TEME, . XXXIX, 6p. 2, anpun — jyn 2015, ctp. 361-379
OpuruHazaH HaydYHHU paj
ITpumiseno: 6. 10. 2014. UDK 351.82
PeBunnpana Bep3mja: 19. 11. 2014.
OpoOpeno 3a mrammy: 18. 6. 2015.

TALENT MANAGEMENT: OPPORTUNITIES AND
LIMITATIONS FOR SERBIAN ORGANIZATIONS

Marko Slavkovi¢, Verica Babié¢, Vesna Stojanovié-Aleksi¢

University of Kragujevac, Faculty of Economics, Kragujevac, Serbia
markoslavkovic@gmail.com

Abstract

The importance of talented individuals for economic development has led to a
“war for talent” at the global level, which implies a strong attraction and recruitment
of talent by the state and companies. The direct consequences of this behaviour are
reinforced by demographic trends and changes in the labour market. The main
objective of this paper is to identify key talent management activities and to determine
the impact of talent management on organisational performance related to services to
customers/clients and onemployee motivation and satisfaction through a study that
was conducted on a sample of companies from Serbia. The results of the empirical
research presented in this paper show that not all talent management activities developto
the same extent and that talent management has a positive impact on organisational
performance of employees, which affects their motivation and satisfaction. The research
results provide clear guidelines for improving talent management activities as well as
suggestions for retaining talented workers in the organisation.

Key words: human resource management, talent management, motivation,
organisational performance, employee satisfaction.

YIIPAB/BAIBE TAJIEHTUMA: MOI'YRHOCTHU "
OI'PAHUYEIBA 3A CPIICKE OPTAHU3AIIMJE

AncTpakT

3Havaj TaNeHTOBAaHHX IIOjeIMHANa 332 €KOHOMCKH Pa3BOj JOBEO je 1O ,paTa 3a
TaJleHTe" Ha II00ATHOM HHMBOY KOjU TOJpa3yMeBa CHa)XKHO MPUBIAYCHE M aHTaXo-
BamE TAJICHAaTa OJ CTpaHe JpkaBa u npenyseha. JlupexTHe mocnequie TakBor HoHa-
mama Cy rojadaHa aeMmorpadcka KpeTama W NPOMEHE Ha TPXKHIITY pajHEe CHare.
OCHOBHH IIIJb Paja je Ja HACHTU(HKYje KIbydHEe aKTUBHOCTH yIpaBJbarkbha TAJICHTH-
Ma, Jla YTBpJM YTHIa] yIpaBjbamka TaJeHTHMa Ha OpraHu3anvoHe nepdopmaHce Io-
BE3aHe ca ycIyrama KyHnuuMa/KIMjeHTHMa U Ha MOTHBALMjy U 3310BOJECTBO 3aIocie-
HHUX KpO3 HCTPaKHBame KOje je CIpoBeleHO Ha y30pky mpeayseha u3 Cpouje. Pe-
3yATaTH EMIHMPUjCKOT HCTPAXKUBAbha KOjU Cy NMPEICTaB/bEHH Y Paay Cy HOKa3allH Ja
HHCY CBE aKTHBHOCTH YIpaBJbara TAJICHTUMA Yy MOJjeJHAKO] MEpH pa3BHjeHE U Ja
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yIpaBJbamke TAJICHTHMA MMa IO3UTHBAH yTHIA] Ha OpraHU3aluoHe rephopMaHce 11o-
BE3aHE ca 3alOCICHIMA M3 Yera IPONCTHYE FBUXOBAa MOTHBHCAHOCT M 33J0BOJHCTBO.
Pesynratu ucrpaxuBama 1ajy jacHe cMepHHLE 3a yHanpelheme aKTUBHOCTH YIIPaBJba-
Ha TAJICHTUMA, Ka0 ¥ MPEAJIore 3a 3a/|p)KaBarbe TaJeHaTa y OpraHU3alujH.

KibyuHe peun: ynpapibarbe JbYICKMM PECYPCHMa, YIPABIbahe TAJICHTUMA,
MOTHBAIH]ja, OpraHU3alHOHe ephopMaHce, 3a10BOJECTBO 3aIIOCICHHX

INTRODUCTION

The knowledge economy has accelerated the creation of new relations
between employees and employers, in the sense that workers are no
longer seen as a cost, but as creators of new values through the pragmatic
use of knowledge. Knowledge, skills, and competencies play a key role in
the determination of the business strategy and market positioning, with
traditional resources and technology being only the means to the realisation
of knowledge-based competitive advantage. The intensive use of knowledge
in business processes in most workplaces has led to the revival of the
paradigm of knowledge workers. They refer to the employees whose work is
to a large extent based on the processing of information, rather than the
transformation of physical goods. When performing their tasks, knowledge
workers use organisational knowledge and work on its improvement (Von
Nordenflycht, 2010).

