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Abstract: The claim that human resources or human capital is the most important and valuable asset
of organizations is widespread and widely accepted. For this reason, one of the biggest challenges
for organizations is to find the right employees with the necessary skills, high potential, and talent.
However, the challenge for organizations is not only to find, but also to retain and to use the potential
of talented employees. The main aim of this study is to identify the HRM practices which most
significantly affect the retention and commitment of talented employees. Based on factor analysis,
individual factors of HRM practices were identified. Through canonical analysis, the relationships
between the identified factors of HRM practices, talent retention (the intention of talented employees
to remain in the organization), and the organizational commitment of talented employees were
identified. One of the most important results of the study is the identification of human resource
management practices that are most strongly associated with talent retention and commitment.

Keywords: talented employees; HRM practices; organizational commitment; retention

1. Introduction

In today’s highly competitive and dynamically changing business environment, tal-
ented employees are considered a key factor in the differentiation, success, and sustainable
development of organizations. The need for talent management is underlined by the fact
that organizations are facing a growing skills gap and the lack of high-quality candidates to
fill the open positions. The concept of talent management is a relatively new concept that
began to emerge in the 1990s. It covers a wide range of processes and practices, particularly
the planning, identification, recruitment and selection, training and development, retention,
and remuneration of talented people. According to Cappelli, talent management is a matter
of anticipating the need for human capital and then setting a plan to meet it [1]. The goal of
talent management is to attract, identify, develop, engage, retain, and place high-potential
individuals, who are perceived as extremely valuable and precious to the organization.
Through talent management, organizations can create high-performing workplaces, en-
courage learning organizations, strengthen the employer brand, and improve diversity
management [2]. Its essence is to ensure the development and career advancement of
highly talented and qualified individuals in the organization through formalized proce-
dures, resources, policies, and processes. Due to the shortage of talents and the relatively
high number of opportunities for these talented individuals to find a job, organizations
must make an enormous effort in order to retain talent and ensure their commitment. In
addition to the fact that human resource management practices affect the retention and
organizational commitment of talented employees, there is also an interconnection between
retention and organizational commitment. Based on the job embeddedness theory, it has
been proven that individuals who are more embedded in their organizations are more
likely to stay in their jobs [3]. That is why in our study, we aimed to identify an appropriate
set of human resource management practices, with an emphasis on talented employees,
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that have the effect of reducing talent turnover (i.e., retaining talented employees) and
increasing commitment, and which can be useful for both researchers and practitioners.

2. Literature Review

Human resources, especially talented employees, are a crucial factor for business
success. According Chartered Institute of Personnel and Development (CIPD), talents are
“individuals who can make a significant difference to organizational performance. This
may either be through their immediate contribution or, in the longer-term, by reaching their
highest levels of potential” [2]. Green identified nine key processes that are typically part
of talent management programs: compensation and rewards, engagement, high-potential
employee development, individual professional development, leadership development, ed-
ucation and training, performance management, recruitment, and planning succession [4].
Of particular importance are talent identification, recruitment, retention, and development.

The problem that many organizations struggle with is the high turnover of talented
employees. They need to implement HRM practices that ensure the loyalty and commit-
ment of talented employees. As mentioned, one of the main responsibilities of the HR
department in changing the business environment is to secure and retain the talents [5]. In
his study, Kumar investigated the relationship between talent management practices and
employee retention intentions (that is, employee turnover) [5]. Based on the assumption
that employees’ retention intentions are associated with four talent management practices—
recruitment and selection, performance and career management, salary and compensation,
team and management support—the author found compensation (rewards and incentives)
and performance management (training, development and growth opportunities, and
career paths) to be the most influential factors for employee retention [5].

The aim of the study of Haldorai et al. [6] was to investigate the turnover intentions of
hotel employees using the pull–push–mooring framework. Among the eight push factors
that were expected to have a positive relationship with the turnover intentions, the rela-
tionship was demonstrated by six factors, namely work overload, low career progression,
interpersonal tension, emotional labor, work interference with personal life, and personal
life interference with work. Among the five pull factors (that were expected to be negatively
related to turnover intention), two factors seemed to be the most influential—community
fit and travel opportunities. The authors also assumed that the mooring variable (per-
sonal life involvement) would moderate the link between work interfering with personal
life/personal life interfering with work and the turnover intention, but this moderation
effect was significant only in the medium-term turnover intention. Based on this study,
Mutanga et al. [7], in their research carried out in Namibia, explored some of the key push
and pull factors necessary for the provision of opportunities for talent development and
retention. In order to mitigate the push factors, talent retention strategies, such as the pro-
motion of a conducive working environment, cognitive engagement, career advancement
opportunities, and offering competitive salaries, would have to be implemented. Among
the pull factors, better salary, job security, growth and advancement prospects, conducive
work environment, work flexibility, work perks, and mentally challenging jobs seemed
to be the most influential variables that encourage employees’ retention. The workforce
retention rate is also associated with workplace culture, which is one of the most influential
factors of employee commitment, engagement, and job satisfaction [8].

Appropriately chosen human resource management practices are the key to retaining
talented employees. HRM practices should be based on up-to-date analyses of the needs
of the organization and its employees. There are a number of HRM practices that are
functional and effectively influence talented employees. The author of the well-known
concept of human resource management practices, Jeffrey Pfeffer [9], compiled a set of
HRM practices that have been reduced, innovated, and improved over time in relation to
the economy and the labor market. Miao et al. [10] emphasized that well-chosen HRM
practices should expand the knowledge and skills of individuals as well as support them
in thinking and solving problems. Human resource management should use practices
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that increase the emotional attachment of employees to their organizations, create a sense
of moral obligation to remain in the company, which in turn increases the organizational
commitment of employees [11].

