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THE INFLUENCE OF TALENT MANAGEMENT ON ORGANISATIONAL ...

In today’s globalized, fast-changeable, and 
digitalized market, companies strongly need and 
seek talents, who, besides basic skills, possess 
higher levels, as well as the optimal mix of differ-
ent competencies and qualifications. Attracting 
the best employees, developing and retaining 
them represents a crucial success factor for any 
firm and requires well-organized talent manage-
ment. The purpose of this study is to analyze the 
influence of talent management, viewed through 
attracting, developing, and retaining talents, 
on organizational performance improvement 
in companies in Bosnia and Herzegovina. Data 
collection is based on a questionnaire, related to 
core elements of talent management and orga-
nizational performance (profitability and sales 
growth), with respondents from the population 

of talented managers, who work in companies in 
Bosnia and Herzegovina. The findings indicate 
that talent management has a positive statisti-
cally significant influence on observed organiza-
tional performance in companies in Bosnia and 
Herzegovina. Since talented managers are a key 
strategic resource, who lead organizations to ac-
complish excellent organizational performance, 
companies in developing countries need to tai-
lor effective and customized talent management 
strategies, to achieve continuous improvement of 
organizational outcomes.

Keywords: talent attracting, talent deve-
lopment, talent engagement, organizational 
performance

1.	 INTRODUCTION
Human resources development is a very 

important activity for any contemporary 
organization and the biggest challenge for 
every company is to find and retain talent-
ed staff for the right positions. The lack of 
a sufficient number of high-quality candi-
dates represents an enormous difficulty for 
many companies, especially those that work 
in specific areas or industries. Manpower 
Group conducted the global survey in 2018 

(including 43 countries; 39.195 employ-
ers) regarding talent shortage and found out 
that forty-five percent of employers in small 
and medium enterprises couldn’t find the 
skills they need and for large organizations 
which have 250+ employees, the percent 
of talent shortage was even higher (67%) 
(ManpowerGroup, 2018). 

Talent management is faced with many 
problems and challenges on macro and mi-
cro level of business, especially concerning 
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increased job mobility, changing workforce 
demographics with diminished labor pools, 
increased demands of talented workers to 
stay with a company, economic problems 
in many countries, expanded use of infor-
mation and communicational technologies, 
and globalization. Constant training and 
employee development improve the work 
potential and bring huge benefits to organi-
zations because they create a positive image 
of employee development in each organiza-
tional process (Fajčikova et al, 2016). The 
World Economic Forum‘s 2017 Report on 
Global Human Capital holds governments 
responsible for investment failures in cre-
ating better education opportunities, which 
contribute to higher-quality work through-
out the length of entire careers (World 
Economic Forum, 2017). It is based on the 
competency idea and its definition of hu-
man capital, which incorporates social capi-
tal into the understanding of work effective-
ness. This implies that organizations need to 
attract talented people, able to provide con-
tacts with their social networks (Sparrow, 
2019).

Within these macro challenges, organi-
zations face the complex problems of how 
to acquire, develop and retain talents, re-
quired for successful and competitive work 
in the ever-changing business environment. 
In this kind of environment, the competi-
tive advantage is created by talents, who 
are competent, committed, communicative, 
cooperative, experienced, technologically 
knowledgeable, efficient, productive, and 
astute. Human resources, as the most valu-
able resource of an organization, or a soci-
ety in general, are extremely important for 
strategy formulation implementation. The 
Boston Consulting Group provides an esti-
mate, in its talent report (Boston Consulting 
Group, 2018), that 57% of their respondents 
want to work abroad, which is considerably 
less, compared to earlier research, carried 

out in 2014. Global Talent Competitiveness 
Index (GTCI), which is constructed based 
on a country’s ability to attract, develop, 
and retaining talents, shows that developed 
countries with a high income have lead-
ing positions, i.e. there is a high correlation 
between GDP and GTCI values (Lanvin & 
Evans, 2017). These reports also point out 
that highly developed countries develop 
talent management programs, focused on 
retaining domestic talents, but also, simul-
taneously, reduce the need for foreign em-
ployees. Possible causes of this trend are 
excellent education, knowledge, and ex-
perience of the domestic talents, which fit 
the needs of local firms, as well as the ori-
entation of less developed countries to keep 
their citizens, by developing specific retain-
ing programs.

In discussions on talent management, 
a comparison amongst the developed and 
emerging markets is a specific subject 
(Morley, Scullion, Collings, & Schuler, 
2015). Additional research is required on 
talent management within emerging mar-
kets, given the complexity and intensity 
of its challenges (Horwitz, Budhwar, & 
Morley, 2015). Human resource profes-
sionals, in practice, declare that multina-
tional firms within emerging markets face 
“dubious educational qualifications, and 
cultural issues – such as lack of experi-
ence in teams and reluctance to take ini-
tiative or assume leadership roles”, while 
the quality of applicants oscillates vastly, 
which makes appropriate talent selection a 
challenge (Guthridge, Komm, & Lawson, 
2008). With a  widespread trend of low 
salaries throughout the entire economies, 
with a large concentration in certain indus-
tries and organizations, it is extremely hard 
for policymakers to take interventions and 
boost wages if it directly impacts on busi-
ness competitiveness and burdens it with 
unbearable costs (Devins & Gold, 2014). 
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This article provides an empirical analy-
sis of talent management and its influence 
on organizational performance in Bosnia 
and Herzegovina, as a developing country. 
Hence, the research question was formed: 
„Does talent management, in its core ele-
ments (talent attraction methods, proper 
talent development/learning, and talent en-
gagement – as an essential part of talent 
retention), influence on accomplishing sales 
and profit growth, as desirable organiza-
tional performance?”

