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Abstract 
Talent management has become a vital and strategic issue for healthcare organizations 
globally due to the global shortage of trained and competent workers, as well as the fast rising 
demands from aging populations and complex patient needs. The dynamic nature of 
healthcare services, which necessitate highly specialized, flexible, and multidisciplinary teams 
to operate effectively, exacerbates this problem even further. This literature review compiles 
and evaluates a broad range of previous academic research and empirical findings in an 
attempt to fully explore the current environment and the complex issues surrounding talent 
management in the healthcare sector.Many healthcare companies still struggle with human 
resources, even after using a variety of theories, models, and strategic initiatives in various 
circumstances. The review highlights the need for integrated and flexible talent management 
solutions, points out persistent gaps in policy and practice, and ends with well-informed 
suggestions for future research avenues and tactical advancements in the area. 
Keywords: Talent Management, Healthcare Workforce, Retention, Recruitment, Leadership, 
Human Resource Management, HRM 
 
Introduction 
In contemporary healthcare systems, which are under tremendous pressure to provide high-
quality care in the face of rising demand, a scarcity of personnel, and technology 
improvements, talent management has become a crucial strategic function (Collings et al., 
2019). By 2030, there will be a global shortfall of 18 million health workers, mostly in low- and 
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middle-income nations, according to the World Health Organization (WHO, 2020). The need 
for efficient talent management practices that can draw in, keep, and nurture healthcare 
professionals is highlighted by these shortages as well as high turnover, stress, and burnout 
rates. 
 
The enhancement of job happiness, dedication, and productivity among healthcare personnel 
is largely dependent on talent management. Furthermore, it has been highlighted that talent 
management techniques need to be reshaped at times of crisis, as the COVID-19 pandemic 
(Sariyildiz, 2025).  
 
In the healthcare industry, talent management has a direct impact on patient happiness and 
service quality in addition to raising employee motivation and engagement. Studies indicate 
that a strategic approach to people management improves the organizational commitment 
and productivity of healthcare personnel (Mitosis et al., 2021). 
 
Methodology 
This review is based on reputable publications, books, and peer-reviewed journal articles that 
were released between 2002 and 2025. Scopus, Web of Science, PubMed, and Google Scholar 
are among the databases that were searched using keywords like "talent management in 
healthcare," "health workforce challenges," "recruitment and retention in hospitals," and 
"healthcare HRM." After an initial screening of about 200 articles, 85 were chosen on the basis 
of quality and relevancy. There are 49 key references in the final review. 
 
The Concept of Talent Management 
Talent management refers to a variety of HR activities aimed at attracting, developing, 
maintaining, and efficiently employing human capital (Lewis & Heckman, 2006). In healthcare, 
talent management comprises hiring qualified personnel, providing ongoing education, 
career development, leadership training, and succession planning (Bethke-Langenegger et al., 
2011). However, definitions differ greatly, frequently merging with basic HRM or workforce 
planning (Collings & Mellahi, 2009). 
 
One of the main challenges in talent management is finding and developing the right talent. 
According to early researchers like Cappelli (Cappelli, 2008), talent management entails 
identifying, developing, and strategically using individuals who have the skills and abilities to 
advance the organization toward its goals. He defines this process as identifying, developing, 
and deploying individuals who possess the competencies required to accomplish the 
organizational objective. 
 
Similarly, Kim and McLean (Kim & McLean, 2015) found that corporate culture and talent 
management techniques were positively connected with employee engagement and job 
satisfaction. 
 
Effective talent management necessitates an understanding that it is a customized process 
that must be adapted to each organization's particular needs and circumstances rather than 
a general strategy, claim Sparrow et al. (2014). This is particularly important in organizations 
with diverse workforces since talent management practices must be tailored to meet the 
needs of different employee groups, claim Hewlett et al. (Hewlett, Marshall, & Sherbin, 2013). 
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Talent management is a major subject and area of human resource management(HRM) that 
focuses on attracting, developing, and retaining personnel (Broek et al. 2018). 
 
Talent management is a complete management approach that includes the strategic 
attraction, development, and retention of human resources in the healthcare industry. Talent 
management techniques in healthcare businesses have a direct impact on essential elements 
such as sustainable development, employee happiness, and patient safety (Mitosis et al., 
2021). 
 
In the healthcare industry, talent management helps businesses meet sustainable 
development objectives and enhance service quality. Finding and nurturing healthcare 
employees' abilities is crucial to the success of the organization (Fisher et al., 2022). 
 
