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COMPARISON OF TALENT MANAGEMENT
IN HIGHER EDUCATION INSTITUTIONS
AND BUSINESS ORGANIZATIONS

In the context of the knowledge economy, the value of talent as a strategic re-
source is increasingly prominent, and talent management is a core driving force
for the development of modern organizations. Higher education institutions
(such as universities), as special professional organizations, exhibit fundamental
differences in talent management goals, structures, processes, and management
mechanisms compared to business organizations, typically represented by for-
profit enterprises. This article compares and analyzes these differences, pointing
out that they are rooted in the fundamental differences in their core missions,
the nature of their outputs, their value creation logic, and their governance
structures.

Keywords: talent management, development of modern organizations, high-
er education institutions, knowledge-intensive fields, business organizations.

CPABHEHHUE METOAOB YIIPABJIEHUA
TAJIAHTAMMH B BbICIIUX YYEBHbBIX 3ABEJEHUAX
U KOMMEPYECKHUX OPTAHU3ALIUAX

B KoHmekcme 3KOHOMUKU 3HAHUU YeHHOCMb Ma/1aHma Kak cmpamezau4eckoz2o
pecypca npuobpemaem 8ce 601bUlee 3HAYEHUE, d ynpasieHue maaaHmamu s8-
JAsiemcsl K/aw4egoll dsudcyujell cuioll pazgumusi CO8PeMeHHbIX 0p2aHU3ayull.
Buicwue yuebHble 3asedeHust (makue kak yHugepcumemsl), Kak 0cobvle npo-
¢eccuoHarbHble op2aHu3ayuu, deMoHcmpupyom @yHdameHmaabHsvle pas/au-
yus 8 ye 151X, CmpyKkmypax, npoyeccax u MexaHu3dmax ynpas/aeHusi maaaHmamu
NO CPABHEHUIO C 0ObIYHBbIMU 0P2AHU3AYUSAMU, KAK NPABU/I0, NpedCmas/AeHHbIMU
KoMMep4ecKumu npednpusimusimu. B dauHoli cmamve cpagHusaomcs u aHa-
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AU3UPYIOMCS 3MU pas/audusi, ykas3vleast HA mo, Ymo OHU KOpeHAMcs 8 ¢yHda-
MEHMA/bHbIX PA3/1UHUSX 8 UX OCHOBHbIX MUCCUSIX, XApAKMeEPE pe3y/1bmamos Uux
desimesibHOCMU, J02UKe CO30aHUSl YeHHOCmU U CmpyKmypax ynpasJ/eHusl.
Ynpassenue maaaHmamu 8 8bicuUX y4ebHbIX 3a8e0eHUsIX desdem aKyeHm Ha
akademu4eckou asmoHoMuuU, 00/20CPOYHOU penymayuu U 8CeCmopoHHEM 6a-
JIaHCe pas/au4HbIX YyeHHocmel (npenodasaHue, UccAe008aHUSI U COYUA/IbHOE
cAydceHue), demMoHcmpupyst 60bWY0 CA0XCHOCMb. Cenoe npumeHeHue KoM-
MepYecKux op2aHu3ayuUoHHbIX Memodo8 ynpasaeHuss majaaHmamu K 8blCUUM
Y4eO6HbIM 308€0eHUSIM MOX}CEemM npugecmu K HecoemMecmumocmu u npensimcm-
gosamv ux pazsumuro. [loHumMaHue smux pas3auvuli daem 8axcHvle C8eJeHUs
04151 onmumu3ayuu modeell ynpasaeHuss majaaHmaMmu 8 8bICUUX YYebHbIX 3a-
gedeHUsIX U codelicm8usi UHHOBAYUSIM 8 ynpas/eHUU maaaHmamu 8 HayKoeM-
Kux 06a1acmsix.

