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In the contemporary knowledge-driven and competitive landscape, strategic priorities for organizations have shifted toward fostering
career success and optimizing talent management. The way companies generate value through their human capital is totally changed by challenging
technological breakthroughs, global integration, and shifting employee expectations. Although implementing robust talent identification, growth,
and retention frameworks can markedly boost organizational efficiency and innovative potential, the practical execution of these strategies remains
inconsistent across the corporate sector.

Evaluating how talent management initiatives contribute to professional success presents a significant scholarly and practical
challenge. Career outcomes are shaped by a complex interplay between corporate HR investments and personal issues, such as personal ambitions,
traits, and perceptions of success. Consequently, professional achievement should be conceptualized as a dual-dimensional construct: it includes
objective metrics (rank, salary, and formal status and subjective sides like professional fulfillment, personal growth, work-life harmony.

Career progression efficiency within a corporate environment is primarily governed by two variables: the institutional capacity to
deploy integrated talent management frameworks and the balance between corporate opportunities and personal goals. This research draws upon
a systematic review of modern literature in human resources, organizational psychology, and career theory, merging theoretical frameworks with
empirical data on various success indicators.

The findings suggest that a lack of cohesive talent management practices restricts the potential for sustainable professional
advancement, which in turn diminishes worker motivation and loyalty. In contrast, enterprises that adopt holistic management systems foster an
environment conducive to leadership development, continuous growth, and long-term organizational stability. When corporate strategies are
effectively synchronized with personal career trajectories, it results in higher employee dedication and a more resilient talent pool.

The study confirms that an integrated talent management system works as a comprehensive engine for maximizing both personal
professional achievement and institutional competitiveness. Such frameworks empower companies move from traditional administrative oversight
to the strategic enhancement of human capital. Achieving lasting results requires a simultaneous commitment to identifying potential, supporting
professional education, cultivating a positive culture, and establishing long-term career planning protocols.
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PROBLEM STATEMENT AND ITS RELATIONSHIP WITH IMPORTANT
SCIENTIFIC AND PRACTICAL TASKS

Human capital has become nowadays the central factor behind organizational resilience and
sustained competitive advantage. As global markets continue to experience rapid digital and structural
transformations, an organization’s success increasingly depends on how effectively it can utilize a
workforce with advanced skills and strong adaptability. Recent research indicates that the concept of career
success has shifted: it is no longer limited to upward mobility or financial rewards, but now also
encompasses psychological well-being, professional self-fulfillment, and the match between individual
goals and organizational possibilities.

Consequently, Talent Management has transitioned into a core strategic function, merging diverse
processes like acquisition, succession planning, and continuous development. However, a persistent gap
remains in aligning these institutional efforts with the subjective career visions of employees - factors that
are critical to sustaining motivation and long-term organizational loyalty.

It is important to redefine career success as a multidimensional concept. This requires integrating
objective indicators with subjective elements. However, academic research often examines these
dimensions separately, which constrains a comprehensive understanding of the complex interplay
between organizational policies and individual employee experiences. Incorporating both dimensions of
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success into a strategic Talent Management system is crucial for academic insight and improving HR
practices.

ANALYSIS OF RESEARCH AND PUBLICATIONS

Traditional human resource management primarily focuses on talent acquisition and development
within an organization, often neglecting the potential of leveraging industry best practices, adopting
advanced technologies and collaborating with key stakeholders [5]. It is proven that in today’s conditions,
the HR-function of the enterprise should be implemented through flexibility, integration into the business
and be able to attract, retain and develop talent [8]. Firstly, the study explores the growing importance of
sustainable HRM and its integration within business processes [17]. Secondly, another study talks about
career management for life [4]. Another paper traces the link between the protean concept and the context
of growing organizational restructuring, decentralization, and globalization [6]. Finally, it is showed that
human talent management has a significant impact on labor productivity [11].

