


ČERVENÝ 
 

NORBERT 2017 
 

BACHELOR 

THESIS 
 

Recruitment and talent Acquisition as competitive 

advantage in ICT sector 

 

 

Recruitment and talent Acquisition as competitive 

advantage in ICT sector 

 

 

STUDY PROGRAMME 
Ekonomika a management 

 

FIELD OF STUDY 
Řízení a ekonomika průmyslového podniku  

 

SUPERVISOR 
Ing.Miloš Krejčí 

 



 



 

Červený, Norbert. Recruitment and talent Acquisition as competitive advantage in ICT 

sector. Praha: ČVUT 2017. Bakalářská práce. České vysoké učení technické v Praze, 

Masarykův ústav vyšších studií. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Declaration 

I hereby declare that I have compiled this final thesis on my own and all the quoted 

literature as well as other sources used in the thesis are listed in the bibliography. The 

electronic copy of the thesis is identical with the hard-bound copy. I approve that this 

diploma thesis is published pursuant to Section 47b Act No.121/2000 Coll., on Higher 

Education and on the amendment and modification of other acts (the Higher Education 

Act), as amended. 

 

 

V Praze dne: 05. 04. 2017 Podpis:  

 

  



 

Acknowledgement 

I would love to thank to God and coffee for keeping me up, Ing. Miloš Krejčí for tons and 

tons of patience, guidance and help, to my lovely mother and to Richard Dubieľ for 

being true friend. 

 

 

  



 

Abstract 

This thesis deals with Talent Management theoretical frame, Recruiting and Talent 

Acquisition as well as current hiring trends in order to achieve competitive advantage 

on the market. Through conducting of the both primary and secondary resources 

analyses recruiting process description, applicants needs and shift between recruiting 

and talent acquisition were defined as the most significant points. This was done by 

combing both theoretical and practical researches. 

 

Key words 

Recruitment, Acquisition, Talent, Talent Management, Selection, ICT, Talent War, 

 

 

 

 

  



 

Table of Contents 

Introduction .................................................................................................................... 5 

1 Recruitment ............................................................................................................. 7 

1.1 Historical approach ................................................................................................................ 7 

1.2 Recruiting nowadays ............................................................................................................ 8 

1.2.1 Employees gathering ....................................................................................................... 9 

1.2.2 Recruitment methods ...................................................................................................... 9 

1.2.3 Managing recruitment process .................................................................................. 10 

1.2.4 Successful recruitment ................................................................................................. 11 

1.2.5 Selection process ............................................................................................................ 11 

2 Talent acquisition .................................................................................................16 

2.1 Candidate experience ........................................................................................................ 17 

2.1.1 Candidate experience as an advantage ................................................................. 17 

3 Talent and Talent Management ...........................................................................18 

3.1 Talent ......................................................................................................................................... 18 

3.2 Talent Management............................................................................................................. 18 

3.3 Talent Management tools ................................................................................................. 19 

4 Discussion ..............................................................................................................22 

4.1 Introduction to topic ........................................................................................................... 22 

4.1.1 Data research .................................................................................................................... 22 

4.1.2 Primary Data ...................................................................................................................... 22 

4.1.3 Secondary Data ................................................................................................................ 23 

4.2 Industry description ............................................................................................................ 24 

4.2.1 ICT definition according to OECD ............................................................................... 24 

4.2.2 The IT – ICT transformation .......................................................................................... 24 

4.3 War of Talents ........................................................................................................................ 25 

4.3.1 The War for Talent - Five Talent Management Rules .......................................... 26 

4.3.2 Embrace "talent mind set" ........................................................................................... 26 

4.3.3 Create an Employee Value Proposition (EVP) ....................................................... 27 

4.3.4 Reasons of the war for talent is persisting ............................................................ 28 

4.4 Talent Management an activity or necessity? ........................................................... 29 



 

4.5 Primary research results .................................................................................................... 31 

4.5.1 From expert to multi skiller ......................................................................................... 31 

4.5.2 The Drive ............................................................................................................................. 31 

4.5.3 Acquirer ............................................................................................................................... 33 

4.6 Secondary research results .............................................................................................. 34 

4.6.1 How big companies recruit and hire? ...................................................................... 34 

4.6.2 The Talent machine ......................................................................................................... 34 

Conclusion .....................................................................................................................36 

Bibliography .................................................................................................................37 

Seznam obrázků ......................................................... Chyba! Záložka není definována. 

Seznam tabulek .......................................................... Chyba! Záložka není definována. 

 

 



 5 

Introduction 

Introduction chapter provides reader with an in-depth presentation of the thesis topic 

and the research problem setting. Bachelor’s Thesis theme is shifting and transforming 

in between recruiting and talent acquisition as competitive advantage in ICT sector. I 

chose this as I have close relationship with ICT sector and Human Resources within.  

 

It is highly up to date topic as whole concept of Talent Management isn’t very old and 

is evolving every minute along with terms like talent itself and acquisition. As much as 

humanity tend to evolve so does the trends regarding Human resources. In this thesis 

I am trying to dissolve and explain the main processes of recruitment, its historical 

point of view as well as newest trends backed up with theoretical research and field 

research mostly through non structured, informal interviews with highly experienced 

experts in this field. 

 

The main objective is to come up with solution on issue arising from both desk and 

field research.  For this purposes I am giving information about recruitment as it was 

and as it is currently, employees gathering and hiring methods, as well as information 

about Talent, Talent Management and Talent Acquisition, following with discussion 

regarding data research and research methods, an in depth look into topic Talent War 

and finishing up with both primary and secondary researches results.   
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1 Recruitment 

1.1 Historical approach 

In this part of the thesis we deal mainly with theoretical aspects of the subject. Many 

organizations are ruled by the motto that employees are the most important asset of 

the company. Is this so? The answer is a definite yes. Organizations often tend to 

involve managers in the process of recruitment and selection of employees, even 

when it comes to large organizations that have for such cases its own special 

department. Many times, organizations gain competitive advantage thanks to their 

staff, so this process is extremely critical and belongs to key activities to ensure proper 

functioning of the company. Human resources exploitation as a competitive 

advantage means also a change, because management should modify its view at the 

employees and look at them as equal partners rather than as the expense of the 

organization which must be minimized at any cost. (Beardwell, J. & Claydon, T. 2010. 

p.210) 

 

The process of human resource contains certain key activities, which are essential for 

that what is in the organizations maintaining high performance employees, these are: 

planning, human resources, recruitment, acquisition, layoffs, putting on job, training, 

performance management, remuneration and evaluation, career development 

employees and as time goes by and companies’ human resources management and 

talent management itself is evolving, there are many to come. (Robbins, S., P., Coulter, 

M., 2012. p.47) 

 

However, an enterprise within the staff must know their needs. An activity that ensures 

that company will have the right number of staff in the right places, at the appropriate 

time, with the required qualifications and experience, who will execute their functions 

effectively is called human resources planning. (Robbins, S., P., Coulter, M., 2012. p.48) 

 

In this process, organization, a specialized component or management determines the 

needs of employees in organizations. Decisions are made as to whether the company 

needs employees, what kind of employees, with what kind of qualifications, 

experience etc. The process of planning human resources is essentially the basis for 

the process of recruitment and selection of employees. To make the process of 

planning successful and effective, it is necessary to follow certain principles: it is 

necessary to know and respect the strategy of the organization, the planning process 

of the organization and personnel planning process should be time harmonized, 

personnel planning should become the interests of the whole organization. 

