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ANALYSIS OF FACTORS DETERMINING THE IMPLEMENTATION OF TALENT MANAGEMENT

Abstract. The paper deals with the issue of talent management, which is currently an integral part of effective
human resource management. Talent management is now at the forefront because human resources, as bearers of
knowledge and innovation, represent an irreplaceable business factor and a significant competitive advantage. The
paper focuses on the implementation of talent management in terms of selected factors, which are assumed to be a
key to the success of implementing talent management practices. Successful implementation of talent management
is a prerequisite for achieving the set goals such as the acquisition, effective use and especially the retention of
talented employees. The paper also presents the research results. The research aimed to determine whether there
are statistically significant relationships between the selected factors and the successful implementation of talent
management. The study was carried out on a sample of Slovak business entities, while the initial selection based on
the question of whether the business entity has implemented talent management. Initially, out of 345 contacted Slovak
business entities, only 58 of them commented positively on the implementation of talent management. The research
sample consisted of talented employees of business entities that operate in the Slovak Republic and that have
implemented talent management. Subsequently, the managers of these 58 organizations were approached to
distribute the questionnaires to the «talented» employees. We received 83 questionnaires. The research subject is
selected factors as possible determinants of talent management implementation: the existence of a talent pool; the
existence of succession and career development plans; the degree to which the remuneration system is related to the
performance of talented employees; support of education and development; support of innovation and creativity in
talented employees. The success of the implementation of talent management as a dependent variable was assessed
through 5 items using a 1 — 5 scale where a value of 1 represents strong disagreement and a value of 5 strong
agreement. The consistency of these items was determined using Cronbach’s alpha. For meeting the aim of the
research, 5 statistical hypotheses were tested using the Mann Whitney U test and the Kendall correlation coefficient.
It was confirmed that succession planning, the flexibility of the remuneration system concerning the performance of
talented employees, training and development support and creativity and innovation support in talented employees
could be considered as determinants of successful implementation of talent management.

Keywords: human resource management, talent management, talent management implementation, talent pool,
talented employee.

Introduction. Today, business entities are aware that acquiring the best talent is the key to success
in today’s global environment. Along with perceiving the importance of recruiting, developing and retaining
talent, business entities have realized that talent is a critical resource that management needs to get the
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best results. In order to acquire and retain talented employees, it is essential to have implemented talent
management, which includes several practices that support the effective use of talented human resources
and at the same time lead to strong employee loyalty and commitment (lles, 2013). Talent management
covers all aspects of the human resource development process and targets the growth and development
of all employees (Thunnissen et al., 2013). The aim of talent management is not only attracting and
recruiting the best people, but also defining and eliminating the wrong ones (Brockbank and Ulrich, 2009).
On the other hand, talent management ensures that employees change positions within the business
entity. Therefore the right people are chosen for the right job position at the right time (Kermally, 2004).
Wall and Knights (2013) see talent development as an ever-evolving strategic resource that enables
people to do their current and future tasks, helping them prepare for the changes that may come. Rothwell
and Kazanas (2003) define talent development as a process of organizational change involving all
interested parties using planned and unplanned training to achieve and maintain competitiveness now and
in the future. In the paper, the focus is on the research of successful implementation of talent management,
and the factors that determine this implementation. Knowledge of these factors is a prerequisite for
achieving effective implementation of talent management in the organization.

Literature Review. The concept of human resource management in the 21st century emphasizes the
constant development of employees. Studies suggest that pressure on talent is growing (Jakubik, 2016).
The goal of all organizations is to acquire high-quality, talented employees with the potential to grow in the
labour market or among their existing employees. Mpofu and Hlatywayo (2015) and Pruis (2011) note that
in an ever-changing business environment and given the highly competitive age, it is crucial for any
business entity, small or large, local or international, to pursue activities to retain and develop talented
employees. Haskins and Shaffer (2010) proposed a model for the implementation of talent management
containing four components:

1) athorough understanding of the aim of the business entity;

2) highlighting the attributes of talent development through the educational and development model;

3) strengthening lifelong learning during career development and management;

4) focus on the results achieved.

