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Abstract 

In the contemporary knowledge-driven economy, human capital has emerged as a critical source of 

sustainable competitive advantage. Organizations, particularly in the Information Technology (IT) 

industry, are increasingly recognizing the strategic importance of talent management in attracting, 

developing, and retaining skilled professionals. The rapid pace of technological change, intense global 

competition, and evolving employee expectations have made traditional human resource practices 

insufficient to address current workforce challenges. Consequently, organizations are adopting 

integrated and technology-enabled talent management strategies to enhance organizational performance 

and competitiveness. Talent management has become an important strategic function for organizations, 

particularly in the IT industry where competition for skilled employees is very high. The purpose of this 

study is to examine the concept of talent management, the role of technology in talent management 

practices, and the challenges faced by the IT industry in managing talent. The study highlights how 

technological tools such as artificial intelligence, online recruitment systems, learning management 

systems, and talent analytics support recruitment, training, performance management, and decision-

making. It also discusses major challenges including shortage of skilled professionals, high employee 

turnover, rapid technological changes, and retention issues. The study is based on secondary data 

collected from journals, reports, and online sources. The findings suggest that effective use of 

technology along with strong talent management strategies helps organizations improve employee 

performance and achieve competitive advantage. The study concludes that organizations must adopt 

technology-driven and employee-focused talent management practices to ensure long-term success. 
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1. Introduction 

The concept of talent management has emerged in 1990s. In present competitive environment HR 

professionals and executives have given special importance for talent management in their organization 

structure. Talent management develop competence, cooperation and strength of employees. The major 

significant of talent management is to transform the employees to organization culture and accompany 

employees in achieving their goals. Every organization needs the most effective talented employees for 
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succeed in competitive environment. Talent management concepts based on acquiring, selecting, 

engaging, retaining and managing the best talent employees for organization development. In today’s 

dynamic and competitive business environment, organizations are increasingly recognizing that human 

capital is their most valuable asset. Within this context, talent management has gained prominence as a 

holistic approach to ensuring that organizations have the right people, with the right skills, in the right 

positions, at the right time. 

The concept of talent management gained widespread attention in the late 1990s with the popularization 

of the term “war for talent,” which highlighted the growing competition among organizations to attract 

and retain high-performing employees (Michaels, Handfield-Jones, & Axelrod, 2001). Since then, talent 

management has evolved into a broad field encompassing recruitment, selection, on boarding, training 

and development, performance management, succession planning, and employee engagement. 

This paper aims to provide a comprehensive overview of talent management by examining its 

definitions, theoretical foundations, components, practices, challenges, and future trends. By 

synthesizing existing research, the study seeks to enhance understanding of talent management and offer 

practical insights for organizations. 

 

2. Concept and Definitions of Talent Management 

According to Josh (2006), the evolution ranged from personnel to strategic human resources to talent 

management. The term “Talent” refers to a marked natural Ability or Skill. Thus, to a layman, talent 

management may connote the identification of the inbuilt potential of employees and their development 

of them to achieve organizational goals. 

S. Borkowska. Talent Management involves implementing a set of key activities as part of human 

resources management, while simultaneously applying more advanced methods and techniques. 

Lewis and Heckman (2006) identify three broad streams of thinking on talent management: (1) talent 

management as a collection of typical HR practices, (2) talent management as a process of ensuring a 

pipeline of high-potential employees, and (3) talent management as a focus on identifying and managing 

talented individuals. 

Collings and Mellahi (2009) define talent management as activities and processes that involve the 

systematic identification of key positions, the development of talent pools, and the creation of 

differentiated HR architecture to fill these positions with competent employees. 

Cappelli (2008) views talent management as a supply chain management approach to human resources, 

emphasizing forecasting, planning, and balancing demand and supply of talent. Armstrong (2020) 

defines talent management as the process of attracting, developing, motivating, and retaining people who 

possess the skills and potential required to meet present and future organizational needs. 

“Talent management involves individual and organizational development in response to a 

changing and complex operating environment. It includes the creation and maintenance of a 

supportive, people oriented organization culture.” 

Overall, talent management can be understood as a strategic and integrated approach to managing people 

that focuses on building a strong and sustainable workforce capable of achieving organizational 

objectives. 

