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ABSTRACT

Human resource management (HRM) is the management of an
organization’s human resources. It is responsiiete attraction, selection, training,
assessment and rewarding of employees, while alsrseeing organizational
leadership and culture, and ensuring compliande ntployment and labor laws [4].

HRM is a product of the human relations movemdrthe early 20th century,
when researchers began documenting ways of creatisgess value through the
strategic management of the workforce. The functiees initially dominated by
transactional work such as payroll and benefitsiatnation, but due to globalization,
company consolidation, technological advancemend, farther research, HRM now
focuses on strategic initiatives like mergers amgussitions, talent management
succession planning, industrial and labor relatiansl diversity and inclusion.

This dissertation details the origins and develepinof Talent management
(TM) through a literature review.

A survey of Czech companies regarding the praltfen and implementation of
talent management has been conducted in ordertta Geel” of TM prevalence and
impact. This was followed up by a series of intews, which further inform the key
issues with TM itself and as regards its implemisora

The investigation of the application of TM in middsized companies
conducted, discovered the lack of prosperous TMastfucture and implicitly
vulnerability to losing talent to larger competgor

As a result the Model of the implementation of TiMmiddle sized company
was created, based on the elements of models &ayarlcompanies and advantages of
medium sized company.

Key words: Human Resource Management, Talent management, Maddl

Guidelines, Middle sized company, TM implementation



ABSTRAKT

Rizeni lidskych zdroji je specifickoutinnosti zabyvajici s&zenim lidskych
zdroji organizace. Nese zodpamlnost za upoutani pozornosti, ¥yp Skoleni,
hodnoceni a od#éftovani zamistnand, piicemz zarove dohlizi na organizai vedeni
a kulturu a zabezpaje soulad zagstnani s pracovnim pravem [4]

Rizeni lidskych zdrdj je produktem hnuti za lidské vztahy z:gtku 20. stoleti,
kdy zaali védci dokumentovat Zisoby, jak vytvéet obchodni hodnotu
prostednictvim strategickéhtizeni pracovnich sil. V této funkci zfatku grevliadala
transakni prace jako nap sprava mezd a zastnaneckych vyhod, ale visledku
globalizace, konsolidace spoi®sti, technologického pokroku a dalSiho vyzkumu se
nynitizeni lidskych zdrdj zan€tuje na strategicke iniciativy, jako jsou fuze aialoe,
Fizeni talent, planovani nastupnictvi, pracovni a pracgravni vztahy, rozmanitost a
z&'lereni.

Tato disertani prace poskytuje detailni Udaje @vpdu a vyvojifizeni talent,

a to progstednictvim literarni reSerSe.tRkum c¢eskych firem zabyvajici se proliferaci a
zavedeninm¥izeni taleni byl proveden s cilem ,seznameni se” s vyskyteniiveem
fizeni taleni. Dale nasledovaly série rozhovorkteré blize informuji o ktiovych
otazkach samotnéhizeni taleni a jeho realizace.

Provedené Seni aplikaceaizeni taleni ve stedre velkych podnicich odhalilo
nedostatek prosperujici infrastruktufgeni taleni a implicitné také tendenci ke ztrat
talenti ze strany #tSich konkurerit.

Vysledkem bylo vytvéeni modelu implementace procegizeni taleni ve
sttedre velkych podnicich, zalozeného na prvcich mbddelvétSich firem a vyhod
stredre velkého podniku.

Kli¢ova slova:tizeni lidskych zdrdj, fizeni taleni, modely a pokyny, gedre

velky podnik, implementacézeni taleni.



ROZSIRENY ABSTRAKT V CESKEM JAZYCE

Spole&nosti ve 21. stoletéeli mnoha vyzvam. Prasdi, ve kterém {sobi a
snazi se usi, je dynamické a v mnoha grech stale slozfSi.

NejdilezitejSi a casto nejnakladf)Si cast tvdi ve spolénosti jeji vlastni
zamestnanci. Rizeni lidskych zdrdj je zamdfeno na maximalizaci tohoto zdroje,
naslednych naklad a organizanich vyhod. Vyvoj fizeni lidskych zdrdj je
v neustalém procesu, jeho hodnota pro efektivn@ginost a produktivitu organizace
je stale uznavafsi.

Jelikoz spolénosti pisobi ve stale slo&iSim prostedi, ve kterém se potykaji s
novymi a fiznorodymi vyzvami, role manaferje pro dosazeni U&phu o0 to
dulezit¢jSi. Zdokonalovani manaZer dalSich kliovych zanistnand je zasadni pro
udrzeni aist cili spol€nosti. Poteba identifikovat, rozvijet, planovat, zlepSovaboa
a udrzenidchto osob je jadrem vznikizeni talent.

Rozvojtizeni taleni v poslednich desetiletich zim& vzrostl. Role, hodnota,
modely a aplikacé&zeni taleni je prednétem mnoha diskuzi, vyzkumu i vyvoje.

Jednim z kliovych problém, kterym spolénosti ¢eli, je skuténost, zda si
mohou dovolit aplikovat vice promySlenou a smiSefwwmu gistupu kiizeni taleni.
Pro velké nadnarodni spotesti gedstavujerizeni taleni prilezitost jak dosahnout
efektivity a pruznosti (schopnosti reagovat nac¢my) organizace prosdnictvim
naboru, vychovy a udrzeni taléntNicméré pro mensi firmy mize vznikiizeni taleni
a jeho implementace redstavovat dalSi problém z hlediska vyidajmensSi
infrastruktury zejména s ohledem na potencialridky dopad ztraty kliovych taleni
ze strany rival a wtSich spolénosti. Efektivni strategiizeni taleni pro mensi firmy
musifesit klicové otazky souvisejici §zenim talent ovliviujici tyto spolénosti, ale

presto dostatané Gcinné s ohledem na omezeni, kterym tyto spadsti v ramci svého

pusobeniceli.



Tato disertani prace poskytuje detailni tdaje @wpdu a vyvojifizeni taleni, a
to prostednictvim literarni reSerSe. Rozvijétsi pochopeni tzv. ,Valky o talent* a
odhaluje ®které sodasné debaty o hodrotizeni taleni ve 21. stoleti. Rzkum
ceskych firem zabyvajici se proliferaci a zavedefizani taleni byl proveden s cilem
,seznameni se“ s vyskytem a vlivemzeni taleni. Dale nasledovaly série rozhoupr
které blize informuji o k&iovych otazkach samotnéhiaeni taleni a jeho realizace.

Provedené S@ni aplikaceizeni taleni ve stedre velkych podnicich odhalilo
nedostatek prosperujici infrastruktufgeni taleni a implicitné také tendenci ke ztrat
talenti ze strany ¥tSich konkureri.

Vysledkem bylo vytvéeni modelu implementace procefizeni taleni ve
stredre velkych podnicich, zalozeného na prvcich modelwtSich firem a vyhod
sttedre velkého podniku. Implementace tohoto modelu ve lesposti umozni
majitelim Us@sné vedeni svych taléna v ramci udrzeni talelhumozni také dosazeni

konkurenceschopnostiit vétSim spolénostem.



INTRODUCTION

Companies face numerous challenges in the 21durgerthe landscape in
which companies operate and seek to succeed ynemc and increasingly complex
in many ways.

The most important and often the most costly partompanies are its own
employees. In order to succeed in the maximizatiathis resource and the subsequent
cost and organizational benefits a much greatersfe¢ Human Resource Management
(HRM) is now in place in many successful companiébe evolution of the
development of HRM is ongoing; its value to orgatianal effectiveness, efficiency
and productivity is increasingly well recognized.

As companies are operating in an increasingly ¢exnandscape, within which
new and varied challenges are; the role of managegsen more critical to success.
The development of managers and other key sta#sgential to maintaining and
progressing company aims. Increasingly individuaithin companies are crucial to
success. The need to identify, develop, succesgian, improve recruitment and
retention of such individuals is at the heart & émergence of talent management.

Talent management has developed significantlyegemt decades. The role,
value, models and application of talent managerhaatbeen subject to much debate,
research and development.

One of the key issues facing companies today ethen they can afford not to
implement a more considered and blended approathldnt management. For large
multi national’s organizations talent managemempresents an opportunity to build
organizational effectiveness and resilience byuing, nurturing and retaining talent.
In such cases large multi national companies witlecBve talent management

strategies in place are competing for talent oelatively level playing field with their



peers. However for smaller companies the emergehdalent management and its
implementation can represent an additional chalerdue to expense, less
infrastructures especially given the potentiallitical impact of losing key talents to
rival and larger companies. An effective talent agegment strategy for smaller
companies needs to address the key talent relsdads impacting on such companies
but still be effective in the light of the constrts in which such companies operate.

This dissertation details the origins and develepihof talent management,
through a literature review. It develops a greataderstanding of the so-called “War
on Talent”, and exposes some of the current deaietdéng to the value of TM in the
21st century. A survey of Czech companies regardihg proliferation and
implementation of talent management has been coedluic order to get a “feel” and
TM prevalence and impact. This was followed up bgeaies of interviews, which
further inform the reader as to the key issues Wi itself and as regards its
implementation.

The investigation of the application of TM in middsized companies
conducted, discovered the lack of prosperous TMastfucture and implicitly
vulnerability to losing talent to larger competgor

As a result the Model of the implementation of TiMmiddle sized company
was created, based on the elements of models &ayarlcompanies and advantages of
medium sized company. The implementation of thisd&an the company will allow
owners to provide successful management of thdeniaand become competitive to

larger companies in Talent retention.
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LITERATURE REVIEW

A literature review gives the researchers knowdedgd information about the
studied topic, which can be used as a base forpmEng a certain subject of
phenomenon [1]. Marchan-Piekkari and Welch argus, tim order to enhance the
validity of the research, it is very crucial to dirknowledge and information from
different sides when conducting a research [2]sTihibecause the theories often are
interpreted and presented in divergent ways betvdggerent authors. The literature
study has been conducted by using many differamices and theories. The books and
articles that are being used in this study haven lmedlected mainly from the libraries
of Tomas Bata University Zlin, High School of Ecomos Prague, the Internet and
private sources.

Literature Classification

When conducting literature studies it may be ingoar to separate between
different sources with respect to what they refemtho writes them and the intended
target group. Holme and Solvang distinguish betweenmative and cognitive
literature. Normative literature can be seen as wfagppraising or judging, whereas
cognitive literature can be seen as describingeting something. The choice of
literature depends on the reader’s intentionshdf stated purpose is to gain a general
understanding or perception of phenomenon cognsiverces may be appropriate,
however, if we are more concerned about a partiatttude or intention normative
literature might be more accurate [3]. Further Holand Solvang separate between
historic Methodology literature and future litensguwith respect to the point in time
they refer to. Literature that is focused on theriel will for example, with respect to
the time it was published, offer aspirations orrapmgals to a future concern. Another

distinction Holme and Solvang make concerns thaticeiship between the author and
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the receiver of the literature. According to thehe literature will have both different
appearance and different content depending orethganship between the two [3].

In order to gain a deeper understanding of Tdlémmagement as a concept |
have examined literature from three different sidegperspectives:
At first, a historical study of HRM, HR planningdihe HR function, that may help to
explain where the concept of Talent Managemenvdsrirom, if and/or how it differs
from such theories, and why it has become so populaecent years. Secondly, a
study of the phenomenon of fashion in managemhbat, may help to explain what |
am looking for and how it is characterized, andrdllyi literature on Talent
Management. | have classified the books and astiletten about TM as normative
literature because of the appraising and judgingtezd. Such literature is mainly
produced by TM advocates such as consultant ageao@ other HR institutions, and
the intended purpose of the literature is primardymarket and sell the concepts to
companies. In addition, they are mostly descrilmetuiure terms and on the bases of
how well an organization will benefit by adopting@ncept and what the consequences
will be if they don't.

12



1.HUMAN RESOURCE MANAGEMENT (HRM)

1.1. The Emergence and Diffusion of HRM

Human Resource management practices have beeedsloser time by a
variety of historical forces. During the 1800s ewmwmry depended primarily on
agriculture and small family businesses. Humanues management practices were
conducted by the most senior employees of the bssirNew employees learned their
jobs through serving as apprentices to more expege employees. Relatives and
friends of the senior members of the companiesaon fwere given priority for new
jobs. Compensation often included a small waged foad housing.

The first HRM practices developed as a resulthef Industrial Revolution.
Factories required large numbers of employees sy#tific skills to operate machines
that performed specialized operations. As a reswhagers who specialized in human
resources were needed to train and schedule workeesdevelopment of Scientific
Management in 1911 emphasized the importance aofifgdimg employees who had the
appropriate skills and abilities for performing kgob, providing wage incentives to
employees for increased productivity, providing éwpes with rest breaks, and
carefully studying jobs to identify the best methfid performing the job. Most
companies were bureaucratic organizations. Thapdsitions were organized into a
hierarchy of authority, with each position giverestic responsibilities. Employees
made decisions about how work was to be done amvddad suggestions to improve
products only if management assigned these redphinss to them [4].

From 1911 to 1930 human resource practices wereéumbed primarily by what
was known as the “personnel department”. The pedatepartment's major role was
to keep track of employee records. These recordsidad basic information about
employees, such as the date of their hire, thesitipa, health information, and

performance reviews. The personnel department aldministered payroll and

13



interviewed job applicants, as well as terminatipgorly performing employees
contracts [5].

The human relations movement began as a resulh gkries of studies
conducted at the Hawthorne facility of Western Elean Chicago between 1924 and
1933. The studies resulted in the recognition efgbcial function of work, the social
interaction of workers, and the existence of infarerganizational social systems [6].

Between 1930 and 1940, companies began to re@ghi relationship
between employee participation in decision-makimgl @mployee job satisfaction,
absenteeism, turnover, and unionization effortsis Ttvas the result of new
management philosophy that suggested employeesamtlibute to company goals if
they are given the opportunity to participate irtidi®ns concerning their job and to
take responsibility for their work (Theory Y managent) [4].

Peter Drucker in 1954 noted that the personnelctiom in companies
increasingly was perceived as a cost center innanés a valuable resource. Drucker
criticized the traditional Personnel Managemeniwad employees for being based on
the assumption that employees where not motivateddir work and therefore had to
be controlled. In addition he argued that persormahagement was too narrowly
targeted on the management of non-managers arfdeusted enough on how to attain
an effective management of subordinate managenghwie perceived as being the
firm’s most critical resource [6].

Following Peter Drucker, Edward Wight Bakke appgedp be the first
researcher to refer to the notion of human ressuasea function in an enterprise. He
pointed out that all managers managed human reseuimcluding human factors, but
emphasized that the human as a resource was equpliytant as other resources such
as financial capital and materials. The centraleswas not personal happiness but
rather productive work and that people had to begrmated into the total task of every

organization. He stressed that human resource wak a responsibility of all
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managers and not just an issue for personnel or labations departments. Bakke did
not suggest the elimination of the personnel dtaittion but rather to broaden and
raise the importance of Personnel Management. TR& Herm was perceived as
carrying a dignity, which intended to raise thesosial management function status and
to establish it as a more legitimate field with aren comprehensive basis for
understanding and committing to forces affectingslens about employees [6].