Intensification of the use of knowledge in the business activities of
organisations has led to the changes in the structure of demand in the
labour market, reflected in the increased demand for talented and highly
educated individuals. In addition to the possession of knowledge and skills in
particular subject areas, employees are expected to possess a particular talent
for the job. Brown and Hesketh (2004) suggest that companies nowadays are
increasingly oriented towards seeking employees who can meet the
challenges of the company, and who exhibit a certain level of leadership
skills and work creativity. Therefore, the process of recruitment and selection
is increasingly focused on finding talented employees, especially for
managerial positions, which increases the demand for talented individuals in
the labour market.

Deficit of talent in the labour market has been caused by a number
of factors, which can be summarised as follows (Krell, 2011, p. 1): 1) the
aging of the population; 2) the education system that does not generate
enough graduates and potential employees with the skills needed to fill
important positions; 3) insufficient investment in organisational training;
and 4)the shift to the knowledge economy, which is encouraged by
qualified and well-trained knowledgeable workers. Because of all the
above, talent management for employers has become as important as the
management of the knowledge and skills of employees. According to
Tarique and Schuler (2010), the process of talent management is achieved
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through three key activities: attracting talent, developing talent, and
retaining talent.

The research model of this study was determined based on the fact
that talented individuals represent a particularly important segment of the
total labour corpus and that their impact on economic phenomena and
organisational outcomes has been confirmed in the previously conducted
studies. The purpose of this research is to investigate the justification of
investing in talent management practices, through the identification of the
impact of talent management on organisational performance related to
services to customers/clients and organisational performance related to
employees, and to identify opportunities for better talent management
practices in local companies in order to achieve better organisational
performance, which could lead to higher added value, wealthy society, and
better quality oflife of each individual.

The main objectives of the study are: first, the identification of key
talent management activities, based on the observed sample; second, the
determination of the impact of talent management activities on the
organisational performance related to services to customers/clients, and third,
the determination of the impact of talent management activities on the
organisation’s performance related to the employees.

The research presented in this paper covers theoretical and empirical
research. The first phase of the research, based on the methods of analysis
and synthesis, provides a review of the relevant literature in the field of
talent management, on the basis of which the research hypotheses are
defined. The original empirical survey covered 200 randomly chosen
organisations from the database of the Business Registers Agency, based
on the predefined limiting criteria. A total of 78 valid questionnaires were
collected, with an owverall response rate of 39%. The respondents in the
survey were executive managers, human resource managers, and directors
or heads of the business units. The analysis of the mean values of the state
of observed variables resulted in the conclusions about the level of
development of individual talent management activities within the observed
sample, while the regression analysis investigated the claims of the defined
hypotheses.

REVIEW OF PREVIOUS RESEARCH AND THE DEFINITION OF
HYPOTHESES

Employees’ talent can be seen as a complex combination of skills,
knowledge, abilities, and cognitive potentials (Tansley, Harris, Stewart &
Turner, 2006). In fact, talent is a set of employees’ ideas, knowledge, and
skills, which give them the potential to generate excessive value in relation
to the available resources (Goffee & Jones, 2007).
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Talent management is a holistic and strategic approach to business
planning and human resource management, and a new way of achieving
organisational efficiency. This approach provides the improvement of
performance and potential of people, i.e. talents, which can bring a
measurable difference to the organisation in the present and the future
(Ashton & Morton, 2005).

Although it is a new concept in human resource management,
which is also successfully applied in practice, talent management has not
yet been clearly constituted, which is why the process of critical re-
examination takes place in parallel with its development. Summing up the
results of the practical and theoretical results in this field, Lewis and
Heckman (2006) identified three talent management perspectives: talent
management is just a new term for human resource management; talent
management is the application of the best practice of human resource
management; and, talent management through differentiation of outstanding
workers in relation to the average workers.

The first perspective points to the focus of research studies on
partial human resource management practice, which supports the talent
management system, and which has, as such, been already studied to a
great extent through research on the strategic human resource management.
In this way, it suggests the need for more sophisticated research that will
essentially deal with the problems and practice of talent management at the
organisational level.

The second perspective points to a connection between talent
management and the human resource planning practice, emphasising that
there is no clear distinction between talent planning and human resource
planning, apart from the fact that talent management involves the formation
of a pool of talents who are hired as needed and the achievement of flexibility
in labour relations.

The final perspective relates to the perception of talent management as
a “generic” process, in which a greater degree of focus should be placed on
the natural talents that the individuals possess, and that can, as such, be used
in the organisation, rather than on the repair or improvement of the less
pronounced potentials of employees, with the main objective to improve
organisational performance.

