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Abstract

In this paper, we examine HRM processes and procedures in Slovak companies and their impact on the development and retention
of talented individuals. The paper presents expert opinions on talented employees and talent management with the emphasis
on talent pools. These are compared from several points of views and critical evaluating judgements are adopted. We find that
talented employees, in comparison to other employees, tend to consider a better job offer from another company as a reason to
change their employer. Moreover, they understand the feeling of recognition and being valued as an important stabilizer. These
axioms are linked together with various managers' opinions on how to attract and retain employees with required potential and
performance. The theoretical basis is supported by a survey undertaken in 2017 in 381 Slovak companies which were selected on
the basis of their international scope and long-term performance. The survey respondents were human resources managers and/

or personnel responsible for HRM. The Delphi method was used to question experts about the importance of supporting talented

employees in enterprises.
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1 Introduction

The development and stability of the company in a global
competitive environment represent a key strategic work
priority of managers today. The increasing variability of
conditions in which businesses operate has prompted the
need for greater flexibility and preparedness for change.
Accordingly, managers are exploring alternative ways to
increase efficiency and to survive in the face of grow-
ing competition. They tend to seek the key to future suc-
cessful growth in employees whose knowledge, compe-
tencies and experiences correlate with company’s goals
and objectives. Furthermore, they expect that resources
invested in support for employees and investment in their
development will bring high returns and added value.
Only the right people can find ways to discover new
things, to create and use technology and other resources,
to improve quality or enhance management. Economists
have labelled the above- mentioned human ability "human
capital". In 1776 Adam Smith, father of the Economics,
underlined the importance of human beings in the creation
of the wealth of nations (Schultz, 1961). However, in the
business context, it is only during the last four decades

that managers have widely started considering people as a
crucial resource of companies' advancement (Bach, 2005;
Kampfetal., 2017; Storey, 2007; Sveiby, 1997). The funda-
mentals of human capital consist of investments in human
resources to increase their productivity (Milgrom and
Roberts, 1997). Measuring the return on this investment
in human resources development is challenging as too
is the evaluation of the degree to which employee assets
increase a company's performance and competitive advan-
tage. Human resources experts (Brewster, 2007; Drucker,
2012; Mura et al., 2017; Prescott and Rothwell, 2012) note
that while technology may be purchased, a new manage-
ment system may be implemented, financial resources
may be borrowed without quality human resources cap-
ital all of these steps are useless. Emphasizing the spec-
ificity and excellence of human resources, the bearers
of human capital, has led several authors (Kearns, 2005;
Mayo, 2004) to develop a new concept of HRM, known as
human capital management. In this approach, employers
view their employees as a valuable source of future value.
Their human potential is able to create innovations that
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differentiate the provided services and products from the
product of another enterprise and make it unique. Talented
employees are bearers of unique human capital. Afiouni
(2013) calls for a scientific discussion on a new concept of
human capital management which has a much wider array
than human resources management. Its objective would be
to increase employees’ contribution to business goals by
integrating strategic human resources management, based
on human resources development and investment in their
development, with knowledge management and change
management (organizational behavior). Afiouni (2013)
underlines that managers have to understand the com-
plexity of measuring human capital. They should also link
human capital management and utilization strategy with
strategic human resources management. We agree that
employees possessing the required capabilities and com-
petencies are the source of the benefits and future values
of the enterprise. We personally believe that human capi-
tal is the property of the bearer and not the property of the
enterprise. The bearer of human capital decides what part
of their knowledge, skills and capabilities may be used
by the employer, and hence is the employee. Each and
every employee may decide if and to what extent he/she
will engage in their job, perform work tasks, increase his/
her potential, or respond to the call of another employer
and leave the company. As Santos-Rodrigues et al. (2011)
advocate, we also believe that it is managers' responsibil-
ity is to encourage their employees and to motivate them to
manage their knowledge and capacities in a way that cor-
responds with the company organizational gains. Creating
human capital means working with every employee, moti-
vating him/her to perform more, developing his/her talents
and becoming settled in the company (Hitka et al., 2017).
Human capital value is affected not only by its bearer, but
also by his/her upbringing, education, social, cultural and
professional environment. The employer creates a working
environment, invests in an employee’s development, and
expects there to be a return on the investment. However,
it is questionable whether the employee's human capital
can also be managed if he/she does not identify with the
objectives and intentions of the enterprise. We incline to
the opinion of Armstrong and Taylor (2015), according to
whom human capital is part of the strategic management
of human resources, based on the measurement and analy-
sis of processes leading to their evaluation and diagnosis.

