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Abstract 
People in the companies play strategic role. Only high quality people named as the 
talents can create new values and lead company towards meeting the strategic goals. 
Talent management became a key component to business success in the current con-
ditions. In our research we wanted to clarify importance of strategic approach in the 
talent management because whole talent management process must be in harmony 
with strategic orientation of the company represented by strategic ideas and objec-
tives. In our research we verified the factors which influence talent management 
in companies in Slovakia. 381 companies were included to the research. Question-
naire with nine items and four classification questions was used as a tool for data 
obtaining. In all items Likert scale1-5 was used. We identified several statistically 
significant differences using parametric test (ANOVA). To consider results as robust 
we used also nonparametric tests (Kruskal – Wallis and Mann – Whitney). Eco-
nomic results are the most influential factor of talent management. We identified 
even eight significant differences according to this criterion. Companies with bet-
ter economic results have strategic approach to talent management on higher level 
compared to companies with worse results. Another factor that greatly influences 
the strategic concept of human resources is the allocation of foreign capital in the 
enterprise. Businesses with foreign capital allocation have better strategic approach 
to talent management.
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1 Introduction
People are the most valuable source in each company. Capital and material are 
also important but only human power can create added values for competitive-
ness. Therefore focus on human resources is still very actual in academic sphere 
but also in practice. Talented individuals play important role in this system. Thus, 
talent management is a strategic question of companies to create competitive ad-
vantage on the market. That is the reason and motivation to write this paper. 

Talent management process must be connected with business strategy and 
human resources strategy. It is the starting point which is followed by identifi-
cation of talent and recruitment, assessment of the talents, their development, 
and retaining. Our paper is focused on this starting point – strategic approach of 
talent management. We would like to clarify some relationships between talent 
management and strategies used in companies. We tried to verify if strategic ap-
proach of the talent management is determined by the factors such as a size of the 
company, allocation of foreign capital, economic results, and existence of HR unit 
in organizational scheme.

1.1  Strategy and Talent Management 
Valverde et al.  (2013) claim that human resources management is strategic pro-
cess which helps to build workforce and reach good organizational results. Tal-
ent management presents strategic ideas to leadership succession processes using 
the employee lifecycle model. Talent management as an interest of researchers 
has become an important area (Ashton and Morton, 2005  and  Sparrow et al., 
2004). Talent management can be defined as a systematic and dynamic process 
of discovering, developing and sustaining talent (Egerová et al. 2015). Armstrong 
(2006) adds that talent management should not only focus on the high-flyer, but 
it should concern all other efficient workers. Talent management is a new trend of 
human resources management likely to challenge many traditional management 
practices (Skuza, Scullion & McDonnell, 2012). It brings a pressure to create new 
tools, methods and processes in HRM to provide the necessary co-ordination 
systems. (Kim, Park, & Prescott, 2003).

The talent of individual employees is a unique source of competitive advan-
tage and involves a central element of strategic human resources policy in recent 
years (Frank and Taylor, 2004; Holátová et al., 2014; Březinová, 2014; Lewis and 
Heckman, 2006). Talent management became important strategic question. Stra-
tegic talent management includes activities and processes that involve the system-
atic identification of key positions which differentially contribute to the organi-
sation's sustainable competitive advantage. It can help to develop a talent pool of 
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high potential and high performing incumbents to fill these roles. It is also useful 
tool of development in a differentiated human resource architecture to facilitate 
filling these positions with competent incumbents to ensure their continued com-
mitment to the organisation (Collings and Mellahi, 2009). 

2 Data and Methods 
Methods and ways of the research are described in this section. Selective survey 
was used as a method for data collection. It means that the chosen data are only 
part of the basic file and therefore the accuracy of the results is limited. (Munk, 
2013). A scaled questionnaire was used as a tool of collection that contained 9 
items focused on the strategic approach of talent management. Strategic approach 
was a part of the complex questionnaire (41 items) designed by academics from 
Slovakia, Czech Republic, Hungary, and Poland. Questionnaire contains also oth-
er classification items such a size of the company, economic situation, foreign 
capital, and existence of HR department in the company. Here is the list of the 
items with marks used in the paper.

