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Abstract---Effective human resource management is an important factor in preparing future leaders for a company.
The process encompasses various strategic stages, including selective recruitment, continuous development, and
solid employee retention. In addition, the utilisation of advanced technology and the implementation of diversity and
inclusion values play a major role in creating a dynamic and performance-oriented work environment. In practical
terms, companies that successfully integrate all of these elements can attract and retain the best talent, and create
clear development paths for high-potential employees. This ensures that future leaders have the skills, experience
and motivation needed to lead the company to sustainable success. A holistic approach to human resource
management also ensures that every individual in the company feels valued and can make maximum contributions.
By placing diversity and inclusion as a priority, companies can capitalise on multiple perspectives and diverse
talents, which in turn increases levels of innovation and creativity. Advanced technologies, such as predictive
analytics and collaboration tools, play an important role in supporting this strategy. Ultimately, companies
committed to holistic human capital management not only prepare future leaders but also create a work environment
that empowers every employee to thrive and fulfil their full potential.
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Introduction

In the dynamic era of the Industrial Revolution 4.0, adaptability is key to the survival of every business. The
challenges of digital disruption make competition more intense and unpredictable. Building long-term
competitiveness demands broad and flexible managerial competencies. Therefore, reliable human resource
management is a key focus for smart organisations.

Talent management is the right strategy to prepare superior human resources for the future. This process includes
programmes such as competency-based recruitment, continuous training, career-based performance appraisal, and
retention incentives. By developing individual potential early on, organisations can ensure quality leadership at all
levels (Nickel & Berndt, 2021).

Building future leaders is not only a matter of increasing personal capacity but also determining the direction of
the organisation in the long term. A well-thought-out HR plan is the key to survival during unpredictable disruption.
Unpreparedness in talent management can lead to a leadership vacuum that adversely affects the company's
performance and competitiveness (Wang, 2023).

Unfortunately, many companies do not have an integrated talent management system. Performance appraisals are
still subjective and do not refer to core competencies. This approach often leads to fatal HR planning errors (Voyer,
2022). Therefore, a revitalised talent management system based on data and technology is needed.

At the same time, the shift in workforce demographics due to the influx of millennials and Z-generations into the
workforce adds new challenges in the field of human resource development (Wang, 2023). These generations are
known to have different characteristics and values from previous generations, such as the need for meaning from
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work and work-life balance. Therefore, traditional approaches to talent management applied previously may no
longer be relevant or effective (Roos-Walker, 2021).

The changing technological landscape also demands new competencies from future leaders (Pearce, 2007;
Chambers et al., 2010). The ability to understand and leverage cutting-edge technologies, such as big data, artificial
intelligence and the Internet of Things, is becoming a key prerequisite for leaders who want to remain relevant and
able to take their organisations to compete globally. This means organisations need to integrate technology capability
development into their talent management programmes (Kessler, 2021). In addition, the dynamic and uncertain
business environment requires leaders who are not only adaptive but also proactive in predicting market changes.
Future leaders must be able to act quickly and make decisions based on accurate data. The formation of these skills
must start early through a planned and comprehensive leadership development programme (Tariq, 2024).

Organisational culture also plays an important role in successful talent management. Organisations with cultures
that support continuous learning, innovation and employee capacity building tend to be more successful in
developing and retaining future leaders (Parfitt, 2022). Therefore, the integration of talent management into
organisational culture is an inevitable step (Krishnan & Scullion, 2017).

Equally important is the sustainability and continuity of the talent management programme. This process should
not stop at talent identification, but should also continue to the training, development, and ongoing monitoring
stages. This program requires commitment and support from all levels of the organisation, from top management to
every employee (Starr, 2021).

In a changing global context, organisations are required to adapt to leaders across cultures and geographies. The
ability to adjust to cultural differences and lead teams spread across the globe are important qualities for future
dreamers. Therefore, competency development programmes must also train on issues related to cultural diversity and
globalisation (Tiwari et al., 2022).

