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1. Introduction
1.1 Definition of talent management
It is difficult to precisely identify the meaning of talent management (TM) as there are many definitions and assumptions that create confusion. There are several terms used that cover processes for managing people and organizations, define human resources planning, succession planning, but do not clearly define TM (Lewis & Heckman, 2006). The confusion comes from the fact that not a very long time ago all the above processes where handled by human resources, but this has now changed. TM has become a new focus area for researchers due to recent shortages in skilled workforce, demographic shifts, the war for talent and also ageing workforce. As the business environment is continuously changing, TM is still the most important function that can lead to competitive advantage (CIPD, 2020).

TM has been defined by Tansley and Tietze (2013) as the attraction, identification, development and retention of individuals with high potential that will bring value to an organization. Michaels et al (2001) define talent as the abilities, gifts, skills, experience and knowledge, intelligence, the character of a person and their ability to learn and grow. Armstrong (2017) adds that TM aims to identify, obtain, keep and develop the talented individuals. 

By looking at the current trends DeNicola (2021), of PWC, relates that there are trends among executives to oversee talent management on different levels of the organization. There is low availability of talented individuals, but the demands for workers with new skills have increased and there is no plan to acquire and develop them (DeNicola, 2021). According to the same author the warning signs can be reviewed through KPI’s and some of these can be:

· High turnover 

· Unfilled positions on long term

· Succession plan failure

· Low employee engagement scores

This research was started during the first Covid19 year, 2020. Along the year there have been several changes in the way we work and the way we live. The first huge change has been the remote work. According to PWC (2020) 42% of companies implemented work from home policies. Many organizations faced technical issues, even though the notion was not unknown, only it was not used. Still, only 13% of the companies surveyed by PWC (2021) is a leader in their approach to technology, whilst only 7% of these organisations are leading in aligning their talent strategies and workforce strategies. 

It is considered that now, in 2021, this trend will continue, and will stay even after the pandemic has left according to the same source. PWC (2020) also mentions of other measures that companies implemented, such as shift works (23%), reduced work time (4%) and furloughs (4%). As a further consequence of the pandemic the management of people (HR, middle level managers) has changed. It is becoming harder to check on the employees whilst they are working from home. The companies have started to use different communication channels, such as Skype, Teams and Zoom. These are used for online team meeting, board meetings, and business meetings as well. These platforms also offer opportunities for online networking and staying connected.

This research intends to better understand how the employees of this company feel about talent management strategy, and how TM is being perceived as a whole in this. What is the role of TM in this process? Does TM create a competitive advantage for a company? Boudreau & Ramstad (2005) highlight the importance of a “talent-focused perspective” for HR. This will improve decision making. A decision science was developed by them, called “talentship”. There is also another perspective that is discussed by Barney (1991, 2001), and is called resource-based view perspective that explores the role of talent in producing specific results (firm or process). 
Also, the researcher seeks to find out how the company manages their talent? Is there a strategic approach to TM? Is there a TM process developed and followed? CIPD (2020) recommends companies have a workplace plan, that should include the following processes: recruitment (acquiring talent), building a pool of talent, planning for succession, introducing continuous learning, developing their future leaders, career management, employee management and a plan for employee retention. Are all these processes implemented and efficiently working or is there improvement needed? The same source states that organizations need to develop a strategic approach to TM to gain a competitive advantage (CIPD, 2020), but can also have other strategic objectives, such as:

· Creating meaningful work and growth opportunities for employees

· Building a high-performance workplace

· Encouraging continuous learning

· Contributing to diversity and inclusion

Highly performing individuals can easily be recognized as they increase productivity, this is why TM supports them, enabling them to share their knowledge with the rest of the employees (Scullion and Collings, 2010). Bonneton et al (2019) state that firms with strong TM grow faster financially.
According to Meyers and van Woerkom (2014), TM is still the most important challenge for organizations as it is considered as the source of competitive advantage in the dynamic market of this century. Still, Vaiman et al (2012) think that organizations do not see the importance of TM, and thus they fail to implement an effective program and/or practice. TM that was not well implemented can have significant consequences in the success of an organization, such as the loss of talent and lack of leaders (Scott et al, 2010). 

The research of this particular organization will show how TM and organizational development have come together to hold on to the employees (their most valuable asset, human capital) and achieve its final goal, competitive advantage. The findings of this research are timely because they will shed light on how TM affects a business, whether TM is a differentiator of success. Achieving a competitive advantage is a key factor for every organization currently.  The more talented individuals a company has in comparison to their competitors will enable it to secure a competitive advantage (Michaels et al, 2001). 


Having read about so many different philosophies and opinions on TM, the researcher wishes to determine how TM strategy and processes affect the life of a local business, what the key stakeholders think about this and what are the reasons of a company when they chose to use TM. 

Meyers et al (2013) have distinguished four TM philosophies (see Figure 1) as follows: 

· Exclusive and stable

· Exclusive and developable

· Inclusive and stable

· Inclusive and developable

Figure 1- TM philosophies
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Data in Figure 1 is adapted from Meyers and Woerkom (2014) 
According to CIPD (2012) research three-fifths of organizations revealed to have an exclusive approach to TM, whilst two-fifths of them said to have an inclusive approach. Some authors discuss the developable side of talent. According to Silzer and Church (2009) talent is an acquired set of knowledge, skills and abilities. On the opposite side, Dweck (2012) thinks that experiences form and shape a person. 

There are also challenges relating to these approaches, one of them being that communicating to employees that they do not belong to the talent group of organizations could lower motivation according to McDonnell (2011). Also losing those people who are good performers and form the pillar of the organization can reduce the efficiency and effectiveness of a company (DeLong and Vijayaraghavan, 2003).
This research is looking into the development of this organization only for the current year. The organization is a medium-sized local company that offers a large pool of job opportunities to the local community. The research will look into the demographic group that is formed by the local community. Firstly it will look at the two general areas (basic level employees and management), secondly, it will look at other demographic information (age, gender and length of service).

1.2  Academic Focus
A comprehensive literature review stands at the base of this study, through which methods for improvement will be identified. Interviews of managers and staff of a larger local company will help to raise questions and make suggestions on further development and improvement of TM, and also propose strategy if this is deemed necessary.

Each company should have a TM strategy. Capelli (2008) states, that the companies should have goals to reach their strategies. Some of these aims are listed below:

· Developing the organization

· Planning and implementing recruitment to ensure that people with good qualities are recruited who will remain for a proposed length of time with the company

· Plan talent retention program

· Reward policies to be introduced so that these attract/retain quality staff

· Implement talent development programs

· Ensure there are opportunities for career development and growth

· Recognition for talent (rewards for achievement, excellence, enterprise)

· Generate a talent pool (available for management succession)

According to Papierno et al (2005) when a training program meets the need of the participating employee, the person can show exceptional improvement in their abilities. Organizations can boost profit levels by a strategic allocation of resources (Becker et al, 2009). 

Collings and Mellahi (2009) stated that investing in talented people will enhance the commitment and motivation towards the organization. This is from where they propose a relationship between TM and organizational outcomes, stating that when there is a proper TM strategy in place it can boost the performance and commitment of employees. This can help companies reach competitive advantage. 
CIPD (2013) survey related that 6 objectives were most important among the respondents on TM policies:

· Growing future senior managers/leaders

· Developing high-potential employees

· Ensuring the strategic goals of the company are achieves
· Retaining key staff

· Ensuring that future skill requirements of the company are met

· Attracting and recruiting key staff to the organization

Investing in talented employees ensures that there will be minimal replacement costs, as these people will be less likely to leave the organization (Lepak and Snell, 1999). They also suggest that organizations should seek to invest in talented people through of career development or different programs. As business requirements are identified there is also a need to pool the high potential and high performing individuals who can fill the key positions. A very important process of TM is talent pooling, as it can generate the value and competitive advantage for the companies (Mellahi & Collings, 2010; Stahl et al, 2007). These key positions contribute to value creation according to Heinen & O’Neill (2004).
Michaels et al (2001) assume that by hiring the most intelligent, motivated employees, organizations can set up and carry on a leading market position. CIPD (2020) states that by managing talent strategically a high-performance workplace can be built and they could add value to their employer brand. There are benefits in addressing TM, and it indicates that people need to be involved in this. According to Kontoghiores (2016), Schuler (2015), Stahl et al (2012) companies are attempting to combine their fundamental values and their business propositions into TM processes (employees training, socialization, development).
Organizations are adopting an inclusive approach when creating a focus on talent development and engagement, according to CIPD (2020). Also, a more blended approach is used by HR, which places special focus on a segmented talent group of employees, states the same source.

1.3  Aims and objectives of the research
The research aims to establish the role of talent management in the life of a local company. The second aim of the research is to examine how talent management is applied in the company and further how this affects the business.

The objectives of the research

· To identify methods that can lead to improvement in the retention and management of talents and the creation of a large talent pool

· To determine what influences talent management in a business, to find if  this gives a competitive advantage to the business

· To objectively evaluate the process of talent management of the chosen company 

· To determine in what way the implementation of talent management can have a positive or negative effect on a business

· To make proposals on how to develop a talent management strategy, based on findings of the case study (interview and questionnaires)

1.4  Research questions
Q1. The overall research question of this dissertation is finding out how local businesses are affected by the use of TM? What is the role of TM in the success of such companies?
           The researcher also seeks answers to the following questions: 

Q2. What influences TM in a business? 

Q3. How can TM be improved to have a positive effect on a business? 

Q4. What ways of implementation of TM can have a positive or negative effect on a business?

1.5  The unit of analysis
The research is conducted at a large local company. The main administrative building and large warehouses are located in the center of the country on a huge location. This is where the research is taking place. There are several subunits as well, located all over the country. By having developed throughout the years, the organization has extended its boundaries and has now over 10 subsidiaries (shops and warehouses). All of these are developing side by side, together with the main administrative location. 
1.6 Overview 
When trying to define what TM is there were found different definitions. The two most outstanding ones are as follows: TM identifies, develops and retains individuals with high potential (Tansley and Tietze, 2013) and on the other hand it is considered that TM aims to identify, obtain and develop people (Armstrong, 2017). CIPD recommends companies to have a workplace plan in place that includes recruitment, talent pool, succession planning, continuous learning, future leader development, career management, employee retention plan (CIPD, 2020).

Even though TM is seen as the most important challenge for organizations, being the source of competitive advantage (Woerkom, 2014), still it was found that not all companies see the importance of TM, so they do not implement it (Vaiman et al, 2021). A consequence of this action can be loss of talent (Scott et al, 2010). 

It was also found that employees were unmotivated when they were told that they do not belong to the company’s talent group. As a result good performers were lost and it reduced the company’s efficiency (McDonnell, 20013; DeLong & Vijayaraghavan, 2003). Researchers have found that training programs enhance ability improvements, and investing in talented people will make employees more motivated and committed to the company (Papierno et al, 2015; Collings and Mellahi, 2009).

A CIPD survey (CIPD 2013) relates that there are important objectives considered by the respondents, such as the growth of future managers/leaders, developing high potential employees, achieving the companies’ strategic goals, retaining staff and recruiting staff. Some researchers think that by hiring intelligent, motivated employees they can reach a leading market position (Michaels et al, 2001).

To gain a competitive advantage the companies need to develop a strategic approach. Some strategies include creating opportunities for the employees, continues learning, increasing productivity. It needs to be determined how TM affects the life of a local business and what do the employees of this company think about managing talent. Also the researcher will look into the whether there have issues relating to the Covid-19 and if these had any effect on the company and people.  To gain responses to the main research question interviews and a survey will be conducted. As a conclusion it will be determined whether a new strategy will be needed, and a proposal will be made.   

2. Literature review and theoretical framework

2.1 Introduction
TM is difficult to identify, as there are so many terms given by many authors. It has received a lot of attention during the last decade, and many scholars have contributed to how TM is seen now. Jackson and Schuler (1990) stated that making sure that the right person is in the right job at the right time is TM. Pascal (2004) defines it as „managing the supply, demand and flow of talent through capital engine”. Scullion and Collings (2011) refer to TM as a pool of activities that attract, select, develop and retain the best employees for a role. There is no consensus on the meaning and principles of TM even to this date. Bolander et al (2014) has identified three approaches to TM in order to bring some clarification to the impact of each on the organisations. These are humanistic, competitive and entrepreneurial. 
Greenwood and Miller (2010) highlight the importance of a pluralistic approach and uses multiple theories when they try to understand the behaviour of an organization and its complexity. Sweem (2009) proposes a holistic approach to TM. This approach combines human resources integration in the business, aligns talent and business strategy and it is proactive in growth. It also develops the TM processes and culturally connects employees and managers (Sweem, 2009). 
According to authors Jyoti & Rani (2014) TM is an activity that identifies key positions by reviews and evaluation, creates talent pools by talent nomination and segmentation, it also helps organizations to reach their strategic priorities and competitive advantage by talent development and retention and also by succession planning.
TM should also create value on both the individual and on the organizational level. On individual level employees want to see their efforts rewarded by financial or other material rewards, such as income and want their need for job security to be fulfilled now and in the future (Kallerberg & Marsden, 2013; Oldham & Hackman, 2010). They also attach major importance to work that is meaningful and challenging, matches personal interests and gives a feeling of accomplishment (Kallerberg & Marsden, 2013). Employees have growth needs (desire for personal accomplishment, learning and career development), and have social needs (desire for significant relationship with others at work), according to Oldham and Hackman (2010). On the organizational level, TM has three main goals: labour productivity, organizational flexibility and social legitimacy (Lewis & Heckman, 2006). Authors Kaur (2013), Hilal (2012) and Iles (2008) consider that TM is analysing and crossing the gap between talent demand and talent supply. It determines the employee and management strength and TM strategy; through these helps to connect individual goals to organizational goals and workforce strategies to business strategies (Kaur, 2013, Hilal, 2012 and Iles, 2008).
2.2 TM processes and implementation
According to PWC (2012), there is a skill gap and it is becoming more and more difficult to keep the talented individuals in one place. The companies are facing challenges on daily basis and according to the same source 27% of talented individuals plan to leave their employment within a year. This is why there is a need to implement a business strategy that is aligned with the TM strategy. Figure 2 shows the steps of TM implementation and how these are interlinked with each other. 

Figure 2 Talent management implementation
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Data in Figure 2 is adapted from PWC (2012), Delivering better business results through talent)
TM has gone through a lot of changes over the years. It is a process that involves the attraction and retention of the best workforce, and also it motivates them to achieve a high performance. Its main purpose is to keep the talented people at the company. It seems that now it does not only want to find the best, talented individuals but also wishes to develop them. By developing their talents the companies will be more prepared when coming across challenges (PWC, 2012). In Figure 3 it is visible how these processes are linked with each other and how the TM is part of the HR and company system. 

Figure 3 – Talent management processes interlinking
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(Data in Figure 3. is adapted from PWC (2012), Delivering better business results through talent)
There is an important role in branding as well, many authors consider this an important way of reducing talent gaps (Gehrels and Looji, 20011; Lockwood, 2010). Organizations with strong employer brand strategy can reduce talent acquisition costs and increase talent retention in comparison to organizations with weaker strategy (Ritson, 2002). 

2.3 TM and human capital

This research seeks to investigate TM at an organizational and individual level as well. Talent management is described by Tarique & Schuler (2010) as such practices that engage, grow and hold on to people with high levels of human capital. 

But what is human capital? Abdulaali (2018) states, that it is one element of intellectual property, along with the structural capital and the relational capital. According to the same author, human capital is formed by the skills, creativity and expertise of employees (which can be increased by training programs). Efficient workers increase the performance of a business.
Bolander et al (2014) developed three approaches to TM to clarify the views on talent and its impact. These are as follows: 

· Humanistic approach – all employees are seen as talent. Talent can be developed, thus opportunities for development are for everyone

· Competitive approach – only some of the employees are talented. These individuals need to be identified. The employer focuses more on getting the talent from outside the organization, rather than developing one. Development opportunities are for the chosen individuals in set programs

· Entrepreneurial approach – it looks at the performance of individuals, rather than just considering it an ability. It is an inclusive approach, that recognizes that all the employees have the potential to become talents
There are two dimensions of human capital at every organization according to Lepak & Snell (1999, 2002), these are value and uniqueness. Value is the potential of human capital to contribute and enhance competencies and competitive advantage (which can also be distinguished to high-value pivotal and low-value peripheral assets). Uniqueness refers to the level at which the human capital could be replaced (also differentiated as high-uniqueness and low-uniqueness). According to these differentiations, Lepak & Snell (1999, 2002) built a four-quadrant model (see Table 1).
· Quadrant 1 Talent - human capital that is both valuable and unique – internal career development, mentoring program and organization focused exchange relationship

· Quadrant 2 Internal partners – high value but low uniqueness – these individuals can be hired by the organizations as they are available on the labor market.
· Quadrant 3 Contract workers – low value and low uniqueness – it is of limited value for a company, and can easily be found on the labor market.
· Quadrant 4 External partners – low value but high uniqueness – these should be outsourced by the companies to reduce the extra costs of hiring.


Table 1 The four-quadrant model
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Data in Table 1 is adapted from the classification of Lepak & Snell (2002)

According to Lepak & Snell (2002), knowledge is more valuable in a certain context (such as a business), than it would be for competitors. This is why human capital situated in quadrant 1 is considered talent and as such is likely selected for internal programs (De Vos & Dries, 2013). 
The authors are agreeing on the importance of talent retention. They highlight the importance of identifying and developing employees as this could increase the retention numbers (De Boeck et al, 2018). Career development activities have positive effect on retaining employees according to Ito & Brotheridge (2005). According to Lehmann (2009) and Connors et al (2008) talent retention can be controlled through performance-based pay, training, motivations, challenging work, career development, and by offering benefits before demands. 
According to Beechler and Woodward (2009) companies (local or international) have learnt that to be competitive and sustainable they need to have effective workforce management. The management of the workforce begins with ensuring there is a high-potential talent pool (Scott et al, 2010), which can be obtained by operating by actionable development plans that are aligned with the strategy of the organization. There were also suggestions that organizational performance can be increased the most by human capital (Tarus and Sitienei, 2015).
Boudreau & Ramstad (2005) worked on a model, called HC Bridge Decision Framework, which puts strategic TM within the business strategy and shows that TM can drive the strategic decisions. “Talentship” will be part of the strategic talent decisions wherever they are made, and this way will create its own value. It is discussed that the quality of human capital defines the success of companies and that human capital contributions could be measured (Boudreau & Ramstad, 2005). The framework involves three planning stages (impact, effectiveness and efficiency), which than link different elements such as Human Capacity, Talent Pools, Resources and Processes in the execution stage.

2.4 Performance management and TM
Campbell (1990) relates that performance is the thing that an organization hires a person to do above and beyond. Performance management is a strategy that is in close relation to the activities of the organization (HR activities). It can be different in every organization as it is dependent on the context (Armstrong & Baron, 2005). According to the same authors it is a natural process that contributes to the effective management of employees and teams within an organization. It sets the goals to be achieved individually and as part of a team. According to Tovey et al (2010), where there is no adequate skills and commitment to implement a performance management process, this will fail. The authors highlight the importance of managerial commitment to such systems. Some of these are as follows: active listening, giving and receiving feedback, managing conflicts. Tovey et al (2010) highlight the importance of management by work that can be obtained by committed managers, who develop their skills, knowledge and leadership in order to develop these in their employees as well. Scott et al (2010) states that effective performance management combined with training and succession planning will differentiate top-performing managers from the rest, making them key users of TM programs and processes.
2.5 TM and competitive advantage 

According to Barney (1991, 2001), competitive advantage is the result gained by companies who develop their resources (valuable, rare, hard to imitate). Common resources do not offer competitive advantage as everyone has them and neither do imitable resources as these can be replaced. What is considered to be a resource then? According to the same author resources are financial, physical, human and organizational assets used by a company to develop its final product or service to the client (Barney, 2001). The value, rarity (uniqueness) and imitability of resources can change over time and organizations need to understand the importance of external threats according to Barney (1995). An organization with valuable resource that slips to common, can loose its competitive advantage. Same thing happens with the organizations that have unique resources that loose their value. All of the above show that having valuable and rare resources can provide temporary competitive advantage but this can change when the competition finds a cheaper substitute or duplicates the resources (Barney, 1995). All this can be applied to talented individuals according to the same author, but clarification is needed in separation of technological value versus people. 
Human capital (talent) is mobile according to Swart (2006) because employees own it, and it tends to be the main driver of a companies growth (Joia, 2007). Managing talents properly could help to generate intellectual assets inside a business (Abdulaali, 2018). According to Wang (2009), human capital includes the skills and creativity of the employees and this can be expanded by investing in coaching programs. Businesses that can manage their talents (intellectual capital) better will have a more exceeding performance according to Stewart (1998). The more companies function better in all areas of business (such as management, culture, and training programs), the higher profits they make. 

Companies need to ensure that they win the „war for talent” (Iles, Preece & Chuai, 2010; Vaiman, Scullion & Collings, 2012). Organizations that have more talented individuals compared to their competitors will secure a competitive advantage (Michaels et al, 2001). According to Cappelli (2008), TM contributes to the overall performance of a company and supports the organization’s overall objective, which is „making money”. This view is also supported by Cheese et al, 2009; Stahl et al, 2007.

DeNicola (2021), of PWC, states that if a company invests in developing human capital, the likelihood of winning the war for talent increases. Also the companies will become more resilient, agile and innovative. 

Greenwood and Miller (2010) highlight the importance of a pluralistic approach, in using multiple theoretical lenses together when they try to understand the behaviour of an organization and its complexity. The following 
 should be analysed: 

· According to Boxall and Macky (2009), there should be a focus on both the employment and work relationship, employees offer their time and capabilities to organizations (Rubery& Grimshaw, 2003); employees reciprocate in ways comparable to how they are treated by their organization (Hom et al, 2009; Tsui, Pearce, Porter & Tripoli, 1997)

· Consider the influence and well being of actors at multiple levels; organizational behaviour is strongly influenced by the needs and preferences of different actors inside and outside the system (Astley & Van der Ven, 1983); TM should include the preferences and intentions of the other leading figure in the employment relationship, the employee; because an organization interacts with its environment they have to incorporate and respond to these needs (Christensen et al, 2007); according to Paauwe & Boselie (2007), the employee-organization relationship should be productive, contribute to employee 
well-being, and fulfill the norms, values and expectations of its environment.

· Impact of economic and institutional pressures on value creation by the organization and TM (Kalleberg, 2009; Suchman, 1995); both economic and institutional pressures have an impact on HRM and organization-employee relationship (Boxall, 2007; Kalleberg, 2009; Paauwee & Boselie, 2007
Organizational success is the most effective evaluation of TM. In recent years TM has evolved into an essential practice (CIPD, 2020), and it includes many areas such as workforce, individual performance and development, organizational capability. CIPD (2020) has found that many leaders are prioritizing and increasing TM budgets. They are focusing on developing talent rather than recruiting talent (CIPD, 2017). 

2.6 Employee engagement and TM

Organizations define employee engagement differently. Some of them talk about employee satisfaction with work, others about pride in their employer all of these gathered in them being valued by their employer (Vance, 2006). The same author highlights 10 themes that are common to employee engagement. 

· Pride in the employer

· Satisfaction with the employer

· Job satisfaction

· Opportunities for well performance at a challenging position

· Recognition and feedback (positive) for work well done

· Supervisory support (personal)

· Effort (over the average)

· Understanding link between the job and the mission of the company

· Future growth opportunities

· Intention to stay on the long term

Vance (2006) relates that a connection exists between the business results and employee engagement. HR practices are used by the organizations to achieve business goals and can determine employee engagement and commitment (Vance, 2006). These practices are detailed in Table 2 and show how complex employee engagement is. The author states that all ways are good in stimulating workforce.
Table 2 - HR practices that enhance employee engagement
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2.7 Hypotheses

Based on the literature review and the research questions the following hypotheses were formulated.

Hypothesis 1A: Talent management can create value when addressing the individual needs (financial /material rewards, job security) and the organizational needs (meaningful and challenging work, personal accomplishment, work relationships). The claim will consider if any of the above needs to add value and influences behaviour of individuals.

Hypothesis 1B Talent management can create value to grow productivity and social awareness. The claim will consider if employee engagement influence this value creation.
Hypothesis 2: Human capital is valued within the organization, thus the company is seen as top recruiter in the market. The claim will consider if TM can have positive effect on the business. 

Hypothesis 3: Performance management and employee engagement sets individual and team goals within the company, thus enables talented individuals to achieve the set goals. The claim will consider if the goals are not set correctly, can these have negative effect on the business. 

Hypothesis 4: The company has developed their resources (valuable, rare, hard to imitate) in order to achieve competitive advantage on the market. The claim will consider if the way of TM implementation influences business. 

When looking at the research questions, that were the base of the above hypotheses, the researcher will draw its conclusions on how local businesses are affected by TM. Does it add value and influences behaviour? Is value creation influenced by employee engagement? Does TM have positive effect on business? Do incorrect goals have negative effect on business? Do the ways of implementing TM influence business? The researcher will try to find to prove or deny the above hypotheses based on the quantitative and the qualitative data.
2.8  Conclusion
The researcher seeks to find out how local businesses are affected by the use of TM.  It is necessary to find out what is the role of TM in the success of these companies. Also, it wishes to look into the question of what influences TM in a business, how can it be improved to obtain positive results, and seeks to find the ways of TM implementation that have a positive or negative effect on a business. 
Five hypotheses were formulated based on the literature themes and the research questions. The researcher is looking to prove if these hypotheses are correct or to deny these if  they are not. 
TM is of high importance at the time of the research. It is visible that there is a problem with the supply of talented individuals. This is also a very difficult time to find talent due to the pandemic situation that is ongoing for the past two years. 
Researchers and academics have tried to understand how TM is behaving at large corporate companies and many questions have been raised and answered. What seems to be missing is research among small to medium companies regarding TM, how it is implemented, how these businesses are affected by it. The researcher is trying to fill a gap by looking into this area.
3. Methodology

3.1 Introduction
TM is an integral part of every business organization strategy. It is critical to understand how this strategy works for the organization and how it creates human capital and competitive advantage. The change factor has to be taken into consideration together with the human factor (human capital, talent) when proposing a business strategy. The business strategy has to see the way the talent is impacted by different environmental factors. It also has to consider the way performance and commitment could be increased to create a competitive advantage and enhance the success of the organization.  Using multiple sources for the research is recommended by Yin (2003), so several different sources were used, such us interviews and survey.

The case study method was chosen to resolve the epistemology of this research. If all information and knowledge will be gathered objectively, will be from a valid source and will be suitably generalized, this will give the possibility of a debate (Patton, 2002).  Case studies are analyses based on multiple perspectives (Tellis, 1997). Not only people are taken into consideration but also the groups of people and their interaction. 

There are three well known research methods: qualitative, quantitative and mixed method research all of which are really well explained by Creswell (2014).  Qualitative research helps to understand a problem (social or human) and it involves questions that the researcher will interpret. This method focuses on individual meaning and to render their findings of different situations. Quantitative research tests theories by looking at the variables, so it is important that the results can be reproduced, and generalized. The mixed method research combines the two forms of data collection and integrates the results into theory or philosophy, and provides for a deeper understanding of the problem. 
Explanatory mixed data analysis was chosen to highlight hidden or underlying issues. Both quantitative (survey) and qualitative (interviews) methods will be used. Survey research gives answers to questions, about the frequency and co-occurrence of certain social phenomena (Greene, 2008). The parameters of the research are critical to its quality and have the purpose of generating accurate information.
3.2 Ontology and paradigm
Ontology refers to the overall views of the researcher about TM. The researcher is concerned to find suitable answers to the proposed aims and objectives. The pragmatism paradigm will be followed to find the reality or truth. How TM is seen needs to be interpreted in the light of the findings, which could be unpredictable or conclusive. Scott et al (2010) consider that it is important that the groups of stakeholders are identified and their perspectives should be considered (executive managers, line managers and employees).  
According to Peirce (1878), the pragmatic method can be used to find and determine the concepts, ideas and beliefs and it requires us to reflect on considering the effects and practical relevance of our conceptions. Understanding the effects of our conception will build a whole new concept. James (1995, 1907) stated that the pragmatic method can be used to settle disputes and interpret the arising notions by tracking down the consequences of such disputes. To ensure that the interpretation of an idea is found, questions should be raised about the consequences (Dewey, 1948).  All of the above authors, Peirce, James and Dewey wanted to examine the practical consequences to understand the importance of philosophical positions that would enable them to decide the next plan of action making sure they understood the events of the real world (Burke Johnson and Onwuegbuzie, 2004).