(Beardwell, J. & Claydon, T. 2010. P.165) 
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However, the planning process is preceded by yet another business venture. It's an 

activity that gets information about the current human resources in organizations 

called assessment the status quo. (Robbins, S., P., Coulter, M., 2012) This information is 

obtained through a questionnaire, where employees fill in the name, education, 

experience, training, language skills, specific skills and others. A lot of information is 

not sufficient for management. In simple terms, the analysis work aims to define what 

are the employee obligations in each workplace and minimum requirements for an 

employee to work at certain position. This operation is often handled by professionals 

who follow the work of individual employees. From process analysis, we get the file 

information that is much more familiar to us. The results from such analysis are 

basically the basic requirements for candidates and are, job description and 

specification work. (Robbins, S., P., Coulter, M., 2012. P.49-56) 

 

1.2 Recruiting nowadays 

In the previous chapter I have shown the traditional approach on how to handle 

recruiting. Of course, the process of recruiting also depends on position we are hiring 

candidate to.  As I stated in my thesis name “recruiting and talent acquisition as 

competitive advantage in ICT sector” I am mostly going to focus on hiring those 

working in and for ICT sector.  

 

First, I want to stress out how important recruiting itself is. It has been said that if you 

do not know where you are headed, you have no way of knowing when you have 

reached your destination. The recruitment is two-sided affair. It is tremendously 

important for a hirer to know who he is looking for. It is equally important for a 

candidate to know what he is looking for. 

  

The first step you should take when filling a position is to take the time to generate 

your own job description (JD), rather than relying on the company’s existing JDs, which 

might not accurately define the job in terms of your current needs. The JD you create 

will: Profile the job’s functional requirements and the skill sets necessary to discharge 

those duties. Profile the job’s performance responsibilities, or its deliverables, and the 

analytical skills and other supportive professional behaviors that allow successful 

execution of the work and the working and reporting relationships. Define realistic 

educational and professional credentials. (Favaro, K., Karlsson, P., & Neilson, G. 2009. 

p.111-119) 

 

The basic definition of the concept of recruiting employees is as follows: acquisition 

employees is an activity that seeks to ensure that vacancies attract a sufficient number 

of candidates to a specific place at a particular time and costs. But these are not the 

only activities that are engaged in the process of recruitment. This process also 

includes some other activities, such as providing public information on job sites. 

Acquisition and selection of employees are essentially key moments in forming, high-
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quality workforce in the company. This activity is called these and staffing. The process 

of recruitment is to ensure that the flow of information between the organization and 

potential candidates, which would ensure a response by the tenderer for the supply of 

labour in the organization. There are certain internal and external conditions, which 

play an important role in recruitment, especially about candidates’ response for the 

spot in the organization. Among those internal we include: the nature of work, position 

in the organization, requirements on employee, the scope of the powers, duties and 

responsibilities, working time and work organization itself, place of work, or working 

conditions. All these factors affect the potential employee and create in him a positive 

or negative approach. The most important external conditions: demographic 

conditions (structure of the population), economic conditions (e.g. job market), social 

conditions (education, family values), technological conditions (new jobs), living 

conditions (in the settlement organizations) and political-legislative conditions, 

especially where we include discrimination, political creed, age, colour, skin. (Favaro, 

K., Karlsson, P., & Neilson, G. 2009. p. 167-188) 

1.2.1 Employees gathering 

Employees or candidates we can gain from two sources. According to Robbins we 

recruit employees either from outside or inside the organisation. 

 

Recruiting employees from outside (outside the organization) - it is a gathering of 

employees from an environment that is outside the structure of the organization. Such 

resource brings with it certain advantages, such as new ideas and innovation within 

the company, new ideas and motivation, but also some disadvantages, such as cost of 

acquisition of such employees, training costs, lack of information about the capabilities 

of a new employee. 

 

Recruiting employees from the internal environment (current employees of the 

company) - it is essentially a divider, or transfer of the current employee to another 

position for which it was selected. Internal resources are very high quality, because 

these are more established employees who are identified with the culture of the 

company, the company knows what you may expect from them, knows their quality 

and costs of obtaining such employee are extremely low, almost zero. The only 

disadvantage is the fact that the employee often produces no innovation, for example 

from a competitor, because it is part of the organization. (Collings, D.G. and Mellahi, K. 

2009. p. 75-79) 

 

 

 

1.2.2 Recruitment methods 

We know several methods of recruitment.  
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Advertising with the help of the mass media - it is a print, and already local, 

regional, or national, magazines, television, radio, radio, internet, appeal to a broad 

spectrum of candidates. The advantage is that the organization may focus on specific 

groups of potential candidates, the disadvantage is the occurrence of a large amount 

of under-qualified candidates. 

Labour offices - the advantage is low implementation costs; the disadvantage 

is the fact that in most cases offices are registered with low-qualified applicants. 

Employment agencies - can inform a huge number of candidates with their own 

databases, but their disadvantage is too high costs. 

Employee Recommendations - It's basically the recruitment of the jobseekers 

with the help of their own employees, because they know the best what the company 

requires. The disadvantage is that such a resource may limit the diversity of 

employees. 

Recruitment events at universities - this method is very popular especially in 

Japan, where they prefer especially fresh graduates. The advantage is a large source 

of candidates; the disadvantages mainly concern the reception limits for certain 

positions. 

Evidence of random applicants and former employees - accelerates the 

process of finding suitable candidates, the disadvantage is the limited number of 

candidates. 

Temporary Assistance - This is a temporary assistance to employees; the 

benefits consist of covering temporary needs; the disadvantages can be tracked at 

high costs; such temporary staff often do not share the business objectives and 

activities. 

Leasing of employees or independent suppliers - this is basically a staff 

turnover; the advantage is to cover temporary needs, especially for longer-term 

projects; the disadvantage is the employee's interest in just the project. (Robbins, S., 

P., Coulter, M., 2012. p. 214-227) 

1.2.3 Managing recruitment process 

The process of recruiting employees is very complicated especially in ICT sector. It 

must be done so that both sides are satisfied whether this is the party's organization, 

whether it is the employer or the employees themselves. In order to properly manage 

the recruitment process, these 12 points were created to be followed: 

 

a. Identification of the need for recruitment 

b. Description and specification of the job 

c. Consider possible alternatives 

d. Selection of the characteristic features of the workplace on which 

recruitment and selection of employees will be based 

e. Identification of potential sources of candidates 

f. Choice of method for recruiting candidates 

g. Selection of information to be obtained from tenderers 
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h. Formulation of job vacancy – posts 

i. Publication of job vacancies – posts 

j. Collecting information about job seekers and working with them 

k. Early selection of candidates based on the information submitted 

l. Establish a list of candidates who will be invited to the selection process 

(Roberts, G. 2005. p. 89-93) 

1.2.4 Successful recruitment  

For successful recruitment, it is important to follow certain rules that should generally 

be applied to personnel departments or parts of all companies and organizations. 

These are 7 points that should help in getting employees within the organization. The 

individual points are as follows. 

The organization should inform about vacancies, especially, its own employees 

who are part of it, and potential outside applicants. 

If a company appeals to potential employees from the outside environment, it 

should always be unanimous; it should publish its name. 

