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Abstract. This study examined the strategies, methods and tools of talent man-
agement in foreign and Russian companies. The following countries were selected
to analyze foreign experience: (a) European countries (Germany, Switzerland,
UK); (b) Asian countries (Japan, Singapore, Hong Kong); and (c) North America
(USA). The aim of the study was to analyze and identify the most relevant and
effective talent management practices of highly qualified specialists and
employees holding senior positions, as well as to compare the effectiveness of
different approaches and methods of talent management in different countries of
the world. As part of the study, a synthesis of the experience of foreign countries in
terms of talentmanagement and a comparisonwith the talentmanagementmethods
that are used in Russia are presented. In conclusion, we propose the most effective
methods and practices practiced abroad that are of value to Russian companies.
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1 Introduction

Today, one of the key tasks facing the leadership of both Russian and many foreign
companies is to overcome the shortage of qualified employees. At the same time, the
assessment of the significance of this task by specialists exceeds the significance of the
problems associated with corruption, the need to adjust the organization’s activities in a
crisis, or when changes in expectations and behavior of customers (PWC 2016). At the
same time, the growing need in organizations for qualified personnel is accompanied
by the decreasing working population in Russia. Implementation in talent management
organizations contributes to the solution of this problem. Talent management refers to a
set of personnel management tools that ensure the attraction, development, effective
use, and retention of employees who make a significant contribution to the develop-
ment of the organization.
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In other words, talent management is an area of HR management, including
attracting qualified employees, adapting new employees, as well as retaining staff to
meet current and future business goals. In organizations that implement talent man-
agement, this practice is included in the sphere of activity not only of the HR
department but also of all managers.

Talent management also includes training, use, and development of talented
employees who are able to solve complex business problems effectively and can
continue to occupy leadership positions in the company. This practice makes it possible
to identify and retain talented people in key positions, motivate them to achieve high
individual results. At the same time, the purpose of talent management is to identify the
talents of employees and use them in the best way for the employee and company.

The specifics of talent management is manifested in a change in the approach to
personnel management, i.e., the principle of equal treatment of all employees is
replaced by the principle of differentiation of employees, the allocation of talented
people from the total number for the development of which unique investments are
allocated. At the same time, in managing the company as a whole, it is necessary to
envisage the selection of the most promising specialists, their career planning, using
tools for their development, and their retention, of course.

Thus, the implementation of talent management implies not only the development
of an appropriate approach to personnel management but also the formation of an
appropriate philosophy in the context of managing the company as a whole. This
practice allows not only to improve the quality of staff work but also to increase the
activity of talented specialists who can become a sustainable competitive advantage of
the organization and increase its competitiveness.

At the same time, the leaders of Russian companies imagine talent management in a
slightly different way than their colleagues from abroad (Fig. 1).

It is interesting that in foreign companies in talent management, the emphasis is on
preparing future leaders, the culture and behavior of a person in the workplace, and
performance management. While in our country, the critical aspects of talent man-
agement are constant or variable remuneration, benefits, searching for the right skills,
and human resource flexibility. Based on this understanding, talent management
methods and tools are selected and used.

2 Measurement Approaches

According to a ranking based on the Global Talent Competitiveness Index (GTCI),
published by the INSEAD International Business School in 2018 and covering 125
countries, Switzerland is a leader in the talent competitiveness in the world. Swiss
companies achieve a high level of attraction and retention of talented professionals with
a combination of an ideal environment that provides regulation through market and
business and labor conditions. The ratings of individual countries discussed below are
shown in Table 1.
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Fig. 1. Representations of talent management in Russia, the USA, and other countries, %.
Source: (PWC 2016).

Table 1. Rating of countries according to the quality of talent management and the quality of
skills of employees in organizations (Lanvin and Monteiro 2019).

Country Rating
GTCI

The quality of the company’s talent
management

Employee skills quality

Attraction Development Retention Vocational
skills

Erudition and
horizon

Switzerland 1 5 2 1 1 4
Singapore 2 1 11 26 7 1
USA 3 14 1 13 2 3
United
Kingdom

9 9 9 11 27 5

Germany 14 20 13 10 3 23
Japan 22 45 20 20 23 26
China/Hong
Kong

45 76 24 62 67 43

Russia 49 109 44 52 47 28
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The Right Management (Manpower Group) company conducted a study on the
talent management of employees, including medium and high-rank specialists.