Another challenge in talent management is resistance to transformation. Many organisations face the challenge of
changing old paradigms and patterns. Often this resistance stems from the fear of change and the uncertainty that
comes with it (Menon & Hashim, 2023). Overcoming this requires effective communication and the involvement of
all elements of the organisation. Hence, innovation in talent management strategies is necessary. The use of
technology to track and analyse performance, set up coaching programmes, and tailor training to individual needs
can increase effectiveness in preparing future leaders. Technology enables talent development to be more targeted
(Schmitz, 2022). To prepare future dreamers, organisations must also adapt to the principles of sustainability and
social responsibility. Future leaders will not only be judged by achieving financial targets but also by the social and
environmental impact of their decisions. Therefore, sustainability aspects need to be integrated with talent
development programmes (Silenskyte, 2022).

Overall, it is clear that effective talent management is key in preparing future leaders who are competent and
ready to face challenges. Organisations need to adopt a more holistic, systematic and technology-centric approach to
managing their talent development. By doing so, they will not only be prepared for the future but also be able to
create it (Kaliannan et al., 2023; Tarique & Schuler, 2010).

Research Methods

In this study, researchers used the literature research method, which is a research approach used to collect, analyse
and evaluate information that has been published scientifically or academically on a particular topic (Junaidi, 2021;
Abdussamad, 2022; Wekke, 2020).

3 Result and Discussion
Definition and basic concepts of talent management

Talent management is a strategic approach to managing human resources that aims to attract, develop, and retain
talented individuals within the organisation. It involves a series of processes such as recruitment, training, career
development, performance appraisal, and employee retention, with a focus on ensuring that the organisation has a
competent and motivated workforce (Kravchenko, 2022). Through talent management, companies can identify and
maximise the potential of their employees, and ensure their readiness to face future business challenges. This
strategy seeks to create a work environment that supports continuous professional and personal development
(Tamayo Orbegozo & Castillo-Apraiz, 2022).

Talent management consists of several important elements that work together to ensure an organisation has a
competent workforce and optimal talent. Firstly, recruitment and selection are key elements in identifying and
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attracting qualified individuals who fit the needs and culture of the organisation (Hulett & Shatto, 2021). This
process involves screening potential candidates and using various selection tools such as interviews, aptitude tests,
and psychological assessments. Secondly, career development and training is an important aspect that focuses on
improving employees' skills and knowledge through training, mentoring, and coaching programmes. This not only
helps employees to develop but also increases their productivity and job satisfaction (Tarique, 2021).

Furthermore, performance appraisal is another important element. Through systematic and structured
performance appraisals, managers can measure employee performance against set goals and provide constructive
feedback. This helps in individual development and identification of additional training needs. Succession
management is also a vital element that ensures there is a clear plan to replace key positions in the organisation when
changes occur (Jay, 2023). Finally, employee retention is about keeping the best talent in the organisation through
various motivational strategies, such as competitive compensation and benefits, performance recognition, and
creating a positive and supportive work culture (Page, 2022). By integrating all these elements, talent management
can be effective in supporting the organisation's strategic goals and dealing with the changing market dynamics.

Future Leaders

Future leaders are required to demonstrate the best leadership qualities and strategies to take the organisation forward
towards a brighter future. Some of the main characteristics that must be possessed are long-term strategic thinking,
forward-looking vision, and flexibility to adapt to changing times. In addition, inner resilience and a strong mentality
are needed to face various challenges that often arise (Alzahmi et al., 2021). Good communication skills and the
ability to collaborate with various stakeholders are also required. Empathy and inclusive leadership are important to
understand all members and create a conducive working atmosphere for all. Last but not least, a commitment to
lifelong learning and continuous innovation is necessary to anticipate the rapid changes of the digital age (Galunic,
2020).

To meet the challenges of the future, leaders must master a variety of competencies. Long-term thinking and the
ability to identify future trends are key. The ability to evaluate risks and opportunities and make quick decisions is
required. Emotional intelligence and empathy are also important to understand all team members. Emotion
management, conflict resolution, and trust-building skills help create a work environment of synergy and strong team
loyalty (Caya et al., 2022).