It is important that candidates are sufficiently informed about the job, its 

characteristics, requirements, and conditions. 

The organization should inform individual candidates of the process status; the 

situation. 

The organization should seek to gain its employees only based on their ability 

to perform the required work. 

The company should not mislead, overdo, to exaggerate, it should not promise 

what it cannot offer or fulfil. 

The organization should not discriminate candidates based on race, religion, 

political affiliation, gender, age, etc.  (Roberts, G. 2005. p. 108-117) 

1.2.5 Selection process 

 

After the employee recruitment process, a new process can be started, but it is time-

consuming and more demanding, with a choice of employees. While the recruiting 

employees’ job was to find suitable candidates in a sufficient amount, the task of 

selecting employees is to assess each candidate for a specific job, a profession. The 

selection of employees, the selection process is much more demanding than the 

recruitment. During the process of recruitment will do the most work essentially alone 

candidates who show interest in the position within the company, where during the 

selection process the firm based on selected procedures inviting, analyses, selects, 

evaluates the individual applicants and based on that gets to a result - To the selection 

of the most suitable, best candidates. However, the selection of employees does not 

have to be a one-off operation. It is often the case that for a high number of individual 

candidates the process is repeated and the number of candidates is decreasing. The 

selection of employees themselves ends with the selection of the most suitable or 
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most suitable candidates and the signing of the contract of employment or, if 

necessary, subsequent training. The basic role of the employee selection process is 

the ability to predict that the employee we have chosen will be the best, the most 

successful, the most appropriate in his / her job. Such a candidate must, however, 

meet certain assumptions, criteria and predictors, for example, the criteria may be 

working success and the predictor is, the characteristics based on which we choose 

employment. Similarly, as in recruitment, and in the selection process, or the selection 

of employees it is mainly engaged in such activities human resources, human 

resources management, or personnel part of the business. 

 

Selection processes are extremely important, and they must be extremely alert and 

attentive. It is important that all activities and essentials in the process of recruitment 

were set so that based on these information the decision are always maiden correctly. 

Decisions are correct when the candidate selected by the company is doing his work 

correctly. But there may also be a situation where a mistake has occurred and a 

candidate who would perform his / her work correctly was rejected and a candidate 

who does not know how to do the job 100% is accepted. This is a problem because 

something, a certain activity in the employee selection process is not properly set up, 

and there are situations when the company comes up with high-quality and efficient 

workers, who would be beneficial. Such errors can be corrected, but in most cases, they 

are unnecessarily costly for the business, besides, they could also mean a reduction in 

the performance of the organization and many other complications. (Robbins, S., P., 

Coulter, M., 2012. p. 255-273) 

 

During the selection process, selection interviews, emphasis is placed on assessing 

the 5 core areas, namely: what kind of the impression candidates leave, what is the 

qualification of the applicant, whether the candidate has certain inherent abilities for 

the job, motivation of the candidate for the job, emotional balance of the candidate. 

 

Selection processes should have a certain structure. The whole process should have 

some parts that should be chronologically arranged: initial interview with the 

candidate (indicative); collecting and analysing the data we obtained from the 

candidates (CV, questionnaire, references); verifying the professional, qualification and 

personal assumptions of the job seeker; selective resp. job interview; an overall 

assessment of the selection process and a decision to accept a specific or multiple 

tenderer; concluding an employment contract with the candidate and deciding on his 

/ her admission to the place, usually for the probationary period. 

 

Selection processes can be divided into three phases: 

a. Preparatory phase - At this stage, the enterprise primarily identifies its 

needs, selects the source of potential workers and how to obtain them 

(Robbins, S., P., Coulter, M., 2012. p.33) 
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b. Selection phase - in particular, the examination of CVs, determination of 

how many interviews will be held, offer, boarding, etc. (Robbins, S., P., 

Coulter, M., 2012. p.34) 

c. Evaluation Phase - This is basically a trial period, a process of analysing 

statistics (Robbins, S., P., Coulter, M., 2012. p.34) 

 

Various tools are often used in the selection process to assist in the correct selection 

of candidates. Through these tools, the organization acquires important information 

that can influence its decision-making. In the following section, we will mention some 

of these tools, reminding them of their advantages and disadvantages. These tools are: 

 

a. Application 

Benefits: relevant biographical data, prediction of abilities based on acquired 

biography data (Robbins, S., P., Coulter, M., 2012) 

Disadvantages: Often little information is relevant to the job vacancy, the 

process is costly and complicated (Robbins, S., P., Coulter, M., 2012) 

b. Written tests 

Advantages: they are a relevant source of information that provides information 

on the job prospects of the job, practice, character characteristics, etc. (Robbins, 

S., P., Coulter, M., 2012) 

Disadvantages: e.g. Intelligence tests can often distort the skills of applicants 

because they do not point out their abilities and skills (Robbins, S., P., Coulter, 

M., 2012) 

c. Performance tests 

Advantages: The obtained data are based on the analysis of the work, they 

provide very good information about the abilities of the candidates and their 

assumption to perform the job (Robbins, S., P., Coulter, M., 2012) 

Disadvantages: high difficulty, especially in terms of preparation and evaluation 

(Robbins, S., P., Coulter, M., 2012) 

d. Interview 

Advantages: a high level of structure and organization, the use of the same 

questions, the same conditions (Robbins, S., P., Coulter, M., 2012) 

Disadvantages: the possibility of placing inappropriate questions, bias 

(Robbins, S., P., Coulter, M., 2012) 

e. Examining the past 

Advantages: confirms the relevance of the curriculum vitae, provides a wide 

range of information about the candidate (Robbins, S., P., Coulter, M., 2012) 

Disadvantages: Examining the past is not of crucial importance in the 

production process, as it does not confirm candidates’ strengths, (Robbins, S., 

P., Coulter, M., 2012) 

f. Physical Examinations 

Advantages: they are particularly relevant when selecting for physical work 

(Robbins, S., P., Coulter, M., 2012) 
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Disadvantages: If physical examinations are not directly related to the 

performance of physical work in organizations, they become unnecessary, the 

possibility of unwanted discrimination (Robbins, S., P., Coulter, M., 2012) 

 

The most important role in the selection process is primarily the verification of the 

candidate's qualifications and personal assumptions, which can be verified by several 

techniques and methods, depending on the complexity of the profession and its 

importance. Important information often helpful in selecting employees is information 

from various experts, data from a psychological or medical examination Doyle, P., Lane, 

J., Theeuwes, J., and Zayatz, L. 2001. p. 37-42). Such data have a lot to talk about the 

psychic or physical health of the candidate, whether he or she has the prerequisites 

for doing the job correctly and without problems.  