Talent management is crucial as well for global organizations because it ensures that the right
people with the right competencies are positioned to drive the company’s strategic objectives, though
traditional exclusive approaches to TM focus on a small number of “talented” employees to staff key
positions for value creation [15]. Strategic talent management [2] defines as activities and processes that
involve the systematic identification of key positions which differentially contribute to the organisation's
sustainable competitive advantage, the development of a talent pool of high potential and high performing
incumbents to fill these roles, and the development of a differentiated human resource architecture to
facilitate filling these positions with competent incumbents and to ensure their continued commitment to
the organisation. The results demonstrated that talent management has a significant and positive influence
on innovation capability [14]. And in general, a strategic view of what managers must do to win the war
for talent showed in the study [10].

The impact of talent management on work engagement and organizational performance, with a
particular focus on the mediating role of emotional intelligence opened in [1]. The relationship between
supervisor mentoring support and career success is well-established in the study of [3]. And the article [16]
reflects on conceptualizations of objective and subjective career success and their relative value to the field.
As an example, the article [7] aims to examine how perceived supervisor and organizational support
mediate the association between talent management and work engagement in Bangladesh’s manufacturing
industry. And Menezes D. et al. [9] examine how the mediating effect of psychological empowerment,
along with the impact of talent management, affects improving employee retention.

UNRESEARCHED PARTS OF THE PROBLEM STATEMENT

Although a considerable body of research exists on career success and Talent Management, a
comprehensive integration of these two domains remains limited. Existing studies often divide the topic,
examining external career outcomes - such as salary, job titles, and hierarchical progression - separately
from internal, psychological aspects like personal fulfillment, mental health, and sense of work.
Furthermore, nowadays Talent Management approaches are frequently analyzed as isolated HR tools
rather than as interconnected systems that shape both organizational stability and employees’ career
trajectories.

A major challenge lies in the absence of a coherent theoretical framework that effectively connects
individual career success with organizational Talent Management practices. Existing theories tend to
emphasize personal attributes as the primary drivers of career outcomes, while organizational factors are
treated as secondary or contextual. This gap restricts a deeper understanding of how corporate strategies
and individual agency interact in jointly shaping career success.

OBJECTIVE FORMULATION
The primary aim of the study is to conceptualize and validate the relationship between career
success and Talent Management systems by integrating objective career outcomes with individuals'
subjective experiences, as well as to define their role in supporting the strategic development of
organizations

RESEARCH MATERIAL PRESENTATION
Business resilience in a crisis is not a passive ability to "survive" an adverse period, but an active
ability of an organization to maintain a strategic course, support key processes and emerge from the crisis
with renewed potential. The problem is that most domestic enterprises still perceive the HR department as
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a structure that performs mainly administrative functions - recruiting, personnel accounting. Such an
approach in crisis conditions turns out to be catastrophically insufficient.

HR management in this context performs at least 5 interrelated functions: stabilizing,
communicative, adaptive, motivational and protective. It is in crisis conditions that companies tend to
resort to mass layoffs as the first and most obvious way to reduce costs. However, studies show that
personnel restructuring without prior HR analysis leads to the loss of up to 40% of competencies critically
needed for recovery from the crisis [3, p. 117]. A competent HR strategy involves, first of all, an audit of
positions, identifying employees with unique competencies and developing individual retention packages
for them.

The understanding of career success has expanded far beyond simple upward movement within
organizational hierarchies. In academic discourse, it is viewed as a multidimensional concept that extends
beyond the attainment of a specific occupational status or financial well-being, but also professional self-
actualization, job satisfaction, avenues for skills acquisition and growth, and the ability to maintain a
healthy work-life balance.

This perspective combines objective indicators of career success - such as position, income, and
professional accomplishments - with an individual’s personal assessment of their career path and overall
job satisfaction. Such an integrated approach has become widely accepted within career development
theory. In particular, J. Greenhaus et al. [4] emphasize that a modern individual's career is increasingly
becoming more individualized and depends not only on organizational opportunities but also on personal
values and life priorities.

Objective career success is connected with external, socially measurable indicators of an employee's
professional activity within an organization or professional area. These indicators include:

— job status - vertical promotion, expansion of authority (managerial) and areas of responsibility;

— income level - salary growth dynamics, bonuses, and options;

— social prestige - professional achievements, presence of awards or recognition, responsibility
range;

— market value - demand for a specialist in the labor market (in terms of the quantity and quality
of recruitment offers from headhunters) and job stability.