Alongside this, competence in communicating effectively is essential for future leaders. The ability to convey
messages, listen with empathy, and stimulate open dialogue enables leaders to motivate teams towards a common
goal. Adaptability and flexibility are also critical competencies, as changes in technology, consumer preferences, and
market dynamics require leaders who can adapt quickly and be responsive to change (Wiblen, 2021). They must
continue to drive innovation and development, learning from failures and new skills consistently. Beyond that, a
commitment to sustainable development and social responsibility is also becoming increasingly important, with
leaders needing to ensure that their organisations are not only financially successful but also environmentally and
socially responsible. By combining all of these competencies, future leaders will be better equipped to meet the
challenges and capitalise on the opportunities that exist in an ever-evolving era (Lestari, 2023).

In addition to these competencies, data-driven leadership is an increasingly vital skill. Future leaders need to have
the ability to effectively analyse data and use it to inform decision-making. They must understand how to leverage
analytics and big data technologies to extract insights that can drive organisational growth and productivity (Saikia,
et al., 2022). The ability to inspire and keep teams motivated is also crucial, given the challenges of maintaining team
enthusiasm and commitment in a work environment that may be geographically dispersed or rapidly changing. In
this regard, providing appropriate rewards and recognition, as well as building a positive work culture, are key
elements (Shaikh, 2024).

Network development and strategic alliances are important competencies for future leaders. They need to be able
to build and manage strong relationships with various stakeholders, including shareholders, customers, local
communities and other organisations. Strong negotiation skills and a global outlook help expand the organisation's
reach and contribution. Ethics and integrity remain the cornerstones, as high moral behaviour breeds trust and long-
term credibility (Wittrich, 2022).

To conclude, aspiring leaders are encouraged to develop various skills, including strategic thinking, emotional
intelligence, communication skills, adaptability, evidence-based leadership, team inspiration, relationship building,
and integrity. By possessing these competencies, they will be better prepared to face tomorrow's challenges, lead
effectively in dynamic situations, and create sustainable added value for the organisation and society at large.
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Investing in the development of these competencies is key to successful leadership in the modern era that is
constantly moving forward.

Best practices in talent management

The recruitment process is a critical phase in talent management. Best recruitment practice involves using a strategic
and data-driven approach to identify the best candidates. This includes the use of analytical tools to assess
candidates' potential and fit with the organisation's culture (Swailes, 2021). In addition, the development of clear and
compelling job descriptions and the use of various recruitment platforms to reach a wider audience are steps that can
improve the quality of candidates. Consistently structured interviews also help ensure that candidate evaluations are
conducted objectively and fairly (Schweitzer et al., 2023).

Effective talent management does not end after recruitment; rather, ongoing development and training are key
pillars to ensure that existing talent continues to grow and develop. Best practice in this regard involves providing
relevant and individualised training programmes, whether through workshops, online courses, or mentor-mentee
programmes (Haziroh et al., 2023). Using a hybrid learning approach that combines online and offline training can
provide greater flexibility and access for employees. In addition, creating clear career paths and supporting internal
leadership development can improve talent motivation and retention (Nasir, 2023).

Providing transparent performance evaluation and feedback is an important practice in talent management. Best
practice in performance evaluation includes the use of objective and clear criteria-based evaluation systems, as well
as the provision of constructive and regular feedback. This evaluation process not only assesses employee
achievements but also identifies areas of development and opportunities for improvement (Wilson, 2020). The use of
technology, such as cloud-based performance management systems, enables real-time performance monitoring and
supports transparency. Open and supportive communication between management and employees creates a more
positive and productive work environment and increases employees' sense of belonging and attachment to the
organisation (Vashishth et al., 2024).

Talent retention is a crucial aspect of talent management that is often overlooked. The best practice for keeping
top talent within the organisation involves effective employee engagement strategies. This includes recognising
employee contributions through various forms of rewards and incentives, both financial and non-financial (Haddock-
Millar & O'Donchue, 2021). In addition, creating an inclusive and supportive work environment, where employees
feel valued and listened to, can increase their loyalty and commitment to the company. Conducting regular employee
engagement surveys can also provide insight into employee feelings and satisfaction, and help management make
better decisions (Semwal, 2021).