Internal conditions and the external environment sig-
nificantly affect the acquisition and retention of talented
employees inside an enterprise (Rogers, 2011). Berthon et

al. (2005) and Aggerholm et al. (2011) highlight employer
attractiveness and employer branding as the benefits that
a potential employee envisions in working. Talent man-
agement has increasingly become the subject of academic
discussions (Lewis and Hackaman, 2006; McCauley and
Wakefield, 2008; Iles et al., 2010; Collings et al., 2011) as
to whether talent management is a new approach or just a
set of existing HRM practices. According to Hughes and
Rog (2008) talent management is important for at least two
reasons. First, effective talent management ensures that
organizations can successfully acquire and retain essen-
tial talent. Second, the extent to which these employees are
engaged is key. Talent management is integral to engaging
employees in organizations (Morton, 2005). The ability to
effectively address both of these issues has become a pri-
mary determinant of the success of organizations and in
some cases, even in their survival.

We agree with Strack et al. (2014) and Thunnissen et
al. (2013) that talent management is a process of supply-
ing the highly talented individuals needed to achieve an
enterprise’s goals. The current orientation of talent man-
agement includes employee engagement and begins with
recruitment, continues with induction and socialization,
empowerment and recognition, intentional work design,
through leader engagement, and creation of an environ-
ment of trust and respect (O'Bryan and Casey, 2017).
Talent management typically focuses on a specified pool
of employees who "rank at the top in terms of capabil-
ity and performance" and are therefore considered poten-
tial leaders either at present or at some point in the future.
Suitable, skilled people who are available to be chosen to
do a particular type of job form part of the corporate tal-
ent pool. We understand talented employee as an individ-
ual who has aptitude, innate gifts, developed skills from
which he/she is able to benefit from, work on and imple-
ment changes that promise future progress (McDonnell
and Collings, 2011; Michaels et al., 2001; Thorne and
Pellant, 2007). According to Mikela et al. (2010), talents
are those employees who perform at high level and con-
tinuously improve within their current position are mobile
and have the potential and the willingness for further
growth in other key positions. These can be individuals
with high performance levels or potential, people who per-
form strategically important functions, or other employ-
ees whose performance, when properly directed, can be
improved (Tansley and Tietze, 2013). The idea of paying
special attention to talented employees quickly spread
among practitioners and academics (Skuza et al., 2016).



The number of research studies on talent management has
increased significantly in the last few years (Dries, 2013;
Gallardo-Gallardo et al., 2015).

Stahl et al. (2012) researched the talent management
practices of 37 multinational corporations. They aimed
to determine how leading companies in North America,
Europe, and Asia develop and sustain strong talent pipe-
lines. In-depth case studies and a web-based survey of
human resources professionals identified various effective
practices that can help companies attract, select, develop,
and retain talent. However, the results suggested that com-
petitive advantage comes not primarily from the design
and implementation of best practices but rather from the
proper internal alignment of various elements of a compa-
ny’s talent management system, as well as their embedded-
ness in the value system of the company, their links to busi-
ness strategy, and their global coordination. Bjérkman et
al. (2013), in their recent study of 11 Nordic MNCs, demon-
strated that employees who were identified as talented were
more likely to display positive attitudes than those who
were not identified as talents. Sonnenberg et al. (2014) con-
ducted research into the talent management practices of 21
European MNCs. They concluded that well-targeted talent
management investments and the effort to ensure that tal-
ents perceive talent management practices as intended, has
a significant positive effect on psychological contract ful-
filment, which has been shown to be a good predicator of
important talent management outcomes.