The pragmatic approach will show how the research approaches can be mixed (Hoshmand, 2003) so that the best ways to answer research questions can be found.

According to Burke Johnson and Onwuegbuzie (2004), there are also weaknesses of pragmatism. Considering that the research will take place in one city there might be problems with the usefulness of the gathered information, the conclusions can be vague, unless the researcher addresses it.  Questions on ontology need to be continuously asked as there could always be an argument against your selected position (O’Gorman & MacIntosh, 2015).

3.3 Case study methodology
A case study will be conducted by the researcher to find sources of evidence regarding TM. A single case explanatory design will be used for this research.
According to Yin (1984), the following procedures have to be applied to construct a case study:

· Design the case study protocol: 

· Conduct the case study (prepare the data collection, distribute questionnaires, conduct the interviews)

· Analyze the case study evidence

· Develop conclusions, recommendations and implications based on the evidence

This procedure is outlined in this research through the research questions, data collection and data analysis and later the results. 
3.4 Data collection and analysis methods

Data collection will enhance the validity and reliability of the study. The researcher will use interviews and the questionnaire to document the sources of the study. Evaluating TM is difficult as it requires quantitative and qualitative data according to CIPD (2020). 
Multiple sources will be used to gather the data (interview and questionnaire). These will be scheduled at the interviewee’s availability and will be held outside workplace in order to provide for the privacy of the interviewees. The interpretation of the data will be accurately presented by the researcher, and will only be kept for the time required to ensure the validity of this study. Later it will be properly discarded, ensuring that all personal data is protected. The analysis of the collected data will be made by the researcher, who will rely on literature to present the evidence and will interpret it. The researcher records and examines simultaneously the meaning of what is happening and refines or modifies the initial questions if necessary (Stake, 1995). Finally, the findings of the research will be analyzed, a conclusion will be drawn and recommendations will be made based on the gathered data. An accurate account of the information will be provided to ensure that all data was gathered ethically.


Quantitative data was collected in the first place, with the help of the questionnaire, and this was analysed through spreadsheet analysis and the SSPS program, and the results will be displayed in the form of graphs and charts in order to display possible trends.


O’Gorman and MacIntosh (2015) consider interviews to be a long established method for qualitative data research as they are based on conversations between the researcher and the interviewees. 

Figure 4 – The interview types
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Data in Figure 4 is adapted from O’Gorman and MacIntosh (2015).

The facts highlighted in Figure 4 show the different types of interviews (structured, semi-structured and unstructured). It also shows the strengths and weaknesses of each type of interview. The researcher had chosen the semi-structured interviews for the qualitative part of the research, as this will help outline what is already known and gives flexibility to the researcher to find the most reliable data possible. The interview questions were carefully formulated, making sure that the ideas were set based on achievable objectives. Finally the responses will be analysed using Braun and Clarke’s (2006) thematic analysis six phase framework  (see Table 3 below). 
Table 3 – Braun and Clarke’s six phase framework with explanations
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3.5 Mixed method research
There are many terms used by the researchers for the chosen method, as it originated in the late 1980’s and early 1990’s along different fields of research such as education, sociology, management. It is called integrating, synthesis, multimethod, but lately it has been called mixed method according to Tashakkori & Teddlie (2009). 
Burke Johnson and Onwuegbuzie (2004) define mixed method research as the mix and combination of the methods, approaches, concepts of both qualitative and quantitative research techniques. These methods are integrated and/or combined to draw on the strengths of both methods. The gathered information will be used within theoretical or philosophical positions. This is shortly presented by Creswell et al (2011), highlighting the importance of both positions. The different philosophical believes can create tension according to Greene (2007) but this can be resolved through different perspectives (pragmatic or transformative). 

The researcher will use mixed-method research to identify the data for this study. To find strengths and weaknesses, the researcher will use what Johnson and Turner's (2003) call the “fundamental principle of mixed research” that combines strategies to find strengths and weaknesses. Also, the mixed-method research can help the researcher choose the methods and approaches that are more suitable to the research questions (Sechrest & Sidana, 1995), so both objective and subjective knowledge can be valued (Morgan, 2007). 

The combination of quantitative and qualitative data in a research means that the evidence is gathered based on the nature of the question, and there is the intention of collecting both types of evidences in order to combine the strength of each reply. The quantitative survey could shed light on some issues the company is facing regarding its processes, management, performance management system, work environment, employee engagement. To ensure that the answers can be generalized and there will be no probability of potential bias, the researcher will randomly choose the participants. The questionnaire (available in Appendix 7.1) is expected to receive approximately 40 replies from managers/employee, also ensuring that there is a good selection of administrative and operative groups.  Convenience sampling was used as well to ensure there are enough responses available (Dornyei, 2007). Questions will be asked regarding performance, processes, management, rewards, and benefits. A six point likert scale will be used for the survey; the respondents will be expected to choose from the following: Strongly agree, Agree, Neither Agree nor Disagree, Slightly Disagree, Disagree and Don’t know. The questionnaire will be sent out to the participant and the replies will be gathered online through Microsoft Forms. This will be explained to each participant in the email sent out with the link to the survey along with the information that they may withdraw from the survey at any time. The survey questions begin with background questions, but these are not obligatory to answer (gender, employment length and status). These are possible criteria for analyzing the data.

A qualitative approach will be used as well, through semi-structured interviews (questions available in Appendix 7.3). This offers the researcher the flexibility of having some light conversation between the structured questions. The participants will be randomly chosen from different categories of employees (administrative office, warehouse, logistic office, managers), and there will be around 20 people involved. Brown (2011) states, that the qualitative methodology develops a complete, accurate and clear description of a phenomenon that has a real-life context. Transcripts will be used to evaluate the data (available in Appendix 7.4) and later gathered in a table in order to enable the thematic analysis (available in Appendix 7.6). The interviews will have several questions that are of key importance for this research and will point out issues that will need further consideration.

3.6 Strength and limitations 

According to Hodkinson and Hodkinson (2001), there are several strengths of a case study:

· Help in understanding relationships (complexity)

· Have their grounds in the real-life

· Facilitate the investigation of unexpected and unusual situations

· Show the processes involved in relationships 

· Facilitate conceptual and theoretical development

There were several limitations of this research. One of the limitations is that of the case study. According to Hodkinson & Hodkinson (2001) the researchers choose what questions to ask, what to notice and this way are responsible for the quality of the research. They have to judge the importance of the data and choose what to leave out. This way a case study research cannot be completely objective. The data will need to be adequately presented to avoid objectivity (Hodkinson & Hodkinson, 2001).  Also, it is very difficult to examine a case study and present it simply and summarize what each individual is reporting. Another limitation is that the interviewees might say what they think you want to hear. They might take questions, personally and feel embarrassed or personally affected. The questionnaire will ask the participants how TM affects them on environmental, managerial and process levels. Some might not want to disclose personal feelings. It is reasonable to say that case studies are helpful when researching. But it is necessary to be careful with the data interpretation. Also, there is a need to understand the personal involvement of the participants. As a limitation it has to be mentioned also that it only targeted one specific organization, so the findings of this study cannot be generalized. Furthermore the data collection was limited due to the current pandemic circumstances, and only a smaller number of interviews were conducted. The researcher took into consideration the variety of perspectives, when choosing the respondents of the interview. These people were from all the levels of the organization (managers, administrative and sales employees). Considering the limitations above mentioned the researcher considers that the chosen methods are legitimate and adequate for the current paper and will bring a contribution to the research of TM. 
3.7 Ethical considerations

Privacy and confidentiality are essential in conducting any research. All along the research there is a need to anticipate the ethical issues that could arise. According to Punch (2005) the ethical dilemmas need to be anticipated. 

One of these considerations is the participants and the site of the research. On the course of this research the participants will not be put to risk by taking part in the survey and there is no major risk foreseen when taking part in the interviews. There are no minors taking part in this research either. The site of the research will not be disturbed in any way, as interviews will not take place during work hours and the questionnaires can be completed at any time in the course of the proposed time period.

Another consideration is the confidentiality. It is very probable that most participants will not want their identity to be disclosed. The survey was designed in such way that it does not record the name or the email address of the participants. During the interviews the participants will not mention their name or the name of the organization. This requirement will be stated at the beginning of each interview. The researcher also has to gain the agreement of the participants before sending out the survey questionnaire and also when going ahead with the interviews. Before the interviews will take place the participants will sign an agreement form, available in appendices (Appendix 7.5) and will be informed that they can withdraw at any time.
It is the responsibility of the researcher to protect all the private data that could possibly be discussed during the interviews (personal information on family life, work). The privacy of the participants will be protected, and no such information will be disclosed, no transcript will be made of such information. According to Saunders, Lewis and Thornhill (2012) this is one of the most important principles in a code of ethics in any research.
The research will not contain any language that could bias a person based on gender, race or ethnicity, disability or age. 

The integrity and objectivity of the researcher was taken into consideration as well, and it thought to be the main driver in the quality of the research. This is what the accuracy and the truthfulness of the research depend on (Saunders, Lewis and Thornhill, 2012). 
3.8 Conclusion
This chapter clarifies the methodology used for this research and why it was chosen. It is also a good opportunity to oversee the limitations and all the ethical considerations for the chosen methods. It is the intention of the researcher to carefully analyse and present all the information found based on the description made in the above chapter.
4. Data analysis and results

In this chapter the researcher intends to examine and discuss the collected data. The survey questions are available in Appendix 7.1.The data from the survey has been exported into an Excel sheet in order to be analysed. This can be seen in Appendix 7.2. The data from the survey will be analysed using SPSS Statistics. 
Further along this chapter the interview responses will be discussed and analysed using a thematic analysis. The table in Appendix 7.5 shows the raw codes created from the interview transcript. The analysis of the whole data will be made with the help of above responses. The interview questions and transcript of the interviews is available in Appendices 7.3 and 7.4. In Appendix 7.6 is the sample of interview agreement form signed by each participant at the beginning of the interview.

4.1 Quantitative data gathering and analysis - Survey
The survey (questions available in Appendix 7.1 and responses in Appendix 7.2) was divided into 3 sections, starting with a general agreement section, background questions (gender, position and length of service), and survey questions, again divided in 6 sections, detailed in below list:

· Questions on processes and performance management


· Questions on management
· Questions on innovation and open climate 

· Questions on result and teamwork

· Questions on engagement and work environment

· Questions on retention and succession planning

First section was a disqualifying question, if the interviewee did not agree. All the respondents to the survey gave positive reply to this, so none of them was excluded. The survey received 34 responses (Figure 5), slightly less than the predicted number (40).

Figure 5 – Questionnaire received responses
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4.1.1 Demographic analysis – Section 2 Background questions
The respondents of this survey were requested to respond to 3 questions regarding background. These were gender, position and length of service.  See questions in Table 4 below.
Table 4 Interview questions – Section 2
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By analysing the length of service and gender of the respondents (see Figure 6 below), the researcher concluded that the majority of the respondents were males (21), and were mostly working at the company from over 10 years to 5-10 years (11). The female respondents (11) tend to be new on the job, only 2 people between 5-10 years, whilst the rest are between 1-5 years and less than 1 year in service length. 2 respondents did not want to specify their gender. 
Figure 6 – Gender association.vs length of service
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 The other analysis was made on gender and position. According to this analysis (see Figure 7 below) most respondents were not in a managerial position. Out of the total respondents 20.6% were managers, and 73.5% were employees. Only 5.9% did not want to specify their position. Also it can be reported that from the received responses a little over 32% were female respondents and nearly 62% were male respondents. Both percentages show that the proportions are unequal; most responses were received from male participants, in non-managerial position (41%). 

Figure 7 - Gender vs. position
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It is important for this research to observe the differences in opinion for both managers and employees. An important finding in the literature shows, that those in managerial positions tend to have an important role in the implementation of TM (Tovey et al, 2010).

4.1.2 Survey question analysis - Section 3 
As it was related at the beginning of the analysis this section of the survey was divided into 6 parts. All the questions will be looked at based on gender, position and length of service. Each question had 6 rating scales to choose from, as related in methodology chapter. The Likert scale used was a six point scale to express how much they agree or disagree to a statement (Strongly agree, Agree, Neither agree or Disagree, Slightly disagree, Disagree and Don’t know). 

4.1.2.1 Part one - Questions on processes and performance management
There were 6 questions raised in part one of the survey questions, each one requesting responses to processes and performance management, please see Table 5 below.
Table 5 Survey questions–Section 3–Part one–Processes and performance management
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Question 1 - The company processes help my work

The conclusion on the first question of part one analysis was that 32% strongly agree and 56% of the respondents agree with the statement, whilst 12% of the respondents neither agree nor disagree. The rest of the options did not receive any responses (see Figures 8).

Figure 8 - Part one - Q1 
[image: image13.png]Partone -Q1

55,88%

mAgree
| Neither agree or Disagree
O Strongly Agree





By analysing the question from position point of view (manager or employee), 17.7 % of employees strongly agree and 44.1% agreed that the company processes help their work, whilst now we can tell that the 11.8% that neither agrees nor disagrees are not managers (Figure 9). Every manager agreed to the question. Also there was a total of 5.9% of the respondents, who did not specify their positions, but also agreed to Q1.

Figure 9 - Part one Q1 – position, gender and length of service analysis
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When analysing the responses to this question from gender point of view (Figure 9), the researcher found that the female respondents strongly agreed in 6% and agreed in 18%, whilst out of the whole category of respondents only the above gender gave the neither agree or disagree response in 9%. Male respondents strongly agreed in 24% and agreed in 38%. There was a 6% who did not specify their gender, out of which 3% strongly agreed, and the 3% neither agreed nor disagreed. 
Employees with a length of service of less than a year strongly agreed in 3% and agreed in 6% out of the total responses. Those with a length of service between 1-5 years, who strongly agreed represent an 9% and those who agreed a 24% of the total responses. Only 6% of the total gave a neither agree or disagree response.  Employees who worked at the company from 5-10 years strongly agree in 15% and agree in 12% (Figure 9).

Question 2 - The company processes hinder my work
The same analysis was carried out for question 2 of part one, and the researcher can conclude that 47.1% of the respondents disagree, 38.2% slightly disagree, whilst 14.7% of the total respondents neither agree or disagree (see Figure 10).

Figure 10 – Part one - Q2

[image: image15.png]38,24%

1471%

Part one - Q2

47,06%

BDisagree.
mNeitner agree or Disagree|
OSlightly disagree






The researcher looked at Q2 from position, gender and length of service points of view.


 The respondents, who stated that they are not managers disagreed in 32%, and slightly disagreed in 29%, whilst 11% neither agreed nor disagreed. Managers disagreed in a 15% and slightly disagreed in 6%. From the respondents, who didn’t specify their position 3% slightly disagreed, whilst the same percentage neither agreed nor disagreed to the question (Figure 11).

Figure 11 – Part one – Q2 – Position, gender and length of service
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By looking at the same question from gender point of view (Figure 11), the researcher found that 8.8% of the total respondents disagree and 12% slightly disagree, whilst 12% neither agree or disagree. Male respondents have disagreed in 35% and slightly disagreed in 24%. There is only a 3% of this group who neither agreed or disagreed. Those respondents who did not specify their gender disagreed and slightly disagreed in the same 3%.

The last point of view to be looked at for this question is the length of service (Figure 11). Employees with less than a year service disagree and slightly disagree and neither agree or disagree in an equal 9%. Those respondents who have been working at the company between 1-5 years disagree in 18% and slightly disagree in 15%. 6% of respondents from this group neither agree nor disagree. The employees with service length between 5-10 years disagree in a 15% and slightly disagree in 12%, same whilst 6% of the respondents with over 10 years length of service disagree and slightly disagree in 3%. 

When analysing the responses for the first two questions of part one, it can be related that most employees (88% of the total respondents) consider that the performance processes help their work; none of the respondents have disagreed to it. Also analysing the responses for the second question, the same respondents (85% of the total), disagreed with the question that performance processes hinder their work; none of the respondent agreed to this question. It can be concluded at this stage that the performance processes of the company are working.
Question 3 – Salary and benefits are fairly distributed


Looking at the responses received for the third question it was found that only 20.6% of the respondents agree. A 29.4% slightly disagree and 17.6% disagree, this totals a 44% of the respondents. Those who didn’t know or neither agreed or disagreed make up a total of 32.4% of the respondents (see Figure 12). These rates show a high level of dissatisfaction among the respondents.
Figure 12 – Part one – Q3
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When looking at this question whether the respondent was a manager or not, we can say that 21% of the respondents were managers, whilst 74% where employees (see Figure 13).  It can be reported that around 30% of managers agree and only 14% disagree, whilst the majority, 57% neither agree nor disagree. On the other hand the employee group disagreed in 20% and slightly disagreed in 40%, making up the majority of replies. Only 16% agreed to the question and those who neither agreed nor disagreed where in 16% and those who did not know in 8%.
Figure 13 – Part one – Q3 – Position, gender and length of service
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Question 4 –The current performance management process is effective

Figure 14 – Part one – Q4 
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Figure 15 – Part one – Q4 – Position, gender and length of service
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Question 5 –I can develop my career at the company

Figure 16 – Part one – Q5 
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Figure 17 – Part one – Q5 – Position, gender and length of service
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Question 6 – There is a relation between my performance and pay
Figure 18 – Part one – Q6
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Figure 19 – Part one – Q6 – Position, gender and length of service
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4.1.2.2 Part two - Questions on management
Table 6 Survey questions – Section 3 – Part two – Questions on management
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Question 1 - I know what is expected of me at work

Question 2 - My manager is open and honest with me

Question 3 - My manager helps me set effective goals

Question 4 - My manager provides me with coaching and guidance I need

Question 5 - I know how my work contributes to the company’s overall objectives

Question 6 - I receive praise and recognition for my achievements

4.1.2.3 Part three - Questions on innovation and open climate 
Table 7 Survey questions – Section 3 – Part three –Innovation and open climate
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Question 1 - I am encouraged to be innovative in my job

Question 2 - Within my department we always find new ways to work

Question 3 - Within my department we search for new ways to work and do business

Question 4 - Within my department generating new ideas is noticed

Question 5 - My manager ask the opinion and suggestion of the employees

Question 6 - The management keeps us informed about matters affecting us

4.1.2.4 Part four - Questions on result and teamwork
Table 8 Survey questions – Section 3 – Part four – Results and teamwork
[image: image27.png]‘Questions on results and feanwork

Tunderstand the goals of my department

The company's higher management ges a clear Image where e company 1s
headed

My Manager encourages eamwork

'Within my department we work effectively s a team

Within my departmert e 100k proactively for oppornties o cooperate With
others





Question 1 – I understand the goals of my department

Question 2 – The company’s higher management gives a clear image where the company is headed
Question 3 – My manager encourages teamwork

Question 4 – Within my department we work effectively as a team

Question 5 – Within my department we look proactively for opportunities to cooperate with others

4.1.2.5 Part five - Questions on engagement and work environment
Table 9 Survey questions – Section 3 – Part five – Engagement and work environment
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Question 1 – I am proud to work at the company

Question 2 – I am proud to work at my department

Question 3 – I would recommend my company to others as a good place of work

Question 4 – I feel personally accomplished

Question 5 – I will not leave the company in the near future 

Question 6 – I  feel comfortable giving feedback to my team

Question 7 – I feel my voice is heard and respected

Question 8 – I feel I can suggest new ideas/questions ways of doing things

Question 9 – I feel we’re living our company values and mission

4.1.2.6 Part six – Questions on retention and succession planning
Table 10 Survey questions – Section 3 – Part six– Retention and succession planning
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Question 1 – The company identifies potential talent and develops middle level employees

Question 2 – The company evaluates and manages employee performance

Question 3 – My immediate manager is coaching and developing me 

Question 4 – The company has a strategy in place for recruiting and developing new talents

Question 5 – There is a growth strategy at my company

Question 6 – I feel motivated to increase the value of the company

Question 7 – Retention of talent is very important for my company

Question 8 – The managers are promoted from within the company

4.2 Qualitative data gathering and analysis – Interview
The interviews were conducted between July and August 2021, all of them being face to face interviews. The interviewees did not wish to participate on Teams interviews nor phone interviews. They received the interview questions in advance, so that they could familiarize and could reflect on the questions before the interviews; the permission to record the interviews was asked at the beginning. The interviewees were ensured of the anonymity of the interview so that they would not feel constricted to give certain responses. The recordings were later transcribed, and the interviewees are referred to as I (Interviewee) and a number from 1 to 9.  There were 6 sections, and each had a varying number of questions from 3 to 6. As the structure of the interview was semi-structured, there was a possibility to ask questions, when more clarification was needed. 
There were 28 interview questions (see Appendix 7.3) and were divided into 6 sections. These divisions were based on the topics from the theoretical background. The researcher noticed that the length of the responses was different for the respondents, usually between 25 to 40 minutes. The interviews were done in Hungarian and later translated during the transcription.
The qualitative data was analysed using the Braun and Clarke’s (2006) six phase thematic analysis as referred to in the methodology section. The researcher aimed to find patterns from the data collected (similarities and differences). The analysis was based on the translated version of the interviews. To avoid any possible misunderstandings these were checked several times and analysed one by one based on the 6 sections of the interview questions. According to Bryman and Bell (2015) there is a need to create a coding frame in order to identify the responses associated to each question (see Table 11 below). 
Table 11 Coding frame
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The questions were carefully chosen so that the researcher could receive conclusive responses from the participant, which could enhance the value of this research. The proposed hypotheses stand at the basis of these questions (see Table 12).
The data analysis of the interviews was a theoretical analysis, as the researcher wanted to address the research questions. The open coding was used, only the relevant parts of the transcript were coded. There were no pre-set codes; these were developed during the process of coding. After the coding process finished, the researcher organized these codes under the above given six themes:

· Question on management

· Rewards – employee engagement

· Job satisfaction, plans for future

· Performance management

· Talent management

· Questions on how the company is seen

It is worth mentioning, that the codes that were organized under the above mentioned six themes, were found all over the transcripts and have been noted whenever they were mentioned. It might seem as the data analysis is incorrect if these codes are added side by side, but some kept reappearing several times in the responses of the participants. The researcher considers that this was due to the semi-structured interviews that allowed the participants to freely express their thoughts on the questions. To further clarify this, it has to be stated that the six sections of the interview are not fully overlapping the six themes in the thematic analysis. 

Table 12 Extended coding table
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Table 13 Code frequency under themes
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Table 14 Analysis of theme 1 – Learning, motivation and organizational structure

	Themes
	Codes
	Frequency
	Quote
	Analysis

	Learning, motivation and organizational structure
	Good communication skills
	6
	“…made it easy to communicate….”
	When talking about personal interactions with their managers, they were looking for someone who would easily communicate with the team and work along side by side. On the other side the respondents mention lack of communication. 

	
	Works along the team
	6
	“I suppose taking out your share from the big chunk it would be something I would look up to.”
	

	
	Managerial status
	2
	 “Also the manager cannot be ... the friend ... as this will always ruin his position.”
	

	
	Lack of communication
	1
	“I also had bad managers... there was lack in communication”
	

	
	Team player

	5
	“The manager needs to be a team player, stand up for the team”
	

	
	Work experience
	5
	“I come from a similar background. I have worked in sales since forever and before I came here I was managing a large shop for several years already”
	

	
	No HR initiatives to higher management
	1
	“There is more needed ... firstly a strong HR, and than a management team, that understand the HR initiatives and ensures there are results. At the moment none of those two things exist”
	

	
	Mixed opinion on company
	8
	“I think the company is well regarded... But there is also a large segment of people who think that the company is not such a good work opportunity as there is no life and work balance, and salaries are not up to the workload.”
	

	
	Bad reputation
	6
	“Unfortunately it also gained a bad reputation, sometimes being regarded as an employer that does not care for the employees, only seeks to find the business opportunities and offering no support to the workers.”
	

	
	Likes to work at company
	4
	“I like the fact that I am working at a company that has well developed work system”
	

	
	Good work opportunity
	8
	“…the company is regarded as a good work opportunity by many people”
	

	
	Established company
	1
	“It is really important for the suppliers to know that they are working with a strong and well established company”
	

	
	Important to upkeep brand image
	6
	“…improving the employer brand should be really important for any company. This is what brings in the talented individuals”
	

	
	Brand image is not important
	6
	“The employer brand is not so important for my department”
	

	
	Developed operation system
	9
	“I like the fact that it has a well structured system that covers all areas and departments”
	

	
	Improving team moral
	2
	“I am passionate about improving my team’s moral”
	

	
	Changes noticed
	7
	“Small changes though. These started happening after the recent change in management “ 
	The respondents have not noticed changes in how the employees were treated, but also some of them mention small changes, due to change in management, or mention that there was a team of outside experts hired to improve the company processes. All of the above show the researcher that the higher management pays attention to the individual needs in order to achieve organizational goals.

	
	No change noticed
	7
	“I haven’t noticed any major changes, to be honest. But colleagues have mentioned that there is a team working on changing the company’s processes”
	

	
	Expert hired
	5
	“An expert was hired, who tries to find the problems and than to find solutions to these”
	

	
	Salary and personal achievement as motivator
	5
	“The most important motivator for me is my salary. It is great that I achieved so much since I work here, but for me the salary does the trick“
	The researcher can conclude from the above presented data that the participants are unhappy with the financial rewards received from the company but fortunately most of them consider personal achievements as motivator along with salary.

	
	Salary is main motivator
	3
	“My salary motivates me the most”
	

	
	Personal achievement is main motivator
	1
	“I have to admit that my achievements are my main motivators”
	

	
	Employee development plan works randomly
	3
	“In theory there is a plan. But it changes all the time, and there are no set rules about how to develop an employee who just started to work at the company”
	

	
	No employee development plan is available
	3
	“No, there is nothing really that can be called employee development plan”
	


Table 15 Analysis of theme 2 – Compensation, interaction and engagement

	Themes
	Codes
	Frequency
	Quote
	Analysis

	Compensation, interactions and engagement
	Often congratulations
	9
	“My manager usually congratulates us when we finish tasks and also thanks the team for their hard work.” 
	The respondents were offered verbal rewards often, such as congratulations, but some would have preferred bonuses or other rewards.

	
	Bonuses would be preferred
	2
	“If I would receive a small reward along with the congratulations, such as a voucher or a bottle of wine it would make these more enjoyable”
	

	
	Unhappy with salary
	11
	“Not very satisfied… I managed to bargain out something better at the beginning of this year”
	The respondents were asked to mark their satisfaction with their salary. The most often received reply was that they are unhappy with their salary; some mentioned that they had to ask for salary adjustment in order to improve it. Some say that they feel happy about the salary due to an adjustment. All the above shows to the researcher that there is something wrong with the compensation system of the company.

	
	Salary adjustment was requested
	3
	“I had to ask for salary adjustments several times, there was only one adjustment made by the company”
	

	
	Happy with salary
	2
	“My salary is good for the moment, I got an adjustment earlier this year”
	

	
	Influenced by mentor
	4
	“The person who influenced me the most was my mentor, who was assigned to help me get along and showed me all the procedures“ 
	The respondents talk about their mentors as influential and knowledgeable people, who helped and taught them. Also some mention their manager or the owner getting involved in mentoring. This shows the researcher that the higher management gets involved in the training. 