The main aims of talent management, in general, include retention of key employees, recognition of
management positions at risk, description of the strategic program by indicating needs, abilities and human
skills, defining and determining the existing situation in the organization in terms of skills, abilities and
finding shortcomings and needs (Chugh & Bhatnagar, 2006). There are also some secondary objectives
of talent management, such as measuring and continuously monitoring existing competencies and their
distance from optimal abilities and skills through strategies and training programs, recognizing, developing
and maintaining the potential of employees, strengthening the position of stakeholders and understanding
consumers, reducing external labour costs and challenges related to the management development
(Saddozai et al., 2017). Talent management ensures that suitable people with the right skills are in the
right job position. Their careers also act as a stimulating factor in improving the employment situation
inside and outside the business entity. Talent management provides the right processes and tools to
support and strengthen the position of managers. Business entities that want to invest in talent
management can expect a high rate of return on their investment. It depends, in particular, on a sufficiently
motivated workforce which contributes to the overall productivity (Sonnenberg et al., 2014). Also, self-
esteem and motivation to improve are a direct result of implemented talent management strategies
(Gallardo-Gallardo et al., 2013). For effective talent management, a quantitative and qualitative
perspective of talent management is essential. It should be determined by the business goals and
strategies of the business entities (Makela et al., 2010). Key concepts and elements of effective talent
management include a clear understanding of the business entity’s current and future business strategies.
They define key gaps between the current and desired talent situation, and designing a reliable,
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comprehensive talent management plan to address key gaps (Tabatabaei and Mami, 2015). That program
should be integrated into corporate strategies and personnel strategies to achieve the right type of
personnel decisions (Ortlieb and Sieben, 2012). The way talent is managed and developed concerning
the external environment or to existing corporate strategies should be considered an integral part of the
effective internal organizational functioning (Meyers and Van Woerkom, 2014).

Hirsh (2009) defined 5 weak points in the implementation of an effective talent management strategy:

1. Talent management interventions should clearly target groups of jobs or people who, without
active attention, may jeopardize the functioning of the business entity. Therefore, the key first question
should not be «who is the talent?» but rather the «what is the place where the company needs to focus
its talent management efforts»? It may be the case for talented employees at the beginning of the career,
mid-career or close to the top (also specific job positions or various degrees of seniority, sometimes critical
job positions) (Saadat and Eskandari, 2016). The business entity will often need to focus on several target
areas in terms of talent management activities. Such an approach requires active development of the
entire workforce, not its replacement.

2. Individuals need to be discussed in their careers and development. The conversation should be
two-way and should focus on the future direction, not just the current situation. Talent and succession
processes must be linked to the usual processes of individual performance management and development
(Mellahi, 2010).

3. Managers need to work collectively in identifying and developing talent. Thus, they need clear
rules for collective information sharing, decision-making and implementation. Discussions between
managers should be linked from top to bottom across the business entity and simultaneously across
divisional and geographical boundaries.

4. Individuals are developed through career and development activities. In turn, active career
development is the basis for talent development (Barnett and Davis, 2008). Talent programs are often a
version of skills training or coaching. Gaining access to the right range of work experience is key to gaining
trusted successors at any level.

5. The human resources management department is to provide the necessary support for talent
management, including information management and training (Mignonac and Richebe, 2013). Central
teams should assist local business partners in identifying and developing potential at lower levels in the
early stages of their careers.

Talent management brings along risks, too, for example, poorly defined competencies talented
employees forming the talent pool should have. They were choosing future employees based on
sympathies or behind-the-scenes policy and preference of selected employees for predetermined job
positions. Poor selection of employees or wrongly set criteria thus leads to a non-return on investments
put into talented employees (Rothwell and Kazanas, 2003). It is important that business entities
implementing talent management also check the retumn on investment in this area of management,
because if the company does not do so, talent management can become useless (Ghosh et al., 2013).
The implementation of talent management programs requires good communication, proper setup and
sufficient level of knowledge of all employees, not just the talented ones. Otherwise, these programs may
lead to demotivation of those employees who are not involved in those programs or dissatisfaction of
talented employees who are not allowed further growth in their careers (Milman and Dickson, 2014). It is
necessary to take into account the individual differences and needs of selected talented employees. Still,
on the other hand, the talent management programs themselves can lead to individualism and separation,
which then lead to non-cooperation, thus negatively affecting the operation of the business entity.

