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Abstract 
The aim of this paper is to examine the relationship between knowledge management and talent 

management in the context of the future workplace. It attempts to create a logical link between these 

two concepts and evaluates their potential impact on organizational success. By analyzing current 

research and literature on knowledge management and talent management, this review highlights the 

importance of a strategic approach to these areas and the benefits of integrating them for the 

development of a skilled and knowledgeable workforce for future workplace challenges. The review 

ultimately provides insights into the ways in which organizations can optimize their knowledge and 

talent management strategies to enhance their overall performance in the future workplace. It further 

calls for empirical studies that will examine this relationship. 
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Introduction 
In today's rapidly changing business environment, organizations are facing increasing 

challenges in managing their knowledge and talent. As the world becomes more 

interconnected and technology advances, the need for skilled and knowledgeable workers is 

becoming more critical than ever before. In this context, knowledge management and talent 

management are two critical areas that organizations need to focus on in order to succeed in 

the future workplace. 

According to Alavi and Leidner (2001) [1], knowledge management is defined as "the process 

of capturing, distributing, and effectively using knowledge." This definition highlights the 

importance of knowledge as a valuable resource for organizations and emphasizes the need 

for effective management strategies to leverage this resource. On the other hand, talent 

management refers to "the activities and processes used to identify, develop, and retain 

employees with the potential to contribute to organizational success" (Collings et al., 2015) 

[6]. This definition underscores the importance of attracting and retaining talented employees 

in order to achieve organizational goals. 

The nexus between knowledge management and talent management is increasingly 

recognized as a critical factor in organizational success (Collings et al., 2015) [6]. By 

integrating these two concepts, organizations can create a skilled and knowledgeable 

workforce that is capable of driving innovation, improving efficiency, and enhancing overall 

performance. However, despite the growing interest in the relationship between knowledge 

management and talent management, there is a lack of consensus on how to effectively 

integrate these two areas (Collings et al., 2015) [6]. 

Therefore, this critical review aims to examine the nexus between knowledge management 

and talent management for the future workplace. By analysing current research and 

literature, this review will evaluate the potential benefits of integrating these two concepts 

and provide insights into the ways in which organizations can optimize their knowledge and 

talent management strategies. Ultimately, this review will contribute to a deeper 

understanding of the importance of these two areas and their impact on organizational 

success in the future workplace. 

 

Future Work Place – Challenges and need for Knowledge & Talent Management  
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The future workplace challenges are numerous and require 

organizations to focus on effective knowledge and talent 

management strategies. One of the most significant 

challenges is the rapid pace of technological change, which 

is reshaping the nature of work and creating new demands 

for skilled workers (World Economic Forum, 2020) [26]. As 

technology continues to advance, organizations need to 

ensure that their employees have the necessary knowledge 

and skills to keep up with these changes. 

Another challenge is the increasing importance of 

knowledge as a key driver of organizational success. 

According to Alavi and Leidner (2001) [1], knowledge 

management is essential for organizations to effectively 

capture, distribute, and utilize knowledge. In the future 

workplace, organizations need to be able to leverage their 

knowledge assets to drive innovation, improve decision-

making, and enhance their overall performance. 

At the same time, the competition for talent is intensifying, 

and organizations need to be able to attract and retain skilled 

workers to remain competitive. As Collings et al. (2015) [6] 

note, talent management is becoming increasingly important 

as organizations seek to identify, develop, and retain 

employees who can contribute to their success. In the future 

workplace, organizations need to be able to effectively 

manage their talent pool to ensure that they have the right 

people in the right positions. 

Future workplace challenges require organizations to adopt 

a strategic approach to knowledge and talent management. 

This involves creating a culture of continuous learning, 

developing knowledge management systems, and 

implementing effective talent management strategies. As 

Forrester (2019) [10] notes, organizations need to cultivate a 

culture of learning to foster the development of skills and 

knowledge among their employees. This includes providing 

access to training and development opportunities and 

encouraging employees to share their knowledge and 

expertise with others. 