	
	Influenced by manager
	3
	“The most influential figure for me is my manager”
	

	
	Influenced by owner / mentor
	2
	“I had two mentors here at the company. The first one was the owner, who... showed me the importance of good decisions. Also another mentor for me is my colleague...”
	

	
	Job chats are not regular or lacking
	6
	“After I started working here, I was told that there would be four chats per year, but after the first two these did not happen anymore, they were forgotten“
	When asked about having personal conversations (job chats), the respondents are reporting that these are not regular or these are lacking. Some mention regular job chats. The researcher found this confusing, as it didn’t show any pattern.

	
	Regular job chats
	5
	“I have a yearly conversation relating to performance with my immediate superior“
	

	
	Performance and improvements are discussed
	3
	“We discuss how and what personal improvements can make the team more productive“
	During these conversations performance, improvements and expectations were discussed according to the respondents.

	
	Expectations and improvements are discussed
	3
	“We also discuss personal performance expectations”
	

	
	Unfair treatment
	7
	“I am only feeling unhappy when I am being accused of something that got nothing to do with me”
	

	
	Lack of rewards
	7
	“We are being told we are appreciated, but this is not the message that comes through with your salary or even bonuses (non-existent)“
	

	
	Sales bonus
	3
	“The sales bonuses are coming along as well, so I can say it is good for now.”
	

	
	Unhappy with bonus
	3
	“Even with my sales bonuses I don’t manage to achieve an above average salary.”
	

	
	Non-monetary rewards
	6
	“...the GM came in a few days ago and showed his appreciation to the whole team, but the best part was when I got mentioned as one of the best performers of the month”
	


Table 16 – Analysis of theme 3 – Performance, satisfaction and future

	Themes
	Codes
	Frequency
	Quote
	

	Performace, satisfaction and future


	Feels appreciated
	2
	“It is good to know that your work is appreciated”
	

	
	Professional development
	9
	“I would like to develop myself both on personal and professional side “ 
	When asked about their goal with their company the respondents mentioned professional development and career advancement, but lack in career advancement is also mentioned.

	
	Career advancement
	8
	“I hope I will be able to develop myself and progress in my career”
	

	
	Lack of career advancement
	4
	“The opportunities for advancement are missing, progression only happens when a position frees up. This is why many people leave as they don’t see themselves progressing…“ 
	

	
	Equal workload needed
	4


	“would need to ensure that all the tasks are divided equally”
	

	
	Poor team moral
	4
	“It can be well noticed that our team’s moral is really low”
	The researcher can draw the conclusion that the moral among respondents is not good, changes are needed to improve it

	
	Good team moral
	2
	“The team is now a happy bunch”
	

	
	Unbalanced workload
	9
	“I see the multitude of task on a daily basis. I am not even able to work through one, and I already got the next one.”
	

	
	Learning opportunities
	2
	“I would love to learn as many things as I possibly can”
	

	
	Challenging job
	2
	“To be completely honest it is challenging at times”
	

	
	Proud of work
	7
	“I really like my work. It is really difficult and challenging at times, but gives a lot of satisfaction“
	Most of them are proud of their work and their achievements which signal the importance of the job in their life. Some respondents mention the importance of colleagues. The differences rise from their opinion on managers, where negative experiences are related as well.  

	
	Proud of achievement
	3
	“...it was great when I ... achieved all the things we discussed previously with my manager”
	

	
	Proud of colleagues
	2
	“It is really helpful to have colleagues that you can count on”
	

	
	Proud of manager
	2
	“I think I am actually proud of the current manager”
	

	
	Not proud of manager
	3
	“I cannot say I am proud of my manage”
	

	
	High performers are noticed
	11
	“I believe that employees are mainly categorized as poor or high performers”
	

	
	Need a stable workplace
	2
	“moment I consider that having a stable workplace is important”
	

	
	Might leave if too much pressure
	3
	“When I will feel that I cannot do this anymore, that is probably the time when I will leave”
	The responses on future plans need to be highlighted as these are mostly negative; most of them are complaining of lack of career advancement and considering leaving for different reasons.

	
	Not thinking of leaving
	3
	“I cannot say that I will stay here forever, but at the moment is great”
	

	
	Might leave if no improvement
	1
	“If things get really bad, I think I will just leave”
	

	
	Passionate about job
	4
	“I am really passionate about my work… I enjoy the tasks that involve brainwork “
	The respondents were asked about their passion, the researcher wishing to find out whether the job can be considered one of these. Most of them were proud of their job, which is a good sign for the company. They also mention outdoor activities, meeting people and personal development. This shows the importance of their personal lives. 

	
	Passionate about outdoor activities
	3
	“I am passionate about travelling and meeting people”
	

	
	Passionate about meeting people
	2
	“My passion is meeting new people’
	

	
	Passionate about personal development
	1
	“I am passionate about my own development”
	

	
	Many leavers
	10
	“It was really disturbing that many of our colleagues left this year “

“…most of the time people just come and go without being noticed “
	A bad trend has been reported by the respondents, there are many leavers at the company, it is also mentioned that these people can be used by competition. 

	
	Leavers used by competition
	1
	“Not benefiting from the initial investment is a huge mistake, and even bigger letting this investment go, and allowing competition to find them and use them.”
	

	
	Company is not trying hard enough
	4
	“Many employees left, some were high performers, and some had long service. I am not sure why the company did not try harder to keep them…”
	Some respondents reported that in some instances there were offers to make individuals to stay, and in some cases these were based on personal feelings. Most of them thought that the company was not trying hard enough to retain people who had the intention of leaving.

	
	Offers from management to stay
	3
	“...I know that there are also colleagues who decided to change their mind after discussions with the management”
	

	
	Individuals chosen for offers based on feelings
	2
	“Sometimes I think that these are guided by individual feelings as well, so these do not work most of the time”
	


Table 17 Analysis of theme 4 – Talent management

	Themes
	Codes
	Frequency
	Quote
	

	Talent management
	Benefit in retaining talent
	12
	“Yes, there are huge benefits for a company in retaining talent“ 

“I think that everyone can benefit from retaining talent”
	

	
	Talent as investment
	3
	“the company invested in this person time, money and knowledge”
	

	
	Not transparent TM process
	7
	“None of the processes at the company are transparent at the moment”
	The respondents gave negative responses when they were asked about TM processes. They consider that these processes are not transparent or non-existent. 

	
	Non-existent TM processes
	8
	“No, these are not transparent and I even dare to say that are non-existent …”
“We do not have written down processes for TM”
	

	
	TM processes don’t exist
	3
	
	

	
	Everyone is talent
	4
	“I think that everyone is talented in something”
	

	
	Talent is high performer
	4
	“...I believe that high performers are the talents.”
	

	
	Talent has an outstanding personality
	2
	“Talent is a person, who outstands from the rest of the crowd, who is noticed immediately for his good ideas, for excellent performance on tasks”
	

	
	Talent is hard to find
	5
	“Talent is not very easy to find, and even though you have good employees, they would not necessarily be accounted for as a talent”
	

	
	No talent specification
	8
	“There is no talent specification here at the company”
	

	
	Company is not managing talent
	7
	“I do not think that the company actually manages talent”

“Managing talent is really important for a company. I cannot actually say that our company does this properly or that there are set rules for doing this”
	


The researcher prepared an Excel table, based on the transcript of the interviews and highlighted the found codes (see Appendix 7.6). The final codes are organized in Table 13, where is visible what their frequency is. 
The first theme was questions on management. The questions raised in the first theme were about the work relationships and verbal rewards of the participants. The table shows that they receive congratulations often, mentioned 9 times (called from now on MTx, x being the frequency). Some of the participants mentioned that they would prefer bonuses (MT2) and some feel appreciated (MT2).
“My manager usually congratulates us when we finish tasks and also thanks the team for their hard work.”
 “If I would receive a small reward along with the congratulations, such as a voucher or a bottle of wine it would make these more enjoyable”
When the participants were asked to describe their favourite manager, they mentioned good communication skills (MT6), manager to be working along the team (MT6) and also to be a team player (5). On the other hand the negative traits mentioned were lack of communication (MT1), need of equal workload (4) and managerial status (MT2). 

“…made it easy to communicate….”

“I suppose taking out your share from the big chunk it would be something I would look up to.”
As a conclusion for the above theme the researcher found that the respondents were offered verbal rewards often, such as congratulations, but some would have preferred bonuses or other rewards. As for personal interactions with their manager they were looking for someone who would easily communicate with the team and work along side by side, on the other side mentioning lack of communication and unequal workload.

The second theme was rewards and employee engagement. The most often mentioned codes were that participants felt unhappy with their salaries (MT11) and that they needed to ask for salary adjustment (MT3), complained of unbalanced workload (MT9), unfair treatment (MT7) and poor team moral (MT4). There were also exceptions to be mentioned, as some participants were happy with their salary (MT2) and reported good team moral (MT2).
“Not very satisfied. … I managed to bargain out something better at the beginning of this year”
“I see the multitude of task on a daily basis. I am not even able to work through one, and I already got the next one.”

“I am only feeling unhappy when I am being accused of something that got nothing to do with me”
When asked if they noticed changes regarding treatment the responses were mixed, some noticed changes (MT7) and some did not (MT7). Some also mentioned that there was a team of experts hired to improve processes (MT5).

“I haven’t noticed any major changes, to be honest. But colleagues have mentioned that there is a team working on changing the company’s processes”
“Small changes though. These started happening after the recent change in management “ 
It was interesting to find out what was the motivator for the participants, the received responses show that for most both salary and personal achievement is a motivator (MT5), salary only (MT3) and achievement (MT1).
“The most important motivator for me is my salary. It is great that I achieved so much since I work here, but for me the salary does the trick“
When discussing the rewards, most participants shared that these were missing (MT7). Some participants working in the sales department mentioned sales bonuses (MT3) whilst some were unhappy with the received bonuses (MT2). Many participants reported non-monetary rewards (MT6).
“We are being told we are appreciated, but this is not the message that comes through with your salary or even bonuses (non-existent“
The researcher can conclude from the above presented data that the participants are unhappy with the financial rewards received from the company but fortunately most of them consider personal achievements as motivator along with salary. All the above related facts show us that changes need to take place in order for the moral to grow. It has been related that a team of experts was hired, which shows the researcher that the higher management pays attention to the individual needs in order to achieve the organizational needs.  
The third theme covered job satisfaction and plans for the future. There was an abundance of codes under this theme.
When asked about their personal goals at the company he most frequently appearing codes were professional development (MT9), along with career advancement (MT8). Some also mentioned work experience (MT5), learning opportunities (MT2), whilst others said that their job is challenging (MT2). 
“I would like to develop myself both on personal and professional side “ 
“I hope I will be able to develop myself and progress in my career”
When the respondents were asked what makes them proud they related several things. They are proud of work (MT7), proud of achievement (MT3), proud of colleagues (MT2) and manager (MT2). Some relate the opposite, not proud of manager (MT3). 
“I really like my work. It is really difficult and challenging at times, but gives a lot of satisfaction“
When relating the influences in their job development the respondents highlight their mentor (MT4), manager (MT3) and both owner and mentor (2). 

“The person who influenced me the most was my mentor, who was assigned to help me get along and showed me all the procedures“ 
There were mixed responses to what is their career prospect in 5 years, some reported lack of career advancement (MT4), others said that might leave if too much pressure (MT3). Still some said they are not thinking of leaving (MT3)
or whilst some might leave if nothing improves (MT1).
“The opportunities for advancement are missing, progression only happens when a position frees up. This is why many people leave as they don’t see themselves progressing…“ 
Finally they were asked about their passion, the researcher wishing to find out whether the job can be considered one of these. The following responses were received: passionate about the job (MT4), outdoor activities (MT3), meeting people (MT2), and personal development (MT1).

“I am really passionate about my work… I enjoy the tasks that involve brainwork “
As a conclusion regarding job satisfaction and future plans of the respondents the researcher can state that professional development and career advancement are the most mentioned goals. Most of them are proud of their work and their achievements which signal the importance of the job in their life. The differences rise from their opinion on managers, where negative experiences are related as well.  Also they relate about mentors that were knowledgeable. Most of the respondents are passionate about the jobs which is also a good for the company. The responses on the future plans need to be highlighted as these are mostly negative, most of the respondents complaining of lack of career advancement and planning to leave for different reasons. 
The fourth theme was performance management. The main question for this theme was whether the company is able to retain talent. The most frequent response to this is that there were many leavers (MT10), company is not trying hard enough (MT4), some receive offers to stay (MT3), and some being chosen based on feelings (MT2). 
“It was really disturbing that many of our colleagues left this year “

 “…most of the time people just come and go without being noticed “

“Many employees left, some were high performers, and some had long service. I am not sure why the company did not try harder to keep them…”
“But I know that there are also colleagues who decided to change their mind after discussions with the management”
When asked about the job chats the respondents related that job chats are not regular or lacking (MT6) whilst others have regular job chats (MT5), as for what is discussed on these occasions the respondents relate of performance and improvements (MT3) and expectations and improvements discussion (MT3).
“I have a yearly conversation relating to performance with my immediate superior “ 

“After I started working here, I was told that there would be four chats per year, but after the first two these did not happen anymore, they were forgotten“ 

“We discuss how and what personal improvements can make the team more productive“

“We also discuss personal performance expectations”
Concluding from the above related, the researcher found that there were many leavers and due to different reasons the company didn’t manage to retain these individuals. Some respondents reported that in some instances there were offers to make individuals to stay, and in some cases these were based on personal feelings. The responses regarding job chats show a mixed sign as well, many respondents reported irregular or lacking job chats, whilst others report regular job chats. During these talks performance, expectations and improvements were discussed. 

The fifth theme was TM.  There were questions in other sections that overlapped this theme, such as the benefits of retaining talent (MT12) which received the most responses, also mentioning talent as an investment (MT3) and company goals (MT2).
“Yes, there are huge benefits for a company in retaining talent“ 

“I think that everyone can benefit from retaining talent”
One question referred to the transparency of TM process. Most of the respondents reported that these processes were not transparent (MT7), whilst others just said that these were inexistent (MT3). 

“No, these are not transparent and I even dare to say that are non-existent as far as I am concerned”

“None of the processes at the company are transparent at the moment”
When they were asked to define what they thought talent was, the following codes were found. Some stated that everyone was a talent (MT4), other mentioned high performance (MT4), high qualities (MT2) or outstanding personality (MT2). 
“I think that everyone is talented in something, but from the company’s point of view I believe that high performers are the talents.”

“Talent is a person, who outstands from the rest of the crowd, who is noticed immediately for his good ideas, for excellent performance on tasks”
In the following questions they were asked to share why they think individuals are included in TM processes, and to talk about the employee development plan at the company. The respondents reported that these processes are inexistent (MT5), whilst others thought that choice is made due to high performance (MT11). Some related that there is a random employee development plan (MT3) whilst others did not think this exist (MT3). 
“I believe that employees are mainly categorized as poor or high performers”

“We do not have written down processes for TM”
Finally the respondents had to relate about the importance of TM for any organization. Most respondents concluded that the company is not managing talent (MT7), some said that talent is hard to find (MT1) or that there are no HR initiatives with regards to this (MT1)

“I do not think that the company actually manages talent”
“Managing talent is really important for a company. I cannot actually say that our company does this properly or that there are set rules for doing this”

The above themes were grouped for the purpose of analysis under each hypothesis, some themes being used several times. 

Hypothesis 1A: Talent management can create value when addressing the individual needs (financial /material rewards, job security) and the organizational needs (meaningful and challenging work, personal accomplishment, work relationships). The claim will consider if any of the above needs to add value and influences behaviour of individuals.

Under this hypothesis the researcher analysed the following themes:

· Question on management

· Rewards – employee engagement

· Job satisfaction, plans for future
Table 14 Codes and frequency Hypothesis 1A
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Hypothesis 1B Talent management can create value to grow productivity and social awareness. The claim will consider if employee engagement influence this value creation.

Table 15 Codes and frequency Hypothesis 1B
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Hypothesis 2: Human capital is valued within the organization, thus the company is seen as top recruiter in the market. The claim will consider if TM can have positive effect on the business. 

Table 16 Codes and frequency Hypothesis 2
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Hypothesis 3: Performance management and employee engagement sets individual and team goals within the company, thus enables talented individuals to achieve the set goals. The claim will consider if the goals are not set correctly, can these have negative effect on the business. 
Table 17 Codes and frequency Hypothesis 3
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Hypothesis 4: The company has developed their resources (valuable, rare, hard to imitate) in order to achieve competitive advantage on the market. The claim will consider if the way of TM implementation influences business. 

Table 18 Codes and frequency Hypothesis 4
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5. Discussion and conclusion
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7.  Appendices

7.1. Questionnaire questions
Introduction


Electronic Survey Questions References

1. Please choose an answer that best fits with you opinion

2. If you don't have an opinion on the question, please choose the option Don't know

3. No one will see your replies. The provided information is sensitive and will not be shared with anyone. This survey is confidential.

4. The company means the company you are working at

5. Your department means the department you are working at

6. Your manager refers to the person you report directly

Section 1 Agreement

By continuing with this form I understand that my responses are confidential and will be used for the research only.

· I agree

· I don’t agree
Section 2 Background information

A. What is your gender?

· Male

· Female

· I would not like to specify this

B. Are you a manager?

· Yes 

· No

· I would not like to specify this

C. How long have you been working for the company?

· Less than a year

· Between 1-5 years

· Between 5-10 years

· Over 10 years

Section 3 Survey questions
Questions on processes and performance management

1) The company processes help my work

2) The company processes hinder my work
3) Salary and benefits are fairly distributed
4) The current performance management process is effective
5) I can develop my career at the company

6) There is a relation between my performance and pay

Questions on management

1) I know what is expected of me at work

2) My manager is open and honest with me
3) My manager helps me set effective goals
4) My manager provides me with coaching and guidance I need
5) I know how my work contributes to the company’s overall objectives
6) I receive praise and recognition for my achievements
Questions on innovation and open climate 

1) I am encouraged to be innovative in my job

2) Within my department we always find new ways to work

3) Within my department we search for new ways to work and do business

4) Within my department generating new ideas is noticed

5) My manager ask the opinion and suggestion of the employees

6) The management keeps us informed about matters affecting us

Questions on result and teamwork

1) I understand the goals of my department

2) The company’s higher management gives a clear image where the company is headed

3) My manager encourages teamwork

4) Within my department we work effectively as a team

5) Within my department we look proactively for opportunities to cooperate with others

Questions on engagement and work environment

1) I am proud to work at the company

2) I am proud to work at my department

3) I would recommend my company to others as a good place of work

4) I feel personally accomplished

5) I will not leave the company in the near future 

6) I  feel comfortable giving feedback to my team

7) I feel my voice is heard and respected

8) I feel I can suggest new ideas/questions ways of doing things

9) I feel we’re living our company values and mission
Questions on retention and succession planning

1) The company identifies potential talent and develops middle level employees

2) The company evaluates and manages employee performance

3) My immediate manager is coaching and developing me 

4) The company has a strategy in place for recruiting and developing new talents

5) There is a growth strategy at my company

6) I feel motivated to increase the value of the company

7) Retention of talent is very important for my company

8) The managers are promoted from within the company

7.2 Questionnaire responses

[image: image39.emf]ID Start time Completion time Email Language

By 

continui

ng with 

this 

What is your gender? Are you a manager?

How long have you been 

working for the 

company?

The company processes 

help my work

The company processes 

hinder my work

1 7.19.21 12:09:12 7.19.21 12:12:06 anonymous Hungarian I agree Female No Less than a year Strongly Agree Disagree

2 7.19.21 13:23:57 7.19.21 13:28:17 anonymous English  I agree Male No Less than a year Strongly Agree Disagree

3 7.19.21 14:54:40 7.19.21 14:58:47 anonymous Hungarian I agree Male No Between 1-5 years Strongly Agree Disagree

4 7.19.21 12:37:42 7.19.21 15:34:21 anonymous Hungarian I agree Female No Between 1-5 years Agree Neither agree or Disagree

5 7.19.21 16:26:12 7.19.21 16:29:06 anonymous Hungarian I agree Male Yes Between 5-10 years Strongly Agree Disagree

6 7.19.21 16:22:28 7.19.21 16:30:06 anonymous Hungarian I agree Male No Over 10 years Agree Slightly disagree

7 7.19.21 17:08:44 7.19.21 17:20:59 anonymous English I agree Male Yes Between 1-5 years Agree Disagree

8 7.20.21 7:39:30 7.20.21 7:42:56 anonymous English I agree Male Yes Between 1-5 years Agree Disagree

9 7.20.21 10:33:25 7.20.21 10:38:06 anonymous English I agree Male I would not like to specify this Less than a year Agree Neither agree or Disagree

10 7.20.21 11:33:53 7.20.21 11:35:24 anonymous English I agree Female No Less than a year Agree Neither agree or Disagree

11 7.21.21 13:07:23 7.21.21 13:10:31 anonymous Hungarian I agree Female No Between 5-10 years Strongly Agree Slightly disagree

12 7.30.21 18:09:30 7.30.21 18:12:00 anonymous English I agree Male No Between 1-5 years Agree Slightly disagree

13 8.11.21 6:40:54 8.11.21 6:46:10 anonymous English I agree Female No Between 1-5 years Neither agree or Disagree Neither agree or Disagree

14 8.11.21 6:49:53 8.11.21 6:54:12 anonymous Hungarian I agree I would not like to specify Yes Between 1-5 years Strongly Agree Disagree

15 8.15.21 14:11:21 8.15.21 14:17:41 anonymous Hungarian I agree Female Yes Between 1-5 years Agree Slightly disagree

16 8.16.21 6:16:01 8.16.21 6:19:52 anonymous English I agree Male No Less than a year Agree Slightly disagree

17 8.18.21 6:21:35 8.18.21 6:27:39 anonymous English I agree I would not like to specify No Between 1-5 years Neither agree or Disagree Slightly disagree

18 8.20.21 6:43:45 8.20.21 6:49:34 anonymous Hungarian I agree Female No Less than a year Neither agree or Disagree Neither agree or Disagree

19 8.26.21 8:25:25 8.26.21 8:31:05 anonymous Hungarian I agree Male No Between 5-10 years Agree Slightly disagree

20 8.26.21 18:29:12 8.26.21 18:34:53 anonymous Hungarian I agree Male No Over 10 years Strongly Agree Disagree

21 8.26.21 18:50:24 8.26.21 18:55:50 anonymous English I agree Female No Between 5-10 years Agree Disagree

22 8.26.21 20:09:05 8.26.21 20:25:38 anonymous Hungarian I agree Male No Between 5-10 years Agree Slightly disagree

23 8.27.21 12:03:25 8.28.21 12:09:17 anonymous Hungarian I agree Male I would not like to specify this Between 1-5 years Strongly Agree Slightly disagree

24 8.28.21 13:50:51 8.28.21 14:40:18 anonymous Hungarian I agree Female No Between 1-5 years Agree Disagree

25 8.30.21 14:28:14 8.30.21 14:33:06 anonymous Hungarian I agree Male Yes Between 5-10 years Strongly Agree Disagree

26 8.30.21 14:50:21 8.30.21 14:55:01 anonymous Hungarian I agree Male No Between 1-5 years Agree Slightly disagree

27 8.30.21 16:29:11 8.30.21 16:45:13 anonymous Hungarian I agree Female No Less than a year Agree Slightly disagree

28 8.30.21 17:39:37 8.30.21 17:54:25 anonymous Hungarian I agree Male No Between 5-10 years Strongly Agree Disagree

29 8.30.21 18:19:37 8.31.21 18:30:39 anonymous Hungarian I agree Male No Between 1-5 years Agree Disagree

30 8.31.21 19:10:04 8.31.21 19:15:36 anonymous English I agree Male No Less than a year Agree Disagree

31 8.31.21 8:36:47 8.31.21 20:45:15 anonymous Hungarian I agree Male No Between 5-10 years Agree Disagree

32 8.31.21 9:45:27 8.31.21 20:59:02 anonymous English I agree Male Yes Between 5-10 years Strongly Agree Slightly disagree

33 8.31.21 12:50:57 8.31.21 21:33:23 anonymous Hungarian I agree Female No Less than a year Neither agree or Disagree Slightly disagree

34 8.31.21 8:57:46 9.1.21 0:03:25 anonymous Hungarian I agree Male No Over 10 years Agree Disagree


[image: image40.emf]ID2

Salary and benefits are 

fairly distributed

The current performance 

management process is     

effective

I can develop my career

at the company

There is a relation

between my

performance and pay

I know what is expected 

of me at work

My manager is open and 

honest with me

My manager helps me 

set effective goals

My manager provides me 

with coaching and 

guidance I need

1 Agree Agree Slightly disagree Slightly disagree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

2 Agree Neither agree or Disagree Agree Neither agree or Disagree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

3 Agree Strongly Agree Agree Neither agree or Disagree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

4 Disagree Neither agree or Disagree Disagree Disagree Slightly disagree Slightly disagree Slightly disagree Neither agree or Disagree

5 Agree Agree Slightly disagree Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

6 Disagree Slightly disagree Slightly disagree Slightly disagree Strongly Agree Strongly Agree Neither agree or Disagree Agree

7 Neither agree or Disagree Neither agree or Disagree Neither agree or Disagree Neither agree or Disagree Agree Neither agree or Disagree Neither agree or Disagree Neither agree or Disagree

8 Neither agree or Disagree Disagree Slightly disagree Disagree Agree Agree Agree Agree

9 Neither agree or Disagree Neither agree or Disagree Slightly disagree Neither agree or Disagree Agree Agree Slightly disagree Agree

10 Neither agree or Disagree Neither agree or Disagree Neither agree or Disagree Neither agree or Disagree Agree Agree Agree Agree

11 Slightly disagree Slightly disagree Slightly disagree Neither agree or Disagree Agree Neither agree or Disagree Neither agree or Disagree Neither agree or Disagree

12 Disagree Neither agree or Disagree Disagree Slightly disagree Agree Agree Neither agree or Disagree Neither agree or Disagree

13 Slightly disagree Disagree Disagree Slightly disagree Agree Agree Agree Agree

14 Disagree Neither agree or Disagree Disagree Neither agree or Disagree Agree Agree Strongly Agree Agree

15 Neither agree or Disagree Neither agree or Disagree Slightly disagree Neither agree or Disagree Strongly Agree Agree Agree Strongly Agree

16 Neither agree or Disagree Don't know Slightly disagree Neither agree or Disagree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

17 Slightly disagree Slightly disagree Neither agree or Disagree Slightly disagree Agree Neither agree or Disagree Neither agree or Disagree Agree

18 Don't know Don't know Neither agree or Disagree Neither agree or Disagree Strongly Agree Agree Agree Neither agree or Disagree

19 Neither agree or Disagree Neither agree or Disagree Neither agree or Disagree Slightly disagree Strongly Agree Agree Agree Agree

20 Agree Neither agree or Disagree Agree Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

21 Disagree Neither agree or Disagree Neither agree or Disagree Slightly disagree Disagree Disagree Slightly disagree Disagree

22 Disagree Disagree Neither agree or Disagree Disagree Agree Neither agree or Disagree Agree Agree

23 Agree Slightly disagree Agree Agree Agree Neither agree or Disagree Agree Agree

24 Neither agree or Disagree Disagree Neither agree or Disagree Neither agree or Disagree Strongly Agree Slightly disagree Agree Neither agree or Disagree

25 Agree Agree Agree Strongly Agree Strongly Agree Agree Strongly Agree Strongly Agree

26 Slightly disagree Slightly disagree Slightly disagree Neither agree or Disagree Agree Neither agree or Disagree Agree Neither agree or Disagree