 

In the selection process, two kinds of interviews are preferred. Informative 

conversation - in essence, it is an interview with a business representative at the initial 

contact of the applicant with the organization. However, the business representative 

should note that the interviewer creates an impression of the organization and that 

the interview is in a pleasant environment, with the representative of the organization 

being willing and competent enough to provide the necessary information about the 

company and the job. (Beardwell, J. & Claydon, T. 2010. p. 37-44) Selection interview - 

is of great importance in the selection process, should also be attended by the 

manager of the potential employee who should talk to him / her when he / she knows 

best what kind of person (qualification, character, etc.) (Doyle, P., Lane, J., Theeuwes, J., 

and Zayatz, L. 2001. p. 113-117) 

 

However, there are also several types of interviews, depending on the individual 

requirements. According to the number of candidates and the structure of the 

participants: Interview 1 + 1 - the interview is conducted by one representative of the 

organization (Beardwell, J. & Claydon, T. 2010. p.38) The second one is interview with 

members of the organization - there are 3-4 representatives of the organization who 

are assessing a particular tenderer, it should be workers who have a higher status and 

are qualified to assess the candidate.(Beardwell, J. & Claydon, T. 2010. p. 41) The third 

type is gradual interview - this is a combination of the two previous interviews. And 

the last type of interview I would like to talk about is group interview - a group of 

candidates is evaluated, i. Examined by one or more representatives of the 

organization, such a method saves time. According to content and conduct of the 

interview we distinguish between three types of interview. The first one is so called 

“Freely ongoing interview” - in this interview is not determined the exact structure of 

the interview takes place freely, targets are not fixed, this form of interview is not very 

useful, because we cannot evaluate all candidates equally. The second one is 

standardized interview - it is essentially the exact opposite of freely held interviews, it 

has a well-defined structure, goals, and precise questions and prevents subjective 

evaluation of candidates. And according to authors the last type of interview we 
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recognise is combined interview - as it appears from the title, it is a combination of a 

freely running and standardized interview, where there is an attempt to eliminate the 

drawbacks of both methods and, on the other hand, to take advantage of each of them 

(Beardwell, J. & Claydon, T. 2010. p. 55-61) 

 

The script for the interview must have some of the features. It is advisable to create a 

specific subject that will lead the interview itself. It is very important for questions to 

be formulated so that the organization obtains valuable information to help them 

choose the right candidate or candidates. It is not appropriate to ask for the private life 

of the candidate; in addition, it is unmistakable. It is important not to raise questions 

about the applicant's sense of discrimination, racial motif, pointing to physical or 

psychological shortcomings, etc. In the following lines, we will introduce the scenario, 

respectively.  

 

 

 

There are couple main principles to be followed during the interview. The structure of 

the questions should be the same for all applicants, that is, each candidate should be 

asked the same questions. It is necessary to have detailed information about the 

candidate and the job he / she is interested in minimizing interviewer information 

before the interview is objective. Behavioural issues should be placed in such a way 

that the candidate discusses in detail how he behaved in the given situation. It is very 

good if the organization uses a standardized form in the interview. During the 

interview, it is important for the assessor to make notes, write down the findings, his 

behaviour, shortcomings, etc.  

The evaluating member, members should avoid short interviews that could lead to 

hasty and incorrect choices in the employee selection process. (Robbins, S., P., Coulter, 

M., 2012) 

 

Employee selection should be defined as a process in an organization with fixed 

principles and policies. In fact, we want to say that certain principles should be laid 

down according to which the selection processes and the members of the 

organization themselves should be managed. The first and probably the most 

prominent principle of employee selection policy should be that the selection of 

workers should only be made based on their assumptions and the ability to work 

successfully on the job. However, this principle is violated in many cases because it is 

often the case that the selected candidate is the one who does not have the best 

qualifications for the job, but has, for example, knowledge of the firm. Another principle 

should be the observance of the applicable laws, especially the laws that suppress any 

discrimination. A very important rule is the fact that the selection process is a two-

sided issue, where not only the organization does select but also the candidate 

himself. Information obtained from the applicant to organizations for the purpose of 

selection should be considered as secret and should not be further disseminated by 
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the organization. When choosing workers, it is very important not to use only one 

method for assessing the candidate, but a combination of multiple methods. Tests 

should be considered as complementary to decision making It is a very important 

principle that the employees of the organization participating in the selection process 

trained, qualified and knowledgeable in order to be able to make the best assessment 

of who is most suitable for the job, It should also be bear in mind that the selection 

process should be well organized, uncomplicated and unpretentious for 

administrative work, and that the most reliable means of selecting workers is the 

interview with the candidate himself. Probably the most important part of the 

selection process is decision-making itself. This is not at all easy, and the organization's 

personal management should determine a certain scale to select individual bidders. 

The most standard are descending: exceptional (above all the applicant fulfils the 

conditions for the required job), above average (in many ways, above all, meets the 

conditions for the job), average (meets all standard conditions and in some ways 

excellent), needs improvement the candidate is acceptable, but in some ways an 

improvement is necessary) and finally insufficient (insufficient performance for the 

required job). Based on this scale, it is possible to easily allocate individual applicants 

to individual groups and thus identify who of them are extremely fit for work, who are 

partially and who are not at all suitable. 

 

 

 

 

2 Talent acquisition  

Talent acquisition may make you think that it is just a synonym of the recruitment and 

selection concept. However, according to authors, talent acquisition encompasses 

more than recruitment and selection alone. Talent acquisition considers all the 

involved processes into attracting, selecting and hiring the new employees which 

reach beyond the recruitment and selection practices. Talent acquisition “includes 

elements of employment branding, outreach, networking, and relationship building 

with potential candidate communities”. The thesis topic of international talent 

acquisition is focusing on the relationship building with potential candidates, or 

otherwise networking and creating a positive candidate experience of employer brand 

and its practices of the recruitment and selection process; the research is also focused 

on talent sourcing via employing recruitment agencies. Theory on the positive 

candidate experience imposes that candidates (as favoured to customers) long for 

positive experience of the ‘product’ (in this case, recruitment and selection process 

and employer brand). Therefore, employers must understand the power of positive 

candidate experience: candidates are potentially a source of referral, good or bad, now 

and in the future. (Beardwell, J. & Claydon, T. 2010. p. 111-120.) The same 

understanding applies to employers working with recruitment agencies. Recruitment 
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agencies must also bring as positive as possible image of the employer by conducting 

appropriate recruitment and selection process. Recruitment partnership management 

can also relate back to the candidate experience via partnership development. 

(Beardwell, J. & Claydon, T. 2010. p. 137) 

 

 

2.1 Candidate experience 

This subchapter will cover the topic and concept of the candidate experience. The 

candidate experience will be defined and explained. The reasons for paying attention 

to the candidate experience will also be given. A more detailed picture of how the 

positive candidate experience looks like and how it could be developed is provided at 

the end of this subchapter. (Crispin, G. & Mehler, M. 2011. p. 67) 

2.1.1 Candidate experience as an advantage 

 

The concept of candidate experience has not been widely studied, however, author 

has found a few of valuable articles which describe the candidate experience, define 

the meaning as well as advise how companies should ensure positive candidate 

experiences during the recruitment and selection process. Crispin, G. & Mehler, M. 2011. 

p. 68) 

 

As defined by Kaiser, candidate experience is the experience of the recruitment and 

selection process from the point of view of each applicant and candidate who is/ was 

involved in the process. In order to understand what candidate experience means, 

Kaiser offers looking at the “series of points” that contain the candidate experience. 

Each point is to be understood as any kind of contact between the candidate and the 

company. Examples include company websites, job advertisements, phone calls, 

interviews, assessments and job offers. (Crispin, G. & Mehler, M. 2011. p. 77) 

 

Crispin & Mehler also suggest identifying the main starting and also ending points of 

the each individual candidate experience to help employer and recruiters themselfs 

understand which moments may have the most negative and which positive impact. 

