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Abstract

Employees, their knowledge, and skills are becoming an increasingly important factor 
in the performance and competitiveness of companies in the XXI century. Approaches 
to talent management vary around the world. The more technological the company, 
the more unique the technology of using human capital and the higher the level of 
employee stress. The aim of the study is to establish statistically significant differences 
in exclusive and inclusive approaches to talent management in Ukrainian IT compa-
nies. The study employed methods of psychodiagnostic and descriptive statistics. The 
research period is from January to June 2021. The total number of respondents is 150 
employees from the TOP-50 largest IT companies in Ukraine as of 2020. The popula-
tion of the empirical study included 70 men (46.7%) and 80 women (53.3%) aged 21 
to 40 years. The results of empirical analysis show that, indeed, the degree of employee 
burden in IT companies is enormous. The study empirically confirmed and theoreti-
cally proved that there are statistically significant differences in exclusive and inclusive 
approaches to talent management. IT companies that use an exclusive approach show 
burnout rates at an average level (according to 38.5% of respondents), and talents are 
already working at the limit of their psycho-emotional resource capabilities. 
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INTRODUCTION

Nowadays, talent management should be considered not only from 
the business side and personnel management systems but also from 
the standpoint of sociology, general psychology, management psychol-
ogy, even psychiatry and psychotherapy, if necessary. This is due to the 
fact that every month new professions appear in the world, a new set 
of competencies is formed, and there is an internal movement of staff 
like a “chessboard”. Specialists of IT companies feel extremely uncom-
fortable due to the development and implementation of new software 
products, generation of new ideas following the deadlines every day, 
along with the ability to overcome their tension and stress (intensify 
coping strategies), above all, because these are top-management re-
quired skills.

Numerous surveys and studies in recent years confirmed that oc-
cupational exhaustion and systemic fears are the main sources of 
burnout for young employees in companies of the United States, 
Asia, and Europe. New professions in the IT segment are growing 
faster than universities have time to assign the appropriate qualifi-
cations to graduates (e.g. network lawyer, digital linguist, cyber-in-
vestigator), etc.
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An exclusive approach to talent management obviously aggravates the situation as it approaches the 
identification of the “just the one”, the strongest training programs “for the best one”, the expectations 
of super-profits for the company “from the very talented ones”, because they are used to make large in-
vestment rates with the possibility of receiving high dividends. While 85% of employees, according to 
the inclusive approach to talent management, face stress due to the effect of gradual accumulation (day-
month-year), 15%, following the exclusive approach of talent management, have a clear acceleration of 
stress and burnout (minutes-hours-months-years). 

1. LITERATURE REVIEW

In the 21st century, a talent management mod-
el has changed and is somewhat different from 
that described by Becker (1993), Watkins (1998), 
Michaels et al. (2001), and Schweyer (2004). Those 
models could not predict the pace of knowledge 
and innovation development boosted by the in-
telligence and energy of people, their willingness 
to act as the driving force for technical, scientific, 
and technological progress. The 21st century has 
been marked the beginning of a new era of the 
rapid growth of “E-talents” on the Internet, or the 
pool of “freelance talents”.

The term talent management was first used by 
Watkins (1998) who later developed the theory of 
talent management systems. Michaels et al. (2001) 
further elaborated this term. Schweyer (2004) and 
Lewis and Heckman (2006) have further given 
their critical reviews.

The common understanding of the concept of “tal-
ent” is associated with the concept of “potential” as 
the desire for high-level achievements (Tansley, 2011). 
The word “talented” is conventionally equated with 
the synonym gifted, extraordinary, exceptional, 
etc. (Chamorro-Premuzic et al., 2012). All these de-
scriptions of talents can be divided into subcatego-
ries: abilities, non-traditional thinking, intelligence, 
and focus on results. Talent comprises all who do 
their best even if it is seemingly impossible. Talent 
retention strategies include a friendly environment, 
open teamwork, overtime compensation, succession 
planning, training, and development (Marinakou & 
Giousmpasoglou, 2019).