Talent Acquisition in Healthcare 
In addition to conventional hiring practices, strategic workforce planning and cooperation 
with academic institutions are becoming more and more important in the healthcare industry. 
Organizations can build partnerships with students at an early stage of their careers by 
establishing pipeline initiatives with nursing schools and colleges. Internships and residency 
programs are becoming essential resources for integrating and keeping recent graduates. 
International talent is now also recruited, particularly in countries with severe local shortages. 
But there are drawbacks to this strategy as well, including difficulties with legal restrictions, 
credential recognition, and cultural integration. 
  
Student loan forgiveness, relocation bonuses, and flexible scheduling are also popular 
incentives (Zurn et al., 2005). Rural and underdeveloped communities struggle to attract 
talent due to poor infrastructure and opportunity (Lehmann et al., 2008). Healthcare 
recruitment presents particular problems, such as regional disparities, professional shortages, 
and skill-specific needs (Shields et al., 2015). 
 
The use of data analytics and artificial intelligence to forecast labor demands and expedite 
the hiring process is becoming more and more popular. AI solutions assist in predicting 
turnover risk, matching candidates to organizational needs, and scanning resumes. 
Notwithstanding these advancements, algorithmic bias and fairness in employment decisions 
have drawn ethical criticism (Binns et al., 2018). As a result, hospital HR departments need to 
strike a balance between compliance, equity, and efficiency. 
 
The impact of an aging population, fierce competition for staff, rising national healthcare 
costs that result in government budget cuts, and the introduction of new technologies like e-
health are just a few of the major issues that many hospitals face in today's societies 
(Broeketal., 2018). 
 
Furthermore, personnel management is crucial for healthcare firms to preserve their 
competitive advantage. According to research, people management techniques, particularly 
in private healthcare institutions, are critical to guaranteeing operational efficiency and long-
term competitive advantage (Abu-Darwish et al., 2022). 
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Hospitals are one-of-a-kind institutions that function continuously, with a strong emphasis on 
operations, and support their activities through the planned, integrated, and efficient 
administration of available resources. Their objective is not simply to deliver excellent medical 
care, but also to increase employee productivity, cut costs, and eliminate waste (Cristina et 
al., 2024). 
 
Healthcare professionals are "individuals who produce intangible outputs, work 
independently, are highly educated, and often have preferences that conflict with 
bureaucracy." Historically, healthcare professionals were the majority group within 
healthcare organizations, and they were used to having a lot of autonomy. However, over the 
last few decades, cost-cutting measures, administrative techniques, and new public 
management have greatly reduced this dominance and autonomy (Van Elten & Van Der Kolk, 
2024). 
 
Talent Development 
Healthcare personnel must continue their education to keep up with technological and 
procedural improvements (Frenk et al., 2010). CPD programs, mentorship, and 
interdisciplinary training are critical to maintaining clinical competence and employment 
satisfaction (Kirkpatrick & Kirkpatrick, 2006). 
 
Talent management is a constantly evolving process that entails giving resources to a chosen 
group of people with specialized knowledge, skills, abilities, and the ability to increase 
productivity and improve corporate performance (Collings & Mellahi, 2009). 
 
In clinical settings, leadership training is crucial yet frequently overlooked. Better patient 
outcomes and higher workforce morale are associated with programs that support 
transformational leadership styles (Avolio & Bass, 2004; Cummings et al., 2018). 
 
Understanding employee loyalty and satisfaction is essential for managers, retention agents, 
and human resource (HR) professionals. HR focuses on assessing employees' dedication to 
the company and their coworkers (Saputra & Mahaputra, 2022). 
 
Previous research on the relationship between innovative behavior and talent development 
discovered a positive relationship between employees' innovative behavior and 
organizational outcomes (Datta et al., 2023). 
 
Retention and Workforce Engagement 
Generational expectations must also be taken into account in retention efforts. Younger 
healthcare workers, especially Gen Z and Millennials, value quick feedback loops and work 
that is purpose-driven. These groups are more likely to be drawn to organizations that 
prioritize innovation, social responsibility, and patient-centered objectives. Institutions are 
incorporating mentorship programs, flexible schedule alternatives, and recognition platforms 
to boost involvement. 
 
Psychological safety in the workplace is another crucial but frequently disregarded element. 
Research shows that workers are more inclined to stick with a company and help achieve 
success if they feel comfortable raising concerns about mistakes, process enhancements, or 
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disputes (Edmondson, 1999). Higher morale and lower turnover are reported by healthcare 
businesses that make investments in support networks and culture-building, such as wellness 
programs, peer counseling, and stress management training. 
 
Moreover, retention is still impacted by the urgent problem of gender parity in healthcare 
leadership. According to Carapinha et al. (2017), female nurses and doctors frequently 
complain about inadequate maternity support, unequal remuneration, and lower 
advancement rates. Reducing attrition and increasing staff participation can be achieved by 
addressing these inequities through open policies, flexible career paths, and leadership 
development for women. 
 