 

Objectives of the study 

1. To present a basic understanding of Talent management and why talent management strategy essen- 
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tial in organizations. 

2. To examine the role of Technology in Talent Management 

3. Talent Management Practices in Organizations strategy can help organization to achieve competitive 

advantage. 

4. To study the Challenges facing by IT industry in Talent Management and study the future trends in 

Talent Management. 

 

Review of Literature 

Habiba Akter, Waqas Ahmed,liham Sentosa, Sheikh M. Hizam (2022) in their studies Several factors 

of Talent Management  have become crucial for the telecom sector in Malaysia to manage top talent. 

According to a survey conducted by the Academy of Sciences Malaysia (ASM), 51% of companies 

revealed the low-skilled workforce factor as the prominent reason for employee disengagement in the 

telecom sector, whilst 25% stated the incapability of meeting employees’ expected salary. Employee 

engagement has been a challenging issue for an organisation since the 1990s, and many studies have 

shed light on this issue. Following the empirical analysis, our study’s findings ensured that only 

Psychological empowerment  can measure its mostly respective relationship. 

Ms. Charu Mahajan  Ms. Kirandeep Kaur (2025) This study focuses on examining the impact of talent 

management strategies on employee performance and retention. The findings of the study revealed that 

talent management practices—such as recruitment and selection for attracting talent, coaching and 

mentoring for developing talent, and compensation for retaining talent— significantly enhanced 

employee performance. Talent attraction involves engaging both internal and external candidates with 

high potential to fill current and future vacancies. Talent management significantly impacts employee 

performance. This factor is vital as it contributes to attracting and retaining skilled employees. Team co-

ordination & supportive management is also vital part in Talent Management. 

Asrar Abdulzahra Ali Alaulddin B. Jawad (2022) in their paper highlighted that talent management 

process as a driver of change in the organization through the use of the talent management system as part 

of human resource management for organizational change to make it a means as part of a broader 

change process for the organization . Talent Management is still new, a number of researchers have 

presented frameworks to provide the necessary strategic understanding for talent management, as this 

approach begins with identifying talent needs based on a clear understanding of the business strategy by 

unifying all potential resources to discover talent, develop it and employ it in a way right and at the right 

time. 

As businesses continue to face challenges such as globalization, technological advancements, and 

shifting market demands, the role of HR in driving organizational success has become increasingly 

important. By evolving beyond basic functions like recruitment and payroll, HR now plays an important 

role in linking talent management with business strategy, driving creativity, and making important 

business decisions through data-driven insights. 

OLADAPO ADEWUNMI (2024) the study suggested that a  businesses continue to face challenges such 

as globalization, technological advancements, and shifting market demands, the role of HR in driving 

organizational success has become increasingly important. By evolving beyond basic functions like 

recruitment and payroll, HR now plays an important role in linking talent management with business 

strategy, driving creativity, and making important business decisions through data-driven insights. The 

article described the importance of strategic HR practices such as leadership development, employee 
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engagement, and the use of HR analytics, in developing creativity, managing change, and ensuring long-

term success. 

Ogechi Thelma Uzozie , Ekene Cynthia Onukwulu , Iyadunni Adewola Olaleye , Christian 

Onyinyechi Makata , Patience Okpeke Paul , Oluwafunmilayo Janet Esan (2023)  The findings of the 

study emphasized the need for understanding of the contextual factors influencing GTM challenges to 

formulate effective strategies. In response to these challenges, the review explores a range of strategies 

adopted by MNCs to enhance their global talent management practices. These strategies include the 

development of cross-cultural training programs, the establishment of global leadership pipelines, the 

use of advanced technologies for talent analytics, and the creation of flexible HR policies that can be 

adapted to diverse local conditions. 

Dr. D. M. Pestonjee, Dr. Haresh Barot, Dr. Poonam Chhaniwal (2017)  The study in its best of efforts 

has tried to bring forth to light the significant drivers of talent management and engagement. The study 

would provide insight to the organization and HR practitioners to take engagement from a piece meal 

approach, since the current workforce employed in IT industry is in stark contrast to their predecessors 

in terms of personality, working styles and motivational needs. The study emphasized that Employee 

Engagement is found to have positive tangible and intangible outcomes like customer engagement, 

successful organizational change, and employee advocacy. 