As the basis for answering the research 
question, a detailed literature review is pre-
sented in the following section, with the fo-
cus on the concept of talent, integrated tal-
ent management elements, organizational 
performance, and the relationship between 
talent management and organizational 
performance.

2.	 LITERATURE REVIEW

2.1.	 Discussion of the concept of 
talent

While in ancient times the term tal-
ent denoted the amount/unit of money or 
weight, today it is mostly associated with 
an individual’s superior capabilities, skills, 
and high potential to do work faster, easier, 
better, and with visible results. The fourth 
industrial revolution brings about a new 
paradigm for understanding talent manage-
ment, which becomes linked with knowl-
edge management and the entrepreneurial 
systems, trying to create macro-level tal-
ent management, by using smart public 
governance.

The concept of talent has been gain-
ing attention and focus by practitioners 
and researchers since the invention of the 
phrase „the war for talent“, which has 

been introduced by McKinsey (Lynton & 
Beechler, 2012; Kaliannan & Narh Adjovu, 
2015). In this context, there are differences 
in defining the term of talent, regarding its 
meaning and scope (i.e. top management, 
high-potential employees, all employees): 
„There does not exist a single or universal 
contemporary definition of talent in any one 
language; there are different organizational 
perspectives of talent” (Tansley, 2011). 

Some of the recent definitions of talent 
are:

•	 “Talented workers are super-keepers 
or a small group of individuals, about 
3% of the organization’s employees, 
who can inspire others to attain supe-
rior accomplishment and embody the 
creed, core competencies and values of 
their organization” (Berger & Berger, 
2011);

•	 Kaewsaeng-on (2016) conducted ex-
tensive research on talent and con-
cluded that: “(1) Talent is defined as 
the sum of capability, commitment, 
loyalty, and contribution; (2) Talent is 
the combination of natural ability and 
nurture (acquired skills); and (3) Talent 
is managerial/key positions rather than 
all workers”.

Overall, individuals who provide a 
straightforward contribution to a firm‘s 
strategy/goals and facilitate maintaining or-
ganizational competitiveness are considered 
talented employees (He, Li, & Keung Lai, 
2011). In defining talent, it is important to 
emphasize that companies also focus on the 
required characteristics of future employ-
ees, which vary widely from industry to in-
dustry, and identify talented individuals. It 
is not easy to select talent among all avail-
able employees since there are many ways 
to recognize talent, which can be defined in 
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terms of innate ability or achieving excel-
lent performance (Tansley, 2011).

Achieving high performance entails 
three qualities that are inherent to talent: 
“competence x commitment x contribution” 
(Ulrich & Smallwood, 2012). Competence 
pertains to an individual‘s entire knowl-
edge, values, and skills, which are ap-
plied in their everyday work (McDonnell 
& Collings, 2011). Commitment is another 
basic element of talent, which relates to the 
way, in which individuals implement di-
verse competencies and strong willingness 
in performing their work roles in the best 
possible way (Gallardo-Gallardo, Dries, 
& Gonzalez-Cruz, 2013). Contribution 
relates to the value, arising from the use 

of required competencies and a high com-
mitment in an individual’s work role 
(McDonnell & Collings, 2011).  

Other authors argue that the universal 
characteristics of talent can be described 
with the acronym RAW (rewarding to deal 
with; able; willing to work hard) (Hogan, 
Chamorro-Premuzic, & Kaiser, 2013). 
Michaels, Handfield-Jones, & Axelrod 
(2001) classified talented employees into 
performance-based subgroups: “A-players” 
(high performers), “B-players” (medium 
performers), and “C-players” (low per-
formers). According to these authors, 
“A-players” have twelve overall qualities 
(see Table 1). 

Table 1. Quality of talent: „A-players“

Dimension Criteria
„Overall talent level“ „Top 10% of performance/potential workers“

„Vision“ „Facilitates the creation and communication of a competing and strategically sound 
vision“

„Intelligence“ „130 or higher IQ; „a quick study“, able to rapidly perform complex analyses“
„Leadership“ „Initiates change; highly adaptive and able to sell the organization changes“
„Drive“ „Passionate; extremely high energy level; fast-paced; 55+ hour work per week“

„Resourcefulness“ „Impressive ability to find a way over, under, around, and barriers; invents new 
paradigms“

„Customer focus“ „Extremely sensitive and adaptive to both stated and unstated customer needs“

„Coaching“ „Successfully counsels, mentors, and teaches each team member to „turbo-boost“ 
performance and personal/career growth“

„Team building“ „Creates focused, collaborative, result-driven teams; energizes other“
„Track record“ „Exceeds expectations of employees, customers and shareholders“
„Integrity“ „Ironclad“
„Communication“ „Excellent oral/written skills“

Source: Michaels, Handfield-Jones, & Axelrod (2001)

An organization should possess the abili-
ty to recognize talents, which are appropriate 
for its requirements (Kaewsaeng-on, 2016). 
The talent criterion must be completely 
clear, before the beginning of the recruitment 
phase (Collings & Mellahi, 2009). 