Kaloueegswle cao08a: ynpaB/ieHHe TaJaHTAMM, Pa3BUTHE COBPEMEHHBIX Opra-
HU3aLlMW, BbICIIME y4deOHble 3aBeJleHHs, HAayKOeMKHe OTpaciH, OGu3Hec-
OpTraHHU3aIUH.

Introduction
(BsedeHue)

In recent years, driven by financial pressures and global competi-
tion, many countries' higher education institutions have adopted talent
management models derived from for-profit organizations, but these have
proven unsuitable. Therefore, this research aims to analyze the funda-
mental differences between talent management in higher education insti-
tutions and business organizations, thereby helping to avoid the rigid
transplantation of incompatible models in higher education talent man-
agement and providing valuable academic references for designing talent
management systems that better align with academic principles and the
knowledge-intensive characteristics of higher education institutions.

Higher education institutions: These are specialized organizations
whose primary functions are higher education, scientific research, and
social service; in this research, they mainly refer to universities. Their
core participants are scholars (teachers and researchers), and their core
production methods are knowledge research, production, and dissemi-
nation; talent training and output.

Business organizations: For ease of comparison, this research main-
ly refers to business organizations that operate in a market-competitive
environment with profit as their goal. They typically have relatively clear
organizational structures, hierarchical management systems, and evalua-
tion standards centered on economic efficiency.

The vast majority of talents trained by higher education institutions
will eventually flow into society and enter business organizations to work;
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and the academic research conducted by higher education institutions,
the academic research findings on talent management, will eventually be
adopted and practiced by business organizations (fig. 1).

Train Enter

Higher education institutiﬁns}"" ------ >[B usiness Grganization%

1
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Talent planning || Talent attraction

Talent retention

_,_______________
- -

Talent development Talent audit

::[ Academic research ]

v
Academic research findings on talent management }—

Fig. 1. The relationship between higher education institutions,
business organizations, and talents

This research employs literature review and comparative analysis
to compare and analyze various aspects of talent management in higher
education institutions and business organizations, ultimately revealing
their differences.

Results of the study
(Pe3ys1bmamel ucc/1e008aHus1)

Both higher education institutions and business organizations uti-
lize the five modules of talent management in their activities:

1) talent planning,

2) talent attraction,

3) talent retention,

4) talent development,

5) talent audit.

However, the specific content of these modules differs significantly
(tabl. 1-6).

1. Analysis and comparison of fundamental missions (tabl. 1).
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Table 1

Differences in the core concepts of business organizations
and higher education institutions

Core concepts

Business organizations

Higher education institutions

Fundamental Business organizations | Higher education institutions
missions are pursuing profit max- | are focus on talent training,
imization, shareholder knowledge production, social
value enhancement, and | service, and cultural transmis-
market share expansion | sion. And their outputs (such as
while complying with educated university students,
local laws and regula- scientific discoveries, and cul-
tions tural research) have social pub-
lic attributes, so that makes
their benefits are difficult to ful-
ly quantify economically
Operational Business organizations Higher education institutions
logic use a linear market ex- use an academic logic based on
change logic which isin- | knowledge operation which is
putting resources, pro- scientific research, teaching ac-
ducing or servicing prod- | tivities, knowledge application,
ucts or services with and social service
market value, and realiz-
ing value through sales
Organizational | Organizational struc- Organizational structures of
structures tures of business organ- | higher education institutions
izations can be viewed | are composite of hierarchical
as a rationally designed | and academic systems, typically
collaborative system to | manifested as a three-tiered
achieve goals, emphasiz- | management system of "uni-
ing clear responsibili- versity-college-department,”
ties, unified instructions, | which is a management struc-
and controllable pro- ture in parallel between the
cesses administrative system and the
academic system
Organizational | Organizational cultures | Organizational cultures of
cultures of business organiza- higher education institutions

tions usually influenced
by market survival pres-
sures, and emphasizing
efficiency, execution,
teamwork, customer
orientation, applied in-
novation, and results-
oriented approaches

typically rooted in the essence
of academic inquiry, and em-
phasizing academic freedom,
professional autonomy, a spirit
of questioning and criticism,
relative equality, and the pur-
suit of truth
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2. Analysis and comparison of talent planning (tabl. 2).