Methodology and Research Methods. The research aimed to identify the determinants of successful
implementation of talent management, by verifying the existence of a statistically significant relationship
between selected factors and the success of the implementation of talent management (based on the
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perception of talented employees). The research was carried out on a sample of Slovak business entities,
while the initial selection was based on the question of whether the business entity has implemented talent
management. Initially, 345 Slovak business entities were contacted, but only 58 of them commented
positively on the implementation of talent management. The research sample consisted of talented
employees of business entities that operate in the Slovak Republic and that have implemented talent
management. Subsequently, the managers of these 58 organizations were approached to distribute the
questionnaires to the «talented» employees. We received 83 questionnaires. A two-part questionnaire
provided collecting data. The first part of the questionnaire examined the presence of selected factors
which represent independent variables. They are considered to determine the implementation of talent
management in the business entity:

1. Created talent pool/a group of employees who are perceived by the business entity as talented.

2. Existence of career development plans and succession of talented employees.

3. The link between the remuneration and benefits system and the performance of talented
employees.

4. Support for education and development based on the needs of talented employees.

5. Support for creativity, innovation, own proposals of talented employees.

The second part of the questionnaire contained items based on which the success of the
implementation of talent management was determined. The success of the implementation of talent
management as a dependent variable was assessed through 5 items using of 1 -5 scale. The value of 1
represents a strong disagreement and a value of 5 a strong agreement. The consistency of these items
was determined using Cronbach’s alpha. 5 statistical hypotheses were tested, Mann Whitney U-Test was
used to test hypotheses H1 and H2, Kendall's correlation coefficient was used to test hypotheses H3, H4
and H5 (due to rank variables).

Results. The research aimed to determine whether there is a statistically significant relationship
between selected factors and the perceived success of the implementation of talent management. The
implementation of talent management was measured by 5 statements on which talented employees
commented using a scale of 1-5. The Cronbach’s alpha coefficient aimed to verify the internal consistency
of statements - it was found to be 0.910, which shows a high degree of internal consistency of individual
sub-items (>0,7). The first factor that we assume determines the successful implementation of
management talent is the existence of a talent pool in organizations. The talent pool represents a selected
group of talented employees which the organization has clearly defined to implement specific practices to
use their potential and to keep them in the organization.

H1: We assume the existence of a statistically significant relationship between the existence of a talent
pool and the successful implementation of talent management.

Table 1. The results of testing H1
Existence of a talent pool n average median U z p
Yes 58 29.29 16.5000
No % 37.43 180000 | 376 | 1668 | .09

Source: developed by the authors.

The Mann Whitney U test was used to test the hypothesis H1 - a p-value >0.05, which means that the
hypothesis must be rejected. The presence of a talent pool cannot be considered a determinant of the
successful implementation of talent management. The second variable examined is the existence of the
career development plan and succession plan for talented employees.

H2: We assume the existence of a statistically significant relationship between the existence of the
career development plan and succession plan and the successful implementation of talent management.
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The need for career development and career advancement is one of the most important needs of
talented employees.

Table 2. Results of testing H2

Existence of career development plans | n average median U z p
Yes 60 22.93 15.0000
No 23 50.14 22.0000 60000 | 5576 | <0001

Source: developed by the authors.

Creating a career plan in cooperation with the needs of the employee is both a tool for retaining
talented employees and also an important part of the business entity’s personnel planning. Succession
plans allow the business entity to plan out the use of the best employees for the future needs of the
business entity, thus reducing the costs associated with recruiting staff from external sources, their
subsequent training, etc. An important element for retaining talented employees is a properly set up
system of remuneration and benefits. Therefore, for the remuneration system to be sufficiently motivating,
it must be flexible, taking into account the real performance of employees. The degree of remuneration
flexibility and benefits system concerning the performance of talented employees was examined as
another factor influencing the implementation of talent management on a scale of 1 (low) to 5 (high).

