improve operational efficiency and strengthen their position in the labor market. 

Talent management involves systematic processes aimed at attracting, developing, 

and retaining qualified employees whose competencies support organizational 

objectives. These processes are supported by key human resource management 

practices such as workforce planning, job analysis, recruitment, and employee 
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development. When effectively implemented, such practices help organizations 

align their workforce capabilities with strategic goals. 

This paper examines the role of talent management strategies and HRM practices in 

supporting organizational growth. Particular attention is given to HR planning, job 

analysis and design, employer branding, employee value proposition, and talent 

acquisition strategies. The study highlights how these elements contribute to 

effective workforce management, especially in organizations experiencing business 

expansion. 

 

Talent management strategy and HR functions and practices 

 

2.1. What is talent management strategy 

In our days of economy and business progress, recruiting and attraction high 

qualified talent has become a core area of every organization, as employees are one 

of the crucial components of the organization production, development and progress. 

According to Baqutayan (2014), talent management “changes the way employees 

are organized, how they use technology, how their resources are allocated, and how 

they measure what they do”. Talent management is the guidance of the talent 

movement within the company and can help an organization to “align the right 

people with the right jobs at the right time based on business priorities” (Paquet and 

Rogers, 2008). Talent management is the key component and extremely important 

for putting the proper worker in the correct position at the required time. 

According to Chuai, Preece, Lles (2008) and Baqutayan (2014) the main areas cover 

by talent management are:  

• talent attraction through recruitment and selection;  

• retaining essential talents; 

• performance management;  

• developing talent through learning facilities; 

• meeting needs of employees and providing them with work in accordance 

with their skills and competencies;  

• recognizing, compensating and rewarding high performance. 

 

2.2. Importance of talent management strategy 
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Based on PMI (2013) research it is important to note that the goals of talent 

development management should be related to organisational strategies and they 

have direct influence on the company success. According to the Project Management 

Institute (PMI, 2013), organizations that align talent management with their overall 

strategic objectives tend to achieve considerably higher levels of project success. In 

contrast, organizations where talent management is not effectively integrated with 

organizational strategy experience lower project performance and face a 

substantially greater risk of financial losses in project investments. 

PMI (2013) research also found out that companies that have effectively bring talent 

management into accordance to company strategy are much more likely to show 

outstanding results at:  

Direction Description 

Meeting common talent 

challenges 

▪ Engaging people to deliver organizational 

goals; 

▪ Developing high performance teams; 

▪ Managing talent through change. 

 

Implementing career 

paths 

▪ Managing performance effectively; 

▪ Developing high potential individuals; 

▪ Selecting best talent for internal promotions; 

▪ Succession planning; 

▪ Career progression. 

Reducing 

communication 

challenges 

▪ Communication across disciplines; 

▪ Communication across age cohorts. 

Effectively filling open 

positions and managing 

contractors 

▪ Identifying high potential employees; 

▪ Assessing best talent to join the organization; 

▪ Finding talent externally; 

▪ Success with contractors. 

Source: PMI (2013) 

 

2.3.  Human Resource functions and practices  

According to Porter (1990) and Huselid and Becker (2011) the HR functions and 

practices are the essence of organizational strategy and competitive advantage, and 

they should be in line with organisation values and objectives. Primary HR functions 
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and practices are: recruiting, attraction and selection; training, developing and 

motivation; employee retention/satisfaction; wage, compensation and benefits. 

Different research pointed out that HR practices have positive influence on 

employees’ contribution to increase company performance. Katou and Budhwar 

(2012) and Dechawatanapaisal (2018) concluded that career development, training, 

participation and rewards have positive influence on motivation of the employees 

and they are the main factors that influence staff intention to stay within the 

organization. According to this research recommendation is provided to organise 

working culture with attention to the development of employees as well as provide 

valid compensation. There is a need for organisation to develop HR practice that 

motivates employees and reinforce involvement behaviour. Regular meetings with 

line managers should be held in order to implement HR practices in the practice. 

Further, HR principles and practices should be explained simply to staff members 

so that practices are clear and do not diverge across departments. These will help 

employees understand clearly their responsibilities and management expectations. 

Based on Appelbaum and Kamal (2000) small and medium-sized enterprises in 

order to have competitive advantage over bigger companies should pay attention to 

rising employee satisfaction, which, in turn, minimizes turnover, and lost 

productivity costs. Other researchers Huselid (1995) and Klass et al. (2002) also 

concluded with the same result and advices. This finding is directly related and has 

importance for our organisation, due to our company is a medium-size and we have 

to work on gaining competitive advantage over bigger companies. Therefore, 

increasing employee satisfaction should be one of the main aspects which we have 

to focus on.  

