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Abstract. Most global talent surveys mutually emphasize the labour market’s general and painful talent shortage. No 
country or industry is protected against talent migration and drought. Although some countries or regions have un-
derstood the vast role of talent attraction and retention in the region’s success, most governments need to pay more 
attention to this issue. Employees and HRs feel alone in this continuous war for valuable employees. The labour market 
parties increasingly see the trend where only mutual efforts in attracting talent can lead to success in this global compe-
tition. The talent management functions have exceeded the companies’ borders lines, and regional/sectoral collabora-
tion is the only possibility to attract and keep talent in the region and its industries. This article aims to conceptualize 
the strategic activities and principles of the HR networks in supporting the member companies’ talent attraction and 
retention ability based on the Estonian experience. Together with the HR networks and with the help of the theory and 
other cases, the authors bring out the main principles and actions on how the HR networks can support organizations 
in the continuous fight for talent. The originality of the article is that talent management from the point of view of the 
network and networking opens a new perspective for talent attraction and development – for different levels of cross-
border organizational collaboration and research opportunities.
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Introduction 

There is no doubt that talent is harder to find and keep 
than ever before. The so-called Great Resignation is the 
new normality, and organizations can decide whether 
to tackle it or watch their best people apply their talent 
somewhere else.

While the shortage of talent has driven wages up-
ward, employers have realized that money alone cannot 
keep good employees in an organization. As a result of 
the IBM study, it was found that employees prefer the 
possibility of career advancement more than higher 
earnings. Similarly, the Monster survey disclosed that 
86% of employees feel their careers stalled during the 
pandemic, and 29% of employees want to leave their 
jobs due to lack of development opportunities (Human 
Resource Systems Group, 2022). Based on a Pricewater-
houseCoopers (2022) survey, one in five employees are 
willing to change employers within a year, which in turn 
has led to a shrinking talent pool. It is not uncommon 
for companies to leave a region / country because they 

do not have enough competent employees to carry out 
their activities (International Labour Organization, 2016; 
Van Zyl et al., 2017). The above results show that short-
age of talents is not just a regional problem or a national 
one. This is a challenge that affects organizations around 
the world (Sienkiewicz, 2018). Inclusiveness, corporate 
responsibility, and equal opportunities for development 
are the fundamental principles of a responsible talent 
management system. Responsible talent management 
practices foster multilevel and sustainable outcomes such 
as decent work, employee well-being and organizational 
well-being (Anlesinya & Amponsah-Tawiah, 2020). Al-
though most organizations can apply basic talent man-
agement principles, there are still problems that need to 
be addressed (Van Zyl et al., 2017).

In the face of a talent drought, organisations have 
turned to umbrella organisations, national associations, 
support organisations and public authorities to help 
the region / sector so that organisations can continue 
their activities. Different situations are known from the 
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practice where the government and/or umbrella organi-
sations have come to the aid of organisations and the 
output of which is special state programmes for train-
ing specialists in some fields, retraining programmes, 
adaptation programmes for foreign talent, so-called 
code-free (there is no national quota for the volume of 
foreign labour) areas of activity, etc. However, often these 
activities are not sufficient, do not reach companies in a 
particular sector or are not accessible to all. For exam-
ple, Estonia has fallen three places in the Global Talent 
Competitiveness Index between 2016 and 2020 (from 21 
to 24), largely due to its low capacity to retain talents 
(INSEAD, 2020). Consequently, many organizations have 
gone down the path of having created their own pro-
grams to attract, retain and develop talents, which are 
implemented by the organisational HR. 

Changes in the external environment – for instance, 
working in the home office and remotely has required 
changes in the organization, including inward and out-
ward structure and strategies, practices, and processes to 
replace traditional workplace in the office working envi-
ronment (Tokarchuk et al., 2021) with the home office, 
and to continue to retain and develop talents practicing 
remote or hybrid work. 

The fact that recruitment and selection are no longer 
limited to candidates from their geographic region also 
calls for new competencies from organizations. Talent 
management assumes close integration of various per-
sonnel functions and direct integration into business 
management processes. As one way to cope with changed 
needs, HR see participation in networking activities, ex-
pecting to receive support in talent retention and devel-
opment activities. 

