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ABSTRACT

Talent management has emerged as a critical strategic function in knowledge economies,
where human capital drives innovation and competitive advantage. This study explores the
paradox of inclusivity versus exclusivity in talent management by synthesizing existing
theoretical and empirical literature. While exclusive approaches emphasize the strategic
investment in high-potential individuals to maximize organizational performance, inclusive
approaches advocate equal development opportunities for all employees to enhance
engagement, diversity, and long-term sustainability. The findings reveal that both approaches
offer distinct advantages but also present inherent limitations when applied in isolation. The
study highlights the growing importance of hybrid talent management frameworks that
integrate inclusivity and exclusivity to balance equity with efficiency. Furthermore,
contextual factors such as institutional environments, cultural dynamics, and technological
advancements play a significant role in shaping talent management strategies. The paper
contributes to the literature by reconceptualizing talent management as a dynamic and
context-dependent process, emphasizing the need for flexible and integrative approaches in
modern organizations.

Keywords: Talent Management, Inclusivity, Exclusivity, Knowledge Economy, Human
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INTRODUCTION

The contemporary knowledge economy has fundamentally transformed how organizations
perceive, attract, develop, and retain human capital. In contrast to traditional industrial
paradigms, where labor was often viewed as a homogeneous input, knowledge-driven
environments emphasize the strategic importance of talent as a critical source of competitive
advantage. Within this context, talent management has emerged as a central organizational
function, encompassing practices aimed at identifying high-potential individuals, nurturing
their capabilities, and aligning their contributions with long-term strategic goals (Gallardo-
Gallardo et al., 2020; Glaister et al., 2021). However, despite its widespread adoption, talent
management is characterized by a persistent and unresolved paradox: the tension between
inclusivity and exclusivity.
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At its core, this paradox reflects two competing philosophies. On one hand, the inclusive
approach to talent management advocates that all employees possess inherent potential and
should be developed through equitable access to opportunities, training, and career
advancement. This perspective aligns with contemporary values of diversity, equity, and
inclusion (DEI), emphasizing fairness, employee engagement, and organizational cohesion
(Meyers et al., 2020; Kravariti & Johnston, 2020). On the other hand, the exclusive approach
posits that organizational resources should be concentrated on a select group of high-
performing or high-potential individuals—often labeled as “A-players” or “star
performers”—to maximize efficiency and strategic impact (Collings & Mellahi, 2009; Bui &
Chang, 2018). This dichotomy creates a fundamental tension in how organizations design and
implement talent strategies.

The rise of the knowledge economy intensifies this paradox. Knowledge-intensive industries
rely heavily on specialized skills, innovation, and intellectual capital, making the
identification and retention of top talent increasingly critical (Hegde et al., 2017; Cross
Walker, 2020). In such environments, exclusive talent management practices may appear
justified, as organizations seek to invest disproportionately in individuals who can drive
innovation and competitive differentiation. However, this approach risks marginalizing other
employees, potentially leading to reduced morale, perceptions of inequity, and diminished
organizational commitment (Crowley-Henry & Al Ariss, 2018; Hassan et al., 2022).

Conversely, inclusive talent management approaches aim to democratize opportunities and
foster a culture of continuous development for all employees. This perspective is particularly
relevant in diverse and globalized workforces, where leveraging a broad range of skills,
experiences, and perspectives is essential for innovation and adaptability (Clark-Ambrosini et
al., 2023; Metcalfe et al., 2020). Inclusive strategies can enhance employee engagement,
promote organizational justice, and support long-term sustainability. Nevertheless, critics
argue that such approaches may dilute resources, reduce strategic focus, and limit the
organization’s ability to achieve high performance outcomes (Gallardo-Gallardo et al., 2020;
Jooss et al., 2021).