To summarise, talent management can be time-consuming and costly for the 

organisation, however the gain will cover expenses. Guest and Bos-Nehles (2013) 

recommends to invest in HR practices because HR practices have positive influence 

on efficiency, productivity, and profitability of the organisation.  

 

Human resource planning, job analysis and design 

 

3.1. HR planning 

HR planning topic has been discussed by many researchers. Stainer (1971) identified 

HR planning as “Human resource planning aims to maintain and improve the ability 

of the organisation to achieve corporate objectives, through the development of 
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strategies to enhance the contribution of personnel at all times in the foreseeable 

future”.  Furthermore, Burack (1985) explained it as a process of determining how 

the organisation should move from the staff location that is present in the 

organisation to the planned position in the future. According to Lynch (1982) there 

are two fundamental goals of human resource planning: the effective applying of the 

present employees; and providing information for the future staff needs in terms of 

skills, numbers and ages. HR planning works with strategies to get the required 

amount of employees, with proper skills, to reach company’s objectives and to 

satisfy the corporate goals. In short, HR planning is the process of effective use of 

human resources and future employment decisions. 

Smith (1976) recommended that in order to avoid redundancy or deficit of certain 

skill human resource planning process should cover three main steps: demand 

prediction; supply analysis; covering gap between demand and supply for full apply 

of proficiency.  

According to Idris and Eldridge (1998) for development human resource planning 

strategy for the organisation next steps should be met: 

• Environmental analysis. Changes in the technological, economic, legal, and 

labour market environments should be controlled and examined on HR strategies 

influence. 

• Review of the internal sources. It is important to analyse the current staff 

number, their job-related skills, performance levels (productivity), competences and 

work approach. This step of analyse will helps to determine HR benefits and 

drawbacks. 

• Demand forecast. Forecasting allows to learn about the future employees 

requirements in accordance with the organisational goals and will help to eliminate 

the staff shortage. 

• Formulation of human resource objectives and strategies. Organisation 

should provide clear vision of HR position and the steps requires to reach this goal.  

 

3.2. Job analysis 

According to different research job analysis is the process that helps to analyse duties 

and skill essential for the position and the nature of person who should cover the 

spot. Job analysis is preparatory stage for drawing up the job description and 

specification. Job analysis helps to collect and prepare information for work 

activities, job context, employees requirements and others.  
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As Hong and Lin (1995) mentioned in their paper, in order to create model of job 

analysis we need to: 

• know the tasks involved in the job (what needs to be done?); 

• know the methods (how is it to be done?); 

• identify the required knowledge (what needs to be known in order to do it?).  

 

Methods  

There are several methods of job analysis and it is recommended to use combination 

of methods such as questionnaires, observation and interviews.  

Observation is a watching by manager the employee performs. This method is 

limited because not every job’s duties can be easily observed; this method is useful 

for repetitive jobs.  

Questionnaire is the widely used method of gathering information because it is easy 

in use, inexpensive and large number of data could be collected. Questionnaire can 

cover next topics:  

• Knowledge, skills, experience, and qualifications; 

• Duties performed daily; 

• Duties performed less frequently; 

• Equipment and materials used for duties; 

• Time spent on different job duties; 

• Level of job satisfaction; 

• Salary and compensation; 

• Work conditions; 

• Additional comments (source: blog.careerminds.com).   

However, the staff should be able accurately analyse and critically comment on the 

job information. In this case interview will help to clarify and get more precise data. 

 

3.3. Job design 

Job design refers to increasing employees’ performance and help to deal with work 

overload, increase in hours and repetitiveness. According to Strümpfer, (2002) well-

designed jobs lead to increased staff well-being, job satisfaction and motivational 

potential which in turn have positive effect on employee performance and 

productivity.  
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This report is recommended to use motivational approach that helps to increase 

meaningfulness of job trough Hackman and Oldham jobs characteristics model. 

Hackman and Oldham (1976) identified five job characteristics that can predict job 

satisfaction:  

• skill variety (how many skill task/job requires. The more variety of the skill 

job required the higher is job satisfaction); 

• task identity (clear explanation of the task and identifying the successful 

compliances of the task); 

• task significance (meaningful task for individual); 

• autonomy (freedom for task compliance);  

• feedback (comment on the final result). 

Considering this model it is important to pay attention to these five characteristics 

in order to motivate the employees and increase their productivity. The example 

could be: task identity refers to what extent the project team has the opportunity to 

undertake project tasks from beginning to end. Autonomy provides freedom in time 

frame and decision of how to complete the task. Feedback is the result of the work 

done. 