Employees in every company differ from others by
their level of performance, work attitude, effort and abili-
ties. Based on the Pareto Effect, around 20 % of individu-
als are responsible for 80 % of the output and vice-versa.
This Pareto Effect has been found in virtually all domains
of performance. Talented and hard- working, well per-
forming employees are needed for a company’s develop-
ment. Talent concerns the abilities, skills, and expertise
that determine what a person can do while effort con-
cerns the degree to which the person deploys their talents
(Chamorro-Premuzi, 2016). Based on work performance
achievement and employees' being an asset to the com-
pany, Branham (2009) recommends that managers keep
highly performing, talented employees (10 % of total num-
ber of employees) and maintain a group of highly perform-
ing employees (20-30 %) as well as a cohort of employees
with a stable performance (40-50 %). In terms of work eth-
ics and development, it is a bad management decision to
maintain a low performing group of employees (15-20 %
total number of employees).
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2 Material and methods
The changes wrought by the transformation of the economy
after 1989 in Slovakia led to corresponding changes in the
relationship between employers and employees in Slovak
enterprises and the way it was managed, with the rise of pri-
vate enterprise and the democratization of society. During
this period, a new generation of managers and employees
was formed, capable of working in a business environment
and in multinational companies. The experience acquired
in managing the market economy of developed countries
and resulting new forms of work organization have been
gradually implemented in Slovakia. Established manage-
ment practices and traditional organizational structures
are gradually changing, employees are no longer guaran-
teed secure employment in one enterprise for their whole
lives, and a policy of full employment is being replaced
by an active employment policy. Unemployment, lack of
qualified employees and increasing turnover are the conse-
quences of an open economy and transformation that can
affect business operations either negatively or positively.
The importance of human resources and their ability to
bring higher added value is being increasingly recognised
when working with employees. Competent, talented
employees are now seen as a valuable source of further
progress and enterprise development. The ability of man-
agers to acquire and retain such employees is the prereq-
uisite of successful business management. A survey was
conducted in 2017 using questionnaires to verify this max-
im.' It aimed to investigate the procedures and principles
of employee selection, training and development and their
effect on the retention of employees who possess the poten-
tial required for further company development. We assume
that companies which are wholly or partly foreign own
shared will have adopted modern approaches to managing
HRM processes, where talented employees, who are strate-
gically valuable and high-performing are being supported.

The results of the questionnaire survey were verified
by a Delphi method with the top managers of 12 inten-
tionally selected enterprises with more than 50 employ-
ees. Structured interviews were conducted in 2018 in
enterprises with foreign ownership share (8) and in locally
owned businesses (4).

381 enterprises were involved in the quantitative sur-
vey, of which 88 % were from the private sector and 12 %

1 Since 1997, the level of personnel work in Slovakia has been
regularly surveyed and presented to the professional public
(Vetrakova et al., 2007).
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from the public sector. Small businesses dominated in the
private sector (54.61 %), while in the public sector enter-
prises with over fifty employees (70.46 %) were more
numerous, a pattern which is typical of private and pub-
lic sector enterprises in Slovakia. 65 % of the 337 enter-
prises are foreign owned. The size of enterprises by num-
ber of employees (Table 1) is the determinant of the HRM
level when the enterprises are led by managers, who have
a clear vision, knowledge, will, and the ability to achieve
their goals. Regardless of the company's size, we believe
that it is the duty of managers to create an environment
that motivates employees to perform better and to a posi-
tive change of behaviour.

The questionnaire was available both in printed and
electronic form and consisted of 24 questions related
to human resources management processes. Personal
meetings with trained interviewers were used to elicit
and record the views of managers (31.25 %) and staff of
human resources units (68.75 %) on management pro-
cesses. The survey also aimed to reveal the most common
problems which arise in workplace talent management
and measures adopted to ensure change in the future.
The survey was evaluated by applying descriptive sta-
tistics using the Microsoft Excel software and Statistical
Package for Social Science.

Based on the objective of this paper, we formulated the
starting hypothesis HO, in which we assume that the com-
panies surveyed do not pay sufficient attention to high-per-
forming, talented employees. From the initial hypothesis,
three partial hypotheses emerged:

* HI: we assume that talented employees tend to con-
sider a better job offer from another company as a
reason to change their position;

* H2: we assume that the feeling of being valued and
recognised has a greater impact on the retention of
talented employees than their wage valuation;

* H3: we assume that most of the enterprises sur-
veyed do not have well-established performance

management systems that differentiate between
employees according to their work performance and
the extent to which they are an asset to the company.

We focused on four research questions using the Delphi
method:

1. How would you characterize talented employees?

2. How is it possible to attract and retain talented and
high performing employees in the company?

3. Which factors mostly affect the departure of talented
employees?

4. Which processes of human resources management
have the most important influence on the retention of
employees in companies?

3 Results and discussion
Comparison of the actual research results and those of the
sociological survey from 1997 revealed different findings
concerning the most common managers' problems manag-
ers encounter in personnel work. According to the major-
ity of respondents (77.16 %), there is a shortage of quali-
fied job seekers and employees who are willing and able to
work. Insufficient job discipline and communication, fall-
ing levels of reliability and accountability, dissatisfaction
with remuneration and increasing employee demands are
reflected in declining employee performance and increas-
ing turnover. Instead of conceptual questions of personnel
work, managers have to deal with everyday work prob-
lems. The greatest focus in HRM is on employee selection
and adaptation, and the least important process, despite
the declared need for capable and high-performance
employees, is talent management (Table 2). According to
60.37 % of the respondents, it is difficult to find employees
with good working habits and to choose a suitable individ-
ual from among several candidates.