World War Il sparked the development of psychatagitests that could quickly
and accurately identify individuals' interests,liskiand abilities. Following the war,
these tests were increasingly used for selecting employees and placing them in
appropriate jobs.

As a result, the personnel departments (now cdksaployee relations” or
“human resources”) expanded beyond the adminigtratole to include testing,
negotiating labor contracts, conducting attitudeveys, and complying with expanding
employment legislation. Although the relationshigtveeen human resource practices
and productivity was beginning to be recognized, rtiajor role of employee relations
departments was to ensure that employee-relateskssdid not interfere with the
manufacturing, selling, or development of goods aedvices. HRM tended to be
reactive-that is, it occurred in response to anmss problem or need. HRM was not
part of the strategic business plans of the comphme managers usually referred
human resource problems to a specialist in emplogke¢ions department rather than
attempting to solve the problem by themselves [5].

Beginning around mid-1960s and continuing up tglouhe decade of the
1970s, there was a rise in the view of importaniceuman resources and a view of
them as assets, not liabilities. There was theldpweent of programs in such areas as
job design and enrichment, which along with cagmanning and development, were
intended to improve psychological quality of woitfle Ifor employees, and presumably

make them more committed to and satisfied withotganization [4].
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Legge noted that by the end of the 1980s and d¢ginbing of the 1990s job
advertisements, professional magazines and cowrses re-titted from Personnel
Management and Personnel Managers to HRM and HRgeas. The popularity of
HRM accelerated quickly and many books that desdritine concept were published
[7].

It has been only the last ten to twenty years ¢batpanies have viewed HRM
practices as a means to enhance the operatiome afther functions of the business
and contribute directly to the firm's profitabilityfhis has occurred because chief
executive officers, line managers, and human regoomnanagers increasingly recognize
that HRM practices play a key role in determent ganmes' success in gaining a
competitive advantage.

1.2. What is HRM?

There is not any mutual definition of Human ReseuManagement. Price
stresses that many people consider HRM to be aevagd elusive concept because it
carries so many different meanings and diverseprg&ations in the articles and books
that have been published [5].

Storey defines Human Resources Management asistiaative approach to
employment management which seeks to achieve cdampetdvantage through the
strategic deployment of highly committed and capabkbrkforce using an integrated
array of cultural, structural and personnel techaid8].

Another attempt to define HRM is made by CascidRM is the attraction,
selection, retention, development and use of hureaources in order to achieve both
individual and organizational objectives” [9].

Price considers the most important aspect of HRMbé the integration of

human resource policies with each other, integnatwith the organization’s business
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plan and regarding people as important assets ke anstrument for the business
strategy [5].

The field of HRM is often theoretically split up itwo different schools or
perspectives commonly referred to as the “soft” #red “hard” approaches. The hard
approach descends from the Michigan school andften associated with a more
rational management philosophy where the manageimdrased on a logical thought
to action sequence. In this view employees aregpard as resources that should be
managed rationally like any other resource [10} Ttle of the managers is to manage
numbers effectively and keeping the workforce dipsenatched with certain
organizational requirements. The hard approachRdAHs generally more concerned
with the close integration of human resources pgicsystems and activities with
business strategy. In this way, the HR systemgpmaoposed to drive the objectives of
the organization [7].

In contrast to the hard approach, the soft maalsgq called the Harvard model
of HRM, while still emphasizing the importance otagrating the HR policies with
business objectives, is more concerned with valpeagple as critical assets as a source
of competitive advantage for the organization [10].

The soft model, which is more influential moded, more preoccupied with
dealing with people as critical resources and sét®the importance of commitment,
adaptability and high competence of the employ&eshis view, the employees are
being perceived as proactive rather than passpgsnnto productive processes [7].

A new term “Talent management” was emerged in1i®@0s. to incorporate
developments in HRM, which placed more of an emighaa the management of
human resources or talent. In the next chapter Igamg to concentrate on Talent

management, its definition and application to pcact
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2. TALENT MANAGEMENT

2.1. What is Talent Management?

According to Hartley, Talent Management (TM) iseam that extends over a
wide set of activities, such as succession planniH@R planning, employee
performance management etc. [28] Creelman bringsligcussion further by referring
to the term as a perspective, or a mindset, wHeo®mporate issues are seen from the
perspective of “how will this affect our criticalent?” and “what role does talent play
in this issue?” Creelman defines TM as: “The preces attracting, recruiting and
retaining talented employees” [29]. Knez et al hav@milar view of the concept when
arguing that it refers to a continuous processxtéraal recruitment and selection and
internal development and retention [30].

As a concept, talent management came to the fhemwhe phrase “the war for
talent” emerged in the 1990s. This need for talenaind, therefore, its expert
management — is also driven by macro trends inatuds]

* New cycles of business growth, often requirinffedent kinds of talent.

» Changing workforce demographics with reducinglapools and, therefore, a talent
squeeze.

» More complex economic conditions which requirgregated talent and TM.

» The emergence of new enterprises which suckttédem larger organizations.

* A global focus on leadership, which is now pertimgamany levels of organizations.

There is nothing new about the various procesbes add up to talent
management. What is different is the developmera ofore coherent view as to how
these processes should mesh together with an beéjattive-to acquire and nurture
talent, wherever it is and wherever it is needgdu&ing a number of interdependent

policies and practices. Talent management is themof “bundling” in action.
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So talent management is the integration of differaitiatives, or constructs,
into a coherent framework of activity. One way chigving such system integration
and alignment is the Talent Management System. §yggemic view of talent has five
elements (see Figure 1): [31]

1. Need - the business need derived from the basmedel and competitive issues.

2. Data collection — the fundamental data and Higence” critical for good talent
decisions.

3. Planning — people/talent planning guided by datysis.

4. Activities — the conversion of plans into intaetgd sets of activities.

5. Results — costs, measures and effectivenessi@iio judge the value and impacts of
TM.

A Talent Management System
NEED -  DATA —p PLANNING —j» ACTWITY —» RESULTS
COLLECTION
Peopie Hiring
Mumbers. now Rt plans
Skills and Pecple Plan
sirate capability Core pag,
w P hat do you — cnmpztezn?:‘: Removal -
Gt have? P fira, rotate
What do you Gaps of demaole Cosls
Innoneataon nuad?
Excess Measures
Cusglomers - Retention — -
Future Needs Bronties plans Effectiveness
Cosis Mumbers skl critena
e and capabiity > Costs
imeematenal What will you Develap-
Pl ? External ™ entand [
People trends learning
Drversficanon Peopls Wanis Demographics
What do they
- = - Communi-
wark b do? —® cations
t A
1
The TM Context: Organisation Climate - Values, Leadership,
Structure. Policies. Processes

Figure 1. Talent Management system [31].
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2.2. Talent management application in practice

Every company is alive. People are moving from position to other one;
getting pregnant, retired; changing company, diyery organization sooner or later
will face the need to fill in a position. Some campes are simply hiring an employee
from outside, other think about it in advance, medhat positions could need to be
filed one day, prepare future leaders inside tlmengany. As the term Talent
Management implies, it generally refers to highligp and supporting a set of
carefully selected employees, referred to as “tat¥nindividuals, which are seen as
critically valuable to the succession planning dhd success of the organization.
Central issues are thus to attract, recruit, dgvealad retain such individuals and the
concept is extending through a wide set of acésitn these different phases.

2.2.1. ldentifying talent needs

Organizations must determine their business reqénts for sustainability and
growth. What business challenges does the orgammztsice? Where does performance
lag? What stands on the way of attaining positiveeames? Through skillful use of
executive interviews, focus groups, talent auditsl ather tools, it is possible to
pinpoint where new skills or knowledge — or a neaywf thinking or working — could
transform a team, division or entire organizatidg]|

Using predictive techniques help accurately fosedalent needs. Reliable,
objective information about competencies and skifighe individuals that comprise
teams, departments or other business units cansb&iluin workforce planning
decisions. For example, bench strength analysesbeanonducted to examine the
performance and potential of internal talent poofed for succession planning.

Further, when normative or benchmarking data isilahia, competency and skill
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levels also can be compared to performance in athi@panies to better inform talent
strategy [33].

Strategic talent programs need to measure suaoglsdemonstrate value to the
organization, providing their impact on businestcomes. Success measures must be
considered and prepared for in the early stagespgbgram's inception. What are the
business goals? How will program impact be measuWtat data is available, and is
it linked to the talent program? Does the orgaiomatvalue those particular data
points?

Every organization should develop an accuratdistamodel, identifying key
skills and competencies that exist in current eygds as well as those that may be
required to support future business objectives.s Tallows companies to make
informed talent decisions and react more quicklghitanging circumstances.

2.2.2. Making company talent oriented

Many of the most successful companies create ttalashboards to highlight
areas of organizational strength using key competsnneeded for the job, as
measured by both assessment and performance rafmgst leaders can use objective
data to engage in strategic conversations cantéemaprovement through:

- Targeted employee development plans to incraasegih in key competency areas.

- Identification of critical skills and abilitiehiat need to be brought in from outside the
department or organization.

- Insights into what skills might be required tgpart future business strategies [34].

The overall strategy should be to become an eraplofychoice. An “employer
of choice” is one for whom people want to work. fghes a desire to join the
organization and engaged in the work they do. Tquiae a national, even a local
reputation as a good employer takes time, butvitogh the effort.

On the basis of their longitudinal research incbEhpanies, Purcell concluded,

“What seems to be happening is that successfukfane able to meet people's needs
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both for a good job and to work in a great placheyl create good work and a
conductive working environment. In this way theycdme an employer of choice.
People will want to work there because their indlil needs are met-for a good job
with prospects linked to training, appraisal andkimg with a good boss who listens
and gives some autonomy but helps with coachinggarahnce” [35].

2.2.3. Hiring employees outside company

Making the right hiring and placement decisions bave tremendous impact
on individual and organizational performance.

Using of valid pre-employment tests combined waiksessment measuring
critical competencies or particular jobs used emrihe selection process has proven to
be highly effective in the selection of candidaieth the greatest potential for success.
In fact, competency-based assessments combineccarntient designed to measure an
applicant's personally fit to the company's cultge improve retention. If talent
managers can identify candidates who show a preferefor the work and
environment, and whose values align with thosehef hiring organization, they are
more likely to stay and perform [34].

Some companies’ main reason is not to hire employdill in wanted position,
but to find high potentials for future. In this easompanies orientate their interest to
students or fresh graduates. Employers should conweuie with candidates using
resources students find most effective, such aserson networking, university career
centers, internships and online job boards. Remmughould understand what motivates
students to select certain jobs and make sure tmessages address candidates' top
considerations, such as location, fit with theitiskcareer advancement opportunities
and company reputation and ethics. Companies sladigid jobs with students' fields
of interest. Utilize students' top resources arel dbmpany Website to communicate
these key messages. Get creative in matching empglaly offerings to student

preferences and the organization will stand ambagbompetition.
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It's important to ensure a positive experience faw hires via efficient
processing of paperwork, early socialization antiuce integration experiences, and
provide all resources needed to quickly becomeuymibee.

2.2.4. Discovering Talents in the company

When called upon a critical leadership role,nt$ uncommon for a company to
find it lacks the needed skill sets among eligibividuals. This isn't always because
the talent within the company is sufficient. Rathére lack comes as a result of
insufficient succession planning [36].

There is urgency to this development need. Th&kendor business leaders has
become a classic case of rising demand and fadlupgply. Proper succession planning
involves strategic and long-term ,talent mappinghat is, integrating the skill sets and
competencies needed to fill current and future destp roles into high-potential
employee development efforts and tracking individtesults as these efforts go
forward.

To be most effective, companies should look fodevelop to three things in
their employees:

Insight to understand what leadership skills thegdhto develop.

Motivation, capacity and opportunity to develops@ekills.

Willingness to be held accountable to translateirthiegh potential into high
performance [36].

Companies should support those who take initiapvemote a learning culture
that encourages development for everyone and teluéntly, openly and candidly
about their performance. As careers move forwaelevant training and candid
feedback need to continue. If an employees’ perdoicr is poor, focus on diagnosing
and remedying performance problems. For those wataong performers, recognize
and reward their performance, work on a plan tdaasnisand strengthen it, and talk to

these individuals about their next role or assigmmielp them develop and hone the
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skills or new abilities. Help them acquire the expmces they need, and provide
opportunities for real-world practice. And finallynap each individual's specific
strengths and abilities against the talent road mapll need to rely on when
succession in critical leadership positions becamessue.

2.2.5. Training and developing

Talent employees seek to develop their skills witmake them attractive to
any number of employers, at any time. If they'ré satisfied with their employer's
effort to train them, deliver opportunities for gsmmanagement visibility and offer job
flexibility, they will leave [37].

Understanding what people already do well and w/lieey need help allows for
targeted, impactful training and development protgraAssessing employees' skills
using objective tools such as tests, technicahmee/s and performance ratings can
provide the insight talent managers need to deefde has certain skills versus who
needs additional training. Talent measurement edsobe used diagnostically to plan
training and development investments or as an owgcmeasure to verify whether
learning has occurred [33].

Many leading companies also allow employees tontifie their own
competency development needs and link those tornaltecareer paths and
opportunities. By providing tools for employeesstif-assess their skill levels and then
choose from recommended training and developmédatings — often self-paced and
provided online — companies give employees acagsand responsibility for, self-
development [34].

Role design and development policies should aimplase talented people in
roles that will give them scope to use and devéhair skills, and provide them with
autonomy and challenging work. Talent managemelitips should also focus on role
flexibility — giving people the chance to develdpeir roles by making better and
extended use of their talents [48].
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2.2.6. Motivation through reward

There are limits to the extent to which finangialyments to talented people
will induce them to work better or harder or stagivthe organization. In many cases
they will be motivated by the work itself (intriksmotivation) and by the opportunities
for development and growth provides. Contingent pagy provide a means of
recognizing contributions tangibly and thereforeuldobe motivating for some talented
people, but it is usually fails to provide a dirgatentive. The design of career family
structures can define career paths and indicateé wweards are available as careers
develop [48].

Non-financial rewards such as recognition and dpipgies for development
and growth can function better for talented staffid the impact lasts longer.
Performance management processes can make an ampedntribution to talent
management. They can ensure through feedback dleait tis recognized, and they
provide the basis for career development plannifgchv provides opportunities to
growth [48].

2.2.7. Retaining Talents

Snagging top talent is well and good, but taleahagement encompasses far
more than finding the new and shiny. Developingstxg employees, particularly
when budgets are tight, is increasingly import&xperts in the field of industrial-
organizational psychology, who have studied howppebehave at work and in their
jobs, have found that top-performing companiesadien people-centric — employees
feel they are valued contributors, and they aremi chance to develop new skills [34]

Hiring and department managers need to practienastyle of communicating
with Talented employees, who respond to humor,ipasand the truth. Direct and
timely feedback, frequent encouragement and retiognof efforts are important to



18-to 30-years-olds. While this may feel like panpg to some, the outcome is a set
of employees that is engaged and motivated to giteat work.