In later research, the aforementioned authors added the fourth
perspective, which emphasises that talent management includes activities and
processes that

“involve the systematic identification of key positions, which
differentially contribute to the organisation’s sustainable
competitive advantage, the development of a talent pool of highly
potential and highly performing incumbents to fill these roles”
(Collings & Mellahi, 2009, p. 305).
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By exploring the talent management practice, Cappelli (2008)
proposed the application of four principles:

= Resolution of the dilemma whether to make or buy talent to

manage risk — Internal talent development requires significant
investments, and organisations in certain situations should
consider hiring talents from external sources, rather than from
internal pools.

= Adaptation to the uncertainty in talent demand — The first way

of adaptation involves shorter programs of development of talents
with general knowledge and skills, which can be specialised after
some time. Another option is to create a pool of talents, which is
used by a variety of business units within the organisation.

= Improving the return on investment in developing employees —

This can be achieved through voluntary programs and by
maintaining relationships with former employees, who would in
time have to be rehired.

= Preservation of the investment by balancing employee-employer

interests — The main reason for talent departure from the
organisation lies in the finding of better conditions, which is why
organisations need to focus their efforts on keeping them, as long
as their demands are rational and economically justified.

Implementation of these principles may allow the maximisation of
effects of recruiting talents, but also for constituting the system of talent
management or its optimisation. Phillips (2008) suggests that organisations
do the following in the establishment of the talent management system:
1) Initiation of the talent management process and practice across the
organisation, in order to identify and align key talents with business
initiatives that create the most value; 2) Holistic management of internal
and external pool of talents, in order to attract and hire the best talents, as
well as the alignment of alternative pool of talents, comprised of contract
and older workers, who already have a key role; 3) Identification and
formation of a pool of talents within the management structures, which is
at all times ready to support new initiatives; and 4) Implementation of
integrated and flexible talent management systems and processes that can
quickly change and adapt to business needs.

The implementation of the talent management strategy is practically
implemented through activities aimed at creating and maintaining the pool of
talents in the organisation. For the purpose of the present study, the approach
developed by Tarique and Schuler (2010) was applied, according to which
the process of talent management goes through three key activities: attracting
talent, developing talent, and retaining talent.

Prior to the formation of the pool of talents, it is necessary to analyse
the strategic impact of the hiring of talents in the organisation, because they
typically cause higher costs than other employees. If the benefits of hiring
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talents are higher than the cost they incur, the formation of the pool of talents
within the organisation can begin. During the process of the formation of the
pool of talents, it is necessary to consider its structure, i.e. define the types
and positions of employees who will comprise it. In this way, the needs for
talents and the offer of talents, which is defined in the pool of talents, are
further aligned. In fact, the main purpose of talent management strategy is
the formation of the pool of talents,its maintenance through the use of
various tactics, and its alignment with organisational needs.

Output, i.e. the performance of talents, can be viewed at the
individual level or at the organisational level, when talents’ actions are
judged in relation to their impact on the organisational performance that can
be synthesised in different ways. One classification was given by Dyer and
Reeves (1995), who distinguished between: 1) Financial results (e.g. profit,
sales, market share, Tobin’s g, and the like); 2) Organisational results (e.g.
productivity, quality, efficiency, and the like); and 3) The results related to
human resources (e.g. attitudes and behaviour of employees, satisfaction,
commitment, intention to leave the organisation, and the like).

The positive impact of talent management on a number of
organisational outcomes has been confirmed by empirical research. Thus, for
example, research conducted by the consulting company Hewitt Associates
(2003) found that talent management had a positive impact on financial
performance. On the other hand, research conducted by Lewin, Massini and
Peeters (2009) found that talent management had a positive impact on
innovation, and that, therefore, many companies used offshoring options to
gain access to the necessary talents.

Based on the literature review and the above considerations, it is
possible to formulate Hypothesis 1.

Hypothesis 1: Talent management has a positive impact on organisational
performance related to services to customers/clients.

A very important part of the talent management strategy is retaining
and developing talent in individuals (Schweyer, 2004). These issues
become more significant if one takes into account the rising costs of
recruiting talent, and their deficit in the labour market. Consequently,
retaining key talent in organisations needs to be supported through the
human resource management activities that are additionally adapted to
talents, and are related to the development of individual career plans and
development programmes that encourage and stimulate employees to grow
within the organisation.

Regardless of the attractive employment conditions, which
organisations are willing to offer, there are a number of reasons (cultural and
language barriers, family relationships, the relationship between work and
leisure time, and the like), for which the talented individuals decide not to
change the environment in which they currently live. Therefore, many
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organisations wishing to attract the best talents must provide the working
environment where people can express their potentials, and offer the same
conditions in the countries where talents abound (Collins, 2011).
Accordingly, it is considered that the organisations looking for talents will be
increasingly internationalised, and that they will perform displacement and
concentration of their resources in countries where the local labour market
does not offer enough talented individuals.