The candidate experience starts once the candidate shows his/ her interest towards 

the company. This can vary and can be done by many different ways for example by 

sending a job application, and via a meeting at a career event or other occasion or by 

phone call. The ending point of the candidate experience was difficult to determine, 

however, according to the researchers, it lasts still rather long after the job offer has 

been accepted.  (Crispin, G. & Mehler, M. 2011. p. 74-76) 

 

Based on three valuable articles is your organization ensuring a positive candidate 

experience. These can be explained by taking following questions: What do they say it 
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is? What it really is? and, What it could be?( Crispin, G. & Mehler, M. 2011. p. 78) One of 

the most important stages as I have stated before is candidate experience and its 

improving continuously. Can you put yourself in their shoes? There are at least three 

good reasons why employers and recruiters should not oversee the importance of the 

positive candidate experience and the kind of benefits it might bring. These are the 

best referral source, so called inside consumers, and the economy shifting. The 

candidate who has obtained a positive candidate experience of the recruitment and 

selection process can be the company’s best referral source. Also reminds employers 

and recruiters of not forgetting that to-day’s internet possibilities give excellent 

conditions for the candidates “to spread a message, good or bad” through various 

social websites. According to Crispin & Mehler (2011) we went from an agrarian age to 

an industrial age to the service economy, and, now, to the experience economy”, which 

means that candidates (and customers), as much as employers, have impact on the 

outcome in today’s economy. Candidates are another type of customers, who both 

long for positive experiences. Kaiser puts an emphasis on the probability of the 

economy shifting around in such relationship where there will be too few candidates 

for too many jobs. Exactly for this reason, employers and recruiters should develop 

their recruiting processes already now so that all applicants and candidates get the 

best possible impressions of the company and of the stakeholders involved in the 

process.  (Crispin, G. & Mehler, M. 2011. p. 82-84) 

 

 

3 Talent and Talent Management 

3.1 Talent 

Talent is perceived in different ways from the point of view of human capital. Within 

each organization, this term can be interpreted in other words, because each 

organization can think of something else in terms of its activity, focus, and the 

environment in which it finds itself. In general, talent is perceived as a combination of 

skills, personality traits, and skills and employee skills enriched with the potential for 

further development. (Charam, R. 2005. p. 109-111) 

 

 

3.2 Talent Management 

Talent management is seen as a set of activities, tools and processes aimed at 

identifying, motivating, stabilizing and developing the organization's talents and 

securing their potential in order to effectively carry out its tasks in line with future 

needs and trends. Many organizations, especially in the case of growth, are focused on 

attracting talent from the external environment in order to get the best people on the 
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labour market to secure and maintain a market position and thus create the conditions 

for further development. (Charam, R. 2005. p. 109-128)These activities, combined with 

talent management activities aimed at recognizing, developing and retaining talents 

within the organization, enable them to achieve in the wider context: Loyalty and 

engagement of such employees, identification of employees with corporate culture 

and philosophy, identification of key positions and key employees, attractiveness of 

the organization as an employer, reduction of employee turnover, employee readiness 

for change, motivation for greater work performance, willingness of employees to face 

challenging tasks and challenges. Its goal is to secure and maintain the organization 

of the best people in the right places. This represents a long-term investment for the 

organisation. (Charam, R. 2005. p. 117-121) 

 

 

 

 

3.3 Talent Management tools 

According to Michaels and Hanfield we do recognise three basic Talent Management 

tools often used these days. The first one is Succession or succession planning. It is 

based on the fact that no manager or senior worker will stand in one position longer 

than a certain time (say 5 years). Either retiring, either be promoted internally, either 

go to another organization (worst chance), or stop performing (wow or wither) and 

therefore have to go. The succession provides a solution - the design of how different 

employees will change in certain key positions. Managers along with HR are working 

with this proposal: let's say that for X for three years, we have staff members A, B and 

C. These three employees will be exposed to special business (sometimes stressful) 

decisions and situations to prepare them for the next three years on their future work. 

They are also offered broader opportunities for growth and education to harness their 

potential, and to be a quality ready candidate for a given position when the right time 

comes. (Michaels, Hanfield, 2001 p. 238-242). The second one is Talent Pool. This so-

called Talent pool becomes a very effective motivator if transparent entry criteria and 

the same opportunity for entry are ensured. The people belonging to this sub-group 

of employees are intensely developing - without any specific concrete purposes but 

with a view to their maximum use in the organization in the long run. Depending on 

the agreement and design, what these people then do with the organization: they can 

belong to the so- Of the fast track program, they can be enabled to work with executive 

workers to learn directly from them or to work with a personal coach - and others. The 

last tool as Michaels and Hanfield describe it is Career Break (Sabbatical). It is a 

motivational benefit and a way to maintain talent in the organization and in crisis 

situations, which often lead people to end their lives and make radical changes. There 

may be a need to end the routine and fulfill your dreams, or to acquire new skills (eg 

to start your own business) or to get a sense of meaning in life (eg to do voluntary work 

for non-profit organizations) or more pragmatic reasons for taking care of the sick A 
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member of the household, or just just relax and recharge your strength. The Sabbatical 

is therefore an option for all or selected employees (eg those in the poole's talent) to 

choose unpaid (and sometimes paid) long-term leave (even one year) after which the 

employee returns to his original job. The organization gives employees the flexibility 

to meet their personal needs while not leaving the organization. In the long run, the 

team does not lose a precious talent, with which it has invested a lot of money. 

(Michaels, Hanfield, 2001 p. 238-242) 
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4 Discussion 

4.1 Introduction to topic 

As we are shifting to practical part of my thesis I would like to start with a brief 

introduction to the topic itself, to the data research I have made and last but not least 

to the field research.  

 

4.1.1 Data research 

As for my thesis I have been using both primary and secondary data, however, the 

secondary data and the secondary research have been used to gather all information 

needed.  

4.1.2 Primary Data 

According to Doyle, Lane, 

Theeuwes, and Zayatz the primary 

data, the raw data or primary data 

is a term for data collected at the 

very source. This type of 

information is obtained directly 

from first hand sources by means of 

surveys, observations and 

experimentation and not 

subjected to any processing or 

manipulation. Bare in mind, the objective of this thesis is not to give a full information 

about Data collecting or so-called Data Mining, hence, I am mentioning only methods 

I have been using during research dedicated to this paper.  

Interview Method is a method of collecting data that involves presentation of oral 

verbal stimuli and reply in terms of oral – verbal responses. (Doyle, Lane, Theeuwes, 

and Zayatz, 2001) As for this paper, I have been using Personal, unstructed and non-

directive interview.  

Questionnaire. In this method a questionnaire is sent or mailed to the concerned 

respondents who are expected to read, understand and reply on their own and return 

the questionnaire. It consists of a number of questions printed or typed in definite 

order on a form or set of forms.  
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4.1.3 Secondary Data 

 

According to authors of Research methods for business students the Secondary data 

include both quantitative and qualitative data, and they are used principally in both 

descriptive and explanatory research. The data you use may be raw data, where there 

has been little if any processing, or compiled data that have received some form of 

selection or summarizing. Within business and management research such data are 

used most frequently as part of a case study or survey research strategy. However, 

there is no reason not to include secondary data in other research strategies, including 

archival research, action research and experimental research. Different researchers 

have generated a variety of classifications for secondary data. These classifications do 

not, however, capture the full variety of data. They have therefore built on their ideas 

to create three main sub-groups of secondary data: documentary data, survey-based 

data, and those compiled from multiple sources. 