Various studies have revealed that the way human resources are managed and leader-
ship style have a direct impact on the ability to maintain/retain an existing workforce [12].
Creating an organizational environment aimed at retaining talented staff is the first step in
reducing employee turnover. Identifying the reasons why employees leave the organiza-
tion is an important part of developing an effective human resource management strategy.
One way to obtain this information is to conduct in-depth interviews with outgoing staff.
Knight’s study [13] showed that the main reasons for employees leaving organizations
(with a high turnover rate) are: work stress, insufficient staffing, lower support, communi-
cation, and cooperation in the organization. Based on the above, it is possible to assume
the existence of a statistically significant relationship between a set of human resource man-
agement practices and the retention of talented employees in organizations. The following
hypothesis was formulated:

Hypothesis 1. There is a statistically significant relationship between a set of human resource
management practices and retaining talented employees in organizations.

Formally setting up the second hypothesis was determined by the fact that several
studies and research have revealed that there is a statistically significant relationship
between organizational commitment and retention [14]. As for retention, the goal of or-
ganizations is to achieve the highest possible level of organizational commitment from
their employees because it is closely related to employees’ satisfaction, engagement, pro-
ductivity, and job performance, which in turn leads to better organizational performance
and results. Organizational commitment can be defined as an employee’s attachment to
his/her workplace or a degree of the employee’s identification with and involvement in
a company [15]. The essence of organizational commitment is an affective attachment of
an employee to the organization [16], his/her identification with the organization [17], or
his/her identification with and involvement in the organization [18]. According Allen
and Meyer [19], organizational commitment is a psychological situation that binds an
employee to an organization, which will positively influence an employee to remain with
an organization.

The relationship between employee and organization has been recognized as a social
exchange relationship. In this context, organizational commitment is a behavior developed
while the process of such exchange relationship is established [20]. In this spirit, many
organizations and companies strive to maintain a competitive advantage based on a social
exchange that strengthens the organizational commitment of employees. Based on the
social exchange theory, Eisenberger et al. [21] argued that “employees tend to regard an
organization as a person and form a global belief regarding how this personified organiza-
tion recognizes their contribution and cares for their well-being”. If an employee perceives
his/her organization to be supportive, he/she tends to reciprocate the organizations’ sup-
portiveness with increased commitment. Moreover, this perceived organizational support
is strongly affected by organizational practices and policies such as pay, job enrichment,
and participation [22].

The essence of commitment is positive evaluation and a sense of responsibility that
an employee has regarding his or her organization [23]. Employee commitment mani-
fests itself through employees’ attitudes and behaviors and other organizational outcomes
such as job satisfaction, affective commitment, and retention levels [24], overall degree of
employees’ identification, involvement, and loyalty towards the company [25]. Organi-
zational commitment was defined by Greenberg and Baron [26] as the degree to which
employees identify with the organization, the degree of commitment they show, and the
willingness to leave it. There are basically three main perspectives in research related to
organizational commitment: (1) the first perspective is based on the perspective of social
exchange, according to which the commitment of the employee toward the organization
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is the result of the small investments that he/she has made over time [27]; (2) the second
perspective is represented by Affective Commitment, with an emphasis on the binding
force between the person and the organization, which is characterized by the employee’s
desire to remain in the organization, accepting organizational values and goals in return
for certain psychological rewards such as support or recognition [28,29]; (3) the third per-
spective, represented by the Normative Commitment developed by Meyer and Allen [30],
is focused on the work ethic and the responsibility that an employee acquires, which drives
him/her to do his/her job well in any circumstance.

At present, the relationship between human resource management practices and em-
ployee commitment is being widely studied. Previous studies and research on employee
loyalty have shown a rapid decline in loyalty in relation to the current and future market
situation [31,32]. Among high-commitment HRM practices are common practices such
as enriched job design, team-based approach, participation in decision making, pay for
performance, high level of pay, accurate performance appraisal, extensive training and
development, and selective staffing (Appelbaum et al. 2000; Arthur 1994; Delery and Shaw
2001; Guest 1997; Huselid 1995; Pfeffer 1998; Whitener 2001; Wright et al. 2003, in [22]).
The study by Rhoades et al. [33] revealed that factors such as organizational rewards,
procedural justice, and supervisor support are an expression of perceived organizational
support and can thus strengthen commitment [18]. Based on the assumptions that (1) em-
ployees with the perception of receiving support from their managers in their development
are more likely to be engaged with the organization [34] and (2) effective coaching can
enhance employees’ feelings of competence, which leads to employees’ organizational
commitment [35]. Park, McLean, and Yang [36] revealed in their study that managers’
coaching skills impact employees’ personal learning, and managerial coaching impacts
employees’ organizational commitment. The study of Ji and Jan [37], which was focused
on interpersonal trust, i.e. trust in supervisor and in coworker (both of which have the
potential to affect employees’ job satisfaction, organizational commitment, organizational
citizenship behavior, cooperation, and overall performance), revealed that supervisor
support leads to frontline employees’ trust in their supervisor, while abusive supervision
significantly decreased employees’ trust in their supervisor. Furthermore, building on
the research and studies of the time, Macky, D’Amato and Herzfeldt [38] concluded that
learning in organizations is also related to organizational commitment and the intention to
remain with the organization. Revuelto-Taboada, Canet-Giner, and Balbastre-Benavent [39]
emphasized the key role of human resource management in addressing the new challenges
that companies currently face in order to achieve the required competitiveness and sus-
tainability in a growing market. The results of this study pointed to individual positive
interactions of human resource management practices that support the implementation
of socially responsible organizational initiatives by organizations. In the context of the
above, we assumed that there is a statistically significant relationship between a set of
human resource management practices and the commitment of talented employees; thus,
the following hypothesis was formulated:

Hypothesis 2. There is a statistically significant relationship between a set of human resource
management practices and the commitment of talented employees.