Kiriakos Tsaousiotis ,   Konstantinos Panitsidis ,  Konstantinos Spinthiropoulos ,EleniZafeiriou 

(2025),  The analysis revealed distinct categorization criteria, including the research field, the keywords, 

the methodologies, the statistical approaches, the country of origin, and the publication year. This study 

also identified critical research gaps, particularly in talent management practices related to refugee 

populations. These findings point to future research directions, emphasizing the need to develop talent 

management frameworks that can address migration-related challenges. The findings contribute to 

understanding the intersection between migration and talent management, underscoring the importance 

of adaptive approaches that could lead to more effective workforce strategies in diverse labor markets. 

Vijay kumar Thota (2013) Effective talent management calls for strong participatory leadership, 

organizational buy-in, employee engagement and workplace scorecards with talent management metrics. 

Companies that master talent management will be well-positioned for long-term growth in workforce 

performance for years to come. Every employer needs to understand the importance of talent 

management and should develop a strategy to attract and retain the tal ent that the organization needs to 

succeed. 

Lavanya P,   Sumathi N, (2020)  This study focus on HR professionals and employees of selected key 

manufacturing companies among the sample size was 140 by using convenient sampling method. 

Selective attributes result in good acquisition, extensive training, and contingent compensation in Talent 

Retention. On the basis of the analysis and the talent management is positively related to the overall 

organizational performance. But there is a partial impact of the practices on the performance. The 

employees feel that to improve talent management, performance and productivity, the organizations can 

improve their learning & development initiatives and also focus on their retention strategies. 

 

Role of Technology in Talent Management 

Technology plays a vital role in improving talent management practices in modern organizations. Online 

recruitment platforms help organizations reach a larger pool of candidates. Artificial intelligence 

supports faster and more accurate resume screening. Learning management systems enable continuous 
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training and skill development. Virtual training programs make learning flexible and accessible. Digital 

performance management systems allow real-time tracking of employee performance. Talent analytics 

helps organizations make data-driven HR decisions. Automation reduces manual HR work and saves 

time. Technology improves employee engagement through communication and feedback tools. 

Recruitment and Selection 

Technology simplifies and accelerates the hiring process. Online portals and social media expand reach, 

while AI-based screening improves accuracy in shortlisting of candidates and speed up the recruitment 

process. 

 
1. Recruitment & Selection 

Technology makes recruitment faster and more efficient. Online job portals help organizations reach a 

large number of candidates. AI-based tools automatically screen resumes and shortlist suitable 

applicants. Chatbots assist candidates by answering queries and scheduling interviews. Social media 

platforms help companies attract and connect with talented professionals. 

2. Training and Development 

Digital learning platforms provide employees with flexible and continuous learning opportunities. LMS 

and virtual training programs ensure systematic delivery of training, while personalized learning paths  
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improve employee motivation and skill development. 

3. Performance Management 

Technology enables real-time tracking of employee performance and continuous feedback. Digital 

appraisal systems reduce paperwork and ensure fair and transparent evaluations. 

4. Talent Analytics 

Advanced analytics help organizations forecast workforce needs, predict employee behavior, and make 

evidence-based HR decisions, thereby strengthening strategic talent management. 

 

Table 1: Role of Technology in Talent Management 

Sl.No Area 
Technology Tool / 

Practice 
Description 

Key Benefits to 

Organization 

1 

Recruitment 

& Selection 

 

Online Recruitment 

Portals 

Web-based platforms used 

for advertising vacancies 

and receiving 

applications. 

Wider talent 

pool, faster 

hiring process, 

reduced 

recruitment cost 

AI-Based Resume 

Screening 

Algorithms automatically 

scan and shortlist resumes 

based on job 

requirements. 

Saves time, 

improves 

accuracy, 

reduces human 

bias 

Chatbots for Candidate 

Interaction 

Automated chat systems 

that answer candidate 

queries and schedule 

interviews. 

Improves 

candidate 

experience, 24/7 

availability 

Social Media Hiring 

Use of platforms like 

LinkedIn, Facebook, and 

Twitter to source 

candidates. 