27 Don't know Don't know Neither agree or Disagree Neither agree or Disagree Strongly Agree Neither agree or Disagree Agree Agree

28 Slightly disagree Neither agree or Disagree Neither agree or Disagree Slightly disagree Strongly Agree Neither agree or Disagree Agree Agree

29 Slightly disagree Neither agree or Disagree Neither agree or Disagree Neither agree or Disagree Strongly Agree Slightly disagree Agree Agree

30 Slightly disagree Slightly disagree Slightly disagree Don't know Strongly Agree Slightly disagree Neither agree or Disagree Neither agree or Disagree

31 Slightly disagree Neither agree or Disagree Neither agree or Disagree Neither agree or Disagree Strongly Agree Slightly disagree Agree Neither agree or Disagree

32 Neither agree or Disagree Agree Neither agree or Disagree Agree Strongly Agree Agree Strongly Agree Agree

33 Slightly disagree Neither agree or Disagree Slightly disagree Neither agree or Disagree Strongly Agree Agree Neither agree or Disagree Agree

34 Slightly disagree Neither agree or Disagree Slightly disagree Neither agree or Disagree Strongly Agree Agree Agree Agree


[image: image41.emf]ID3

I know how my work 

contributes to the company’s     

overall objectives

I receive praise and 

recognition for my     

achievements

I am encouraged to be 

innovative in my job

Within my department 

we always find new ways 

to work

Within my department we 

search for new ways to     

work and do business

Within my department 

generating new ideas is     

noticed

My manager ask the 

opinion and suggestion 

of the     employees

The management keeps 

us informed about 

matters affecting us

1 Strongly Agree Strongly Agree Strongly Agree Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

2 Strongly Agree Strongly Agree Strongly Agree Agree Agree Strongly Agree Strongly Agree Strongly Agree

3 Strongly Agree Strongly Agree Strongly Agree Neither agreee or Disagree Neither agreee or Disagree Strongly Agree Strongly Agree Strongly Agree

4 Neither agree or Disagree Disagree Slightly disagree Disagree Disagree Disagree Disagree Slightly disagree

5 Strongly Agree Strongly Agree Strongly Agree Agree Agree Agree Strongly Agree Strongly Agree

6 Strongly Agree Slightly disagree Neither agreee or Disagree Strongly Agree Strongly Agree Strongly Agree Agree Strongly Agree

7 Strongly Agree Neither agree or Disagree Neither agreee or Disagree Agree Agree Neither agreee or Disagree Agree Agree

8 Agree Neither agree or Disagree Agree Agree Neither agreee or Disagree Neither agreee or Disagree Agree Agree

9 Agree Neither agree or Disagree Slightly disagree Slightly disagree Slightly disagree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree

10 Agree Agree Agree Agree Agree Agree Agree Agree

11 Neither agree or Disagree Slightly disagree Slightly disagree Slightly disagree Slightly disagree Slightly disagree Neither agreee or Disagree Neither agreee or Disagree

12 Neither agree or Disagree Neither agree or Disagree Neither agreee or Disagree Agree Agree Agree Neither agreee or Disagree Slightly disagree

13 Strongly Agree Neither agree or Disagree Agree Strongly Agree Strongly Agree Agree Agree Neither agreee or Disagree

14 Agree Strongly Agree Strongly Agree Neither agreee or Disagree Agree Agree Agree Strongly Agree

15 Strongly Agree Slightly disagree Agree Strongly Agree Agree Neither agreee or Disagree Neither agreee or Disagree Strongly Agree

16 Strongly Agree Neither agree or Disagree Neither agreee or Disagree Neither agreee or Disagree Agree Agree Neither agreee or Disagree Strongly Agree

17 Agree Agree Disagree Disagree Slightly disagree Slightly disagree Neither agreee or Disagree Agree

18 Strongly Agree Neither agree or Disagree Slightly disagree Neither agreee or Disagree Agree Neither agreee or Disagree Neither agreee or Disagree Agree

19 Agree Agree Strongly Agree Strongly Agree Agree Neither agreee or Disagree Agree Strongly Agree

20 Strongly Agree Agree Agree Strongly Agree Agree Strongly Agree Agree Strongly Agree

21 Agree Slightly disagree Neither agreee or Disagree Agree Slightly disagree Neither agreee or Disagree Slightly disagree Strongly Agree

22 Strongly Agree Slightly disagree Agree Agree Agree Neither agreee or Disagree Slightly disagree Agree

23 Strongly Agree Neither agree or Disagree Agree Neither agreee or Disagree Neither agreee or Disagree Slightly disagree Agree Agree

24 Agree Slightly disagree Neither agreee or Disagree Slightly disagree Slightly disagree Agree Neither agreee or Disagree Strongly Agree

25 Strongly Agree Agree Strongly Agree Agree Agree Agree Neither agreee or Disagree Strongly Agree

26 Strongly Agree Slightly disagree Agree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree Slightly disagree Agree

27 Strongly Agree Neither agree or Disagree Neither agreee or Disagree Agree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree Strongly Agree

28 Strongly Agree Slightly disagree Agree Agree Slightly disagree Agree Slightly disagree Strongly Agree

29 Agree Neither agree or Disagree Neither agreee or Disagree Agree Neither agreee or Disagree Neither agreee or Disagree Slightly disagree Strongly Agree

30 Agree Neither agree or Disagree Agree Agree Agree Agree Neither agreee or Disagree Agree

31 Agree Slightly disagree Agree Neither agreee or Disagree Agree Neither agreee or Disagree Neither agreee or Disagree Agree

32 Strongly Agree Agree Strongly Agree Agree Agree Agree Agree Strongly Agree

33 Neither agree or Disagree Slightly disagree Agree Neither agreee or Disagree Neither agreee or Disagree Agree Slightly disagree Strongly Agree

34 Strongly Agree Slightly disagree Agree Agree Agree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree
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I understand the goals of 

my department

The company’s higher management 

gives a clear     image where the 

company is headed

My manager encourages 

teamwork

Within my department 

we work effectively as a     

 team

Within my department we look 

proactively for     opportunities to 

cooperate with others

I am proud to work at the 

company

I am proud to work at my 

department

1

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

2

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

3

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

Agree

Strongly Agree

Strongly Agree

4

Slightly disagree

Neither agreee or Disagree

Slightly disagree

Neither agreee or Disagree

Agree

Neither agreee or Disagree

Disagree

5

Strongly Agree

Strongly Agree

Strongly Agree

Agree

Agree

Strongly Agree

Strongly Agree

6

Strongly Agree

Strongly Agree

Strongly Agree

Agree

Agree

Agree

Agree

7

Agree

Agree

Agree

Agree

Agree

Agree

Agree

8

Agree

Agree

Agree

Agree

Neither agreee or Disagree

Agree

Agree

9

Agree

Neither agreee or Disagree

Agree

Disagree

Disagree

Agree

Neither agreee or Disagree

10

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

Strongly Agree

11

Agree

Agree

Neither agreee or Disagree

Strongly Agree

Strongly Agree

Neither agreee or Disagree

Neither agreee or Disagree

12

Agree

Agree

Neither agreee or Disagree

Strongly Agree

Agree

Agree

Agree

13

Strongly Agree

Agree

Strongly Agree

Strongly Agree

Strongly Agree

Neither agreee or Disagree

Strongly Agree

14

Strongly Agree

Strongly Agree

Agree

Neither agreee or Disagree

Neither agreee or Disagree

Neither agreee or Disagree

Neither agreee or Disagree

15

Strongly Agree

Agree

Strongly Agree

Agree
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Strongly Agree
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Agree

Strongly Agree

Agree
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Agree
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Strongly Agree

Agree

Agree

Strongly Agree
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Strongly Agree

Agree

Strongly Agree
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Agree

Strongly Agree
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Agree

Strongly Agree
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Strongly Agree

Agree

Neither agreee or Disagree

Agree
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Agree
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Agree

Agree
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Agree
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Agree

Agree
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Agree
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Agree

Strongly Agree
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Agree

Strongly Agree
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Strongly Agree

Neither agreee or Disagree
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Agree
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Agree
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Agree

Strongly Agree

31

Strongly Agree

Agree

Agree

Strongly Agree

Neither agreee or Disagree

Slightly disagree

Agree

32

Strongly Agree

Strongly Agree

Strongly Agree

Agree

Agree
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Slightly disagree
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I feel personally 

accomplished

I will not leave the 

company in the near 

future

I  feel     comfortable 

giving feedback to my 

team

I feel my voice is heard 

and respected

I feel I can suggest new 

ideas/questions ways of     

  doing things

I feel we’re living our 

company values and 

mission

The company identifies potential 

talent and develops     middle 

level employees

The company evaluates 

and manages employee     

 performance

1 Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

2 Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

3 Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

4 Disagree Slightly disagree Slightly disagree Disagree Disagree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree

5 Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

6 Slightly disagree Don't know Strongly Agree Slightly disagree Slightly disagree Agree Agree Neither agreee or Disagree

7 Neither agreee or Disagree Agree Agree Agree Agree Neither agreee or Disagree Agree Neither agreee or Disagree

8 Neither agreee or Disagree Neither agreee or Disagree Agree Agree Agree Agree Agree Agree

9 Slightly disagree Neither agreee or Disagree Agree Neither agreee or Disagree Neither agreee or Disagree Slightly disagree Agree Slightly disagree

10 Agree Agree Agree Neither agreee or Disagree Agree Agree Agree Agree

11 Neither agreee or Disagree Slightly disagree Agree Neither agreee or Disagree Neither agreee or Disagree Agree Slightly disagree Slightly disagree

12 Neither agreee or Disagree Slightly disagree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree Agree

13 Neither agreee or Disagree Neither agreee or Disagree Agree Slightly disagree Neither agreee or Disagree Disagree Neither agreee or Disagree Slightly disagree

14 Slightly disagree Slightly disagree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree Strongly Agree Disagree

15 Disagree Don't know Strongly Agree Neither agreee or Disagree Neither agreee or Disagree Agree Agree Slightly disagree

16 Neither agreee or Disagree Don't know Neither agreee or Disagree Neither agreee or Disagree Slightly disagree Don't know Neither agreee or Disagree Agree

17 Neither agreee or Disagree Don't know Agree Slightly disagree Neither agreee or Disagree Disagree Slightly disagree Neither agreee or Disagree

18 Neither agreee or Disagree Don't know Agree Don't know Neither agreee or Disagree Neither agreee or Disagree Agree Slightly disagree

19 Neither agreee or Disagree Neither agreee or Disagree Agree Agree Agree Agree Neither agreee or Disagree Agree

20 Neither agreee or Disagree Agree Strongly Agree Agree Agree Agree Agree Strongly Agree

21 Slightly disagree Don't know Neither agreee or Disagree Slightly disagree Slightly disagree Disagree Agree Neither agreee or Disagree

22 Neither agreee or Disagree Slightly disagree Agree Disagree Disagree Disagree Strongly Agree Strongly Agree

23 Disagree Don't know Agree Neither agreee or Disagree Neither agreee or Disagree Slightly disagree Neither agreee or Disagree Neither agreee or Disagree

24 Slightly disagree Don't know Slightly disagree Agree Slightly disagree Slightly disagree Agree Neither agreee or Disagree

25 Agree Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Slightly disagree Slightly disagree

26 Slightly disagree Slightly disagree Neither agreee or Disagree Slightly disagree Neither agreee or Disagree Agree Slightly disagree Disagree

27 Slightly disagree Don't know Neither agreee or Disagree Neither agreee or Disagree Agree Agree Agree Neither agreee or Disagree

28 Slightly disagree Agree Neither agreee or Disagree Slightly disagree Slightly disagree Strongly Agree Disagree Disagree

29 Neither agreee or Disagree Don't know Agree Slightly disagree Slightly disagree Slightly disagree Agree Neither agreee or Disagree

30 Neither agreee or Disagree Agree Strongly Agree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree

31 Slightly disagree Don't know Neither agreee or Disagree Neither agreee or Disagree Slightly disagree Slightly disagree Slightly disagree Neither agreee or Disagree

32 Agree Neither agreee or Disagree Strongly Agree Agree Strongly Agree Agree Agree Strongly Agree

33 Slightly disagree Don't know Neither agreee or Disagree Slightly disagree Slightly disagree Agree Agree Neither agreee or Disagree

34 Agree Agree Agree Agree Strongly Agree Neither agreee or Disagree Agree Agree
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My immediate manager 

is coaching and 

developing me

The company has a strategy in 

place for recruiting     and 

developing new talents

There is a growth 

strategy at my 

company

I feel motivated to 

increase the value 

of the     company

Retention of talent is 

very important for my 

company

The managers are promoted 

from within the company



1 Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

2 Strongly Agree Strongly Agree Strongly Agree Strongly Agree Agree Neither agreee or Disagree

3 Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

4 Slightly disagree Slightly disagree Slightly disagree Slightly disagree Slightly disagree Disagree

5 Strongly Agree Agree Strongly Agree Strongly Agree Agree Agree

6 Don't know Agree Agree Slightly disagree Slightly disagree Agree

7 Neither agreee or Disagree Neither agreee or Disagree Strongly Agree Neither agreee or Disagree Agree Agree

8 Agree Neither agreee or Disagree Agree Agree Agree Agree

9 Slightly disagree Neither agreee or Disagree Agree Agree Neither agreee or Disagree Neither agreee or Disagree

10 Agree Agree Agree Agree Agree Agree

11 Slightly disagree Neither agreee or Disagree Neither agreee or Disagree Slightly disagree Neither agreee or Disagree Neither agreee or Disagree

12 Neither agreee or Disagree Neither agreee or Disagree Agree Neither agreee or Disagree Agree Agree

13 Agree Disagree Neither agreee or Disagree Slightly disagree Neither agreee or Disagree Disagree

14 Strongly Agree Disagree Neither agreee or Disagree Neither agreee or Disagree Slightly disagree Disagree

15 Agree Neither agreee or Disagree Slightly disagree Neither agreee or Disagree Slightly disagree Neither agreee or Disagree

16 Agree Don't know Don't know Neither agreee or Disagree Don't know Neither agreee or Disagree

17 Agree Don't know Don't know Neither agreee or Disagree Don't know Neither agreee or Disagree

18 Neither agreee or Disagree Don't know Don't know Neither agreee or Disagree Slightly disagree Slightly disagree

19 Agree Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree Agree Agree

20 Agree Neither agreee or Disagree Strongly Agree Agree Neither agreee or Disagree Agree

21 Slightly disagree Neither agreee or Disagree Agree Slightly disagree Disagree Disagree

22 Neither agreee or Disagree Strongly Agree Slightly disagree Slightly disagree Disagree Neither agreee or Disagree

23 Agree Slightly disagree Slightly disagree Neither agreee or Disagree Slightly disagree Neither agreee or Disagree

24 Neither agreee or Disagree Agree Neither agreee or Disagree Slightly disagree Neither agreee or Disagree Neither agreee or Disagree

25 Strongly Agree Slightly disagree Strongly Agree Strongly Agree Slightly disagree Agree

26 Agree Disagree Slightly disagree Neither agreee or Disagree Slightly disagree Slightly disagree

27 Agree Don't know Don't know Agree Don't know Neither agreee or Disagree

28 Neither agreee or Disagree Disagree Disagree Neither agreee or Disagree Disagree Slightly disagree

29 Agree Don't know Slightly disagree Agree Neither agreee or Disagree Slightly disagree

30 Agree Agree Agree Neither agreee or Disagree Agree Neither agreee or Disagree

31 Neither agreee or Disagree Slightly disagree Disagree Slightly disagree Slightly disagree Slightly disagree

32 Agree Agree Strongly Agree Agree Neither agreee or Disagree Agree

33 Agree Slightly disagree Don't know Neither agreee or Disagree Slightly disagree Slightly disagree

34 Neither agreee or Disagree Neither agreee or Disagree Neither agreee or Disagree Agree Neither agreee or Disagree Agree


7.3 Interview questions 

Interview Guide 

I. Introduction: 

• I am working on a research project for the university about talent management. I am trying to understand how well the company is prepared to tackle the challenges arising from keeping and managing talent.
• I am looking at these perspectives from different levels within the company and I know that you have completed the questionnaire as well.  So, I am pleased that you are willing to speak to me today. 

• Your answers will remain anonymous and will not be identified to anyone within our organization. I will use the information you provide me to guide my current work in terms of learning how talent management affects local companies.

• There is no right or wrong answer.
II. Question on management

• Tell me about your favorite manager, what it would be like? What would the opposite be?

• What do you think a manager can do to make sure their team respects them?

• Has your immediate manager ever congratulated one of the employees for their accomplishments?

III. Rewards – employee engagement
• What reward did you find most effective during your employment?
• On a scale of 5, how satisfied are you with your current salary?

• What motivates you to perform better? Is it your salary or your personal achievements?

• Tell me of a time when you did not feel happy during your employment?

• Have there been any recent changes in how the employees are treated? Provide me with some examples. If not, what remained the same? 

IV. Job satisfaction, plans for future

• Give me an example of a time when your employees made you proud? Also think of an example when your work made you proud?

• Who has been a major influence in your development within your current position?

• What past job experiences helped you in your current position?

• How do you see your career in about 5 years?
• What is your personal goal at the company?

• What are you passionate about?
V. Performance management

• In your opinion, does your company manages to retain talented individuals?

• In your opinion is there a benefit in retaining talent?

• Do you think that the talent management processes are transparent?

• What do you think these processes are at the moment?
• How often do you have direct conversation with your manager on performance? Give examples.

• What steps need to be taken to bring a poor performer up to standard of the rest of the team?

VI. Talent management

• What do you think talent is? Do you think there is a talent specification at your company? 
• Why do you think some employees are included in TM process and others are not?

• Why do you think it is important for an organization to manage talent?

• Is there an effective employee development plan at your company? Please expand on this.
VII. Questions on how the company is seen

• In your opinion, how is the company you work for regarded by other individuals?

• Explain the importance of employer brand in your role?
• Please describe what makes you want to work for this company? What do you dislike?

• If there would be a perfect workplace, what it would be like? 

VIII. Conclusion: 
Thank you for responding to my questions today. I really appreciate the time you spent speaking with me. If there is further need for clarification, can we do a follow up interview again? Thank you. 
7.4 Transcripts summary
Interviewee 1

Question on management

Q: Tell me about your favorite manager, what it would be like? What would the opposite be?

I1: My favorite manager would be a people’s person, still would be strict regarding the given tasks. He would sit down with the team at lunch and chat about small things, and would like to know us better. Also when there would be work to be done, he would work with us.  Opposite, I don’t know… I would probably not like an authoritarian manager, or one who only thinks about his own well being first and the department comes second. 
Q: Do you have a favourite manager now? 

I1: I don’t have a favourite manager.
Q: What do you think a manager can do to make sure their team respects them?

I1: The manager needs to be a team player, stand up for the team. Yes, I think this would gain my respect. Also working along with us, and working with us, taking out his part from the hardship… respecting everyone as individuals, and pointing out our good and bad traits so that we can develop further. 

Q: Has your immediate manager ever congratulated one of the employees for their accomplishments?

I1:  Yes, he did, he does. This happens a lot lately, usually after finishing a super hard task. I am not sure why it changed. Not so long ago we got just few congratulations, and mostly they were pointing to the team work.  I am glad about this, it is a good thing. 

Rewards – employee engagement

Q: What reward did you find most effective during your employment?

I1: I do not believe there are a lot of rewards at the company. Ever since I work here there only been two occasions, that there was a slight sense of reward. We participated on a departmental team building event, on the company. The other one is an event that is organized annually for the clients and top suppliers. On this occasions there are various entertaining activities were we can tag along to make up for numbers, for groups. It is a really interesting activity. Similar events should be organized more often.

Q: On a scale of 5, how satisfied are you with your current salary?

I1: I would say around 3. I had to ask for salary adjustments several times, there was only one adjustment made by the company. I am not too happy regarding this issue.

Q: What motivates you to perform better? Is it your salary or your personal achievements?

I1: I would say that both. I am really motivated to achieve things and advance with my career. But this is really difficult as everyone in the team has the same motivation. This is why for me the salary is of same importance. Being able to go where I like, and do what I want is one of the most important things for me. And I can only achieve this through my salary.

Q: Tell me of a time when you did not feel happy during your employment?

I1: I am a really positive person, and it is really hard for me to think about things that did not make me happy. Let me think… I would maybe mention a time when I was really put under pressure by my manager, and he was treating everyone really badly in the office as well, arguing and requesting responses. This made me really unhappy and super stressed.

Q: Have there been any recent changes in how the employees are treated? Provide me with some examples. If not, what remained the same? 

I1: Yes, there have been.  Small changes though. These started happening after the recent change in management. The team is now a happy bunch. We work along, discuss arising issues, and offer solution to each other. Previously it was close to terror, no talk, tired faces everywhere. Also there have been some solutions offered by higher management and were implemented. This has brought slight improvements, but still more is needed…

Job satisfaction, plans for future
Q: Give me an example of a time when your employees/manager made you proud? Also think of an example when your work made you proud? 

I1: I cannot think of any times when I was proud of my manager… But I really like my work. It is really difficult and challenging at times, but gives a lot of satisfaction. Personally it was great when I did my first online meeting, all by myself and achieved all the things we discussed previously with my manager. 

Q: Who has been a major influence in your development within your current position?

I1: I started of as an assistant for a manager in my department. After a while I have received several responsibilities and become one myself. The person who influenced me the most was my mentor, who was assigned to help me get along and showed me all the procedures. He was an excellent professional, will always be thankful for his help.

Q:What past job experiences helped you in your current position?

I1: I would say that my language experience got me the job. It also helped that I was super confident in my abilities and that I am hard working. I can spend hours on learning new stuff, and than I would share it so that everyone can use it.

Q: How do you see your career in about 5 years?

I1: Well, if I am honest, I did not really think about what I might be doing in 2 years, not the 5 years… 

I would like to advance in my career as much as possible and seek further opportunities to improve professionally. I would say that if there would be no further opportunities for improvement I would start looking for a job. I do not see myself working here forever, as I cannot see many opportunities for career advancement. 

Q: What is your personal goal at the company?

I1: I would love to learn as many things as I possibly can. I would like to develop myself both on personal and professional side.

Q: What are you passionate about?

I1: I am passionate about traveling and meeting people. My current position helps me a lot in this. I have met many important, famous and not so famous people. This really brings me joy.

Performance management
Q:  In your opinion, does your company manages to retain talented individuals?

I1: No, I do not think that the company tries hard enough to keep the employees. Lately there was a wave of leavers, followed by another one. Many employees left, some were high performers, and some had long service. I am not sure why the company did not try harder to keep them…

Q:  In your opinion is there a benefit in retaining talent?

I1: Yes, absolutely. Mostly because the company invested in training the person, should ensure they don’t leave. This person, by gaining more experience, can further distribute the received knowledge.

Q: Do you think that the talent management processes are transparent?

I1: No, they are not transparent. I do not think these actually existed before. Only recently we are receiving training invitations. None of the departments bother to prepare for leavers; there is no replacement for the senior workers or for the managers. But this is only my opinion.

Q: What do you think these processes are at the moment?

I1: I do not think that such process exists.

Q: How often do you have direct conversation with your manager on performance? Give examples.

I1: I have been working here for over 2 years now. My previous manager has never bothered to highlight my shortages; I only found that I would not receive a bonus or an adjustment to the salary as I did not perform up to the standard. But I never new what the standard was. I am hoping this will change for the best now, but still not too sure. 

Q: What steps need to be taken to bring a poor performer up to standard of the rest of the team?

I1: In my opinion there should be several trainings and mentoring programs available for those who under perform. Also this could be due to low motivation, such as poor salary…

Talent management
Q : What do you think talent is? Do you think there is a talent specification at your company? 

I1: I never heard of any specification of talent at our company. I think that talent is a person, who has high qualities, is a high performer.

Q: Why do you think some employees are included in TM process and others are not?

I1: I don’t think there is such thing at our company, I have never seen it. But I would say, if it were, than the people included would be the high performers, as they would pull the company ahead.

Q: Why do you think it is important for an organization to manage talent?

I1: I am talking in theory now, as I do not think the company manages the talent. By managing them they would get the trainings they need, and they would also achieve their purposes. This would mean that several issues would show up in time, and could be discussed and resolved. Probably there would be less leaver.

Q: Is there an effective employee development plan at your company? Please expand on this.

I1: If I would talk about the past, than I would definitely say no. If I am looking at the changes that are just happening I could perhaps say that the company is trying to develop a plan to train the employees. But I am not sure if it is trying hard enough. 

Questions on how the company is seen
Q: In your opinion, how is the company you work for regarded by other individuals?

I1: The opinions on the company are really poor from what I am hearing all around. There were a lot of leavers, but this did not ring the bell. Nothing was done till more people left.

At the moment only people with no experience are applying for positions. I think that the expectations are high but the rewards are not up to standard.

Q: Explain the importance of employer brand in your role?

I1: It is really important for the suppliers to know that they are working with a strong and well established company. My job is to upkeep this image, and try to improve it where possible. 

Q: Please describe what makes you want to work for this company? What do you dislike?

I1: I like the fact that I am working at a company that has well developed work system. It makes me feel at ease to know what I need to do in case certain things happen. 

I dislike that the reward system is so underdeveloped. I hate it when I need to ask for bonuses and adjustments of salary as these are not offered by the company. 

Q: If there would be a perfect workplace, what it would be like?

I1: The perfect workplace… I do not think it actually exists anywhere. I would describe it as a place where there are rewards for work well done, and also for teams; there is a team, that breaths like one, not only on paper. Individual opportunities are offered for every employee to develop, this way they will not want to leave.

Interviewee 2

Question on management
Q: Tell me about your favorite manager, what it would be like? What would the opposite be?

I2: There isn’t a special trait I am looking to find in my manager. All I need a good people’s person. But I know that I could not work along a person, who is a robot

Q: What do you mean by robot?

I2: I am thinking about a person who only comes in to do the job, and there is nothing to stop him in his way.
Q: Do you have a favourite manager now?

I2: Yes, I do. This person is also my mentor…
Q: What do you think a manager can do to make sure their team respects them?

I2: The respect has to be gained, so I suppose taking out your share from the big chunk it would be something I would look up to. Noticing smaller individual efforts and highlighting these as small achievements towards the job would be another thing. It doesn’t necessarily has to be something out of ordinary…

Q: Has your immediate manager ever congratulated one of the employees for their accomplishments?

I2:  Yes, this happens on daily basis. Also if we finish a large task, he takes the whole team out for lunch. I am not sure if other departments do this… 

Rewards – employee engagement
Q: What reward did you find most effective during your employment?

I2: For me the most effective reward I can get is my salary. Bonuses for finishing individual tasks are great. At the end of the day, if you put in energy and time into your work this should be rewarded.

Q: On a scale of 5, how satisfied are you with your current salary?

I2:  Three is my number at the moment. I feel my salary improved, but there could be room for more. 

Q: What motivates you to perform better? Is it your salary or your personal achievements?

I2: The most important motivator for me is my salary. It is great that I achieved so much since I work here, but for me the salary does the trick.

Q: Tell me of a time when you did not feel happy during your employment?

I2: Sometimes I feel I am not treated fairly and it makes me unhappy. I feel that some of my colleagues are chattier and due to this are chosen for more activities. I would appreciate if not only those who like to be in the center would be chosen for activities.

Q: Have there been any recent changes in how the employees are treated? Provide me with some examples. If not, what remained the same? 

I2: No, I didn’t notice anything important. Generally the employees are treated well, breaks and free time is allowed. But I think we need more engaging activities to make things better, to improve the morale.

Job satisfaction, plans for future

Q: Give me an example of a time when your employees/manager made you proud? Also think of an example when your work made you proud? 