This segmentation requires some ethi-
cal considerations that could emotionally 
impact employees in the sense of career de-
velopment and organizational culture since 
incorrectly cultivated interpersonal relations 
can destroy organizational potential and its 
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performance very quickly. Looking from 
the larger societal perspective, there are 
lots of ethical questions, which should be 
discussed, as demonstrated by the ongoing 
debate, regarding exclusive vs. inclusive 
talent management (Sparrow, 2019). 

2.2.	 The integrated process of talent 
management

Talent management is a field, which at-
tracts additional attention from academic 
researchers and practitioners in the HR and 
top management departments. Scullion, 
Collings, & Caligiuri (2010) defined talent 
management in a very simplified manner, 
as “the need to identify, select, and devel-
op the right people”. Additionally, Ruel & 
Lake (2014) described talent management 
from a more comprehensive and global 
perspective, as the part of human resource 
management activities, which are directed 
towards identifying, attracting, developing, 
and retaining high-potential workers in the 
competitive environment on a worldwide 
scale. Therefore, talent management in con-
temporary business refers to the integrated 
process of attracting highly competent 
workers, the new effective ways of devel-
oping current workers (through training 
and advanced learning), and retaining all 
talented employees, by using efficient man-
agement and organization tools/approaches. 
Managing talents is of vital and core impor-
tance, not only for the individuals to show 
their potential and contribution to positive 
changes in an organization but also for the 
survival and sustainability of companies.

Besides attracting, constantly develop-
ing, and retaining talented employees, tal-
ent management also includes elements, 
such as motivation, managing the talent 
pool, improvement of productivity, reward-
ing and effective transferability of talents 
across the company. Prime talent retention 

has become a crucial challenge for firms 
that rely on knowledgeable human re-
sources as their valuable intellectual capi-
tal (Srinivasan, 2011). The main emerging 
questions are: “Why is it so hard to keep 
employees to work for one company, and 
to stop them from constantly searching for 
better opportunities?“ and “What lies be-
hind that?“. Successful organizations don’t 
want to hire just for the sake of hiring but 
are trying to hire and retain the right em-
ployees, who can do the job with great 
results. 

The purpose of talent management is 
not only to find and hire the perfect candi-
date but to continue with discovering their 
attributes and hidden abilities, as well as 
create employee development programs, by 
using a systematic approach. In addition, 
employees must be properly developed 
(trained/educated) and nurtured to achieve 
the best personal performance, as well as 
contribute to the best possible organiza-
tional performance. One of the fundamen-
tal goals is also to build a recognizable or-
ganizational culture and match talents to 
its culture, to make them work in a highly 
efficient and productive way. Within the 
global war for talents, all those activities do 
not provide any warranties that the highly 
skilled employees will stay long with it, as 
there is no undying loyalty in any organi-
zation, which is associated with cultural 
issues. 

The fundamental elements of talent 
management are: attracting, developing, 
and retaining talent (Wahyuningtyas, 2015). 
Those three elements of talent management 
were explored in this research. 

Attracting talent puts in front of an or-
ganization a hard task of clearly defining 
what it looks for, i.e. what qualities it needs 
from the potential high performers, where 
can it find desirable talents, and how those 



Journal of Contemporary Management Issues

134

can be assessed. Wahyuningtyas (2015) 
states that talent attraction consists of four 
elements: talent planning, recruitment, 
selection, and orientation. According to 
Abbas & Cross (2018), recruitment from a 
talent pool, as one of the first and top tasks 
in the process of managing talents, implies 
creating a database of qualified and suit-
able candidates. Therefore, talent recruit-
ment (internal or external) and selection is 
a vital priority for companies, wishing to 
maintain outstanding performance. Internal 
recruitment brings many benefits since em-
ployees are well acquainted with how their 
organization works and have a good under-
standing of its culture, which helps to build 
up employee morale in case of promotion 
(Davis, 2007). Nevertheless, the external 
sources are the most advantageous source 
of desirable talent, whenever organizations 
need to trigger innovation, creative think-
ing, and cultural change. Labor market 
competition requires the on-time recruit-
ment process, with the proper usage of con-
temporary technological solutions and mar-
keting approaches to recruitment (Slavić, 
Bjekić, & Berber, 2017). Kellyservices 
(2013), in their survey of 100 firms, found 
that the primary elements of talent attrac-
tion are comprised of: benefits, wage pack-
ages, recruitment styles, company culture, 
social networking, work-life balance, and 
employee attrition. When it comes to the 
selection of applicants, the key recruiting 
managers in the company have to decide 
whom to choose. The most commonly used 
employee selection methods are ability 
tests, integrity tests, personality tests, group 
situational tests, work simulation tests, per-
sonal interviews, assessment centers, and 
references (Bogatova, 2017). 