Table 2

Differences in the talent planning of business organizations
and higher education institutions

Core concepts

Business organizations

Higher education institutions

Talent

The talent planning of busi-

The talent planning of higher

planning ness organizations is direct | education institutions are
derivative of their business | deeply tied to their discipline
planning. And the process | development plans and long-
usually from analyzing fu- | term university positioning
ture business direction to (such as research-oriented,
identifying the talent and teaching-oriented, compre-
skills needed for organiza- | hensive and community ser-
tional developmentand to | vice-oriented)
evaluating existing talent
then to developing recruit-
ment, training, and succes-
sion plans, step by step
Characteristics | Strong relevance: As we Discipline leadership: The tal-
of talent know it closely linked to ent planning should revolve
planning the organization's strate- | around discipline construction

gic actions such as busi-
ness expansion, market
entry, and technology up-
grades.

Job orientation: The talent
planning is based on de-
tailed job descriptions and
competency models.
Rapid adjustment: The tal-
ent planning is rapidly ad-
justed in response to mar-
ket changes, which may
lead to large-scale changes
within the organization in
a short period.

External talent acquisition:
So as we all know it heavi-
ly reliant on the external
labor market to acquire
the necessary talent and
skills on an immediate ba-
sis

and development. And then
the aim of attracting top aca-
demic talent is to enable them
to drive the construction and
development of one or more
disciplines.

Talent pool: Emphasis is usu-
ally placed on building a talent
pool with reasonable age, pro-
fessional titles and academic
backgrounds, as we know par-
ticularly in cultivating and at-
tracting discipline leaders [1].
Long-term focus: Academic
development and reputation
building are lengthy process-
es; so we should know, the
planning cycle is kind long (5
years or even longer), pursu-
ing stability and avoiding
damage to the academic team
due to short-term gains.
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End of table 2 (OkoH4aHue Tab6.1. 2)

Internal scholars develop-
ment: While attracting talent
from outside, at the same time
the planning also should high-
ly value the development of
young internal scholars, make
long-term investments
through long-term appoint-
ments and talent cultivation
systems

3. Analysis and comparison of talent attraction (tabl. 3).

Table 3

Differences in the talent attraction of business organizations
and higher education institutions

Core concepts

Business organizations

Higher education institutions

Talent

The goal of talent attraction

The talent attraction in higher

attraction in business organizations education institutions should
should be find the most be essentially about selecting
suitable talents for specific | new peers for the academic
positions community, and peer review

is kind an important indicator

Structure The attraction criteria: The attraction criteria:

of talent So it based on job require- | So it almost entirely focused

attraction ments, emphasis is placed | on academic qualifications
on relevant work experi- and potential. And the core
ence, professional skills, materials are a personal re-
general abilities, and organ- | sume, papers and research re-
izational culture fit [2]. sults, future research plans,
The attraction process: and letters of recommenda-
Initial screening is typically | tion, and nothing else.
conducted by the organiza- | The attraction process:
tion's talent management As we all know it is non-
department, followed by in- | standardized, lengthy, and
terviews, written tests, and | costly. The process involves
assessments by the busi- usually from posting a job ad-
ness departments. vertisement to establishing a
Final decision: "recruitment committee"
The final decision usually composed of senior scholars
rests with the department | then to initial screening and
manager, and the decision- | shortlisted candidates under-
making process could be going "academic interviews"
relatively quick (typically including past work
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End of table 3 (OkoH4yaHue Tab6.1. 3)

reports, trial lectures, and in-
depth interviews) and the last
step is committee review and
recommendation.