According to a company study conducted with executives from 2,221 companies
from 13 countries (Right Management (ManpowerGroup) n.d.), the following key
talent management initiatives can be noted:

• Development and improvement of leadership skills;
• Executive coaching;
• Assessment of talent to fill a vacant position.

Key talent management initiatives in the context of individual countries are shown
in the following tables (Tables 2, 3 and 4).

Thus, on a global scale, leadership development has been identified as the main
focus of talent management investments. 46% of organizations plan to invest in it.
Organizations also plan to develop targeted skills critical to the organization (39%) and
invest in skills assessment (33%).

Table 2. Development and improvement of leadership skills (Right
Management (ManpowerGroup) n.d.).

Country %*

USA 56%
Japan 55%
United Kingdom 54%
Norway 41%

* percentage of the total number of company executives participating in
the survey.

Table 3. Executive Coaching (Right Management (Manpower
Group) n.d.).

Country %*

China/Hong Kong 59%
Germany 41%

* percentage of the total number of company executives participating in
the survey.

Table 4. Talent assessment to fill a vacant position (Right
Management (ManpowerGroup) n.d.).

Country %*

Singapore 44%

* percentage of the total number of company executives
participating in the survey.
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In the Asia-Pacific region, 39% of respondents said they would focus on executive
coaching, in comparison with 22% in the Americas and Europe. Team building is also
considered one of the top priorities in the Asia-Pacific region. 44% of respondents plan
to invest in this area, in comparison with 26% in Europe and 25% in the Americas.

Most successful companies see employee engagement as a way of thinking, rather
than a program that starts and stops. Not only do they measure engagement, they
actively listen to what employees are saying and take a holistic approach to action to
maximize results and optimize impact.

Given that most organizations around the world plan to invest more in leadership
development and skills development at all levels, it is not surprising that 48% said they
would expand their employee engagement programs on complex and substantial
projects to ensure that these investments would benefit. This is true for all regions,
while the most significant response was in the Asia-Pacific region, where 59% of
respondents said they plan to implement this initiative. In this region, companies from
China/Hong Kong (85%) and Singapore (57%) are most interested in implementing an
employee engagement strategy.

In the Asia-Pacific region, there is a significant difference in the levels of market
maturity and economic growth between the countries that participated in the study.
Country results vary widely. For example, given the aggressive growth of labor mar-
kets in China/Hong Kong, 85% of respondents plan to expand their HR programs, in
comparison to 49% in Germany.

While most organizations (73%) around the world rely on a combination of internal
talent development and external recruitment, very few (only 13%) are confident in the
strength of their leadership. Confidence in their current management channel is par-
ticularly weak in some countries, including Singapore, Germany, and the United States.

The Right Management experts believe that since most companies seem to be
looking for new leaders in their organization, further development of the management
channel is a prerequisite.

According to the survey, the leaders of companies in several countries believe that
their enterprises have a well-developed system for building a management channel that
can almost wholly satisfy the company’s needs for highly qualified specialists and
employees of a managerial level (Table 5).

Table 5. The presence of a well-developed management channel
(Right Management (ManpowerGroup) n.d.).

Country %*

Japan 23%
China/Hong Kong 15%
United Kingdom 14%
USA 12%
Germany 12%
Singapore 12%

* percentage of the total number of company executives
participating in the survey.
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According to a study conducted by Right Management, one can conclude that most
countries focus on developing leadership and management skills for talent.

The development of the management channel system involves promoting the leader
on the “ladder of excellence”: “self-management – management of others – managers
management – a functional method – business management – group management –
enterprise management.”

The leadership channel is considered a useful tool since it meets several needs of
talented and highly efficient employees, namely the need for personal and career
growth, involvement, expansion of job responsibilities, and areas of personal influence
and leadership in the company.