Many organizations, realizing how im-
portant skilled employees are to obtaining 
competitive advantage, frequently create a 
broad series of sophisticated practices and 

human resource development strategies 
to recognize, adequately develop and re-
tain key talented employees (Wright & 
McMahan, 2011; Connell & Stanton, 2014). 
Talent development is directed towards en-
hancing the attitudes and skills of employ-
ees (Williamson, 2011). It is significant to 
emphasize that the right organizational sup-
port is needed, next to the talent desire to 
navigate their current/future development 
(Barlow, 2006). Such support encompasses 
the estimation of performance; mapping of 
talent; analysis of needs for learning/devel-
opment; learning/development implementa-
tion and review of talents (Wahyuningtyas, 
2015). It is of utmost importance to adjust 
workers’ education and development to 
their behavior, work, and social values be-
cause each individual possesses a diverse 
personality and perception (Loke, Downe, 
Sambasivan, & Khalid, 2012). Workers, 
who demonstrate a significant interest in 
following the organizational strategy and 
accomplishment of its goals, are highly de-
veloped and educated, as well as proactive, 
cooperative, communicative, able and will-
ing to learn; customer-friendly, and respect-
ful (Li, et al., 2009; Vnoučková, 2013). 

Employee retention can be described as 
“an important ongoing process, in which 
the organization aims to retain employees 
for the maximum period or until the com-
pletion of the project” (Kaewsaeng-on, 
2016). It further pertains to miscellane-
ous practices and policies that strengthen 
the long-term bond between an organiza-
tion and employees (Kaewsaeng-on, 2016). 
According to Wahyuningtyas (2015), retain-
ing talent includes planning their career, 
succession, and engagement. Each person 
has their value rating scale and distinct 
preferences. According to Bahtijarević-
Šiber (2014), knowing the real needs and 
preferences of employees is a basic prereq-
uisite for creating an environment that can 
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keep them. Some authors claim that mon-
etary rewards represent key tools in talent 
retention (Vaiman & Vance, 2010). Apart 
from the significance of financial rewards in 
retaining talent, Wubbe (2015) argues that it 
is also necessary to implement transparen-
cy in the business context, which includes 
keeping regular meetings and open com-
munication, setting goals, and making deci-
sions, based on collected feedback, as well 
as establishing consistent challenges to em-
ployees, in the context of their performance 
appraisals. 

In this paper, the focus is placed on tal-
ent engagement, as one of the most impor-
tant elements of talent retention, which is 
composed of five dimensions: “employee 
satisfaction, employee identification, em-
ployee commitment, employee loyalty and 
employee performance” (Kumar & Pansari, 
2015). 

2.3.	 Organisational performance
Organizational performance is usu-

ally linked to business results, observed in 
different periods (weekly, monthly, or an-
nually) in an observed organization. Daft 
(2000) depicted organizational performance 
in terms of abilities, needed for achieving 
the formulated goals, by using the available 
resources, in an appropriately structured 
way. In addition, Tomal & Jones (2015) 
described the organizational performance 
in terms of the organization’s actual results 
(output), measured against the organiza-
tion’s intended outputs. Bakotić (2016) 
used ten financial indicators for measuring 
performance: ongoing/total asset turnover, 
ROA, revenues/expenses ratio, return on 
capital employed (ROCE), return on equity 
(ROE), costs and revenue per worker, the 
BEX index value and earnings before taxes 
per employee. Conventional financial indi-
cators are ordinarily linked to profitability, 

which is commonly used in performance 
assessment (Yalcin, Bayrakdaroglu, & 
Kahraman, 2012). Lebans & Euske (2006) 
suggested that profitability is the best indi-
cator to determine, whether an organization 
can meet its goals. Organizational perfor-
mance indicators, related to net profit and 
profit growth, have often been used in pre-
vious studies (e.g. Ndofor & Priem, 2011). 
Putri & Rahyuda (2020) argue that profit, 
as a fundamental goal of a company, also 
serves for benchmarking of important in-
vestors’ decisions, while profit growth 
can be seen as an investment opportunity, 
which influences the increasing firm’s val-
ue – due to amplified investors’ confidence, 
which leads to higher demand and stock 
prices. Moreover, Sucuahi & Cambarihan 
(2016) found that the relationship between 
profitability and firm value is positive and 
significant. 