Employers need to make an extra effort to meedriial needs by treating these
team members as a special class of employees. Fenplehould bring them together
for meetings and training sessions, combining &ntenent and learning. This creates
the feeling of community desired by Talents whitepdasizing an expected investment
in individual performance. Employers also are gegttmore creative in the work-life
balance arena by offering perks, such as one-msalibaticals after five years of
service.

The office will no longer be the hub it once wa¥orking remotely will
become standard, leveraging technology and vinelationships. Talents are at the
core of this trend because, for them, meeting artdracting online is just as
comfortable and real as face-to-face meetings. Wilsbenefit companies greatly as
the need for global teamwork and flexible work continues [39].

Companies do not need significant overhauls anppmiaudget infusions to
drive other impactful talent management prograniiechvely leveraging successful,
informal initiatives can help retain talent, deyelkey competencies and meet strategic
objectives. There are man developmental activities are low cost and potential for
high impact include:

- Mentoring programs, which provide employees wiittect access to a leader or more
experienced professional and can provide coachpmprbunities and a voice within
organization.

- Stretch assignments, which create hands-on oppbtes to take on larger, more
complex initiatives and the potential for greatisihility within the organization.

- Job rotation experiences and cross-functiond tace assignments, which provide
opportunities to try new roles and develop newlskd4].
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2.2.8. Talent evaluation

Consistently use proven assessment techniqueseessiection of candidates
who possess the requisite competencies for sueressvho are a cultural fit for an
organization. Effective talent measurement encosgsmsa number of tools and
processes, including:

Tests: Valid tests can be used to assess knowlstlils, abilities, personality
traits, vocational interests, experience and judgm®bjective tests are characterized
by standardized administration and scoring, oftetoraated and delivered over the
Internet. Tests are useful in both pre-employmadt@ost-hire applications.

Interviews: Science-based interviews are strudtuamd focused on past
performance behaviors. Questions typically are mimgg around key competencies,
and all candidates are measured on the same cammsteGood interviews produce
scores using a behaviorally anchored rating saat®me other method to synchronize
the meaning of a particular score for each compgteacross interviews and
candidates.

Behavior-based performance rating: To make perdoe rating as objective
as possible, focus on work behaviors: "What haseeh this person do on the job?" To
combat tendencies to compare employees to eachiositead of to the job and other
common biases, rates should be trained how to nediextive behavior-based
performance ratings. Performance ratings may caora & single source, the manager
or from multiple sources such as self-ratings, éesdco-workers and customers.

Simulations: Also known as work samples, simulaiare highly predictive of
on-the-job performance. Simulations can range frehort, focused experiences
designed around a key competency or skill, to miajtievents designed to represent
the complexity of the target role. Recent innovatiose computer-based simulations to
measure targeted skills and performance in compks such as customer service or

frontline manager [38].
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| am studying management already over ten yeass.Blslchelor thesis was
concerning opening new business — sport bar. My waa to help the owner to build
new professional team in new opened bar. It wasletéo take care about teaching
new personnel, motivation system, salary system smén. My Master thesis was
about influence of corporate culture on the persbimthe company, its motivation,
performance and so on. Trying to find a subjectigrPhD thesis | read and analyzed
a lot of books and magazines devoted HRM questans problems. The subject
attracted my attention was Talent management. mdoout that this is very actual,
widely discussible and interesting for me subject.

The point attracted my attention was controvensyacceptance of Talent
management as a new concept. There are two differgnions. First is that Talent
Management is a top issue, latest trend in HRMigsdhe urgency for companies to
adopt that. The other opinion is that this concepésn't represent any new and
distinctive knowledge, and rather can be considasedn effort to repackage old ideas
and techniques with a new label by HR professiomalrder to enhance their
legitimacy and status in their organization.

Analyzed a lot of information concerning this sedij | came to the opinion that
there is nothing new about the various processasdtid up to talent management.
What is different is the development of a more ceheview as to how these processes
should mesh together with an overall objectivedquare and nurture talent, wherever
it is and wherever it is needed, by using a numifemterdependent policies and
practices.

In next chapter | am going to find out what exaddl a Talent and where do

people get it from.
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3. TALENT

What do we mean by talent? In most general s¢alest is the sum of person's
abilities — his or her intrinsic gifts, skills, kwtedge, experience, intelligence,
judgment, attitude, character, and drive. It atsdudes his or her ability to learn and
grow.

The word talent itself dates to antiquity and hasch history. To the ancient
Hebrews, Greeks, and Romans, a talent was a unite@fht. Through exchange of
precious metals of that weight, it became a uninohetary value. What is today a key
source of value creation was, thousands of yeass mgney. It has come full circle
[11].

The term took on broader meaning in the New Testd's) Parable of Talents,
in which St. Matthew recounted the tale of the ladgo entrusted eight talents to his
three servants. He gave five talents to the fiestant, two to second, and one to the
last. The first two servants worked hard and dalibike value of their talents. The third
one was lazy and buried his talent in the grountlel\the lord returned, he rewarded
the first two servants for their enterprise andistaed the third. The moral is that talent
is a gift that must be cultivated, not left to larsi [11].

In the sixteenth century, Martin Luther interpcetdis parable to mean it is
God's will that people exercise their innate tadeghtough hard work, thus forming the
basis of the Protestant work ethic. The meaningleht, then, has grown in abstraction
— from a unit of weight to a unit of money to agmar's innate abilities to gifted people
collectively [11].

Talents in the company are individuals, who hawmanstrated superior
accomplishments, have inspired others to attairersopaccomplishments, and who
embody the core competencies and values of thenizagan. Their loss or absence

severely retards organization growth because oir ttiisproportionately powerful



impact on current and future organizational perfmmoe. Talents are very special,
high-performing, high-potential individuals and afiéal to company's future success.
These people are the crown jewels of any orgaoizednd can help promulgate and
reinforce the behaviors necessary for a high-perifog company [11].

Most organizations have people who make a disptopate contribution to
what they do. They habitually punch above theirghieithough exactly who they are
and what they do varies greatly according to cdant@gfining great managerial talent
is a bit more difficult. There is no universal detfion of an outstanding manager, for
what is required varies to some extent from one paom to another. As each
organization has its unique culture and each poslias specific requirements, it must
understand the specific talent profile that is rifgr it. We can say, however, that
managerial talent is some combination of a shamgtegfic mind, leadership ability,
emotional maturity, communication skills, the ayilito attract and inspire other
talented people, entrepreneurial instincts, fumetioskills, and the ability to deliver
results.

To lead Talents effectively, talent managers hawdo a number of things well.
First, it is best to know their key characteristiddt recognizing these may cause
stumbles at the first hurdle. Not every Talent hlhof the following characteristics,
but they share many [12]:

- They know their worth; their skills are not egsiplicated.
- They ask difficult questions.

- They are organizationally savvy.

- They are not impressed by corporate hierarchy.

- They expect instant access to decision makers.

- They are well connected outside of the orgaromati

- Their passion is for what they do, not who theyrkfor.

- Even if you lead them well, they won't thank you.
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3.1. What does it mean to be talented? Reason of ceess of

outstanding people.

Most of the people surrounding us have a job aiib?. How well do they do
what they doThe most likely answer is that they do it fine, Melough to keep doing
it. At work they don't get fired and probably gebmoted a number of times. They
play sport or pursue their other interests wellugioto enjoy them. But the odds are
that few if any of the people around you are trgigat at what they do-awesomely,
amazingly, world-class excellent. After all, modt them are good, conscientious
people, and they probably work diligently. Soméh&fm have been at it for a very long
time-twenty, thirty, forty years. Why isn't thatargh to make them great performers?

This is a mystery so commonplace that we scanmeefice it, yet it's critically
important to the success of failure of our orgatwes, the causes we believe in, and
our own lives. In some cases we can give plausikidanations, saying that we're less
than terrific at hobbies and games because we thk@tthem all that seriously. But
what is about our work? We prepare for it througlng of education and devote most
of our time to it. Most of us would be embarrasseddd up the total hours we've spent
on our jobs and then compare that to the hoursengiwen to other priorities that we
claim are more important, like our families; thgures would show that work is our
real priority. Yet after all those hours and thgears, most people are just okay at what
they do.

3.1.1. It's not inborn gift

In 1992, a small group of researchers in Englaadtwooking for music talent.
[13]. They looked at 257 young people, all of whbad been introduced to study of
music but otherwise varied widely. They were cliggdi into five ability groups,
ranging from students at a music school who weritéed by competitive audition to

students who had tried an instrument for at leastn®onths but had given it up.
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Researches matched the groups by age, gendeuniestts, and socioeconomic class.
Then the researchers interviewed the students land garents at length. How much
did the kids practice? At what age could they figg a recognizable tune? And so on.

The results were clear. The telltale signs of geemus musical ability in the
top-performing groups-the evidence of talent that all know exists-simply weren't
there. On the contrary, judged by early signs acsp talent, all the groups were
similar. The top group, the students at music sicheere superior on the measure of
early ability-the ability to repeat a tune; theyultb do that at the age of eighteen
months, on average, versus about twenty-four mémthithe others. But it's hard to
regard even that as evidence of special talengusecthe interviews revealed that the
parents of these kids were far more active in sggvith them than other parents were.

The researchers studied the results of grade-kxamins. They calculated the
average hours of practice needed by the most gldgap of students to reach each
grade level, and they calculated the average hwmegded by each of the other groups.
There were no statistically significant differencEer students who ended up going to
the elite music school as well as for students jukbplayed casually for fun, it took an
average of twelve hundred hours of practice tohregade 5, for example. The music
school students reached grade levels at earlies #gan the other students for the
simple reason that they practiced more each day.

By age twelve, the researchers found, the studeritee most elite group were
practicing an average of two hours a day versustdifteen minutes a day for students
in the lowest group, an 800 percent difference.rdveas absolutely no evidence of a
“fast track” for high achievers.

To put the results in their starkest terms: shéwa groups of students, one of
which won positions at a top-ranked music schoa ane of which gave up even
trying to play an instrument, we would say thetfgsoup is obviously more talented

than the later. But the study showed that-at leasmost of us understand “talent”,
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meaning an ability to achieve more easily-they wese[13]. Even those few cases in
which parents do report early, spontaneous sigrialent turn out to be problematic.
Various researchers have found cases of children reportedly spoke or read it
extremely early ages, but they then found thatptirents were deeply involved in the
children's development and stimulation.

The anti-talent argument may sound sensible dt stap, but at the end we're
still left with the job of explaining the transceard greatness of history's most magical,
most enduring performers. Mozart is the ultimataregle of the divine-spark theory of
greatness. Composing music at age five, givingipyi@rformances as a pianist and
violinist at age eight, going on to produce hundrefiworks, some of which are widely
regarded as ethereally great and treasures of Wegtkure, all in the brief time before
his death at age thirty-five-if that isn't taletfiten nothing is [14].

Mozart's father was Leopold Mozart, a famous cosepand performer. He
was also a domineering parent who started his samrogram of intensive training in
composition and performing at age three. While laddpvas only good musician, he
was highly accomplished as a pedagogue. His atdkigd book on violin instruction,
published the same year Wolfgang was born, remanfeeential for decades [15].

So from the earliest age, Wolfgang was receivimgjruction from an expert
teacher who lived with him. Of course his early pasitions still seem remarkable, but
it's interesting to know that the manuscript weo¢ in the boy's own hand; Leopold
always “corrected” them before anyone saw themsekms noteworthy also that
Leopold stopped composing at just the time he bégaching Wolfgang. Wolfgang's
first piano concertos, composed when he was electnally contain no original music
by him. He put them together out of works by otb@mposers. None of these works is
regarded today as great music or even close. MeZadt work regarded today as a
masterpiece, with its status confirmed by the nundferecordings available, is his

Piano ConcerNe9, composed when he was twenty-one. That's certamlearly age,

33



but we must remember than by then Wolfgang had Weemugh eighteen years of
extremely rigorous, expert training.

Mozart did not conceive whole works in his mingrfect and complete.
Surviving manuscripts show that Mozart was constamvising, reworking, crossing
out and rewriting whole sections, jotting down fragnts and putting them aside for
months or years. Though it makes the results roregnificent, he wrote music the
way ordinary humans do.

The next example what we are going to discussgeriwoods. Researchers on
great performance sometimes call Tiger Woods thedvtaf golf, and the parallels do
seem striking. Wood's father, Earl, was a teadpecifically a teacher of young men,
and he had a lifelong passion for sports. He sienfirst half of his career in the army,
where he says, his assignments including teachiitamy history, tactics, and war
games to cadets. In high school and college hebkad a star baseball player, and in
the time between college and the army he wouldlcaditle League teams and take
them to the state tournaments [16]. Earl had pleftiime to teach his son and was
intensely focused on doing so. He was also farlattmut golf. He had been
introduced to the game only a couple of yearserablit had worked extremely hard at
it and had achieved a handicap in the low singi@si

Earl gave Tiger his first metal club, a puttertle age of seven months. He set
up Tiger's high chair in the garage, where Eaihiieng balls into a net, and Tiger
watches for hours on end. Earl developed new tqakesi for teaching the grip and
putting stroke to a student who cannot yet tallfoBeTiger is two, they were at the
golf course playing and practicing regularly. Tigeprodigious achievements have
become well known; he became nationally famousoiltege. Neither Tiger nor his
father suggested that Tiger came into this worlth i gift for golf. Earl didn't believe
that Tiger was an ordinary kid. He thought Tiged fze unusual ability to understand

what he was told and to keep track of numbers &etore he could count very high.
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Asked to explain Tiger's phenomenon success, fathdrson always gave the same
reason: hard work [17].

The concept of specific talents turns out to benewnore troublesome in
business. We all tend to assume that businesssgiaunt possess some special gift for
what they do, but evidence turns out to be extrgreglsive. Jack Welch, named by
Fortune magazine as the 20th century's managdreofentury, showed no particular
inclination toward business, even into his midtuesntHe grew up as a high-achieving
kid, getting good grades and becoming captain sfhigh school's hockey and golf
teams. He entered University, majored not in bissina economics, but in chemical
engineering, received master's and PhD. At thetagety-five, he still wasn't sure of
his direction. He took an offer to work in a cheaftidevelopment operation in General
Electric. Nothing in Welch's history to that posuggested that he would become the
most influential business manager of his time [18].

3.1.2. It's not in our genes

We think that the awesomely great, apparently supean performers around
us came into this world with a gift, what was giventhem, for reasons no one can
explain. We believe further that such people hadgihod fortune to discover their gift,
usually early in life. It explains why great perfogrs seem to do effortlessly certain
things that most of us can't imagine doing at Hilis explanation has the additional
advantage of helping most of us come to somewh&noeoly terms with our own
performance. A God-given gift is a one-in-a-milliblmng. You have it or you don't. If
you don't, then it follows that you should just det about ever coming close to
greatness.