One of the main reasons for turnover in the healthcare industry is burnout. Dissatisfaction is 
a result of administrative responsibilities, emotional exhaustion, and heavy patient loads 
(Maslach & Jackson, 1981; Shanafelt et al., 2012). Retention can be enhanced by programs 
like recognition systems, workload redistribution, and mindfulness training. 
 
Although pay is a significant consideration, retention decisions frequently place a greater 
weight on advantages including professional advancement, supportive leadership, and work-
life balance (Herzberg, 1966; Buchan et al., 2014). 
 
The authors contend that in order to enhance the well-being of healthcare professionals and 
the caliber of services, talent management techniques ought to be applied more successfully 
(Dzimbiri & Molefakgotla, 2021). 
  
According to research, this ability is impacted by elements including affective engagement to 
the company and employee faith in management (Finnegan, 2012). Consequently, the 
organization must increase the proportion of workers who choose to remain with the 
company rather than leave due to pressure from the organization in order to optimize 
retention. Since knowledge has emerged as a vital economic resource, employee retention 
has been a significant area of research in the academic literature of human resource 
management (Ekhsan, Parashakti, & Sudiro, 2020). 
 
Employee retention is crucial for social enterprises, particularly in the healthcare industry, 
where patient care may suffer from the departure of seasoned employees (Hurst, Li, & 
Pugsley, 2014). In recent years, there has been concern about high staff turnover rates in 
social organizations since they can lead to decreased output, increased recruiting costs, and 
a detrimental influence on organizational performance (Klein et al., 2013). 
 
Another study on the impact of perceived organizational support on employee retention 
found that workers who feel supported by their company are more likely to remain with it, 
particularly when faced with challenging working conditions (Rhoades & Eisenberger, 2002). 
 
Recognize the level of the target's demands according to Maslow's needs analysis, recognize 
the target's unique personal needs, and design a customized talent plan to address those 
needs. 
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In order to avoid the risk of losing talent when they discover that other hospitals offer better 
treatment or positions after joining the hospital, which will create a sense of unfairness when 
they make comparisons, compare the talent introduction policies of hospitals of the same 
level in the same region and create a more competitive talent introduction policy in the same 
level in the region. 
 
In order to prevent hospital staff from feeling unfairly treated, hospitals should standardize 
their talent management practices by introducing talent channels and providing talent with 
the same conditions to receive basic treatment. 
 
Provide regular employees with a clear, attainable career planning and advancement channel. 
It may be supplemented by the staff to the level of the rotational post, with a new position, a 
new job, a new challenge to stimulate the enthusiasm of the staff to work, at the same time, 
but also allow the staff to learn more knowledge and skills, effectively improving the overall 
quality of the staff. This will give employees a larger space for platform development and 
promotion. In this position, the employee has performed well and their abilities have 
exceeded the requirements of their position, but for the time being there are no higher level 
of job vacancies. 
 
Diversity and Intergenerational Workforce Management 
Managing multigenerational and diverse teams necessitates unique talent management 
strategies. Baby Boomers, Generation X, Millennials, and Generation Z have distinct 
expectations and communication styles (Gursoy et al., 2008). Organizations must foster 
inclusive cultures and flexible policies to meet diverse requirements (Ng & Burke, 2005). 
 
The Role of Technology in Talent Management 
More advanced performance management methods are also made possible by technology. 
The conventional annual review approach is being replaced by digital dashboards, 
personalized learning routes, and real-time feedback technologies. These resources assist in 
coordinating employee performance with organizational objectives in addition to fostering 
transparency. Even in remote or resource-constrained settings, healthcare professionals can 
continuously improve their skills with learning management systems like Moodle or 
Blackboard. 
 
In clinical training, virtual reality and augmented reality are becoming more popular because 
they provide realistic experiences for patient encounters, emergency treatments, and surgical 
simulations. These technologies lower training hazards and improve learning retention. 
Furthermore, by eliminating geographic restrictions, telehealth platforms and remote work 
choices have expanded the talent pool, particularly in administrative and psychological care 
positions. Implementation issues are brought on by the digital divide and staff members' 
differing degrees of digital literacy. 
 
Healthcare firms must guarantee data security and regulatory compliance despite the 
potential of digital tools. Standards such as GDPR in Europe or HIPAA in the United States 
must be followed by talent systems, particularly when managing sensitive employee data. 
Therefore, in addition to technological investment, the junction of talent management and 
health informatics necessitates ethical and legal monitoring. 
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Efficiency and customization are increased through e-learning, virtual simulations, and data-
driven HR choices (Stone et al., 2015). TM is changing as a result of digital transformation, 
which includes workforce analytics, learning platforms, and AI-driven hiring (Marler & 
Boudreau, 2017). 
 