Objective criteria are important for organizations as they allow for the assessment of career
progression efficiency and the shaping of personnel development systems.

However, People Analytics shows increasing attention to the subjective dimension of career
success, as it determines employee motivation and loyalty to the organization. These indicators reflect an
individual's perception of their own professional journey and include the following criteria:

— job (career) satisfaction - alignment of the actual state of affairs with the individual's
expectations and goals;

— psychological comfort - absence of excessive stress;

— Work-Life Balance - balance within professional achievements and personal life;

— self-actualization - the ability to realize personal potential, talents, and values through work.

It was stated [4] that subjective career success characterizes the degree to which a person feels their
career aligns with their own values and life expectations.

Thus, career success factors are identified - these are determinants of the likelihood of attaining
professional advancement and realizing career goals. They are commonly grouped by their point of origin
(Table 1).

Additionally, labor market transformations spread the concept of the "protean career" [6].
According to this concept, responsibility for career development is increasingly shifting from the
organization to the individual. In this context, career success is defined not only by external achievements
but primarily by an individual’s ability to adapt to change, continuously develop competencies, and shape
their own professional trajectory in alignment with personal values.

So, career success is a complex phenomenon formed under the influence of personal,
organizational, and socio-economic factors. Its assessment is conducted based on objective and subjective
criteria, which reflect both professional achievements and the degree of satisfaction an individual derives
from their career. For example, the research [13] focuses on a comprehensive integration of motivation and
career with the industry-specific features of strategic development, which allows for a more thorough
diagnosis of internal preconditions for transformational changes at enterprises.

It should be noted that in modern organizations, employees’ career success is closely associated
with the Talent Management framework. This term came into broad use in the late 1990s following a study
by McKinsey & Company on the "War for Talent" phenomenon, as a reaction to the transformation from
an industrial economy to a knowledge-driven economy. The study highlighted that organizations capable
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of attracting, developing, and retaining talented employees have significant market-based competitive
advantages. This study is considered one of the primary sources of modern talent management theory [10].

In academic literature, Talent Management is understood as a comprehensive system of strategic
human resource management focused on identifying, attracting, developing, and ensuring the retention of
high-potential employees with critical competencies.

Table 1
Career success factors
Factors Category / Belonging Examples Key Features
Individual - Education level and professional training; Personal factors are key to
characteristics of the - Professional competencies; forming an individual
employee - Motivation for development; career trajectory.
- Purposefulness;
Personal - Communication skills;
(Individual) - Leadership qualities;
- Emotional intelligence;
- Learning agility;
- Adaptability to change;
- Self-management.
- Corporate culture; Organizations that
- Talent management system; actively implement Talent
Shaped by the - Personnel development programs; Management systems, for
oreanizational - System of performance appraisal; example, provide greater
Organizational T8 - Professional training opportunities; opportunities for
environment and HRM - . ,
- Mentoring and coaching; employees’ career
framework . .
- Talent pool (succession planning); development.
- Reward and motivation system;
- Management support.
- Labor market conditions;
- The overall economic conditions of the country;
. They can accelerate or
. . . - Demand for the profession; .
Socio- Associated with the limit the career
. . - Industry development trends; .
economic external environment . . opportunities of
- Social networks and professional contacts
N employees.
(networking);
- Globalization and digitalization of the economy.

Source: compiled based on [4; 16]

Many organizations today face talent shortages, often due to ineffective recruitment and selection
processes. Therefore, implementing a well-designed Talent Management framework is important for both
retaining valuable employees and strengthening long-term competitive benefits.

As described by researchers [2], Talent Management is a system of strategic HR practices aimed at
identifying key positions in an organization and developing employees who have the potential to ensure
the organization's long-term competitive advantage.

An innovative talent management system is a tool for selecting and attracting highly qualified
personnel to an organization, one of the central elements of which is the use of data and analytics for
decision-making [14]. The talent management process begins with strategy development (Fig. 1).

Thus, Talent Management system consists of a set of interconnected processes designed to ensure
the effective utilization of an organization’s human potential. The main components of Talent Management
are presented in the table 2.