The recruitment and appointment of suitable employees
is linked to the realization of activities that are financially
demanding for the enterprise. An error in the recruitment

Table 1 Research sample

Absolute (count)

Relative (%)

Identification data

Private Public Together Private Public Together
<10 85 2 87 25.23 4.54 22.89
10 - 49 99 1 110 29.38 25.00 28.95
Size of 50-249 80 24 104 2373 54.55 27.11
companies
>250 73 7 100 21.66 15.91 21.05
Together 337 44 381 100.00 100.00 100.00

Source: Own research
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Table 2 The importance of HRM processes (in %)

Selection of employees 90.79
Recruitment and adaptation 86.58
Training and development 82.63
Employee care 79.47
Performance appraisal 79.21
Personnel administration 78.16
Planning the number of employees 71.84

Analysis of work 56.05
Turnover of employees 51.58
Creation of strategies, policies and plans 49.74
Personnel controlling 41.58
Human Resources Audit 38.31
Determining the value of work 36.32
Talent Management 17.89

Source: Own research

process can lead to the early departure or dismissal of a
probationary employee, which then makes re-selection
and training necessary. This prompted us to investigate
employers preferred techniques for searching for employ-
ees. The most popular way to attract job seekers in the com-
panies surveyed is to advertise electronically (63.16 %),
followed by searching through friends and acquaintances
(59.74 %), direct mailing (34.24 %) and printed advertise-
ment (32.89 %). 28.16 % of applicants from the Labour and
Social Affairs Office and 18.42 % of the respondents used
the services of recruitment agencies. We discussed these
findings with experts and focused on methods of recruit-
ing and retaining talented and high performing employ-
ees. Most top managers support employee recruitment
using social media. Employer branding and brand aware-
ness are strong motivating factors for acquiring and retain-
ing competent employees. The process of recruitment and
its importance has undoubtedly changed. Employers have
long sought people who meet specific and often very strict
requirements in accordance with the job description. They
are now more openminded when seeking and recruiting
and are more interested in soft skills, while everything
else can be taught afterwards in company. Employers
are primarily looking for personalities- talents- who they
can cooperate with on further personal development.
Preparing manuals and guidelines does not guarantee
employees' stability and lower turnover rates. The advan-
tage of working for companies with foreign ownership
share is the possibility of work placements abroad, greater
prospects for career development and wider opportunities
for education and self-realization. Local businesses are
perceived as not offering such benefits. Employees today
have a broad overview of job offers, and a better job offer
from another employer can lead to termination of employ-
ment. Companies need to work more intensely with talent
as employees currently have almost unlimited information
about other job offers. In human resources management,
we have entered the era of super-competition in the open

labour market of Europe. In this single market environ-
ment, employees do not view geographical and political
borders as an obstacle to changing jobs.

The efficiency of other HRM processes depends on
professionalism in employee selection. The predomi-
nant selection techniques document the situation on the
Slovak labour market. Especially during seasonal peri-
ods, when position need to be filled for the company to
operate, managers tend to recruit employees without com-
plicated selection procedures and a statutory adaptation
period. The reason is the urgent maintenance of opera-
tion in trade, services and manufacturing. The quantita-
tive survey reveals that 80 % of respondents analyse job
applicants' documentation in the selection process. Other
techniques employed include unstructured interviews
(47.37 %) and structured interviews (43.68 %), expertise
testing (34.47 %), competency testing (31.32 %), person-
ality testing (16.32 %) and intelligence testing (8.16 %).
Only 6.32 % of enterprises reported using an assessment
centre -the diagnostic method of complex evaluation when
selecting candidates. Managers critically highlighted the
need for improvements in recruitment techniques and
change of adaptation method.

According to 381 respondents a talented employee
achieves long term high performance (36.58 %), holds
a key job or is preparing for it (26.05 %), has the poten-
tial to be a leader and for further development (16.05 %),
holds a long term point of view (12.89 %), is very creative
(5.79 %), he/she knows what he/she is doing, has extra
skills, is resourceful, flexible and willing to learn (3.42 %).
The top managers interviewed noted that the share of dif-
ferent "talents" required varies within the company. For
example, R&D managers need both creative talent and
organizational skills to realize their and others' ideas,
while being a leader able to encourage others, develop
them and to lead them. When defining talented top manag-
ers, respondents agreed upon the need for visionary, orga-
nizational and leadership talent. As they remarked: "being
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a boss does not mean you're a leader." They consider a tal-
ented employee to be an individual who has power poten-
tial, has the required professional knowledge and skills to
carry out the work effectively, and who is purposeful, dil-
igent and open to new challenges.