In more detail, the strategy of building an effective leadership “pipeline” used in
foreign companies is as follows (Decision Dynamics n.d.):

• Creating success profiles for key positions;
• Identifying the strengths and talents of the leader and colleagues;
• Measuring and evaluating employee talent and engagement, both in terms of pro-

ductivity and potential for current and future roles;
• Identifying the strengths required for critical positions and provide attractive career

paths;
• Attracting and developing talents with the help of motivating and challenging tasks,

projects, and career experiences;
• Realization and disclosure of potential talents in complex tasks, roles, and projects;
• Talent development to increase productivity in current and future positions;
• Preservation of critical talents through the development of motivating and indi-

vidual development plans.

According to experts at The Boston Consulting Group, many companies devote a
significant amount of time to top stars, namely future leaders (Bhalla et al. 2018). As a
rule, they spend much less time supporting and developing leaders who manage client-
oriented functions or functions that directly affect growth, profitability, or other critical
performance indicators. These leaders work on value creation; they are also the key to
implementing the company’s goals throughout the organization, which, according to a
study by The Boston Consulting Group, directly affects efficiency. In a digital world
where creating and managing customer experience is the foundation of building rela-
tionships, leaders at the forefront are crucial to success.

The path of an individual employee from a specialist to a leader is the most
significant change in the role of any employee; however, in many companies, these
newly made “leaders” receive little or no useful support at all. Only the “Welcome to
leadership” token training or some control modules that should be addressed when
multitasking is held for many of them.

At this stage, company management must be directly involved in the training of this
management cohort. Such training may be selective, but this is often enough to bring
the leadership and managerial qualities of a young leader to a new level.

Top leaders help provide leaders at the forefront with practical tools for solving the
problems they face. During this process, leaders at the forefront build their capabilities
in the real work that they perform every day, which entails the necessary changes in the
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organization and helps attract more interested teams that increase productivity and
provide the best experience for customers.

3 New Technologies and Methods

A study by McKinsey (Kerr and Toriello 2012) emphasizes the importance of evalu-
ating departmental databases using new analytical technologies. The survey said, “HR
has a lot of information. It could be a bottomless database for a company.” The more
accurately a company can measure its impact, the more useful this new scenario will
be. This trend is known as “People Analytics,” i.e., the process of collecting, orga-
nizing, and analyzing data on employee behavior in order to use this information to
make decisions in the company by predicting trends and improving strategies.

McKinsey also seeks to include all employees in the strategic planning of organi-
zations. This is a trend that focuses on reducing hierarchies within and outside com-
panies, and also makes them more flexible, in addition to exchange relationships that
focus on common goals. Socially conditioned evolution in the changing
“employer/employee” relationship creates new problems and potential solutions that
differ from those that the previous generations of leaders worked with. A “new orga-
nization” requires the independent, experienced, globally-oriented teams, young lead-
ers, and a new talent management model.

Although top-level positions remain in companies, leadership is now becoming a
“team sport,” where leaders must inspire and unite teams, and be able to connect with
other groups. Besides, they should share and maximize the use of people and their
abilities. Companies must invest even more in leadership development and automate
transactional and repetitive functions, allowing leaders to devote themselves to nur-
turing and caring for the development of culture and talent.

An instrument such as training, in the context of talent management, is usually
applicable to young professionals. However, large companies such as The Boston
Consulting Group (Bhalla et al. 2018) offer a wide range of training programs,
including in-depth courses to develop the essential skills needed at every stage of career
growth – from a junior consultant to a senior partner.

In this regard, from Russian companies, it is worth noting Sberbank, which con-
ducts training and professional development programs for employees of any level so
that they have the opportunity to listen to lectures by colleagues and invited speakers,
learn bank products and learn how to better interact with colleagues and clients.

Sberbank specially built an educational center to train its employees. Foreign
experts and bank managers teach there. Sberbank is collaborating with Cambridge
English Language Assessment to help employees learn foreign languages. Studying
books from the corporate library helps in the professional and career development of
employees.

The Metro Cash & Carry company has separate training programs for executives
and managers. For example, a company offers a business course that is prepared
according to the standards of leading business administration programs (MBAs). Part
of the training takes place at the Metro Education Center in France. Also, employee
training is not only paid as working time, but employees also receive a supplement for
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successful training. One of the most attractive tools for attracting, retaining, and
developing talent for employees and candidates is international rotation.

The next important tool for the preservation and development of talent is the
personnel reserve.