In view of the foregoing, the aim of the article is to 
conceptualize the strategic activities and principles of 
the HR networks in supporting the member’s or their 
organization’s talent attraction, retention, and develop-
ment ability based on the Estonian experience. The au-
thors bring out the main principles and actions on how 
the HR networks can support organizations in the con-
tinuous fight for talent. The article provides guidance 
for organizations seeking to improve employee retention 
and development and directs HR networks to contribute 
to their strategic leadership in providing talent manage-
ment support to their members. Despite the increasing 
availability of literature and issues in the field of talent 
management, the topic has not received much attention 
from a networking and networking perspective. This ar-
ticle complements this topic and points to possible action 
needs to keep this topic in focus and thereby support 
organizations. 

1. Theoretical background

Perspectives on talent and talent management vary 
(Swailes, 2020; Kozjek & Franca, 2020) but aptitude 
(talent pool) is usually treated as a combination of per-
formance and promotion potential, perhaps with more 

emphasis on potential (Swailes, 2020). Petersone, Ket-
ners, and Krastins (2014) define talent as highly quali-
fied, educated, and potential employee. In an organiza-
tional context, talent can be seen as a form that goes be-
yond innate qualities and abilities, and where talent can 
reflect the organization’s mission and capture the leader’s 
attention (Swailes, 2020). There are organizations whose 
strategy or processes do not use the term talent and there 
is no organizational definition, or there is some limited 
use of the strategy and processes and the formation of 
the definition at certain levels of the organization. At the 
same time, there are organizations where there is a com-
mon understanding and a widespread use of the term 
talent and talent management in strategy, policy and pro-
cesses (Tansley, 2011). 

According to certain concepts, talent strategies and 
practices are based on two main philosophical approach-
es: the exclusive approach and the inclusive approach 
(Anlesinya & Amponsah-Tawiah, 2020). The exclusive 
approach states that only a few of the workforce are tal-
ented (Meyers & van Woerkom, 2014). Inclusive talent 
management is an approach which assumes that all em-
ployees have a certain amount of talent that can con-
tribute to the success of an organization (Meyers, 2016). 
Talent management means proactive recognition and de-
velopment of employees at all levels of the organization 
to help them reach their full potential in their workplace 
(Gadsden et al., 2017). Recently, the application of tal-
ent management practices in achieving sustainability has 
become an organizational activity that meets the opera-
tional and strategic objectives of companies, a concern of 
academics and practitioners alike (Aina & Atan, 2020). 
Effective talent management ensures that organizations 
can successfully attract and retain the talents they need. 
On the other hand, talent management is about employ-
ee engagement. Research confirms the positive correla-
tion that, the more effective talent management is, the 
more successful a company is in its business (Beardwell 
& Thompson, 2017).

In the light of the inclusive talent management ap-
proach, workforce and talent management planning 
must be in line with the overall strategy of the organiza-
tion and, according to (Bussin & Thabethe, 2018), it is 
important to ensure the transformation of organizational 
goals into talent management priorities. Modern talent 
management frameworks have been developed that focus 
on attracting, recruiting, selection and hiring talent (Bus-
sin & Thabethe, 2018). Organizations often use employee 
value proposition (EVP) to attract talents. Attracting tal-
ent through value proposition involves several employer 
initiatives to retain employees (Bussin & Thabethe, 2018) 
such as workforce planning, benefits and bonuses, re-
cruitment and selection, performance management, suc-
cession planning, training, and development. Meaning-
ful value offerings assume a strategic approach from the 
organization to attract, find and retain talent (Musakuro, 
2022). To retain employees, organizations have imple-
mented several initiatives, the most popular of which are 
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providing more learning and development opportunities 
and improving employee leadership skills (Beardwell & 
Thompson, 2017). A competency-based approach is com-
mon in organizations dedicated to consciously creating 
and shaping their talents’ career paths. Since competence 
models describe, among other things, competencies of 
the employee and how the employer must support them. 
Instead of focusing on what a person normally does at 
work, competencies describe how an effective employee 
does it in order to succeed (Human Resource Systems 
Group, 2022). An employee who feels that he is com-
petent to meet job challenges is also often a more dedi-
cated employee, which in turn is directly related to the 
employer’s goals in maintaining and developing talent. In 
their study, Glaister and colleagues (2018) found a link 
between talent management practices and subjective cor-
porate performance, which they explained through social 
capital development and employee networking. Profes-
sional networks are vital to career advancement and the 
development and maintenance of a sense of community 
and well-being (Margolis et al., 2021). 