The work success rate is a work performance character-
ized by the results of the work and the behaviour of each
individual. Only 25 % of enterprises have introduced a
system of performance evaluation and management. Many
firms use some form of informal assessment (43.95 %)
based on employee observation at work and a combined
assessment (31.05 %) conducted as needed. In the context
of the evaluation process, we reviewed the regularity of
the assessment and found that 21.58 % of managers rated
employees by monthly performance, which can be consid-
ered as a monthly wage, once a year (24.21 %), half yearly
(13.42 %), quarterly (9.21 %) while 31.58 % of managers
rated employees irregularly or not at all. The results of the
evaluation are mainly reflected in remuneration (78.68 %)
and training (42.11 %). Most of the companies interviewed
do not have well-established performance management
systems that differentiate between employees according
to their work performance and the extent to which they are
an asset to the enterprise.

381 respondents were asked to focus on identifying the
factors which most influenced termination of employment.
Respondents were asked to express the significance of fac-
tors influencing the termination of their employment via a
Likert scale. We used middle values and calculated arith-
metic average, median and modus for each factor. When
calculating the arithmetic average, we assigned identical
significance to values 1 to 5 of Likert scale. If an arithme-
tic mean of less than 3 was calculated, the analysed factor

was not deemed to be significant. If the arithmetic average
was higher than 3, it has a significant impact and if it was
over 4 then it was deemed to have a key impact on employ-
ment termination. The factors examined were divided into
four subgroups: work, personal (professional), organiza-
tional (management), and family. Our findings were com-
pared with the experiences of top managers and the factors
are shown in Table 3, ranging in strength from significant
impact to key on employment termination.

The data collected was processed using SPSS statisti-
cal software. According to the Mann-Whitney test, there
are differences in the perception of the significance of the
reasons, particularly the working and personal reasons.
In these two cases the significance level a was less than
0.05. Inappropriate and demanding distribution of working
time can be considered the most important working factor
affecting the departure of managers from employment. In
contrast, employees find dissatisfaction with working con-
ditions to be the most important factor in job termination.
Managers cited receiving a better offer from another enter-
prise as a key factor among personal factors that would
affect the termination of the employment relationship.
Conversely, employees identified minimal perspectives for
career development and the impossibility of self-realiza-
tion as the most important personal factors. We presented
the research findings of the turnover factors to the experts.
Most of them (83.33 %) confirmed a better job offer as the
main reason for talented employees changing jobs.

They understand personnel retention as the elimina-
tion of high turnover rate. According to the experts, the
essence of the personnel retention lies in the maintenance
of smooth operation of the organisation by suitable and
loyal employees. It is necessary to actively address all the

Table 3 Important and key factors of employee turnover

T S B
£ % R TET 5 g% fzt o3 PEozi & %
3 T ‘é) = g L e = =) m g § g
Managers
Average 2.83 2.67 3.50 4.00 3.33 275 3.08 3.00 2.92 3.00 3.42
Median 2.50 3.00 3.00 4.00 3.00 2.50 3.00 3.00 3.00 3.00 3.00
Modus 2.00 4.00 3.00 4.00 3.00 2.00 3.00 3.00 3.00 4.00 3.00
Employees
Average 3.06 2.81 2.94 3.56 3.06 3.56 3.19 2.81 2.94 3.38 2.88
Median 3.00 3.00 3.00 3.50 3.00 4.00 3.00 3.00 3.00 3.00 3.00
Modus 3.00 3.00 4.00 3.00 4.00 2.00 3.00 3.00 4.00 3.00 3.00

Source: Own research



relevant HRM processes: personnel administration, moti-
vation, training of new employees, work moral, ethics,
wages and bonuses, career development and interpersonal
relationships. Standard incentives are ceasing to provide
motivation. The new generation, the so-called millennials,
do not know what they want, what they are entering into,
they work only to fill the compulsory part of the day for
wages, and they are unwilling to sacrifice something extra
from their free time. The retention of managers and other
employees is a prerequisite for ensuring security and busi-
ness performance, but gauging this in terms of the degree
of employee retention also has its limitations. Not every
employee is an asset to the company. The survey verified
the importance of the factors supporting the increase of
retention rate (Table 4).