Access to passive 

candidates, 

employer 

branding 

2 
Training & 

Development 

E-Learning Platforms 

Online platforms offering 

digital courses and 

training modules. 

Flexible learning, 

cost-effective 

training 

Learning Management 

Systems (LMS) 

Systems that manage 

training delivery, tracking, 

and evaluation. 

Centralized 

learning 

management, 

monitoring 

progress 

Virtual Training Programs 

Training delivered 

through webinars, virtual 

classrooms, and 

simulations. 

Remote learning, 

interactive 

experience 

Personalized Learning 

Paths 

AI recommends training 

based on employee skills 

Customized 

development, 

http://www.ijfmr.com/


 

International Journal for Multidisciplinary Research (IJFMR) 
 

E-ISSN: 2582-2160   ●   Website: www.ijfmr.com       ●   Email: editor@ijfmr.com 

 

IJFMR260168291 Volume 8, Issue 1, January-February 2026 7 

 

and goals. higher 

engagement 

3 

Performance 

Management 

 

Digital Performance 

Tracking 

Software to monitor 

employee goals and 

performance metrics. 

Transparency, 

real-time 

monitoring 

Continuous Feedback 

Systems 

Platforms enabling 

frequent feedback 

between managers and 

employees. 

Improved 

communication, 

faster 

improvement 

Online Appraisal Systems 

Digital systems for 

conducting performance 

evaluations. 

Efficient 

appraisal 

process, data 

storage 

4 

Talent 

Analytics 

 

Workforce Forecasting 

Predicting future 

workforce requirements 

using data. 

Better manpower 

planning 

Predictive Analytics 

Identifying trends such as 

turnover risk and high-

potential employees. 

Proactive HR 

decisions 

Data-Driven HR 

Decisions 

Using analytics to guide 

HR strategies. 

Improved 

strategic 

planning 

 

Challenges Facing the IT Industry in Talent Management 

The IT industry faces serious challenges in talent management due to the shortage of skilled 

professionals and intense competition for qualified employees. Rapid technological changes make 

existing skills quickly outdated, requiring continuous training and reskilling. High employee turnover 

further increases recruitment and training costs. Managing remote and hybrid workforces has also 

become complex for IT organizations. 

1. Severe Shortage of Specialized Skills 

The IT industry requires professionals with advanced skills in areas such as artificial intelligence, 

cybersecurity, cloud computing, data analytics, and software development. However, the supply of such 

highly skilled professionals is limited. This creates intense competition among IT firms to attract 

qualified talent. 

2. High Employee Turnover Rate 

IT professionals frequently change jobs in search of better pay, career growth, or challenging projects. 

High turnover disrupts ongoing projects, increases recruitment and training costs, and leads to loss of 

organizational knowledge. 

3. Rapid Technological Obsolescence 

Technology evolves very quickly in the IT sector. Skills that are relevant today may become outdated 

within a few years. IT companies must constantly upskill and reskill employees, which is costly and 

time-consuming. 
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4. Difficulty in Retaining Top Performers 

Highly skilled IT employees receive multiple job offers from competitors. Retaining top performers 

becomes difficult unless organizations provide attractive compensation, career advancement, and 

engaging work. 

5. Global Competition for Talent 

IT companies now compete not only locally but also globally for skilled professionals. Multinational 

companies attract top talent with higher salaries and international opportunities, increasing hiring 

pressure on domestic firms. 

6. Work Pressure and Long Working Hours 

IT projects often involve strict deadlines and extended working hours. Continuous work pressure leads 

to stress, burnout, and reduced job satisfaction among employees. 

7. Mismatch Between Education and Industry Needs 

Many graduates lack practical skills required by the IT industry. Organizations must spend additional 

time and money on training fresh recruits before they become productive. 

8. Employee Engagement and Motivation 

Keeping IT professionals motivated is difficult due to repetitive tasks, high pressure, and limited career 

growth in some roles. Low engagement affects productivity and innovation. 

9. High Cost of Training and Development 

Continuous technological change requires constant training programs. Investing in advanced training 

tools, certifications, and learning platforms increases organizational costs. 