I2: I have been working for a long time at the company. There have been lots of ups and downs. I would mention one occasion that stuck with me. We were having a really difficult day, loads of newly arrived trucks to be unloaded; one person called in sick, there wasn’t enough staff. My team was working since dawn, they were really tired. But at the end of their shift, they didn’t leave. They worked along the second shift to finish. Hey, would you call this teamwork? My work is something that I love to do; it is not an easy job… But I like challenges, and the rewards that an after work team gathering brings.

Q: Who has been a major influence in your development within your current position?

I2: When I first started to work here, I was not working in my current position, nor was I doing anything close to what I am doing now. I have trialed lots of departments to see what the job is for me. There has been one major influence in my development as a manager, which was the owner. He trusted in me, saw my worth and supported my development. I am really grateful…

Q:What past job experiences helped you in your current position?

I2: I used to work at a warehouse before I came to work at the company.  I was invoicing all merchandise that left the warehouse. I came here to do something similar, but someone spotted me, so that’s when I started to advance in my career. 

Q: How do you see your career in about 5 years?

I2: I am not thinking of changing anything at the moment, I feel happy where I am. 

Q: What is your personal goal at the company?

I2: As you know this is a developing and growing company. I would like to develop my skills as much as possible. I think this will help me organize my team better, and overall will help the goals of the company.

Q: What are you passionate about?

I2: I am passionate about improving my team’s moral. I know that after a hard day of work you want nothing more than to relax. I am continuously working to achieve this with every opportunity that comes along. 

Performance management

Q:  In your opinion, does your company manages to retain talented individuals?

I2: This is one thing I am not sure. I have seen many colleagues leave this year. They were also working here for a long time. I am not aware of the trials done to keep them. But there are good examples too. There were a few employees that came back after they left. I think the company should try harder to retain individuals. 

Q:  In your opinion is there a benefit in retaining talent?

I2: I think that everyone can benefit from retaining talent, so yes. Working with talented people that love what they are doing is undeniably the best thing that can happen to a manager. 

Q: Do you think that the talent management processes are transparent?

I2: This is really hard to tell. There are some processes implemented such as training sessions for new and current staff. There are also employee engagement programs, such as team building sessions. We also have a performance management program built for the sales team, where there are really nice rewards at the end. But I cannot specifically say that I have seen a plan, on how we will be dealing with talent on short or long term.

Q: What do you think these processes are at the moment?

I2: Team engagement programs, performance management program, training sessions.

Q: How often do you have direct conversation with your manager on performance? Give examples.

I2: I have a yearly conversation relating to performance with my immediate superior. We discuss how and what personal improvements can make the team more productive. 

We also discuss personal performance expectations. My manager highlights the points where he considers that improvement is needed.

Q: What steps need to be taken to bring a poor performer up to standard of the rest of the team?

I2:  I consider that the lack of motivation is the main reason for poor performance. This is why I think that there should be training programs available for such employees. As well there should be some external motivator, such as monthly bonuses, team activities.

Talent management

Q : What do you think talent is? Do you think there is a talent specification at your company? 

I2: Well, I guess in a way everyone is a talent. The company has to see in what way each individual can put his share in the bowl. There is no talent specification, but I do believe that those who can relate to working at the company have good career prospects ahead of them.

Q (follow up): What do you mean by relate to working here?

I2: I mean that there are good opportunities for those who stick around and actually make an effort to find them…

Q: Why do you think some employees are included in TM process and others are not?

I2: Your statement does not really relate to our company. We do not have written down processes for TM, at least I have not seen those yet. This is why I think that those who perform well and try to prove themselves are the ones will get noticed. Those who are waiting to get noticed and do nothing about it, well nothing is going to happen.

Q: Why do you think it is important for an organization to manage talent?

I2: I think this is a though question.  Talent is not very easy to find, and even though you have good employees, they would not necessarily be accounted for as a talent, if you come to think about the meaning of this. I think the company is trying since the beginning to find the most talented people to work here. But I do not think it has found a way to manage them properly. This is an important issue that needs to be addressed by the higher management.

Managing and especially keeping the talent is beneficial for the company, and it would help achieve the long term proposed goals.

Q: Is there an effective employee development plan at your company? Please expand on this.

I2: I have a mixed opinion regarding this. There is a plan on how to develop new employees, how to settle them in, but when I rely on my experience, I have to say that this does not always work. I think that this plan needs to be reviewed.

Questions on how the company is seen

Q: In your opinion, how is the company you work for regarded by other individuals?

I2: There are mixed opinions out there. Some people see us as a great local company, who developed and grew here. These people see us as a great work opportunity. Also, there is the other group, who actually spread the bad news about us. This group is getting larger and it does not actually help us in finding the talents out there.

Q: Explain the importance of employer brand in your role?

I2: It is highly important that we have a good brand image. We actually have the marketing department work on that. Most suppliers think highly of our company and it is our role to keep this. I have to point this fact as really important.

Q: Please describe what makes you want to work for this company? What do you dislike?

I2: I like to work with our well developed operation system. I do not think that many companies in this area have this. Also there is a good bunch here, and we can rely on each other when there are though times. I hate it when we cannot keep a person. I am always working hard on ensuring that each employee fits in well in my department. 

Q: If there would be a perfect workplace, what it would be like? .

I2: I think it would be this company, but I would reform it here and there. There would be individual targets and rewards, team targets and rewards, and these would not be dependent on each other. I know that most employees are not satisfied with their salary. I would ensure that there are bonuses quarterly, annually and so on. I feel that there would be more events and group activities needed to build a good team, so I would organize more of these. But this would make the company perfect and I do not think this would be possible.

Interviewee 3
Question on management

Q: Tell me about your favorite manager, what it would be like? What would the opposite be?
I3: My favourite manager would be a person, whom gained my respect. He would support us in hard times and work along us. I cannot see myself working with a manager who is lead only by his own goals, who walks straight ahead, never looking back. 

Q: Do you have a favourite manager now? 

I3: To be honest I do not have a favourite manager at the moment…
Q: What do you think a manager can do to make sure their team respects them?
I3: I think that every manager has to earn their team’s respect in the first place. There are different ways to do this, I suppose, and not all ways work for everyone. What I think is very important to mention that the manager doesn’t have to be the friend under any circumstances. This will ruin all the respect gained before.
Q: Has your immediate manager ever congratulated one of the employees for their accomplishments?
I3: My manager usually congratulates us when we finish tasks and also thanks the team for their hard work.
Rewards – employee engagement

Q: What reward did you find most effective during your employment?
I3: There are several bonuses for the sales team, but these not always reward us. Sometimes, even after a really hard month, there are no bonuses left. As we had to give out loads of discounts and these come of from sales bonuses. This does not make me happy. I think it doesn’t make anyone happy. It feels like you worked for nothing. 
Q: On a scale of 5, how satisfied are you with your current salary?
I3: I would give an average of 3. But as I mentioned before, sometimes this would even go down to 2 or it could raise to 4. I have never felt so satisfied to think of the highest number.
Q: What motivates you to perform better? Is it your salary or your personal achievements?
I3: My salary motivates me the most. As I am a family man, I need to be able to count on my salary 100%. At the moment I am not able to do this, so it is really frustrating. 
Q: Tell me of a time when you did not feel happy during your employment?
I3: I was really unhappy right after the start of the pandemic. We were working on a shorter program. People were not coming to buy anything. Than it was decided that all the extra hours worked, that were from previous years will not be taken into consideration anymore. This meant that I lost approximately three months salary plus the time I put in.  I was not happy…
Q: Have there been any recent changes in how the employees are treated? Provide me with some examples. If not, what remained the same? 
I3: No, there have been no changes at all. I think that interdepartmental communication is a necessity, but it is not really working. Our colleagues are not entirely aware of the amount of work we put in to make this company work, and we don’t know either how the other departments work. At the moment we just try to make things work, without actually knowing what isn’t working.
Job satisfaction, plans for future

Q: Give me an example of a time when your manager made you proud? Also think of an example when your work made you proud?
I3: Though question. I think I will talk about one of my previous managers. He was really there for me as a colleague when I was going through a difficult period in my personal life. I was under performing for several months, but instead of sacking me, he wanted to know what was going on in my life. He was the only one who showed interest in my well being, so this motivated me to get back on my feet and start all over. 
Q: Who has been a major influence in your development within your current position?
I3: My previous manager. I was a freshman out of school when I came here. I had only summer work experience. He saw the person behind the mask I was already wearing, and reached out. He guided me on this path, gave me good advice. Also he saw others and guided them as well. Unfortunately he left the company for some time now…
Q: What past job experiences helped you in your current position?
I3: I did not have experience when I started to work here. I think my resolution and my manager at the time helped me to like this job so much.
Q: How do you see your career in about 5 years?
I3: I am not sure where I will be in 5 years, but I will definitely be doing a similar job. I like what I am doing now, but I am not sure I will be here 5 more years.
Q: What is your personal goal at the company?
I3: I would like to progress in my career, but I do not see this happening in the near future. There have been colleagues who got different positions, such as area manager, division manager, but I have never been proposed. After the length of time I have been working here I think this could never happen. So when I will decide that I want more, I will start looking.
Q: What are you passionate about?
I3: I am passionate about my job. I like to sale and sale a lot. It is a great job, it helps you meet a lot of people. You are also constantly moving, I cannot see myself work in an office…
Performance management

Q: In your opinion, does your company manages to retain talented individuals?
I3: I don’t think that the company manages to retain individuals at any level. I see the problem in not trying hard enough, even sometimes in not caring for the ones who decide to leave. I am still in touch with colleagues, who left, but not all of them were asked if they would stay for more money or different positions. My previous manager left as well not too long ago… He wouldn’t have stayed though for money or position. He wanted changes, and these were not happening.
Q: In your opinion is there a benefit in retaining talent?
I3: Of course it has benefits. But maybe our company doesn’t want to see this. If you put so much work in training a person on the job, you need to find a way to keep them. This is not what is happening lately, as more and more people are leaving.
Q: Do you think that the talent management processes are transparent?
I3: I do not think that these processes exist at our company, but if they do, than these are definitely not transparent. I have participated on a few team building programs, and there is an online platform for training new employees, where there are courses, and than testing of knowledge. But that’s about it, nothing more… 
Q: What do you think these processes are at the moment?
I3: Trainings and rewards, but these are not outstanding.
Q: How often do you have direct conversation with your manager on performance? Give examples.
I3: Not as often now, as I had before. My new superior is now learning, and probably things will enter a new normality at one point. I used to have approximately four official chats per year on performance with my previous manager. It was really helpful, and it improved my work. There was no pressure in these talks, and they were held to help you not to tell you off.
Q: What steps need to be taken to bring a poor performer up to standard of the rest of the team?
I3: I think that poor performance comes from no motivation. If you do not have a good reason as of why you should perform better, than you will not improve. I think that rewards are good motivation tools, and should be used as often as possible. And this tool should be used for all employees not only the good ones or the poor ones.
Talent management

Q: What do you think talent is? Do you think there is a talent specification at your company? 
I3: I think we are all talents. We all have traits that make us good at what we are doing. So we just need to put these in good use. This is where trainings could help. Unfortunately I did not see or heard of any talent specification up until now. The company is looking for individuals who have excellent skills, but this is not specifically called talent at the moment.
Q: Why do you think some employees are included in TM process and others are not?
I3: I think we are all different and have different traits. We all have a purpose, but not all of us got a strong drive to reach them. So I assume that individuals who go for it stronger are noticed more often and earlier than others. I think this is a contest, those who get there first gets the prize. Unfortunately not all of us get there soon enough to be noticed…
Q: Why do you think it is important for an organization to manage talent?
I3: Because I do not think that the company actually manages talent, my answer is a little bit theoretical… It would be important to manage talents, but not necessarily divide them from the rest of the employees. I do not think it would be beneficial; it would only create a hole between them. Those considered not talented would feel left out and eventually leave.
Q: Is there an effective employee development plan at your company? Please expand on this.
I3: In theory there is a plan. But it changes all the time, and there are no set rules about how to develop an employee who just started to work at the company. All of my colleagues have been trained differently than me. The only thing that didn’t change was the plan that our manager had to write up and follow through the first month of the employment. But even this differed in content for each employee.

Questions on how the company is seen

Q: In your opinion, how is the company you work for regarded by other individuals?
I3: Some people, who are looking at the company from the outside perspective that is shown think that it is a great workplace, with good opportunities. But if it is looked at from inside perspective it is not so great… It is a large company and it offers a large variety of opportunities, but there are problems in tying the two ends and making it work.
Q: Explain the importance of employer brand in your role?
I3: In my work it is very important. I make a lot of sales because people like to buy from acknowledged companies. It is also important, because people check out the company online, and we have good advertisements.
Q: Please describe what makes you want to work for this company? What do you dislike?
I3: I like to be part of a well developed operation system. It helps me with everyday work. But I actually hate the fact that we loose so many clients due to the fact that we are not using our system properly. More likely, I would say that some colleagues are under trained and this costs the company a lot. 
Q: If there would be a perfect workplace, what it would be like? 
I3: Firstly, I do not think that such place exists in reality. But assuming that it would be possible, than I can imagine this place to be organized. Also this place would need to be beneficial for the employees, with regular rewards (salary, bonuses) that would keep them motivated; regular trainings that would keep their knowledge active. Also this place would be built on individuals who love what they are doing.
Interviewee 4

Question on management

Q: Tell me about your favorite manager, what it would be like? What would the opposite be?

I4: My favourite manager is very supportive and helpful. I can always count on his advice. Also he steps in and supports the team at any time. In case of a conflict he is respectful but honest and he lets me know his opinion.

Q: What do you think a manager can do to make sure their team respects them?
I4:  There are many things a manager can do to gain the support of their team, to ensure that the tasks are done in time. But the respect is something different; it does not come with ones position. To gain it he needs to prove he is part of the team one hundred percent. 
Q: Has your immediate manager ever congratulated one of the employees for their accomplishments?
I4: Yes, he does this all the time. It is good to know that your work is appreciated. I think he knows that too…
Rewards – employee engagement

Q: What reward did you find most effective during your employment?
I4: It was great when the GM came in a few days ago and showed his appreciation to the whole team, but the best part was when I got mentioned as one of the best performers of the month. All this in front of the team and also on are company’s Yammer. No better reward than being appreciated.
Q: On a scale of 5, how satisfied are you with your current salary?
I4: Not very satisfied. I would give it a four, and only because I managed to bargain out something better at the beginning of this year. I believe that there is still place for better…
Q: What motivates you to perform better? Is it your salary or your personal achievements?
I4: It’s both I think. It is great to be able to reach what you thought is your limit but than be able to say there is more, I can do better. I love it when this happens. But also there is the expectation of a good salary. I think this is also really important for me, so it motivates me equally.
Q: Tell me of a time when you did not feel happy during your employment?
I4: I have to say that lately I do not feel too happy. I think that there are too many tasks and we are super stressed. I feel that our department is blamed for everything and also the same department needs to solve all the problems and deliver all the results. 
Q: Have there been any recent changes in how the employees are treated? Provide me with some examples. If not, what remained the same? 
I4: Yes, I think the company is really trying to make some changes. An expert was hired an, who tries to find the problems and than to find solutions to these. At the moment this is at the beginning and things are moving slowly forward. I am hoping in a good solution.
Job satisfaction, plans for future

Q: Give me an example of a time when your manager made you proud? Also think of an example when your work made you proud?
I4: I think I am actually proud of the current manager. He is a really hard working individual, and he puts in way too much work to ensure our department is successful. At the moment I cannot say my work makes me proud. I feel that I am doing a lot of futile work, and that it goes unappreciated. 
Q: Who has been a major influence in your development within your current position?
I4: There were two people who really influenced me. One of them is my current manager. They highlighted my strengths and helped me with my weaknesses. It is a huge help in learning just to know the fact that there is a person backing you up and that you can count on their help. Having two people, I’d say it’s amazing.
Q: What past job experiences helped you in your current position?
I4: I would say that my strengths were my language and people skills. This helps me a lot on the day to day job. Otherwise it was a completely new thing for me, as there is a lot of computer based tasks, which I was not used to. Also there is the part where you have to stick out for yourself. At the beginning it was really challenging. 
Q: How do you see your career in about 5 years?

I4: I am not sure about this right now. The current situation is so stressful, I am not sure if I can cope with this for a long time. If things get really bad, I think I will just leave. My health comes first under any circumstances. 

Q: What is your personal goal at the company?
I4: I would really like to progress within the company. It is a possibility at the moment to develop myself so that later I could reach my goals. I am quite willing to work towards this.
Q: What are you passionate about?
I4: I am really passionate about my work. I like to bargain, to get good deals. I also like to meet new people. My work also involves a lot of desk work and calculations. I enjoy the tasks that involve brainwork.
Performance management

Q: In your opinion, does your company manages to retain talented individuals?
I4: I think that it only manages to retain talented individuals partly. It was really disturbing that many of our colleagues left this year. Our department was struck both mentally and physically. It was a big loss. We are still recovering from this. But I know that there are also colleagues who decided to change their mind after discussions with the management.
Q: In your opinion is there a benefit in retaining talent?

I4: Definitely yes. I believe it is really important for the company to retain the talented people. The only question in my head is the following: who is considered talent?

Q: What raised this question for you?

I4: I always wonder why some people are asked to stay and why others aren’t. Who makes these decisions and on what basis? I believe all individuals are talented and are putting their share in the hard work so that the company progresses, but still we are not considered all equals.

Q: Do you think that the talent management processes are transparent?
I4: No, these are not transparent and I even dare to say that are non-existent as far as I am concerned. It is really hard to tell what processes are implemented, or whether is just something that happens from time to time. There is no re-occurrence in basic processes. I give an example: training new staff. There is no plan as such. There have been several trials on how to train the staff but nothing was implemented. It is hardly any team building programs happening. I don’t think that there are any talent management processes implemented.
Q: What do you think these processes are at the moment?
I4: As I stated above, I do not think these are implemented. There are some trials, I can mention a few: staff party once a year, team building occasionally, new hires settle-in plan (just the first day), performance management programs for the sales team.
Q: How often do you have direct conversation with your manager on performance? Give examples.
I4: I rarely have a conversation on performance with my manager. When I started to work here, I had a few of these, but later it got forgotten. I did not have one since two years I think. When I had it, we were talking about how I can improve myself in certain areas. These were really helpful, it gave me an insight on how I am regarded by my superior. 
Q: What steps need to be taken to bring a poor performer up to standard of the rest of the team?
I4: I believe that good training sessions at the beginning of the employment are a good starting point as poor performance might arise due to lack of knowledge. If the knowledge base is good, than there are other options to consider, such as motivating the employee with a good salary, either with bonuses. Also a good motivation could be one to one chats, to find the true reason of such underperformance.
Talent management

Q: What do you think talent is? Do you think there is a talent specification at your company? 
I4: I think that talent is a person, who performs at his best under all circumstances. Not everyone can be called talent in my opinion. I cannot say, that I seen anything that can be called as a talent specification at the company, so I would say there is no such thing.
Q: Why do you think some employees are included in TM process and others are not?
I4: I think it is due to performance. Those who try harder get better results and they are the ones who can actually be seen by the managers. 
Q: Why do you think it is important for an organization to manage talent?
I4: I believe that it is important for every organization to manage its talent. The talented individuals are the ones who get the numbers, the ones who try harder than the rest. But, I do not think our company manages talent. I have rarely been on trainings, and these were not really about developing talent, these were just the obligatory ones. Neither have I seen programs that involve talented individuals. Basically, what I know is, that if you try really hard, you MIGHT get noticed. 
Q: Is there an effective employee development plan at your company? Please expand on this.

I4: There is a plan, but this is not entirely followed through. My development plan for example was worked out and at the end of the period I had to review this. There was no such thing for other colleagues though. I cannot say that this plan is a well developed model and it works for everyone. I think it has to be molded for each character to see which parts need changing and which parts can stay.
Questions on how the company is seen

Q: In your opinion, how is the company you work for regarded by other individuals?
I4: I am not entirely sure about this. I have heard good opinions and also bad ones. I think overall the company is considered as a good prospective, as it was started locally, and basically it developed here.
Q: Explain the importance of employer brand in your role?
I4: The employer brand, or what I think this is, it does not play a big role in my job. I do not have to deal with the employment issues the company is struggling with. I am aware of these problems, as it affects our department as well, but basically it is an HR problem. Therefore is them who need to develop it, restructure it.
Q: Please describe what makes you want to work for this company? What do you dislike?
I4: I was actually expecting this question… I like the fact that it has a well structured system that covers all areas and departments. This system is implemented throughout the whole company. Unfortunately many colleagues don’t know how it works, or are not using it in an appropriate way. I also like that there is a great team that I am working with, who always tries to do its best. I think these are the things that are still keeping me here at the moment.
Q: If there would be a perfect workplace, what it would be like? 
I4: I think this company has all the points that could make a perfect workplace. The only problem is that these dots are not joined together all along the way, so it is difficult to say how you would be able to make it work. Probably you would need to find the missing lines and see what went wrong there. But this is a long process, and for this to work, you have to admit that there is a problem in the first place.
Interviewee 5

Question on management
Q: Tell me about your favorite manager, what it would be like? What would the opposite be?
I5: I cannot say that I have a favorite manager.  I never did. I had good ones though. They made it easy to communicate with them. If there was an issue, they promptly stepped in and found a way to solve it. They made the team thrive, as they looked at everything from a team point of view. I also had bad managers. They were tyrants, and there was lack in communication. Problems were solved by finding a scapegoat, at all times. There was no such thing as team, there was no interaction; we were a bunch of people in a department. We came to work, and could not wait for the day to finish.
Q: What do you think a manager can do to make sure their team respects them?
I5: A good manager goes out of his way for the team, and holds the department’s interests above all other interests. I think by doing this, one can gain the teams’ respect.
Q: Has your immediate manager ever congratulated one of the employees for their accomplishments?
I5: Yes, there is no lack in congratulations. The problem in my point of view is that this does not go further than a polite verbal communication.
Rewards – employee engagement
Q: What reward did you find most effective during your employment?
I5: I can only mention my salary, which at this point is not at all rewarding. I do not have any bonuses either, so on the long run this will need to change.
Q: On a scale of 5, how satisfied are you with your current salary?
I5: I think 3 is where my salary stands at the moment. I am not at all happy about it, but hopefully I can get a better deal.
Q: What motivates you to perform better? Is it your salary or your personal achievements?
I5: I am motivated by both, I think. I would like to reach what I proposed at the beginning of my employment. Unfortunately I cannot see this happening in the near future. But my salary is an important point as well. I do not like to work for nothing.
Q: Tell me of a time when you did not feel happy during your employment?
I5: Actually this happens often lately. I am not happy at all when I see the multitude of task on a daily basis. I am not even able to work through one, and I already got the next one. 
Q: Have there been any recent changes in how the employees are treated? Provide me with some examples. If not, what remained the same? 
I5: Yes, there have been a few minor changes. I feel that I am praised more often, but the thing that it did not change at all, is how the salaries are offered. Do not misunderstand me, I like to be praised, but there is a point when things need to go further. Unfortunately this still does not happen.
Job satisfaction, plans for future

Q: Give me an example of a time when your employees made you proud? Also think of an example when your work made you proud?
I5: They make me proud all the time. But also there are times, when they behave like children, and I need to put them back in line. This is a bit annoying, but knowing that they are doing their best compensates all. My work is difficult most of the time; I have to juggle loads of responsibilities. This makes it quite difficult. But I am really proud when I manage to multitask, and it actually gets good results.
Q: Who has been a major influence in your development within your current position?
I5: The most influential figure for me is my manager. He proposes tasks for himself and goes through these on daily basis. He always finds the time to talk with the team, and this really helps with the moral. If I am stuck in the middle of a task and ask for his opinion, he gives me options, never a solution. He makes me think. That is really helpful.
Q: What past job experiences helped you in your current position?
I5: I have excellent computer skills, as I have worked in an office before. This gave me an upper hand. Also I have good people skills, having worked as a shift manager at my previous job. But when it comes to my studies, what I am doing now is completely different. 
Q: How do you see your career in about 5 years?
I5: Five years is a long time. Now I would say that I do not want to change anything. I am doing something that I love. To be completely honest it is challenging at times, and not succeeding in something when you put so much effort in, brings me down. But so far I always manage to get up on my feet and start all over. When I will feel that I cannot do this anymore, that is probably the time when I will leave. 
Q: What is your personal goal at the company?
I5: My goal has not changed since I started to work here. I want to progress in my current position. I want to reach my limits and set new ones. At times it feels like this is it, I cannot do more. But than after sitting down and thinking it through, I always find a solution.
Q: What are you passionate about?
I5: My passion is meeting new people, making new deals and having a good time, whilst I am doing these. I can say that I managed to put work and passion together in a way, as my work is really rewarding from this point of view.
Performance management

Q: In your opinion, does your company manages to retain talented individuals?
I5: Unfortunately retaining employees is not really working at the company. From time to time there are individuals that reconsider their decision of leaving because they get a good offer to stay, but mainly this does not work. Most employees are not asked for the reason why they leave, nor are they offered anything.
Q: In your opinion is there a benefit in retaining talent?
I5: There are benefits, yes. But these are only visible in the long run. It cannot be said that some one comes to the company and there are benefits from this immediately. A good amount of time has to pass so that this person can fit in and start to work at its best. Many things can happen in this time, and eventually can make the person leave. 

Q: Do you think that the talent management processes are transparent?
I5: Not really, and definitely not the ones concerning talent management. Some processes are too old now to work and these would need to be renewed. Also some of these processes would need to be completely forgotten and new ones put in place.
Q: What do you think these processes are at the moment?
I5: It used to be a staff party once a year, but these were not held anymore, considering the current situation. Also we have a team building weekend once a year. I think that this is it. There are neither special training programs nor special rewards at the end of the year.
Q: How often do you have direct conversation with your manager on performance? Give examples.
I5: Not too often. After I started working here, I was told that there would be four chats per year, but after the first two these did not happen anymore, they were forgotten. I was told we were too busy to do this.
Q: What steps need to be taken to bring a poor performer up to standard of the rest of the team?
I5: There should be trainings available for all employees when they start their employment. This should include product knowledge skills and general skills needed in the daily work. We only have the general skills training, the rest needs to be learnt on the way. So if a person is not already motivated at the beginning, than this means that they will lack this knowledge constantly and will not improve. There should be some motivating activities or bonuses to make them want to improve. But I cannot say this happens, so poor performers will leave eventually and than this process starts all over again, with us hoping that maybe the next person will be a better performer…
Talent management

Q: What do you think talent is? Do you think there is a talent specification at your company? 
I5: I think that everyone is talented in something, but from the company’s point of view I believe that high performers are the talents. I don’t believe that there is a talent specification at the company that is written down as a rule. Because of this there can be many verbal specification of talent among the managers. It is not easy to define this anyway, so I don’t think there will be one anytime in the near future.
Q: Why do you think some employees are included in TM process and others are not?
I5: I believe that employees are mainly categorized as poor or high performers, and than there is the middle group that just does what is requested. Those chosen for specific tasks are high performers. They get noticed and are proposed for new activities, tasks. The rest of the employees are just not considered as an option, don’t get noticed.
Q: Why do you think it is important for an organization to manage talent?
I5: Managing talent is really important for a company. I cannot actually say that our company does this properly or that there are set rules for doing this. All I can say is that it is trying, but maybe not hard enough. I think that the company’s management has not yet realized how much it depends on their employees, how important it is to actually manage them properly. This is why there is such a high fluctuation of people that come and go. I think that everyone arrives with high expectations and than realizes, that in spite of working for such a big company there are only a few processes that are working properly, and they can’t visualize the change coming soon enough.
Q: Is there an effective employee development plan at your company? Please expand on this.