You might suppose that in the age of genomic rekeshere should no longer
be any question about precisely what's innate ahdtwisn't. Since talent is by

definition innate, there should be a gene (or gefoest. The difficulty is that scientists



haven't yet figured out what each of our twentyddend-plus genes do. All we can say
for the moment is that no specific genes identdyparticular talents have been found.

3.1.3. It's not just experience

Extensive research in a wide range of fields shthas many people not only
fail to become outstandingly good at what they mm,matter how many years they
spend doing it, they frequently don't even get hmtter than they were when they
started [19]. Auditors with years of experience evapt better at detecting corporate
fraud-a fairly important skill for an auditor-thamere freshly trained rookies [22].
Occasionally people actually get worse with experge More experienced doctors
reliably score lower on tests of medical knowletltgn do less experienced doctors.
When asked to explain why a few people are so kexteat what they do, most of us
have two answers, and the first one is hard wodopRe get extremely good at
something because work hard at it. We tell to ads khat if they just work hard, they'll
be fine. It turns out that this is exactly rightély'll be fine, just like all those other
people who work at something for most of their $hvand get along perfectly well but
never become particularly good at it. Merely puwjtin the years isn't much help to
someone who wants to be great performer. So ouinatise first answer to the
guestion of exceptional performance does not hpldTie gifts possessed by the best
performers are not at all what we think they arbeyl are certainly not enough to
explain the achievements of such people-and tifidiiese gifts exist at all [19].

Going beyond the question of specific innate giégen the general abilities
that we typically believe characterize the greatsret what we think. In many realms-
chess, music, business, medicine-we assume thabutstanding performers must

possess staggering intelligence or gigantic memo8eme do, but many do not.
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3.1.4. Itis not just good memory

To find out the true role of memory in high acl@eent we will use the results
of research, that were undertaken in the psycholttepartment at Carnegie Mellon
University. The experiment was based on memorykiestvn as the digit span task. A
researcher reads a list of random digits at the satone per second; after a pause of
twenty seconds, the subject that repeats as magig,din order, as he or she can
remember. Psychologists had been running thisotresubjects for many years. Most
people can remember maximum around seven numbeesofXheir subjects had been
tested an hour a day for nine days and had nevee geyond nine digits; he had
dropped out of the study, insisting no further ioyments was possible. In a much
earlier study, two subjects had managed to incrézese digit span to fourteen after
many hours of testing. But one day their subjectlfed twenty-two digits, a new
record. The toll it was taking on him was larges ldchievement was significant in a
couple of ways. His record didn't stand for longe kept setting new records until
eventually, he could recall eighty-two digits. Hisemory, when tested, had been
average before he began training. His grades weoel,gout his intelligence, when
measured by standardized tests, was average. §o#ttnaut him suggested that he
would ever achieve amazing feats of memory [20].

In addition, while he stopped training at 82 digitothing in his progress to that
point indicated that he had reached his limit. dotf a friend of his who later started
same training reached 102 digits, with no indiqatizat he had reached his limit. The
conclusion of researchers was, that there is apgpareo limit to improvements in
memory skill with practice [20].

A different type of research reinforces the firgdithhat memory is developed,
not innate. World-class chess players are genemdbumed to have superhuman
memories, and with good reason. Champions routipedyon exhibitions in which they

play lesser opponents while blindfolded; they hiblel entire chessboard in their heads.
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Some of these exhibitions strike the rest of usiaply beyond belief. They can play
20-40 games in the same moment [21].

It's hard to believe that any normal person caldduch things. But consider a
study in which highly skilled chess players as wa#l non-players were shown
chessboards with twenty to twenty-five pieces gefs they were actual games; the
research subjects were shown the boards only yifie# to ten seconds-and then
asked to recall the position of the pieces. Thaltesvere expected: the chess masters
could typically recall the position of every pieaghile the non-players could place
only four or five pieces. Then the researchers atguethe procedure, this time with
pieces positioned not as actual games but randdrhly.non-players again could place
only four or five pieces. But the masters, who badn studying chessboards for most
of their lives, did little better, placing only sier seven pieces [23,24]. The chess
masters did not have incredible memories. What tie was an incredible ability to
remember real chess positions.

Even if we're prepared to question the notion teatain people come into this
world with specific gifts for business, most of siill assume that the greats possess
tremendous general abilities, especially intellgeand memory. Goldman Sachs, the
most highly regarded firm on Wall Street, has Idreen known for hiring only the
smartest graduates of the most elite schools. Mei&Company, the king of
consulting firms, regularly hires the most outstagdstudents-at the Harvard Business
School. Microsoft and Google are famous for tesjoigapplicants with questions that
would leave most people begging for mercy.

3.1.5. It's not just intelligence

We begin by delving briefly into the heavily frehigand extremely deep
concept of intelligence. What do we mean when wesssneone is smart? It's one of
those concepts that we understand intuitively,tbef we dwell on it and realize how

complicated it is. Some people seem smart with rrmbothers with words, others
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with abstract concepts, still others with concletewledge, and how do all those kinds
of smart fit together? It seems likely that if wat slown and thought about it, most of
us would come up with a basic definition of smdmattparallels closely the much
maligned concept of 1Q.

Test of 1Q, as they have been developed over dlsé gentury, actually consist
of ten subtests that try to capture various aspddtgelligence. After giving these tests
to millions of people, researchers have found tetformance on the subtests is
correlated, that is, people who perform well on¢hef subtests tend to perform well on
all of them. The researchers hypothesized thaetherst be some general factor that
influences performance on all the subtests, ang ttedled this factor general
intelligence. That's what IQ measures.

According to research, people in professional, aganal, and technical jobs
have an above-average IQ as a group. Among workersall, average IQ increases
with the complexity of the work. This seems to utide the view that even if the
world's great performers don't possess a spetédrgeted gift, they still have some
more general natural advantage, most likely suparislligence.

The trouble starts when we dig beneath the averagee evidence is actually
far more substantial than our own random experi&en&avide range of research shows
that the correlation between IQ and achievement'tanearly as strong as the data on
broad averages would suggest, and in many casesisheo correlation at all.

Consider, for example, a study of salespeoples Was a so-called meta-
analysis, the largest of its type ever conductedheaying data from several dozen
previous studies looking at almost forty-six thawbaindividuals. Studying
businesspeople in the real world is tough because generally can't control the
conditions, and the results are often unclear; ndred decision was good or bad may
not be known for years. Salespeople make attrastipgects for researchers because at

least they produce something quantifiable to measales [25].



In this analysis, the researchers found thatuf sk salespeople's bosses to rate
them, the ratings track intelligence moderatelylwmbsses tend to think that smarter
salespeople are better. But when the researchemgazed intelligence with actual sales
results, they found no clear correlation. Intelfige was virtually useless in predicting
how well a salesperson would perform. The resubltsevsurprising also because they
suggest that sales supervisors were deluding theass@5].

The next investigation of real-world performanoeused on an activity that has
a lot in common with business: betting on horsés flesearchers went to the racetrack
and recruited a group of subjects. Based on tHalityato forecast post-time odds,
these subjects were deemed experts or non-expagexperts were by definition a lot
better at that task, but except for that differenbe two subsets on average turned out
to show no significant differences in several waysars of experience at the track,
years of formal education, occupational prestigees; and 1Q. The IQ averages and
variability of both groups were almost exactly seme as for the overall population.
The expert forecasters were not smarter than npares<or than the population in
general [26].

Looking at the data more closely, the researctiesnd that knowing a
particular subject's 1Q was no use in predictingetubr he was a handicapping expert.
For example, one of the experts was a construetarker with an 1Q of 85 who had
been going to the track regularly for sixteen yehespicked the top horse in ten out of
ten races the researchers presented and pickéopthieree horses in correct order five
times out of ten. By contrast, one of the non-etgpesas a lawyer with an 1Q of 118
who had been going to the track regularly for &fteyears; he picked the top horse in
only three of ten races and the top three in onky af ten.

What makes these results especially interestintpas accurately forecasting
odds is highly complex. More than a dozen factagehto be considered, and they

have complex inter-relationships. In fact, the aeskers found that the expert
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handicappers used models that were far more contiptexthose used by non-experts,
so-called multiplicative models in which the valuals some factors (such as track
condition) altered the importance of others (susHaast-race speed). In other words,
what they were accomplishing was extremely demandiow-1Q experts always used

more complex models than high-1Q non-experts [26].

Similar results turn up in a wide range of fiel&sr example, in chess-another
realm that businesspeople feel is a lot like tleim-1Q does not reliably predict
performance. This seems hard to believe, since eveerglly think of chess as an
exercise in pure brainpower. Yet researchers hawed that some chess grand masters
have IQs that are below normal [21].

At this point we can wonder if there's anythingalitthat makes a significant
difference to whether you achieve extraordinaryfgrerance, and that you can't do
anything about. The answer is yes, of course Misst obvious are congenital physical
and mental health problems, plus other diseasesliandders that may visit any of us
in any time for reasons we still don't fully undersd. Those constraints aside, and
considering only people in general good health,dlarly innate limitations seem to
be physical. Once you've matured physically, yautao much about your height, and
if you are too short you will never become baskiéttar, or if you are very tall you
will never be an Olympic gymnast. Overall body sgalso partly innate, so champion
sumo wrestlers can probably never make themsehteslite marathoners. While you
can develop your voice in all kinds of ways, theeinsions of your vocal cords impose
limits; a tenor cannot make himself into a bassdysrdo.

3.1.6. It's deliberate practice

Jerry Rice the famous player in NFL had some tiesim the beginning of his
career. He was considerate a good player but he noadast enough. Only one
university offered him scholarship and took himtle university's team. Before he

started to play in NFL, fifteen teams passed hirardwefore one finally signed him.
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Rice became the greatest receiver in NFL histargl, some football authorities believe
he may have been the greatest player in any posiBveryone agrees that this is
because he worked harder in practice and in theeaf§on than anyone else. He would
typically continue practicing long after the redttbe team had gone home. Most
remarkable were his six-days-a week off season outsk which he conducted entirely
on his own. These workouts became legendary amtst demanding in the league,
and other players would sometimes join Rice juste® what it was like. Some of them
got sick before the day was over. The lesson tleaisser to draw from Jerry Rice's
story is that hard work makes all difference. Bwinf our previous research we know
that hard work often doesn't lead to extra ordinaeyformance. We also know that
even after an excellent college career, Rice digonesess outstanding speed, a quality
that coaches generally consider mandatory in atgeseeiver. So there must be
something else lurking in Rice's story [27].

First important point is, that he spend huge amodinime. He played in 303
career NFL games, which is about 150 hours of pfaygame. Rice spent
approximately 20 hours a week working on footbHflat's about 1000 hours a year and
20000 hours over his pro career. The conclusiorreaeh is that one of the greatest-
ever football players devoted less than 1 perckhisofootball-related work to playing
games.

Second, he designed his practice to work on hesiBp needs. Rice didn't need
to do everything well, just certain things. Notrpithe fastest receiver in the league
turned out not to matter. 'He became famous forpiteeision of his patterns. His
weight training gave him tremendous strength. kK8 tunning gave him control so he
could change directions suddenly without signahimgymove. The uphill wind sprints
game him explosive acceleration. Most of all, msl@ance training — not something
that a speed-focused athlete would normally comatnbn — gave hi a giant advantage

in the fourth quarter, when his opponent were taiad week, and he seemed as fresh
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as he was in the first minute. Rice and his coacinelerstood exactly what he needed
in order to be dominant. They focused on thosegthand not on other goals that might
have seemed generally desirable, like speed.

Third, it wasn't fun. There is nothing enjoyabl@at running to the point of
exhaustion or lifting weights to the point of muesdhilure. But these were centrally
important activities [27].

This is just one person's story. It is difficudt tnake any conclusion based on
his experience. But we can also consider sciergifidy conducted in early nineties in
Berlin. The object of study is to figure out whyns® violinist is better than others.
Professors of Music Academy, known as a school thats out extremely good
musicians, were asked to form from their studehtse groups. First group are best
violinists with the potential for careers as int#ranal soloists. Second group are very
good violinists but not as good as first group.rdihgroup are violinists from the
separate department with lower admission standatddents of which generally go on
to become music teachers. Lets call the groups,dueiter, best [27].

The researchers collected lots of biographicah @dout all the subjects — the
age a which they started studying music, the teadiey had, the competitions they
entered, how many hours a week they practiceddoh gear since they started. They
were given a long list of activities, and asked howch time did they had spent on
each one in the most recent typical week. As altrelsy many measures, all three
groups were about the same. They all started vailiaround age eight and decided to
become musicians at around age fifteen, with nosstally difference among the
groups. All three group during study in Academy evepending the same total amount
of time on music-related activities — lessons, fica¢ classes, and so on — about fifty-
one hours a week [27].

What was the difference, what was making one mvistlibetter than other one?

The researchers found out, that even studentd gfalps spending the same time for
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music now, there was a big difference in theirdmgt By the age 18, the violinists in
the first group had accumulated 7410 hours ofififetpractice on average, versus 5301
hours for violinists in the second group and 3480rk for violinists of the third group.
All the difference was statistically significanth@ other important difference was in
the music-related activity. The violinists were tgucertain which activity was most
important for making them better: it was practicthgmselves. They all knew it, but
they didn't all do it. The first 2 groups, the bestd better violinists, practiced by
themselves about twenty-four hours a week on aeerdge third group, the good
violinists, practiced by themselves only nine haurseek.

Just as violinists were sure that it's hard anshit much fun. When they rated
activities by effort required, solo practice rank&dy harder than playing music for
fun, alone or with others, and harder than evenntbst effortful everyday activity,
child care. The first two groups of violinists dmdost of their practicing in the late
morning or early afternoon, when they were stilllyafresh. By contrast, violinists in
the third group practiced mostly in the late afterm, when they are likely to be tired.
The two top groups slept more at night, they ad&xk far more afternoon naps. All that
practicing seems to demand a lot of recovery.

So in this research it was found out that onecitre hand, we see everywhere
that years of hard work do not make many peoplatgaewhat they do. On the other
hand, we see repeatedly that the people who hdvevad the most are the ones who
have worked the hardest. How could both of obsematbe true? The problem is that
the current definition of practice is vague. To diee successful in something, you
shouldn't just continuously practicing in somethinnghould me deliberate practice.

Deliberate practice is characterized by severmhehts [27].

- It's designed specifically to improve performance
- It can be repeated a lot

- Feedback on results is continuously available
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- It's highly demanding mentally
- Itisn't much fun

To analyze several definition of Talent | foundtive literature, | found the
definition of Talent which is close to my understang and what | am going to use as a
meaning for term “Talent” in my thesi$alent (talented person)- is an individual,
who has demonstrated superior accomplishments, has@red others to attain
superior accomplishments, and who embodies theammpetencies and values of the
organization [11]. | would add that Talented persorakes a disproportionate
contribution to what he/she does. Having the sagwellof knowledge, in the same
period of time, using same resources talented passable to produce bigger amount
of product/service and often better quality thasilter colleagues.