Table 1 List of the items and their marks

I 1 Talent management is essential for the company
I 2 Talent management is an important part of the corporate mission
I 3 Top management worked out a joint attitude towards talent management
I 4 HRM strategy is clearly defined
I 5 Talent management strategy is clearly defined

I 6 Talent management strategy is connected with strategic goals of our 
organization

I 7 We are currently modifying the list of key talents in our company
I 8 We search for talent in every single person that has just been employed
I 9 Formulated talent management strategy is not difficult to realize in our company

Source: Own processing according to questionnaire.

The items of the questionnaire were scaled according to Likert from 1 to 5, 
where 1 means absolute disagreement of the respondent, 5 means absolute con-
sensus and Figure 3 expressed irresolute attitude of the respondent. We added 
also Figure 0 enabled the respondent not to comment on a given item. The ques-
tionnaire was distributed electronically via online form. This questionnaire was 
created by group of scientists collaborated on common project and it was used in 
papers of scientific journals (Egerová et al., 2013).
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Reliability of the questionnaire was verified by means of Cronbach´s alpha. 
According to Nunnally and Bernstein (1994) the evaluation of scales is based on 
examining the correlations between the individual items or measurements in re-
lation to the variability of the items. The values of Cronbach´s alpha higher than 
0.7 shows on sufficient scale consistence. In our case Cronbach´s alpha reached 
level 0.864.

We formulated following research hypothesis and questions:
 – Hypothesis No. 1: The strategic approach of talent management is determined 

by the size of the enterprise.
 – Hypothesis No. 2: The strategic approach of talent management is determined 

by the foreign capital allocated in the company.
 – Hypothesis No. 3: The strategic approach of talent management is determined 

by the economic results of the company.
 – Hypothesis No. 4: The strategic approach of talent management is determined 

by existence of any unit focused on human resources.

Existence of statistically significant differences between individual groups 
of respondents were tested by ANOVA (parametric test). For the purposes to 
declare robust of the results nonparametric tests such Kruskal-Wallis test and 
Mann-Whitney test were used.

3 Results and Discussion
This paper is focused on the problem how strategic approach of talent manage-
ment is used in companies in Slovakia. We tried to compared companies divided 
according to criteria such a size of the company, existence of foreign capital in 
the enterprise, economic situation and existence of human resources unit in the 
enterprise. This quantitative research study was conducted between June 2013 
and December 2016. Research sample contains 381 companies which run busi-
ness in Slovakia. In the determinant size of the enterprise, the intervals were set 
according to the EU´s enterprise size typology (see Table 2). Each enterprise was 
represented by owner, or employee responsible for human resource management. 
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Table 2 Size of the enterprise 

 Frequency Percent

Valid

small (10-49 employees) 181 47.5
medium (50-249 employees) 113 29.7

large (250 and more employees) 85 22.3
Total 379 99.5

Missing 2 0.5
Total 381 100.0

Source: Own processing. 

According to factor of existence of foreign capital the structure is following. In 
57.7% of searched enterprises the foreign capital is allocated and 41.7% of enter-
prises have only Slovak capital. Two respondents are missed because they did not 
fill this classification question (see Table 3).

Table 3 Foreign capital in the enterprise 

 Frequency Percent

Valid
yes 159 41.7
no 220 57.7

Total 379 99.5
Missing 2 0.5
Total 381 100.0

Source: Own processing. 

According to next criterion – economic results we have in the research sample 
41.7% companies without economic change in the last year. 9.4% of companies 
show worse and 48.3 better economic results in the last year (see Table 4).

Table 4 Economic results in the enterprise 

 Frequency Percent

Valid

without change 159 41.7
worse 37 9.4
better 184 48.3
Total 288 100.0

Source: Own processing. 
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Table 5 shows that there are 62.2% of enterprises where is any organizational 
unit focused on human resources management (department of human resources 
management, or supervisor for human resources). On the other hand, there are 
37.5% of companies without any organizational unit of human resources manage-
ment in our research sample. In these enterprises, there is no organizational rule 
that take care of human resources management. Usually it is provided by owner 
or randomly by any person.

Table 5 Existence of HR unit in the enterprise

Frequency Percent

Valid
yes 237 62.2
no 143 37.5

Total 380 99.7
Missing 1 0.3
Total 381 100.0

Source: Own processing.