 

 

These three groups are:  

Documentary secondary data are often used in research projects that also use 

primary data collection methods. However, you can also use them on their own or with 
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other sources of secondary data, for example for business history research within an 

archival research strategy. 

Survey-based secondary data refers to data collected using a survey strategy, 

usually by questionnaires 

Multiple-source secondary data can be based entirely on documentary or on 

survey secondary data, or can be an amalgam of the two. The key factor is that different 

data sets have been combined to form another data set prior to your accessing the 

data. 

 

 

4.2 Industry description 

In this chapter I will present the basic understanding of ICT sector according to few 

definitions we have so far. 

4.2.1 ICT definition according to OECD 

OECD defines ICT sector as “as a combination of manufacturing and services industries 

that capture, transmit and display data and information electronically. This definition, 

based on an international standard classification of activities, was considered to be a 

first step towards obtaining some initial measurements of ICT sector core indicators.” 

The OECD definition then continues with breaking the definition of ICT sector from two 

separate sectors manufacturing and services into one in following article “One 

important feature of the OECD ICT sector definition is that it breaks the traditional ISIC 

dichotomy between manufacturing and services activities. Activities producing or 

distributing ICT products can be found everywhere in the economy. Moreover, by 

identifying the key sectors whose main activity is producing or distributing ICT 

products, this definition constitutes a first order approximation of the "ICT producing 

sector". In 1998, it was recognised that an activity-based definition should be 

complemented by an ICT products classification. Mapping products to activities would 

allow a more precise quantification of ICT-related production, value added and 

employment, both within the core ICT sectors and in other sectors of the economy. The 

OECD is currently working on an ICT products classification.” 

4.2.2 The IT – ICT transformation 

The transformation or the shifting from IT to ICT, according to digital development 

entrepreneur Wayan Vota, is happening somehow “on its own” as the IT definition 

“heavy infrastructure of servers, IT help desks” is crafting in “to expand the impact of 

programs and services beyond the city centre. ICT is figuring out what IT works in a 

rural school, or have a health clinic will communicate with its non-literate clients or the 

IT staff of distant central offices. Most of all, ICT, by adding the “C” sets us apart from 

standard IT, which does not work in the absence of urban support staff.” 
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4.3 War of Talents 

Since the issue of talent management is still an area that has insufficient theoretical 

background in the Czech Republic or Slovakia, the author draws on this work mainly 

from foreign sources. One of the most acclaimed publications, which could be called 

a manifestation of talent management and had a major impact on its development, is 

the work of Ed Michaels, Helen Handfield-Jones and Beth Axelrod - The War for Talent 

at the beginning of the work. The book does not describe specific talent management 

processes, but it says the meaning of the so- "Mind set talent," thinking and accessing 

talent management across businesses, highlighting the significant impact of talents 

and their management on the success of the business itself. 

When McKinsey & Company first used the "The War for Talent" in 1997, three of its 

authors, otherwise in a high-ranking senior management and human resource 

management expert, named the phenomenon of growth that In the second half of the 

nineties it touched all the companies on the market, but only a few of them managed 

to correctly name, understand and use it for their benefit. When the so-called "dot-

com" bubble burst around the year 2000 and the economy was expecting a recession, 

the misconceptions among top managers were that the "war on talents" was a thing 

of the past. However, the opposite was true. Therefore, in 2001, the same authors 

published an updated McKinsey & Company study. They clearly pointed out that the 

war on talents, and thus the natural relevance of talent management as such, is more 

than a current phenomenon that despite the weakening of the economy not only 

persists, it even dramatically intensifies and advocates talent management between 

management Companies that are key to their successful operation in the market. 

In this updated study, which worked with up to 6900 respondents, including top, 

senior, or middle managers from 54 predominantly American companies, up to 89% of 

respondents added that the acquisition of talent in companies is currently a lot More 

complex, and also 90% of them believe that such talents are extremely difficult to 

maintain in society. Only 7% of respondents clearly agreed that their companies have 

enough talented managers able to keep pace with the times and take advantage of 

the biggest challenges the market offers. 

When he interviewed one of the study's authors and The War for Talent in an interview 

with Fast Company in 1998, Ed Michaels said: "It has a lot of demographics in common. 

For fifteen years, fifteen percent of Americans will be between thirty-five to forty-five 

years old than they are now. At the same time, it is likely that the US economy will grow 

by three to four percent a year. This means that the demand for smart and talented 

people aged thirty-five to forty-five years will increase by twenty-five percent, with 

their supply dropping by fifteen percent. It puts the basics of war on talents." (FISHMAN, 

2008. p. 94-97) 
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4.3.1 The War for Talent - Five Talent Management Rules 

Michaels et al. based on their own study The War for Talent and their long-standing 

experience, defined five rules that together represented a fundamentally new way of 

managing talent at the time. According to Michaels, adherence to these rules is 

essential if businesses are to win the imaginative war of talent and turn their talents 

into their own competitive advantage. They are: Involve your enterprise "talent mind 

set", Create an Employee Value Proposition (EVP), Change your employee acquisition 

strategy, "Call" development into your organization, Distinguish your people. (FISHMAN, 

2008. p. 102) 

4.3.2 Embrace "talent mind set" 

The basis of this approach is the penetrating "talent mind set" - what Michaels et al. 

define as "a deeply rooted belief in having better talents at all levels is a way to 

overcome your competitors. It is also a belief that better, more powerful talents are a 

key source of the competitive advantage of the enterprise. "33 The process of grasping 

this" faith in talent "is, of course, a very lengthy process. At the end, however, it is 

possible to get leaders, and now we are not just talking about HR staff who will see 

talent management as a very important part of their work. Being aware of the 

importance of creating and maintaining the widest range of talents in the business, 

they lack the courage and determination to act so as to continuously expand this 

group. "Talent mind set" is surprisingly different from the old thinking about managing 

people (FISHMAN, 2008. p. 97-100): 

 

Old thinking New thinking 

The notion that people are the most 

valuable assets of an enterprise is 

unclear 

A deep belief that better talent leads an 

enterprise to higher performance 

The HR department is responsible for 

managing people 

All managers are responsible for 

strengthening and expanding the group 

of talents in the business 

Once a year we have a 2-day training 

focused on succession planning 

Talent management is a fundamental 

part of how we lead a company 

I work with people I have to I dare to win the talent I need 

Source: MICHAELS, Ed; HANDFIELD-JONES, Helen; AXELROD, Beth. The War for Talent. Boston (Mass.) 
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4.3.3 Create an Employee Value Proposition (EVP) 

Employee Value Proposition is a value, a reason for the potential worker for whom the 

employee wants to work in the company. It's something that makes an enterprise 

attractive for talent. EVP is directly linked to the so-called " Employer branding, whose 

purpose is to make the employer's talent business as attractive as possible. Enterprise 

as an employer trying to attract the best talents must communicate clear answers to 

the basic questions of potential employees: 

Why should I join the business? 

Why should I stay in the business? 

Why should I give my best performance? 

Why should I recommend a business to another? 

Why should I return to the business? 