Scholarly literature reflects this ongoing debate, with researchers offering varying
conceptualizations of talent and its management. Some scholars advocate for a hybrid or
differentiated approach, suggesting that inclusivity and exclusivity are not mutually exclusive
but can be integrated through context-specific strategies (Meyers et al., 2020; Latukha,
Shagalkina, et al., 2022). For instance, organizations may adopt inclusive practices at the
organizational level while maintaining exclusive development programs for critical roles or
high-potential employees. Such approaches attempt to balance fairness with strategic
prioritization, though their implementation remains complex and context-dependent (Glaister
etal., 2021; Lawless et al., 2019).

The paradox is further complicated by institutional, cultural, and organizational factors. In
emerging economies, for example, institutional voids and resource constraints may
necessitate more selective talent investments, while also highlighting the importance of
inclusive practices for workforce development and social equity (Tobon & Luna-Nemecio,
2021; Othman & Khalil, 2020). Similarly, cultural norms and values influence perceptions of
fairness and meritocracy, shaping how talent management practices are received by
employees (Holland & Scullion, 2021; Mousa et al., 2022). Global organizations must
therefore navigate diverse expectations and adapt their strategies accordingly.

Recent research also emphasizes the dynamic nature of talent management in the face of
technological advancements and shifting workforce expectations. The increasing adoption of
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digital technologies, remote work, and artificial intelligence has redefined skill requirements
and talent identification processes (Bonneton et al., 2022; Usanova et al., 2022). These
changes underscore the need for more flexible and adaptive talent management frameworks
that can accommodate both inclusive and exclusive elements. Furthermore, the growing
emphasis on employee well-being, purpose, and meaningful work challenges traditional
notions of talent segmentation and calls for more holistic approaches (Mahfoozi et al., 2018;
Sumelius et al., 2020). Despite significant scholarly attention, the inclusivity—exclusivity
paradox remains insufficiently resolved, particularly in terms of its theoretical integration and
practical implications. EXxisting studies often treat these approaches as dichotomous,
overlooking the potential for synergy and coexistence (Gallardo-Gallardo et al., 2020; Jooss
et al., 2021). Moreover, there is a need for a deeper understanding of how organizations can
navigate this paradox in different contexts, including varying industry sectors, organizational
sizes, and cultural environments.

In light of these considerations, this study seeks to reconceptualize talent management by
examining the interplay between inclusivity and exclusivity within knowledge economies. By
synthesizing insights from existing literature and adopting a theoretical perspective, the paper
aims to contribute to a more nuanced understanding of talent management practices.
Specifically, it explores how organizations can balance competing demands for equity and
efficiency, and how this balance influences organizational performance, employee
engagement, and long-term sustainability. Ultimately, addressing the paradox of talent
management is not merely a theoretical exercise but a practical necessity for organizations
operating in increasingly complex and competitive environments. As knowledge economies
continue to evolve, the ability to effectively manage talent—while reconciling inclusivity and
exclusivity—will remain a critical determinant of organizational success (Al Jawali et al.,
2022; Baker et al., 2018; Boada-Cuerva et al., 2019).

LITERATURE REVIEW

The concept of talent management has gained significant prominence in the contemporary
knowledge economy, where human capital is widely recognized as a key driver of
organizational competitiveness and innovation. Unlike traditional economic systems that
relied heavily on physical resources, knowledge economies prioritize intellectual capabilities,
creativity, and specialized skills. This shift has led organizations to adopt structured talent
management practices aimed at attracting, developing, and retaining individuals who can
contribute to long-term strategic objectives (Gallardo-Gallardo et al., 2020; Glaister et al.,
2021). However, within this evolving discourse, a central debate has emerged zsJ the
paradox of inclusivity versus exclusivity in talent management, reflecting divergent
philosophies and practices across organizations and contexts.