3. Materials and Methods

The aim of this study was to identify the individual HRM practices that significantly
affect the retention and organizational commitment of talented employees in the company.
The primary data were obtained through a self-administered questionnaire during the
second wave of the COVID-19 pandemic (February 2021) in the Slovak Republic. The
questionnaire contained 50 questions identifying a set of HRM practices applied in com-
panies [40–42]. The questionnaire survey was aimed at obtaining data on the degree of
organizational commitment of talented employees (through a set of 15 questions devel-
oped by Mowday, Steers, and Porter [28]), and the retention of talented employees (with
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18 questions taken from Newstrom [42]; Judge [43]; Lindsey and Kleiner [44]). The level of
agreement with the individual items was assessed by using the five-point Likert scale: (1)
Strongly disagree; (2) Disagree; (3) Neither agree nor disagree; (4) Agree; (5) Strongly agree.

The questionnaire was distributed online to 360 randomly selected manufacturing
companies employing more than 50 employees. The main source for obtaining information
about Slovak organizations was the Slovak Entrepreneur Index database, from which the
5371 companies employing more than 50 employees were generated. The target population
consisted of all employees who had been designated as organizational talents by the
organizations, regardless of the position they held. The sample frame was a subset of
talented employees working in randomly selected companies to whom we had access.
Individual organizations were approached with a request to distribute the questionnaire
among employees who were considered/identified to be organizational talents. As the
questionnaire was anonymous, it was not possible to unambiguously identify the rate of
return from the individual organizations contacted. The research sample consisted of 391
talented employees who had been identified by their supervisors and HR managers in
companies and subsequently approached to participate in the research. Statistical software
Statistica and MS Excel were used to process the obtained data. To verify individual
hypotheses, validated methods such as the Kaiser–Mayer–Olkin test, Bartlett’s Test of
Sphericity, PCA analysis, and Canonical correlation analysis were applied.

There are different approaches to proposing human resource management practices.
Martín-Alcázar et al. [45] summarized the theoretical basis of human resource management
models into three different approaches, with each approach emphasizing its own specific
dimension in strategic human resource management. The individual models provide a
systematic overview of the perspectives which organizations should follow when they
choose a specific model. Universalistic perspective: This is the simplest approach to the
analysis of human resource management strategies. This model seeks the best way to
manage people so that the organization’s goals are met as effectively as possible. In terms
of the level of analysis, the universalistic model focuses mainly on the sub-functional point
of view, analyzing how individual and isolated human resource policies are linked to
organizational performance [40]. Although the literature has pointed out many best human
resource management practices (remuneration, recruitment and selection of employees,
performance evaluation), it is possible to identify topics that emerge repeatedly, which,
in general terms, represent the core of the universalistic contribution [46]. Contingency
perspective: The contingent model introduces a different starting assumption in relation
to what the relationship between variables means. Contrary to the linearity argued by the
universalists, they propose a model based on interactivity. The relationship between the
dependent and the independent variables will no longer be stable, and it will vary depend-
ing on other third variables (size of the organization, sector, nature of work, etc.). These
factors deny the existence of proven approaches that could lead to higher performance in
all circumstances, using a contingent management approach. With regard to the contin-
gent approach to management, researchers accept the view that the stronger and greater
the consistency between business strategy and SALW practices, the greater the impact
of the practices on performance [40]. Configurational perspective: The configurational
perspective contributes to the explanation of SHRM, with a useful insight into the internal
aspects of the function by means of the analysis of the synergic integration of the elements
that build it [46]. Sojka [47] notes that this model faces multilateral criticism because it
simplifies what cannot be simplified in practice. The contingency management model
determines that in an effort to assign an external variable to another internal variable, a
linear relationship without complications is assumed.

It is extremely unlikely that no complication will occur, as organizations in today’s
competitive market need to respond promptly to changes in the external environment not
only in terms of strategy, but also in terms of communication to achieve more effective
performance. Based on the above, it can be stated that companies should strive to create an
integrated model of human resource practices that would be able to cover both vertical
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and horizontal integration while addressing the buffer effect of possible human resource
risks at the same time.

Marchington and Grugulis [48] discussed how Pfeffer’s model of human resource
management practices has been modified since the end of the 20th century and slimmed
down to those practices which are considered the best and most important. Many authors
from abroad have tried (not only on a theoretical basis, but also in studies and papers) to
analyze and identify those practices that, from a practical point of view, could be the most
beneficial and universal for organizations. The authors considered the human resource
management practices as a specific set that, if properly implemented, can increase the
organization’s profits.

Given the facts above, the possible differences that arise in terms of time as well as
the possible differences in the definition of individual practices in terms of geographical
location, we chose the exploratory factor analysis as an underlying tool. We therefore
assumed that the research tool, which contained 50 items, had to be explained by a group
of common latent variables defined as human resource management practices. The imple-
mented exploratory analysis thus suited the research in terms of methodology. In terms of
defining the method of extraction of common latent variables, the principal components
method met the condition of maximizing the explained variance and at the same time
minimizing residual correlations. The research problem could be approached differently.
However, the results of the exploratory analysis only provided basic baseline results and
the proposed factor model was subsequently verified on a new group of respondents using
a confirmatory factor analysis. To that end, the results and relationships between individual
endogenous and exogenous variables were refined. However, the results of this part of the
research could not be published due to the scope of this study.