It is appropriate to admit that the creation of a strategic talent management ecosystem includes the
following essential constructs for their development: attracting talented employees and their targeted
development, creating agile teams and talent leaders, and supporting an agile management culture. Their
integration and successful implementation within an enterprise are significant factors in increasing
competitiveness, survival, and strategic development.
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Understanding strategy goals — it is necessary to identify which specialists
are lacking and which specific experts can help achieve the goals

L

2.Measuring results — using various indicators and data analytics to
understand how well the strategy is working

3.Involving colleagues in the talent management strategy — it is important to
involve employees from other teams in this process

4.Formulating clear goals and objectives — every employee must clearly
understand their goals and tasks; therefore, OKRs and KPIs can be utilized

on employee productivity

5.Conducting performance reviews — regular reviews and constant
feedback will help improve communication and have a qualitative impact

Fig. 1. Stages of Strategic Talent Management
Source: compiled based on [7; 15]

sustain employee motivation.

- Employee engagement programs;
- Flexible forms of work organization.

Table 2
Main elements of the Talent Management System
Stage Content Tools
involves identifying high-potential - Competency assessment;
1. Talent employees who play a key role in - Employee potential assessment;
Identification accomplishing the organization’s strategic | - Assessment Center methods;
goals. - Performance analysis.
is focused on identifying and attracting - Strategic recruiting;
2. Talent highly qualified professionals capable of - Employer Branding;
Acquisition driving the organization’s innovative - Collaboration with educational institutions;
development. - International talent search.
- Professional training programs;
3. Talent entails the 'development of .professio.naIA - Mento.ring,'
Development competencies and leadership potential in - Coaching;
employees. - Leadership development programs;
- Individual development plans.
- Competitive reward system;
4 Talent involves creating 'conditions that support - Career growth opportunities;
Retention long-term professional development and - Corporate culture development;

5. Succession
Planning

preparing an internal talent pool to fill
critical managerial positions.

- Competency assessment;

- Performance-Potential Matrix (9-Box Grid);
- Assessment Center;

- Individual Development Plan (IDP);

- Leadership development programs;

- Job Rotation, mentoring;

- HR analytics and personnel databases.

Source: compiled based on [7; 11]

The primary advantages of adopting the concept of talent management include:
1. Strategic Significance:
— ensuring competitiveness. In a world where technologies are easily copied, people remain the
only unique resource;
- increasing innovation. Talented employees more open to generate non-standard ideas and
implement changes more effectively.
2. Economic Significance:
— reducing turnover costs. Retaining a "star" player is significantly cheaper than searching for and
onboarding a new one;
— growth in profitability. Extensive studies validate the direct link between effective talent
management practices and enhanced corporate profitability (ROI on human capital);
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3. Socio-psychological Significance:

- corporate culture development. A focus on development creates a high-achievement
environment;

- increasing loyalty. Employees who see growth prospects demonstrate a higher level of
Employee Engagement;

- succession planning. T The talent management framework enables the establishment of a robust
internal and external talent pipeline for managerial positions, ensuring stability in organizational
management.

A crucial aspect of the strategic development of organizations is the digitalization of HR processes,
which fundamentally transforms the technological landscape of personnel management. In the context of
talent management, digitalization acts as a mediator between objective performance indicators and the
subjective perception of career success, allowing companies to respond more flexibly to modern business
environment challenges [12]. A significant tool for the digital transformation of HR management is
gamification. The integration of gamification elements in talent management processes not only objectifies
learning outcomes but also significantly boosts employees' subjective satisfaction with career progress,
creating a dynamic and interactive environment for strategic organizational development [18]. An
important direction of modern anti-crisis HR is also the innovativeness of approaches to process
management. Chernikova N. et al. highlight such key innovations in HR as predictive analytics,
gamification of training, continuous feedback platforms and digital twins of organizational processes.
These tools allow the HR service to move from reactive response to crisis phenomena to proactive
prediction and neutralization. Predictive analytics, for example, allows you to detect early signs of an
increase in the risk of dismissal of key employees 3-6 months before the actual decision is made, which
gives enough time for preventive containment measures.