10. Resistance to New Technologies and Processes 

Some employees resist adopting new tools, systems, or work methods. This resistance slows down 

digital transformation and affects organizational performance. 

11. Data Security and Privacy Concerns 

Using digital HR systems and cloud-based platforms increases the risk of data breaches. Protecting 

employee data is a major challenge for IT organizations. 

12. Retention of High Performers 

Even after hiring skilled employees, retaining them is challenging. High performers expect career 

growth, recognition, and meaningful work. Failure to meet these expectations may result in loss of key 

talent. Continuously investing  in training and re-skilling programs to keep employees relevant, 

knowledge and retention in organization. 

13. Work-Life Balance Issues 

Long working hours, tight deadlines, and high pressure can lead to stress and burnout. Poor work-life 

balance reduces employee satisfaction and productivity. 

14. Employee Engagement 

Keeping employees motivated and emotionally connected to the organization is difficult, especially in 

remote or hybrid work environments. Low engagement leads to reduced performance. 

15. High Cost of Training and Development 

Continuous training and development require significant financial investment. Small and medium 

organizations may find it difficult to allocate sufficient resources. 

 

Future Trends in Talent Management 

Future trends in talent management are shaped by rapid technological advancements, globalization, cha- 
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nging workforce demographics, and evolving organizational strategies. The trends are as under 

1. Greater Use of Artificial Intelligence (AI) 

AI will support HR in screening resumes, scheduling interviews, answering candidate questions through 

chatbots, and predicting employee performance. This will reduce manual work and improve accuracy in 

hiring. 

2. Advanced Talent Analytics 

Organizations will increasingly use data to understand employee behavior, predict turnover, and identify 

high performers. Analytics will help HR plan workforce needs in advance. 

3. Remote and Hybrid Workforce Management 

Companies will design new policies and tools to manage employees working from different locations. 

Digital collaboration and monitoring tools will become essential. 

4. Employee-Centered Talent Management 

More attention will be given to employee well-being, mental health, and job satisfaction. Happy 

employees are more productive and loyal. 

5. Personalized Learning and Career Paths 

Training will be customized based on individual strengths, weaknesses, and career goals rather than one-

size-fits-all programs. 

6. Continuous Performance Feedback 

Instead of annual appraisals, employees will receive regular feedback and coaching. This helps 

employees improve quickly and stay motivated. 

7. Skill-Based Recruitment 

Organizations will focus more on what candidates can do rather than their academic degrees. Practical 

skills and experience will be more important. 

8. Automation of Routine HR Tasks 

Processes such as attendance, payroll, on boarding, and documentation will be automated, allowing HR 

professionals to focus on strategic activities. 

9. Emphasis on Diversity, Equity, and Inclusion 

Companies will actively create diverse teams and fair policies to ensure equal opportunities for all 

employees. 

 

Conclusion 

Talent management is a critical driver of organizational success in the knowledge-based economy. By 

adopting a strategic and integrated approach to managing talent, organizations can enhance performance, 

innovation, and sustainability. Talent management has become a strategic priority for organizations, 

especially in the IT industry, where competition for skilled professionals is intense. The study highlights 

that effective talent management practices, supported by advanced technology, play a crucial role in 

attracting, developing, and retaining talented employees. Technology driven tools such as artificial 

intelligence, learning management systems, and talent analytics significantly improve recruitment, 

training, performance management, and decision-making processes. However, IT organizations continue 

to face challenges such as skill shortages, high employee turnover, rapid technological changes, and 

retention difficulties. Addressing these challenges requires continuous investment in employee 

development, employee-centric policies, and strategic use of digital HR technologies. Overall, 

organizations that align talent management strategies with technological advancements will be better 
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positioned to achieve sustainable competitive advantage and long-term organizational success. Talent 

management is very important for organizations, especially in the IT industry. Companies must attract, 

train, and keep good employees to succeed. Technology helps in hiring, training, and managing 

employees more easily and quickly. Tools like AI, online training systems, and HR software improve 

work efficiency. However, IT companies still face problems such as lack of skilled people, employees 

leaving jobs, and fast changes in technology. To overcome these problems, companies should focus on 

employee development and use technology wisely 
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