The exclusive approach to talent management has historically dominated both theory and
practice. Rooted in strategic human resource management, this perspective emphasizes the
identification of high-potential and high-performing individuals who are considered critical to
organizational success. Scholars argue that limited organizational resources should be
concentrated on these “talent elites” to maximize returns on investment and ensure
competitive advantage (Bui & Chang, 2018; Collings & Mellahi, 2009). This approach is
particularly prevalent in knowledge-intensive sectors, where innovation and productivity are
often driven by a relatively small proportion of highly skilled individuals (Hegde et al., 2017,
Cross Walker, 2020). Empirical studies suggest that organizations adopting exclusive talent
strategies often experience enhanced performance outcomes, improved leadership pipelines,
and greater strategic alignment (Glaister et al., 2021; Sumelius et al., 2020).
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However, the exclusive model has been widely critiqued for its potential negative
consequences. One of the primary concerns relates to issues of fairness and organizational
justice. By focusing disproportionately on a select group of employees, organizations may
inadvertently create perceptions of inequality and exclusion among the broader workforce
(Crowley-Henry & Al Ariss, 2018; Hassan et al., 2022). Such perceptions can lead to reduced
employee engagement, lower job satisfaction, and increased turnover intentions among those
not identified as “talent” (Kravariti & Johnston, 2020; Jooss et al., 2021). Furthermore, the
process of identifying talent itself is often subjective and susceptible to biases, raising
questions <Jily transparency and meritocracy in organizational decision-making (Tyskbo,
2021; Clark-Ambrosini et al., 2023).

In response to these criticisms, an alternative inclusive approach to talent management has
gained traction in recent years. This perspective challenges the notion that only a small subset
of employees possesses valuable talent, instead advocating that all individuals have the
potential to contribute meaningfully to organizational success. Inclusive talent management
emphasizes equal access to development opportunities, continuous learning, and employee
empowerment (Meyers et al., 2020; Gallardo-Gallardo et al., 2020). This approach aligns
closely with contemporary organizational values related to diversity, equity, and inclusion
(DEI), which have become increasingly important in globalized and multicultural work
environments (Metcalfe et al., 2020; Mousa et al., 2022).

The literature highlights several advantages associated with inclusive talent management
practices. Organizations that adopt inclusive strategies often benefit from higher levels of
employee engagement, stronger organizational commitment, and enhanced collaboration
(Mahfoozi et al., 2018; Pantouvakis & Karakasnaki, 2017). By fostering a culture of
continuous development, inclusive approaches can also support innovation and adaptability,
particularly in dynamic and uncertain environments (Bonneton et al., 2022; Usanova et al.,
2022). Moreover, inclusive talent management can contribute to employer branding and
organizational reputation, making firms more attractive to a diverse pool of talent (Baker et
al., 2018; Boada-Cuerva et al., 2019).

Despite these benefits, inclusive approaches are not without limitations. Critics argue that
treating all employees as equally valuable in terms of talent development may lead to
inefficient allocation of resources and reduced strategic focus (Gallardo-Gallardo et al., 2020;
Jooss et al., 2021). In highly competitive industries, organizations may struggle to maintain
performance standards if they do not differentiate between varying levels of employee
capability and potential. Additionally, the implementation of inclusive talent management
requires significant investment in training and development infrastructure, which may not be
feasible for all organizations, particularly in resource-constrained settings (Othman & Kbhalil,
2020; Tobon & Luna-Nemecio, 2021).

Given the strengths and limitations of both approaches, recent scholarly work has
increasingly focused on reconciling the inclusivity—exclusivity paradox. Rather than viewing
these perspectives as mutually exclusive, researchers propose hybrid or differentiated models
that integrate elements of both approaches (Meyers et al., 2020; Latukha, Shagalkina, et al.,
2022). For example, organizations may adopt an inclusive philosophy at the organizational
level by providing baseline development opportunities for all employees, while
simultaneously implementing exclusive programs targeted at high-potential individuals or
critical roles (Glaister et al., 2021; Lawless et al., 2019). This dual approach allows
organizations to balance fairness with strategic prioritization, thereby addressing the
limitations associated with each model.
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The contextual dimension of talent management further complicates this paradox.
Institutional, cultural, and economic factors play a significant role in shaping how
organizations design and implement talent strategies. In emerging economies, for instance,
institutional voids and labor market challenges often necessitate a more inclusive approach to
workforce development, as organizations seek to build human capital from a relatively
limited talent pool (Tobon & Luna-Nemecio, 2021; Latukha, Kriklivetc, et al., 2022). At the
same time, competitive pressures may drive organizations to adopt selective practices to
retain top performers, thereby reinforcing the tension between inclusivity and exclusivity
(Holland & Scullion, 2021; Hassan et al., 2022).