The components making person talented is the dypareon's abilities — his or
her intrinsic gifts, skills, knowledge, experiendatelligence, judgment, attitude,
character, creativity, ability to learn and grow,make decisions. Most of people are
quite sure that talent is our inborn gift and weldanot gain significant achievements
in our life or profession in case we are not bgprapriate for that. But in this chapter,
analyzing theoretical resources, | proved thatyeperson could become a Talent and
reach the desired goals or positions. The onlytlicould be is health limitations.
Otherwise, hard work, professional mentor, diligerand persistence will make a
person talented professional in desired sphere.

That makes possible for management of a companfntb hard-working,
career-oriented, young people with ambitions toobez high professional in their
sphere and help them to develop their talent, leachgrow. As a feedback company
gets the professional employee who works for amdirty profit for the company in

return. To help companies to come to that undedstgrwill be a part of my research.



4. RESEARCH QUESTIONS AND GOALS

| found that, during past few years, there hasnbeealramatic explosion of
articles and books about the concept Talent Managerithese books and articles, all
emphasize the urgency for companies to adopt theeepd and the devastating
consequences if they don’t. The concept is by nmasgarchers seen to be the top issue
and, the latest trend within Human Resource Managém

Nevertheless, throughout the history of the persbprofession the world has
witnessed several different concepts such as Pessdfanagement, Human Resource
Management, and Strategic Human Resource Manageamehtseveral researchers
have claimed that these concepts describes the #anmge Some researchers have
argued that the different concepts instead reptesaontinuous rhetoric struggle by
HR professionals, both to enhance their legitimacyl status by becoming more
business oriented and to demonstrate that emplagdesd can make a difference in
distinguishing successful organizations from others

Based on theoretical research, | came to the @pithiat there is nothing new
about the various processes that add up to talanagement. What is different is the
development of a more coherent view as to how tpeseesses should mesh together
with an overall objective-to acquire and nurturlertg wherever it is and wherever it is
needed, by using a number of interdependent psliare practices. | would like to
prove my opinion in practice. That will be the fipart of my research.

The other problem | faced analyzing theoreticairses is that there is little or
no studies regarding the application of talent gan@ent in medium sized companies.
As examples, books and magazines show experiengelbknown big companies and
corporations. Companies of such size are ableftmdaéxpensive Talent management
programs, training and developing personnel, payiigdpy salaries to their Talents. |

suppose companies of smaller size with fewer ressunave much more problems to
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adopt Talent management concept. To find out & gnoblem really exists, will be the
second part of my research. If yes, than what gxaatise difficulties for middle sized
companies to apply Talent management. In that task try to develop a model of
TM implementation in medium sized companies, ughng elements of models from

larger companies and advantages of medium sizegamyn

Research goals.

| will set several goals to define the directiomof research:

Goal L To investigate what companies know and thinkudbalent management.
Goal 2 To learn how talent is managed in differentdizempanies

Goal 3. To find out advantages and disadvantages of coymre in Talent

management process.

Research questions.

The questions | sought to answer in order to aehmy goals:

Question 1.1s Talent management less prevalent in smaller emieg because only
big corporations have enough resources to provieiograms?

Question 2.How do companies attract and retain Talents?

Question 3.What difficulties have middle size companies tplg@M?

Question 4. What advantages can a medium-sized company hage abigger
company to attract and retain talents?

Question 5.Is it possible to develop the model of TM in medisized companies,
using the elements of models from larger compaaies advantages of medium sized

company?
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5. METHODOLOGY

| decided to undertake a survey to gather infoilonatregarding talent
management of practicing managers in this fields Was complemented by a series of
interviews. The richness of this quantitative andalgative information was
supplemented by a wider literature review.

Interviews. Choice of RespondentsAccording to Holme & Solvang it is
crucial when conducting interviews to find respamdethat possess deep and
comprehensive knowledge in the subject of intgf@stSubsequently, this means that
the choice of respondents should not come abouwandom or occasional bases but
rather in a systematic mode using theoretical amdl wefined criteria that the
researcher has formulated. In finding respondemtgHis study, | have chosen three
main criteria. First and foremost, | wanted to miew companies that had an explicit
and official Talent Management strategy, this, ides to secure that | was receiving
accurate information from companies that undoulteahd implemented a TM
strategy. Secondly | wanted to interview well-eBshied and well-known companies,
because of the common interest of such organizgtemd their position in the society
as role models. Thirdly, | wanted to meet someorih Weep and comprehensive
knowledge about the TM strategy in his/her respeatirganization, and therefore the
head of TM or equivalent HR manager was considasgoeing appropriate.

| have chosen to interview seven companies thae laalopted a TM strategy.
The objective was to conduct interviews with a siengb respondents that was as wide
as possible, but at the same time did not sacrifieadepth of the interviews given me
time constraints. The choice of seven respondemis thvus considered as being an

appropriate number because it allowed me to meetrédspondents and conduct

48



interviews with more depth and at the same timegdiher insights from a variety of
different sources.

Interview Questions. Silverman claims that qualitative research is loastied
out by observations, text analysis, interviews aecbrding/transcribing. He further
explains that these methods are often combinedgdb the best result [40].
“Authenticity” is often the issue in qualitative theds. The idea is to gather an
“authentic” understanding of people’s experiendascording to Silverman interviews
with standardized questions are appropriate inrotdeincrease the reliability of a
research [40]. This kind of survey is more into mjitative research and can be coded
and generalized into greater population. Howevestructured interviewing, which is
often characterized by open-ended questions isrg@nenore flexible and dynamic,
and the interviewer tends to have a dialogue arafbscussion with the respondent. In
addition, open-ended questions allow the resposdémtfreely express their own
knowledge and understanding and thoughts of a tfpitterest. Open-ended questions
are generally also followed by what Taylor and Bagdefers to as “probing” which
involves series of follow up questions where thepomdent is asked to comment on
details and certain meanings that they attach ézip issues [41]. In this way the
interviewer is allowed to gain a deeper understaadvith respect to the underlying
reasoning and experience that the respondent hbktdsprobing may ensure that the
guestions are perfectly understood and bring glamitcomplicated issues and matters,
which may enhance the validity of the study. A jlassdisadvantage with open-ended
qguestions is that they tend to extract too muchjr@evant data and thus may
complicate the analytical work. Further, Taylor aBdgdan states that in order to
reveal hidden facts, exaggerations or denied irdétion among the respondents,
researchers may examine different statements fosist@ncy using “cross checks”.
The researcher may for example ask the same gneseveral times, by asking it in

different ways and in that way compare differensians of answer to a question [41].



In conducting this study, | have chosen to usdruasired and open ended
guestions, this in order to allow for a more flégiland dynamic interview procedure
where the respondents are encouraged to exprasowre thoughts, knowledge and
feeling on certain issues. This kind of questiors lalso opened up for extended
possibilities to interpret and understand the redpats’ real intentions, and to adapt
the questions with respect to the progress of acp&ar interview. Another important
motive for using open-ended questions is the coxitgleof the subject and the
sensitiveness of the research problem from theppetive of the respondents. The
questions have been cross checks in order to mailee tbat the respondents have
perfectly understood the questions and revealedmash accurate and relevant
information as possible.

Face-to-Face InterviewsAn interview may be conducted in several ways. The
most ordinary technique is face to-face interviewbhere respondent and the
interviewers meet. This type of interview is moimd and resource consuming;
nevertheless it provides the researchers with tssipility to interpret body language,
and to better recognize if any of the questionsehbeen misunderstood. Other
techniques to conduct an interview are also bynasiuestions by telephone or survey
guestions for e-mail. Further, in order to make tlespondent prepared for the
interview the researchers could send the questimmna advance and force the
respondent to be able to answer some more congdiocgiiestions [42]. However,
when conducting interviews it is generally impottém not letting the respondents to
know exactly what you are studying or examiningylda& Bogdan explains that it is
sometimes useful to hide the real purpose questmmeduce self-consciousness and
the perceived threat. It is also likely that thep@ndents become more eager to cover
up mistakes and other error to make things lookebéahen they really are. Further,
when conducting a face-to-face interview, it is ortpnt, to establish and interview
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situation that the respondents feel comfortablerataked in. A sterilized environment
is not appropriate for smooth conversations [42].

The interview should also start with “small-talkith the respondent in order to
make him/her relax and feel comfortable. Such sta##tl which Krag refers to as an
“ice-breaker”, could for instance involve a shoregentation concerning the topic of
the thesis and how the questionnaire will be tef8].

In conducting this study, | have chosen to use-taeface interviews, this in
order to better interpret the respondents and rsake that they have understood the
guestions perfectly. The questions have been sethet respondents in advance in
order to simplify the interview and make the respemt more prepared. However,
because of the sensitiveness of the subject, | haea very cautious in not revealing
the real stated purposes and intentions. The aquesstihat have been sent to the
respondents have been presented in simplistic apérficial way, and have not
revealed the exact subject of interest. The inggvgihave in all cases been conducted
at the respondents’ conference rooms or officesrader to make the respondents feel
comfortable and relaxed with the environment. Triterviews have also started with a
small discussion and a presentation of the thesisae. The interviews have also
taken off with open and general questions whereréspondents have been able to
address their points and reveal as much informatgpossible before being aware of,
or anticipating the exact purposes and intentidriseostudy.

All the interviews have been recorded with a vaeeorder. This has provided
me with the possibility to secure that no inforroatigets lost. | am aware that a
recorder in some cases can be regarded as a digtuibject for the respondent, and
have therefore in all cases asked for permissidm tive respondents.

Interpretation of Interview Information

When interpreting collected data, it is importaot sort out all relevant

information, and at the same time ensure that nmrtant information is lost. This is
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particularly crucial when using unstructured quewibecause of the contents of such
data often involves a large amount of redundantuammecessary information that may
complicate this process [44].

An important phase in the interpretation of thddembed data is according to
Holmeé& Solvang to structure the material in a waattdata from different sources that
deal with the same issues or concerns are pogitimgether [3]. Thus, in this way the
material, shall be analyzed, can be made accessesl @and questions can be analyzed
from different points of view. The reason for orgamg the data in this way is to
simplify the interpretation process and make itexad® communicate to the reader [3].

In organizing the collected data, Kvale presemedhmajor phases that are
needed to be considered. In the first phase tleidatritten down and printed, in order
to be carefully examined. In the second phaséhalr¢levant information is sorted out
and redundant and irrelevant information cut off.the last phase information from
different sources are structured and put togethir i@spect to as set of main themes
or issues that will be analyzed [45].

When analyzing the collected data, | have followedork structure similar to
Kvale’s suggestion. In the first phase, all theadais written down from the voice
recorder in the exact words. The data was thentsght respondents in order to allow
for corrections and additional information. In teecond phase, when the respondents
had replied, | cut off all the unnecessary and mednt information. | was, in this phase
very cautious, not to cut of any relevant inforraatiln the last phase all the data was
organized with respect to the different sources sindlar information were centered
around a set of main issues or topics. In ord@résent the empirical findings as clear
and consistent as possible, | limited the extractdd material with respect to its
importance and to the purpose of the study [45].

Methodological Credibility. To accomplish quality and to achieve trustworthy

results in research it is necessary to achievgladegree of validity and reliability [42,
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46]. However, the terms validity and reliability tei have different meanings
depending on whether the research is of a quawétair qualitative nature. In a
guantitative study, the validity is considered &htigh if the measured phenomenon is
what the researchers actually plan to study. Timuthis way, the validity in qualitative
research could be strengthened by applying an aiectineoretical background using
the appropriate instruments and accurate methodsiezsurements. In qualitative
research approaches on the contrast, the validierglly refers to the quality of the
entire research process and that what is studigdhifar to reality. A good validity in a
gualitative research may for instance involve thatspondent have understood the
guestions perfectly and, thus gives accurate indtion to the interviewee. In addition,
validity can both be internal and external. Inténadidity refers to the extent to which
the results correspond to reality, while exterraidity refers to the extent to which the
results are appropriate to generalize.

According Patel & Davidson reliability is so cldseonnected with validity in
a qualitative study, that it is therefore seldoradusA sign of a high reliability would,
in a qualitative study, for instance imply that whe question is repeated on different
occasions by different interviewees, the respondentd offer the same answer [46].
However, this does not necessarily have to be déise because the respondent might
have changed his/her opinion or gained more knaydevdth respect to a certain issue.
In order to enhance the validity in this particusandy, | have, as mentioned before,
used certain interview techniques, such as probmd cross checks. In addition the
respondents have been allowed to correct and comeplewith additional information
after the interviews were carried out. Hence, lidwe that the respondents have
understood the questions perfectly and that tha tadrefore can be considered as
being characterized by a high degree of internkditya The literature study has been
conducted by using many different sources in otdeensure that, what has been

examined has been accurate and valid with respétst tontent.
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Hermeneutic was selected as an appropriate résegyproach since the
research goal was to interpret how people undaisthe conduct and practice of
judgment artistry. Using this approach researclismgts to understand the whole
through grasping its parts, and comprehending teéanmng of the parts divining in the
whole. This involves repeatedly and cyclically nayibetween the parts or aspects of
the phenomenon [57]. Since | am applying qualimt@pproach from a hermeneutic
point of view, the results might not be perfectppeopriate for generalizing to a large
population, or as Kjear puts it; “the reader ofualgative study may decide whether
this is possible to generalize or not.” The purpissef this study is to gain a deep
understanding the phenomenon of TM from the respotsd point of view and
therefore the results might not be applicable forgeneralization [47]. For a
generalization, | also believe that an extensivatger sample of respondents would
have been necessary.

Questionnaire Methodology.In order to complement the literature review and
interviews a survey of 250 Czech companies was rtaickn. Companies were posted
the questionnaire and followed up to ensure a redde response rate. This survey
was intended to provide a broader feel of talenhagament, a temperature take in
effect. Given that the survey was elective in @stigipation it is expected the results
will show some bias towards companies with largé&astructures and companies who
have an interest in talent management. Howevearaipected that this broader dataset
will add richness to the study. So whilst this dqitate data is not statistically definitive
it does provide a sense of talent management aesgseand activities, and should be
treated as information, which contributes to timeliings of this thesis.

Y



6. TALENT MANAGEMENT RESEARCH

6.1. Questionnaire

For our research | identified 250 companies. Thexeoed a range of sizes and work

in a number of sectors. | sent questionnaires gugrbail/fax, and then called the HR

departments and/or top managers to ask for thewpeoation in the questionnaires

completion. In total 89 responses were receivedngia response rate of 36%. This

provides data which has a confidence interval 868when applied to mid range

responses.

6.1.1. Survey Responses

Question Number of | Percentage of
responses| responses

1. What is your position in the company?

CEO/ Owner of the company 16 18%

Manager of top-level 22 25%

Manager in HR department 42 47%

Line-manager 9 10%

2. How many people are working in your company?

1-100 4 5%

101-500 50 56%

501-1000 23 26%

1001+ 12 13%

3. In what sector of industry is your company?

Tourism and Hospitality 10 11%

Professional Services 8 9%

Financial Services 19 21%

Media and Technology 5 6%

Consumer Business 9 10%

Manufacturing 20 23%

Others 18 20%

4. What is your explanation of Talent management

The respondents gave individual answers, a sumiséojiowing below.