Talent must feel that they are offered all the possibilities for development and 

professional growth, they need to face everyday challenges and work among the 

leaders. (FISHMAN, 2008. p. 102) 

 

Change your employee acquisition strategy 

Talent War has forced businesses to completely redesign their recruitment strategies, 

recruitment, and talent search. While it was only a few years ago to choose the best of 

a wide range of candidates, today's time requires a much more active search for new 

sources of talent, their continuous recruitment into the company, at all levels - both in 

senior and senior management and in lower positions, "Entry level", this being an 

important way to bring new capabilities, approaches and perspectives into the 

business continuously. Businesses must clearly define what talents they need and 

start looking for them in unusual places, often in seemingly very remote sectors and 

areas. The often-used word "continuously" proves that businesses should seek and 

acquire talents, not just in the event of a strong need to fill a vacancy.  

 

Implement development to your organization 

The implementation of development programs and activities into business processes 

should lead to worker development becoming an important part of a broader business 

strategy. After gaining talent in a business, it is automatically followed by a continuous 

and continuous development of its skills and competencies in order to increase both 

its satisfaction and its performance, which contributes to the company's results. 

"Businesses need to change their way of developing their people and developing their 

daily routines. ... They should increase the frequency and objectivity of feedback and 

mentoring. Every leader at any level in an enterprise can develop other people.” 

(MICHAELS, HANDFIELD-JONES, AXELROD, 2001. p. 212) 

 

 

 

Distinguish your people 
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Estimates from The War for Talent authors say that there was a large majority of 

managers in the study, who have not completed a performance review in the past 

years. In order for talent to be supported in a business to be able to take care of them 

and to keep them in mind, they must first be logically identified with these talents in 

the enterprise. Managers must be able to meet at least once or twice a year and openly 

and objectively discuss individual talents in order to divide them into certain groups, 

to divide them into those whose performance is above standard, expected / average 

or below average. Michaels talks about so-called A’s, B’s and C's employees. For each 

of these groups, it is necessary to approach them in a different way, so that, even if 

they belong to any group, it is possible to fully develop their potential. All of these five 

talent management rules cope at the time of the study represented a major change in 

talent management. 

 

Old ways New ways 

The HR department is responsible for 

managing people. 

All managers, starting with the CEO, are 

responsible for improving and 

expanding their "pool talent". 

We offer good salary and benefits. We change our company, our job 

positions and our strategy to attract 

talented people. 

Recruiting staff is like shopping. Recruitment is like marketing. 

We think employees are developing 

through training. 

We support primary development 

through coaching, mentoring and 

learning at work. 

We also appreciate everyone, and we 

think that every worker is equally 

capable. 

We recognize all of our people but invest 

differently in our A’s, 

B’s and C’s. 

Source: MICHAELS, Ed; HANDFIELD-JONES, Helen; AXELROD, Beth. The War for Talent. Boston (Mass.) : 

Harvard Business School Press, 2001. s. 16. 

 

4.3.4 Reasons of the war for talent is persisting 

The War for Talent authors also identified three basic reasons why the war on talents 

will continue to last. The first reason is the irreversible transition from the industrial era 

to the informational era. From the early eighties, the importance of assets, such as 

machines, factories, production facilities, and the importance of harder-to-grasp or 

measurable assets, such as brand, intellectual property, know-how, or talent, is 

diminishing. As can be easily seen, this change is still not the end, and the economy is 

becoming more and more dependent on knowledge, soft skills and talented people. 

The second reason is that apart from the apparently unbalanced offer and the demand 

for talent, the demands and requirements of today's managers are also increasing. A 

modern, globalized economy and open common markets are a huge challenge for 

today's top managers. Companies need new high-level leaders, who are not afraid to 



 29 

risk, and can inspire people around them. This has created the demand for big global 

companies after a whole new group of talents. In addition to the young, high-

performing and high-potential people, there is a clear deficit of extremely capable and 

experienced professional managers. 

The third reason for continuing the war on talent is the inclination of talented 

employees to change the employer. By the beginning of the nineties, the conventional 

convention of a notional two-sided guarantee had ceased - job security was no longer 

a guarantee of employee loyalty to the employer and vice versa. A big part of this 

change was the Internet extension, which made the job offer much more transparent. 

This corresponds to the data from The War for Talent, where up to twenty percent of 

managers said there was a big chance they would leave their current job within two 

years. At the same time, the study showed that young managers are sixty percent 

more likely to leave the company than older managers. With the support of economic 

and demographic change, the phenomenon of war on talents creates a new reality 

that has changed since Michaels's previous one: 

 

Old reality New reality 

People need Companies Companies need People 

The competitive advantage is 

represented by machines, capital, 

geographical location 

Competitive advantage is represented 

by talented people 

Better talents may have some meaning Better talents are of great importance 

Jobs are rare Talented people are rare 

Employees are loyal and jobs are certain People are mobile and their 

commitment to company is short-lived 

People receive standard work packages People demand much more 

Source: MICHAELS, Ed; HANDFIELD-JONES, Helen; AXELROD, Beth. The War for Talent. Boston (Mass.) : 

Harvard Business School Press, 2001. s. 6. 

 

 

 

 

 

 

 

 

4.4 Talent Management an activity or necessity? 

Some say that talent management (TM) is just one of those trendy names that are worn 

for one time in the HR, and after a while they go to the name scourge. They are arguing 

that the TM concept has long been here, just under another hand. Perhaps. But - this 

time he has gained much more and more intense relevance. Let's say there are 
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companies that have devoted themselves to TM in the 90s of the last century. In that 

case, TM was focused on getting the best and keeping them. This retention was not as 

complicated as there was a concept of a lifetime employer, in the socialist states the 

concept of compulsory and one-hundred-percent employment, and global 

competition was basically not yet working. Recruiting talent today faces obstacles that 

we have not previously known. As many recruiters of ancient times recall: "Have you 

recruited a project manager? You could come out on the street and have a great 

chance that if you reach 100 people, you will meet your good project manager." Today, 

however, you can communicate with hundreds of candidates, and success is not 

guaranteed. The level of TM was also raised in the area of talent maintenance and care. 

In the past, it was enough for the organization to offer job security, the "golden cage" 

and the market standard, and could be pretty sure it would stay the best with it. 

Employees now expect an equal partnership relationship between them and the 

organization and assume some adaptability from the employer to their lifestyle. The 

talent price in the form of wages and benefits has also increased. Today's TM does not 

pick the best of the good, but looks for the hidden potential that actively complements 

it according to the definition of the company's talent. It focuses on getting the right 

material, which is further worked to reflect the long-term strategy of the company. The 

second phase is finding appropriate ways to engage corporate talent in organizational 

goals so that this process brings fruit in the form of business outcomes (turning a 

rough jewel into jewellery). And the third phase is to ensure that the talent is not 

incited to be of benefit to the competition, but is motivated to remain and perform for 

the organization that chose it. 

 

Modern TM is not only a glimpse of old concepts - it is a corporate and HR activity that 

has gone through sophisticated upgrades and this is the competitive advantage I am 

in this thesis focusing on. 

 

For Slovak and Czech management, TM means many: from getting rid of the 

stereotypes that are still prevalent in our society (age discrimination, little flexibility in 

work organization, non-internally internal culture in internal career management, etc.), 

through the ability to keep candidates in their region, to the understanding and 

reflection of what our candidates or employees - the best or the most potential - need 

or expect from our organizations. (McCullough, D, 2006,) 

The first step on this long journey is to have the right talent and to define it and the 

attitude towards it (how to get it and manage it). According to the CIPD survey, 21% of 

surveyed companies have formally defined the definition of talent management 

(CIPDs learning and development survey, 2006). And 51% of the respondents use some 

talent management activities. In any case, even if you do not realize it, in some way, 

whether you want it or not, you manage the talent. Only time and talent will show how. 