In support of the previously presented considerations, Kaye and
Jordan-Evans (2002) point out that retaining talented individuals in the
organisation requires the prediction of individual retention plans that
emphasise development and a good balance between work, on the one hand,
and leisure time and family life, on the other hand (work-life balance).

Talent management activities aimed at retaining talents, in addition
to their primary role reflected in retaining talented individuals in the
organisational pool of talents, should contribute to an increase in employee
satisfaction, because this increases the probability of retaining talent in the
organisation in the long term. Through the creation of a higher level of
pleasure of talented individuals, the preconditions for easier attraction of
new talents into the organisation are created and better organisational
performance through increased employee motivation is achieved.

Bearing in mind the previous theoretical considerations, we can
formulate Hypothesis 2.

Hypothesis 2: Talent management has a positive impact on organisational
performance of employees, which affects their motivation and
satisfaction.

RESEARCH METHODOLOGY

Researching of the talent management practices was conducted on
a sample of organisations with more than 50 employees. The reason for
this lies in the fact that earlier studies found a statistically significant
difference in the level of formalisation of the human resource management
practice in small and medium-sized enterprises, as compared to large
enterprises (Kotey& Slade, 2005), while research conducted on a sample of
142 domestic companies confirmed that there was no statistically significant
difference in the area of recruitment, selection, and training in small and
medium-sized enterprises, as compared to large enterprises (Slavkovic,
2011). Another reason is the assumption that organisations with more than 50
employees can develop a talent management strategy (Darroch, 2003).

In determining which organisations can constitute a sample, two
additional limitations were arbitrarily introduced. The first refers to the
age of the organisation. The minimum limit that was set was five years,
based on the assumption that it takes some time from the start of business
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to the complete constitution of the employee corpus and the definition of
talent management strategies. The second limitation applies to public, i.e.
state-owned enterprises, as the research confirmed the existence of
differences in human resource management in these companies, as compared
to private companies that are exposed to market competition (Townley,
Cooper & Oakes, 2003).

An additional argument is the fact that in the Republic of Serbia,
the average salary in the public sector and state-owned companies is higher
than the average level of salaries in private firms, and that many state-
owned enterprises are natural monopolies, so it is difficult to define
objective criteria for assessing organisational performance, which is why
the sample is comprised only of private business organisations, regardless
of the origin of capital (domestic or foreign). The sample included business
organisations operating in all sectors of the economy.

Using the data from the Business Registers Agency, 200 private
business organisations were randomly selected so that the procedure of data
collection could start. In order to provide a relevant number of organisations
for the sample, data collection procedure was conducted in three phases, in
accordance with the recommendations made by Menon, Bjaradwaj, Tej,
Adidam and Edison (1999). The first phase included sending the initial e-
mail or making a direct telephone call, in order to explain the purpose and
the subject of the research, and gain initial approval for participation in the
research. The second phase included sending the questionnaire with a cover
letter via e-mail. After two weeks, 57 completed questionnaires were
received, so the initial response rate was 28.5%. The third phase of data
collection meant making additional phone calls or sending additional
reminders regarding the completion of the questionnairevia e-mail.

The third phase of data collection was completed in two weeks, and
the total number of completed questionnaires was 81. Three guestionnaires
were rejected as invalid: two questionnaires were only partially filled, and
one questionnaire was rejected because the number of employees was less
than 50, due to the fact that the number of employees additionally decreased
during the current year in relation to the data given in the official financial
statements relating to the previous year, which were, as such, available to the
Business Registers Agency. A total of 78 valid questionnaires were collected,
with an overall response rate of 39%. The respondents who participated in
the survey were executive managers, human resource managers, and
directors or heads of business units, who are well acquainted with the subject
of research and opportunities in their own organisation. The statistics of the
sample are given in Table 1.
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Table 1. Characteristics of organisations in the sample:
a summary report

Frequency (%)
Number of employees
50-249 employees 36 46.2
Over 250 employees 42 53.8
Sum 78 100.0
Sector
Production 41 52.6
Trade 13 16.7
Service 24 30.8
Sum 78 100.0
Structure of majority ownership
Domestic private capital 45 57.7
Foreign private capital 33 42.3
Sum 78 100.0

Table 2. Talent Management: items

TMatt — attracting talent

™1

T™2

TM3

Organisation implements different strategies for recruiting
talented individuals.

Organisation makes efforts to engage individuals capable of
creative thinking.

Process of selection in an organisation is focused on candidates
with high development potential.

TMdev — developing talent

T™M4

TM5

TM6

T™M7

High-performance talented employees have access to training
aimed at developing potential.

Trainings activities are focused on developing specific
competences and skills that the organisation needs.
Organisation focuses employee training on mentoring and
coaching.