According to Grant et al., (2010) managers of the organisation have more authority 

over the job design than over the organization’s culture and technological 

development. Job design has important influence on the productivity and quality of 

the outcome. According to all reasons above, “job design can be a strategic source 

of competitive advantage for organizations” (Grant et al., 2010). 

 

 

Employer branding strategy and employer value proposition  

 

4.1. Employer branding strategy 

The employer brand is one of the key factors of company competitiveness in labour 

market, as attractive companies will recruit talents more easily. Barrow and Mosley 

(2005) identified the employer brand as “the package of functional, economic, and 

psychological benefits provided by employment, and identified with the employing 

company”. Martin and Hetrick, (2006) defined employer branding as a positive 

image in the labour market, while Backhaus and Tikoo, (2004); Berthon et al., 

(2005) in their research described employer brand as a “high degree of recognition 

of the organization as employer by a target audience”. 
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The employer brand helps to indicate what it is like to work for the company and 

what unique value proposition for the employees in the company (Love and Singh, 

2011). The brand should meet employees’ demand and goals should be relevant and 

encourage staff (Barrow and Mosley, 2005). The aim of the employer branding is to 

distinguish the company’s characteristics as an employer from its competitors as 

well as to increase productivity, improve recruitment and retention (Love and Singh, 

2011). 

According to Kucherov and Zavyalova (2012) cited to The Economist research in 

2003 employer brand could be described in the following way: 

• promotion of a special image of the company as an employer (60% of 

respondents); 

• part of corporate advertising (28% of respondents); 

• appearance and content hiring announcement (7% of respondents);  

• other (5% of respondents). 

 

Benefits of employer branding strategy  

There are three weighty benefits of employer branding are described in the literature: 

intensifying recruitment, retention and employee engagement (Backhaus and Tikoo, 

2004; Edwards, 2010; Love and Singh, 2011). As Barrow and Mosley, (2005) 

mentioned these improvements can contribute considerably to the overall business 

performance. Effective employer branding helps to decrease HR costs and improve 

recruitment performance, create a competitive advantage and familiarize employees 

with company values (Backhaus and Tikoo, 2004; Barrow and Mosley, 2005; Love 

and Singh, 2011). According to Berthon et al., (2005) recruitment is the most notable 

area in which costs can be reduced. Effective employer brand attracts more qualified 

specialists and well-known company spends less money on recruitment process. 

Berthon et al., (2005) in his research found out that a company with a strong 

employer brand for the same positions can offer lower salaries than organizations 

with weaker employer brands.  

Additionally, companies with strong employer brands have higher labour retention 

thereby reducing employee turnover; have greater personnel satisfaction which is 

influence on the advertising of the working place; and strong staff engagement 

provides better performance in total (Berthon et al., 2005; Love and Singh, 2011). 

Therefore, loyalty of employees positively influences on satisfaction of consumers 

and financial indicators increase (Barrow and Mosley, 2005).  
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Van Mossevelde (2010) in his research developed a five-step process for employer 

branding. 

- First step is research. Understanding the employer’s position in the 

employment market and defining the applicable action plan (Van Mossevelde, 

2010).  

- Second stage is designing the EVP. “It provides potential and current 

employees a reason to work for the company and reflects the competitive advantage 

of the organisation” (Van Mossevelde, 2010). The company should separate itself 

from other organizations by providing unique proposal.  

- The third phase is developing of a communication strategy by markets the 

EVP to target audiences. It is employer responsibility to decide the most effective 

and efficient channels for reaching the audience (Van Mossevelde, 2010). 

- The last step is to express the EVP with the right words and images for 

recognizing the employer in the market.   

 

To sum up, employer brand provides the obvious economic advantage to a company, 

the salary costs could be saved. Based on the previous research it can be concluded 

that the advantages of employer branding are greater than the costs. Based on this it 

is highly recommended to work on developing employer branding for the company 

and meet employees’ needs.  

 

4.2. Employer value proposition (EVP) 

Considering the importance and process of developing employer branding strategy 

it can be seen that designing of the strong EVP is one of the main aspects of the 

effective employer branding strategy.  

