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The current highly competitive and unstable business environment, the requirements of 
the knowledge society and the development of new technologies is a reality which presents new 
challenges directed at various areas of the society, including human resources, to organizations 
and their management. It is becoming increasingly evident that the quality of human capital and 
practical implementation of human resources development are ones of the decisive factors of 
organizations´ success and competitiveness and a key source that considerably determines the 
operation and economic performance of organizations.  

The importance of the talent management concept for organizations is growing as a 
consequence of the ongoing globalization of the labour market and as a result of changes in the 
structure of labour force, particularly due to the aging and inadequate qualification structure of 
workforce on the one hand, and growing demands on the knowledge and skills of employees 
and the need for skilled labour on the other hand.  Business practice but also studies carried out 
in the given area (CIPD, 2009, Deloitte, 2010) confirms that the talent management is becom-
ing one of the main tools of business competitiveness. Above all, the organizations that are able 
to recruit, develop and retain existing but also future talents will gain a competitive advantage 
over the others. Talented employees are those who significantly contribute to the implementa-
tion of the strategy and objectives of an organization and thus to the success and prosperity of 
every organization. 

The key questions in connection with the talent management concept are “Who is a 
talent?” and “What is talent?” The term talent in the organizational concept is used for high-
quality staff or employees who are vital for company performance. Talent is also understood 
as a source of competitive advantage. To approach and define talent in business practice, in-
clusive or exclusive approaches are used. An inclusive approach is based on the fact that every 
single person is perceived as a talent that contributes to the success of an organization and is 
a source of its competitive advantage. An exclusive approach then associates talent with only 
high performing individuals or high potential employees. It is necessary to realize that talent 
management in any organization is determined by the fact how such an organization defines 
the concept of talent and what approach it adopts. A clear definition of the talent concept that 
is accepted by all involved participants is the initial and absolutely essential step for successful 
talent management in every organization.  

Talent management is a multi-faceted concept that is viewed differently in theory and 
practice. There are different definitions and different approaches to talent management in pro-
fessional literature but also in organizations.  Talent management can be understood as a phi-
losophy of human resources management, as an organizational mindset, as a discipline with a 
specific subject and methods of research or as a set of HR policies, processes and programmes 
implemented in a particular organization. The concept of talent management in organizations 
often reflects their specific needs.

At present there is no uniform definition of the term. Lewis, Heckman (2006) defined the 
following three concepts of talent management definitions. Talent management as a set of per-
sonnel activities; talent management in this concept is, to a greater or lesser extent, perceived 
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as a synonym for human resources management. Talent management coupled with the creation 
of databases of talents (talent pools) and talent management focused on the development of 
competencies through managing talents. 

Generally, the definitions of talent management can be distinguished in terms of a broad-
er or narrower concept. In the narrower sense, talent management is primarily focused on in-
dividual processes or sub-groups of employees. In the broader sense, talent management is 
viewed as a complex, integrated and holistic system that integrates all the components of talent 
management.

As mentioned above, present environment brings about a number of changes to which 
organizations must react adequately. It follows that management of organizations, inter alia, 
need to rethink approaches and strategies, which have previously been applied in various areas 
of organizational life, and select those that will enable them to cope with the new economic 
reality. For talent management, this means a shift from the traditional, often unsystematic ap-
proach to new approaches that can reflect the changed reality.

Most of the currently used processes of talent management were created almost half a 
century ago, and now the time has come to create a new model (Cappelli, 2008). According to a 
study conducted by Deloitte (2010), only 20% of executives and specialists in human resources 
questioned said they had carefully worked-out talent management programmes; on the contrary, 
nearly 40% said that it was necessary to make partial or radical changes in those programmes. 
Most respondents also stated that due to the current economic situation it was necessary to re-
think strategies for talent management. Particularly approaches that are mainly focused only on 
partial aspects of the given concept and do not sufficiently emphasize the integrated approach 
to talent management are currently applied in organizations as far as talent management is con-
cerned.  Talent management is not integrated in these organizations in any way or it is mainly 
used at the basic level provided that the traditional approaches and practices of talent manage-
ment are applied within an organization. However, in this context it is necessary to realize that 
this concept may partially and temporarily suit its purpose, generally, however, this level of 
integration does not bring a real value to the organization. (Silzer, Dowell, 2010).

One of the new approaches is integrated talent management. Integrated talent manage-
ment can be defined as an innovative and holistic approach to talent management, which en-
ables an organization to adequately and flexibly respond to changes in the business environ-
ment. The concept of integrated talent management integrates the business strategy, the human 
resources strategy, talent management processes and organizational culture (Avedon, Scholes, 
p. 80 in Silzer, Dowell, 2010). 

Integrating talent management with the strategy of an organization is one of the prereq-
uisites of the effective talent management and the initial step in formulating the talent manage-
ment strategy. The interconnection of the business strategy with the talent management strategy 
makes it possible to identify talent management processes that are crucial for achieving strate-
gic objectives of an organization.

The talent management strategy needs to be also interconnected with the human re-
sources strategy. It is necessary that various initiatives of talent management and HR activities, 
processes and systems are interconnected at least at the minimum level. However, it is most 
effective if they are fully integrated. The integration of the talent management strategy with the 
HR strategy can be carried out in different ways from the use of philosophy and principles that 
are the basis of human resources strategy through the use of various HR systems to the use of 
competency models.

Integration of talent management processes means that these processes do not run as in-
dependent and isolated processes, but as interconnected and related processes, when the output 
of one process is the input of the following one.

Integration with the organizational culture means that the values ​​in talent management 
processes are consistent with the values ​​of the organizational culture. A culture that supports 
processes and policies of talent management is the precondition for its successful integration. 
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Another important condition for the talent management effectiveness is also the level of manag-
ers´ engagement and support in creating talent strategies. What importance managers attach to 
talents as a strategic value for the organization also plays a significant role.

Integration at all the above-mentioned levels is a prerequisite and, at the same time, ne-
cessity for the successful implementation and application of the integrated talent management 
concept. From the procedural point of view, it means their interconnection, mutual support and 
reinforcement. It is necessary to realize that talent management strategies will vary, especially 
depending on the business strategy, the life cycle of a company, but also on the degree of en-
gagement of company management. The organizational culture also plays an important role. 

In conclusion, let us add that talent management is not only the HR processes and activi-
ties, but it is also a way of thinking and decision making, in which the holistic and integrated 
approaches are used in order to gain a real competitive advantage for an organization and its 
employees. Therefore, we should approach talent management as one of the key assets of orga-
nizations´ competitiveness and also as one of their core values.

I believe that this current issue will bring you not only new and interesting findings, but 
also ideas and inspiration for your further professional activities.
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