In a broad sense, talent management refers to activi-
ties to attract, select, develop, and retain the best em-
ployees within the company’s strategy (considering 
employees that are necessary to achieve the strategic 
priorities of the organization at the global level). A 

key aspect of talent management is a competitive 
advantage, which has brought many companies to 
the category of prosperous. Almost all domestic re-
searches are focused on this aspect, considering the 
origins of talent management in the development 
of human resources theory. Among diverse terms 
of the scale of talent management are internation-
al, local, and regional (Vynnychuk, 2017; Kovalska 
& Kovaliukh, 2019; Kuznetsova, 2014; Storozhuk & 
Zaiarniuk, 2019; Shchokina et al., 2020).

There are two main approaches to talent manage-
ment: 1) inclusive (Inclusive Talent Management) 
and 2) exclusive (Exclusive Talent Management). The 
difference between these approaches is that the in-
clusive approach is focused on the entire staff of the 
company because all employees are talented in their 
own way. The exclusive approach is based on care-
ful identification of the most talented employee with 
high potential in terms of the company’s business 
(HiPo − High Potential) (Ready, 2007; Al Ariss, 2014; 
Dries, 2013; Savanevičienė & Vilčiauskaitė, 2017). 

According to the inclusive approach, an organization 
does not have a division between talented and oth-
er employees. The advantage of this approach can be 
manifested in the motivation of all employees at the 
same time. However, a negative phenomenon may 
not be enough for each employee, since it takes up a 
lot of material and time resources. 

According to the exclusive approach, an organization 
has a clear boundary between talented and other em-
ployees, and a special approach to talented employ-
ees. The advantage of this approach can be man-
ifested in increased attention to talented staff (an 
individual approach to each of them) that results in 
increased productivity due to the competitive envi-
ronment. Among negative aspects, there is a division 
into groups that can endanger the self-esteem of em-
ployees who are not included in the number of “tal-
ented individuals”; nevertheless, there are very bad 
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relationships between these two teams (Mousa & 
Ayoubi, 2019; Schweyer, 2004; Claussen et al., 2014).

It is worth noting that each of the approaches is not 
mutually exclusive, but still many successful compa-
nies in the world show a tendency to an exclusive ap-
proach (General Electric, Oracle, Infosys, Microsoft, 
Intel, Apple, T-Mobile, Rolls-Royce, and others) than 
inclusive (Google, Wal-Mart, PepsiCo, Starbucks, 
Dell, Corning, Emirates, etc.).

Talent management, compared with personnel man-
agement, is the narrower term, with an emphasis on 
the exclusivity of everyone, but not on equality, as in 
egalitarianism. Management focuses on people rath-
er than on the functions and emphasizes a passion 
in the process of talent retention (Iles et al., 2010). At 
the same time, responsible leadership does not play 
a role in mediating between inclusive and exclusive 
talent management (Mousa & Ayoubi, 2019).

Within a reality in today’s world, it seems appropriate 
to point to the development of the phenomenon of 

“talent” (Busarieva, 2019) in the structure of human 
capital management of high-tech companies. Talent 
management is, first of all, virtuosity as to issues of 
Ukraine’s and foreign TNCs in their HR strategies. 
Increasing emphasis is being placed on the search for 
unique “digital talents” since they make the future of 
human civilization (Al-Dalahmeh et al., 2020; Gilch 
& Sieweke, 2021).

In many companies, HR departments follow the 
path of business psychology, focusing on methods 
and knowledge of psychology that help the business. 
They do not evaluate talents from the point of view of 
classical psychology. TNC companies have their clear 
technologies developed over the years, such as “tal-
ent capital”, “knowledge management”, “succession 
planning”, “career management” (career planning), 

“results management” (performance management), 
“leadership programs”, “control and assessment” (ap-
plicant tracking), etc. (Barinova et al., 2020). 

Despite a rather large subject area of the IT sphere, it 
seems appropriate to say a few words about the syn-
drome of professional emotional burnout. This term 
was first introduced by Freudenberger (1974), who 
made it popular. In addition, Maslach et al. (1997) 

researched this topic and provided a vast amount of 
empirical data. 

Burnout syndrome is based on the nature of the in-
dividual’s sphere, several symptoms, and the level 
of their manifestation. Thus, a modern classifica-
tion has a total of 132 symptoms, divided into the 
following five groups: (1) affective; (2) cognitive; (3) 
physical; (4) behavioral; and (5) motivational. At the 
same time, stress and anxiety are only the beginning 
of serious psychiatric symptoms, except for chronic 
fatigue and constant exhaustion of “mental dysfunc-
tion” (Orel, 2004). According to Scherrmann (2015), 
lack of mental energy in IT companies is not a new 
phenomenon. 