As an added value to intra-organisational networks, 
more and more thought is also given to so-called ex-
ternal organisational networks. It is quite difficult for 
companies to survive in isolation, and building strate-
gic relationships has become relevant (Klerk & Kroon, 
2008). More and more networks based on different part-
nerships are being created. Networks can be defined as a 
set of network members and connections between them 
(Brass et al., 2004; Borgatti & Foster, 2003) and members 
of networks can be individuals, groups, organizations, 
etc. (Borgatti & Foster, 2003). In the case of cross-organ-
isation networks, the most common are organisational 
networks where the organisation is represented by a rep-
resentative of a position related to the purpose of the 
network. Muijs and colleagues (2010) define a network 
as at least two organisations working towards a common 
goal for at least a certain period, and an intra-network 
activity as a joint activity of participants from different 
network organisations. The network is characterised by 
a flat organisational structure with no management hier-
archy and supported by the principles of self-regulation, 
self-organisation, and partnership (Elsner, 2013). Net-
works help link members and / or member organizations 
formally, and the significance of networks stems from the 
theory that a group can do more than an individual and 
synergy arises. Successful networking requires, awareness 
of the members and clearly defined goals and strategies 
for participating in the activities of the network, but the 
accompanying effort pays off – together it is feasible to 
perform many tasks that an organization alone would 
not be able to do (Smyrnova-Trybulska & Żebrok, 2015). 

The benefits of networks may be related to establish-
ing and maintaining relationships between members, 
facilitating work-related activities to create benefits, ac-
cess to resources that thereby increase the benefits of 
network members, establishing necessary contacts, ex-
changing views and experiences (Elsner, 2013; Utz & 

Breuer, 2019; Tullier, 2004). At the organizational level, 
the benefits of participating in networks lie in the po-
tential to increase the flow of information (Muijs et al., 
2010; Anand & Walsh, 2016), creating new innovation 
and mediate transactions among organizations (Brass 
et  al., 2004), improve management processes and gain 
a competitive advantage (Tullier, 2004) as well as gain 
access to new or additional marketing channels, find 
partners and cooperation opportunities (Klerk & Kroon, 
2008). Business owners and managers say they are moti-
vated to network / engage in networking when they see 
the opportunity to make a profit through access to other 
resources or connections to increase their business’s ef-
ficiency (Klerk & Kroon, 2008). 

The results of the study have shown that participa-
tion in networking events, or the creation of informal 
links between individuals, promotes professional de-
velopment in a supportive environment (Chen et  al., 
2008). Faced with constant changes, the HR profes-
sional also needs support, and one of the ways to re-
ceive support is through professional networking. One 
method of sharing knowledge in networks is the shar-
ing of best practices offered by various interdiscipli-
nary and cross-organizational networks (Al-Rasheed 
& Berri, 2016). The main purpose of the HR network 
is to provide support and expertise in solving complex 
problems in the HR field, and often HR networks are 
led by a team of experienced HR industry leaders (Lis-
sak & Geller, 2011). Organizations are interested in the 
participation of their HR people in networking between 
organizations, as it is HR professionals who play a sig-
nificant role at the organizational level to help employ-
ees and thus organizations achieve results. Research 
results demonstrate that there is a notable positive re-
lationship between organizational performance and HR 
professional competence and role clarity. Employee per-
formance is the weightiest determinant of an organiza-
tion’s success. A strong link between talent learning and 
development (as a function of HR) and organizational 
performance has been identified, while increasing in-
dividual performance also increases organizational 
productivity. (Phiri & Phiri, 2022). Human resource 
management (HRM) is a key function of an effective 
and successful organization. Successful and competi-
tive organizations use human resource management as 
a tool to increase organizational performance, and this 
makes them market leaders (Francis et al., 2019).