I5: There is an employee settle in plan, but this is mostly on paper. The fact is that most of the time the plan is not fully implemented due to lack of time. So people end up working and most of the planned activities never happen, or are only touched without any details. I think that continuous trainings would be needed in order to ensure there is enough knowledge base and work is done as expected. We are not really trained, there are some online documents that can be read and a test can be done in the end. I do not consider this training on the job.  
Questions on how the company is seen

Q: In your opinion, how is the company you work for regarded by other individuals?

I5: I think that the company is regarded as a good work opportunity by many people. But also there is a large group that believes the contrary. In the end, when a prospective employee comes to work here, I would say that the company still has a good reputation. But unfortunately this is changing, so fewer people come to apply for positions.
Q: Explain the importance of employer brand in your role?
I5: The employer brand is not so important for my department; I do not have to contact people outside our company on daily basis. This is probably more important  for the departments that contact new people on daily basis.
Q: Please describe what makes you want to work for this company? What do you dislike?
I5: Well, I can say that I am not trilled to work here. At the moment I consider that having a stable workplace is important, so I am here until I find something more suitable. I actually dislike the fact that some of the processes are not well outlined; you don’t know whose responsibility is what, so everyone ends up pointing a finger to someone else. I actually hate this.
Q: If there would be a perfect workplace, what it would be like? 
I5: The perfect workplace only exists in fairy tales… In my opinion, this place needs to be functioning at the high operational level same way as at lower levels. I also imagine this place where individuals would come in to work with joy, for the love of job. There would be great bonuses and great salaries. But hey, unfortunately this place does not exist.
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Question on management

Q: Tell me about your favorite manager, what it would be like? What would the opposite be?
I6: My favourite manager is a person who gets the work done and makes us feel as a team. At the moment I don’t have a good manager. I think my manager is between the good and bad, but more close to the later. He actually doesn’t care about his job, and all tasks arrive to us very late. This makes our work really hard. There is no sense of fulfillment, you just run from one task to another.
Q: What do you think a manager can do to make sure their team respects them?
I6: I think I have a few ideas about this… This person would need to ensure that all the tasks are divided equally. Also the team needs to feel their manager is there and supports them, no matter what. 
Q: Has your immediate manager ever congratulated one of the employees for their accomplishments?
I6: I have received congratulations from the managers, but I was never entirely sure that this was really meant or were these only said to make you perform better. I always doubted the true reasons behind the words, 
Rewards – employee engagement

Q: What reward did you find most effective during your employment?
I6: Reward has a broad meaning here at the company. It sometimes means a thank you.

A proper reward would be a good basic salary toped up with a good bonus. I cannot see this happening anytime soon. They are trying to set up a bonus system ever since I started to work here. But still nothing happened. If you want to know my opinion, I think they do not want this to happen... 
Q: On a scale of 5, how satisfied are you with your current salary?
I6: I will give it a 2. I am not happy at all with how this system works, nor how the salaries are offered. I know that none of us has the same salary. This depends on how much we managed to bargain at the beginning of the employment. 
Q: What motivates you to perform better? Is it your salary or your personal achievements?
I6: I think the two things work together for me. I want to achieve my personal propositions, but not without a good salary. For me this means that maybe my salary is the main motivator, but not without my personal goals.
Q: Tell me of a time when you did not feel happy during your employment?
I6: It actually happened not long time ago, when I had an argument with a colleague. Something went wrong at one of the tasks, and I did not notice this. He drew my attention to this and let my manager know as well. I was super unhappy about this, mostly because in a similar situation earlier I solved this amicably between us.
Q: Have there been any recent changes in how the employees are treated? Provide me with some examples. If not, what remained the same? 
I6: Not really. There is an outside team of experts here now, who is trying to see what processes are not working, and propose new ones if needed. There are serious issues when it comes to working along other departments. I think they don’t see how much work we put in this job, still they make accusations, that most of the time are unfair. This really brings our morale down.

Job satisfaction, plans for future
Q: Give me an example of a time when your manager made you proud? Also think of an example when your work made you proud?
I6: There has not really been a time that my manager made me proud. I think that he just tries to prove that he is a good choice for the job, and for this reason we are overwhelmed with way too many tasks, way too much work. As for my job, I am really proud when I manage to negotiate a good deal, it is a great feeling.
Q: Who has been a major influence in your development within your current position?
I6: When I started to work here I assisted a senior in his job, this made me learn the basis of the job. After I started to work by myself, I had a mentor. He was really there for me and gave me good ideas on how to prepare for and follow up a deal, how to reach a good bargaining position and so on. Unfortunately he left now, so I was left all by myself…
Q: What past job experiences helped you in your current position?
I6: I had no experience in the job when I came here; I only had a basic set of skills that I was told would be useful in the day to day work. I had to learn a lot to ensure I can do this job properly. I got to say I am still learning.
Q: How do you see your career in about 5 years?
I6: I don’t think I will be here in five years. I will probably doing something similar to what I am doing now, but somewhere else. Things are going downhill now, in my opinion, even though the signals from up are saying something totally different. This shows to me that there is a gap between employees and higher management, and that there would be serious changes needed in order for things to change in good…
Q: What is your personal goal at the company?
I6: I think I have learnt a lot since I have started work here, but I cannot see myself advance, in spite of the fact that this is what I want. This really brings my morale down, at a point where I can barely manage my daily tasks.
Q: What are you passionate about?
I6: I think my work is not the thing I am passionate about. I like to feel free, to have no limits. This is really not something I can do here at work, with all the set rules and processes. I am passionate about my own development, and again this is not happening lately. There was a short period at the beginning of my employment, when I felt that maybe this is the job, but not anymore. I am really tired to put in all this energy and see no results.

Performance management
Q: In your opinion, does your company manages to retain talented individuals?
I6: I believe there have been attempts to retain people who wanted to leave, more or less successful. But from my point of view these attempts are not always thought trough or reaching the root of the problem. Sometimes I think that these are guided by individual feelings as well, so these do not work most of the time. I would say there is no guide to say this is what we are doing, when someone tries to leave.
Q: In your opinion is there a benefit in retaining talent?
I6: Yes, there are huge benefits for a company in retaining talent. In the first place the company invested in this person time, money and knowledge. Not benefiting from the initial investment is a huge mistake, and even bigger letting this investment go, and allowing competition find them and use them.
Q: Do you think that the talent management processes are transparent?
I6: None of the processes at the company are transparent at the moment. There are set of rules, some processes developed at an earlier point in the development of the company, but this are non-functional, and are creating the actual problems. At the moment we reached the point when the company realized that changes are needed urgently. There was an outside company called in, that is now working in reforming our processes. Hopefully this will help.
Q: What do you think these processes are at the moment?
I6: These processes are nothing more than simple HR processes, such as training and development plan at the beginning of your employment; some departments have performance management programs, but not our department. Also rarely there are team buildings held, mostly departmental ones, though I heard that there were even company wide ones held in the past.
Q: How often do you have direct conversation with your manager on performance? Give examples.
I6: These conversations happen rarely, and are not planned ones. These are brought out by certain situations, and usually are just pointing out individual observations, out of context mostly. I feel as if I would be underperforming, though I am working at full speed…
Q: What steps need to be taken to bring a poor performer up to standard of the rest of the team?
I6: In our department there are no poor performers, as we are all giving one hundred percent in. From time to time we get overwhelmed by these continuous requirements, well observed by the managers, and than we might get rewarded with some bonuses. I think in most cases this is a great help, but not always enough. Lifting the weight of from ones shoulders could be also helping.

Talent management
Q: What do you think talent is? Do you think there is a talent specification at your company? 
I6: Talent is a person, who manages to perform well under any circumstances, and who can help the company reach its goals. Unfortunately not everyone is a high performer, and not all of us manage to pull the company ahead. But I think all of us can put our shares in and try. 
Q: Why do you think some employees are included in TM process and others are not?
I6: As I stated above, some of us are high performers and some of us are not. This is why those with high performance are noticed and chosen for positions. Those performing less well but still good never get in the spotlight though. 
Q: Why do you think it is important for an organization to manage talent?
I6: It is important because this is what drives the company ahead. Not taking account of your talents would be a big mistake. The company has to ensure that talent is there to stay, and that it will not leave as soon as a better opportunity comes along.
Q: Is there an effective employee development plan at your company? Please expand on this.
I6: I think there are a few things that can be mentioned as trials for employee development. One of this would be the trainings for new employees, and an online training followed by tests. I would not call this plan. There is no follow up, no chats on the job, nothing serious.

Questions on how the company is seen
Q: In your opinion, how is the company you work for regarded by other individuals?
I6: I think the company is mostly liked by our community and it is regarded as good job provider. But also there are some people who think the opposite; they think this is a façade. I tend to believe this too.
Q: Explain the importance of employer brand in your role?
I6: It is very important, as this gives the comparison to where our company is situated in the eyes of other companies. This is why it needs to be up kept.
Q: Please describe what makes you want to work for this company? What do you dislike?
I6: It offers me a monetary stability at the moment. It is a good thing that it is well organized. I hate the fact that everyone does things the way they like it, but our department has to abide the rules.
Q: If there would be a perfect workplace, what it would be like? 
I6: I think this place will need to be well organized, 
with good benefits in place. It would be a high knowledge workplace, where everyone loves the jobs they are doing.
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Question on management
Q: Tell me about your favorite manager, what it would be like? What would the opposite be?
I7: Thinking about your question, I would say that my favourite manager in a long shot was my first manager. Even though we were a team of young chaps, he knew how to get the work done. He always found the right level of communication and we could turn to him no matter what. My not so favourite manager, well he was a lazy chap, who thought that a manager has to sit in the office. He got the job and could not deal with the responsibility. We were managing ourselves, and eventually this got noticed by the higher management. So he got fired, but it took way long time for the next manager to bring the department back on track.
Q: What do you think a manager can do to make sure their team respects them?
I7: In my opinion the manager has to be able to work along his team, and show them how they should get the work done. Also he has to step in at occasions and provide guidance. This is how he can gain the respect of the team. 
Q: Has your immediate manager ever congratulated one of the employees for their accomplishments?
I7: Yes, he does this very often. I like the fact that he chooses the occasions when we are all present to highlight someone’s accomplishment. This is appreciated by the team.
Rewards – employee engagement

Q: What reward did you find most effective during your employment?
I7: There are no specific rewards here at the company or these are not available for our department. It can be well noticed that our team’s moral is really low. I am sure that everyone would appreciate a good bonus at the end of the year for all the hard work they put in, but I cannot see this happening. 
Q: On a scale of 5, how satisfied are you with your current salary?
I7: I am not really satisfied with my salary; I would give a three at the end of the day. When I started here I was told that there are great salaries here, over the average. That was true, but not for our department. Here everyone struggles with the workload and nobody can say when this will change.
Q: What motivates you to perform better? Is it your salary or your personal achievements?
I7: For me the salary is the main motivator. I cannot see myself advance in my career here as there are people who came here earlier, and are more career-focused than me. So I consider, if I cannot get ahead in the job, at least I should get a proper salary.
Q: Tell me of a time when you did not feel happy during your employment?
I7: It actually happened just a while back. It was a small issue with a colleague in another department. But because I had this huge workload I missed something. This person just made a huge scandal out of this, in spite of the fact that I have overlooked several mistakes he made in the past. Well, you can understand I was not happy about this. Fortunately it got sorted out in the end, but hey, there and then it felt serious.
Q: Have there been any recent changes in how the employees are treated? Provide me with some examples. If not, what remained the same? 
I7: I have not noticed serious changes lately. Everything seems to be moving forward the same way it did last year. We are being told we are appreciated, but this is not the message that comes through with your salary or even bonuses (non-existent). I don’t actually think there will be a change in the near future that will improve this. There will be changes, as I seen an outsider company’s working here, but these will only improve some internal processes but will not reform how the company thinks about rewards.
Job satisfaction, plans for future
Q: Give me an example of a time when your employees made you proud? Also think of an example when your work made you proud?
I7: I cannot remember an example when I was proud of my manager, to be honest. Mostly, I can only remember times when I was not really proud of him… But my work really makes me proud. These past few weeks I had to prepare for several meetings, and it kind of felt too much. But I managed to prepare in time and properly for all the meetings, and actually got better results than planned.
Q: Who has been a major influence in your development within your current position?
I7: I had a fantastic mentor all the way through my training. He was like a mountain of information and could give you a reply to anything. He did not stop here, but also was showing you the points where you needed improvement. Also I can say that my colleagues were there for me as well, showing, helping and assisting in assignments that were difficult.
Q: What past job experiences helped you in your current position?
I7: I had some computer skills, and a really good language skill. But starting here made me realize that there was way too much space for improvement, especially regarding the computer skills. Good that my colleagues were so helpful…
Q: How do you see your career in about 5 years?
I7: I think in five years I will not be working at the company. Sometimes I just enjoy this work so much, but than there are times when I feel so fed up, that I could leave straight away. I see myself working somewhere a bit more relaxed, a lot less stressful.
Q: What is your personal goal at the company?
I7: I want to take all the opportunities that come along to learn as much as possible. Hopefully I will manage to advance in the near future.
Q: What are you passionate about?
I7: I have loads of things that I feel passionate about. I like to travel, I love to swim in the ocean, snorkel and see the creature of the sea. I also love the things my work involves. Unfortunately this is not making me feel passionate. This is why I know that this job is not what I am supposed to do forever.
Performance management
Q: In your opinion, does your company manages to retain talented individuals?
I7: I cannot say one hundred percent that it is not happening, but I believe it is mostly putting out the fire. There is no real trial in finding out the reasons why a person wants to leave. For what is been happening in the past year, HR did not improve a bit. They just acknowledge that someone is going to leave and that’s it. The same thing goes for higher management. Only the managers and the teams struggle later on, as there is one person coming for every two that is leaving.
Q: In your opinion is there a benefit in retaining talent?
I7: Yes, there is. But this does not mean it is actually happening. It does not mean that questions are asked and responses are sought to find the underlying issues. Most of the time it feels like these things just happen, and nothing really matters. I consider that there are far more benefits in retaining an employee than letting go. But this is obviously my opinion only.
Q: Do you think that the talent management processes are transparent?
I7: I think there is a lack of transparency in all of the companies processes, not only the ones involving talent management. There are trainings and there are some activities organized, but this is random. Some get to participate, some don’t. This lack of consensus also creates tensions and this is not good for anyone at the company.
Q: What do you think these processes are at the moment?
I7: There is a non-functional training plan, a barely existing activities plan (team building activities), a reward system that only functions for some people, but not for the most of the employees.
Q: How often do you have direct conversation with your manager on performance? Give examples.
I7: I used to have this kind of conversations yearly but nowadays these do not happen. It was kind of good being able to chat about things that affect your work in a more relaxed environment. I think my manager does not have enough time to schedule these, which is bad. This way he will notice the problems only when it will be too late.
Q: What steps need to be taken to bring a poor performer up to standard of the rest of the team?
I7: There is always a reason for poor performance. Some people don’t have enough knowledge, so they need training on the job that is more in depth. Some people lack motivation, and they would need bonuses, better salary or other kind of rewards such as the possibility of advancing on the job. 
Talent management

Q: What do you think talent is? Do you think there is a talent specification at your company? 
I7: Talent is a person, who outstands from the rest of the crowd, who is noticed immediately for his good ideas, for excellent performance on tasks. Unfortunately there is no talent specification at the company; nobody has tried to define what talent up until now is. I am hoping this will change in the near future, as there are outside personnel working on making improvements. 
Q: Why do you think some employees are included in TM process and others are not?
I7: I think that I can highlight that there are no TM processes here at our company, I never heard of them at least. The people who are noticed are those who perform better. Unfortunately there is no chance of being noticed for those who are good performers but below excellent as there is nothing to take account of it. There is no point system, no reward system, nothing to highlight continuously good performance.
Q: Why do you think it is important for an organization to manage talent?
I7: If our company would manage talent there would be a much better performance over all the departments. Good ideas would get noticed straight away and these would drive the company ahead. Unfortunately at the moment there is no such thing. It is pure luck, or an outstanding performance that makes ideas noticed. This is why the company is not taking steps when it should.
Q: Is there an effective employee development plan at your company? Please expand on this.
I7: There is some sort of plan, but this is not working properly anymore. We had a settle in plan, which meant that the new employee would start around all departments to see what their work meant. Later this employee would have to read through mountains of materials on how things work and what they mean. Finally there were tests to see if the person gathered a proper knowledge base. But now this is not working anymore, as there is no one to implement this.
Questions on how the company is seen

Q: In your opinion, how is the company you work for regarded by other individuals?
I7: I think that the company is still considered a good local company, especially for students, who see this as a good way of gaining experience very close to their home. Also it gives a wide range of work opportunities for the area. Unfortunately it also gained a bad reputation, sometimes being regarded as an employer that does not care for the employees, only seeks to find the business opportunities and offering no support to the workers.
Q: Explain the importance of employer brand in your role?
I7: I cannot say that it has no importance in my current position, but it is not very high on the list. Basically we have little contact with other companies and when we do, we do it professionally.
Q: Please describe what makes you want to work for this company? What do you dislike?
I7: I like to work here because the work environment is mostly organized, in spite of the fact that most processes need to be restructured. The job is well paid in comparison to other companies. I hate the fact that some rules are only made for certain people, and these people can get away with it. 
Q: If there would be a perfect workplace, what it would be like? 
I7: I am a very realistic person, so I do not believe a perfect workplace could exist. Mostly because we are humans, and our interaction to others will make the workplace imperfect. 
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Question on management
Q: Tell me about your favorite manager, what it would be like? What would the opposite be?
I8: My favourite manager knows how to make things work. Just by looking at us would see if there is something bothering us. He would move mountains to adjust our workload to proper levels. Unfortunately none of my managers were like this. None of them made it easier for the team.
Q: What do you think a manager can do to make sure their team respects them?
I8: The manager has to always seek to be fair with everyone. Also it has to be a good leader, has to find ways to make work attractive and equally achievable for all the employees. Also the manager cannot be the partner in crime, nor the friend after work, as this will always ruin his position. Once this ruined it cannot be gained back at all. 
Q: Has your immediate manager ever congratulated one of the employees for their accomplishments?
I8: Yes, the manager always does this. He is on top of all achievements, and gives immediate congratulations. For me a different kind of congratulation would work better. If I would receive a small reward along with the congratulations, such as a voucher or a bottle of wine it would make these more enjoyable. Now these are only words…
Rewards – employee engagement
Q: What reward did you find most effective during your employment?
I8: The best reward was, when I was taken on a business trip to China. It was a fantastic opportunity. It was not a holiday trip, so we were not visiting famous sites, but we got to see a lot of things here, and understand the Chinese culture. I cannot wait to go back again.
Q: On a scale of 5, how satisfied are you with your current salary?
I8: My salary is good for the moment, I got an adjustment earlier this year, so I would go with a 4.  The sales bonuses are coming along as well, so I can say it is good for now.
Q: What motivates you to perform better? Is it your salary or your personal achievements?
I8: I have to admit that my achievements are my main motivators. My goal is to advance in my career. I have been working here at the company for five years. I am giving myself another five to finish what I proposed when I came here. The fact that a good salary comes along with this job is good as well, as I have a family, but it is not the most important thing.
Q: Tell me of a time when you did not feel happy during your employment?
I8: I am overdriving myself most of the time, and I have to admit I am stressing my colleagues as well. But I am only feeling unhappy when I am being accused of something that got nothing to do with me. This does not happen too often.
Q: Have there been any recent changes in how the employees are treated? Provide me with some examples. If not, what remained the same? 
I8: There have been no major changes. There are always trials of new things, but most of the time only the old rules remain. I cannot say that employees are treated unfairly, or that there are excellent circumstances for working here. It is something in between. I would mention communication with other departments. New rules were set in the summer, but by now everything got back to the old normal.
Job satisfaction, plans for future
Q: Give me an example of a time when your employees made you proud? Also think of an example when your work made you proud?
I8: My employees make me proud most of the time. It is really helpful to have colleagues that you can count on. We are working on projects most of the time and lately they are managing their individual projects, on their own responsibility. This is fantastic. Also I have a new starter that is improving at high speed. All these things really make me proud. 
Q: Who has been a major influence in your development within your current position?
I8: I had two mentors here at the company. The first one was the owner, who hired me in the first place and showed me the importance of good decisions. He still mentors me when there are hard times ahead. Also another mentor for me is my colleague, the manager of another department here at the company. He showed me the importance of being best at what you are doing under all circumstances. 
Q: What past job experiences helped you in your current position?
I8: I come from a similar background. I have worked in sales since forever and before I came here I was managing a large shop for several years already. I was than looking for a change and here they had a position to offer. The timing was right and I am here already for 9 years now.
Q: How do you see your career in about 5 years?
I8: I love what I am doing, I love managing my department too. I cannot say that I will stay here forever, but at the moment is great. I want to develop my skills further and this place is just right for that. 
Q: What is your personal goal at the company?
I8: I am looking to completely change the side of the business that I am responsible for and I got the support of the management for this. Unfortunately it is going at a slower pace than I predicted, there are many challenges. Most of these are due to human factor. This cannot be anticipated and the issues have to be solved as they come along. It takes up a lot of time.
Q: What are you passionate about?
I8: I am passionate about two things. You probably guessed that the first thing is my job. The other thing is my family. Unfortunately at the moment I am not spending as much time with them that I want to, but it is a great joy to finish the week and have some quality time with them.
Performance management

Q: In your opinion, does your company manages to retain talented individuals?
I8: I would say that if they see the importance of this than yes, but most of the time people just come and go without being noticed. There is a big fault somewhere in the system, and don’t see how or when this will change. I am trying to encourage people to stay, but I am running out of ideas at the moment.
Q: In your opinion is there a benefit in retaining talent?
I8: Yes, there are definitely benefits. From my point of view it has to be worth keeping a person here after we trained him and this person has shown interest in the job. From the company’s point of view there should be the consideration of investment. I meant to say that there is a lot of time invested in this individual, and this should be used wisely, so that the company can profit from this. 
Q: Do you think that the talent management processes are transparent?
I8: There is no such thing as talent management process. There should be one, definitely, but I have not encountered this even though I have been working here for a long time. If this would exist, than it would need to be transparent. People need to know that the company is looking out for them.
Q: What do you think these processes are at the moment?
I8: There are just some basic HR processes here, such as training on the job, a few one to one chats, on occasions team building activity. I would say that it is not too much and there are other things needed. There should be a good reward system in place to appreciate excellent performances. Also these rewards should be consistent and available to all employees.
Q: How often do you have direct conversation with your manager on performance? Give examples.
I8: I have chats with my manager about performance, and they are quarterly. He follows them up and highlights all the shortages and as well all the outcomes. He shows what could have been done differently, how it can still be improved. Unfortunately I don not have the same amount of time with my staff, so I am keeping the meetings every six months.
Q: What steps need to be taken to bring a poor performer up to standard of the rest of the team?
I8: In my opinion poor performers need coaching and mentoring. Obviously it will turn out if they are here to stay or they want to leave as soon as the serious work starts. But everyone deserves a trial, so half a year of mentoring and close coaching will show its benefits.
Talent management

Q: What do you think talent is? Do you think there is a talent specification at your company?
I8: There is no talent specification provided at the company, I never seen one. In my opinion everyone has some sort of talent, but they have to learn how to make a good use of it in different environments. This is a specific place here, and it requires a lot of attention to detail, good language and sales skills, sometimes even specific technical and IT knowledge. Obviously we are not all good at everything, so it is necessary to choose the right person for the right job. Otherwise this person will not be able to use its talents and eventually will fail due to feeling useless and undervalued, making this person leave. 

Q: Why do you think some employees are included in TM process and others are not?
I8: This is a performance issue, I believe. Some individuals perform well and make good use of their talents, whilst others are not able to do this.  This is obviously noticed by the managers, so the high performers are selected for further projects, opportunities to advance on the job. The rest of the people will never get noticed as their have average, or below average performance. They will remain the executers forever, or will feel left out and leave.
Q: Why do you think it is important for an organization to manage talent?
I8: By managing talent the company can hold on and develop those who perform at their best. These individuals are the basis of knowledge, and will pull the company ahead. Everyone is a talent, but there are still those who make the numbers, so they are the ones that need to be developed. I am not sure that this is actually done, though.
Q: Is there an effective employee development plan at your company? Please expand on this.
I8: I don’t think there is a employee development plan that works one hundred percent. There is a plan for new employees, where they go around the departments and see what others do and find what they are expected by them. This is not working anymore, only a few departments use this still. Other than this there is not much that can be called development plan.
Questions on how the company is seen
Q: In your opinion, how is the company you work for regarded by other individuals?
I8: I think the company is well regarded in our community. It offers a large variety of workplaces, with above minimum wage salaries. But there is also a large segment of people who think that the company is not such a good work opportunity as there is no life and work balance, and salaries are not up to the workload. 
Q: Explain the importance of employer brand in your role?
I8: I believe that a company that doesn’t have an employer brand can be really exposed to opinions and trends. Unfortunately our company hasn’t got a very strong one. It would need to have a strong marketing at hand to improve their image as an employer, but at the moment there is only one for the brands that are being traded.
Q: Please describe what makes you want to work for this company? What do you dislike?
I8: At the moment I need a stable background, so I am sticking around. I like the fact that it is more or less organized, and that it has a well structured operation system. Only a few companies in this area posses this things.
Q: If there would be a perfect workplace, what it would be like? 
I8:  There is no such thing as a perfect workplace, I have never worked in one. 
Interviewee 9

Question on management

Q: Tell me about your favorite manager, what it would be like? What would the opposite be?
I9: My favourite manager is supportive to the team when necessary, still strict and with high expectations. He would be an excellent communicator with the team and management as well. He would give his honest opinion on any matter, and would look out for ways to improve us as a team. The opposite would be a tyrant most likely, wanting to get everything done his way. I don’t think I would be able to work with such person.
Q: What do you think a manager can do to make sure their team respects them?
I9: A good manager is fair to the team. Always seeks to find ways to ensure the team is thriving. This way they are able to bear the workloads and perform better. This will motivate them and improve their performance. 
Q: Has your immediate manager ever congratulated one of the employees for their accomplishments?
I9: Yes, the manager always does this. I have received my share of congratulations as well. I suppose this makes an employee feel appreciated. Although maybe sometimes another type of reward would be needed as well. 
Rewards – employee engagement

Q: What reward did you find most effective during your employment?
I9: I found that physical rewards are more effective than an appreciation on the long run. It makes you feel that your work is actually needed. Here at the company there are not many rewards as such, probably at the end of each month you can receive a bonus if you done your sales well.
Q: On a scale of 5, how satisfied are you with your current salary?
I9: I am not very satisfied, so I would say three. Even with my sales bonuses I don’t manage to achieve an above average salary.
Q: What motivates you to perform better? Is it your salary or your personal achievements?
I9: I would say that both. My salary is a great motivator. When it comes to achieving bonuses, I am working really hard to get them. These can be really rewarding, but they can also bite you in the butt if you don’t do it properly. Also the personal achievements are very important for me, these make me feel proud of the work I am doing. It is a great motivator as well for me, it makes me want to achieve more and more. 
Q: Tell me of a time when you did not feel happy during your employment?
I9: I am not happy when I am not able to achieve what I propose to do. This overwhelms me enormously and also it stresses me out. For me excellent performance is very important. 
Q: Have there been any recent changes in how the employees are treated? Provide me with some examples. If not, what remained the same? 
I9: I am not working at the main offices; I am mostly doing field work in the three surrounding counties. I haven’t noticed any major changes, to be honest. But colleagues have mentioned that there is a team working on changing the company’s processes. I think it will be a welcomed change. 
Job satisfaction, plans for future

Q: Give me an example of a time when your manager made you proud? Also think of an example when your work made you proud?
I9: I cannot say I am proud of my manager lately. I can see he is really busy and trying to cope with his workload, which is huge. But I cannot say he is doing anything for the team at the moment. I am proud to have finished all my tasks in due time, but my job does not make me happy. I can see all the shortages everywhere and hear my colleagues complaining about the difficulty of their job. It is a continuous pressure…
Q: Who has been a major influence in your development within your current position?
I9: I had an excellent mentor when I started to work here. He had an enormous knowledge about all that our job involved, so I had the opportunity to learn from him. I still miss his great advices, unfortunately he no longer works at the company.
Q: What past job experiences helped you in your current position?
I9: I had practically no job experience in similar position, though I had all the skills needed to do this job. I have good language skills and I love working on the computer. Now I think this only helped me a little. There was not an easy time learning all that this job involved, but I managed to do it and already got a promotion.
Q: How do you see your career in about 5 years?
I9: I don’t actually know what I will be doing in 5 years time. I did not give it a thought what I will be doing on such a long term. At them moment I am trying to make the most of my current position. In order to advance further I need to prove myself. But there are not a lot of opened positions at the moment.
Q: What is your personal goal at the company?
I9: The company is continuously developing, so I think there is a lot to learn. I hope I will be able to develop myself and progress in my career.
Q: What are you passionate about?
I9: I am passionate about many things. I love my family and we are always planning activities together. These are fantastic and always energize me. I love to travel, bike and swim as well. These things are important to me as well…
Performance management

Q: In your opinion, does your company manages to retain talented individuals?
I9: I don’t think that they always manage to do that. There are some instances when they do, but this happens rarely. The opportunities for advancement are missing, progression only happens when a position frees up. This is why many people leave as they don’t see themselves progressing anytime soon.
Q: In your opinion is there a benefit in retaining talent?
I9: Yes, there are benefits in retaining talent. But this has to be acknowledged by the company as well. I do not see this happening though, as there is too much pulling and pushing around that leads to wasting time. If there would be a proper HR department at the company maybe this would work, maybe this would be seen… But at the moment talent retention does not work at all.
Q: Do you think that the talent management processes are transparent?
I9: There is no transparency in the talent management process; no one knows how it functions as there is no set rule for this. There are activities that are organized and have similarity to what it supposed to be. But these are very rare and no one knows when these happen. 
Q: What do you think these processes are at the moment?
I9: There is training at the beginning of your work. Once a year there are organized teambuilding programs, sometimes for departments sometimes for the whole team. There used to be end of the year party, but with the current situation this did not happened lately. 