H3: We assume the existence of a statistically significant relationship between the flexibility of the
remuneration and benefits system and the successful implementation of talent management.

Table 3. Results of testing H3
The flexibility of the remuneration tau p
and benefits system 420 <0.001

Source: developed by the authors.

Based on the obtained values, where p <0.05 and tau= 0.420, it can be confirmed that there is a
statistically significant relationship between the degree of flexibility of the remuneration and benefits
system and the perceived success of the implementation of talent management. Based on the value of
the correlation coefficient, we can speak of a moderately strong statistical dependence. A flexible system
of remuneration and benefits can be considered a determinant of successful implementation of talent
management. One of the features of a business entity that has implemented talent management is support
for education and development. Talented employees have increased interest in their development, which
requires continuous training. Therefore, it can be assumed that talent management will be implemented
successfully only if the organization creates adequate conditions for acquiring new knowledge and skills
of talented employees. Support for training and development was assessed on a scale of 1 (low) to 5
(high).

H4: Assumption of the existence of a statistically significant relationship between support for education
and development and the successful implementation of talent management.

Table 4. Results of testing H4
Support for education and tau p
development 667 <0.001

Source: developed by the authors.

Using test statistics, we arrived at p <0.05, thus confirming the assumption that training and
development are important factors in the successful implementation of talent management. The value of
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the correlation coefficient tau proves a strong correlation, and thus that it is an important determinant
influencing successful implementation of talent management. Implementation of talent management can
be considered more successful in the case of those business entities which significantly support the
training and development of their talented employees. Another independent variable was the support of
creativity, innovation, proposals of talented employees. For making the most of the potential of talented
employees, the business entity must accept suggestions from talented employees. If the business entity
accepts a talented employee, it proves his value, increases his self-confidence, thus supporting the loyalty
and commitment of the employee. The given variable was measured on a scale of 1 (low) to 5 (high).

H5: We assume the existence of a statistically significant relationship between the support of creativity,
innovation and employee proposals and the successful implementation of talent management.

Table 5. Results of testing H5
Support for education and tau p
development 481 <0.001

Source: developed by the authors.

The H5 hypothesis was tested using the Kendall correlation coefficient. The p-value <0.001 allows the
H5 hypothesis to be accepted, and the correlation coefficient value shows that the higher the business
entity's support for creativity and innovation is, the more successful the talent management implementation
could be. The relationship between the variables can be considered moderately strong. Based on the
research results, it can be stated that hypotheses H2, H3, H4 and H5 were confirmed, hypothesis H1 was
not confirmed. It was confirmed that most of the examined factors are determinants of successful
implementation of talent management, namely the existence of career development plan and succession
plan, a flexible remuneration system linked to performance appraisal, support for training and support for
creativity, innovation. Based on the values of the correlation coefficient, support for education and
development can be considered the most important determinant.

Conclusions. A prerequisite for achieving the benefits that result from employing talented employees
is the successful implementation of talent management. The ability to attract a sufficient number of talented
employees, to know how to make the most of their potential in terms of their future in the business entity
and especially the ability to retain talented employees are signs of successful implementation of talent
management. Therefore, for a business entity to achieve this, it needs to know and ensure several factors
and procedures, which were also the subject of the research carried out on a sample of Slovak business
entities. The research results confirmed that career development and succession planning, the flexibility
of the remuneration system in relation to performance, support for training and support for creativity in
talented employees determine the successful implementation of talent management.
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AHani3 geTepMiHaHT peanisauii TanaHT-MeHe JXXMEHTY