For example, at MTS, a talent pool program is called “Talent Management.” In
total, 85% of leadership positions are “closed” by internal candidates thanks to the
program. Employees holding various positions in the company, from department heads
to leading specialists and experts, can enter a two-year program. As part of the “Talent
Management” program, MTS personnel is divided into the following three categories:
successors (candidates from among the leaders for managerial positions of the next
level), line employees with high development potential (Hi-Po), and narrow specialists
with any unique expert knowledge or skills, or high efficiency (Hi-Pro) (Sereda 2018).

Heads of departments nominate candidates for the program during the annual
performance evaluation and discuss at the annual collegiate session with the partici-
pation of MTS vice-presidents. If an employee has a consistently high assessment of
performance, high potential, and interest in career advancement, then his chances of
getting into the program are high. After selection, the most critical thing begins, namely
the development of a comprehensive plan for further training for each category. The
plan includes participation in professional conferences, internships, target programs of
the Academy of Success and the Academy of Leadership, programs for the develop-
ment of strategic thinking, emotional intelligence, managerial skills, and much more.

Speaking about the application of foreign talent management strategies in Russia, it
is necessary to take into account the peculiarities of the Russian mentality, the current
economic situation, and the labor market itself. For example, for Russia, such a factor is
characteristic as low mobility of candidates, i.e., a small (in comparison with the
countries of Europe and North America) percentage of applicants is ready to move to
another region where a suitable vacancy has opened. According to a study by the
Russian personnel holding “Ankor,” there is a high demand for mobile personnel from
employers in Russia, on the one hand, and a low level of labor mobility in the labor
market from the candidate field, on the other (Gordeev 2019). In this case, the employer
should provide an appropriate compensation package to interest the candidate.

The involvement of candidates in exciting and large-scale projects continues to be
one of the key factors allowing both to retain a talented employee and to guarantee the
further development of talent.

In Russia, the leadership approaches of most companies to talent management are
still significantly different from the key strategies used by leading countries in this area.

In addition, one should note that in Russia, the approach to forming a pool of
candidates varies significantly depending on the size of the company.

For comparison, the following answers were provided as survey outcomes (Right
Management (ManpowerGroup) n.d.) about talent management methods from the U.S.
company executives:
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• Leadership development (e.g. coaching, employee development with high potential,
succession management, productivity management, multicultural competencies).

• Talent acquisition (e.g., hiring, identifying sources of hiring, selection, and
onboarding).1

• Employee engagement (e.g., engagement and retention strategies, healthcare, per-
formance optimization).

• Individual and team development (e.g., competency modeling, organizational, team,
and individual assessment).

• Organizational effectiveness (e.g. implementing development strategies, change
management).

• Outplacement and change of position (e.g. support for changes in a career, career
management, and development).

4 Conclusion

• In the United States and Europe, talent management focuses on intangible pro-
motion. Recently, one of the problems of large companies is the retention of key
employees, whose interest can be less and less explained by real bonuses. (Often,
top employees themselves call financial compensation “golden cuffs,” and new
strategies need to be developed to maintain employee interest in continuing to work
inside the company). Here, attracting staff to work on complex tasks and projects,
expanding the scope of responsibility, providing more freedom of action, and the
ability to make decisions independently come to the fore. In the case of high-level
talent management, the practice is often when a new project or company line of
business is opened in order to retain a valuable employee.

• For Asian countries, high dynamics of increasing the pool of employees and the
development of their talents are characteristic. Since in countries such as Singapore
and Hong Kong, the share of expats attracted to critical positions is traditionally
high, there is a shift towards the development of their human resources and man-
agement. This trend is dictated primarily by financial requirements. In the context of
the global unstable economic situation, companies operating in relatively young
markets are more likely to opt for leadership development within their own com-
pany, rather than hiring executives from North America or Europe.

• In Russia, the aggregate material remuneration remains the dominant factor. This
approach of company managers does not meet the requirements of the modern
market and requires a shift in emphasis on strategies that are applied by world
leaders in this field. In particular, the use of such a useful talent management tool as
the “development of a management channel” would make it possible to come closer
to solving the personnel crisis problem that many Russian companies face.

1 Onboarding is an acquaintance of new employees with labor activity, adaptation to the social
environment of the organization, and their successful inclusion.
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