Final decision:

We should know that deci-
sion-making power is highly
decentralized. But the opin-
ions of the recruitment com-
mittee are crucial, often re-
quiring discussion and even a
vote by all faculty members
within the department before
being submitted to the univer-
sity's administrative leader-
ship for approval. Also very
important that the adminis-
trative leadership rarely ve-
toes recommendations based
on strong academic consensus

4. Analysis and comparison of talent retention (tabl. 4).

Table 4

Differences in the talent retention of business organizations
and higher education institutions

Core concepts

Business organizations

Higher education institutions

Talent
retention

The core logic of talent re-
tention in business organi-
zations is to reduce the re-
placement costs of talent
acquisition and training, al-
so maintain business conti-
nuity, and protect the or-
ganization's core competi-
tiveness. [3] And as we
know that talent loss di-
rectly harms organizational
productivity, internal sta-
bility, and team morale. So
then the primary targets for
talent retention are the or-
ganization's core and high-
performing employees.

The core logic of talent reten-
tion in higher education insti-
tutions is to maintain academic
reputation, preserve discipli-
nary advantages, ensure the
continuity of research projects,
and protect the university's
core competitiveness. The loss
of a top scholar can mean the
decline of a discipline, the dis-
bandment of a research team,
and a drop in the university's
ranking; a large-scale loss of
young scholars can mean the
university loses its future com-
petitiveness and is unable to
maintain a normal talent pool.
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End of table 4 (OkoH4yaHue Tab6.1. 4)

Retention strategies are
clearly differentiated and
targeted, with resources al-
located to key positions and
star employees

So then the primary targets of
talent retention are top schol-
ars and promising young
scholars. The former are the
pillars of the university's aca-
demic reputation, while the
latter are the hope for the
university's future. Retention
strategies focus on both the
"top" and the "base" [4]

Elements
of talent
retention

Life and family factors:
Work-life balance, flexible
working hours, flexible
work location.

Talent recognition:
Internal organizational
honors and external indus-
try reputation.

Resources and platforms:
Project budgets provided
by the organization, ad-
vanced production tools
and technologies, and sup-
port from team members

Life and family factors:
Spouse's employment, chil-
dren's education, housing,
medical care provided by uni-
versity hospitals, and good
academic environment.
Talent recognition:

The university's academic
reputation and discipline
ranking; internal honors
(awards, commendations)
within the university.
Resources and platforms:
University provides top-notch
laboratories, equipment, and
academic resources; ample
research start-up funding and
continuous support; advanced
libraries and advanced online
databases

5. Analysis and comparison of talent development (tabl. 5).

Table 5

Differences in the talent development of business organizations
and higher education institutions

Core concepts

Business organizations

Higher education institutions

Talent

The goal of talent devel-

The goals of talent develop-

development | opment in business organi- | ment in higher education in-
zations is to ensure that stitutions are: for students
talent development is a (future talents), education,
strategic investment aimed | aiming to shape their sound
at more accurately match- | personality, independent
ing the knowledge and thinking ability, professional
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End of table 5 (OkoH4aHue Tab6J1. 5)

skills of employees with
current and future job re-
quirements and organiza-
tional strategies, thereby
improving their work effi-
ciency, skills, and innova-
tion. The ultimate evalua-
tion criterion should be re-
turn on investment which
is as we know whether the
organization's investment
in talent training can be
translated into observable
performance or business
results [5]

basic knowledge and learning
ability; for scholars (existing
academic talents), to train
their teaching ability and aca-
demic research ability, and
promote their improvement
of teaching level and creation
of new academic achieve-
ments; for managers (existing
management talents), to train
their leadership and strategic
planning ability, which de-
termines the future manage-
ment level and strategic direc-
tion of the university

Elements
of talent
development

Development method:
Generally organization ar-
ranges on-the-job training
for talents, allowing them
to learn while working.
Development duration:
Organizations often re-
quire short-term training,
which should not affect
normal work and should be
conducted according to
work needs.