I think that is it, nothing else to mention.
Q: How often do you have direct conversation with your manager on performance? Give examples.
I9: I had one at the beginning of the year and one in the middle. These are reoccurring. We always discuss what needs to be done, and what has been done so far. There are productivity issues raised, performance issues discussed, and how these could be improved. It highlights the shortages and helps you find ways to improve yourself. I think this is really helpful.

Q: What steps need to be taken to bring a poor performer up to standard of the rest of the team?
I9: The manager needs to have a chat with this person as a first step, to identify the reasons behind poor performance. As a follow up, a step by step proposal has to be made. This proposal should help improve the performance of this individual, and it should also have a deadline. At the end of the deadline there should be visible improvements. Otherwise this person should be asked to leave the position, or another position should be offered.
Talent management

Q: What do you think talent is? Do you think there is a talent specification at your company? 
I9: I think talent is an individual, who has high qualities and excellent performance at a job. This individual outstands from the rest of the employees, and it is capable of understanding what needs to be done, and takes advantage of new opportunities. Not all employees are highly talented, but I also think that a company also needs those who are not so much outstanding. There is no talent specification here at the company. There are no set rules, so only those are noticed who are in the front line.
Q: Why do you think some employees are included in TM process and others are not?
I9: I think this happens because some employees manage to outstand more than others. This is mainly due to performance and I noticed that employees are chosen from those who prove their worth or try long and hard enough to succeed in a task.
Q: Why do you think it is important for an organization to manage talent?
I9: I think this is what makes a company move forward. People who perform highly are noticed. These people make things work and pull things forward. Unfortunately there are not enough talented individuals so companies have to hold on strongly to those that they have.
Q: Is there an effective employee development plan at your company? Please expand on this.
I9: No, there is nothing really that can be called employee development plan. There were things initially that were called as such, employee settle in plan and basic team building activities, but these are not working well on their own. There is more needed to have a proper employee development plan, firstly a strong HR, and than a management team, that understand the HR initiatives and ensures there are results. At the moment none of those two things exist, so improvement is needed. 
Questions on how the company is seen

Q: In your opinion, how is the company you work for regarded by other individuals?
I9: I think there is a mixed opinion about the company. Outsiders think that it is a good workplace; it offers many opportunities and jobs for this area. Insiders have mixed opinions as well; some think it is great to work here, whilst for others it does not work. This is why there are many leavers.
Q: Explain the importance of employer brand in your role?
I9: I am not really involved in improving the brand image of the company. But improving the employer brand should be really important for any company. This is what brings in the talented individuals.
Q: Please describe what makes you want to work for this company? What do you dislike?
I9: I think that this is a developing company. It has got an excellent warehouse system, along with a very good IT system, purchasing system, financial system. It makes everything go well. I do not like the fact that individuals are often overlooked and thought as numbers. I also dislike that everything is thrown in the deep water right at the beginning of their work, and there is no proper training.
Q: If there would be a perfect workplace, what it would be like? 
I9: If such place would exist than everyone would be going to work as if they would be going to holidays. All things would work smoothly and there would be proper work life balance. I think all people wish for such thing, but it does not really exist.
Appendix 7.5 Interview table with raw codes
	Questions
	I1
	I2
	I3
	I4
	I5
	I6
	I7
	I8
	I9
	RAW CODES

	Question on management
	

	Tell me about your favourite manager, what it would be like? What would the opposite be?
	My favourite manager would be a people’s person, still would be strict regarding the given tasks. He would sit down with the team at lunch and chat about small things, and would like to know us better. Also when there would be work to be done, he would work with us.  Opposite, I don’t know… I would probably not like an authoritarian manager, or one who only thinks about his own well being first and the department comes second. I don’t have a favourite manager.


	There isn’t a special trait I am looking to find in my manager. All I need a good people’s person. But I know that I could not work along a person, who is a robot. I am thinking about a person who only comes in to do the job, and there is nothing to stop him in his way. 

Yes, I do. This person is also my mentor…
	My favourite manager would be a person, whom gained my respect. He would support us in hard times and work along us. I cannot see myself working with a manager who is lead only by his own goals, who walks straight ahead, never looking back. 

To be honest I do not have a favourite manager at the moment…
	My favourite manager is very supportive and helpful. I can always count on his advice. Also he steps in and supports the team at any time. In case of a conflict he is respectful but honest and he lets me know his opinion.
	I cannot say that I have a favourite manager.  I never did. I had good ones though. They made it easy to communicate with them. If there was an issue, they promptly stepped in and found a way to solve it. They made the team thrive, as they looked at everything from a team point of view. I also had bad managers. They were tyrants, and there was lack in communication. Problems were solved by finding a scapegoat, at all times. There was no such thing as team, there was any interaction; we were a bunch of people in a department. We came to work, and could not wait for the day to finish.
	My favourite manager is a person who gets the work done and makes us feel as a team. At the moment I don’t have a good manager. I think my manager is between the good and bad, but more close to the later. He actually doesn’t care about his job, and all tasks arrive to us very late. This makes our work really hard. There is no sense of fulfilment, you just run from one task to another.
	Thinking about your question, I would say that my favourite manager in a long shot was my first manager. Even though we were a team of young chaps, he knew how to get the work done. He always found the right level of communication and we could turn to him no matter what. My not so favourite manager, well he was a lazy chap, who thought that a manager has to sit in the office. He got the job and could not deal with the responsibility. We were managing ourselves, and eventually this got noticed by the higher management. So he got fired, but it took way long time for the next manager to bring the department back on track.
	My favourite manager knows how to make things work. Just by looking at us would see if there is something bothering us. He would move mountains to adjust our workload to proper levels. Unfortunately none of my managers were like this. None of them made it easier for the team.
	My favourite manager is supportive to the team when necessary, still strict and with high expectations. He would be an excellent communicator with the team and management as well. He would give his honest opinion on any matter, and would look out for ways to improve us as a team. The opposite would be a tyrant most likely, wanting to get everything done his way. I don’t think I would be able to work with such person.
	I1: PEOPLE’S SKILL

, WORKS ALONG TEAM

I2: PEOPLE’S SKILL, 

WORKS ALONG TEAM

I3: SUPPORTIVE COMMUNICATION SKILLS

I4: GOOD COMMUNICATION SKILLS

SUPPORTIVE

I5: GOOD COMMUNICATION SKILLS

TEAM PLAYER

I6: SUPPORTIVE WORKS ALONG TEAM

I7: GOOD COMMUNICATION SKILLS, GETS THE WORK DONE

I8: GETS WORK DONE, EQUAL WORKLOAD NEEDED
I9: SUPPORTIVE GOOD COMMUNICATIONS SKILLS, IMPROVES THE TEAM



	What do you think a manager can do to make sure their team respects them?
	The manager needs to be a team player, stand up for the team. Yes, I think this would gain my respect. Also working along with us, and working with us, taking out his part from the hardship… respecting everyone as individuals, and pointing out our good and bad traits so that we can develop further.
	The respect has to be gained, so I suppose taking out your share from the big chunk it would be something I would look up to. Noticing smaller individual efforts and highlighting these as small achievements towards the job would be another thing. It doesn’t necessarily has to be something out of ordinary
	I think that every manager has to earn their team’s respect in the first place. There are different ways to do this, I suppose, and not all ways work for everyone. What I think is very important to mention that the manager doesn’t have to be the friend under any circumstances. This will ruin all the respect gained before.
	There are many things a manager can do to gain the support of their team, to ensure that the tasks are done in time. But the respect is something different; it does not come with ones position. To gain it he needs to prove he is part of the team one hundred percent
	A good manager goes out of his way for the team, and holds the department’s interests above all other interests. I think by doing this, one can gain the teams’ respect.
	I think I have a few ideas about this… This person would need to ensure that all the tasks are divided equally. Also the team needs to feel their manager is there and supports them, no matter what.
	In my opinion the manager has to be able to work along his team, and show them how they should get the work done. Also he has to step in at occasions and provide guidance. This is how he can gain the respect of the team.
	The manager has to always seek to be fair with everyone. Also it has to be a good leader, has to find ways to make work attractive and equally achievable for all the employees. Also the manager cannot be the partner in crime, nor the friend after work, as this will always ruin his position. Once this ruined it cannot be gained back at all.
	A good manager is fair to the team. Always seeks to find ways to ensure the team is thriving. This way they are able to bear the workloads and perform better. This will motivate them and improve their performance.
	I1: IMPROVES TEAM MORAL, 

WORKING ALONG THE TEAM, DEVELOP  THE TEAM, NOTICING PERFORMANCE

I2: WORKING ALONG THE TEAM, NOTICING PERFORMANCE

I3: TEAM PLAYER, 

MANAGERIAL STATUS

I4: SUPPORT THE TEAM, TEAM PLAYER

I5:  SUPPORT THE TEAM, TEAM PLAYER

I6: SUPPORT THE TEAM, EQUAL WORKLOAD NEEDED
I7: WORKS ALONG THE TEAM, PROVIDE GUIDANCE

I8: GOOD LEADERSHIP SKILLS,  MANAGERIAL STATUS, EQUAL WORKLOAD NEEDED
I9: TEAM PLAYER, EQUAL WORKLOAD NEEDED, DEVELOP THE TEAM

	Has your immediate manager ever congratulated one of the employees for their accomplishments?
	Yes, he did, he does. This happens a lot lately, usually after finishing a super hard task. I am not sure why it changed. Not so long ago we got just few congratulations, and mostly they were pointing to the team work.  I am glad about this, it is a good thing.
	Yes, this happens on daily basis. Also if we finish a large task, he takes the whole team out for lunch. I am not sure if other departments do this
	My manager usually congratulates us when we finish tasks and also thanks the team for their hard work.
	Yes, he does this all the time. It is good to know that your work is appreciated. I think he knows that too…
	Yes, there is no lack in congratulations. The problem in my point of view is that this does not go further than a polite verbal communication.
	I have received congratulations from the managers, but I was never entirely sure that this was really meant or were these only said to make you perform better. I always doubted the true reasons behind the words
	Yes, he does this very often. I like the fact that he chooses the occasions when we are all present to highlight someone’s accomplishment. This is appreciated by the team.
	Yes, the manager always does this. He is on top of all achievements, and gives immediate congratulations. For me a different kind of congratulation would work better. If I would receive a small reward along with the congratulations, such as a voucher or a bottle of wine it would make these more enjoyable. Now these are only words…
	Yes, the manager always does this. I have received my share of congratulations as well. I suppose this makes an employee feel appreciated. Although maybe sometimes another type of reward would be needed as well.
	I1: OFTEN CONGRATULATIONS

I2: OFTEN CONGRATULATIONS, TEAM BUILDING LUNCH

I3: OFTEN CONGRATULATIONS, NON-MONETARY REWARD 

I4: OFTEN CONGRATULATIONS, FEELS APPRECIATED

I5: OFTEN CONGRATULATIONS, CONSIDERED AS POLITENESS

I6: OFTEN CONGRATULATIONS, UNSURE OF THE REASON BEHIND IT 

I7: OFTEN CONGRATULATIONS, FEELS APPRECIATED

I8: OFTEN CONGRATULATIONS, BONUSES WOULD BE PREFERRED

I9: OFTEN CONGRATULATIONS, OTHER BONUSES WOULD BE NEEDED

	Rewards – employee engagement
	

	What reward did you find most effective during your employment?
	I do not believe there are a lot of rewards at the company. Ever since I work here there only been two occasions, that there was a slight sense of reward. We participated on a departmental team building event, on the company. The other one is an event that is organized annually for the clients and top suppliers. On this occasions there are various entertaining activities were we can tag along to make up for numbers, for groups. It is a really interesting activity. Similar events should be organized more often.
	For me the most effective reward I can get is my salary. Bonuses for finishing individual tasks are great. At the end of the day, if you put in energy and time into your work this should be rewarded.
	There are several bonuses for the sales team, but these not always reward us. Sometimes, even after a really hard month, there are no bonuses left. As we had to give out loads of discounts and these come of from sales bonuses. This does not make me happy. I think it doesn’t make anyone happy. It feels like you worked for nothing.
	It was great when the GM came in a few days ago and showed his appreciation to the whole team, but the best part was when I got mentioned as one of the best performers of the month. All this in front of the team and also on our company’s Yammer. 

No better reward than being appreciated.
	I can only mention my salary, which at this point is not at all rewarding. I do not have any bonuses either, so on the long run this will need to change.
	Reward has a broad meaning here at the company. It sometimes means a thank you.

A proper reward would be a good basic salary toped up with a good bonus. I cannot see this happening anytime soon. They are trying to set up a bonus system ever since I started to work here. But still nothing happened. If you want to know my opinion, I think they do not want this to happen... 


	There are no specific rewards here at the company or these are not available for our department. It can be well noticed that our team’s moral is really low. I am sure that everyone would appreciate a good bonus at the end of the year for all the hard work they put in, but I cannot see this happening.
	The best reward was, when I was taken on a business trip to China. It was a fantastic opportunity. It was not a holiday trip, so we were not visiting famous sites, but we got to see a lot of things here, and understand the Chinese culture. I cannot wait to go back again.
	I found that physical rewards are more effective than an appreciation on the long run. It makes you feel that your work is actually needed. Here at the company there are not many rewards as such, probably at the end of each month you can receive a bonus if you done your sales well.
	I1: NOT ENOUGH REWARDS, TEAM BUILDING

I2: SALARY AS REWARD, BONUSES

I3: BONUSES FOR SALES DEPARTMENT, NOT ALWAYS REWARDING

I4: NON-MONETARY REWARDS

I5:SALARY AS REWARD, UNHAPPY, 

LACK OF BONUSES

I6: NON-MONETARY REWARD, UNHAPPY, 

UNHAPPY WITH SALARY, LACK OF BONUSES, UNHAPPY

I7: NO BONUSES, POOR TEAM MORAL, UNHAPPY

L8: NON-MONETARY REWARD

I9: SALES REWARD, UNHAPPY 

ABOUT LACK OF PHYSICAL REWARDS

	On a scale of 5, how satisfied are you with your current salary?
	I would say around 3. I had to ask for salary adjustments several times, there was only one adjustment made by the company. I am not too happy regarding this issue.
	Three is my number at the moment. I feel my salary improved, but there could be room for more.
	I would give an average of 3. But as I mentioned before, sometimes this would even go down to 2 or it could raise to 4. I have never felt so satisfied to think of the highest number.
	Not very satisfied. I would give it a four, and only because I managed to bargain out something better at the beginning of this year. I believe that there is still place for better…
	I think 3 is where my salary stands at the moment. I am not at all happy about it, but hopefully I can get a better deal.
	I will give it a 2. I am not happy at all with how this system works, or how the salaries are offered. I know that none of us has the same salary. This depends on how much we managed to bargain at the beginning of the employment
	I am not really satisfied with my salary; I would give a three at the end of the day. When I started here I was told that there are great salaries here, over the average. That was true, but not for our department. Here everyone struggles with the workload and nobody can say when this will change.
	My salary is good for the moment, I got an adjustment earlier this year, so I would go with a 4.  The sales bonuses are coming along as well, so I can say it is good for now.
	I am not very satisfied, so I would say three. Even with my sales bonuses I don’t manage to achieve an above average salary.
	I1:UNHAPPY WITH SALARY, 

ADJUSTMENT WAS REQUESTED

I2: HAPPY WITH SALARY, HOPES FOR MORE

I3: HAPPY WITH SALARY

I4: UNHAPPY WITH SALARY, ADJUSTMENT WAS REQUESTED

I5: UNHAPPY WITH SALARY, HOPES FOR MORE

I6: UNHAPPY WITH SALARY, EVERYONE HAS DIFFERENT SALARIES

I7: UNHAPPY WITH SALARY, POOR TEAM MORAL, NO CHANGES NOTICED

I8: HAPPY WITH SALARY, SALES BONUS WORKING WELL

I9: UNHAPPY WITH SALARY ,  UNHAPPY WITH BONUS

	What motivates you to perform better? Is it your salary or your personal achievements?
	I would say that both. I am really motivated to achieve things and advance with my career. But this is really difficult as everyone in the team has the same motivation. This is why for me the salary is of same importance. Being able to go where I like, and do what I want is one of the most important things for me. And I can only achieve this through my salary.


	The most important motivator for me is my salary. It is great that I achieved so much since I work here, but for me the salary does the trick.
	My salary motivates me the most. As I am a family man, I need to be able to count on my salary 100%. At the moment I am not able to do this, so it is really frustrating. 
	It’s both I think. It is great to be able to reach what you thought is your limit but than be able to say there is more, I can do better. I love it when this happens. But also there is the expectation of a good salary. I think this is also really important for me, so it motivates me equally.
	I am motivated by both, I think. I would like to reach what I proposed at the beginning of my employment. Unfortunately I cannot see this happening in the near future. But my salary is an important point as well. I do not like to work for nothing.
	I think the two things work together for me. I want to achieve my personal propositions, but not without a good salary. For me this means that maybe my salary is the main motivator, but not without my personal goals.
	For me the salary is the main motivator. I cannot see myself advance in my career here as there are people who came here earlier, and are more career-focused than me. So I consider if I cannot get ahead in the job, at least I should get a proper salary.
	I have to admit that my achievements are my main motivators. My goal is to advance in my career. I have been working here at the company for five years. I am giving myself another five to finish what I proposed when I came here. The fact that a good salary comes along with this job is good as well, as I have a family, but it is not the most important thing.
	I would say that both. My salary is a great motivator. When it comes to achieving bonuses, I am working really hard to get them. These can be really rewarding, but they can also bite you in the butt if you don’t do it properly. Also the personal achievements are very important for me, these make me feel proud of the work I am doing. It is a great motivator as well for me, it makes me want to achieve more and more.
	I1: SALARY AND PERSONAL ACHIEVEMENT AS MOTIVATOR

I2: SALARY IS MAIN MOTIVATOR

I3: SALARY IS MAIN MOTIVATOR

I4: SALARY AND PERSONAL ACHIEVEMENT AS MOTIVATOR

I5: SALARY AND PERSONAL ACHIEVEMENT AS MOTIVATOR

I6: SALARY AND PERSONAL ACHIEVEMENT AS MOTIVATOR

I7:SALARY IS MAIN MOTIVATOR

I8: PERSONAL ACHIEVEMENT IS MAIN MOTIVATOR

I9: SALARY AND PERSONAL ACHIEVEMENT AS MOTIVATOR

	Tell me of a time when you did not feel happy during your employment?


	I am a really positive person, and it is really hard for me to think about things that did not make me happy. Let me think… I would maybe mention a time when I was really put under pressure by my manager, and he was treating everyone really badly in the office as well, arguing and requesting responses. This made me really unhappy and super stressed.


	Sometimes I feel I am not treated fairly and it makes me unhappy. I feel that some of my colleagues are chattier and due to this are chosen for more activities. I would appreciate if not only those who like to be in the centre would be chosen for activities.
	I was really unhappy right after the start of the pandemic. We were working on a shorter program. People were not coming to buy anything. Than it was decided that all the extra hours worked, that were from previous years will not be taken into consideration anymore. This meant that I lost approximately three months salary plus the time I put in.  I was not happy…
	I have to say that lately I do not feel too happy. I think that there are too many tasks and we are super stressed. I feel that our department is blamed for everything and also the same department needs to solve all the problems and deliver all the results.
	Actually this happens often lately. I am not happy at all when I see the multitude of task on a daily basis. I am not even able to work through one, and I already got the next one.
	It actually happened not long time ago, when I had an argument with a colleague. Something went wrong at one of the tasks, and I did not notice this. He drew my attention to this and let my manager know as well. I was super unhappy about this, mostly because in a similar situation earlier I solved this amicably between us.
	It actually happened just a while back. It was a small issue with a colleague in another department. But because I had this huge workload I missed something. This person just made a huge scandal out of this, in spite of the fact that I have overlooked several mistakes he made in the past. Well, you can understand I was not happy about this. Fortunately it got sorted out in the end, but hey, there and then it felt serious.
	I am overdriving myself most of the time, and I have to admit I am stressing my colleagues as well. But I am only feeling unhappy when I am being accused of something that got nothing to do with me. This does not happen too often.
	I am not happy when I am not able to achieve what I propose to do. This overwhelms me enormously and also it stresses me out. For me excellent performance is very important. 
	I1: UNFAIR TREATMENT MANAGER

I2: UNFAIR TREATMENT MANAGEMENT

I3: UNFAIR TREATMENT MANAGEMENT

I4: UNBALANCED WORKLOAD

I5: UNBALANCED WORKLOAD

I6: UNFAIR TREATMENT BY COLLEAGUE

I7: UNFAIR TREATMENT BY COLLEAGUE

I8: UNFAIR TREATMENT ACCUSATIONS

I9: UNBALANCED WORKLOAD



	Have there been any recent changes in how the employees are treated? Provide me with some examples. If not, what remained the same? 
	Yes, there have been.  Small changes though. These started happening after the recent change in management. The team is now a happy bunch. We work along, discuss arising issues, and offer solution to each other. Previously it was close to terror, no talk, and tired faces everywhere. Also there have been some solutions offered by higher management and were implemented. This has brought slight improvements, but still more is needed…
	No, I didn’t notice anything important. Generally the employees are treated well, breaks and free time is allowed. But I think we need more engaging activities to make things better, to improve the morale.
	No, there have been no changes at all. I think that interdepartmental communication is a necessity, but it is not really working. Our colleagues are not entirely aware of the amount of work we put in to make this company work, and we don’t know either how the other departments work. At the moment we just try to make things work, without actually knowing what isn’t working.
	Yes, I think the company is really trying to make some changes. An expert was hired, who tries to find the problems and than to find solutions to these. At the moment this is at the beginning and things are moving slowly forward. I am hoping in a good solution.
	Yes, there have been a few minor changes. I feel that I am praised more often, but the thing that it did not change at all, is how the salaries are offered. Do not misunderstand me, I like to be praised, but there is a point when things need to go further. Unfortunately this still does not happen.
	Not really. There is an outside team of experts here now, who is trying to see what processes are not working, and propose new ones if needed. There are serious issues when it comes to working along other departments. I think they don’t see how much work we put in this job, still they make accusations, that most of the time are unfair. This really brings our morale down.
	I have not noticed serious changes lately. Everything seems to be moving forward the same way it did last year. We are being told we are appreciated, but this is not the message that comes through with your salary or even bonuses (non-existent). I don’t actually think there will be a change in the near future that will improve this. There will be changes, as I seen an outsider company’s working here, but these will only improve some internal processes but will not reform how the company thinks about rewards.
	There have been no major changes. There are always trials of new things, but most of the time only the old rules remain. I cannot say that employees are treated unfairly, or that there are excellent circumstances for working here. It is something in between. I would mention communication with other departments. New rules were set in the summer, but by now everything got back to the old normal.
	I am not working at the main offices; I am mostly doing field work in the three surrounding counties. I haven’t noticed any major changes, to be honest. But colleagues have mentioned that there is a team working on changing the company’s processes. I think it will be a welcomed change.
	I1: SMALL CHANGES NOTICED,

POSITIVE ABOUT CHANGE, GOOD TEAM MORAL

I2: NO CHANGE, GOOD TEAM MORAL, TEAM BUILDING

I3: NO CHANGE, LACK OF GOOD INTERDEPARTMENTAL COMMUNICATION

I4: SMALL CHANGES NOTICED, 

EXPERT HIRED, POSITIVE ABOUT THE CHANGE

I5: CHANGES NOTICED, NON-MONETARY REWARDS, LACK OF REWARDS 

I6: EXPERT HIRED, CHANGES NEEDED, UNFAIR TREATMENT, LOW MORAL

I7: NO CHANGES, NON-MONETARY REWARD, LACK OF REWARDS
I8: TRIALS FOR CHANGE, NO CHANGE NOTICED

I9: NO CHANGES NOTICED, 

EXPERT HIRED, POSITIVE

	Job satisfaction, plans for future
	

	Give me an example of a time when your employees/manager made you proud? Also think of an example when your work made you proud?
	I cannot think of any times when I was proud of my manager… But I really like my work. It is really difficult and challenging at times, but gives a lot of satisfaction. Personally it was great when I did my first online meeting, all by myself and achieved all the things we discussed previously with my manager.
	I have been working for a long time at the company. There have been lots of ups and downs. I would mention one occasion that stuck with me. We were having a really difficult day, loads of newly arrived trucks to be unloaded; one person called in sick, there wasn’t enough staff. My team was working since dawn, they were really tired. But at the end of their shift, they didn’t leave. They worked along the second shift to finish. Hey, would you call this teamwork? My work is something that I love to do; it is not an easy job… But I like challenges, and the rewards that an after work team gathering brings.
	Though question. I think I will talk about one of my previous managers. He was really there for me as a colleague when I was going through a difficult period in my personal life. I was under performing for several months, but instead of sacking me, he wanted to know what was going on in my life. He was the only one who showed interest in my well being, so this motivated me to get back on my feet and start all over.
	I think I am actually proud of the current manager. He is a really hard working individual, and he puts in way too much work to ensure our department is successful. At the moment I cannot say my work makes me proud. I feel that I am doing a lot of futile work, and that it goes unappreciated.
	They make me proud all the time. But also there are times, when they behave like children, and I need to put them back in line. This is a bit annoying, but knowing that they are doing their best compensates all. My work is difficult most of the time; I have to juggle loads of responsibilities. This makes it quite difficult. But I am really proud when I manage to multitask, and it actually gets good results.
	There has not really been a time that my manager made me proud. I think that he just tries to prove that he is a good choice for the job, and for this reason we are overwhelmed with way too many tasks, way too much work. As for my job, I am really proud when I manage to negotiate a good deal, it is a great feeling
	I cannot remember an example when I was proud of my manager, to be honest. Mostly, I can only remember times when I was not really proud of him… But my work really makes me proud. These past few weeks I had to prepare for several meetings, and it kind of felt too much. But I managed to prepare in time and properly for all the meetings, and actually got better results than planned.
	 My employees make me proud most of the time. It is really helpful to have colleagues that you can count on. We are working on projects most of the time and lately they are managing their individual projects, on their own responsibility. This is fantastic. Also I have a new starter that is improving at high speed. All these things really make me proud. 
	I cannot say I am proud of my manager lately. I can see he is really busy and trying to cope with his workload, which is huge. But I cannot say he is doing anything for the team at the moment. I am proud to have finished all my tasks in due time, but my job does not make me happy. I can see all the shortages everywhere and hear my colleagues complaining about the difficulty of their job. It is a continuous pressure…
	I1: PROUD OF WORK, PROUD OF ACHIEVEMENT