Organisation has a group of talented employees whose skills are
aligned with business development.

TMret — retaining talent

TM8

T™M9

Organisation has development programs for employees with high
potential for performing operations.

Organisation has career development programs for talented
individuals.

TM10 Organisation has developed programs for retaining high-potential

employees.
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To measure the state of all variables, the 5-point Likert scale was
used. In order to achieve high internal consistency (Cronbach’s alpha
coefficient) of each item, i.e. variable, the items that have been tested in
numerous previous studies were used. Each item was translated and
linguistically adjusted to the terminology of local talent management
practices, in all those situations where it was needed. For the purpose of
data processing, the statistical package SPSS, version 13.0, was used.

Table 3. Organisational performance: items

OPscc—organisational performance related to services to
customers/clients
OP1 Product/service quality is better than the competition.
OP2 New product/service development is better than the competition.
OP3 Customer/client satisfactionis better than the competition.
OP4 Organisation is capable of fast and effective response to
technological and market changes.
OP5 Organisationquicklysolves new problems.
OP6 Organisation has a good reputation.
OPemp-organisational performance related to employees
OP7 The ability to hire talented individuals is greater than the
competition.
OP8 Employees are proud to be part of the organisation.
OP9 Organisation inspires employees to do their best when performing
tasks.
OP10 Employees express enthusiasm at work.
OP11 Manager-employee relations are good.
OP12 Generally, relations between employees in the organisation are good.

Independent variables: Talent management activities — attracting
talent, developing talent, and retaining talent — were measured through the
items presented in Table 3, based on the research conducted by Sheehan
(2012), Darroch (2003), Lopez-Cabrales, Pérez-Lufio and Cabrera (2009),
Haines 111 and Lafleur (2008), and Kuo (2011). The combination, selection,
and adaptation of items were performed, according to the needs of research in
Serbian companies. Activities related to attracting talent were analysed
through three items (TMatt), activities related to developing talent were
analysed through four items (TMdev), and activities related to retaining talent
were analysed through three items (TMret).

Dependent variables: Organisational performance was observed in
two segments: organisational performance related to services to customers/
clients (OPscc) and performancerelated to employees (OPemp). In assessing
organisational performance, we used the items (Table 4) which have been
confirmed in studies developed and used by Delaney and Huselid (1996),
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Jaw, Wang and Chen (2006), Green, Wu, Whitten, and Medlin (2006), Ling
and Jaw (2006), Lee, Lee and Wu (2010), Goldoni and Oliveira (2010),
Sheehan and Cooper (2011), and Navarro, Dewhurst and Eldridge (2010).

RESULTS AND DISCUSSION

The first step in the analysis of the results included the checking of
the internal consistency, by calculating the values of Cronbach’s alpha
coefficient. For evaluation of the reliability of the measurement scales,
we used the values suggested by George and Mallery (2003). Based on
these tables (Table 4 and Table 5), it can be concluded that all scales used
for measuring the state of the independent variables and the dependent
variable showed a high level of Cronbach’s alpha coefficient (0.949 and
0.948), indicating a good internal consistency.

The analysis of the mean values, with respect to talent management
activities (Table 5), shows that in the activity of attracting talent, organisations
pay most attention to the selection of candidates, focusing on the selection of
individuals who have a high development potential (TM3: 3.81; 1.174).
Furthermore, the item related to the recruitment of employees who have the
ability of creative thinking is also highly rated (TM2: 3.49; 1.181). On the
other hand, organisations do not sufficiently use all the possibilities of
recruiting talented individuals (TM1: 3.00; 1.238), which can be interpreted
in the context of the characteristics of the labour market and the procedure of
employment.

In the activity of developing talent, organisations are largely
dedicated to the training aimed at developing specific knowledge and skills
(TM5: 3.73; 1.255), and theydevote equal attention to providing access to
training for talented individuals (TM4: 3.55; 1.213) and training activities
that emphasise mentoring and tutoring (TM6: 3.55; 1.158). The mean value
is the lowest for the item which examines the degree of consistency
between talented individuals and their involvement in the business
development plans (TM7 3.24, 1.250), pointing to the fact that even in a
situation where there are significant talent management activities, thus
formed pool of talent is not large enough to fit the development plans,
suggesting the need for greater involvement of talented individuals in the
following period.
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Table 4.Talent Management: Cronbach’s alpha coefficient, mean and
standard deviation

Std.

TM: Cronbach’s alpha coefficient 0.949 Mean dev

TMatt— attracting talent

TM1 Organisation implements different strategies for ~ 3.00 1.238
recruiting talented individuals.

TM2 Organisation makes efforts to hire individuals 349 1.181
capable of creative thinking.

TM3 Process of selection in an organisation is focused 3.81 1.174
on candidates with high development potential.