In addition, organizations need to develop effective 

knowledge management systems to capture and distribute 

knowledge throughout the organization. According to Alavi 

and Leidner (2001) [1], this involves implementing processes 

and technologies that enable employees to easily access and 

share knowledge. By doing so, organizations can leverage 

their knowledge assets to improve decision-making, 

enhance innovation, and drive performance. 

Finally, effective talent management strategies are essential 

for organizations to attract, develop, and retain the skilled 

workers they need to succeed in the future workplace. This 

involves identifying the skills and competencies needed for 

success, developing programs to develop those skills, and 

creating a culture that fosters employee engagement and 

loyalty (Collings et al., 2015) [6]. 

Overall, the challenges facing the future workplace require 

organizations to focus on effective knowledge and talent 

management strategies. By doing so, they can create a 

skilled and knowledgeable workforce that is capable of 

driving innovation, improving efficiency, and enhancing 

overall performance. 

 

Theoretical and Conceptual relevance of Knowledge & 

Talent Management  

The theoretical foundations of knowledge management 

(KM) can be traced back to the work of Polanyi (1966), who 

emphasized the importance of tacit knowledge and its role 

in organizational learning. Later, Nonaka and Takeuchi 

(1995) [19] introduced the concept of the knowledge-creating 

company, which highlighted the importance of knowledge 

creation as a key driver of innovation and competitive 

advantage. According to Alavi and Leidner (2001) [1], KM is 

a multi-disciplinary field that draws on a range of theoretical 

perspectives, including information science, organizational 

behavior, and cognitive psychology. One key theoretical 

framework for KM is the SECI model developed by Nonaka 

and Takeuchi (1995) [19]. This model identifies four modes 

of knowledge conversion: socialization, externalization, 

combination, and internalization. Socialization involves the 

transfer of tacit knowledge through direct interaction 

between individuals, while externalization involves the 

articulation of tacit knowledge into explicit knowledge. 

Combination involves the integration of different types of 

knowledge, while internalization involves the process of 

converting explicit knowledge into tacit knowledge. 

On the other hand, talent management (TM) can be traced 

back to the work of Becker (1964), who introduced the 

concept of human capital and its role in organizational 

success. Later, scholars such as Collings et al. (2015) [6] 

introduced the concept of talent management, which 

emphasized the importance of identifying, developing, and 

retaining talented employees as a key driver of 

organizational success. According to Collings et al. (2015) 

[8], TM is a multi-disciplinary field that draws on a range of 

theoretical perspectives, including human resource 

management, strategic management, and psychology. One 

key theoretical framework for TM is the resource-based 

view (RBV) of the firm. This framework suggests that the 

unique resources and capabilities of a firm, including its 

talented employees, are a key source of competitive 

advantage. Another key theoretical framework for TM is the 

social exchange theory (SET), which suggests that 

employees are more likely to remain with an organization if 

they perceive that they are receiving fair treatment and are 

valued by the organization. This theory emphasizes the 

importance of creating a positive work environment and 

providing opportunities for employee development and 

growth. 

In summary, knowledge management and talent 

management are two critical areas that organizations need to 

focus on in order to succeed in the future workplace. KM 

draws on a range of theoretical perspectives, including the 

SECI model, while TM draws on the RBV of the firm and 

the social exchange theory. By adopting a strategic approach 

to these two areas, organizations can create a skilled and 

knowledgeable workforce that is capable of driving 

innovation, improving efficiency, and enhancing overall 

performance. 

 

The Nexus between Knowledge Management & Talent 

Management  

The nexus between Knowledge Management (KM) and 

Talent Management (TM) is becoming increasingly 

important in the context of the future workplace. 

Organizations are recognizing that they need to focus on 

both KM and TM in order to create a skilled and 

knowledgeable workforce that is capable of driving 

innovation, improving efficiency, and enhancing overall 

performance. 

According to Othman et al. (2017) [21], there is a strong link 

between KM and TM, as knowledge is a key resource that 
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organizations need to manage in order to develop and retain 

talented employees. This view is supported by Collings et 

al. (2015) [8], who argue that KM and TM are closely 

intertwined, as knowledge is a key enabler of talent 

development. 