Gavrea, Ilies, & Stegerean (2011) in-
dicate that organizational performance 
involves three areas, related to an organi-
zation: (1) financial performance (includ-
ing return on investments, profits, etc.), (2) 
shareholder return (including economic 
value-added, total shareholder return, etc.) 
and (3) the product/service market perfor-
mance (including market share, sales, etc.). 
Sales growth is a highly significant measure 
of business success (Kotler, 2003), as it in-
creases company value (Febriyanto, 2018). 
Sam & Hoshino (2013) emphasize that 
“sales growth generally utilizes capacity 
more fully, which spreads fixed costs over 
more revenue resulting in higher profitabil-
ity”. These are the reasons for focusing re-
search on profitability and sales growth as 
indicators of organizational performance in 
this study.
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2.4.	 Talent management and 
organizational performance

Talented individuals, as a firm’s stra-
tegic resource, lead companies to achieve 
superior performance. Certain authors have 
uncovered a positive and significant cor-
relation between talent management, or 
some of its elements, and organizational 
performance. Dries (2013) points out that 
talent management programs lead toward 
accomplishing higher productivity, bigger 
profits, as well as to a noticeable contribu-
tion to competitive advantage. Sareen & 
Mishra (2016) show in their research in the 
IT industry that talent management is posi-
tively related to the overall organizational 
performance, although with a partial impact 
of its practices on performance. Auranzeb 
& Bhutto (2016) found that, in the service 
sector firms, talent retention has been sig-
nificantly linked to organizational perfor-
mance. Glaister et. al. (2018) surveyed 198 
respondent firms and concluded that, when 
talent management is focused on the devel-
opment of social capital and workforce net-
works, it plays a vital role in mediating the 

relationship between human resource man-
agement and company performance. Kumar 
& Pansari (2015) found that employee en-
gagement can be linked to profit growth. 

Kagwiria Lyria, Namusonge, & Karanja 
(2017) demonstrated that diverse practices 
of talent management (such as practices, 
related to talent attraction, career manage-
ment, learning/development, and talent re-
tention) contribute positively to organiza-
tional performance. 

3. RESEARCH METHODOLOGY

3.1.	 Conceptual framework and 
research hypotheses

The fundamental aim of this study is to 
examine the relationship between the talent 
management dimensions and the financial 
organizational performance in Bosnia and 
Herzegovina. A brief conceptual model is 
proposed as the basis for empirical research 
(see Figure 1).

Figure 1. Conceptual framework

Figure 1. Conceptual framework

Figure 1 depicts two parts of the con-
ceptual model: talent management and its 
influence on organizational performance. 
Talent management consists of the three 
main elements (Wahyuningtyas, 2015):

• Attracting talent (consists of „talent
planning, recruitment, selection, and
orientation“)

• Developing talent (encompasses
„performance appraisal; talent map-
ping; development and learning need
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analysis; implementation of develop-
ment and learning; and talent review“)

• Retaining talent (includes „career plan-
ning, succession planning, engaging
talent“)

In this study, the focus is placed on the 
fundamental categories of attracting talent 
(recruitment and selection), developing tal-
ent (development and learning implemen-
tation), and retaining talent (talent engage-
ment). Talent recruitment and selection aim 
to discover crucial aspects of the first phase 
of the talent management system, related to 
the proactive build-up of the talent pools, 
recruitment marketing strategy, testing, 
and talent selection methods. Talent devel-
opment aims to identify the way, in which 
talent education, training, and learning pro-
cesses contribute to the overall organiza-
tional strategy. Talent engagement is con-
ceptualized according to Kumar & Pansari 
(2015), i.e. consisting of five dimensions: 
“employee satisfaction, employee identi-
fication, employee commitment, employee 
loyalty, and employee performance”.

Financial indicators, used in this study, 
include profitability and sales growth. 
Based on the constructed model, the re-
search hypotheses are identified as follows:

H1:	There is a positive and statistically 
significant relationship between talent 
management and organizational perfor-
mance, i.e. profit and sales growth.

H2: Recruitment and selection have a posi-
tive and statistically significant influ-
ence on organizational performance.

H3: Talent development and learning have 
a positive statistically significant influ-
ence on organizational performance.

H4: Talent engagement has a positive and 
statistically significant influence on or-
ganizational performance.

3.2.	 Methodological considerations
This research uses quantitative analysis, 

while the data has been collected by using 
an appropriate questionnaire on talent man-
agement in companies, located in Bosnia 
and Herzegovina. The independent vari-
ables are the fundamental elements of talent 
management (attracting, developing, and 
retaining talent), while the dependent vari-
ables are indicators of organizational per-
formance, which include profitability and 
sales growth. The research sample included 
the 97 key talented managers of enterprises, 
located in Bosnia and Herzegovina, who 
were selected, based on possessing three 
key qualities (Ulrich & Smallwood, 2012).: 
required competencies, great commitment 
to work, and their excellent contribution to 
the work (someone who achieves the set 
results and often exceeds them). Human re-
source managers helped in the selection of 
surveyed talented managers since they had 
the necessary information available. 