The application of technology in talent management can improve the efficiency and effectiveness of various
processes. Best practices in this regard include the adoption of an integrated talent management system that enables
performance tracking, training management, and succession planning in a more structured manner. The use of data
analytics can also provide deeper insights into performance trends and employee development potential (Schweitzer
et al., 2023). In addition, technologies such as artificial intelligence (Al) can assist in the recruitment process by
screening candidates more quickly and accurately. Thus, organisations can make more informed and strategic
decisions in managing their talent (Aleksander, 2021).

As such, effective talent management requires the implementation of holistic and sustainable best practices, from
strategic and data-driven recruitment processes to employee development, evaluation, and retention. With a focus on
continuous development and training and the application of advanced technology, organisations can create a work
environment that supports employee growth and engagement. Transparent evaluation and feedback, as well as
recognising employee contributions, also help to maintain the satisfaction and loyalty of top talent. By combining
these approaches, companies can not only attract and retain quality talent but also ensure they thrive and contribute
to the organisation's long-term success (Adiwinata et al., 2022).

Effective talent management strategies

An effective talent management strategy requires a careful recruitment process with a focus on candidate quality.
Organisations need to identify the skills required for different roles, and then recruit potential employees through
different recruitment channels (Masenya, 2022). Technologies such as analytics and artificial intelligence systems
can help screen candidates more efficiently and accurately. This strategy also involves creating a strong employer
brand, such as a company's commitment to diversity and inclusion, healthy work culture and career development
opportunities to attract top talent (Burgess & Pichler, 2021).
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People development is also important in effective talent management. Companies should provide ongoing
training programmes that are aligned with individual career development needs and the company's strategic goals.
Formal training, mentoring, and task rotation programmes are some of the methods that can be applied (Fransisca &
Saputro, 2023). In addition, organisations need to encourage a culture of learning in the workplace so that employees
are motivated to continuously improve their competencies. By doing so, companies not only empower employees
with relevant skills but also increase their sense of belonging and commitment to the organisation (Yarnell et al.,
2023).

Talent retention is another important component of an effective talent management strategy. Ensuring employees
feel valued and listened to through regular feedback mechanisms can increase their engagement and loyalty.
Providing the right rewards, be it financial incentives, non-monetary recognition or career development
opportunities, can add to employee motivation (Bush, 2020). Moreover, creating an inclusive and supportive work
environment, where there is a work-life balance, is also very important. By implementing these measures,
organisations can retain and maximise talent potential for long-term success (Baylon & Dragomir, 2022).

Technology also plays an important role in effective talent management strategies. Modern Human Resource
Management systems not only help with employee data tracking but also provide predictive analytics that can help
with strategic decision-making. For example, analytics can identify trends in employee performance over time,
allowing managers to take early action to address issues or celebrate successes. Technology can also offer flexibility
through remote working tools and collaboration platforms, which is important in the context of a world of work that
is increasingly shifting to remote working (Kiinneke, 2020).

Organisations that want to excel in talent management must also put diversity and inclusion at the forefront of
their strategy. By supporting diversity in multiple dimensions - such as gender, race, socioeconomic background, and
sexual orientation - organisations can tap into diverse viewpoints and skills that can enhance innovation and
creativity (Herrmann & Rundshagen, 2020). In addition, an effective inclusion strategy ensures that every employee
feels welcome and can make maximum contributions, which is crucial for empowering the whole person and
improving overall team performance.

In conclusion, an effective talent management strategy is an integration of a thorough recruitment process,
continuous development, strong employee retention, utilisation of technology, and implementation of diversity and
inclusion values. By combining all these elements, organisations can not only recruit and retain top talent but also
build a dynamic and performance-oriented work environment. In turn, this will lead organisations to long-term
success and sustainability in a competitive market (Amabile et al., 2004; Raziq & Maulabakhsh, 2015).