A good example of cross-organizational networking 
as an important tool for attracting, retaining, and devel-
oping talent in supporting the development of the re-
gion, Bizkaia, being one of the first regions in Europe to 
adopt a talent strategy, has become a star in the field of 
attracting talent. The conscious development of coopera-
tion with the involvement of Human Resources, regional 
companies and national organisations led to the goal of 
jointly working through networks to create a talent-
friendly ecosystem and the Be Basque Talent Network 
(BBTN) (consisting of more than 12,000 professionals 
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from more than 100 countries, as well as more than 
350 Basque organisations and companies) managed to 
attract and retain a considerable amount of talents to 
support the sustainability and competitiveness of Basque 
companies (Lagunilla & Jimenez, 2016).

Aiming to maximise the talent management ben-
efits of member organisations, it is important to enable 
the HRD of the organisation to participate in the net-
works attempting to implement the network as a tool. 
It is necessary to constantly develop people working in 
the organization (incl. HR) striving for the knowledge 
of employees to include the ability to be aware of the 
opportunities, trends and threats offered in the market. 
The HR field is not a core activity in organizations, but 
human capital (which HR deals with) is essential for the 
organization. Changes in the environment, increasing 
competition require more talented employees / talents, 
and it is the task of HR to address them.

2. Research methodology

The aim of the authors of this article is to map the strate-
gic activities and principles of Estonian human resource 
management networks in supporting the development 
and retention of talents in organisations. The authors 
conducted a content analysis of Human Resource Man-
agement networks’ homepages, text analysis of social 
media channels, and a qualitative study using structured 
interviews to collect data. Interview questions are pre-
pared based on theoretical background and based on the 
results of content analysis.

The sampling was formed from the Estonian human 
resource management networks corresponding to the pur-
pose of the study, which are the Estonian Human Resource 
Management Association PARE (hereinafter: PARE), 
Ülemiste City HR network (hereinafter: the ÜC HR net-
work) and the Estonian HR Society (see Table 1).

PARE is a supportive community of HR managers 
and employees aimed to develop the quality of people 
management. The largest and longest-running network of 
professionals in the field of HR and people management 
in Estonia. The network includes more than 500 legal 
and private members, i.e., more than 2,000 people). It is 
a self-sustaining organization with a 4-member executive 
team, 9 board members, 8 working groups and nearly 
100 volunteers across Estonia. PARE is a member of the 
Central Union of Employers and belongs to the Euro-
pean Association of HR Managers (EAPM).

The ÜC HR network brings together all HR managers 
and specialists or employees of companies and organiza-
tions located in the so-called “Smart Business City” in 
Tallinn, who deal with the daily development of the com-
pany’s personnel.

The Estonian HR Society is for enthusiasts interested 
in personnel management. This network grew out of the 
LinkedIn group of Estonian HR managers (a commu-
nity of nearly 1,400 members) with the aim of offering 
quick and flexible solutions to support proactive people 

management. The keywords of the network are speed, 
agility, openness, innovation, honesty, simplicity, and the 
message that together we can do a lot.

3. Discussion and conclusions

To achieve the objective, data were collected in a two-
stage process. Based on document analysis, the informa-
tion about HR networks in Estonia was gathered and 
their profiles and the activities they offer for their mem-
bers were analysed. The interviews conducted with the 

Table 1. Comparative analysis of Estonian Human Resource 
Management networks

PARE Estonian HR 
Society 

ÜC HR 
network

Year of 
establish-
ment

Since 1992 Since 2022 Since 2018 

No of 
members

500 legal or 
natural persons 
represented 
by more than 
2,000 people

Approx.  
1 400

Approx. 200

Target 
group

Organizations 
(this also 
includes 
representatives 
of the public 
and non-profit 
sectors) and 
employees of 
the HR field

Enthusiasts 
interested 
in HR 
management

HR people of 
ÜC companies

Stated 
goal

Contribute 
to the 
improvement 
of management 
quality in 
Estonia by 
raising the 
professional 
level of 
personnel 
management 
activities

To create 
a mutually 
supportive 
and 
encouraging 
network 
of people 
interested in 
the HR field

To bring 
together people 
in the field 
who have HR 
knowledge and 
experience, 
from whom 
you can get 
support and 
learn best 
practices in HR 
management