3.3.	 Measures 
Scales for measuring the attraction and 

development of talent are constructed for 
this research. Both the talent attraction and 
the talent development scales consist of 
four items. Responses were presented on a 
five-point Likert-type scale, with the value 
of 1 denoting strong disagreement and the 
value of 5 strong agreement with the pre-
defined items. Sample items for talent at-
traction are as follows: “Our company pro-
vides sufficiently attractive offer and salary 
for managerial positions” and “Our com-
pany uses, besides usual recruiting meth-
ods (like CV and interview), also additional 
testing for competency checking”. Sample 
items for developing talents included: “Our 
company invests in the development of tal-
ented managers and constant learning” and 
“Our company follows the newest trends 
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and applies the most efficient and effective 
training and educations for managers”. For 
the dimension of talent retaining, the meas-
ure, consisting of 20 items, previously de-
veloped by Kumar & Pansari (2015), was 
used to evaluate talent engagement, which 
consists of five sub-categories: talent satis-
faction, talent identification, talent commit-
ment, talent loyalty, and talent performance. 
Talents were asked to rate their experience 
with the current organization on a five-point 
scale (1 = the lowest score; 5 = the highest 
score). The sample items are as follows: “I 
feel good about working at this company” 
(one of the talent satisfaction items); and “I 
view the success of the brand as my own” 
(one of the talent identification items). 

The reliability of all three addressed 
scales has been evaluated by using the 
Cronbach alpha indicator (see Table 1). 
Analysis of internal consistency disclosed 
that the value of Cronbach alpha for the 
constructs used is as follows: 0.851 for at-
tracting talent (N=4), 0.879 for developing 
talent (N=4), and 0.964 for talent engage-
ment, as the fundamental element of tal-
ent retention (N=20). Each construct in the 
model had the value of Cronbach’s α higher 
than 0.7, showing that talent attraction, tal-
ent development, talent retention, and or-
ganizational performance have relatively 
high internal consistency. 

Table 1. Reliability statistics

Variables Number of items Cronbach Alpha
Attracting talent (Talent recruitment and selection) 4 0.851
Developing talent 4 0.879
Retaining talent (Talent engagement) 20 0.964

4. RESEARCH RESULTS
Collected data were analyzed by us-

ing descriptive statistics. Pearson correla-
tion coefficient, regression analysis, and the 
ANOVA test of the multiple linear regres-
sion model.

4.1.	 Structure of the sample
The survey was conducted through face-

to-face interviews, during 2019, with a total 
of 97 respondents, from all parts of Bosnia 
and Herzegovina (see Table 2).

Table 2. Structure of the sample

Gender Male
Female

43%
57%

Age

20-30 years
31-40 years
41-50 years
51-60 years
Over 60 years

33%
40%
17%
8%
2%

Level of education

High school
Bachelor degree
Master degree
PhD

6%
29%
60%
5%
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Managerial position 

Director/general manager
Branch manager
Sales manager
Project manager
Financial Manager
Other types of manager

18%
13%
27%
26%
9%
7%

The sample consisted of slightly more 
female (57%) than male talented managers 
(43%). Furthermore, respondents mostly 
belonged to the group of young and mid-
dle-aged adults (73% of respondents were 
in the age group between 20 and 40 years, 
17% of managers were between the age of 
41 and 50.8% were older adults (between 
the age of 51 and 60 years) and 2% were 
over 60. The majority of talented managers 
had a university degree (60% of managers 
had a master’s degree, 29% bachelor’s de-
gree, and 5% a Ph.D. degree), while some 
of the talents (6%) had only a high school 
diploma. Most of the talents (27%) worked 
as sales managers and 26% as project man-
agers. A large group of talents occupied 
higher managerial positions (18% were 
general managers, and 13% were branch 
managers), 9% of talents worked as finan-
cial managers, and 7% were involved in 
other managerial duties. 

4.2.	 Correlations
This study analyzes the relationship 

between talent recruitment and selection, 
talent development and learning, and tal-
ent engagement with organizational perfor-
mance, measured by sales growth and prof-
itability growth. The Pearson correlation 
matrix is presented in Table 3. Results of 
the correlation analysis show that a positive 

and statistically significant correlation ex-
ists among all the variables, implying that 
the talent management practice leads to im-
provement of organizational performance in 
companies in Bosnia and Herzegovina.

The correlation values of 0.461 and 
0.452 show the existence of a significant, 
but moderate relationship between talent re-
cruitment and selection and organizational 
performance (measured by sales and prof-
itability growth). Regarding talent devel-
opment and learning and sales growth, the 
correlation value of 0.538 also shows a sig-
nificant and moderate relationship. Similar 
results are found when analyzing the rela-
tionship of talent development and learning 
with profitability growth, where the cor-
relation is, also, significant and of moder-
ate strength (r = 0.566). When it comes to 
talent engagement and organizational per-
formance, the correlation between talent 
engagement and sales growth has the value 
of 0.724, and the correlation between tal-
ent engagement and profitability growth the 
value of 0.728. These variables are signifi-
cantly and strongly correlated with one an-
other (see Table 3). These correlations serve 
as a foundation for subsequent modeling of 
regression relationships, resulting in a bet-
ter understanding of causal relationships be-
tween the analyzed variables.
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Table 3. Pearson correlation matrix for talent management and organizational performance variables

Talent recruitment 
and selection

Talent development 
and learning

Talent 
engagement

Sales growth .461** .538** .724**

Profitability growth .452** .566** .728**

Note: **Correlation is significant at the 0.01 level (2-tailed).