Cultural factors also influence perceptions of talent and fairness. In collectivist societies,
inclusive approaches may be more readily accepted, as they align with values of equality and
group harmony (Mousa et al., 2022). In contrast, individualistic cultures may place greater
emphasis on meritocracy and performance differentiation, thereby supporting exclusive talent
management practices (Crowley-Henry & Al Ariss, 2018). These cultural variations highlight
the need for context-sensitive talent management frameworks that can accommodate diverse
organizational and societal expectations.

Another important dimension in the literature relates to the impact of technological
advancements on talent management practices. The increasing adoption of digital
technologies, artificial intelligence, and data analytics has transformed how organizations
identify, assess, and develop talent (Bonneton et al., 2022; Usanova et al., 2022). These
technologies enable more objective and data-driven decision-making, potentially reducing
biases associated with talent identification. At the same time, they also create new challenges
&l 23 « ) eht gnicrofnier rehtruf ,gnillikspu suounitnoc rof deen eht dna ecnecselosbo lliks 3
importance of inclusive development strategies.

Moreover, the evolving nature of work—characterized by remote working arrangements, gig
employment, and flexible career paths—has blurred traditional boundaries of talent
management (Clark-Ambrosini et al., 2023; Orlando et al., 2022). Organizations are
increasingly required to manage diverse talent pools that extend beyond traditional full-time
employees, @) necessitates more flexible and adaptive approaches. This shift further
underscores the relevance of integrating inclusivity and exclusivity within talent management
frameworks.

In summary, the literature on talent management reveals a complex and dynamic interplay
between inclusive and exclusive approaches, each offering distinct advantages and
challenges. While exclusive strategies emphasize efficiency and performance optimization,
inclusive approaches prioritize equity, engagement, and long-term sustainability. Recent
research suggests that the future of talent management lies in the ability of organizations to
navigate this paradox through contextually informed and strategically balanced approaches.
As knowledge economies continue to evolve, understanding and addressing the inclusivity—
exclusivity tension will remain critical for both theoretical advancement and practical
application in the field of talent management (Al Jawali et al., 2022; Baker et al., 2018;
Boada-Cuerva et al., 2019).

Table 1: Literature Review Table

Author(s) | Title/Focus Methodology | Key Findings Relevance  to

& Year Study

Gallardo- | Conceptualizing Systematic Identifies inclusive vs | Establishes

Gallardo et | talent management | literature exclusive TM | theoretical

al. (2020) review approaches and | foundation  of
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highlights  definitional | TM paradox
ambiguity