Docu-
ments 
and in-
formation 
carriers 
and chan-
nels

Home page
Action plan
Calendar of 
events
Facebook
LinkedIn

Homepage
Slack
Facebook
LinkedIn

Homepage
Facebook
LinkedIn

Manage-
ment 

There is a 
statute
Decisions 
are taken by 
the general 
meeting, which 
also elects 
the board, 
members pay a 
membership fee

An initiative 
group of 14 
volunteers, 
the society is 
registered

The city’s talent 
manager + 
a group of 
volunteers 
formed during 
various events
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managers of the networks enabled to map the strategic 
actions and principles of Estonian human resource man-
agement networks in supporting the development and 
retention of talents in organizations. The networks analy-
ses show that they have arisen from the need to develop 
talent management through the provision of various ac-
tivities and services and opportunities to the members of 
the network. Due to the origin of these networks, time of 
operation, region and number of members and peculiari-
ties, different practices were implemented, but all started 
from the need to support the development of HR actors 
and the field in Estonia or the smart business city in gen-
eral. In terms of the impact and scope of activities, the 
fact of when and why the network has been established 
and how long it has been operating plays a role.

Resulting from the interviews it can be stated that the 
key actors of Estonian HR networks see networks as a 
set of network members based on different partnerships 
and the connections between them, and network mem-
bers can be either individuals, groups, or organizations. 
If in the case of Ülemiste City, it can be said that the or-
ganization is represented by a representative of a position 
related to the network’s goal, then private individuals are 
also members of PARE and HR Society, incl. students 
or those interested in the field, who do not represent a 
specific organization, and therefore the functions of the 
networks are also slightly different.

Networking is primarily seen as an opportunity to 
create contacts, cooperate and develop various compe-
tencies. 

“Above all, that you have your own base of profes-
sional contacts or social circle with whom you can 
share knowledge and experience.”
“You consciously keep these contacts, and a net-
work is created, where to share the so-called advice 
and strength.”
“Well, it still means that making contacts and find-
ing acquaintances in different activities in their 
field with whom you can discuss questions that 
arise in your field or work or get support.”
“It means that in one way or another, a person 
creates a contact base for himself. Collects contacts 
who could help him in his work or in terms of self-
development.”
“Building relationships for mutual support and / or 
achieving a common goal.”
The knowledge that the benefit of participating in 

networks at the organizational level lies in the opportu-
nity for increasing the flow of information and creating 
innovation based on cooperation and shared knowledge 
was confirmed. Among the members of the named net-
works there are also those not directly involved in per-
sonnel management, incl. company managers and mid-
dle managers and specialists in the field who feel enthu-
siastic about HR topics. In turn, it is possible to develop 
management processes in the organization through com-
petent employees. In the perspective of attracting talent, 

the opportunity to access marketing channels and sup-
port employer branding was noted as a benefit of par-
ticipating in networks. The activities of all networks are 
oriented towards finding partners and opportunities for 
cooperation both within the field and across fields. 

“After all, people participate there, and then you 
can find out what exciting things someone is doing 
and apply it in your organization.”

“If there are company visits, it always includes a 
mini hackathon, where some problem of that com-
pany is solved. At the mini hackathon, they are al-
ways given a task to solve, and they always get new 
ideas to implement in their organization. “

“For example, we just visited and found out that 
the airport has absolutely cool onboarding pro-
gram. We plan to meet because we are working on 
this project. It’s that someone has done something 
awesome.”

“The fact is that, for example, several questions 
came into the slack channel again today, which are 
related to, for example, salaries, etc. We are dealing 
with a matter that is relevant now.”

“What we have is that we have private members. 
PARE is oriented towards organizations. We have 
people joining us as individuals, and the assump-
tion is that they are at least a little bit related to 
the HR field. We do it precisely through HR people.”
Talent management based on the employee’s working 

life span was mentioned throughout the interviews. The 
development of its services and activities, talent manage-
ment practices that support the employee throughout his 
working life, including attracting, recruiting, selecting, 
onboarding, career management, development, motivat-
ing and retraining, and exiting the organization, are sup-
ported.