According to Noe et al., (2008) and Peterson, (2007) “EVP attempts to sustain a 

balance between what the employee gives by work performance to the employer and 

what they get in return”. On initial stage of EVP setting company should analyse 

organization’s culture, management style, employees’ qualities and employment 

image. The main purpose of EVP creation is to highlight to the talented people the 

benefits and uniqueness of the organisation and identify why employee should 

choose this particular organization. Gering and Conner, (2002) and Bell, (2005) in 

their researches concluded that “EVP differentiates competitors in the labour market 

and a powerful tool for gaining employee commitment”. Employee value 

proposition is one of the useful tool in engaging, developing and retaining the labour 

pool. This point also has confirmation in the literature, according to Chambers et al. 
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(1998) companies should define the EVP to retain talented employees. Additionally, 

Kennedy (2013) recommended that EVP should address the rewards, benefits, 

organisations’ policies and practices opportunities, culture and work environment 

which are the main factors for attracting talents and retaining employees in the 

organisation.  

 Сreation of the effective EVP is very important for future development of the 

organisation, leads to increase of performance and competitive advantage by rising 

employee loyalty and adoption of innovation as well as EVP has positive influence 

on the recruitment retention process.  

 

Talent acquisition strategy. Recruitment and selection process 

The success of each company depends on acquiring the right talents. With the 

development of the market, talent acquisition becomes more complicated task. 

“Talent has become the key differentiator for human capital management and for 

leveraging competitive advantage” (Bhatnagar, 2003). Employees’ productivity and 

commitment increases with the right talent acquisition strategy. Based on Ronn 

(2007) maximizing team engagement, motivation, and retention is critical in highly 

competitive environment. Ployhart (2006) pointed out that staffing is a procedure of 

attracting, selecting, and employee retention to reach organizational goals. 

 

Recruitment and selection process 

According to Boxall and Purcell, (2011) recruitment is the most important role of 

HR, and the success or failure of an organisation depends on the quality of its human 

resources (Tyson, 2006; Wickramasinghe, 2007). Minchington and Thorne (2007) 

in their paper remarked that recruitment is about attracting talents effectively and 

implement advertising jobs using different media. It is beneficial for the organization 

to attract employees that will make the company productive in its industry. 

Recruitment strategies are necessary for making the company an attractive 

workplace. Therefore, effective recruitment and selection process will provide an 

organisation with a competitive advantage and reduction of labour turnover. 

Recruitment process contains position announcing, collecting applicants’ responses, 

preparing and undertaking tests, interviewing and checking applicants for the 

relevant positions (Armstrong, 2012). These steps are required in order to be certain 

that qualified candidate is selected for the position. According to Gatewood and 

Field (2001), recruitment has two aims: to increase the pool of applicants at 
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minimum cost; and eliminate poor qualified applicants with the help of selection 

process.  

According to Mondy (2010) “Selection is the process of choosing the most 

appropriate candidate(s) for the vacant position(s) from the job applicants”. 

Choosing the best suitable member for the vacant position is challenging process for 

employers (Branine, 2008). Hiring the wrong person can lead to negative 

consequences such as high training costs, loss of reputation, increased labour 

turnover, meager production, and a loss of profitability (Chidi, 2013). Overall, the 

recruitment and selection process starts with the need to complete a vacant position 

and then carrying out a job analysis to develop the job specifications (Ballantine, 

2009).  

Based on previous research it is important to develop an organized and effective 

talent acquisition strategy as far as it affects the profitability and future of the 

company.  

There are two types of recruitment process: Internal and External. External 

recruitment is the process of hiring people from outside the company (Royal and 

Althauser, 2003), while internal is recruiting employees for a vacant position by 

selecting from already existing talents in the organization (Bidwell, 2011). Different 

researches addressed the importance of these recruitment processes, for example, 

Bidwell (2011) believes that internal recruitment has more advantages over the 

external one. However, Baker et al. (1994) argued that external hires tend to have 

more benefit for the organisation. While, Devaro (2016) holds by an opinion that the 

choice depends on the characteristics, system and policies of the organisation.  

 

Conclusion 

This paper analyzed the role of talent management strategies and human resource 

management practices in supporting organizational development and performance. 

The study highlighted the importance of HR planning, job analysis and design, 

employer branding, employee value proposition development, and talent acquisition 

processes as key components of an effective talent management framework. 

The analysis demonstrates that well-structured HR practices help organizations 

attract qualified employees, support their professional development, and improve 

workforce engagement. Moreover, integrating talent management initiatives with 

organizational strategy allows companies to manage human resources more 

efficiently and respond to changing business conditions. 

Overall, the findings emphasize that investing in talent management is essential for 
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organizations seeking sustainable growth and long-term competitiveness. By 

implementing comprehensive HR strategies and effective recruitment and retention 

practices, organizations can strengthen their human capital and enhance overall 

organizational performance. 
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