In order to create a successful nexus between KM and TM, 

organizations need to adopt a strategic approach that 

integrates these two areas. According to Storck and Hill 

(2000) [28], this involves creating a knowledge-sharing 

culture that encourages employees to share their knowledge 

and expertise with others, as well as providing opportunities 

for employee development and growth. This approach is 

supported by Othman et al. (2017) [22], who argue that 

organizations need to invest in training and development 

programs that help employees to acquire new skills and 

knowledge, and that enable them to apply this knowledge in 

their work. 

Another key element of the nexus between KM and TM is 

the use of technology to support knowledge sharing and 

talent development. According to Zhang and Zhou (2019) 

[3], technology can play a key role in facilitating the sharing 

of knowledge and expertise, and can also be used to support 

employee development through online learning platforms 

and other digital tools. This view is supported by Othman et 

al. (2017) [21], who argue that organizations need to embrace 

technology as a key enabler of both KM and TM. 

Overall, the nexus between KM and TM is becoming 

increasingly important in the context of the future 

workplace. By adopting a strategic approach that integrates 

these two areas and leveraging the power of technology, 

organizations can create a skilled and knowledgeable 

workforce that is capable of driving innovation and 

improving overall performance. 

 

Discussions & Implications for HR Practitioners  

The nexus between knowledge management (KM) and 

talent management (TM) for HR practitioners is significant, 

as it highlights the importance of taking a strategic approach 

to manage knowledge and talent in the workplace. 

One key implication for HR practitioners is the need to 

adopt a holistic approach to managing knowledge and talent, 

which involves integrating these two areas and leveraging 

the power of technology to support knowledge sharing and 

talent development. HR practitioners need to create a culture 

of knowledge sharing and provide opportunities for 

employee development and growth, while also using 

technology to support online learning and other digital tools. 

Another key implication for HR practitioners is the need to 

invest in training and development programs that help 

employees to acquire new skills and knowledge. HR 

practitioners should work closely with managers and other 

stakeholders to identify key knowledge and talent gaps, and 

to develop training programs that address these gaps. This 

requires a deep understanding of the organization's strategic 

goals and objectives, as well as an understanding of the 

skills and knowledge required to achieve these goals. 

HR practitioners also need to be aware of the changing 

nature of work and the skills required in the future 

workplace. According to Othman et al. (2017) [22], the future 

workplace will require employees who are able to adapt to 

changing technologies, work collaboratively, and think 

creatively. HR practitioners need to be proactive in 

identifying these skills and developing programs that enable 

employees to acquire and develop them. 

Overall, the discussion and implication of the nexus 

between KM and TM for HR practitioners highlight the 

need for a strategic and holistic approach to managing 

knowledge and talent in the workplace. By adopting this 

approach, HR practitioners can create a skilled and 

knowledgeable workforce that is capable of driving 

innovation and improving overall performance. 

 

Recommendations – Integrating Knowledge 

Management & Talent Management for Future Work 

Place Challenges  

Integrating knowledge and talent management is critical for 

addressing the challenges of the future workplace. Here are 

some ways that organizations can integrate these two areas 

as supported by several scholars: 

1. Foster a culture of knowledge sharing: Organizations 

should encourage employees to share their knowledge 

and expertise with others. This can be achieved by 

creating communities of practice, providing 

opportunities for cross-functional collaboration, and 

recognizing and rewarding employees who share their 

knowledge (Bock, G. (2019) [3], Wenger, E. (1998) [31], 

Nonaka, I., & Takeuchi, H. (1995) [19], Hansen, M. T., 

Nohria, N., & Tierney, T. (1999) [14].  