TMdev- developing talent

TM4 High-performance talented employees have 3.55 1.213
access to training aimed at developing potential.
TM5 Training activities are focused on developing 3.73 1.255

specific competences and skills that
theorganisation needs.

TM6 Organisation focuses employee training on 3.55 1.158
mentoring and coaching.

TM7 Organisation has a group of talented employees 3.24 1.250
whose skills are aligned with business
development.

TMret- retaining talent

TM8 Organisation has development programs for 3.03 1.386
employees with high potential for performing
operations.

TM9 Organisation has career development programs 2.86 1.393
for talented individuals.

TM10 Organisation has developed programs for 3.17 1.343
retaining high-potential employees.

With respect to the third talent management activity — retaining
talent, the results of the mean values show that the organisations’ least
developed tactics are related to retaining talent, because they pay
insufficient attention to career development programs for the talents (TM9:
2.86; 1.393), and have no defined programmes to retain employed talents
with a high potential (TM8: 3.03; 1.386). We believe that the main reason
for neglecting the activities of retaining talent is of an economic nature,
because the tactics of retaining talent requires a careful analysis of the
contribution of each talented individual from the pool of talents, thereby
increasing costs, while at the same time being uncertain what their
contribution to sustainable strategic successwill be.

Based on these results, it can be concluded that out of the three
observed key talent management activities, the most developed activity is
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the one related to developing talent, followed by the activity related to
attracting talent, while the least developed talent management activity is
related to retaining talent.

The presentation of the mean values and standard deviation, based on
the items associated toorganisational performance related to services to
customers/clients and performance related to employees, is shown in Table 5.
Based on the observed sample, with respect to the organisational
performance related with services to customers/clients, the items good
reputation (OP6 4.32; 0.904), quality of products/services (OP1: 3.96; 0.946),
and customer/client satisfaction (OP3: 3.85; 0.981) are highly rated. With
respect to the performance related to employees, correct relationships
between employees (OP12: 4.10; 0.831), correct relationships between
managers and employees (OP11: 4.05; 0.866), and a high degree of
identification of employees are highly rated, or, as defined in the item OPS8,
sense of pride among employees because they work within the existing
organisation (OP8: 3.83; 1.074).

Table 5. Organisational Performance.: Cronbach’s alpha coefficient,
mean and standard deviation

OP: Cronbach’s alpha coefficient 0.948 Mean ggj’
OPscc— organisational performance related to services to
customers/clients
OP1 Product/service quality is better than the 3.96 0.946

competition.
OP2 New product/service development is better than ~ 3.76  1.009
the competition.

OP3 Customer/client satisfaction is better than the 3.85 0.981
competition.

OP4 Organisation is capable of fast and effective 3.78 1.147
response to technological and market changes.

OP5 Organisation quickly solves new problems. 3.77 1.139

OP6 Organisation has a good reputation. 4.32 0.904

OPemp- organisational performance related to employees
OP7 The ability to hire talented individuals is greater ~ 3.40 1.061
than the competition.
OP8 Employees are proud to be part of the organisation.  3.83 1.074
OP9 Organisation inspires employees to do their best ~ 3.56 1.123
when performing tasks.
OP10 Employees express enthusiasm at work. 350 1.125
OP11 Manager-employee relations are good. 4.05 0.866
OP12 Generally, relations between employees in the 4,10 0.831
organisation are good.
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The results of a simple regression analysis (Table 6) show that
talent management has a statistically significant impact on organisational
performance related to services to customers/clients, which confirms
Hypothesis 1.

Table 6. Results of regression analysis of talent management in relation
to the organisational performance related to services to customers/clients

Variable R° | xkx B T *k*
OPscc 0.437 58.935 0.661 7.677
Notes: Significant at p < 0,01 (***)
The results of a simple regression analysis (Table 7) show that
talent management has a statistically significant impact on organisational
performance related to employees, thus confirming Hypothesis 2.

Table 7.Results of regression analysis of talent management in relation to
organisational performance related to employees

Variable R? ok B T ek

OPemp 0.567 99.502 0.753 9.975
Notes: Significant at p < 0,01 (***)