Glaister et | Talent management | Empirical Exclusive TM linked | Supports
al. (2021) | and firm | (survey-based) | with higher performance | efficiency
performance outcomes argument of
exclusivity
Meyers et | Inclusive talent | Conceptual Advocates  that  all | Provides basis
al. (2020) | philosophy framework employees possess talent | for inclusivity
and should be developed | perspective
Bui & | Strategic talent | Empirical study | Focus on high-potential | Reinforces
Chang segmentation employees improves | exclusive TM
(2018) organizational logic
competitiveness
Crowley- Talent management | Conceptual Exclusive TM can create | Highlights
Henry & | and workforce | analysis inequality and | ethical and
Al  Ariss | diversity marginalization fairness
(2018) concerns
Kravariti Employee Qualitative Perceived injustice | Shows negative
& perceptions of TM study reduces engagement | impact of
Johnston among non-selected | exclusivity
(2020) employees
Jooss et al. | Talent identification | Mixed-method | Subjectivity and bias in | Questions
(2021) practices identifying talent pools reliability of
exclusive TM
Metcalfe et | Diversity and | Conceptual Inclusive TM enhances | Links TM with
al. (2020) | inclusive TM study diversity, innovation, | DEI frameworks
and organizational
culture
Bonneton | Digital Empirical Technology reshapes | Adds  modern
et al. | transformation and | analysis talent identification and | context to TM
(2022) ™ development processes strategies
Latukha et | Global talent | Comparative Hybrid TM approaches | Supports
al. (2022) | management in | study are more effective across | integration  of
emerging markets contexts inclusivity &
exclusivity
METHODOLOGY

This study adopts a theoretical and conceptual research design to examine the paradox of
inclusivity versus exclusivity in talent management within knowledge economies. Given the
abstract and multidimensional nature of the research problem, a qualitative, literature-driven
methodology is considered most appropriate. The study primarily relies on an extensive
review and synthesis of existing scholarly literature to develop a conceptual understanding of
talent management approaches and their implications (Meyers et al., 2020; Gallardo-Gallardo
et al., 2020).

The research follows a systematic literature review approach, wherein peer-reviewed journal
articles, books, and conference papers related to talent management, inclusivity, exclusivity,
and knowledge economies were carefully selected. Databases such as Scopus, Web of
Science, and Google Scholar were used to identify relevant studies published over the past
decade, ensuring both relevance and academic rigor. Key inclusion criteria involved studies
that explicitly discuss talent management philosophies, organizational strategies, or
workforce implications in knowledge-intensive contexts (Glaister et al., 2021; Jooss et al.,
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2021). This approach allows for a comprehensive understanding of the evolution of talent
management theories and practices. To analyze the collected literature, the study employs a
thematic analysis technique, which involves identifying recurring patterns, concepts, and
debates across the selected studies. Themes such as exclusive talent identification, inclusive
workforce development, organizational performance, employee perceptions, and contextual
influences were systematically coded and categorized (Kravariti & Johnston, 2020; Crowley-
Henry & Al Ariss, 2018). This process facilitates the comparison and integration of diverse
perspectives within the literature.

Furthermore, the study utilizes a conceptual synthesis method to reconcile conflicting
viewpoints and develop an integrative framework that captures the coexistence of inclusivity
and exclusivity in talent management. This method enables the formulation of theoretical
propositions regarding how organizations can balance equity and efficiency in managing
talent (Latukha, Shagalkina, et al., 2022; Lawless et al., 2019). Overall, this methodology is
suitable for theory-building research, as it emphasizes critical analysis, conceptual clarity,
and synthesis of existing knowledge rather than empirical testing, thereby contributing to the
advancement of talent management literature in knowledge economies.

DISCUSSION

The findings from the reviewed literature highlight that the paradox of inclusivity versus
exclusivity in talent management is not a binary opposition but rather a dynamic tension that
organizations must continuously navigate. In knowledge economies, where innovation,
adaptability, and intellectual capital are critical, both approaches offer distinct yet
interdependent advantages. The discussion thus moves beyond the traditional dichotomy and
emphasizes the need for a more integrative and context-sensitive understanding of talent
management.

Exclusive talent management practices remain highly relevant in knowledge-intensive
environments due to their strategic focus on high-potential and high-performing individuals.
Organizations operating in competitive sectors often rely on a small group of key employees
who drive innovation and value creation. As noted in prior studies, investing in such
individuals can lead to enhanced organizational performance, stronger leadership pipelines,
and sustained competitive advantage (Glaister et al., 2021; Bui & Chang, 2018). This
supports the argument that differentiation in talent investment is necessary, particularly when
resources are limited and performance pressures are high. However, the discussion also
reveals that over-reliance on exclusivity can generate unintended consequences, including
employee disengagement, reduced morale, and perceptions of organizational injustice among
those excluded from talent pools (Kravariti & Johnston, 2020; Hassan et al., 2022).