An exclusive approach to talent management in the 
psychology of innovation and personnel manage-
ment of IT companies in Ukraine should focus not 
only on how to find talents, retain them, and provide 
a career, but also on how not to disturb the profes-
sional emotional balance, not to allow the employ-
ees to get depressed and leave the profession. High 
standards that are set for domestic staff on the exam-
ple of companies in the US, Asia, and Europe are not 
always possible due to lack of education, experience, 
or inflated ambitions. Pareto Act (20/80), where 20% 
of talent provides 80% of the company’s revenue 
works in an exclusive talent management approach 
in reverse, Anti-Pareto Act (80/20), where 80% of 
talent quickly enters the stage of professional burn-
out, and 20% still manage to maintain their normal 
professional condition. Not only the career is ruined, 
but also the life itself (Allied Market Research, 2021; 
Hennings, 2019).

2. AIM AND HYPOTHESIS

The aim of this study is to assess the differences in 
exclusive and inclusive approaches to talent man-
agement from the standpoint of the propensity of 
IT employees for emotional burnout.

The paper elaborated the following hypothesis to 
investigate these issues:

H1: There are statistically significant differenc-
es in exclusive and inclusive approaches to 
talent management in the psychology of in-
novation and personnel management of IT 
companies in Ukraine: the levels of profes-
sional emotional burnout in the exclusive 
approach are much higher.
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3. METHODS

This study was conducted online using Google 
Forms. The target group comprised multinational 
companies in the IT sector of Ukraine. The pop-
ulation of the empirical study included 70 men 
(46.7%) and 80 women (53.3%) aged 21 to 40 years. 
The total number of respondents is 150 employees. 
The respondents came from companies that use 
both (exclusive and inclusive) approaches to talent 
management. The study also included respond-
ents from diverse age groups: 21-27 years old – 50 
employees (33%), 28-33 years old – 35 employ-
ees (23%), 34-40 years old – 65 employees (44%). 
Among them, 9 respondents are students (6%).

The paper used the methods of Boyko (1999), 
namely his two questionnaires “Determining 
the level of emotional burnout” and “Express di-
agnostics of the level of emotional burnout”, and 
Vodopyanova et al. (2013), namely their question-
naire “Professional burnout”, to assess the level of 
professional emotional burnout among IT special-
ists in Ukraine.

To test the hypotheses, the study checked the in-
dicators on the “high-level scales” as unacceptable 
and critical for the implementation of any further 
mental professional activity.

4. RESULTS

There is a large number of IT companies in 
Ukraine. According to Kulesh (2020), from 2015 
to 2020, the number of IT professionals in Ukraine 
doubled from 90,000 to 180,000. According to 
the DOU (2020) ranking, the largest IT compa-
nies in Ukraine lead in the number of employees 
are EPAM – 8,300 employees, SoftServe – 7,193, 

GlobalLogic – 4,893, Luxoft – 3,523, and Ciklum – 
2,692 employees. The gender balance is changing 
every year; in 2020, the number of women in the 
IT industry increased by 79% compared to 2015. 
At that time, they accounted for only 14% (in 2021 
– 25%) of all IT professionals. The average age of 
an IT specialist in 2015 was 27, and in 2020 – 28 
years old.

The TOP-50 largest IT companies in Ukraine are 
presented in Table 1.

Table 1 shows that the IT industry has been go-
ing through hard times over the past two years, 
which is evidenced by the decrease in the number 
of working specialists (–13.75%).

The list of IT companies of Ukraine (for 2020) that 
have an office only in Kyiv is presented in Table 2.

Table 2 shows that with the COVID-19 pandem-
ic, the number of specialists employed in this area 
during 2019–2020 decreased markedly. According 
to experts’ forecasts, it is only a matter of time. In 
the next three years, Ukrainian businessmen plan 
to conquer world markets, which will facilitate the 
search for new talents and even attract some of 
them from the ranks of graduate students.