4. Results

The first step was to verify the internal factor structure of the proposed methodology
for evaluating HRM practices. We analyzed the respondents’ degree of agreement with
statements concerning 50 different HRM practices on the five-point Likert scale (from
strongly disagree to strongly agree). The list of the analyzed HRM practices (in the form of
statements) is presented in Table 1.

Table 1. List of HRM practices.

Item HRM Practice

I-1 My organization makes every effort to align a talented employee with a role that suits them, i.e., it puts the
right people in the right jobs.

I-2 My organization has an attractive Employee Value Proposition (EVP = what employees get for what they give)
that helps to secure the best talents.

I-3 My organization makes considerable efforts to find talented employees that fit the organization’s culture and
core values.

I-4 When filling key positions, my organization prefers internal recruiting, i.e., to hire from within itself (for
example, through a formal internal hiring program and/or managers who inform employees about open
positions that might be a good fit).

I-5 My organization ensures the visibility of talent management initiatives.
I-6 My organization has effective compensation and recognition systems that reward people for their

contributions.
I-7 My organization recognizes high performers, rewards their contribution to success, and acknowledges their

value to the organization.
I-8 The combination of compensation, incentives, and rewards is attractive and motivating.
I-9 My organization cares about employees’ health and well-being.
I-10 My organization emphasizes flexibility in the workplace that enables managers to shift the power of

decision-making to the lower levels and inspire talented employees to create new ideas and implement them.
I-11 My organization puts big emphasis on training and development.
I-12 My organization provides employees with professional development opportunities through good learning

and training programs.
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Table 1. Cont.

Item HRM Practice

I-13 My organization implements learning programs that include activities and tasks that support the
organization’s culture and initiatives.

I-14 Learning and training are aligned with the employee development plan and the roles where particular
employees could move to in the future.

I-15 My organization uses a tailored approach to learning and development so an employee can build a program
that meets his/her needs.

I-16 My organization’s employees have relative job security, i.e., they have a guaranteed job for the future.
I-17 Any planned changes concerning the redundancies in my organization are announced in due time.
I-18 My organization guarantees job security to employees with a high work commitment and performance.
I-19 Employees in my organization are involved in decisions that management make.
I-20 My organization builds trust between employees and senior management.
I-21 My organization respectfully relates with all employees at all levels.
I-22 Organization’s performance evaluation system is effective, i.e., it has standardized evaluation forms,

performance measures, feedback guidelines, and disciplinary procedures.
I-23 Employees’ performance evaluations are conducted fairly, consistently, and objectively.
I-24 Managers and/or supervisors who conduct evaluations give employees feedback about their performance.
I-25 Organizational and supervisory support is provided to the organization’s employees.
I-26 My organization fully empowers employees to make decisions and resolve problems related to their work.
I-27 My organization supports and reinforces team work and mutual cooperation.
I-28 In my organization, the emphasis is on diversity and inclusion.
I-29 My organization encourages the exchange of knowledge, skill, information, and experience through social

interaction among employees.
I-30 Employees in my organization are clear about where they stand and know what is expected of them.
I-31 My organization creates career paths and challenging job opportunities for employees.
I-32 My organization provides employees with the opportunity to evaluate their own performance and includes

this information in their performance appraisals.
I-33 My organization provides flexible work options.
I-34 My organization provides suitable physical and procedural work conditions, the comfort and safety of the

workplace, and the reliability of equipment.
I-35 The career development path gives employees a chance to enhance their skills and knowledge that will

potentially allow them to hold higher positions in the future.
I-36 My organization considers employee health by providing an environment that is free from health hazards,

offers a level of privacy, noise control, and also takes into account the individual needs of each employee.
I-37 My organization supports and encourages independent and creative thinking.
I-38 My organization enables talented employees to find ways of harnessing the capabilities of new tools and to

solve problems or come up with original ideas.
I-39 My organization has a truly well-rounded and attractive benefits program that is motivating for employees.
I-40 My organization has a strong employer brand and reputation (employer of choice).
I-41 My organization makes talented employees feel valued.
I-42 My organization implements succession planning (activities aimed at ensuring that it will optimally use their

talented employees by facilitating their flow into the right jobs).
I-43 Employees in my organization are fairly treated by supervisors.
I-44 My organization conducts exit interviews to understand why talented and valued employees decide to leave

the organization.
I-45 My organization conducts, on a regular basis, performance development planning discussions that focus on

the employee’s interests for career development.
I-46 Mentoring communication, hands-on teaching, and collaboration enable employees (mentees) to improve their

skills.
I-47 My organization provides coaching, mentoring, and feedback so the employees feel valued and important.
I-48 Talent review and feedback processes are standardized in my organization.
I-49 My organization has clear job descriptions, so the skills, abilities, and experience needed from a new employee

are known.
I-50 My organization has created a talent pool.