4.3.	 Multiple linear regression
Multiple linear regression is applied in 

this study to evaluate the strength and di-
rection of causal relationships between the 
independent variables (talent attraction, 
talent development and learning, and tal-
ent retention) and the dependent variable 

(organizational performance: sales growth 
and profitability growth). Regression out-
comes are presented in Table 4., indicating 
a satisfactory fit for the regression of talent 
management independent variables and or-
ganizational performance. 

Table 4. Model fit for organizational performance

Model R R square Adjusted R square Std. Error of the estimate
1 .968a .937 .931 .782

Predictors: (Constant), Talent Recruitment and Selection, Talent Development and Learning, Talent 
Engagement

Results in Table 4 indicate the existence 
of a relationship between talent recruitment 
and selection, talent development and learn-
ing, talent engagement, and organizational 
performance, as demonstrated by the value 
of R= 0.968. The value of the adjusted R 
square is 0.931, showing that 93.1% of the 
variance in organizational performance can 
be explained by the predictors of talent re-
cruitment and selection, talent develop-
ment, and learning and talent engagement. 

Table 5. Shows results of the ANOVA test. 
The overall model was statistically signifi-
cant, i.e. independent variables were good 
joint explanatory determinants of organi-
zational performance (F=129,887 and the 
statistical significance of 0.000). It is im-
portant to emphasize that the F calculated 
value (129,887) exceeds the F critical value 
(17,837), which confirms that the overall 
model is statistically significant.

Table 5. ANOVA test (model significance)
Sum of Squares df Mean Square F Sig.

Regression 1271,851 16 79,491 129,887 .000b

Residual 49,548 81 0,612
Total 97
a. Dependent variable: Organisational Performance
Predictors: (Constant), Talent Recruitment and Selection, Talent Development and Learning, Talent 
Engagement
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Table 5. shows that the value of statis-
tical significance is .000, and the score as-
sumes a value smaller than .05. Therefore, 
the F test is considered to be significant, so 
the null hypothesis may be discarded and 
a claim can be made that the regression 

model may be used to explain changes in 
the research population. Table 6 shows the 
coefficients of the regression model, where 
all predictors have a positive and significant 
influence on organizational performance. 

Table 6. Regression model coefficients

Predictors
Unstandardized Coefficients Standardized 

Coefficients t Sig.
B Std. Error Beta

(Constant) .247 .056 4.411 .001
Talent recruitment and selection .261 .033 .194 7.909 .000
Talent development and learning .315 .039 .281 8.077 .000
Talent engagement .489 .045 .372 10.867 .000
Dependent variable: Organisational Performance

With the values of β=0.261 and p=.000 
for talent recruitment and selection, each 
single unit change of independent variable 
brings about the 0.261 unit change of or-
ganizational performance, while keeping 
other variables constant. For the explana-
tory variable, related to talent development 
and learning, β=0.315 and p=.000, i.e. for 
each unit change of talent development 
and learning, there is a 0.315 unit change 
of organizational performance, while keep-
ing other variables constant. For the third 
independent variable - talent engagement, 
β=0.489 and p=.000, i.e. for each single 
unit change of talent engagement, there is 
a 0.489 unit change of organizational per-
formance, while keeping other variables 
constant.

The t-value for every single regression 
coefficient in the presented model appraises 
whether the talent management dimensions 
are significant predictors of organizational 
performance. Considering that t=7.909 and 
p=0.000<0.05, it can be concluded that tal-
ent recruitment and selection are significant 
predictors of better organizational perfor-
mance. Talent development and learning 
are, also, significant predictors of enhanced 

organizational performance (since t=8.077 
and p=0.000<0.05). Talent engagement, as 
the third talent management dimension, is 
also a significant predictor of organizational 
performance (t=10.867 and p=0.000<0.05) 
in companies in Bosnia and Herzegovina.

The empirical results support the main 
research hypothesis of a positive and sta-
tistically significant relationship between 
talent management and organizational per-
formance. Furthermore, results show the 
importance of talent management for com-
panies in developing countries, such as 
Bosnia and Herzegovina.  Regarding talent 
attraction (talent recruitment and selection), 
this study shows that companies in Bosnia 
and Herzegovina use additional testing as 
a selection method for checking the key 
competencies. In addition, they provide 
sufficiently attractive offers and salaries 
to talented managers, which affects orga-
nizational performance positively. When 
it comes to talent development and learn-
ing, the study confirms that the responding 
companies invest in talent development and 
constant learning, as well as apply efficient 
and effective training/education methods 
for talented managers, which positively 
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contributes to organizational performance. 
Results, related to talent engagement, as 
the main part of talent retention, demon-
strate that talented managers are satisfied 
with the job and the employer, identify with 
their organization and its success, are truly 
committed and loyal, as well as exceed their 
goals, which further positively affects orga-
nizational performance (measured by profit-
ability growth and sales growth).

5. LIMITATIONS AND
FURTHER RESEARCH
DIRECTIONS
This study has certain limitations. The

first limitation is found in the fact that it did 
not take into consideration some external 
influences on talent management practices 
and organizational performance. In addi-
tion, the sample is rather small and was not 
divided into categories, according to the 
type of the business and the industry sector. 
The second limitation is a simplification of 
relations between variables, avoiding the 
use of structural and cultural components 
of an organization, as variables, mediating 
the relationship between talent management 
and business performance. Some additional 
limitations are connected to the psychologi-
cal and other traits of respondents, which 
were not taken into consideration. 