The study has involved representatives of vari-
ous professions of the largest IT companies in 
Ukraine: system administrators (10 employees, 
6.7%), DevOps-engineers (12 employees, 8%), web 
software developers (16 employees, 10.7 %), da-
tabase administrators (9 employees, 6%), video 
game and application developers (10 employees, 
6.7%), usability specialists (UX/UI) (12 employ-
ees, 8%), QA testers (10 employees, 6.7%), software 
architects (15 employees, 10%), web analysts (15 
employees, 10%), SEO specialists (10 employees, 

Table 1. TOP-50 largest IT companies in Ukraine (2020)

Source: Authors’ elaboration. 

TOP-50
Specialists in 

Ukraine

Δ 
2020/2019

Vacancies in 

Ukraine

EPAM, SoftServe, GlobalLogic, Luxoft, Ciklum, NIX, Infopulse, DataArt, EVOPLAY, 
Intellias, ZONE3000, ELEKS, Netcracker, Genesis, Sigma Software, Capgemini 
Engineering Ukraine, EVO, N-iX, Lucky Labs, SQUAD, Playtika, Nexteum, Astound 
Commerce, ISD Ltd., Ubisoft, Innovecs, Ajax Systems, Intecracy Group, Plarium, 
Onseo, AMC Bridge, Gameloft,  GeeksForLess Inc., Miratech, Parimatch Tech, 
AUTODOC, Svitla Systems Inc, Playtech,  Samsung R&D Institute Ukraine, 
Terrasoft, WiX, Star, Netpeak, Avenga, Oracle, Daxx, Parus, Depositphotos, 
Intetics, MEGOGO

76,344 –13.75% 7,389
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6.7%), web designers (13 employees, 8.6%), contex-
tologists (8 employees, 5.2%), and project manag-
ers (10 employees, 6.7%).

Using the method of Boyko (1999), namely his 
questionnaire “Determining the level of emotion-
al burnout”, the paper assessed the level of emo-
tional burnout among IT employees in Ukraine 
(Table 3).

Table 3. The level of professional emotional 
burnout of IT employees in Ukraine according  

to the questionnaire “Determining the level  
of emotional burnout” 

Source: Authors’ elaboration based on Boyko (1999). 

Phases of 

emotional 
tension 

Employees 

with high 

level/%

Employees 

with 

average 

level/%

Employees 

with low 

level/%

Tension 75/50% 30/20% 45/30%
Resistance 30/20% 75/50% 45/30%
Exhaustion 60/40% 45/29% 46/31%
In general 54/36% 51/34% 45/30%

Describing the results of a survey of employees 
of IT companies in Ukraine using the specified 
method (Table 3), it is noted that the overwhelm-
ing majority of the respondents (75/50%) have a 
high level of stress, which is characterized as the 
first stage on the way to the development of emo-
tional exhaustion. The indicators of exhaustion 
are also quite high (60/40%). Resistance as a phase 
of apposition to growing stress in half of the re-
spondents (75/50%) is expressed at an average level.

Summarizing the results obtained, 54 employees 
(36%) of the surveyed respondents have high level 
of emotional burnout; at the same time, 32 (21.3%) 
of the respondents indicated that their companies 

are using an exclusive approach to talent manage-
ment. 51 respondents (34%) show an average level 
of emotional burnout. 45 respondents (30%) have 
a low level of emotional burnout.

Comparison of the responses provided by employ-
ees who come from companies using exclusive and 
inclusive approaches to talent management made 
it possible to establish that, in general, 59.2% of 
the high level of professional emotional burnout 
of employees of IT companies occurs precisely be-
cause of the exclusive approach to talent manage-
ment. Therefore, H1 is confirmed.

Using the method of Boyko (1999), namely his 
questionnaire “Express diagnostics of the level of 
emotional burnout”, the paper assessed the lev-
el of emotional burnout among IT employees in 
Ukraine (Table 4).

As can be seen from the data in Table 4, the vast ma-
jority of respondents have low and average levels of 
symptoms of emotional burnout. Thus, the symp-
tom “dissatisfaction with oneself” is manifested at 
the average level (69 employees – 46%). The symp-
tom “being in a cage” is less pronounced among 
the surveyed employees of IT companies because 
at the average level it is manifested by 60 respond-
ents (40%) and at the low level – by 81 respondents 
(54%). The symptom “reduction of professional re-
sponsibilities” is manifested mainly at average (75 
respondents – 50%) and low levels (60 respondents 

– 40%). Emotional alienation as a symptom of emo-
tional burnout is mostly low among the surveyed 
employees (75 respondents – 50%). According to 
the depersonalization scale, the respondents’ an-
swers were divided into three parts (about a third 
for each level – high, average, and low).