Table 6 shows selected descriptive statistics of searched items. There we can 
see that respondents have the highest tendency to agree with the item I1 where 
declared the fact that talent management is essential for the company. Contrary, 
the lowest tendency to agree was recorded in item I9 referring to the problems 
caused with implementation of talent management strategy.

Table 6 Descriptive statistics of the items

Count Median Modus Average Standard 
deviation Variance

I1 372 4 4 3,66 1,055 1,114
I2 374 4 4 3,43 1,073 1,152
I3 357 4 4 3,43 1,101 1,212
I4 373 4 4 3,58 1,116 1,244
I5 364 3 3 2,96 1,105 1,222
I6 361 3 3 3,04 1,121 1,257
I7 346 3 3 2,86 1,145 1,310
I8 372 4 4 3,55 1,177 1,385
I9 361 2 2 2,51 0,995 0,990

Source: Own processing.
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In Table 7, there are average points in individual categories shown. These 
numbers helped us to identify differences in attitudes of individual groups.

Table 7 Average points in categories of the companies

I1 I2 I3 I4 I5 I6 I7 I8 I9

size of 
enter-
prise

small 3,61 3,39 3,36 3,31 2,74 2,93 2,65 3,55 2,45
medium 3,68 3,41 3,42 3,68 3,03 3,10 3,06 3,54 2,43

large 3,73 3,52 3,59 4,05 3,33 3,22 3,07 3,58 2,69

foreign 
capital

with foreign 
capital 3,75 3,53 3,61 3,95 3,29 3,34 3,13 3,56 2,62

without foreign 
capital 3,60 3,35 3,30 3,31 2,72 2,83 2,67 3,54 2,42

eco-
nomic 
results

better 3,89 3,62 3,68 3,79 3,11 3,22 2,96 3,73 2,60
without change 3,41 3,24 3,30 3,45 2,92 2,95 2,80 3,43 2,50

worse 3,51 3,25 2,74 3,08 2,39 2,51 2,58 3,19 2,11

HR de-
partment

yes 3,72 3,48 3,59 3,89 3,14 3,19 3,05 3,61 2,54
no 3,56 3,33 3,16 3,06 2,67 2,81 2,56 3,46 2,47

Source: Own processing.

Based on the first factor (enterprise size), three statistically significant dif-
ferences (shown in Table 8 – I4, I5 and I7), were identified using ANOVA and 
Kruskal-Wallis test. Both identified the same differences and therefore results 
may be considered robust. At the same time, these differences were subjected to 
a multiple comparison for the identification among which groups of enterprises 
these statistically significant differences were formed. Based on the averages, an 
evaluation was made, in favour of which groups the differences occurred.

Table 8  Verification of the differences – size of the enterprise (ANOVA and 
Kruskal-Wallis)

 I1 I2 I3 I4 I5 I6 I7 I8 I9
Mean Square 0,413 0,548 1,372 15,975 10,097 2,404 7,270 0,034 1,869
F 0,370 0,475 1,133 13,867 8,586 1,918 5,666 0,025 1,923
p value (ANOVA) 0,691 0,622 0,323 0,000 0,000 0,148 0,004 0,976 0,148
Chi-Square 1,538 1,534 2,577 26,923 16,568 3,632 11,063 0,287 3,603
p value (KW) 0,463 0,464 0,276 0,000 0,000 0,163 0,004 0,866 0,165

Source: Own processing. 
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In item I4, it was investigated whether there is human resource management 
strategy clearly defined in the company. A statistically significant difference be-
tween small, medium and large enterprises was found in this item (differences 
between all groups were found). We consider that in large companies, the level 
of human resource strategy definition is higher than in small and medium-sized 
enterprises. This is in particular because small businesses are not empowered to 
develop such a strategy, so there is no human resources strategy. In small busi-
nesses there are multifunctional people who do a lot of work and therefore there 
is no human resources specialist whose job was to clearly define and subsequently 
implement the human resources strategy. For the same reasons, is not defined 
any talent management strategy, which should be a natural part of the human re-
sources strategy, in small businesses. This difference has been identified in I5 and 
exists only between a group of small and large enterprises. Another statistically 
significant difference was also found in item I7, which focused on whether the list 
of talents needed for the company's future is being modified at present. We see 
the difference only from the point of view of small enterprises, compared to the 
medium and large businesses. Medium and large businesses, modify the need for 
talented individuals depending on the external environment.