Directions for further research in this 
field in Bosnia and Herzegovina could 
include testing the influence of differ-
ent organizational structures, in terms of 
their size, age, strategy, power, technol-
ogy, and culture, as mediators between tal-
ent management application and business 
performance. Additional research direc-
tions should consider larger sample sizes, 
which will help to get more precise data 
and more reliable results, which could be, 

additionally, considering some of the main 
psychological traits of respondents.

6. RECOMMENDATIONS
This study, conducted in Bosnia and

Herzegovina, contributes to understand-
ing talent management, concerning busi-
ness performance, in general. It might 
lead to additional research in this multi-
disciplinary field, by using a background 
from different scientific areas, since hu-
man resource management in general and 
especially talent management, should be 
analyzed by using holistic and multidisci-
plinary approaches. This study also con-
tributes to raising awareness of how es-
sential and valuable talents are for overall 
business success and how hard it is to find 
and retain them. Enterprises in develop-
ing countries need to make talent manage-
ment their strategic priority and invest in 
talents’ learning, development, and satis-
factory motivation, as the entire organiza-
tion grows and learns with them, by shar-
ing knowledge and leading by example. 
Finally, research on talent development 
and talent management is scarce in devel-
oping countries, which has been recog-
nized by our literature review 

Practical aspects of this research can 
explain differences between the business 
performance of the companies depending 
on their leadership, human resources man-
agement, and people development prac-
tices, with the specific emphasis on talent 
management. Research results also provide 
direction to policy-makers, as related to 
developing specific social and economic 
measures, decreasing the trend of the hu-
man drain in general and, more specifi-
cally, the brain drain from the developing 
countries.
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7. CONCLUSION
Contemporary organizations of all

sizes and types compete for different re-
sources to survive and prosper on com-
petitive and complex markets. One of the 
most important forms of competition is 
for the desired talents in the labor mar-
ket. Talents are individuals with superior 
capabilities and competencies, who are 
wholeheartedly committed to doing the 
work most efficiently and effectively, con-
tributing enormously to excellent organi-
zational performance. To get the right tal-
ents and attract them to the company, and 
even more importantly, to retain talents in 
the long-term as the firm’s core strengths, 
requires an exquisite talent management 
strategy. 

In this exploratory study, an analysis 
of the talent management influence on or-
ganizational performance in companies in 
Bosnia and Herzegovina has been conduct-
ed. Talent management is viewed as the ef-
fort of an enterprise to attract, develop and 
retain talented managers. When it comes to 
organizational performance, two of its com-
ponents were considered: profitability and 
sales growth. Results show that all three tal-
ent management components have a posi-
tive and statistically significant influence on 
the firm’s organizational performance. This 
study shows that a systematic approach to 
talent recruitment, development, and reten-
tion leads to better business performance. 
Finally, companies in developing countries 
must understand that the most important 
resources are highly committed managers 
at all organizational levels, as the most re-
sponsible individuals for business success, 
although they must not neglect to cultivate 
talent management with all employees, as a 
foundation for developing the internal hu-
man resources strategy and maintaining the 
recruitment base. 
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UTJECAJ UPRAVLJANJA TALENTIMA NA 
ORGANIZACIJE PERFORMANSE U BOSNI I 
HERCEGOVINI KAO ZEMLJI U RAZVOJU

Sažetak

Poduzeća na današnjem, globaliziranom, 
brzo promjenjivom i digitaliziranom tržištu tre-
baju talente, koji, osim temeljnih vještina, posje-
duju i više razine, kao i optimalnu kominaciju ra-
zličitih kompetencija i kvalifikacija. Privlačenje 
najboljih zaposlenika, njihov razvoj i zadrža-
vanje predstavlja ključni čimbenik uspjeha za 
bilo koje poduzeće i zahtijeva dobro postavljeno 
upravljanje talentima. Ovaj rad se usmjerava na 
analizu utjecaja menadžmenta talenata, proma-
tranog kroz njegovo privlačenje, razvoj i zadr-
žavanje, na unapređenje performansi poduzeća 
u Bosni i Hercegovini. Podaci su prikupljeni ko-
rištenjem upitnika, kojim su obuhvaćeni ključni 

elementi upravljanja talentima i organizacijskih 
performansi (na području profitabilnosti i rasta 
prodaje), u populaciji talentiranih menadžera, 
koji rade u BiH poduzećima. S obzirom da su 
talentirani menadžeri ključni strateški resurs, 
koji vodi organizacije prema postizanju izvrsnih 
performansi, poduzeća u zemljama u razvoju tre-
baju formulirati efikasne i prilagođene strategije 
upravljanja talentima, s ciljem stalnog unapređe-
nja organizacijskih ishoda.

Ključne riječi: privlačenje talenata, razvoj 
talenata, angažiranje talenata, organizacijske 
performanse