Furthermore, it is essential to recognize that contemporary talent management systems are
evolving in response to emerging trends: digitalization of HR processes; use of HR analytics; development
of remote work; global competition for talent; the growing role of soft skills.

To effectively execute a talent management strategy within an organization, merely formalizing it
in internal documents or HR policies is insufficient. It is essential to establish a systemic environment that
guarantees its effective practical application.

Furthermore, synchronizing talent management with the broader corporate strategy is vital. The
system must be tightly coupled with the organization’s long-term goals and development agendas. This
involves linking employee development initiatives to long-term business needs, building a talent pipeline
for critical roles, and preparing the next generation of leadership.

Leveraging advanced HR digital solutions also plays a significant role. Implementing Human
Resource Information Systems (HRIS) enables organizations to analyze workforce data comprehensively,
assess employee potential, track professional development, and support informed decision-making
regarding human capital.

As a result, Talent Management transforms the HR function from a primarily administrative role
into a strategic one, shifting the emphasis toward intellectual capital optimization instead of mere
administrative human resources tasks. Its implementation allows organizations to fully leverage their
human resources, build a strong talent pool, and sustain long-term competitiveness. In today’s dynamic
environment, an effective Talent Management system is not only a driver of organizational growth but also
a key factor in enhancing overall HR effectiveness

CONCLUSIONS AND PROSPECTS FOR FURTHER RESEARCH

Global inflation and the disruption of supply chains have presented enterprises with
fundamentally new challenges, the response to which requires not only financial and operational tools, but
also a fundamental rethinking of the role of human capital. It is in this context that HR management is
transforming from an auxiliary management function into a strategic center for the formation of
organizational resilience. An isolated HR strategy that is not aligned with financial, operational, and
marketing anti-crisis solutions is doomed to low efficiency. HR management integrated into the strategic
core of anti-crisis management is able not only to minimize personnel risks, but also to identify new
opportunities - attracting talent from a shrinking market, restructuring organizational culture.

Career success should be understood as a multidimensional construct that integrates both objective
indicators of professional advancement and subjective perceptions of personal wellness and professional
realization. Objective career success is characterized by quantifiable achievements, most notably
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hierarchical progression and salary growth, professional achievements, social status, and labor market
value, whereas subjective success relates to job satisfaction, psychological comfort, work-life balance.

These findings reinforce the notion that sustainable career development cannot be explained solely
by external achievements, as individual perceptions play an increasingly an essential role in fostering
motivation and engagement and long-term professional satisfaction.

Upcoming academic inquiries should prioritize an empirical examination of how distinct talent
management strategies affect various facets of career achievement across diverse sectors and organizational
cultures. It is crucial to investigate the roles of digitalization, remote work models, HR analytics, and Al in
shaping professional growth and system efficiency. Moreover, subsequent research could analyze how
evolving workforce expectations, generational shifts, and D&l efforts are redefining the concept of career
success today.
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KAP'E€PHUI YCITIX TA VITPABITIHHS TAJTAHTAMM B CYICTEMI CTPATEITYHOTO PO3BUTKY
OPT AHI3ALIIT

BEJTIEBA Harasnis, MUKOJIATTUYK Ipura, KAXOBCBKA Orena
Hep>XaBHUM TOProBeIbHO-eKOHOMIUHWI YHiBEpCUTET

Y cyuacnux ymoBax exonomixu 3Hans i Bucoxoi konkypenyii cmpameeiuni npiopumemu opeanisayii smiugyiomscs y Oix 3a0esnevens
Kkap epHoeo yenixy npayibruxié ma epexmubroeo ynpabainna maranmamu. Cnocodu cmbopenns KoMNaHiaMU YiHHOCHI uepe3 A100CoKuTl Kaniman
cymmebo mparcgpopmyromeca nio naubom cmpimko2o mexHo0eiuHo20 po3bumxy, erobarizayii ma smin y ouixybannax npayi6uuxié. Xoua
6npobadxenns epexmubrux cucmem GuabaenHs, posGUmMKyY ma YMpUMAaHHA MAAaHMIB Moxe 3HAUHO NIOBUWUINY OpeaHi3ayiiHy egpexmubHicme
i iHHOBAYIiHUTL NOMEHYIAA, NPAKMUYHA Peari3ayia makux nioxodi6 3a1uuaemsca HepibHoOMIpHOIO ceped nionpuemcme.