PRACTICAL IMPLICATIONS, LIMITATIONS, AND FURTHER
RESEARCH

As regards the established research objectives, our research results
indicate several important facts. First, the analysis of key talent management
activities has shown that not all activities are developed to an equal extent
and that organisations are primarily focused on developing talent, whereas
the activity of retaining talent is given the least importance. In this regard, it
can be concluded that organisations focus on the formation of the pool of
talents and developing talent, while they attach little significance to the
process of retaining talented individuals from the organisational pool of
talents. The reasons for such behaviour of business organisations in Serbia
can be sought in the current situation in the labour market, which is
characterised by high unemployment rate and which can thus be a potentially
large source of talented individuals. Second, the results of the regression
analysis show that talent management has a positive impact on the
organisational performance related to services to customers/clients, thus
creating conditions for market sustainability of those companies. Third, the
positive impact of talent management on the organisation’s performance
related to employees indicates that the improvement of human resource
management practice through talent management techniques contributes to
higher employee satisfaction and motivation in the organisation, thus
creating conditions for them to stay in the organisation.
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The research results presented in this paper have important practical
implications for human resource managers. First, organisations pay little
attention to retaining talent, which indicates the need to improve these
talent management activities. Human resource managers need to focus
additional attention on career development programmes and the development
of programmes that will focus on retaining employees. Talent departure
from the organisation increases the cost of recruiting and developing other
talented individuals from external sources, with a growth of overhead costs
due to lower productivity of new employees. Second, the positive impact of
talent management on organisational performance related to services to
customers/clients indicates the profitability of investment in the
development of talent management practice in the organisation. Current
investments in talent management practices have long-term positive effects
on the creation of value that can later be allocated to employees and equity
holders. The very existence of the newly created value brings about greater
social well-being and quality of life of individuals. Third, organisations
engaged in carefully-designed talent management activities at the same
time need to create conditions for the talents to stay in the organisation.
Apart from being a way for talented individuals to remain in the organisation,
it also prevents migrations of talented individuals to other countries.

The research conducted for the purposes of this study has a number
of limitations, which is characteristic of other studies in the field of social
science. The first limitation is related to the structure of the sample in terms
of business sectors. The sample consists of organisations operating in the
field of production, trade, and services, and business in each of these sectors
has certain particularities that may affect the variables of the research model.
The second limitation pertains to the heterogeneous structure of the
respondents who participated in the study. The questionnaires were filled by
executive managers, human resource managers, and directors or heads of the
business units. Arealistic assumption is that they were all familiar with the
practice of strategic human resource management in their organisations, and
that the human resource managers were best informed on this issue. On the
other hand, some organisations with fewer than 250 employees did not have
formally defined position of human resource manager, and the results
showed that the difference in the size of the companies in the sample did not
have a significant effect on the variables of the research model, which
relativizes the importance of the structure of the respondents.

The above limitations also represent guidelines for further research. In
this context, it is necessary to focus the research in such a way that the
sample consists of organisations from only one sector (for example,
manufacture or service organisations). This would avoid the generalisation of
attitudes, and the obtained results would have practical managerial
implications for a particular industry or sector. Directing the research in this
way, combined with other criteria for constituting the sample, can create the
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problem of satisfying the required sample size. Despite this, an additional
effort in future research will be focused on increasing the number of units in
the sample.

In addition, future research will focus on exploring the impact of talent
management on financial performance by using the observed performance
and financial indicators from official financial statements as variables.

CONCLUSION

The research results presented in the paper showed that not all talent
management activities are equally developed in Serbian companies, but that
talent management has a positive impact on organisational performance
related to services to customers/clients and performance associated with
employees. Based on this, two important conclusions can be generated:
1) talent management implies the sustainable competitive advantage of
companies, which enables the creation of added value in the long term,
which, through the distribution of these values, creates a richer and more
developed society and increases quality of life; and 2) talent management
implies greater employee satisfaction at work, which can positively
influence their decision to remain employed in Serbian companies. This is
in line with the research conducted by Srinivasan (2011), who studied the
factors that affect the stay of the talents in the organisation, and found that
there were several factors standing out from the rest, namely: 1) ample
opportunities for professional and personal development; 2) moral
satisfaction with the job; and 3) a satisfactory relationship between work
and leisure time (work-life balance).

Besides pointing to explicit conclusions in relation to the established
relationship between the observed variables, the confirmation of the defined
hypothesis has indicated an important implicit conclusion concerning the
establishment of the balance between organisational performance and
employee satisfaction. Confirmation of the hypothesis that the talent
management activities have a positive impact on organisational performance,
and at the same time provide greater employee motivation and satisfaction,
essentially suggests the conclusion that the implementation of talent
management strategies does not make a trade-off between the organisation’s
objectives and goals of employees in the organisation, but satisfies them to an
equal extent. This creates the preconditions for a wider application of the
concept of talent management in different organisations.
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YIIPAB/BAIBE TAJIEHTUMA: MOTI'YRHOCTHU "
OT'PAHUYEIHA 3A CPIICKE OPTAHU3ALIMJE

Mapko CnaskoBuh, Bepuna baouh, Becna CrojanoBuh-Anexcuh
VYuusepsurer y Kparyjesuy, Exonomcku dakynrer, Kparyjesar, Cpouja