The basic premise was that the 50 analyzed HRM practices could be explained by
a smaller number of common latent variables, to which we referred as the dimensions
of human resource management practices. Thus, the aim of the study was to identify
the dimensions of human resource management practices as common factors. Therefore,
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we chose factor analysis as the basic starting methodology for examining respondents’
views/attitudes on human resource management practices. The method of extraction
of common latent variables was not chosen at random but on the basis of two basic in-
dicators: the maximum value of the explained variability and the minimum number
of meaningful factors/dimensions. Given the recommendations, e.g. Meloun and Mil-
itký [49] for the minimum value of the explained variability, only the PCA method met
the condition of at least 70% (MINRES = 52.173%, Maximum likelihood factors = 47.992%,
Centroid method = 53.004%, Principal axis method = 44.365%). The subsequent rotation of
factors/dimensions of human resource management practices was evaluated on the basis of
the values of the residual correlation matrix. Only when using the Varimax rotation did the
residual correlations reach less than 0.1. For the other methods of factor analysis rotation,
the values of residual correlations were in the range of 0.1–0.4, which is not satisfactory
from the point of view of applicability (Table 2).

Table 2. Percentage of variability of items of HRM practices.

Factors Percentage of Item Variability Total Variance Percentage

Information Sharing (1)

I-5 (31.12%); I-17 (29.34%);
I-29 (29.30%); I-30 (45.97%); I-45 (26.20%);
I-46 (49.79%); I-47 (41.98%); I-48 (47.75%);
I-49 (58.62%)

27.72%

Employee Remuneration (2) I-6 (63.38%); I-7 (66.44%); I-8(63.78%); I-39
(44.76%) 6.38%

Career Growth (3) I-31 (41.45%); I-35 (29.80%) 5.54%

Employee Training and Development (4) I-11 (46.91%); I-12 (41.91%); I-13 (35.43%);
I-14 (44.47%); I-15 (43.88%) 4.45%

Performance Evaluation System (5) I-22 (67.24%); I-23 (56.92%); I-24 (29.93%);
I-32 (33.47 %) 4.09%

Internal Recruitment (6) I-4 (62.68%); I-50 (46.69%) 3.88%
Job Certainty (7) I-16 (71.53%) 3.54%
Key Competencies (8) I-19 (58.30%); I-26 (33.92%) 3.25%
Organizational Responsibility (9) I-9 (41.87%); I-21 (26.60 %); I-36 (47.94%) 3.14%
Employee Engagement (10) I-25 (37.61%); I-41 (59.44%) 2.68%
Conditional Certainty (11) I-18 (69.04%) 2.55%
Cooperation (12) I-27 (64.06%) 2.40%
Organizational Freedom (13) I-2 (−28.63%); I-10 (25.36%); I-37 (33.44%) 2.24%
Employment/Job Acceptance (14) I-33 (39.84%); I-43 (50.64%) 2.11%

On the basis of the character of our dataset, the method of the Principal Component
Analysis (PCA) was used with the aim of identifying the main factors of HRM practices; the
retention of talented employees and the organizational commitment of talented employees.
The Kaiser–Mayer–Olkin (KMO) test and Bartlett’s Test of Sphericity (Table 3) confirmed
the suitability of the data for factor analysis due to the level of significance (sig. 0.000).

Table 3. The results of the data suitability tests for PCA.

Kaiser–Mayer–Olkin Test Bartlett’s Test of Sphericity

MSA Value df

HRM practices 0.825 3913.203 153

Talented em-ployee retention 0.888 4171.235 153

Organizational commitment 0.769 3826.215 105

By the use of the Principal Component Analysis, 14 factors of the human resource man-
agement (HRM) practices were extracted from 50 items, namely: Information Sharing (1);
Employee Remuneration (2); Career Growth (3); Employee Training and Development (4);
Performance Evaluation System (5); Internal Recruitment (6); Job Certainty (7); Decision-
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making (8); Organizational Responsibility (9); Employee Engagement (10); Conditional
Certainty (11); Cooperation (12); Organizational Freedom (13); Employment/Job Accep-
tance (14). The resulting eigenvalues, which represent the amount of variance accounted
for each factor, are presented in Table 4.

Table 4. Eigenvalues of the correlation matrix of HRM practices and related statistics.

Eigenvalue % Total
Variance

Cumulative
Eigenvalue

Cumulative
%

Information Sharing (1) 13.85944 27.71887 13.85944 27.71887
Employee
Remuneration (2) 3.18757 6.37515 17.04701 34.09402

Career Growth (3) 2.76936 5.53873 19.81637 39.63275
Employee Training and
Development (4) 2.22740 4.45480 22.04377 44.08755

Performance Evaluation
System (5) 2.04272 4.08545 24.08650 48.17299

Internal Recruitment (6) 1.94159 3.88317 26.02808 52.05617
Job Certainty (7) 1.77221 3.54442 27.80029 55.60059
Key Competencies (8) 1.62523 3.25045 29.42552 58.85104
Organizational
Responsibility (9) 1.56940 3.13879 30.99492 61.98983

Employee Engagement
(10) 1.49131 2.98263 32.48623 64.97246

Conditional Certainty
(11) 1.27913 2.55826 33.76536 67.53072

Cooperation (12) 1.20462 2.40925 34.96998 69.93996
Organizational Freedom
(13) 1.12227 2.24455 36.09225 72.18451

Employment/Job
Acceptance (14) 1.05665 2.11330 37.14891 74.29781

Using the PCA analysis with varimax rotation, the two main factors were extracted
within the dimension of talented employees’ retention (the first explaining 46.06% of the
variance, and the second explaining 6.65% of the variance). Subsequently, these factors
were named as: Retention of Senior Talent (46.06%) and Retention of Junior Talent (6.65%),
based on the items they included. The RST factor contained eight items representing the
predictors for retaining senior talents in organizations such as: good retirement oppor-
tunities, regularly increasing salary, managerial position within the company, etc. [50].
The RJT factor, which mostly defined young talents, was saturated by 11 items such as:
assignment of tasks for which they have competencies in order to gain and strengthen new
skills [51]; fulfillment of demanding tasks; an initiative in areas where they still need to im-
prove [40,41,52,53]; possessing an excellent level of the self-management; their acceptance
as budding leaders within their team; employee recognition, etc. [54].