HR procedures and practices have undergone substantial changes as a result of the quick 
development of technology, especially the use of artificial intelligence (AI) in HR. 
Understanding how AI affects factors like employee productivity, health and safety, payroll 
processing, employee comfort, and real-time feedback is crucial as businesses shift to 
digitalizing their HR activities (Murugesan et al., 2023). Perceived utility and perceived ease 
of use are two important criteria that influence technology adoption. The degree to which a 
person thinks that utilizing a specific application system would improve job performance is 
known as perceived benefit. On the other side, perceived ease of use indicates how much a 
person thinks a particular technology would be easy to use (Salvadorinho et al., 2024). 
 
Organizations' perspectives on hiring, development, and retention are drastically changing as 
a result of artificial intelligence's impact on the personnel management and recruitment 
scene. Human resources tasks used to be labor-intensive, requiring a lot of time to conduct 
interviews, go through resumes, and evaluate performance. Since AI has become more 
prevalent in the industry, the majority of these tasks are now carried out effectively and using 
data (Kumar & Hariharasudhan, 2024). 
 
Challenges in Talent Management 
Talent management innovation is frequently constrained by budgetary constraints, union 
agreements, and governmental laws (WHO, 2016). Compared to private hospitals, public 
hospitals have additional restrictions, especially when it comes to hiring and promoting 
employees. 
 
Robust procedures for assessing talent management outcomes are lacking in many 
institutions. Long-term planning and accountability are hampered by the lack of data-driven 
decision-making (KPMG, 2014). 
 
Healthcare personnel moving abroad can have both advantages and disadvantages. 
According to Dovlo (2004) and the OECD (2020), it reduces shortages in affluent countries 
while depleting vital resources in underdeveloped ones. 
 
Future Directions and Recommendations 
Talent management needs to be incorporated into the larger company plan through strategic 
integration. 
 
Data-Driven Decision Making: HR analytics and metrics should be a priority for healthcare 
institutions. 
 
Personalized Engagement: Programs that are tailored to people's values, life stages, and 
professional aspirations can increase retention and satisfaction. 
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Leadership at All Levels: Resilience and creativity depend on the development of clinical 
leadership pathways. 
 
Cross-sector Collaboration: Talent pipelines should be jointly developed by governments, 
academic institutions, and healthcare facilities. 
 
Limitations 
A number of limitations should be taken into account, even though this literature review 
offers a thorough examination of talent management procedures in the healthcare sector. 
 
First, the review mostly draws from research that has been published in peer-reviewed 
journals, which might not adequately represent the range of viewpoints present in grey 
literature, such as government or business publications.  
 
Second, some of the examined studies might not accurately represent the most recent 
breakthroughs or issues in talent management practices due to the quickly evolving nature of 
healthcare systems. 
 
Third, the review's focus is restricted to high-income healthcare institutions, which might not 
adequately take into consideration the particular difficulties that low- and middle-income 
healthcare systems face. 
 
Lastly, even though the analysis highlights a number of important issues in talent 
management, it skips over examining detailed solutions, which may be a topic for further 
study. 
 
Conclusion 
This research found a number of important areas that contribute to employee turnover in 
health care organizations. Among the reasons identified were job stress, low pay, limited 
opportunities for advancement, an unsatisfactory work-life balance and an unsupportive 
organizational culture. The study used an integrated framework that synthesizes 
transformational leadership, organizational culture theory, and motivation theory to arrive at 
some conclusions, indicating that create a comprehensive and strategic approach to 
sustainability.   
 
The Main Findings Were 
Leadership was a significant contributor to employee satisfaction and retention.   
Competitive pay (both as financial and non-financial) was important to sustaining morale in 
the workforce.   
Opportunities for professional development impacted employee engagement, which, in turn, 
acted as a deterrent to employee turnover.   
Work-life balance programming, including flexible schedule and wellness supports, reduce 
burnout.   
A positive organizational culture, through inclusion, recognition, and, psychological safety is 
vital to keeping employee turnover low, ultimately, for future sustainability.   
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The Study Made the Following Recommendations for Health Care Organizations 
Invest in leadership development programs that utilized (include) transformational, 
relational, and empathetic leadership styles.   
Implement and evaluate comprehensive compensation strategies RESPE and mental health 
supports, childcare options, and performance-based rewards.   
Develop structured career ladders and enable continuous professional education, for all 
clinical and support staff.   
Institutionalize flexible work schedules and develop formal burnout prevention programs.   
Leverage inclusion and ensure learning is a cultural value where employee voice is valued and 
employee collaboration is practice.   
To build a resilient health care system, it requires continual assessment and evaluation of 
workforce strategies. While the recommendations are primarily aimed at addressing staff 
turnover, they are ultimately designed to improve the quality of care, through development 
a satisfied, stable, and, empowered, health system workforce. 
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