3 Conclusion

Reliable human resource management is a critical factor for preparing future leaders within the organisation. This
process includes careful recruitment, continuous development and retention of solid employees, as well as the
utilisation of technology and the implementation of a culture of diversity and inclusiveness. Companies that
successfully integrate all these elements will be able to attract and retain the best talent and build a dynamic and
performance-focused work environment. By doing so, they can create a clear development path for high-potential
employees, ensuring that future leaders have the capacity, experience and motivation needed to lead the company to
sustainable achievements.

Furthermore, this holistic approach to human capital management also ensures that each individual feels valued
and can make optimal contributions to the team and the organisation as a whole. By prioritising diversity and
inclusiveness, companies can tap into diverse perspectives and talents, which will enhance innovation and creativity.
Modern technology plays an important function in supporting this strategy through predictive analytics and
collaboration tools. Finally, organisations committed to holistic human capital management not only prepare future
leaders but also create a work environment that allows every employee to thrive and reach their full potential.

Acknowledgements
Thank you for helping this manuscript so that it can also be accepted and published in international journals.



165

References

Abdussamad, Z. (2022). Buku Metode Penelitian Kualitatif.

Adiwinata, D., Irawan, I., Adha, S., & Kusuma, H. W. (2022). The influence of organizational culture and work
environment toward lecturer performance with instrinsic motivation as intervening variables. International
Journal of Business, Economics and Management, 5(4), 287-296. https://doi.org/10.21744/ijbem.v5n4.1981

Aleksander, A. (2021). Industry 4.0 and Its Impact on Future Business Leaders. In Management Education and
Automation (pp. 76-93). Routledge.

Alzahmi, R. A., AlMazrouei, H., & Zacca, R. (2021). Developing future leaders: Evidence of talent management
planning. International Journal of Customer Relationship Marketing and Management (IJCRMM), 12(4), 46-60.

Amabile, T. M., Schatzel, E. A., Moneta, G. B., & Kramer, S. J. (2004). Leader behaviors and the work environment
for creativity: Perceived leader support. The leadership quarterly, 15(1), 5-32.
https://doi.org/10.1016/j.leaqua.2003.12.003

Baylon, A. M., & Dragomir, C. M. (2022). Next Type of Maritime Leaders for a Sustainable Global Future Maritime
Business. In Handbook of Research on the Future of the Maritime Industry (pp. 268-289). IGI Global.

Burgess, B., & Pichler, S. (2021). Integrating Talent Management and Performance Management: A Workforce
Differentiation Perspective. In The Routledge Companion to Talent Management (pp. 522-538). Routledge.

Bush, T. (2021). New Year and new perspectives: Towards a post-Covid future for educational leaders. Educational
Management Administration & Leadership, 49(1), 3-4.

Caya, B. A., Djamil, M., Sutawijaya, A. H., & Affini, D. N. (2022). Development Of A Systematic, Accountable
And Inclusive Mechanism Through Talent Management In Preparing Future Leaders. Journal limiah Manajemen
dan Bisnis ISSN, 8(2), 175-190.

Chambers, L., Drysdale, J., & Hughes, J. (2010). The future of leadership: A practitioner view. European
Management Journal, 28(4), 260-268. https://doi.org/10.1016/j.emj.2010.05.005

Fransisca, V., & Saputro, W. E. (2023). Leaders Shaping The Future: Required Management Skills. American
Journal of Economic and Management Business (AJEMB), 2(6), 226-230.

Galunic, C., & Galunic, C. (2020). Developing Talent and Capabilities. Backstage Leadership: The Invisible Work of
Highly Effective Leaders, 187-232.

Haddock-Millar, J., & O’Donohue, W. (2021). Green human resource management and talent management.
In Contemporary Talent Management (pp. 315-333). Routledge.

Haziroh, A., Putra, F., Christi, M., & Demircioglu, A. (2023). Fe-Lead: An Exploration Study To Create Future
Leaders In Government Agency Through Talent Management. Jurnal Manajemen Dayasaing, 25(2), 152-168.
Herrmann, B., & Rundshagen, V. (2020). Paradigm shift to implement SDG 2 (end hunger): A humanistic
management lens on the education of future leaders. The international journal of management education, 18(1),

100368. https://doi.org/10.1016/j.ijme.2020.100368

Hulett, B., & Shatto, B. (2021). Clinical Nurse Leaders: Illuminating and leading the future. Nursing
Management, 52(8), 49-51.