5. How often do people use the phrase “Talent manament”’ in your company?

Rarely 13 15%
Sometimes 40 45%
Often 32 36%
Always 4 4%

6. Do you have a clear and understandable definitroof “Talent management”?
Yes 29 33%
No 60 67%

7. How would you evaluate the ability of your compay to manage talents?
Very low 2 2%
Low 16 18%
Medium 58 65%
High 8 9%
Very high 5 6%

8. Does your company feel the deficit in talents?

Yes 60 67%
No 29 33%
9. Do you have problems in attracting and retainingalented employees?

Yes 62 70%
No 27 30%
10. Does your company have clear strategy of managent of talented people?
Yes 31 35%
No 58 65%
11. To what tier is your program of talent managemst targeted?

Only Management 37 42%
To all workforce with high potential 21 13%
We do not have such program 40 45%
12a. What is the key factor in attracting of Talens to your company?
Contribution of HRM department 15 17%
Managers' management style 1 1%
Reputation of the company 31 35%
Level of salaries 34 38%
Organizational culture 8 9%
12b. What is the key factor in the retention of Taténts in your company?
Contributionof HRM department 12 13%
Managers' management style 19 21%
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Reputation of the company 16 18%
Level of salaries 30 34%
Organizational culture 12 14%
12c. What is the key factor in maximizing the usefadlalents in your company?
Contribution of HRM department 19 21%
Managers' management style 36 41%
Reputation of the company 0 0%
Level of salaries 3 3%
Organizational culture 31 35%

13. What are the key components of Talent managemem your

can choose more than 1 option)

company (you

Specific procedures and methods of Talent asses$sn 27 30%
Individual develpment plans 35 39%
Talents' involvement into  cooperation gnd 43 48%

interchanging of knowledge

14. What are the methods of Talents' assessment your company? (you can

choose more than 1 option)

Analysis of results of work performance 40 %45
Subjective assessment of managers 38 43%
Analysis of documents 13 15%
Competence interviews 31 35%
Psychological testing, center of assessment 23 26%
360 grades assessment 18 20%

15. What are the Methods of Talent development ingur company? (you can

choose more than 1 option)

Seminars and Training 41 46%
Coaching 22 %25
Job Rotations 47 3%b
Conferences, Round Tables 42 47%
Business Projects 31 35%

16a. What are the main problems in your company carerning Talent

management? (you can choose more than 1 option)

Attracting of Talents 40 45%
Managing Talent within the wider workforce 45 51%
Retention of Talents 57 64%
Managing expectations of Talents 27 30%

S7



16b. Which of these statements applies to your corapy

We have permanent fear that our bigger competitors 37

will steal our Talent and all expenses we have rirecl]
on them attracting and developing will be wasted.

42%

There was some concern in the workforce as a w
when we began to divide people to Talented and
Talented and initiated a talent management progran

hole 4
not
N

5%

Now business is changing so fast. We spend mon
develop Talents for one aim, but when they areyge
the company had to change direction, or star

emphasize on other activities and these peoplenogn

be readily applied there. So we need to develomwie
flexible program.

ey t0 20
ad
[ 1O

m

22%

None of these

28

31%

17. Which of these summary statements applies

to yaregardi

maturity of organizational talent management in you company

ng the level of

No talent management strategies, policies or fdyn
developed practices. Where talent is managed,
informal/incidental.

1al 20

it is

22%

Isolated/tactical/local ‘pockets’ of talent managsert)

activities. No overall strategy or plans for tal
management.

23
nt

al
=

26%

Integrated and co-ordinated talent manager
activities for a particular segment of the orgatnora

hent 15

17%

Talent
corporate and HR management strategies. Formal |
management initiatives linked horizontally to |
management and vertically to corporate strats
making processes

management strategy designed to defiver 21

ale
1R

Pay-

24%

Talent management strategy informs and is inforlme
corporate strategy. Individual and pooled ta
understood and taken into consideration in theegjra

d
ent

10

process.

11%

Table 1. Questionnaire with answers [own source].

6.1.2. Survey Findings and Analysis

Question 1. A range of managers within these organizations deteg the 89

companies survey responses. This is shown in thart
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1. What is your position in the company?

B CEQ/ Owner of the
company

Manager of top-level

¥ Managerin HR
department

B Line-manager

Chart 1. Answer for question 1 [own source].

Nearly half, 47% of responses were from HR manag2&6 were from

managers in top-level positions, with line managams CEQO’s accounting for the

remaining 28%.

Question 2.Companies responding were from a range of sizefuaated in

chart2.
2. How many people are working in your
company?
5%
E1-100
101-500
56% ¥501-1000
H1001+

Chart 2. Answer for question 2 [own source].

The majority of responses (56%) were from compaeraploying 101-500 staff,

5% of responses were from smaller companies andfB8%larger companies.
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Question 3.Responses were received from across the full rahgectors, as
illustrated in Chart 3.

3. In what sector of industry is your
company?

B Tourism and Hospitality

Professional Services
20%

¥ Financial Services

B Media and Technology

23% .
Consumer Business

Manufacturing

10%
6% Others

Chart 3. Answer for question 3 [own source].

The majority of companies belong to manufacturi2@) and financial services
(21%). The remaining responding sectors were touresnd hospitality (11%),
consumer business (10%), professional services é#b)media and technology (6%).
Representative of any other sectors give in sum.21%

Question 4. Most respondents have the same opinion. They sayigstHRM
with Focus on Talented people. And this include @bcesses of management:
respondents mentioned attracting of Talents, deusjoof talent, growing up own
talent from workers who show high potential, depalg Talents (sending them to
courses, seminars, conferences; coaching in theaaoy), retaining Talents, career
promotion of Talents, motivation of Talents.

Question 5. Companies were asked how often people mentioneghttal
management. The responses are shown on chartw.belo
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5. How often do people use the phrase
“Talent management” in your company?

4%

H Rarely
Sometimes

¥ Often

B Always

Chart 4. Answer for question 5 [own source].

40% of responses said talent management was medtaften or more. 15% of
companies rarely mentioned talent management. Ciadsslations showed that in
companies below 501 employees the phrase talenageament was used less, than in
larger companies.

Question 6. Companies were asked if they had a clear definibbrtalent
management and if it was communicated to the wockfoThe responses are show in
chart 5 below.

6. Do you have a clear and understandable
definition of “Talent management”?

B Yes

67% No

Chart 5. Answer for question 6 [own source].
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Two thirds (67%) of companies responded posititelyhe question but a third
did not. The majority of companies who did not haveclear definition of talent
management had less than 500 employees.

Question 7.Companies were asked how they evaluate their colegability to

manage talents; the results are shown on chatb@be

7. How would you evaluate the ability of
your company to manage talents?

6% 2%

0,
9% HVery low
18% Low

Medium

Very high

Chart 6. Answer for question 7 [own source].

The majority of companies (65%) said that their pames ability to manage
talents was medium, 15% said their companies whilds low or very low and 20%
said there ability was high or very high. Analysiewed that generally companies of a
larger size were better at the evaluation of talefsi low and very low responses were
from companies below 501 employees in size.

Question 8.Companies were asked if they had a deficit in talethe results are
shown in chart 7 below.

Two thirds of companies said they had a deficiialents only one third did not.
There was no clear pattern relating to company amkthe deficit in talent. Although
sector sample numbers are low, this issue appedre tagnified in the professional
services and technology and media sectors, whte oaer 80% of talent deficit were

reported.
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8. Does your company feel the deficit in
talents?

B Yes

No

Chart 7. Answer for question 8 [own source].

Question 9. Companies were asked if they had issues in thaite@wnt and

retention of talents, the results are shown intchéelow.

9. Do you have problems in attracting and
retaining talented employees?

BYes

Chart 8. Answer for question 9 [own source].

70% of responding companies said they did havelgnubwith the recruitment
and retention of talents. Recruitment and retenfiactors were an issue for all
companies, but a correlation was seen betweenizeeotthe company and problems
attracting and retaining talents, with larger compa being more successful in this
regard.

Question 10. Companies were asked if they had a clear talentagement

strategy, the results are shown in chart 9 below.



10. Does your company have clear strategy of
management of talented people?

EYes

65%

Chart 9 Answer for question 10 [own source].
Only 35% of companies said there had a clearegfyatwhereas 65% said they
did not. Talent Management strategies were mormioient in larger companies with
over three quarters of companies of 501 employee®oe having clear strategies.
Question 11. Companies were asked to what tier there talent gemant
program was targeted, the results are shown o t@drelow.

11. To what tier is your program of talent
management targeted?

H Only Management

To all workforce with high
potential

H We do not have such
program

13%

Chart 10. Answer for question 11 [own source].

42% of companies said they targeted only managemé&#t said the program
was open to all with high potential. Nearly hal6$4) of companies said they did not
have a talent management program. Companies taggaltiemployees with potential
tended to be larger in size, or from sectors whejuire highly skilled workers. The

majority of companies with no program were smaliesize.
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Question 12.Companies were then asked questions relating 1o d@bdity to

recruit and retain talents; the results are shomoharts 11, 12 and 13.

12a. What is the key factor in attracting of Talents
to your company?

H Contribution of HRM
department
Managers' management style

¥ Reputation of the company

H [evel of salaries

Organizational culture

Chart 11. Answer for question 12a [own source].

The largest factor in recruiting talent was sak(&8%), followed closely by the
reputation of the company (35%). 17% attributedel®iccess in attracting talents to
the contribution of the HRM department. In largempanies the HRM contribution
was higher than average, as was the reputatiohneo€émpany. The level of salaries
was a factor for all sizes of company, but moree@au professional services. The role
of management style and organizational culture wa@e important in smaller

companies.

12b. What is the key factor in the retention of
Talents in your company?

H Contribution of HRM
department
Managers' management style

H Reputation of the company

M Level of salaries

Organizational culture

Chart 12. Answer for question 12b [own source].



For the retention of talents the most common faetas the level of salaries
(35%), followed by organizational culture (21%),.etmeputation of the company
accounted for 18% of responses. 13% of respondebustd retention to both
managers management style and the contributiomeofHRM strategy. The level of
salaries was a more prominent issue in larger carmmpawith nearly half saying this

was a key factor. Management style was a gredlaeirce in smaller companies.

12c. What is the key factor in maximizing the use of
Talents in your company?

E Contribution of HRM
department

Managers' management style

Reputation of the company
/ 419% B[ evel of salaries
Organizational culture

Chart 13. Answer for question 12c [own source].

The highest factor in maximizing the use of talents organizational culture
(41%), the second largest was the manager’'s mareagestyle, the third largest factor
was the contribution of the HRM department (21%yak the contribution of HRM
departments was more prominent in larger companies.

Question 13.Companies were asked to select the key componénizslemt

management in their companies’; the results arevslom chart 14.
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13. What are the key components of Talent
management in your company?

60%

50%

40%

30% -

20% -

10% -

0% -

Chart 14. Answer for question 13 [own source].

The most common component was Talents involvenméatdooperation and the
interchanging of knowledge (48%). Individual deywlgents plans were cited by 39%
of companies and 30% mentioned specific procedwed methods of talent
assessment. Larger companies had higher ratestiohogp Specific procedures and
methods of talent assessment, individual developrpéans were used with little
variation across company size and sectors.

Question 14.Companies were asked what methods they used tssataents,
the results are shown on chart 15 below.

The most common response was the analysis of werlormance (45%), the
second most common was informal assessment by men#&§3%), the third most
common was competence interviews (35%). 26% of eongs used psychological
assessments and 20% used form of 360 degree aMassessment. The use of 360-
degree assessments and psychological testing wene mrominent in larger

companies.
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14. What are the methods of Talents' assessment in
your company?

50%

45%

40% -

35% -
30% -
25% -
20%
15% -
10% -
5%
0% -

Chart 15. Answer for question 14 [own source].

Question 15.Companies were asked what methods of talent dewelopwere

used in their companies’; the results are showahart 16 below.

15. What are the Methods of Talent development in
your company?

60%

50%

40% -

30% -

20% -

10% -

0% -

Chart 16. Answer for question 15 [own source].

The majority of companies (53%) used job rotatmmévelop talents, 47% used
conferences and round table events, 46% used senaind training. 35% used specific
business projects and 25% used some form of cagclob rotation was prominent

amongst larger companies; smaller companies hadwadr reliance on coaching.
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Question 16a. Companies were asked what the problems with talent

management in their company were; the resultstarers on chart 17 below.

16a. What are the main problems in your company
concerning Talent management?

70%
60%
50%
40% -
30% -

20% -

10%

0% -

Chart 17. Answer for question 16a [own source].

The majority of companies (64%) had issues retginadents, just over half
(51%) said they had issues with managing talentthenwider workforce, 45% of
companies had issues with attracting talent infitlse place and 30% had issues with
managing the expectations of talents. Managing ekgectations of talents was a
greater issue in smaller companies than larger.ones

Question 16b.Companies were asked to give there responses tat8mnents

relating to talent management, these responselsecaeen in table 2 below:

0
Which of these statements applies to your company &

We have permanent fear that our bigger competwdtssteal our Talent
and all expenses we have incurred on them attrpatia developing will 4
be wasted.
There was some concern in the workforce as a witbEn we began to
divide people to Talented and not Talented andiabeil a talent
management program.
Now business is changing so fast. We spend monégwvelop Talents fg
one aim, but when they are ready, the company tathdnge direction,
or start to emphasize on other activities and tipesple cannot be readilyzz(y
. . 0
applied there. So we need to develop a more flexppbgramme.

2%

5%

=
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31%

None of these
Table 2. Answers for question 16b [own source].

16b. Which of these statements applies to
your company?

Chart 18. Answer for question 16b [own source].

The biggest issue was the fear of losing talen¥{42he rapidly changing nature
of the business was an issue for 22% of compaaigs,only 5% of companies had
workforce concerns as an issue.

Question 17 Table 3 shows responses to another series efhstats relating to

the maturity of talent management in their company.

Which of these summary statements applies to you garding the
level of maturity of organizational talent managemat in your %
company
No talent management strategies, policies or fdymaleveloped
practices. Where talent is managed, it is informeildental.
Isolated/tactical/local ‘pockets’ of talent managsn activities. Ng
overall strategy or plans for talent management.
Integrated and co-ordinated talent managementitgesivor a particular
segment of the organization.
Talent management strategy designed to deliverocar® and HR
management strategies. Formal talent managemetmtivgs linked
horizontally to HR management and vertically topavate strategy-
making processes
Talent management strategy informs and is inforrbgdcorporate
strategy. Individual and pooled talent understoadl aaken intQ

consideration in the strategic process.
Table 3. Answers for question 17 [own source].

22%

26%

17%

24%

11%
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17. Which of these summary statements applies
to you regarding the level of maturity of
organizational talent management in your
company?