On the other hand, inclusive talent management aligns closely with contemporary
organizational values such as diversity, equity, and inclusion, which are increasingly seen as
drivers of innovation and long-term sustainability. Inclusive approaches foster a culture
where all employees are encouraged to develop their skills and contribute to organizational
goals. This not only enhances employee engagement and commitment but also enables
organizations to tap into a broader range of perspectives and capabilities (Meyers et al., 2020;
Metcalfe et al., 2020). In knowledge economies, where creativity and collaboration are
essential, such inclusivity can be a significant advantage. Nevertheless, the discussion
indicates that a purely inclusive approach may lack strategic focus, potentially leading to
inefficient allocation of resources and difficulties in maintaining high performance standards
(Gallardo-Gallardo et al., 2020; Jooss et al., 2021).
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A key insight emerging from the literature is the growing recognition of hybrid or
differentiated talent management approaches. Rather than choosing between inclusivity and
exclusivity, organizations are increasingly adopting strategies that combine elements of both.
For instance, organizations may implement inclusive policies that provide baseline
development opportunities for all employees while simultaneously offering exclusive
programs for high-potential individuals or those in critical roles (Latukha, Shagalkina, et al.,
2022; Lawless et al., 2019). This dual approach helps balance fairness with strategic
prioritization, thereby addressing the limitations associated with each model. The discussion
suggests that such hybrid frameworks are particularly effective in complex and dynamic
environments, where organizational needs and workforce expectations are constantly
evolving.

The role of context emerges as a crucial factor in shaping talent management practices.
Institutional environments, cultural norms, and economic conditions significantly influence
how inclusivity and exclusivity are perceived and implemented. In emerging economies, for
example, organizations often face skill shortages and institutional constraints, which may
necessitate more inclusive approaches to workforce development (Tobon & Luna-Nemecio,
2021; Othman & Khalil, 2020). At the same time, global competition compels firms to
identify and retain top talent, reinforcing the need for selective investment. Similarly, cultural
differences affect employee perceptions of fairness and meritocracy. In collectivist cultures,
inclusive approaches may be more acceptable, whereas individualistic cultures may favor
performance-based differentiation (Mousa et al., 2022; Crowley-Henry & Al Ariss, 2018).

Technological advancements further complicate the inclusivity—exclusivity paradox. The
integration of digital tools, artificial intelligence, and data analytics in talent management has
transformed how organizations identify and develop talent. These technologies enable more
objective and data-driven decision-making, potentially reducing biases associated with
traditional talent identification processes (Bonneton et al., 2022; Usanova et al., 2022).
However, they also create new challenges, such as skill obsolescence and the need for
continuous upskilling, which reinforce the importance of inclusive development strategies. At
the same time, digital platforms allow organizations to more precisely target high-potential
individuals, thereby strengthening exclusive practices.

Another important dimension highlighted in the discussion is the evolving nature of work.
The rise of remote work, gig employment, and flexible career paths has expanded the
boundaries of talent management beyond traditional organizational structures (Clark-
Ambrosini et al., 2023; Orlando et al., 2022). Organizations must now manage diverse and
fluid talent pools, as! requires more adaptive and flexible approaches. This shift underscores
the importance of integrating inclusivity and exclusivity in a way that accommodates both
organizational objectives and employee expectations.