Managers understand the feeling of value and recog-
nition, a well-established corporate culture and trans-
parent remuneration as key factors in the process of
retention of employees with the potential for future devel-
opment. However, the possibility of self- realization,
being more leaders than managers in management, oppor-
tunities for personal and career development, increasing
wages throughout their career or the regular measuring
of employees satisfaction also represent important fac-
tors. The value of the arithmetic mean of these factors
exceeds 3. The employees find all the surveyed retention
factors important. Moreover, they emphasized increas-
ing wages throughout career, the feeling of being valued
and recognised, a transparent system of remuneration and
opportunities for personal and career development as key
prerequisites of their retention. Based on the research find-
ings and own working experiences, the experts conclude
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that it is necessary to do more for highly performing tal-
ented individuals. They note the importance of the expres-
sion of recognition and sense of being needed of employ-
ees who achieve excellent work results and are an asset
to company. Corporate culture and work atmosphere are
accepted not only by management but also by employers
as representing the first prerequisite for their retention.
This entails creating a situation where employees will see
stabilization factors as processes that contribute to their
development, their job satisfaction, and their decision to
stay at a company. Systems of this type are being imple-
mented in companies with foreign ownership share more
frequently than in local ones.

4 Conclusion

Based on the study of the talent management literature,
we conclude that different concepts and approaches to
strategic human resource management are defined by the
ability of managers to acquire, develop and maintain nec-
essary employees with the potential for performance and
further development inside their company. We recognize
that the system of personnel retention is a key element of
human resources management strategy. It is clear, then,
that qualified, highly- performing and reliable employees
represent one of the most important resources of a com-
pany. Our survey of managers’ and employees’ opinions
and analysis of the results of the survey have confirmed
the underlying assumption that the companies interviewed
have not been paying sufficient attention to high-perform-
ing, talented employees. The fact that managers showed
interest in addressing problems associated with increas-
ing turnover is more positive. The survey showed that a

Table 4 The most important factors strengthening retention of employees

& 38 E g % 5 E ke
s 3 2L, . §E  _f =, 2%z 5.
. 52 <5 Z= 5z 25 5% £5 % 3zs 22 238
g sE 2% €° E% FE 2E w3z z: 22 £3% £33 &
g g2 £83 $g Jg £§& =& £2 &z 28® ZEg EEE g
2 25 ££ 3% g5 %2 =3 2§ 38 E2E 5§% zztz 3
= S g 2 9 AL 9 S g e 3 s 2 o 3 S 0o & ~&=2 S E &
£8 Ff z& 3 £E 8% &3 g MEE §53 =°°
= g S B 5 2= = g 220
~ S & & — = % =
Managers
Mean 4.17 3.33 4.25 3.75 4.33 3.92 3.92 2.83 3.00 2.83 3.33 0.42
Median 4.00 3.00 4.00 4.00 4.00 4.00 4.00 3.00 3.00 3.00 3.50 0.00
Modus 4.00 3.00 4.00 4.00 4.00 4.00 5.00 3.00 3.00 3.00 4.00 0.00
Employers
Mean 4.19 3.63 3.88 3.38 4.38 4.19 4.63 3.50 3.44 3.00 3.44 0.00
Median 4.00 4.00 4.00 3.00 4.50 4.00 5.00 3.00 3.00 3.00 3.00 0.00
Modus 4.00 4.00 4.00 3.00 5.00 4.00 5.00 3.00 3.00 3.00 3.00 0.00

Source: Own research
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gradual improvement in the working environment and the
creation of conditions that bring security and safety in the
workplace, transparency in the procedures adopted for
human resources management (from employee search to
their release), direct linking of work content and work per-
formance to remuneration, support for self-realization and
development differentiated according to job position may
help to increase retention of employees required for the
smooth operation of the company. Similarly to McDonald
and Hite (2016) we conclude that enterprises gain a bet-
ter grasp of their talent management prospects and hope-
fully can use the system to make wise recruitment and
promotion decisions. It may also help to improve levels
of employee retention when talented individuals can see
a clear road to advancement and recognize that the enter-
prise has made an investment in their future.

A retention system should consist of interlinked pro-
cesses related to the introduction of the employer’s brand
(employer branding) and the creation of the employ-
er’s positive reputation, search for and acceptance of the
right people, support for talented, engaged and devoted
individuals, the formation of a so-called talent pool and
the elimination of factors that lead to employees leaving
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