The foreign capital in the enterprise has a significant impact on the formula-
tion of the company's human resources strategy. Even 5 statistically significant 
differences in the survey items were identified. These were items I3, I4, I5, I6 and 
I7 (highlighted in Table 9). The difference found in I3 identifies the difference in 
top management behaviour to talent management. We consider that in enter-
prises with foreign capital, top management has a common position on talent 
management, which has an impact on the formulation of a strategy in this area. 
These businesses have experience from talent management abroad and can as-
sess the necessity of a system that integrates talent management into managerial 
work. Conversely, there is no such experience in an enterprise where there is no 
foreign capital and therefore often top executives do not have a clear view of talent 
management. Top management is not so enthusiastic to support promoting the 
idea of   implementing talent management. Items I4 and I5 confirm the existence 
of a clearly defined strategy for human resources management and talent man-
agement. Statistically significant differences were found in these items, and it can 
be concluded that in enterprises with foreign capital the human resources strat-
egy and talent strategy is an irreplaceable part of the strategic management pro-
cess. Other statistically significant differences identified in I6 and I7 indicate that 
in ventures with foreign capital, the talent management strategy is better linked 
to the organization's strategic goals and reflects the need for future talent in the 
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company, compared to companies without foreign capital. Also nonparametric 
test was also performed on the data to confirm the robustness of the results. 

Table 9  Verification of the differences – foreign capital (ANOVA and 
Mann-Whitney)

 I1 I2 I3 I4 I5
Mean Square 2,181 2,784 7,963 36,627 29,343
F 1,955 2,417 6,644 31,755 25,509
p value (ANOVA) 0,163 0,121 0,010 0,000 0,000
Mann-Whitney U 15418,0 15186,0 13063,0 11284,0 11280,0
p value (MW) 0,178 0,082 0,014 0,000 0,000

 I6 I7 I8 I9
Mean Square 22,158 17,340 0,023 3,655
F 18,473 13,642 0,016 3,706
p value (ANOVA) 0,000 0,000 0,898 0,055
Mann-Whitney U 11713,5 11080,5 16518,0 14053,5
p value (MW) 0,000 0,000 0,836 0,062

Source: Own processing. 

Regarding the factor of economic results we can see statistically significant dif-
ferences almost in all items (beside I7, see table 10). In order to find out which 
groups of enterprises generated statistically significant differences, multiple com-
parisons were used. It can be said that companies with improved economic per-
formance compared to companies with worse economic results in larger extent:

 � Have top management with a common attitude on talent management (I3).
 � Have a clearly defined strategy on human resources management (I4).
 � Have a clearly defined talent management strategy (I5).
 � Have a talent management strategy linked to the strategic goals of the organi-

zation (I6).
 � Are currently modifying the list of talents needed for the company's future (I7).
 � Looking for talent in every newly recruited person (I8).
 � Consider talent management strategy workable under their conditions (I9).

At the same time, companies with improved economic results compared to 
companies with unchanged economic results are more likely to:

 � Consider talent management to be extremely important (I1).
 � Talent management is an important part of the business mission (I2).
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 � Their top management has a common attitude on talent management (I3).
 � Have a clearly defined strategy for human resource management (I4).

Differences can also be seen between enterprises with unchanged economic 
results and enterprises with worse results. These are two items I3 and I5. Compa-
nies with unchanged economic results have a higher level of leadership that has 
a common attitude to talent management (I3) and have a clearly defined talent 
management strategy (I5). Also nonparametric test (Kruskal – Wallis) was per-
formed on the data to confirm the robustness of the results.

Table 10  Verification of the differences – economic results (ANOVA and 
Kruskal-Wallis)

 I1 I2 I3 I4 I5 I6 I7 I8 I9
Mean 
Square 9,796 6,732 14,923 9,840 8,065 8,301 2,430 6,147 3,456

F 9,198 6,020 13,155 8,198 6,795 6,820 1,858 4,511 3,556
p value 
(ANOVA) 0,000 0,003 0,000 0,000 0,001 0,001 0,158 0,012 0,030

Chi-
Square 18,162 13,955 24,477 14,479 13,326 11,944 4,304 10,234 6,144

p value 
(KW) 0,000 0,001 0,000 0,001 0,001 0,003 0,116 0,006 0,046

Source: Own processing. 