Table 2. IT companies of Ukraine, founded in Kyiv (2020)
Source: Authors’ elaboration. 

Company and its place in the ranking Specialists in Ukraine
Δ

2020/2019
Vacancies in Ukraine

EVOPLAY (9) 2,188 –35.73% 311
Genesis (14) 1,536 –28% 240
EVO (17) 1,264 –18.68% 20
Parimatch Tech (35) 983 –12.05% 138
TECHIIA Holding (27) 890 –18.78% 35
Intecracy Group (28) 781 –3.55% 17

Playtech (38) 637 –3.05% 98
Samsung R&D Institute Ukraine (39) 605 –10.45% 5
MEGOGO (50) 600 –31.58% 34
Terrasoft (40) 593 –3.13% 50
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Summarizing the results obtained, 39 respondents 
(26%) have a high level of emotional burnout; at 
the same time, 26 respondents (17.3%) indicated 
that they are employed at the companies that have 
chosen an exclusive approach to talent manage-
ment. 60 (40%) respondents are employees with an 
average level of emotional burnout; 51 (34%) have 
a low level of emotional burnout.

Comparison of the responses provided by employ-
ees who come from companies using exclusive and 
inclusive approaches to talent management re-
vealed that, in general, 66.6% of employees have a 
high level of professional emotional burnout; this 
is caused by an exclusive approach to talent man-
agement. Therefore, H1 is confirmed.

The study further used the method developed by 
Vodopyanova et al. (2013), namely their question-
naire “Professional burnout”, to assess the level of 
professional emotional burnout among IT special-
ists in Ukraine (Table 5).

According to the data obtained in Table 5, it can 
be seen that emotional exhaustion, depersonali-
zation, and reduction of personal achievements as 
indicators of emotional burnout are inherent in 
the respondents mainly on the average level (42%, 
40%, and 40%, respectively).

It can be noticed that emotional exhaustion and 
depersonalization are manifested at a high level by 
42 (28%) and 33 (22%) respondents. The low lev-
el of personal achievements, which is evidence of 
emotional burnout, is manifested by 48 (32%) sur-
veyed employees of IT companies.

In addition, it is worth noting that in the general 
sample, 35% of men and 55% of women are in a 
state of feeling depleted of vital energy and intol-
erance of further such a destructive state. Hiding 
their determination and limiting themselves, 
they still hope to achieve their goals. In particu-
lar, these employees do some of the work and then 
wait for emotional improvement to solve an un-
solved problem and expect a positive state again.

Summarizing the obtained results, 38 respond-
ents (26%) have a high level of emotional burnout; 
at the same time, 23 employees (15.3%) indicat-
ed that their companies have chosen an exclusive 
approach to talent management. 61 respondents 
(41%) are mostly employees who have an average 
level of emotional burnout; 51 employees (33%) 
have a low level of emotional burnout.

Comparison of the responses provided by employ-
ees who come from companies using exclusive and 
inclusive approaches to talent management re-

Table 4. The level of professional emotional burnout among IT employees in Ukraine  
according to the questionnaire “Express diagnostics of the level of emotional burnout”

Source: Authors’ elaboration based on Boyko (1999). 

Scales 

Symptom

It was folded  

(high level), persons/%

It is folded (average 

level), persons/%

It was not folded  

(low level), persons/%

DO. Symptom “dissatisfaction with oneself” 45/30% 69/46% 36/24%
IC. Symptom “in a cage” 13/6% 60/40% 77/54%
RPD. Symptom “reduction of professional duties” 15/10% 75/50% 60/40%
EA. Symptom “emotional alienation” 39/26% 36/24% 75/50%
PDD. Symptom “personality detachment/
depersonalization” 45/30% 54/36% 51/34%

In general 39/26% 60/40% 51/34%

Table 5. Levels of professional emotional burnout of IT employees in Ukraine according  
to the questionnaire “Professional burnout”

Sources: Authors’ elaboration based on Vodopyanova et al. (2013).