Development leadership:
The organization takes the
lead in talent training, and
can decide who, when, and
what content to receive
training

Development method:
Universities typically provide
talents with systematic teach-
ing and academic or manage-
ment practice.

Development duration:
Universities often conduct
both short-term and long-
term training. Long-term
training follows the universi-
ty's talent development plan,
while short-term training of-
ten involves minor changes to
the teaching content or the
learning of simple skills.
Development leadership:
Talents in universities have
the right to choose their train-
ing programs. Universities
provide training, and stu-
dents, as future talents, have
the freedom to choose their
training courses. Scholars and
administrators have the free-
dom to choose their training
direction and what kind of
training they participate in
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6. Analysis and comparison of talent audit (tabl. 6).

Table 6

Differences in the talent audit of business organizations
and higher education institutions

Core concepts

Business organizations

Higher education institutions

Talent audit | The core of talent audit The core of talent audit
should be measuring the should be measuring a talent's
contribution of talent to or- | contribution and potential in
ganization's established, knowledge exploration,
quantifiable economic or transmission, and innovation.
strategic goals. So talent is Talent is considered a mem-
considered "human capital” | ber of the university's aca-
for achieving organizational | demic community, and their
goals, and the essence of au- | value is primarily determined
dit is calculating the return | by the professional standards
on investment. It stems from | of that community, rather
utilitarianism, emphasizing | than directly by the external
the results and outputs of market or administrators.
behavior, and pursuing the | Talent audit in higher educa-
maximization of efficiency, | tion institutions usually is
effectiveness, and market highly internally oriented, re-
competitiveness [6]. Talent | lying on peer recognition from
audit in business organiza- | the academic community, and
tions usually is kind very ex- | nothing else
ternally oriented, with the
ultimate standards being
market acceptance and cus-
tomer satisfaction

Elements The essence of audit: The essence of audit:

of talent audit | Business organizations au- | Higher education institutions
dit talent to calculate their | audit talent to make profes-
ability and performance in | sional judgments on academic
creating value. value and ensure quality.

Main forms of audit: Main forms of audit:
Which is annual performance | Which is tenure review, pro-
appraisal, potential assess- | motion evaluation, and period-
ment, talent inventory. ic assessment.
Auditing standards: Auditing standards:
Centered on key perfor- A holistic approach encom-
mance indicators, focusing | passing teaching, research,
on talent's work perfor- management, and service, em-
mance and individual capa- | phasizing the long-term value
bilities. of academic contributions.
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The auditing process pri- The auditing process primarily
marily focuses on short-term | focuses on long-term results:
results: Research achievements re-
Organizations typically quire time to be tested, with a
conduct talent auditon an | cycle of 5-10 years; service
annual or quarterly basis, achievements include partici-
focusing on short-term con- | pation in university union
tributions [7] work, social services, and ap-

plying professional knowledge
to solve public problems;
teaching achievements require
multi-dimensional and long-
term evaluation through stu-
dent evaluations, peer observa-
tions, curriculum development,
teaching awards and so on [8]

Conclusion
(3akaoueHue)

Comparative analysis clearly reveals systemic differences in talent
management between higher education institutions and business organ-
izations. The unique characteristics of higher education institutions stem
from the nature of academic work: creativity, uncertainty, professional-
ism, and the inherent need for academic autonomy. Therefore, simply
applying the corporate, market-oriented talent management models of
business organizations to universities often proves incompatible, thus
suppressing university innovation and reducing competitiveness.

The implications for talent management in higher education institu-
tions are: They must respect academic principles and design a talent
management system that aligns with academic logic. This includes
strengthening the role of peer review, establishing a multi-dimensional,
long-term evaluation mechanism, guaranteeing academic autonomy, and
adopting non-economic incentives centered on academic reputation and
providing development platforms.

The implications for business organizations are: They can learn from
universities' talent management practices regarding respect for academic
authority, support for long-term research, and fostering an environment
of academic autonomy to stimulate talent innovation.
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