Based on the differences found, we consider that companies with better eco-
nomic results will also determine a higher level of formulation and implementa-
tion of the human resources strategy integrated into the corporate strategy. It may, 
however, be assumed to be the opposite. Businesses with a formulated human 
resources strategy and talent strategy have better economic results.

Existence of HR unit is last searched determinant of talent management pro-
cess in our research. Businesses with a human resources unit in the organizational 
structure have a significantly higher tendency to agree with the items connected 
with the strategy of human resources, and it is therefore possible to consider that 
a strategic focus on human resources is at a higher level than in enterprises, where 
there is no organizational unit focused on human resources. Five statistically sig-
nificant differences were found (in items I3, I4, I5, I6, and I7, see table 11).
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Table 11  Verification of the differences – existence of HR unit (ANOVA and 
Mann-Whitney)

I1 I2 I3 I4 I5
Mean Square 2,071 2,014 15,639 59,065 18,583
F 1,867 1,757 13,353 54,159 15,789
p value (ANOVA) 0,173 0,186 0,000 0,000 0,000
Mann-Whitney U 15006,0 14979,5 11987,0 9724,0 11750,0
p value (MW) 0,240 0,180 0,001 0,000 0,000

I6 I7 I8 I9
Mean Square 12,566 20,090 1,772 0,359
F 10,257 15,953 1,277 0,363
p value (ANOVA) 0,001 0,000 0,259 0,547
Mann-Whitney U 12611,5 10763,5 14922,5 14870,0
p value (MW) 0,002 0,000 0,167 0,691

Source: Own processing. 

Organizations in which human resources specialists are grouped into one unit 
have better prerequisites for talent management implementation, as senior man-
agement sees the importance of talent management (I3) and integrates this into 
the human resources strategy and talent strategy (I4, I5) and are able to link this 
strategy with the goals and vision of the business operations (I6). At the same 
time, they are currently trying to adjust the talent list for the future (I7). The data 
were subjected to nonparametric test, where statistically significant differences 
were identified in the same items, so the results can be considered robust.

4 Conclusion
The human resources strategy, which implements the talent strategy, must be 
closely linked to business strategy. This link creates a good premise that human 
resources will be a priority in the development of a business while ensuring 
a higher value for society. From the results it can be seen that the most significant 
factors influencing this phase are the economic results of the company. It can be 
said that in companies with improved economic results there is a better linking of 
strategies with emphasis on talent development. Another factor that greatly influ-
ences the strategic concept of human resources is the allocation of foreign capital 
in the enterprise. Businesses with foreign capital allocation have better strategic 
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approach to talent management. This is mainly related to the higher strategic ori-
entation of foreign companies which can transfers their know-how to our busi-
nesses as well. Referring to the hypothesis set in the research we can conclude that 
all hypotheses were verified because we found 3 statistically significant differences 
which were influenced by size of the company, 5 by foreign capital, 8 by economic 
results, and 5 by existence of HR unit. 

To improve the awareness of the strategic impact of human resources in enter-
prises, top management must have a clear attitude towards talent management. 
We propose to develop a clear structure of long-term human resources manage-
ment objectives based on the company's mission and corporate goals. In par-
ticular, it sets out strategic goals (such as reducing fluctuation, increasing labour 
productivity, increasing employee satisfaction, optimizing the human resources 
structure, etc.) leading to an increase in the quality of human resources and con-
sequently to achieve better economic performance in the enterprise. We also rec-
ommend regularly modifying lists of talents and requirements for them in view 
of the ever changing external environment.

References
1. ARMSTRONG, M. (2006). A handbook of Personnel Management Practice 

(10th edition). London. Kogan Page.
2. ASHTON, C., MORTON, L. (2005). Managing talent for competitive advan-

tage.Strategic HR Review, 4 (5) (2005). p. 28-31.
3. BREZINOVÁ, M.,PRUSOVÁ, J. (2014). Small and medium-sized enterprises 

in terms of their goals. Economic and Social Development: Book of Procee-
dings, 529 p.