Jay, A. D. (2023). Cultivating a New Future: Transformational Leadership in Urban Agriculture.
In Transformational Leadership Styles for Global Leaders: Management and Communication Strategies (pp.
414-450). 1GI Global.

Junaidi, J. (2021). Anotasi Metodelogi Penelitian Kualitatif John W. Creswell.

Kaliannan, M., Darmalinggam, D., Dorasamy, M., & Abraham, M. (2023). Inclusive talent development as a key
talent management approach: A systematic literature review. Human Resource Management Review, 33(1),
100926. https://doi.org/10.1016/j.hrmr.2022.100926

Kessler, E. (2021). A wisdom-based approach for developing Globally talented leaders. In Contemporary Talent
Management (pp. 109-125). Routledge.

Kravchenko, T. (2022). Innovative Entrepreneurship and Startup Management. In Shaping a Sustainable Future (pp.
239-256). Nomos Verlagsgesellschaft mbH & Co. KG.

Krishnan, T. N., & Scullion, H. (2017). Talent management and dynamic view of talent in small and medium
enterprises. Human Resource Management Review, 27(3), 431-441. https://doi.org/10.1016/j.hrmr.2016.10.003
Kiinneke, J. (2020). Nourishing the Potential Pipeline: The Role of Supervisors’ Performance Management Skills in

Career Outcomes of Future Leaders. Available at SSRN 3515494,

Lestari, G. (2023). Effective Strategies for Identifying, Nurturing, and Retaining Future Leaders. Advances in Human
Resource Management Research, 1(3), 164-174.

Masenya, T. M. (2022). Integrating talent and knowledge management practices in the new normal business
environment: developing future leaders in public sector organizations. In Navigating the new normal of business
with enhanced human resource management strategies (pp. 113-144). 1GI global.


https://doi.org/10.21744/ijbem.v5n4.1981
https://doi.org/10.1016/j.leaqua.2003.12.003
https://doi.org/10.1016/j.emj.2010.05.005
https://doi.org/10.1016/j.ijme.2020.100368
https://doi.org/10.1016/j.hrmr.2022.100926
https://doi.org/10.1016/j.hrmr.2016.10.003

166

Menon, A. S. A., & Hashim, M. S. (2023). Branding the Women Leaders in Aviation: What Does It Takes?.
In Women in Aviation: Management, Talent and Empowerment During Crisis Era (pp. 81-95). Singapore:
Springer Nature Singapore.

Nasir, M. (2023). Future Business Leaders Required Management Skills. American Journal of Economic and
Management Business (AJEMB), 2(10).

Nickel, S., & Berndt, C. (2021). Lust auf Change: EIf Co-Creation-Storys fur eine gelungene Transformation.
Haufe-Lexware.

Page, S. (2022). Culture in the Future Leaders’ Programme: A qualitative analysis.

Parfitt, C. M. (2022). Basics of Talent Identification. Succession Planning.

Pearce, C. L. (2007). The future of leadership development: The importance of identity, multi-level approaches, self-
leadership, physical fitness, shared leadership, networking, creativity, emotions, spirituality and on-boarding
processes. Human Resource Management Review, 17(4), 355-359. https://doi.org/10.1016/j.hrmr.2007.08.006

Razig, A., & Maulabakhsh, R. (2015). Impact of working environment on job satisfaction. Procedia economics and
finance, 23, 717-725. https://doi.org/10.1016/S2212-5671(15)00524-9

Roos-Walker, E. (2021). A talent management future for economic immigration in canada: building on best practice
diversity/inclusion and intercultural competence training (Doctoral dissertation, Toronto Metropolitan
University).

Saikia, M. A., More, M. R., & Dur Khan, D. S. G. (2022). Emphasis on Post Graduate Degree for Developing Future
Leaders. International Journal of Social Science and Human Research, 562.