(Collings, Mellahi, 2009)  
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4.5 Primary research results 

I have decided to conduct several interviews with senior managers in ICT sector. All of 

them wish to be anonymised, hence, I will use the term interviewee. I have also done 

couple interviews with junior managers, HR employees. The structure of interviews I 

have done is explained in chapter 4.1.2. 

4.5.1 From expert to multi skiller 

The aim of interviewing senior managers in ICT sector was to find out the process of 

acquiring talents on certain level/position and to gather information which I could 

compare with the data I have gathered from secondary research.  

 

I have conducted all in all 7 interviews in which we were talking about the recruiting 

and talent acquiring process. The results vary from person to person, from company to 

company, however, they all had one thing in common. Every single manager is looking 

for intelligence, creativity, endurance and for talent with abilities, skills, and 

competencies to work on different positions. In other words, they are looking for skill-

set which does not suit just for single position, department.  

 

The results from interviews go hand in hand with the OECD definition of ICT which I am 

mentioning in chapter 4.2.1. Every interviewee is looking for talent with soft skills, 

leadership skills and managing skills. 

 

Based on their testimony, which comes from years of experiences, I can conclude that 

the way we look on talents nowadays has changed over the years. They were telling 

me about the different spectrum of candidates back in a days that managers back then 

were looking for an expert, educated, skilled in very few competencies. However 

nowadays, the trend, according to interviewees is the other way around as I am 

mentioning in the article above. 

 

4.5.2 The Drive 

The aim of me conducting several tens of surveys was to find out the opinion, efficiency 

and possible comments of future ICT employees versus current ICT employees on 

acquiring process and their sustainability according to Talent Machine in chapter 4.6.2. 

I am only going to mention the questions and explain answers of those interesting 

ones, which I also managed to come up with solution. 
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I have 50 respondents from both group students interested in ICT sector aged 18-24 

and 50 employees in ICT sector aged 25-31. The survey was designed so the 

respondent have to rank the answers from the highest ranking 1 to the lowest ranking 

5. The weighted average was the highest for motivation as well as for the 

competitiveness. These results made me stop and think. Based on these results 

I concluded that same as young future ICT employees want motivation and 

competitiveness to be included in their acquisition process as well as in talent 

development process afterwards.  
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4.5.3 Acquirer 

Based on results and all information I gathered I decided to make a proposal mobile 

application. This application shall combine both desired motivation and 

competitiveness. The main point of this application “Acquirer” is to track the level of 

every trackable ability, skill or competence one employee can possess. These three 

things would then combine into skillset with joined level of each single level.  

After further information digging, results evaluating and couple extra consultations I 

found out that healthy competition will be a benefit for every company. I have also 

created an in depth Time – Level graph, where unreachable maximum would be 10 000 

hours with level of 110.  
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4.6 Secondary research results 

4.6.1 How big companies recruit and hire?  

ICT sector employees are one of the best paid, the most skilled and the most sought-

after workers anywhere in the world. However, employers are finding out that it takes 

way more than money to recruit and retain those best of the best.  

“Paying for top talent is important, but it isn’t the only variable,” says Stacey Carroll, 

principal consultant at Payscale.com, which provides both workers and employers 

with in-depth salary and career information. “After all, if it was simply about money, 

then every company would just write bigger checks.” 

There is no such thing as universal formula for attracting top talent and ensuring 

employee satisfaction. (Weiss, D. — Molinaro, V. — Davey, L 2005. p. 16-21) 

 

4.6.2 The Talent machine 

As I was researching this topic throughout many papers, blogs, statistics and articles I 

managed to gather these information. Companies that lead the world in growth have 

couple things in common. One, however, was standing out – relentless focus on talent, 

whether it is junior or senior position, the focus in 

so-called “talent machine” on talent is great, and consists of five core components.  

The first one is A succession plan. A succession plan that actually works. I have found I 

would say “survival guides” for companies, where a succession plan that works was 

the vital prerequisite for company survival. Here we get to the breaking point in 

between recruiting and talent acquisition. Many companies do not have formal plan in 

place, although, this might seem practical or cost effective in a short run, it sets up the 

company for a long-term failure. This is where talent acquisition comes in place. The 

reason the companies should focus on effective hiring, following by talent acquisition 

is that the succession plan is dynamic and based on a pool of qualified leadership 

candidates and it must evolve as your company changes. A succession plan must part 

of vision not only CEO owns but also the entire senior leadership team. A succession 

plan uncovers a company’s strengths and exposes weaknesses. (Weiss, D. — Molinaro, 

V. — Davey, L 2005. p. 27-31) 

The second one is An audit of company’s talent pool. Most companies lack any way to 

audit their talent at all levels of the organization. But if you fail to relentlessly audit and 

upgrade your company's talent pool, it's almost impossible to achieve your mission 

and purpose. “Once your company is able to audit the talent in your organization, you 

can begin to name the right people as managers; you'll be able to see which business 

units have the most talent and which units need more. This talent pool, in turn, feeds 

into a succession plan that works. A finely tuned talent machine should have at least 

three candidates ready to fill any given role when the time comes.” (Weiss, D. — 

Molinaro, V. — Davey, L 2005. p. 33-34) 
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The third is Raising the bar in recruiting and hiring. This third component goes hand in 

hand with the level of recruiting. This so-called bar is imaginary line, which can be 

described by the people-talents in the company. The employees are as good as is the 

recruiting process. This bring the company to very beginning as getting the right talent 

into company begins with getting the most talented applicants interested in working 

for company in the first place.  

Breakthrough experiences for high-potential managers and leaders. The fourth 

component of talent machine is to determine group of high-potential managers and 

leaders through objective assessments, performance metrics, and other ratings, the 

next step is to provide intentional developmental experiences to help them grow.  

The last fifth is Ongoing development, engagement, and performance management.  

This component speaks about investing in each person who has been brought to 

company. (Weiss, D. — Molinaro, V. — Davey, L 2005. p. 35) 
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Conclusion 

Main objective was to come up and evaluate recommendations for the companies in 

ICT sector in light of specific methods, both field and desk research in order to achieve 

competitive advantage in the market through effective recruitment process as well as 

talent acquisition. I have stressed out the main topics including War of talents, results 

based on primary and secondary research. 

The objective of the thesis was accomplished by summarizing all the necessary 

information, conducting surveys and interviews. The proposal achieved by collecting 

different kind of data is the recommendation to focus on relationship between 

employee and employer. The recommendation as an competitive advantage and as 

output of this thesis is specific application, which would improve effectiveness of 

employees themselves and also the company climate as well as already mentioned 

Talent Machine. This topic research could serve as future benefit for diploma thesis as 

I already gathered vast amount of information regarding Talent Management itself, 

Recruiting and Talent Acquisition at its finest. 

Recruitment is extremely wide and fast changing area of interests. There are many 

more learnable topics in this area, however, I could not include majority of them, since 

I was focusing just on a few. Anyhow, as I mentioned already Recruitment and Talent 

Acquisition is changing, cooperating and mutates back and forth and so it offers huge 

issues to be still covered.      
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