Overall, the discussion suggests that the paradox of talent management should not be viewed
as a problem to be resolved but as a strategic tension to be managed. Organizations that can
effectively balance inclusivity and exclusivity are more likely to achieve sustainable
performance, foster innovation, and maintain employee engagement. The ability to navigate
this paradox depends on contextual awareness, strategic alignment, and the adoption of
flexible talent management frameworks. Thus, the study contributes to the literature by
emphasizing the need for a nuanced and integrative perspective on talent management in
knowledge economies (Al Jawali et al., 2022; Baker et al., 2018; Boada-Cuerva et al., 2019).

CONCLUSION
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The present study set out to examine the paradox of inclusivity versus exclusivity in talent
management within the context of knowledge economies, where human capital serves as a
primary driver of organizational success. The review and synthesis of existing literature
reveal that this paradox is deeply embedded in both theory and practice, reflecting competing
priorities of equity and efficiency. Rather than representing mutually exclusive approaches,
inclusivity and exclusivity emerge as complementary dimensions that must be strategically
balanced to achieve sustainable organizational outcomes.

The findings indicate that exclusive talent management remains a dominant and strategically
significant approach, particularly in knowledge-intensive industries where high-performing
individuals contribute disproportionately to innovation and competitive advantage. By
focusing resources on a select group of high-potential employees, organizations can enhance
performance, strengthen leadership pipelines, and maintain strategic alignment (Glaister et
al., 2021; Bui & Chang, 2018). However, this approach is not without limitations. The
literature consistently highlights concerns related to fairness, employee morale, and
organizational justice, as the exclusion of a broader workforce from development
opportunities can lead to disengagement and reduced commitment (Kravariti & Johnston,
2020; Hassan et al., 2022).

Conversely, inclusive talent management offers a more egalitarian perspective, emphasizing
that all employees possess valuable potential and should be provided with opportunities for
growth and development. This approach aligns with modern organizational priorities such as
diversity, equity, and inclusion, and has been shown to enhance employee engagement,
collaboration, and innovation (Meyers et al., 2020; Metcalfe et al., 2020). Inclusive strategies
are particularly relevant in diverse and dynamic work environments, where leveraging a wide
range of skills and perspectives is essential for adaptability and long-term sustainability.
Nevertheless, the literature suggests that purely inclusive approaches may lack strategic focus
and could lead to inefficient resource allocation, particularly in highly competitive contexts
(Gallardo-Gallardo et al., 2020; Jooss et al., 2021).

A key contribution of this study lies in highlighting the growing importance of hybrid or
differentiated talent management approaches. The integration of inclusive and exclusive
elements allows organizations to balance fairness with performance optimization. For
instance, providing baseline development opportunities for all employees while
simultaneously investing in high-potential individuals or critical roles can help organizations
address both ethical and strategic considerations (Latukha, Shagalkina, et al., 2022; Lawless
et al., 2019). Such approaches reflect a shift from rigid dichotomies toward more flexible and
context-sensitive frameworks.

The study underscores the role of contextual factors in shaping talent management practices.
Institutional environments, cultural norms, and economic conditions significantly influence
how organizations interpret and implement inclusivity and exclusivity. In emerging
economies, resource constraints and skill gaps often necessitate a balanced approach that
supports both workforce development and strategic talent retention (Tobon & Luna-Nemecio,
2021; Othman & Khalil, 2020). Similarly, technological advancements and evolving work
arrangements are redefining talent management, requiring organizations to adopt more
adaptive and data-driven strategies (Bonneton et al., 2022; Usanova et al., 2022).

In conclusion, the paradox of inclusivity versus exclusivity should not be viewed as a
dilemma to be resolved but as a strategic tension to be managed. Organizations that can
effectively navigate this tension are better positioned to foster innovation, enhance employee
engagement, and achieve long-term sustainability. The study contributes to the theoretical
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advancement of talent management by advocating for an integrative perspective that
recognizes the coexistence and interdependence of inclusive and exclusive approaches.
Future research may further explore empirical validations of hybrid models and examine their
applicability across different organizational and cultural contexts (Al Jawali et al., 2022;
Baker et al., 2018; Boada-Cuerva et al., 2019).
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