Y cmammi euceimneHo ocobnusocmi manaHm-uweHedXMeHmy 5K Hesid’eMHoi cknadosoi eekmueHo20 ynpasmiHHA
T10dcKUMU pecypcamu. 3a3HaqeHo, Wo pigeHb 3auikaseHoucmi ceimosoi Haykoeoi cninbHomu A0 8ugyeHHs npobremamuku
manaHm-MeHeOXMeHmMY 3 KOXHUM POKOM 3pocmag. A8mopamu Ha2ooweHo, Wo 1odChKi pecypcu € HOCIAMU 3HaHb ma iHHogaujl,
npedcmaensilome  yHikanbHUU €KOHOMIYHUU pecypc ma 3abe3nedyiomb ompumanHsi Aodamkogux KOHKYPEHMHUX nepeeae.
Cmammio npucesyeHo aHanisy eghekmugHocmi manaHm-MmeHedXMeHmy y @ opapaHizauii. Aemopamu po3efisHymo, w0 0CHOBHUMU
yinamu manaHm-meHedXMeHmy € pekpymuHe, egeKkmugHe ynpaeniHHs manaHosumumu npauisHUkamu ma chopmyeaHHs
cnpusmnaugux ymoe Ons ix ympumaHrHs 8 opeaHisauii. [0r108HOK MEMOK0 € BUSHAYEHHSI CMamuUCMUYHO 3HaYyWUX 83aEMO36'53Ki8
mix  docnidxyeaHumu OemepmiHaHmamu ma epekmueHicmio manaHm-veHedxmeHmy. Y xo0i docnidxeHHs npoeedeHo
onumyeaHHs crogaubKux cyb'ekmig eocnodaptogaHHa Wodo ehekmusHOCMI 3acmocosyeaHHsi manaHm-meHedxmeHmy. 3a
pesynbmamamu 8cmaHosseHo, wo ceped 345 onumarux cyb'ekmie eocnodaprosarHs, 58 manu 0oceid 3acmocyeaHHs manaHm-
meHedxmeHmy. EmnipuyHe docnidxeHHs npogedeHo Ha 0CHOBI NaHenbHUX 0aHuX, cghopmosaHux Ona 8ubipku 3 83 manaHogumux
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npauigHukie gidibpaHux cyb'ekmig eocnodaprosanHs. [pedmemom AocridxKeHHs € 3anponoHo8aHi aemopamu OemepMiHaHMUu
peanizauii manaHm-meHeOXMeHmMy, a came: HasiBHicmb KoMaHOU masaHosumux cneuianicmig; niaHu wo0o AoCS2HEHHS ychixy
mMa Kap'epHO20 3pOCMaHHS; 3anexHicmb po3mipy onflamu npaui manaHos8umux npauigHukie 8id pesynemamig pobomu; nidmpumka
ocgimu ma caMopo3gUMKy; nidmpumka iHHogayiliHocmi ma meopyocmi ceped manaHogumux npauieHukis. OuiHI08aHHS
eghekmusHocmi manaH-ueHeOXMeHmy, SK 3anexHoi 3miHHOI, npogedeHo 3a 5-6anbHow wWkanow (1 — He no2o0xykch, 5 —
abconomHo no2odxyiock). Aemopamu 3acmocosaHo KoegiuieHm anbga KpoHbaxa dns gusHayeHHs y3zo0xeHocmi gidnogided.
[na docseHenHs memu docniOxeHHs nepesipeHo 5 cmamucmuyHux 2inome3 3a donomozor U-kpumepito MawnHa Yimui ma
KkoegpiyieHma kopensyjii KeHdana. Ompumani pe3ynsmamu nidmeepOxyiomb, WO 20/108HUMU ¢hakmopamu egekmusHocmi
manaHm-MeHeOXMeHmYy €: NiaHysaHHs1 00CSi2HEHHS YChiXy, eHydKicmb @ onnami npauyi manaHo8umux npauigHuKie 3anexHo 8io
pe3synbmamusHOCMIi; NiIOMpPUMKa HagyaHHsI, PO38UMKY, meop4yocmi ma iHHosaujliHocmi ceped manaHo8umMUX NPauisHuUKIg.

KntoyoBi cnoBa: ynpaeniHHS NIOACEKMMU pecypcamm, TanaHT-MeHeIKMEHT, BNPOBa/KeHHS TanaHT-MeHeMXMeHTY, KoMaHaa
TanaHoBUTUX CeLjianicTis, TanaHoBNTi CNiBPOBITHMKY.
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