11%

’ 26%

17%

Chart 19. Answer for question 17 [own source].

Over a fifth of companies (22%) had no talent sgags, over a quarter (26%) had
pockets of talent management. The majority of cangsa(52%) had integrated talent
management strategies.

6.1.3. Survey Summary

- Only two thirds of companies have a clear tateahagement strategy

- Larger companies (501+ employees) tend to haiterldeveloped talent management
strategies, with higher rates of supporting infracture through HRM departments and
more sophisticated talent assessment systems.

- Smaller companies (less than 501 employees) abeowreater problems in the
recruitment and retention of talents. Given the sizthese companies the impact of the
lack of talent in terms of recruitment and suca@sglanning is exacerbated.

- Whilst larger companies were more successfulha recruitment and retention of
talents, but the implementation of talent managenmetinese companies was variable.

- 42% of companies reported a fear of losing talent

- Over Half, 52% of companies had well developral®anagement strategies, rates

were higher in larger sized companies.

Findings what | got from my research totally provey idea about Talent
management in different sized companies. Two thadsompanies said they had a
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deficit in talents. Data confirm that applicatiof Balent management is still not
performed in all companies. It is less prevalerdnmaller companies because of lack of

resources to provide TM programs.

6.2. Interviews

Next step is interviews. The questionnaire wast fpart of the research. |
decided also to arrange interviews with managerthefcompanies. Few managers
found a time for interviews. So | interviewed severanagers who provided an
interesting array of comment.

The totality of these interview findings is nowepented with respect to six
major themes that have been brought up duringtieeviews:

1. Defining Talent Management

2. The Talent Management Process

3. What's new, what's different; how does Talentndgement differ from HRM and
HR planning?

4. Why has Talent Management gained so much etteand popularity?

5. The Future of Talent Management.

6.2.1 Defining Talent Management

According to Petr Cerny the core features of thecept is to keep track of the
competence that exists in an organization. He s¢eethat this is important in order to
plan for the current and future need for competert identify potential competence
gaps that may exist. He states that TM refers #otisg with the core in the
organizations; the talented individuals and inweshem. In this way the company will
temporally overlook the other employees and inwedhe company’s most valuable
people. According to him, TM is not necessarily laggile on the entire workforce, but

rather on a set of people referred to as “high mp@ks” “Employee development
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concerns all the people in the organization, buefltaManagement distinguishes a
particular group of individuals that the compangudd take extra care of.”

Alex Chambers points out that the idea behindrim@ementation of TM is to
keep an inventory of potential individuals to atagr organizational level and develop
these individuals for future needs. The main fomluthe TM strategy is to optimize the
company’s succession planning and secure a corfdanibf competence within the
organization.

Christina Summers on the contrary, states thatctreept, at her company,
they do not generally refer to keeping an inventofy the competence in the
organization, but can rather be seen as an effoseture the supply of managers on
key positions in the organization. She states Tt mainly refers to keeping as many
competent individuals as possible in the workfdeeline”, where the main focus is
on recruiting and developing young academics.

Another company describes their TM program as mpassing all the
employees in the organization and not just the upgpeet of the organizational
hierarchy. Vladimir Ivanov considers TM as beingantinuation of the traditional
personnel development in his company. He stressas the term TM can be
misinterpreted or misunderstood because of thesfacutalent and claims that when
focusing solely on just a particular group of enygles, the company may run the risk
of encountering less motivated employees in otheums. He emphasizes that TM at
his company does mainly focus on attracting, réioi and retaining talented
employees but can rather be seen as a narroweemtowth focus on developing the
competence that already exists in the organizabmthis way the TM strategy does not
involve any issues for external recruitment butather mainly and effort to develop
the already employed individuals.

Jan Chovanec addresses his view of TM by statiag the concept generally

refers to planning the support of executives in ¢benpany, and to identify hidden
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executive talents for forthcoming organizationakde The focus is on training and
developing potential leaders and to map the exystompetence with the organization.

However, Tomas Pokorny argues that the companguisently seeking to
broaden the concept so that it also involves agin@aps of employees like technicians
and sales personnel. TM is defined as; “Talent Man@nt is the organization’s
capability to attract, recruit, retain and develbp appropriate competences for the
organization’s current and future needs”

One more opinion, TM is a strategic and holistppr@ach to both HR and
business planning or a new route to organizati@figctiveness. This improves the
performance and the potential of people — the talewho can make a measurable
difference to the organization now and in futurendAit aspires to yield enhanced
performance among all levels in the workforce, tallswing everyone to reach his/her
potential, no matter what that might be. Though thierpretation of talent is inclusive,
it strikes a strategic balance between performasawe potential. Performance —
historically, the primary focus of measurement ameshagement — concerns both the
past and the present, whereas potential repregentature. Our position assumes that
potential exists, it can be identified and it candeveloped.

6.2.2 The Talent Management Process

As we could see from the previous section, thpardents’ definitions of TM
differed to some extent; this is also evidently ttase when interpreting the actual
processes and routines behind these definitions.

Andrew Phillips talks about the “employment lifets” which involves
attracting, recruiting, retaining, developing, @odsome extent phase out employees.
Petr Cerny describes this process as a continugle where each phase is equally
important. He stresses that Right coaches andtassimpanies that want to adopt a

TM strategy by helping them to map their competenaed identify where there are
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possible “competence gaps”. In addition, the compassists organizations in
identifying and develops “potentials” inside thgamization.

As mentioned in the previous section, Christinan8ers companies TM
program is mainly focused on the recruitment angeligpment of young academics.
Christina Summers describes the TM process asrmumis contact with universities
and careful selection and recruitment of young ewnads. When they enter the
organization they are introduced to the companyofad individual development
plans. The individual is encouraged to choose feoiset of activities that may help
him/ her to reach certain desirable objectives.s€hean for example include courses,
and projects of various kind, however, Christinangwers emphasizes that it is mainly
up to the individual themselves of whether to emgag such activities. The TM
program extends to contacts with universities whéee company focuses on being
perceived as an attractive and interesting employer

Alex Chambers describes their TM processes asinumnis talent reviews
where each individual involved in the program iprased based on their skills and
performance. These “appraisal talks” are carrietl anu regular bases, and involve
setting up new objectives and goals that the iddizis are meant to accomplish. The
records are stored and later used when the compassarching for a person to fill a
vacant position. They also form the bases for etalg an individual's skills and
competence in the way that they provide informatarhis/ her level of education, and
the desirable competence in order to reach thelaegt. The main objective with the
records is to serve the organizational workfor@nping and grant as an inventory to
keep track of competence.

Jan Chovanec describes the features of the TMepsom a similar fashion.
However, he states that the TM program scales ddegper in the organizational
hierarchy and involves appraisal talks on many miggdional levels. The process starts

with structured reviews between an individual ansl ¢closest manager, of his/hers

735



performance during the previous year. This reviemsao provide an honest picture of
the individual's current skills and competence, atdthe same time highlight the
desirable performance and “actions” for the fututénelps the managers to map his
employees and pass the results further up in thanarational hierarchy. The reviews
are made on an annual basis and followed up bytamd reviews to keep track of the
progress. The appraisal talks follows a structyratlern where the manager reviews
his employees with his manager and discuss theithdil's current skills, aspirations
and how the individual can be coached to reaclolyesctives and in the most efficient
manner. The employee may choose from a set ofitaesivo help him/her to reach the
desired objectives. These activities may for instamclude participation in different
internal courses and/or projects. Jan emphasizatgribtivating employees is equally
important in the TM process, and that the compamays strives to retain their
employees by looking for alternative assignmentmlos inside the organization when
employees seeks new challenges. By constantly m@ppacant positions and
competences among the employees the TM processtsagbie company with
appropriate job matches and succession planning.

Tomas Pokorny states that the TM process is pssgrg through a co-
operation between HR professionals, general mamaged line managers and
emphasis is put on management development and ssimeeplanning. The TM
strategy is progressing through a continuous cstelging from, attracting, followed by
phases of recruiting, developing and phasing ouytleyees. In the attraction face, the
TM strategy aims at building a strong employmeiatnbl; contact with universities and
in the recruitment process it involves job advertients, internships etc. In the
developing-/retention phase, the TM program aimso#ering leadership, and
development courses and career development. Thaduodl's competences evaluated
through continuous management reviews and apptai&sl The phasing out sequence

involves exit-talks and transferring of dissatidfigorkers.
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6.2.3 How does Talent Management differ from HRM ad HR planning?

Jan Chovanec states that HRM is more concerned pvictical day-today
activities like “hiring and firing” employees andiministration, whereas TM is more
considered as a wider concept dealing with the eyed relations as a whole. He
claims that TM more extensively refers to develgpemployees and look at the
employment contract in the longer run. He expresseamplementation of TM as a
way of “fine tuning” the previous processes whdreyt have been simplified and in
some cases merged with each other.

Petr Cerny addresses his point of view by statwad the major features of TM
are to highlight a set of individuals that are relgal as valuable and critical for the
company’s future. He refers to TM as more “elitlanking” where the company pays
additional attention on developing and retaininge tmost valuable employees.
However, he argues that the actual processes ardtmms behind the concept do not
bring about any new superior or distinctive knowjleccompared with traditional HR
planning. “To be honest, there is not much thatehelvanged, the most of it is old;
same, same...You can constantly find new concepts ideds, and some are
highlighted”

Tomas Pokorny supports this reasoning he statas wihat is now being
referred to as TM has been used in his companyaftong time and that he was
impressed by the way in which the company was dgaliith such activities when he
was employed. The decision to adopt TM was mainlyisualize this way of working
by gather all the activities and repackage them. ddasiders the term Talent
Management as being just another “buzz word”. “BMuist one of many concepts that
show up and then disappear in the management worlcan not see any difference”

Alex Chambers describes a similar background whtir implementation of
TM. They state that what is now being referred 20T8 does not differ extensively

from their appraisal talks that have been usedéendompany for several years. The
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main difference is the structure of the materiak ils taken care of Christina Summers
has a similar view. She stresses that the acsvitesscribed under the concept TM has
been around in the company for a long time. Howetts@ main idea behind the
adoption of the concept was to collect all thewaindis and restructure them. Emphasis
was put on employees and their performance rakizar just filling available posts or
positions. Christina stresses that the activitied processes are now more structured
and visible than before. In addition, she argued the TM program brings about a
positive symbolic value when it comes to marketing company employer brand. She
claims that the TM sends out positive signals thatcompany is taking care of their
employees at the same time as it stimulates theyarform and develop.

Petr Cerny brings the discussion further by stathmat TM is generally more
connected with employment branding by its capabibt send out positive signals that
the company cares about its workforce. In this Waybelieves that TM carries a great
deal of symbolic value to the company’s environmétawever, he emphasizes the
need for actions behind the concept so that it dee®nly present empty words. This
was also supported by all other respondents, whuoedar that the company needs to
show that things have been done, or the concepinieximmediately insipid.

6.2.4 Why has Talent Management gained so much atitson and popularity?

Andrew Phillips believes that a main reason fa ithcreased attention on TM
is that it has become more difficult to recruietaed individuals. Petr Cerny addresses
this point by stressing that there is an ongoing featalent in the labor market and
that competent individuals are increasingly becgnanscarce resource. He states that
companies have started to realize the enormous obgtiring people and that wrong
decisions could fraught with expensive consequendescording to him the
globalization, which have made many companies toffyshore in search for low wage
labor, has accelerated the competition and puthemas pressure on companies that are

left to optimize the results from their employeEsrther, he argues that companies are
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increasingly becoming more result oriented whernedalves are stated and all people
are supposed to deliver on demand, which subsdgusad put more pressure on the
HR departments to demonstrate results from thenkimoce. In addition he stresses
that individual's perception of their work has cbad, and that employees are
becoming more fastidious, in finding employers ttan satisfy aspirations of a stable
career development, and a good balance in life.

Tomas Pokorny has a similar view of why TM hasdmee so popular. He
believes that the globalization and increased dgatign of markets has opened up for
an increased competition where companies’ previausrable priority over customers,
capital, labor and time to exploit technologicavadtages has been replaced by the
establishments of global capital markets and dsegkaechnological advantages
because of shorter life cycles. According to hims thas in turn put more focus on
labor as the number one factor of production andenneliance on knowledge, where
companies increasingly gain their competitive adiages from immaterial sources, and
their capability to attract, develop and retain petent employees. In addition, he
argues that a general concern for organizations baen the mass retirement of people
born in the forties and which might result in fatahsequences in the labor market.

Jan Chovanec regards the diffusion of the conasgdieing mainly a result of
the IT bubble, which caused many organizations donore concerned about their
workforce and their recruitment processes. He be#ighat companies have come to
realize the enormous costs of external recruitnam the consequences of wrong
employment decisions and started to pay more aterib the already employed
personnel. In addition he states that large orgdioizs as his are expected to adopt
such processes.

Alex Chambers agrees that to the terms that ibkasme increasingly difficult
and costly for organizations to recruit externatypwever, Alex Chambers claims that

this is mainly because of the corporate culturectviinas become extensively stronger.



He states that the company therefore has stawt@éyt more attention to the
already employed personnel and to develop them.

Christina Summers argues that the company’s cus®imave influenced, and
put pressure on the company to engage in suchtesivAccording to her customers
and auditing firms have started to be more demandancerning the presentation of
the different processes within the company. Starimith TQM, the customers and
other interest groups started to pay more attertboways in which the quality and
presentation of the organizational processes duildeveloped.

6.2.5 The Future of Talent Management

Andrew Phillips believes that, in the future, canges will increasingly share
the same picture of the concept TM and what itdgdor. He believes that companies
will gradually have a more structured and visilitategy in how they are working with
talent, however he states; But again, with all ¢hesw concepts or expressions, they
rise and fall, some disappear and some come back.”

Christina Summers states that her company is siillthe process of
implementing the concept in the organization amdHRR department in the company is
currently coaching and assisting other functionsaw to improve their TM processes.

Jan Chovanec at addresses her point by statinghbarocesses behind TM
will remain in the organization. However, she bedig that the company will gradually
alter the processes and develop new insights, idedssolutions with respect to TM.
Tomas Pokorny states that the processes behind TIMindeed remain in the
organization. He states that the company and thedefsartment in particular, will
work even harder with TM activities Alex Chambediéves that the TM processes in
the company will be altered and improved by IT egs. He states that this will be an
important issue for the future in order to keepckraf all the competence in the

organization.
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6.2.6. Key Findings of Interviews

1. There is considerable fear of losing talertiss tame across in interviews
and was also backed up by survey data.

2. Talent Management is variably implemented amdeustood, therefore
reducing its potential impact.

3. Modes of implementation vary considerably adowy to companies size and
function.

4. There is a lack of consistency in the impleragon of Talent Management

we could be addressed by the availability of gui@ahTalent Management Toolkit.
6.3. Research results. Answers for questions.