Schmitz, M. (2022). Sustainable Futures of Business—Future Studies Meets Sustainable Management Education.
In Shaping a Sustainable Future (pp. 87-108). Nomos Verlagsgesellschaft mbH & Co. KG.

Schweitzer, F., Malek, S. L., & Sarin, S. (2023). Exploring the future of market driving: A dialogue with marketing
thought leaders. Industrial Marketing Management, 113, 277-294.
https://doi.org/10.1016/j.indmarman.2023.06.010

Semwal, S. (2021). Impact on future young leaders: Challenges and opportunities. Journal of Management Research
and Analysis, 8(1), 35-40.

Shaikh, S. A. (2024). Empowering Gen Z And Gen Alpha: A Comprehensive Approach To Cultivating Future
Leaders. Futuristic Trends in Management Volume 3 Book 9,

Silenskyte, A. (2022). Teaching diversity management online: A learning journey for achieving inclusion. Shaping a
sustainable future: Innovative teaching practices for educating responsible leaders.

Starr, C. W. (2021). APUS: Nurturing our leaders and future leaders. Space Education & Strategic
Applications, 2(1).

Swailes, S. (2021). Exclusive talent management: Examining ethical concerns and boundaries. In The Routledge
companion to talent management (pp. 280-292). Routledge.

Tamayo Orbegozo, U., & Castillo Apraiz, J. (2022). Sustainable Marketing and Sales Management.

Tariq, M. U. (2024). Al and the Future of Talent Management: Transforming Recruitment and Retention With
Machine Learning. In Global Practices on Effective Talent Acquisition and Retention (pp. 1-16). IGI Global.

Tarique, 1. (2021). Talent management: An introduction. In The Routledge companion to talent management (pp. 1-
6). Routledge.

Tarique, 1., & Schuler, R. S. (2010). Global talent management: Literature review, integrative framework, and
suggestions for further research. Journal of world business, 45(2), 122-133.
https://doi.org/10.1016/j.jwb.2009.09.019

Tiwari, P., Rajput, N., & Garg, V. (2022). Artificial intelligence and talent acquisition-role of HR leaders in
adoption. In 2022 3rd International Conference on Intelligent Engineering and Management (ICIEM) (pp. 313-
317). IEEE.

Vashishth, T. K., Sharma, V., Sharma, K. K., & Chaudhary, S. (2024). Future-Proofing Talent Management:
Anticipating the Evolution of AloCF Model in the Digital Economy. In Al-Oriented Competency Framework for
Talent Management in the Digital Economy (pp. 153-171). CRC Press.

Voyer, P. A. (2022). A Guiding Framework for Leaders in Uncertain Times: Learning from GTM in the Canadian
Military. In Global Talent Management During Times of Uncertainty (pp. 41-55). Emerald Publishing Limited.
Wang, J. (2023). Digital inclusive finance and rural revitalization. Finance Research Letters, 57, 104157.

https://doi.org/10.1016/j.frl.2023.104157

Wekke, 1. S. (2020). Desain Penelitian Kualitatif.

Wiblen, S. (2021). Digitalised talent management: an introduction. In Digitalised Talent Management (pp. 1-17).
Routledge.


https://doi.org/10.1016/j.hrmr.2007.08.006
https://doi.org/10.1016/S2212-5671(15)00524-9
https://doi.org/10.1016/j.indmarman.2023.06.010
https://doi.org/10.1016/j.jwb.2009.09.019
https://doi.org/10.1016/j.frl.2023.104157

167

Wilson, J. (2020). Future Forward: Prepping Tomorrow’s Leaders Today.

Wittrich, A. (2022). Ethical decision-making in the work of project leaders-why ethics gains in importance in future
project management. In Business and Management’2022, The 12th International Scientific Conference"” Business
and Management”, 12-13 May 2022 Vilnius, Lithuania (pp. 1-10). Vilnius: Vilnius Gediminas Technical
University.

Yarnell, A., Carrefio, P. K., Davis, L., McGovern, M., & Keller, M. (2023). Leaders, talent management, and allies:
the keys to successful integration in the combat arms. Military Medicine, 188(Supplement_4), 41-49.