Pe3ume

VY eKOHOMHjH y KO0jOj 3Hame MpEICTaBJba CTPATCLIKd PECypC M HU3BOP KOHKY-
PEHTCKe TPEeIHOCT aHTaXOBame IMOjeJMHANld KOJH pacToiaxy oapehenum crern-
GUYHNM 3HABUMA, BEIITHHAMA W TAIEHTOM 33 M3BPIIaBaEbe MOCTA MPEICTaBiba Mmo-
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ce0aH M3a30B 3a MEHAIIMEHT JbYACKHM pecypcuMa. 300T Tora je yrpaBibambe TaJeHTH-
Ma II0CTaJI0 BakKHAa TeMa M o0JiacT ImpoydaBama, HapOUHUTO aKo Ce MMa y BHUIY Jia ce
,paT 3a TaleHTe" HEe OJBHja caMO Ha HUBOY MOCIOBHUX OpraHu3aiuja Beh u Ha HUBOY
HallMOHAIHUX EKOHOMHja OJHOCHO ApkaBa. CBpxXa HCTpaKHBama je Ja ce Kpo3
nperies JuTeparype UACHTU(UKY]Y K/bydHE aKTHBHOCTH yIIpaBJbaka TAJCHTHMa U
Jla ce oJpeqy KHHUXOB yTHIQ) Ha opraHu3anuoHe mnepdopmance. Ha ocHoBy Tora cy
oJipeljeHN U LHJbEBH UCTPAXKUBAKa KOjH MOAPa3yMEBajy aHAJIU3y CTarba yIpaBbarba
TaneHTuMa y fomahuM npexnysehuma, yTunaj ynpasibama TaleHTHMA Ha OIIITE Opra-
HM3anuoHe nepdopmance u nepdopmance Koje ce 0JHOCE Ha 3anocieHe. Peanuzanuja
IIIJbEBA UCTPAKUBAHA j€ CIPOBEICHA KPO3 HCTPAXKUBAYKH MOJET KOju je Oa3upaH Ha
perpecnoHoj aHammsu. McrpakuBameM je o0yxBaheHO 78 MOCIOBHHX OpraHH3aIdja
KOju cy n3abpaHu METOJOM CIy4ajHOT Y30pKa y3 MPeTXOJHO AehUHHCAHEe KPUTEPHU-
jyMe 3a KOHCTHTYHCAame y30pKa. Pe3ynraTh UCTpaxuBama Cy MOKa3aly Ja HUCY CBE
aKTUBHOCTH YIIpaBJbatha TAICHTHMA (IIPUBJIAYCH-E TAJICHATA, Pa3BOj TalCHATa U 3a/p-
JKaBame TaJleHaTa) y IOJjeHaKko] MepH pa3BHjeHa y JoMahuM MOCIOBHUM OpTaHn3a-
nujama. OpraHusanuje cy BUIIE yCMEPEHE Ha IPUBIAYEHE U Pa3BOj TaleHATa, HEro
Ha 3a/ipKaBarbe TaJleHaTa. Pe3ynTaTd TecTa PerpecMoHe aHajiu3e Cy MOKa3ald Ja
yIpaBJbalke TaJCHTUMA MMa MO3UTHBAH YTHLA] HA OIIITE OpraHu3aluoHe nepdop-
MmaHce. Takolhe, pe3ynraTu Tecta perpecuoHe aHaiam3e Cy IOKa3ald yNpaBJbambe Ta-
JIEHTHMa MMa IO3UTUBAH YTHIIAj Ha MeppopMaHce Koje ce OJHOCE Ha 3allOCIICHE OJ1-
HOCHO Ha HMBO 3310BOJbCTBA 3anocieHnx. OBaKBH pe3yiTaTH HCTPaKUBaba HCTOBPE-
MEHO CYrepHIlly Ha HCIUIATHBOCT yJarama y Pa3Boj akKTUBHOCTH yIpaBJbara TaJICHTH-
Ma. Y CIpOBEIEHHM HCTpaKHBambMMa Cy HICHTH(HKOBAaHA [BAa MOTEHIMjaIHA Orpa-
HHMYEHA: Y30paK KOHCTUTYHUIY IIOCIOBHE OpraHH3allije U3 CBUX CEKTOpa MOCIIOBAMbA
(mpom3Boba, TPrOBUHA M YCIIyTe), KA0 U XETEePOreHa CTPYKTypa MCHHTAHUKA, KOjy
nopeJ MeHaepa 3a JbyJICKe pecypce YMHE U W3BPIIHU MEHAlepU WM AUpeKkTopH. Jlo-
OMjeHH pe3yiTaTH UCTPaKMBamka MPENCTaBIbajy MOACTHIa) 3a Oynyha ncTpakuBama
koja he mpe cBera OUTH ycMepeHa Ha Jpyradrje KOHCTUTYHCAame y30pKa, ald U Jpy-
rayuje KBaHTU(GHUKOBAHE OPraHM3aLHOHNX ITep(hOPMaHCH.