Its possible to say that the goals of my researehreached. | know now what
companies think about talent management. | fousd several main issues in the
application of TM. | found out how Talent managemprocesses differ in different
sized companies.

| am able to answer to some of the research qusstilready:

Question 1.Is Talent management less prevalent in smaller enieg because
only big corporations have enough resources toigeoUM programs?

Answer. Yes, our research proved that it is true. Datdigarthat application
of Talent management is still not performed in@mpanies. It is less prevalent in
smaller companies because of lack of resourcestode TM programs.

Question 2.How do companies attract and retain Talents?

Answer. The largest factor in recruiting talent was sasuand the reputation of
the company. In larger companies the HRM contrdyutivas higher than average, as
was the reputation of the company. The level chrged was a factor for all sizes of
company, but more acute in professional services. fble of management style and

organizational culture were more important in seratompanies.
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For the retention of talents the most common fagstis the level of salaries and
organizational culture. The level of salaries wasn@re prominent issue in larger
companies, with nearly half saying this was a kagtdr. Management style was a
greater influence in smaller companies.

Question 3.What difficulties have middle size companies tplg@M?

Answer. The majority of companies had issues retainingntsl just over half
said they had issues with managing talents in tloeenwvorkforce, less than half of
companies had issues with attracting talent infiisé place and one third had issues
with managing the expectations of talents. Managiegexpectations of talents was a
greater issue in smaller companies than larger.ones

Middle sized companies have permanent fear thaebigompetitors will steal
their Talent and all expenses at their attractimdy @eveloping will be wasted.

In the next chapter | am going to develop the rhadelM in middle sized
companies using elements of multiply models whatvieund in different sources. For
my model | will use advantages of big companieg ttza be applied in the middle
sized ones and those what can not be applied -bwilompensated for by advantages

of middle-sized companies After that | will be abldeanswer for last two questions.
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/. DEVELOPMENT TALENT MANAGEMENT MODEL
FOR MIDDLE SIZE COMPANY.

7.1. Participating company and our goals

One of the main findings of my research which\édecided to concentrate is
keeping talents in middle-sized companies. Prdbttied owners or CEO’s have a fear
of loosing their talented employees. They, accagrdmvners' opinion, only use their
companies as stepping stones to make their carebigger companies. Big companies
have more resources and can propose them bettditioas. What should owners/
CEQO'’s do to retain their high caliber workers? Whah attract them to stay in the
company a longer time?

| found a company that was open for cooperatidre dwner stated that before
the company was smaller and easier to manage. @lash years the company became
bigger, it is now middle-sized. The owner was reddy for these changes and he
realized that during last 2 years he had lost 4agears, who changed company to
bigger competitors. Now he understands that ime to change something and to find
the way to retain talented managers otherwise bsnbss will be threatened. In
cooperation with the HR manager of the company asidg all my knowledge |
decided to create a plan of changes in the compmakgep managers from leaving.

Interviews were held with key managers, HR po$iaad documentation were
reviewed and workforce data was examined.

The outcomes of this process have informed ubddikely advantages of this
medium sized company with respect to the implentemiaf talent management.

Advantages for this medium sized companies were:

- It is easier to foster a sense of belonging amdounity in a smaller company.

- Communications within the organization are easier
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- Individuals are given greater and wider respdlisés.
- It is easier to make informal contacts.
- There is less internal bureaucracy.
- The company has a well developed self assessmertess, which provides
management with accurate strategic information.
- Overall change management poses less challengesmaller company
Disadvantages for this medium sized company were:
- Lower overall budgets for Talent Management.
- Less economies of scale.
- Fewer opportunities to change roles.
- Greater dependence on individuals, whom if theyldockers could be problematic.
- A shorter career ladder.
Possible mitigations for this company are:
- A differentiated approach to talent managemenomer to match the company’s
capacity and current context.
- A sharp focus on the aims and objectives of dtent management strategy.
- A clear and practical monitoring program of tdleranagement implementation.
- To adapt existing Talent management models frargek companies, so reducing
development time and cost.
- To explore the possibility of delivering a talenanagement program in partnership
with other companies and organizations whom argaateived to be a threat.
- To build on the advantages of being medium sapecially in regard to company

culture/belonging and communications.
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7.2. Implementation of Talent Management in the paicipating

company.

In order to reduce development time and cost, véewe of existing talent
management models and application were considerech these examples | will draw
out a framework for our medium sized company.

For this company | based my framework on the stadentified in the CIPD
2006 paper “Talent Management-Understanding theebsions”. The 12 steps we
identified were [49]:

Decide of the scope of talent management, | wlidi an inclusive or exclusive
model.

It was decided that in the first instance duessues of HR capacity and to
mitigate risk, to pilot my model on an exclusivesisa so only a handful of key
managers and new recruits will be engaged withgbesific strategy. If successful the
company will consider how the program can be expdndrhis is to be clearly
communicated to staff of all levels.

Before embarking on this development, the compeed to set clear aims and
objectives:

- First aim is to retain identified talent, we want to redtice loss of talent by a
minimum of 50% over the next 12 months.

- Second aimis to increase and improve the talent recruitnpeotess.

- Third aim is to develop an effective induction, talent ajgaktracking and
development program.

- Forth aim is longer term, to develop a talent managemeategy over time,
incorporating the Develop-Deploy-Connect Model.

The company has one overriding design principiat ts given a middle sized

company with limitations described earlier will usgragmatic approach to the use of



talent management theory, whilst seeking to devalbfended approach. This program
needs to be owned at the highest level of the capjpso needs to be embedded in
corporate governance.

For the next 12 months the developing Talent Mansnt Strategy should be
raised at the company’s monthly board meetingschviwill be serviced by reports
from our head of HR.

| need to establish a “Talent Pipeline”. My modall be based on the model
mentioned in the CIPD 2006 paper “Talent Managerubmterstanding the

Dimensions”[49].

Attracting/recruiting Rewarding
Developing
TALENT Deploying Engagement/retention
PIPELINE Tracking
Performance management
Exiting

Figure 2. The talent pipeline Model [49].
In order to establish the model, the company pntiduce talent management

strategy and action plan, which focuses on deligethe key aims of our strategy,
within the capacity of the company. Some quick wiase been identified, namely to
improve the recruitment of talent by targeting w@msities, using psychometric testing
for applicants, developing recruitment panels whictderstand better the diversity
agenda. An awayday has been scheduled for newiteeand existing talent in order to
focus on the company values, objectives, with ecifipeaim of further improving

internal communications in order to maximize thedddgs of the companies medium
size. The company is looking into the viability aodst of implementing a reward
system for talents. The appraisal and trackinggsesavill be reviewed for all staff and
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the company will introduce 360 degree appraisalgdients. Over time the company

will seek to implement thBevelop-Deploy-Connect Model [55].

Develop

Capability

Deploy " Connect

Alignment

Figure 3. Develop-Deploy-Connect Model [55].
Recruitment, we need to establish a reward anéldement program for new

and or existing talent. The initial activity foregltompany is to identify existing talent,
to baseline their skills and competencies, to dgveldividualized development plans.
The techniques and learning from this can then pgelied to new talent. The
development of the reward program is on-going buhe first instance the offer of an
annual loyalty bonus has been put in place fontale

Values, we need to induct talent into the values @ulture of the organization,
in order to maximize their impact and engagemettt thie company’s objectives.

The corporate away day is the launch of this dgtivi his will be further
embedded during performance review, manager afidrseetings (being a medium
sized company we are able to discuss this withstaff face to face, which from staff
surveys we know to be the most desired form of camoation), use of the company
website, email bulletins as well as a refreshegpa@te brand strategy will all support

this activity.
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Given the scarcity of talent we need to ensurediversity is embedded in
recruitment processes and company culture.

The company is firstly training recruiting manag@r this policy, recruitment
panels (where possible balanced with representafrean under represented groups
such as women and foreigners) will be used to enthat recruits are those with the
highest potential. The diversity policy will thee bbolled out through the management
tiers to all staff.

Appraisal of talent, we need to develop a talestking and appraisal process
within the capacity of our company. The HR departmis looking at a range of
appraisal models, the company are committed togu860 degree appraisals for
talents. The current Performance management refginadl staff is being reviewed and
is likely to be replaced by a SMARTer (Specific, &darable, Achievable, Realistic,
Timebound) model [56]. Also top managers will bguieed to enforce the supervision
policy of talent and the wider staff base, whiclkeusrently patchy in its application.

We need to ensure that talents or high potentisdsgaven sufficient development
opportunities.

A development program is being developed. The lin&seactivity described
earlier will inform this development program. Jalation, shadowing and a knowledge
sharing mechanism are key elements of this progharhe first instance new recruits
will undertake a two year placement program to ghan a rounded knowledge of the
companies business, operations and staff.

Deployment of talent, we need to consider whichitpmns in the company are
most business critical and ensure we deploy taletese areas.

An early assessment of these positions has beda,deawing partly from the
experience of losing individual talents and by liogkat the overall staffing structure of
the company. Middle tier management positions apfeele the most critical as well

as those managers involved in product developmahinzarketing (losing talent from
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these areas is problematic as they can take theamas new ideas and clients to
competitor companies).

Retention of talent is the core aim of our strgfesp we need to track, monitor
staff changes and ensure talent is sufficientlyaged to stay within the company.

An assessment of the current HR database has bede. Some work is
required to improve data quality, as there are sortear discrepancies and
duplications. Also new fields need to be added @iteb capture learning and
development activities as well as the new requirdnte capture a wider set of
diversity data. A monitoring regime has been immated and on a quarterly basis
these reports are to be presented to the board.

Organization, we need to consider how we can implg talent management in
a sustainable way within our company. The compaweldecided to revamp a number
of key processes and policies, namely recruitmedtjction, diversity, appraisal and
performance management. Further talent relatediesi such as psychometric testing
and tracking are to be piloted over the first yafahe program.

As you can see the implementation of talent mamagé: poses challenges to a
middle sized company. It requires corporate cometinHR capacity and effective
change management. This company has decided toatgkeased approach in the
implementation because as well as limited HR cépattiere is a limited number of
other managers who have the capacity to undertektegic development.

However the company has decided to maximize tinefiie of its size, one of
which is self awareness, this should enable thepeom to track and monitor
implementation of this program effectively, allogirfor a adaptable and phased
approach. The company has also taken the opportaaitimprove systems and
policies, which are aimed at all staff as well depeng a specific talent strategy.

As a result | create a Talent Pipeline Model far oompany. Its is combine
from three other models: Talent pipeline [49], SMRAIB6] and Developed-deploy-



connect Model [55]. It was improved using all thevantages and possibilities of the

middle sized company.

Conect

Figure 4. Combined model of Talent pipeline for digsized company [own source].

Question 4.What advantages can a medium-sized company hareadwgger
company to attract and retain talents?
Answer. In my case, advantages for the middle sized casnpee:
- It is easier to foster a sense of belonging ammaunity in a smaller company.
- Communications within the organization are easier
- Individuals are given greater and wider respadlisés.
- It is easier to make informal contacts.
- There is less internal bureaucracy.
- The company has a well-developed self-assessrpemtess, which provides
management with accurate strategic information.

- Overall change management poses fewer challengesmaller company
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Question 5.Is it possible to develop the model of TM in medisized
companies, using the elements of models from lacgenpanies and advantages of
medium sized company?

Answer. Yes, it is possible. The Model, based on the efgmef other Models,
and created in order to be used in middle sizedpemy is on the Figure 4 and the

description of it is in the chapter 7.2.
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CONCLUSION

Talent management in its myriad of variants andiesoof implementation has
improved the performance of many companies, leaWmge without such a talent
management program potentially or actually at apsitive disadvantage depending
on their particular context. The potential for r@ting and retaining talent is inherently
more challenging to smaller companies as well aspeamies which are large and
diverse in their function.

With larger companies resources, economies oésaald a wider pool of talent
enable more comprehensive and blended approaches itoplemented over time in
parallel with other key business developments. draaller companies the capacity to
undertake new strategic activities is more limitedpractice the development of talent
management in such companies involves innovatiah @agmatism, as well as a
company specific approach, with talent managememt €ize does not fit all. For
smaller companies the critical nature of the rofeaofew individuals makes the
effective implementation of this model businessiaal to current and future success.

As this study has shown it is possible to implemalent management models
or elements of these models to improve the recantpdevelopment and retention of
all staff and specifically talented ones in smatlempanies.

The future development of talent management waéchfurther to increasingly
factor in the diverse needs of companies of alpsbasizes and function, in order to
fully realize the benefits of such a development.

Key challenges faced by companies implementirentahanagement include:

Morphing a complex and changing talent managertteury into a practical

strategy which is sufficiently blended as to achibusiness improvement.
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For Talent Management programs to embed and beessitl, a stable and
mature organizational platform is required. Thisym@r some companies and
organization involve a lead in time of some morathd possibly years.

The top managers are required to have a deepoaenisic understanding of the
role of talent within there company, in order tostoeonfigure and deliver talent
management programs.

Ensuring that talent management programs arecmarffly flexible as to be
adaptable to change should be considered at tketout

Over coming what can sometimes deep and unhetp@adnizational cultural
barriers is key to the implementation of talent agament. During this research we
have seen a number of negative responses to thegems, one has to ask why this
could be, clearly there are a number of answethisoquestion but self interest and a
desire to maintain the status quo is sometimestarfa

The implementation of diversity programs themsglweithin talent and the
wider workforce, can in some companies represembagor cultural shift. But if
companies are to succeed in the 21st century ggelolimarket place, just drawing
from a pool of university educated white malesdgulously limiting.

A key element of talent managements success ttipahterms for new talent
IS to ensure that in the early phases of theirazamth the company they are being both
productive as well as developing. Companies eslheamaller ones cannot afford to
carry people until they are ready.

The implementation of exclusive models of talemnagement could provoke
disenchantment in the wider workforce, this coutd rhbitigated by being clear and
transparent about access to such a program anceiby Hexible in the admittance
criteria, often companies have a number of staff wbuld be re-invigorated by such a
program, there identification would increase thepanies talent pool.



Overall the contribution of talent management e tvider human resource
debate is welcome. It has challenged existing thonland practice. The learning from
talent management is multi-facted. It appears dakent management programs are
beneficial, thought is required in order to implernthese programs effectively. But it
seems there is a wider impact of talent managemdrdre companies have been able
to mainstream some of the key elements of the progit enables them to maintain

and develop talent as well as to improve the peréoice of the wider workforce.
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CONTRIBUTION TO SCIENCE AND PRACTICE.

For companies and organizations gain a clearererstahding of talent
management.

To develop an enhanced understanding of the meealand variations in the
application of talent management programs in congsaand organizations.

To identify potential issues application of talenanagement and to suggest
potential mitigations.

The invented model could be used as recommendéiroather middle sized

companies obviously reworked on the base of conipaaglities.

POSSIBILITIES FOR FUTURE RESEARCH.

My future research | would like to carry out om finternational basis. It will be
interesting to compare Talent management approachesompanies in different
countries. To find out how mentality, geographipakition, religion, politics or other
factors could possibly affect managing of talentia companies. | didn’t find enough

information and researches about this subjectendiure.
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