OvyinioBanns Bnauby iniyiamub 3 ynpabainna masanmamu Ha kap'eprutl ycnix € Baxaubum ax 3 Hayxoboi, max i 3 npaxmuuroi mouxu
30py. Pesyavmamu xap’eproeo posbumky gopmyromsca nio Gnaubom ckaadnoi 63aemoii opeanizayitinux infecrmuyii y A0dcvki pecypcu ma
inoubioyassnux cpaxmopi6, maxux sax ocobucmi yiai, pucu xapaxmepy ma yabaenns npo ycnix. BionoBiono, kap’epruii ycnix caid poseasdamu ax
06oBumipny kameeopito: 6in Bratouae 00’ exmubHi noxasHuku (nocaoa, pibers 00xo0y, cmamyc) i cy6’exmubri acnexmu (npodpeciiine 3a00601eHHs,
ocobucmichuil po3bumox, basarc Mmix pobomow ma Kummsm).

Epexmubnicms kap’sptoeo npocybanus 6 opeanizayii Gusnauaemvcs 060Ma KAOUOBUMU YUHHUKAMIL THCHUMYYITHOW0 30amHicIio
BnpobadxyBamu inmeepobani cucmemu ynpabAinHa MAAGHMAMU A Y3200XeHICINI0 MIX MOKAuBoCmAMY, AKI HAOAE Opeanizayis, i ocobucmumu
yiramu npayibuuxib. Jlocaioxenus 0a3Yyemvca HA CUCTEMHOMY AHAAISI CYHACHOT Almepamypu 3 YnpaBAinHs NepcoHaroM, OpeaHisayitiHoi
ncuxo0eii ma meopii kap’epu, NOEOHYIOUU Meopermuyni nidxoou 3 eMniputHUMU OAHUMU 144,000 NOKASHUKIB Ycnixy.

Pesyavmamu docaioxents c6iouams, wo Gidcymuicme yisicnol cucmemu YynpabainHA MaiaHmMami 00Mexye Moxaubocmi cmaioeo
npogpeciiinozo posbumxy, wo, y cbow uepey, 3HuXYe Momubayito ma AoasHicmy npayibruxi6. Hamomicms opeanizayii, sAxi 6npoBadxyoms
KoMnAeKcHi 1idxodu 0o ynpabainua maranmamu, popmyionts cepedoBuue, cnpuamaube 045 posbumxy aidepcméba, besnepepBroeo Habuanna ma
doBeocmporoboi cmabisvHocmi. Y3e00xkenna kopnopamubnux cmpamezitl i3 iHouBioyassHumu kap’epHUMU MPAEKMOPIAMU CHPUAE NI0BU4eHHIO
saayueHocmi nepconary ma gpopmybannio cmiiikoeo kadpoBoeo nomenyiaty.

Hocridxenna niombepoxkye, wjo inmeepobana cucmema YnpaBAiHHA MAAGHMAMU € KAOHOBUM THCHIPYMEHINOM MAKCUMI3ayii Ax
iHOUBi0YaAbHO20 NpOGhecitiHoeo Ycnixy, max i KoHKYpermocnpomoxHocmi opearisayii. Taxi cucmemu dosboastoms nepetimu 6i0 mpaduyiniHoeo
aominicmpamubrozo ynpabainua 0o cmpameeiunoeo posbumky A100cvkoeo kanimaay. IlocaeHenua cmitikux pesyavmamié nompedye 00HoUaACHOT
yBacu 0o Busbaenns nomenyiary npayibruxib, niompumxu npogpeciiinozo posbumxy, gopmybanis nosumubHoi opeanizayiitoi Kyssmypu ma
Bnpobadsents doBeocmpokobozo naanybanna kap epu.

Karouobi caoba: xap’epruii ycnix, ynpabainna maiaumamu, opeanisayiiHuil poséumox, Gucokonomenyitini npayibruxu, niany6aHHs
HACMYNHOCII, NPOMeancyka Kap'epa
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