All networks obtain information for the develop-
ment of services and the design of activities through the 
involvement of their members. In addition, data is col-
lected through cooperation with educational institutions 
and by conducting research.

Through its members and network coordinators, 
PARE and HR Society influence management practices in 
Estonia. Starting from 2021, the PARE manifesto, which 
contains management problems, needed to be solved, 
and appeals to the Estonian government, has a strategic 
value. Under PARE coordination, network members are 
involved in law-making. In doing so, cooperation is car-
ried out with organizations representing employers and 
employees, such as the Estonian Chamber of Commerce 
and Industry, trade unions, etc.

“This goal of Estonia 2023 is for people to be 
healthy and work life to be valuable.”
“Through the employers’ manifesto, you can influ-
ence how members and organizations would get a 
prepared workforce.”
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While network coordinators and members are aware 
of the benefits that being a part of networks gives them, 
when analysing the bottlenecks that prevent a network 
member from using the tools offered to develop and re-
tain talent in their organization, we found that the im-
pact at the organizational level only occurs if the network 
member also finds strategic support. 

“They say that the fish rots, as usual, from the 
head. After all, there are HR managers who say 
that managers see a cost in everything, or that HR 
managers are not treated like a strategic partner.”
“If the employer does not encourage. Doesn’t see the 
value in why his employees should go to events or 
be involved. If the HR manager himself knows why 
it is useful, then he should convince the manager.”
“One thing that gets left behind is that the leader of 
the organization is not ready to use best practices. 
Many things don’t even require a financial contri-
bution, but you need the will to do it.”
“If you look broadly, we are in an uncertain time 
and when you can see that you don’t know what is 
going on in the economy and this also affects how 
much opportunity HR managers have aiming to do 
something.”
“Quite a few bottlenecks can be an obstacle, e.g., the 
position / opinion of the company’s management, 
finances, or the organization’s field of activity as 
well.”
It all starts with leaders. Networks are great support-

ers of self-development, but the impact does not extend 
to the organizational level if managers do not understand 
the strategic need for talent development and retention. 
Also, the fact that there is no time is nothing else than 
the attitudes, knowledge, and skills of managers. Manag-
ers who do not understand what strategic management 
means focus on operational activities that take up all 
their time.

Based on the Table 2, it can be argued that all three 
networks are engaged to some extent in supporting their 
member organizations in the development and retention 

of their talents. Most of the focus is on workforce plan-
ning, recruitment and selection, performance manage-
ment, succession planning, training, and development. 
As a more unique solution, the ÜC network also offers 
its member organizations a training mediation platform 
aimed at the talent of any organization located in the 
business city (BC). In the BC, considerable attention is 
paid to the provision of services that support the health of 
talents. Walking meeting paths and open areas are open 
to the employees of the ÜC companies. The events of the 
ÜC HR network include activities that shape the health 
behaviour of employees, from triathlons to night runs.

We may say that like the practices of other countries, 
the sharing of best practices has been implemented in Es-
tonian HR networks. Problem-based learning paradigms 
are noticeable in the promotion of talent management. 
Every HR Society H2H visit, in addition to the visit to 
the organization, also includes a mini hackathon, where 
the attendees solve a specific problem proposed by the 
inviting organization in the form of a hackathon. Hack-
ing the problem issues of various organizations is also the 
goal of the PARE hackathons, which have already taken 
place 4 times. The solution-seeking problems are related 
to and motivated by the needs of a specific organization, 
and several positive examples were brought out in the 
interviews, where innovative solutions that had not been 
reached in the organization ware elaborated with the 
support of the network. Aimed to solve the pain points 
of a specific organization, PARE also organizes supervi-
sion sessions.

HR Society’s buddy program and PARE mentoring 
program have been created to ensure the succession of 
talents. Through the networks, pairs of mentors, mentees 
and so-called buddies were formed, and those entering 
the field or interested in their own development needs 
are supported. Since the HR Society network includes 
all members interested in HR management, the pairs 
created within the buddy program involve people from 
quite different fields. Mentoring and buddy projects help 
discover talented people and provide support in realizing 
their strengths and development needs.