Symptoms of burning down
High level,  

persons/%

Average level, 

persons/%

Low level,  

persons/%

Emotional exhaustion 42/28% 63/42% 45/30%
Depersonalization 33/22% 60/40% 57/38%
Reduction of the personal achievements 42/28% 60/40% 48/32%
In general 38/26% 61/41% 51/33%
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vealed that, in general, 60.5% of employees show a 
high level of professional emotional burnout; this 
is mainly caused by an exclusive approach to tal-
ent management. Therefore, H1 is confirmed.

Detailing the results, it is noted that the representa-
tives of the following professions were in a negative 
depressed state (both men and women): DevOps-
engineers, project managers, system adminis-
trators, usability specialists (UX/UI), QA-testers, 
software developers, and software architects. New 
knowledge, which was acquired by the “talent pool” 
of IT companies from training and various courses, 
had to be implemented as soon as possible. Due to 
the aggressive model of talent management, where 
fines, reprimands, additional work, withdrawal 
of bonuses for non-compliance with the plan, etc. 
are applied (according to the information from fo-
rums), talents lose their potential.

The average level of emotional burnout was shown 
by SEO specialists, web designers, web analysts, 
web programmers; low-level – contextologists, 
and partly programmers, designers, game and ap-
plication developers.

Taking into account the obtained results, the pa-
per states that H1 is confirmed using three ques-
tionnaires adopted by the study. There is sufficient 
justification to believe that there are statistically 
significant differences in exclusive and inclusive 
approaches to talent management in the psychol-
ogy of innovation and personnel management of 
IT companies in Ukraine: levels of professional 
emotional burnout of employees in an exclusive 
approach are much higher.

5. DISCUSSION

The results are consistent with the results of the 
previous studies, which have discussed the same 

topic. IT staff among others is the most exposed 
to occupational stress. Now in Ukraine, the 
most popular male professions are DevOps engi-
neers, cybersecurity specialists, big data analysts, 
Python or Java developers, UX/UI designers, QA 
managers, system administrators, mobile applica-
tion developers, Frontend developers, etc. Among 
the most popular female professions are contex-
tologists, programmers, interface designers, lay-
out designers, QA testers, web analysts, project 
managers, etc. Basic competencies required equal-
ly for both genders are  systems thinking, environ-
mental thinking, the use of artificial intelligence, 
working in conditions of uncertainty, cross-indus-
try communication, customer focus and work in 
the B2B (Business-to-Business), B2G (Business-
to-Government) segments, project management, 
multiculturalism and multilingualism (English, 
German, and other languages).

The findings showed empirical evidence support-
ing the idea that ecological practices of talent 
management help create a friendly and support-
ive work environment. Thus, the study propos-
es the following. Prospects for the development 
of IT companies in Ukraine, which have chosen 
an exclusive approach to talent management, are 
visible in the environmental use of human capi-
tal. First, in practice, the use of the achievements 
of neurobiology, neurophysiology, neuroetholo-
gy, and unity with the innovative management 
of a company and personnel management is re-
quired. Second, the companies should implement 
achievements of the psychology of innovations, 
psychodiagnostic, psychology of the person, psy-
chology of creativity in the analysis, synthesis 
of the information on the employees and their 
potential. Third, the use of anti-crisis personnel 
management programs in combination with psy-
chotherapeutic techniques of a specialist, human 
resources development manager, IT innovation 
manager, is necessary.

CONCLUSION

The study aimed to assess the differences in exclusive and inclusive approaches to talent management 
from the standpoint of the propensity of IT employees for professional emotional burnout. The study 
showed a significant relationship between stress levels and the use of exclusive/inclusive approaches. 
According to the obtained results, more than half of the specialists in IT companies have a tendency to 
the average level of burnout, which is explained by the tendency of TOP-management to an exclusive 
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approach to talent management. Among the negative states of the impact of this approach on the health 
of staff are anxiety, irritability, exhaustion, and personal alienation.

The paper adopted a comprehensive technique to examine the interconnections between the talent man-
agement model and the level of employee productivity; the talent management model and psycho-phys-
iological reserves of personality; job satisfaction and stress. As for further studies, it is suggested to con-
duct a similar analysis in the medical sphere (among physicians of cybernetics, clinical bioinformatics, 
biopharmacologists, etc.).
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