We can thus conclude that two groups of talented employees (senior and junior)
were extracted within this research, which we will take into account within the canonical
correlation analysis (Table 5). This conclusion also corresponds with the distribution of
the research sample of talented employees based on the number of years worked in the
company (66.5% up to 3 years; 20.46% from 3 to 5 years; 8.18% more than 7 years).

Table 5. Eigenvalues of the correlation matrix of talented employees’ retention and related statistics.

Factor Eigenvalue % Total
Variance

Cumulative
Eigenvalue

Cumulative
%

RST 8.2921 46.0673 8.2921 46.06
RJT 1.1976 6.6537 9.4898 52.72
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The level of the organizational commitment, engagement, and loyalty of employees at
the organizational level was analyzed by the questionnaire for organizational commitment
developed by Mowday, Steers and Porter [28]. By the application of the PCA analysis, one
factor which contained 9 items was extracted (Table 6), named Organizational Commitment
Factor (3).

Table 6. Eigenvalues of the correlation matrix of organizational commitment and related statistics.

Factor Eigenvalue % Total
Variance

Cumulative
Eigenvalue

Cumulative
%

Organizational
Commitment 4.78595 31.90638 4.78595 44.90639

Canonical correlation analysis
The canonical correlation analysis was used to examine the significance of the relationship

between the set of factors of HRM practices and these dependent variables: two factors of
talented employees’ retention (RST and RJT), and the factor of organizational commitment.

Table 7 shows a summary of the canonical analysis results. The set of canonical
variables on the left represents independent variables—the factors of HRM practices (14),
and the set on the right represents dependent variables (two factors of talented employees’
retention and the factor of organizational commitment).

Table 7. Canonical correlation analysis scheme.

Canonical R: 0.88412; Chi2(56) = 930; 24 p = 0.0000

Left Set Right Set

Number of variables 14 3
Variance 28.7% 100.00%
Total r 11.07% 44.36%

Canonical Variables
1 Information Sharing

2 Employee Remuneration RST (1)
3 Career Growth RJT (2)

4 Employee Training and
Development

Organizational commitment
(3)

5 Performance Evaluation
System

6 Internal Recruitment
7 Job Certainty
8 Key Competencies
9 Organizational Responsibility
10 Employee Engagement
11 Conditional Certainty
12 Cooperation
13 Organizational Freedom
14 Employment/Job Acceptance

The results of the canonical R (0.88; p < 0.05) in Table 5 indicate a statistically signif-
icant dependence between the analyzed factors. This coefficient showed as the largest
possible correlation, so it could be considered as a measure of the overall correlation be-
tween these two sets of canonical variables. If the value of this coefficient were low, it
would indicate the weak relationship between the canonical variables and it would not be
considered significant.

Authors Mey, Poisat, and Stindt [55] support these results with their research that
aimed at identifying leadership types of behavior that affect the retention of talented
employees. The study revealed that retaining talented employees requires leaders who
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provide them a sense of belonging, respect, support for personal and career growth, with
an emphasis on business practices. Gurusinghe, Arachige, and Dayarathna [56] prioritized
the digitization and predictive analysis of human resources in the company for the effective
management of skilled employees. A predictive analysis of human resources completes
the best HRM practices in the company and strategic business decisions while gaining
a competitive advantage. The authors highlighted organizations which, in conjunction
with HRM practices, tended to be competitive through the modelling expected to avoid
turnover and attract new talented employees.

Table 8 summarizes the correlations of the left and the right sets of canonical variables
entering the canonical correlation analysis. Primarily, it has to be noted that there is no
general rule that would determine the appropriate size of the canonical correlation. For
this reason, the equivalent of the canonical correlation analysis (k = 0.20) was taken into
account when assessing the statistical significance of relationships between factors, which
was considered to be a priority while identifying significant correlations and verifying
research hypotheses. Based on the results showed in Table 2 , supported by recent studies
and research, Hypothesis 1 was confirmed and thus there is a statistically significant
relationship between the set of HRM practices and the retention of talented employees
in organizations.

Table 8. Results of the canonical correlation.

HRM Practice Factors RST (1) RJT (2) Organizational
Commitment (3)

Information Sharing (1) 0.295137 0.319065 0.405972
Employee Remuneration (2) 0.016869 −0.074742 0.157404

Career Growth (3) 0.095230 0.040492 0.095746
Employee Training and

Development (4) 0.222735 0.01992 0.30467

Performance Evaluation
System (5) 0.229400 0.189234 0.080887

Internal Recruitment (6) 0.256884 0.072089 0.360391
Job Certainty (7) 0.121256 −0.116912 −0.059211

Key Competencies (8) 0.071552 0.007577 0.249552
Organizational

Responsibility (9) 0.181969 0.076797 −0.052292

Employee Engagement (10) 0.010472 0.261345 0.039568
Conditional Certainty (11) 0.201544 0.305293 0.345312

Cooperation (12) 0.235177 0.165317 0.112546
Organizational Freedom (13) −0.138272 0.124503 0.185548
Employment Acceptance (14) 0.124664 0.114965 0.147517

The statistically significant relationships were identified within the selected HRM
practices and retention of talented employees:

HRM practice (1)—Information sharing; RST/RJT factors (0.295137/0.319065): The
factor considering information sharing is based on the transfer and sharing of information
between employees. The RJT factor is considered to be the most relevant factor in this study,
especially in these impulsive times of the COVID-19 pandemic, what is also supported by
the studies of Pahwa and Rangnekar [57]; Collings, McMackin, Nyberg, and Wright [58]
focused on the retention of talented employees in the pandemic era. We believe that
young talents complement and strengthen the pillars of the organizational structure of the
company already in the early stages of strategic planning. Initial/junior talent is formed
by the regular contribution of current information and the assignment of tasks, as the
company’s management believes in rooting their current competencies and skills while
gaining new experiences. On this basis, companies are interested in their workforce and
they are proactive in the areas where they feel the need to be further improved. Through
these information-sharing tasks, the junior talents are provided a good basis for their
self-management, which is an important skill for their future career growth and leadership
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function. The results of other studies, as those made by Rice, Young, and Sharidan [59]
or by Ng and Clercq [60], examined young talented employees in relation to their self-
management and the prevention of turnover, are in line with this view.

HRM practice factor (4)—Employee training and development; RST factor (0.222735):
This statistically significant relationship can be considered a basis for retaining talented
employees. Based on this relationship, we can consider senior talented employees as those
who are characterized by a higher degree of willingness to learn. This relationship confirms
the importance of developing the skills and competencies of senior talented employees,
which can be beneficial in the education and development of young talents through the
transfer of the seniors’ skills and knowledge.

HRM practice factor (5)—Performance evaluation system; RST factor (0.229400): This
relationship confirms the importance of senior talented employees’ participation in decision-
making processes, employee performance evaluation, and cooperation with managers
during the creation of performance evaluation models in the company due to their initiative
and experience in the company. The performance evaluation systems and models are
mostly subjective and created based on managerial experience because every company has
its own specific characteristics and needs.

HRM practice factor (6)–Internal recruitment; RST factor (0.256884): Senior talented
employees have a great potential for career growth, initiative, and the use of every oppor-
tunity to take responsibility for key competencies in the company. During the decision-
making process regarding the internal employees’ promotion and their salary increase, HR
managers primarily take into account talented employees who have a higher predisposition
for career growth as compared to other ordinal employees applying for the promotion.

HRM practice (10)—Employee engagement; RJT factor (2) (0.261345): This relationship
expresses the level of employee engagement conditioned by their work team and the perfor-
mance evaluation system. This relationship underlines the responsibility and effectiveness
of HRM for such employees, who are firmly rooted at the very beginning of performing im-
portant tasks, where self-management and employee initiative are obvious [61]. Employee
engagement, which is conditioned by the work team and the performance evaluation
system for young talented employees, also confirms the interest of the management and
the HRM division in maintaining talented employees and further monitoring their growth
process with the mentioned variables.

HRM practice factor (11)—Conditional certainty; RST/RJT factors (0.201544/0.305293):
In order to retain senior talented employees in the company, it is necessary to provide
them with suitable and stable conditions so that they have a reason to be loyal to company
until their retirement. A statistically significant relationship with the RJT factor was also
proved. Conditional certainty represents long-term job security not only for senior talented
employees, but also for young talents. Such employees, who show they potential talent
in the work process, represent the next generation seeking security in their jobs. On the
basis of social reciprocity, young employees try to put their initiative and talent into the
company, while they expect the long-term security and stability of their job position in
the company.

HRM practice factor (12)—Cooperation; factor RST (1) (0.235177): This statistically
significant relationship confirms the importance of participation and cooperation in the
decision-making process in the company for retaining senior talented employees. If a
company wants to retain senior talented employees, it is very important to take their
opinion into account.

The second hypothesis (H2) was confirmed on the basis of the results of the canonical
correlation analysis. The results supported the existence of a significant relationship
between HRM practices and the organizational commitment of employees:

HRM practice factor—Information sharing; Organizational commitment (3) (0.405972):
This relationship is defined through open communication with the company’s management
and the willingness of employees to receive information so they can use it to their advantage
in order to increase their work performance. This fact underlines the importance of
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employee values, where values such as commitment and loyalty to the company are
required. Based on the shared information and the level of organizational commitment, the
employees are willing to accept any type of task so they can participate in the work process.
Such behavior is reflected in their work performance and persistence in the company even
during the crisis. This view is also supported by the results of another research works
focused on the organizational commitment of employees during unstable periods in the
company and the impact of turnover, for example, Aguinis and Burgi-Tian’s research [62]
and Im, Kim, and Miao’s research [63].

HRM practice factor (4)—Employee Training and Development; Organizational com-
mitment (3) (0.304670): This relationship confirms the special need to educate employees
who are dedicated and loyal to their company, which is in line with the conclusions of
Bailey et al. [64]. When the values of employees and the values of the company coincide,
the need for education, growth, and development of those employees is desirable because
they are interested in the fate and future of the company. In the current circumstances
(during the economic crisis), they do not plan to retire; on the contrary, they will remain
because the company finds the most skilled workers among them.

HRM practice factor (6)— Internal recruitment; Organizational commitment (3) (0.36091):
This relationship is defined by the recruitment of the employees from the internal environment
of the company based on the degree of their organizational commitment. This relationship
confirms the need to monitor changes in employee engagement and commitment, which are
reflected in their work performance. The management can identify their level of organizational
commitment, which facilitates the process of internal recruitment of employees for promotion
by monitoring the career growth of employees, their participation in the assigned tasks, and a
ratio of task acceptance [65].