In 2020, the PARE personnel management compe-
tency model was developed in cooperation with PARE 
members, in which the competencies of the personnel 
manager at different levels were mapped. The compe-
tency model also plays a role in the organizational talent 
management by providing guidelines for career planning 
and supporting the employee’s personal development. 
The competence model also supports educational insti-
tutions in curriculum development and organizations in 
mapping the training needs of their employees.

As a result of the analysis and interviews of docu-
ments and information carriers, it became evident that 
the strategy of HR networks includes activities and prac-
tices for talent management of the organization primarily 
through the members of the networks. The present study 
supports the results of previous studies (Chen et  al., 
2008) that participation in Estonian human resources 

Table 2. Services and activities offered to network members 
for talent development and retention 

Networks’ web, social media Interviews

Podcasts
Blogs
HR Summit
HR Expo
Language clubs
HR development 
programme
Virtual platforms
Manifest of work-
life

HR hackathons
Workgroups
Library
Book club
Seminars
Trainings
Conferences
Handbook
Management 
barometer
Thematic forums 
in Slack

Sharing of 
knowledge and 
best practices
International 
practices
Idea generation, 
brainstorming
Informal 
mentoring
Supportive 
network 
Expert advice
Recognition



The Role of The HRM Networks in the Attraction, Retention and Development of Talents of Estonian Organizations

593

networks helps to create connections between individu-
als, thereby promoting professional development.

Whether there is a significant positive relationship 
between organizational performance, professional com-
petence and role clarity in the HR field (Phiri & Phiri, 
2022), the participants in Estonian HR networks can 
develop their professional competencies through par-
ticipation in network activities. Networks include mem-
bers with different experiences and education, and best 
practices and know-how are spread through joint ac-
tivities. Cannot be forget that HR people themselves are 
also talents. Networks are, therefore, a so-called platform 
for newcomers or those entering the field (for example 
HRSelts buddy program, job and internship offers).

The leadership style of the organization, where the 
leader of the organization is not ready to use the tools 
offered by the networks, or where the leader fails to see 
the value in networking, or where the HR person is not 
a strategic partner of the management, was considered 
the main obstacle for the network member to employ the 
tools offered to develop and retain talent their organiza-
tion. Furthermore, HR’s lack of ability to comprehend 
and implement proposed solutions and network with 
other members of the network, the lack of resources, the 
specifics of the organization, the format of events, and 
the external environment were also highlighted as bot-
tlenecks. A more detailed overview of the main obstacles 
is summarized in Figure 1.

For the effective implementation of the proposed 
tools in the organizations of the network members, it 
is crucial to “overcome” the obstacles mentioned above. 
Attention should be paid to raising awareness among 
managers (including management, middle managers, 
HR managers) about the benefits of networking and net-
working skills. Networking skills should be enhanced so 

that network members are better able to build relation-
ships and contacts with other network members to max-
imise the benefits to the organisation aiming to support 
the success of the organisation through the retention and 
development of talented staff. Inter alia, leaders need to 
develop innovation and a willingness to implement in-
novation. One of the key points is to get the manage-
ment of the organization understand the significant role 
of people in the field of HR in development and retention 
of employees. By understanding the needs of employees, 
through developing employees, and bridging a gap be-
tween management and employees, HR divisions can 
increase workplace productivity (Somu & Jayavel, 2021). 

Limitations and future research

This article concentrates on HR networks in Estonia. 
Therefore, the results do not generally extend to all HR 
networks. Since Talent Management is not limited to the 
borders of one country or region, delving into the topic 
also needs data on, for instance, national cultural dif-
ferences and other influences. We could also add value 
if we know how much networking depends on specific 
characteristics related to a particular area, as today tal-
ent management is not limited to the human resources 
area but is a comprehensive and cross-functional activ-
ity. While the current study focuses more on network 
creators and managers, the future study might focus on 
whether members’ opinions about networks, as support-
ers of talent management, are similar to those of leading 
figures or creators of networks, why they join networks, 
why they belong to them, and what impact and to whom 
they have. Support for networking creators, developers 
and members could provide best practices from other 
countries or networks. Since the role of network mem-
bers in their organisation can be identified as one of the 
key influences on this study, the organisational level and 
the implementation or support of the potential of net-
worked members in the context of the strategy is worth 
considering.
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