4. COLLINGS, D. G., MELLAHI, K. (2009). Strategic talent management: A 
review and research agenda. Human Resource Management Review, 19(4), 
2009, p. 304-313. doi:10.1016/j.hrmr.2009.04.001

5. COLLINGS, D. G., SCULLION, H., VAIMAN, V. (2011). European perspec-
tives on talent management. European Journal of International Management 
5(5). doi: http://dx.doi.org/10.1504/EJIM.2011.042173

6. EGEROVÁ, D. et al. (2013). Integrated Talent Management-Challenge and 
Future for Organizations in Visegrad Countries. Plzeň: Nava, 2013. ISBN 
978-80-7211-454-2.

7. EGEROVÁ, D., LANČARIČ, D., EGER, L., SAVOV, R. (2015). Perspectives 
of talent management: Evidence from Czech and Slovak business organiza-
tions. Economics and Management. 18(4), 2015. doi:dx.doi.org/10.15240/
tul/001/2015-4-008



 FACTORS INFLUENCING STRATEGIC APPROACH TO TALENT MANAGEMENT ...

1319

8. FARNDALE, E., SCULLION, H., SPARROW, P. (2010). The role of the cor-
porate HR function in global talent management. Journal of World Business, 
45(2), p. 161-168. doi:10.1016/j.jwb.2009.09.012

9. FRANCK, F. D., TAYLOR, C. R. (2004). Talent management: Trends that will 
shape the future.Human Resource Planning, 27 (1) (2004), p. 33-41.

10. HOLÁTOVÁ, D., BREZINOVÁ, M., REHOR, P., DOLEZALOVÁ, V. (2014). 
Management of Human resources management in SMEs. An Enterprise 
Odyssey. International Conference Proceedings. p. 979. University of Zagreb, 
Faculty of Economics and Business.

11. KIM, K., PARK, H., PRESCOTT, J. E. (2003). The global integration of busi-
ness functions: A study of multinational businesses in integrated global in-
dustries.Journal of International Business Studies, 34 (2003). p. 327-344.

12. LEWIS, R. E., HECKMAN, R. J. (2006). Talent management: A critical re-
view.Human Resource Management Review, 16 (2) (2006), p. 139-154.

13. MUNK, M. et al. (2013.) Methodology Design for Data Preparation in the 
Process of Discovering Patterns of Web Users Behaviour. Applied Mathema-
tics & Information Science. 7 (1), 2013, p. 27-36. ISSN 1935-0090.

14. NUNNALY, J. C., BERSTEIN, I. H. (1994). Psychometric Theory. New York 
McGraw-Hill.

15. SILZER, D., DOWELL, B. E. (2010). Strategy-Driven Talent Management. A 
Leaderhip Imperative. San Francisco: John Wiley&Sons.

16. SKUZA, A., SCULLION, H., McDONNELL, A. (2013). An analysis of the 
talent management challenges in a post-communist country: the case of 
Poland. The International Journal of Human Resource Management 24(3), 
2013. p. 453-470. doi: 10.1080/09585192.2012.694111

17. SPARROW, P. R. (2007). Globalization of HR at function level: Four UK-ba-
sed case studies of the international recruitment and selection process.Inter-
national Journal of Human Resource Management, 18 (2007), p. 144-166.

18. SPARROW, P. R., BREWSTER, C., HARRIS, H. (2004). Globalizing human 
resource management.Routledge, London, UK.

19. THORNE, K., PELLANT, A. (2006). The essential guide to managing talent: 
How companies recruit, train and the best employees. Kogan Page, London.

20. VALVERDE, M., SCULLION, H., RYAN, G. (2013). Talent management in 
Spanish medium-sized organisations. The International Journal of Human 
Resource Management 24(9), 2013, p. 1832-1852. doi:10.1080/09585192.20
13.777545


	SESSION 5
	MANAGEMENT, ENTREPRENEURSHIP AND CORPORATE SOCIAL RESPONSIBILITY   
	FACTORS INFLUENCING STRATEGIC APPROACH TO TALENT MANAGEMENT OF COMPANIES IN SLOVAKIA