HRM practice Factor (8)—Key competencies; Organizational commitment (3) (0.249552):
The importance of this relationship is underlined by decision-making, especially during crisis
situations, with an emphasis on the organizational commitment of talented employees. It
reflects on the current pandemic situation in the world. Organizations need to maintain and
strengthen market stability against adverse conditions in order to make a profit [66]. This
statistically significant relationship has shown that nowadays, some companies reciprocate
employees’ show of loyalty by remaining in their job and their job position, as confirmed by
Isah et al. [67] or Slatten et al. [68].

HRM practice factor (11)—Conditional certainty; Organizational commitment (3)
(0.345312): The significant relationship between these factors is characterized by job cer-
tainty in the long run. When the employees demonstrate a certain degree of organizational
commitment, the company repays their commitment by retaining them because of their
skills, competencies, and initiative, which are more than beneficial to the company [69].

5. Discussion

Based on the results of our research, we can state that the more resources (human,
financial, etc.) companies are willing to invest in talented employees, the higher the perfor-
mance they can expect from them in the future; this is confirmed by other authors such as
Romans and Larder [70], Davenport, Harris, and Shapiro [71]. As a part of our research,
we found a suitable set of HRM practices with an emphasis on talent management, which
directly affects the performance of talented employees towards organizations and reduce
their fluctuation. Some authors highlighted the importance of the performance systems in
companies which also take into account talented employees. This type of integrated perfor-
mance management system mainly targets talented employees who achieve observably
higher performance compared to the other average employees. This statement is also con-
firmed by a study of the correlation between talented workers and the level of performance
in companies from Boxall and Macky [72] and Kontoghiorghes and Frangou [73].

The social exchange theory states that people tend to reciprocate the benefits provided
by other social entities, whether individuals or organizations, but the degree of this recipro-
cation may vary depending on the perception of the benefit by the individual and the level
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of communication which mediates this benefit [21]. This conditional aspect of the social
exchange theory can lead talented employees to have differing perceptions of some HRM
practices aimed at building their commitment and performance, leading to different levels
of performance for these workers. The principle of the theory of social exchange is based
on the principle of reciprocity, i.e., if a talented worker finds that a certain HRM practice is
in his favor, he will try to repay it with his higher performance and commitment in relation
to the organization, which will ultimately be reflected in his persistence and performance.
Based on this, we conclude that the relationship between practices in the organization
and the tendency to leave the organization is mediated through talented employees, HRM
practices, and organizational commitment.

Within this study, the importance of HRM practices and their impact on the retention
of talented employees and their organizational commitment were proven. The results of
this research underlines the importance of their implementation in practice.

The research revealed several best practices in HRM (Information Sharing, Employee
Training and Development, Performance Evaluation System, Internal Recruitment, Co-
operation, etc.). If we take a closer look at these practices, we will find a multiple linear
dependence of statistical relations. In the BPS model, information sharing is considered to
be the basis of success; thanks to this information, senior and junior talented employees
complete and strengthen organizational commitment for the entire company. Bowman and
Spence [74] share this view by investigating fluctuations due to lack of communication.

6. Conclusions

To realize and implement organizational goals, organizations need employees who
have a high potential and a clear vision for the future. The current demographic, social,
and economic situation in Europe is reflected in the shortage of talented workers in the
labor market. Companies and organizations realize that in the war for talent, those who
understand that talent management is key and then invest sufficient attention, time, and
money in it will succeed.

Human resource management practices are constantly evolving in organizations to
meet the best available standards and norms. The situation associated with the COVID-19
pandemic has also made a significant contribution to changes and progress in HRM prac-
tices. The relationship between HRM practices and the intention of talented employees to
remain in the organization is mediated through organizational commitment. The principle
of the social exchange theory is based on the principle of reciprocity, i.e., if a talented
employee finds that a certain HRM practice is in his/her favor, he/she will try to return it
to the organization through its performance and dedication, which will be reflected in its
performance and intent to remain in the organization.

Based on the results of this research, the concept of talent management in organi-
zations is directly connected with human resource management and its practices. The
results of our study provide a deeper understanding of how a set of identified human
resource management practices can contribute to the retention and commitment of talented
employees. The research revealed several best practices in human resource management
(Information Sharing, Employee Training and Development, Performance Evaluation Sys-
tem, Internal Recruitment, Conditional Assurance, Cooperation, etc.). If we take a closer
look at these practices, we will find a multiple linear dependence of statistical relationships.

Research has revealed that many organizations implement talent management pro-
cesses, procedures, and practices to a limited extent, often due to insufficient knowledge of
the issue. Surprisingly, when collecting data (since the research was focused on that group
of employees who were considered to be organizational talents), we found that identifying
talents is one of the pitfalls of talent management in organizations in Slovakia. Similar
to other studies, ours has some limitations that should to be considered in interpreting
the results of the presented study. The present results are based on a sample of talented
employees working in medium-sized and large organizations (with more than 50 employ-
ees). The focus on medium and large organizations was based on the assumption that
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larger companies are more likely to implement talent management. The sampling in this
study might limit the generalizability of the findings. Participants were predominantly
represented by employees designated and selected by managers as “talents”. We consider
the “black box” in the field of identifying talented employees to be one of the limits of
research. Organizations often mistakenly and automatically combine high performance
with high potential. Other organizations, on the other hand, do not approach it analytically
but rely on the instincts or observations of managers to identify employees with potential.
Future research should be focused on the mentioned “black box” mechanism of identifying
talented employees within organizations.
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