2. Provide opportunities for employee development 

and growth: Organizations should invest in training 

and development programs that help employees to 

acquire new skills and knowledge. This can include on-

the-job training, mentoring programs, job rotations, and 

leadership development programs (Noe, R. A., 

Hollenbeck, J. R., Gerhart, B., & Wright, P. M. (2017) 

[18], Tannenbaum, S. I., & Yukl, G. (1992) [30], Baldwin, 

T. T., & Ford, J. K. (1988) [2]. 

3. Use technology to support knowledge sharing and 

talent development: Organizations should leverage 

technology to facilitate knowledge sharing and talent 

development. This can include using social media 

platforms, online learning tools, and other digital 

technologies to enable employees to access and share 

knowledge (Chen, C. J., & Huang, J. W. (2018) [5], Li, 

H., & Ye, C. (2018) [15], Boisvert, M., & Roy, V. (2017) 

[4], Liao, C., Chuang, S. H., & To, P. L. (2011) [16]. 

4. Align KM and TM with organizational strategy: 

Organizations should align their KM and TM strategies 

with their overall business strategy. This requires a 

deep understanding of the organization's strategic goals 

and objectives, as well as an understanding of the skills 

and knowledge required to achieve these goals 

(Rastogi, P. N. (2015) [27], Grant, R. M. (1996) [13], 

Garvin, D. A. (1993) [11], Collis, D. J. (1991) [7]. 

5. Develop a talent pipeline: Organizations should 

develop a talent pipeline that identifies key positions 

and the skills and knowledge required to succeed in 

these positions. This can help to ensure that the 

organization has a continuous supply of talented 

employees who are capable of driving innovation and 

improving performance (Collings, D. G., Mellahi, K., & 

Cascio, W. F. (2017) [9].  

6. Develop a knowledge management system: 

Organizations should develop a system for capturing 

and organizing knowledge within the organization, so 

that it can be easily accessed and shared by employees. 

This can include creating a knowledge database, 

implementing a document management system, or 
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using collaborative software platforms. (Alavi & 

Leidner, 2001) [1]. 

7. Foster a learning organization culture: Organizations 

should promote a culture of continuous learning, where 

employees are encouraged to seek out new knowledge 

and skills. This can be achieved by providing learning 

opportunities and encouraging participation in 

professional development programs. 

8. Conduct regular skills assessments: Organizations 

should conduct regular assessments to identify the skills 

and knowledge gaps among their employees, and then 

develop training programs to address these gaps. 

(Collings et al., 2015) [8]. 

9. Develop a knowledge transfer plan: Organizations 

should develop a plan for transferring knowledge from 

experienced employees to new hires or employees who 

are taking on new roles. This can include mentorship 

programs, job shadowing, or creating documentation to 

capture institutional knowledge. (Davenport & Prusak, 

1998) 

10. Promote collaboration and teamwork: Organizations 

should encourage collaboration and teamwork among 

employees, as this can facilitate knowledge sharing and 

help to develop talent. This can be achieved by creating 

cross-functional teams, providing opportunities for joint 

problem-solving, and promoting a collaborative work 

environment. 

 

By integrating knowledge and talent management in these 

ways, organizations can create a skilled and knowledgeable 

workforce that is capable of addressing the challenges of the 

future workplace. 

 

Conclusion  

In conclusion, the nexus between knowledge management 

and talent management is crucial for organizations that seek 

to address the challenges of the future workplace. This 

critical review has highlighted the importance of integrating 

these two areas and provided several ways in which 

organizations can achieve this integration. 

One key implication for future research is the need for more 

empirical studies that explore the relationship between KM 

and TM. Although the theoretical foundations for this 

relationship have been established, more research is needed 

to identify the specific practices that organizations can use 

to integrate these two areas effectively. 

Another implication for future research is the need to 

explore the impact of technology on KM and TM. As 

technology continues to evolve, it is likely to play an 

increasingly important role in facilitating knowledge sharing 

and talent development. Future research should explore the 

ways in which organizations can leverage technology to 

support KM and TM, as well as the potential risks and 

challenges associated with this. 

Finally, future research should also explore the changing 

nature of work and the skills required for success in the 

future workplace. This includes exploring the skills that will 

be in high demand in the future, and identifying the best 

practices for developing these skills in employees. 

Overall, the nexus between knowledge management and 

talent management is an important area for future research, 

as it has the potential to inform organizational practices that 

can lead to improved performance and innovation in the 

future workplace. 
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