I2: PROUD OF WORK, PROUD OF COLLEAGUES, NOTICING PERFORMANCE

I3: PROUD OF A PREVIOUS MANAGER, MENTOR

I4: PROUD OF CURRENT MANAGER, 

FEELS UNAPPRECIATED, NOT PROUD OF WORK

I5:  PROUD OF COLLEAGUES,  COMPLAINS ABOUT WORKLOAD, POSITIVE ABOUT OUTCOME

I6: NOT PROUD OF CURRENT MANAGER, UNBALANCED WORKLOAD, LOVES JOB

I7: NOT PROUD OF MANAGERS, PROUD OF WORK, UNBALANCED WORKLOAD

I8: PROUD OF COLLEAGUES, PROUD OF WORK, UNBALANCED WORKLOAD

I9: NOT PROUD OF MANAGER, PROUD OF WORK, UNBALANCED WORKLOAD, NOT HAPPY

	Who has been a major influence in your development within your current position?
	I started of as an assistant for a manager in my department. After a while I have received several responsibilities and become one myself. The person who influenced me the most was my mentor, who was assigned to help me get along and showed me all the procedures. He was an excellent professional, will always be thankful for his help.
	When I first started to work here, I was not working in my current position, nor was I doing anything close to what I am doing now. I have trialled lots of departments to see what the job is for me. There has been one major influence in my development as a manager, which was the owner. He trusted in me, saw my worth and supported my development. I am really grateful…
	My previous manager. I was a freshman out of school when I came here. I had only summer work experience. He saw the person behind the mask I was already wearing, and reached out. He guided me on this path, gave me good advice. Also he saw others and guided them as well. Unfortunately he left the company for some time now…
	There were two people who really influenced me. One of them is my current manager. They highlighted my strengths and helped me with my weaknesses. It is a huge help in learning just to know the fact that there is a person backing you up and that you can count on their help. Having two people, I’d say it’s amazing
	The most influential figure for me is my manager. He proposes tasks for himself and goes through these on daily basis. He always finds the time to talk with the team, and this really helps with the moral. If I am stuck in the middle of a task and ask for his opinion, he gives me options, never a solution. He makes me think. That is really helpful.
	When I started to work here I assisted a senior in his job, this made me learn the basis of the job. After I started to work by myself, I had a mentor. He was really there for me and gave me good ideas on how to prepare for and follow up a deal, how to reach a good bargaining position and so on. Unfortunately he left now, so I was left all by myself…
	I had a fantastic mentor all the way through my training. He was like a mountain of information and could give you a reply to anything. He did not stop here, but also was showing you the points where you needed improvement. Also I can say that my colleagues were there for me as well, showing, helping and assisting in assignments that were difficult.
	I had two mentors here at the company. The first one was the owner, who hired me in the first place and showed me the importance of good decisions. He still mentors me when there are hard times ahead. Also another mentor for me is my colleague, the manager of another department here at the company. He showed me the importance of being best at what you are doing under all circumstances.
	I had an excellent mentor when I started to work here. He had an enormous knowledge about all that our job involved, so I had the opportunity to learn from him. I still miss his great advices, unfortunately he no longer works at the company.
	I1: INFLUENCED BY MENTOR ASSIGNED TO TRAIN, EXCELLENT PROFESSIONAL, HELPFUL

I2: INFLUENCED BY MENTOR/OWNER,  GOOD ADVICE

I3:INFLUENCED BY MANAGER, GOOD ADVICE

I4:,INFLUENCED BY MANAGER, HELPFUL, OFFERS POINTS FOR IMPROVEMENT

I5: INFLUENCED BY MANAGER, HELPFUL, GOOD ADVICE

I6: MENTOR ASSIGNED, GOOD ADVICE

I7: MENTOR ASSIGNED, OFFERS POINTS FOR IMPROVEMENT

I8: INFLUENCED BY MENTOR/OWNER, GOOD ADVICE, COLLEAGUE, ADVICE

I9: MENTOR ASSIGNED, GOOD ADVICE

	What past job experiences helped you in your current position?
	I would say that my language experience got me the job. It also helped that I was super confident in my abilities and that I am hard working. I can spend hours on learning new stuff, and than I would share it so that everyone can use it.
	I used to work at a warehouse before I came to work at the company.  I was invoicing all merchandise that left the warehouse. I came here to do something similar, but someone spotted me, so that’s when I started to advance in my career.
	I did not have experience when I started to work here. I think my resolution and my manager at the time helped me to like this job so much.
	I would say that my strengths were my language and people skills. This helps me a lot on the day to day job. Otherwise it was a completely new thing for me, as there is a lot of computer based tasks, which I was not used to. Also there is the part where you have to stick out for yourself. At the beginning it was really challenging
	I have excellent computer skills, as I have worked in an office before. This gave me an upper hand. Also I have good people skills, having worked as a shift manager at my previous job. But when it comes to my studies, what I am doing now is completely different.
	I had no experience in the job when I came here; I only had a basic set of skills that I was told would be useful in the day to day work. I had to learn a lot to ensure I can do this job properly. I got to say I am still learning.
	I had some computer skills, and a really good language skill. But starting here made me realize that there was way too much space for improvement, especially regarding the computer skills. Good that my colleagues were so helpful…
	I come from a similar background. I have worked in sales since forever and before I came here I was managing a large shop for several years already. I was than looking for a change and here they had a position to offer. The timing was right and I am here already for 9 years now.
	I had practically no job experience in similar position, though I had all the skills needed to do this job. I have good language skills and I love working on the computer. Now I think this only helped me a little. There was not an easy time learning all that this job involved, but I managed to do it and already got a promotion.
	I1: LANGUAGE SKILLS, EASY LEARNER, HELPFUL

I2: WORK EXPERIENCE, PROUD OF ACHIEVEMENT, CAREER ADVANCEMENT

I3: NO EXPERIENCE

I4: LANGUAGE SKILLS, GOOD DIFFICULT TO FIGHT FOR YOURSELF

I5: COMPUTER SKILLS, WORK EXPERIENCE, PEOPLE’S SKILLS,  WORK EXPERIENCE

I6: NO EXPERIENCE, BASIC SKILLS

I7: COMPUTER SKILLS, LANGUAGE SKILLS, STILL NEEDED IMPROVEMENT

I8:, WORK EXPERIENCE

I9: NO EXPERIENCE, LANGUAGE SKILLS, GOT A PROMOTION

	How do you see your career in about 5 years?
	Well, if I am honest, I did not really think about what I might be doing in 2 years, not the 5 years… 

I would like to advance in my career as much as possible and seek further opportunities to improve professionally. I would say that if there would be no further opportunities for improvement I would start looking for a job. I do not see myself working here forever, as I cannot see many opportunities for career advancement
	I am not thinking of changing anything at the moment, I feel happy where I am.
	I am not sure where I will be in 5 years, but I will definitely be doing a similar job. I like what I am doing now, but I am not sure I will be here 5 more years.
	I am not sure about this right now. The current situation is so stressful, I am not sure if I can cope with this for a long time. If things get really bad, I think I will just leave. My health comes first under any circumstances. 
	Five years is a long time. Now I would say that I do not want to change anything. I am doing something that I love. To be completely honest it is challenging at times, and not succeeding in something when you put so much effort in, brings me down. But so far I always managed to get up on my feet and start all over. When I will feel that I cannot do this anymore, that is probably the time when I will leave.
	I don’t think I will be here in five years. I will probably doing something similar to what I am doing now, but somewhere else. Things are going downhill now, in my opinion, even though the signals from up are saying something totally different. This shows to me that there is a gap between employees and higher management, and that there would be serious changes needed in order for things to change in good…
	I think in five years I will not be working at the company. Sometimes I just enjoy this work so much, but than there are times when I feel so fed up, that I could leave straight away. I see myself working somewhere a bit more relaxed, a lot less stressful
	I love what I am doing, I love managing my department too. I cannot say that I will stay here forever, but at the moment is great. I want to develop my skills further and this place is just right for that.
	I don’t actually know what I will be doing in 5 years time. I did not give it a thought what I will be doing on such a long term. At them moment I am trying to make the most of my current position. In order to advance further I need to prove myself. But there are not a lot of opened positions at the moment.
	I1: PROFESSIONAL  DEVELOPMENT, ADVANCEMENT IN CAREER, MIGHT LEAVE IF ABOVE LACK

I2: LOVES JOB

I3: LOVES JOB, NOT SURE ABOUT LENGTH STAY

I4: STRESSFUL JOB, MIGHT LEAVE IF NO IMPROVEMENT

I5: CHALLENGING JOB, NOT THINKING OF LEAVING, MIGHT LEAVE IF TOO MUCH PRESSURE

I6: NEED OF CHANGE, TOO MUCH PRESSURE, MIGHT LEAVE

I7: LOVES JOB, TOO MUCH PRESSURE, WILL LEAVE 

I8: LOVES JOB, NOT THINKING OF LEAVING

I9: NOT THINKING OF LEAVING, ADVANCEMENT IN CAREER

	What is your personal goal at the company?
	I would love to learn as many things as I possibly can. I would like to develop myself both on personal and professional side.
	As you know this is a developing and growing company. I would like to develop my skills as much as possible. I think this will help me organize my team better, and overall will help the goals of the company.
	I would like to progress in my career, but I do not see this happening in the near future. There have been colleagues who got different positions, such as area manager, division manager, but I have never been proposed. After the length of time I have been working here I think this could never happen. So when I will decide that I want more, I will start looking.
	I would really like to progress within the company. It is a possibility at the moment to develop myself so that later I could reach my goals. I am quite willing to work towards this.
	My goal has not changed since I started to work here. I want to progress in my current position. I want to reach my limits and set new ones. At times it feels like this is it, I cannot do more. But than after sitting down and thinking it through, I always find a solution.
	I think I have learnt a lot since I have started work here, but I cannot see myself advance, in spite of the fact that this is what I want. This really brings my morale down, at a point where I can barely manage my daily tasks.
	I want to take all the opportunities that come along to learn as much as possible. Hopefully I will manage to advance in the near future.
	I am looking to completely change the side of the business that I am responsible for and I got the support of the management for this. Unfortunately it is going at a slower pace than I predicted, there are many challenges. Most of these are due to human factor. This cannot be anticipated and the issues have to be solved as they come along. It takes up a lot of time.
	The company is continuously developing, so I think there is a lot to learn. I hope I will be able ito develop myself and progress in my career.
	I1: LEARNING OPPORTUNITIES PROFESSIONAL DEVELOPMENT

I2: PROFESSIONAL DEVELOPMENT, ORGANIZE TEAM

I3: PROFESSIONAL DEVELOPMENT, LACK OF CAREER  ADVANCEMENT

I4: PROFESSIONAL DEVELOPMENT, PROUD OF ACHIEVEMENT
I5: CAREER  ADVANCEMENT, POSITIVE ABOUT CHANGE

I6: LACK OF CAREER  ADVANCEMENT, LOW MORAL

I7: PROFESSIONAL DEVELOPMENT, CAREER  ADVANCEMENT

I8: REORGANIZE BUSINESS CHANNEL, LACK OF CAREER ADVANCEMENT

I9: PROFESSIONAL DEVELOPMENT, CAREER  ADVANCEMENT

	What are you passionate about?
	I am passionate about travelling and meeting people. My current position helps me a lot in this. I have met many important, famous and not so famous people. This really brings me joy.
	I am passionate about improving my team’s moral. I know that after a hard day of work you want nothing more than to relax. I am continuously working to achieve this with every opportunity that comes along.
	I am passionate about my job. I like to sale and sale a lot. It is a great job; it helps you meet a lot of people. You are also constantly moving; I cannot see myself work in an office…
	I am really passionate about my work. I like to bargain, to get good deals. I also like to meet new people. My work also involves a lot of desk work and calculations. I enjoy the tasks that involve brainwork.
	My passion is meeting new people, making new deals and having a good time, whilst I am doing these. I can say that I managed to put work and passion together in a way, as my work is really rewarding from this point of view.
	I think my work is not the thing I am passionate about. I like to feel free, to have no limits. This is really not something I can do here at work, with all the set rules and processes. I am passionate about my own development, and again this is not happening lately. There was a short period at the beginning of my employment, when I felt that maybe this is the job, but not anymore. I am really tired to put in all this energy and see no results.
	I have loads of things that I feel passionate about. I like to travel, I love to swim in the ocean, snorkel and see the creature of the sea. I also love the things my work involves. Unfortunately this is not making me feel passionate. This is why I know that this job is not what I am supposed to do forever.
	I am passionate about two things. You probably guessed that the first thing is my job. The other thing is my family. Unfortunately at the moment I am not spending as much time with them that I want to, but it is great joy to finish the week and have some quality time with them.


	I am passionate about many things. I love my family and we are always planning activities together. These are fantastic and always energize me. I love to travel, bike and swim as well. These things are important to me as well…


	I1: PASSIONATE ABOUT TRAVELLING, MEETING PEOPLE, HAPPY

I2: PASSIONATE ABOUT IMPROVING TEAM MORAL

I3: PASSIONATE ABOUT JOB

I4: PASSIONATE ABOUT JOB, VERBAL AND WRITTEN COMMUNICATION

I5: PASSIONATE ABOUT MEETING PEOPLE, JOB

I6: PASSIONATE ABOUT PERSONAL DEVELOPMENT

I7: PASSIONATE ABOUT TRAVELLING, NOT  PASSIONATE ABOUT JOB

I8: PASSIONATE ABOUT JOB, FAMILY, UNBALANCED WORKLOAD
I9: FAMILY ACTIVITIES, TRAVELLING, BIKING, SWIMMING

	Performance management
	

	In your opinion, does your company manage to retain talented individuals?


	No, I do not think that the company tries hard enough to keep the employees. Lately there was a wave of leavers, followed by another one. Many employees left, some were high performers, and some had long service. I am not sure why the company did not try harder to keep them…
	This is one thing I am not sure. I have seen many colleagues leave this year. They were also working here for a long time. I am not aware of the trials done to keep them. But there are good examples too. There were a few employees that came back after they left. I think the company should try harder to retain individuals. 
	I don’t think that the company manages to retain individuals at any level. I see the problem in not trying hard enough, even sometimes in not caring for the ones who decide to leave. I am still in touch with colleagues, who left, but not all of them were asked if they would stay for more money or different positions. My previous manager left as well not too long ago.  He wouldn’t have stayed though for money or position. He wanted changes, and these were not happening.
	I think that it only manages to retain talented individuals partly. It was really disturbing that many of our colleagues left this year. Our department was struck both mentally and physically. It was a big loss. We are still recovering from this. But I know that there are also colleagues who decided to change their mind after discussions with the management.


	Unfortunately retaining employees is not really working at the company. From time to time there are individuals that reconsider their decision of leaving because they get a good offer to stay, but mainly this does not work. Most employees are not asked for the reason why they leave, nor are they offered anything.
	I believe there have been attempts to retain people who wanted to leave, more or less successful. But from my point of view these attempts are not always thought trough or reaching the root of the problem. Sometimes I think that these are guided by individual feelings as well, so these do not work most of the time. I would say there is no guide to say this is what we are doing, when someone tries to leave.
	I cannot say one hundred percent that it is not happening, but I believe it is mostly putting out the fire. There is no real trial in finding out the reasons why a person wants to leave. For what is been happening in the past year, HR did not improve a bit. They just acknowledge that someone is going to leave and that’s it. The same thing goes for higher management. Only the managers and the teams struggle later on, as there is one person coming for every two that is leaving.
	I would say that if they see the importance of this than yes, but most of the time people just come and go without being noticed. There is a big fault somewhere in the system, and don’t see how or when this will change. I am trying to encourage people to stay, but I am running out of ideas at the moment.
	I don’t think that they always manage to do that. There are some instances when they do, but this happens rarely. The opportunities for advancement are missing, progression only happens when a position frees up. This is why many people leave as they don’t see themselves progressing anytime soon.
	I1: NOT RETAINING TALENT, WAVE OF LEAVERS, COMPANY IS NOT TRYING HARD ENOUGH

I2: NOT SURE, MANY LEAVERS, HOLDING ON TO TALENT

, COMPANY IS NOT TRYING HARD ENOUGH

I3: NOT RETAINING TALENT, COMPANY NOT TRYING HARD ENOUGH

I4: PARTIALLY RETAINING TALENT, MANY LEAVERS, STRESSFUL, OFFERS FROM MANAGEMENT TO STAY

I5: NOT RETAINING TALENT, OFFERS FROM MANAGEMENT TO STAY, MANY LEAVERS

I6: PARTIALLY RETAINING TALENT RESPONSE, COMPANY IS NOT TRYING HARD ENOUGH, INDIVIDUALS CHOSEN FOR OFFERS BASED ON FEELINGS,  RULES NEEDED

I7: PARTIALLY RETAINING TALENT, COMPANY IS NOT TRYING HARD ENOUGH, MANY LEAVERS, HOLDING ON TO TALENT
I8: PARTIALLY RETAINING TALENT, MANY LEAVERS, OFFERS FROM MANAGEMENT TO STAY, INDIVIDUALS CHOSEN FOR OFFERS BASED ON FEELINGS

I9: PARTIALLY RETAINING TALENT, MANY LEAVERS, LACK OF CAREER ADVANCEMENT, OPPORTUNITIES

	In your opinion is there a benefit in retaining talent?
	Yes, absolutely. Mostly because the company invested in training the person, should ensure they don’t leave. This person, by gaining more experience, can further distribute the received knowledge
	I think that everyone can benefit from retaining talent, so yes. Working with talented people that love what they are doing is undeniably the best thing that can happen to a manager.
	Of course it has benefits. But maybe our company doesn’t want to see this. If you put so much work in training a person on the job, you need to find a way to keep them. This is not what is happening lately, as more and more people are leaving.
	Definitely yes. I believe it is really important for the company to retain the talented people. The only question in my head is the following: who is considered talent?

I always wonder why some people are asked to stay and why others aren’t. Who makes these decisions and on what basis? I believe all individuals are talented and are putting their share in the hard work so that the company progresses, but still we are not considered all equals.
	There are benefits, yes. But these are only visible in the long run. It cannot be said that some one comes to the company and there are benefits from this immediately. A good amount of time has to pass so that this person can fit in and start to work at its best. Many things can happen in this time, and eventually can make the person leave.
	Yes, there are huge benefits for a company in retaining talent. In the first place the company invested in this person time, money and knowledge. Not benefiting from the initial investment is a huge mistake, and even bigger letting this investment go, and allowing competition find them and use them.
	Yes, there is. But this does not mean it is actually happening. It does not mean that questions are asked and responses are sought to find the underlying issues. Most of the time it feels like these things just happen and nothing really matters. I consider that there are far more benefits in retaining an employee than letting go. But this is obviously my opinion only.
	Yes, there are definitely benefits. From my point of view it has to be worth keeping a person here after we trained him and this person has shown interest in the job. From the company’s point of view there should be the consideration of investment. I meant to say that there is a lot of time invested in this individual, and this should be used wisely, so that the company can profit from this.
	Yes, there are benefits in retaining talent. But this has to be acknowledged by the company as well. I do not see this happening though, as there is too much pulling and pushing around that leads to wasting time. If there would be a proper HR department at the company maybe this would work, maybe this would be seen… But at the moment talent retention does not work at all.
	I1: BENEFIT IN RETAINING TALENT, TALENT AS INVESTMENT 

, SHARING KNOWLEDGE,

I2: BENEFIT IN RETAINING TALENT, BENEFIT IN RETAINING TALENT

I3: BENEFIT IN RETAINING TALENT, HOLDING ON TO TALENT

, MANY LEAVERS

I4: BENEFIT IN RETAINING TALENT, WHO IS TALENT, RANDOM MANAGEMENT DECISIONS
I5:  BENEFIT IN RETAINING TALENT, BENEFIT IN RETAINING TALENT,

I6: BENEFIT IN RETAINING TALENT, COMPANY TALENT AS INVESTMENT 

, LEAVERS  USED BY COMPETITION

I7: BENEFIT IN RETAINING TALENT, DIFFERENT MANAGEMENT PERSPECTIVE,

I8: BENEFIT IN RETAINING TALENT, TRAINING SESSION, TALENT AS INVESTMENT

I9: BENEFIT IN RETAINING TALENT,

DIFFERENT MANAGEMENT PERSPECTIVE

	Do you think that the talent management processes are transparent?


	No, they are not transparent. I do not think these actually existed before. Only recently we are receiving training invitations. None of the departments bother to prepare for leavers; there is no replacement for the senior workers or for the managers. But this is only my opinion.
	This is really hard to tell. There are some processes implemented such as training sessions for new and current staff. There are also employee engagement programs, such as team building sessions. We also have a performance management program built for the sales team, where there are really nice rewards at the end. But I cannot specifically say that I have seen a plan, on how we will be dealing with talent on short or long term.
	I do not think that these processes exist at our company, but if they do, than these are definitely not transparent. I have participated on a few team building programs, and there is an online platform for training new employees, where there are courses, and than testing of knowledge. 

But that’s about it, nothing more...
	No, these are not transparent and I even dare to say that are non-existent as far as I am concerned. It is really hard to tell what processes are implemented, or whether is just something that happens from time to time. There is no re-occurrence in basic processes. I give an example: training new staff. There is no plan as such. There have been several trials on how to train the staff but nothing was implemented. It is hardly any team building programs happening. I don’t think that there are any talent management processes implemented.
	Not really, and definitely not the ones concerning talent management… Some processes are too old now to work and these would need to be renewed. Also some of these processes would need to be completely forgotten and new ones put in place.
	None of the processes at the company are transparent at the moment. There are set of rules, some processes developed at an earlier point in the development of the company, but this are non-functional, and are creating the actual problems. At the moment we reached the point when the company realized that changes are needed urgently. There was an outside company called in, that is now working in reforming our processes. Hopefully this will help.
	I think there is a lack of transparency in all of the companies processes, not only the ones involving talent management. There are some training and there are some activities organized, but this is random. Some get to participate, some don’t. This lack of consensus also creates tensions and this is not good for anyone at the company.
	There is no such thing as talent management process. There should be one, definitely, but I have not encountered this even though I have been working here for a long time. If this would exist, than it would need to be transparent. People need to know that the company is looking out for them.
	There is no transparency in the talent management process; no one knows how it functions as there is no set rule for this. There are activities that are organized and have similarity to what it supposed to be. But these are very rare and no one knows when these happen.
	I1: NOT TRANSPARENT TM PROCESS, NON-EXISTENT TM PROCESS, CHANGES NOTICED, THE COMPANY UNPREPARED FOR LEAVERS

I2: NON-EXISTENT TM PROCESS, FEW TRAINING SESSION,  EMPLOYEE ENGAGEMENT PROGRAMS, NO PLAN FOR TM

I3:  NOT TRANSPARENT TM PROCESS, VERY BASIC TM PROCESSES, RANDOM OCCURRENCE

I4: NOT TRANSPARENT TM PROCESS, VERY BASIC TM PROCESSES, RANDOM OCCURRENCE

I5: NOT TRANSPARENT TM PROCESS, CHANGE NEEDED

I6: NOT TRANSPARENT TM PROCESS, VERY BASIC TM PROCESSES, EXPERT HIRED

I7: VERY BASIC TM PROCESSES, RANDOM OCCURRENCE 

I8: NOT TRANSPARENT TM PROCESS,  NON-EXISTENT TM PROCESSES

I9: NOT TRANSPARENT TM PROCESS, VERY BASIC TM PROCESSES, RANDOM OCCURRENCE

	What do you think these processes are at the moment?
	I do not think that such process exists.
	Team engagement programs, performance management program, training sessions.
	Trainings and rewards, but these are not outstanding.
	As I stated above, I do not think these are implemented. There are some trials, I can mention a few: staff party once a year, team building occasionally, new hires settle-in plan (just the first day), performance management programs for the sales team.
	It used to be a staff party once a year, but these were not held anymore, considering the current situation. Also we have a team building weekend once a year. I think that this is it. There are neither special training programs nor special rewards at the end of the year.
	These processes are nothing more than simple HR processes, such as training and development plan at the beginning of your employment; some departments have performance management programs, but not our department. Also rarely there are team buildings held, mostly departmental ones, though I heard that there were even company wide ones held in the past.
	There is a non-functional training plan, a barely existing activities plan (team building activities), a reward system that only functions for some people, but not for the most of the employees.
	There are just some basic HR processes here, such as training on the job, a few one to one chats, on occasions team building activity. I would say that it is not too much and there are other things needed. There should be a good reward system in place to appreciate excellent performances. Also these rewards should be consistent and available to all employees
	There is training at the beginning of your work. Once a year there are organized teambuilding programs, sometimes for departments sometimes for the whole team. There used to be end of the year party, but with the current situation this did not happened lately. 

I think that is it, nothing else to mention.
	I1: NON EXISTENT TM PROCESS

I2: EMPLOYEE ENGAGEMENT PROGRAMS, TRAININGS AND REWARDS HELP,

PERFORMANCE  MANAGEMENT PROGRAM

I3: TRAININGS AND REWARDS HELP

I4: STAFF PARTY, TEAM BUILDING, PERFORMANCE MANAGEMENT PROGRAM

I5: STAFF PARTY, TEAM BUILDING, LACK OF REWARDS

I6; TEAM BUILDING PROGRAM

I7: TEAM BUILDING, REWARD SYSTEM FOR SOME DEPARTMENTS FOR SOME DEPARTMENTS

I8: SIMPLE HR PROGRAMS, TRAINING SESSION, JOB CHATS, REWARD SYSTEM FOR SOME DEPARTMENTS FOR SOME DEPARTMENTS

I9: TRAINING SESSION, TEAM BUILDING, STAFF PARTY

	How often do you have direct conversation with your manager on performance? Give examples.
	I have been working here for over 2 years now. My previous manager has never bothered to highlight my shortages; I only found that I would not receive a bonus or an adjustment to the salary as I did not perform up to the standard. But I never new what the standard was. I am hoping this will change for the best now, but still not too sure. 


	I have a yearly conversation relating to performance with my immediate superior. We discuss how and what personal improvements can make the team more productive. 

We also discuss personal performance expectations. My manager highlights the points where he considers that improvement is needed.
	Not as often now, as I had before. My new superior is now learning, and probably things will enter a new normality at one point. I used to have approximately four official chats per year on performance with my previous manager. It was really helpful, and it improved my work. There was no pressure in these talks, and they were held to help you not to tell you off.
	I rarely have a conversation on performance with my manager. When I started to work here, I had a few of these, but later it got forgotten. I did not have one since two years I think. When I had it, we were talking about how I can improve myself in certain areas. These were really helpful; it gave me an insight on how I am regarded by my superior.
	Not too often. After I started working here, I was told that there would be four chats per year, but after the first two these did not happen anymore, they were forgotten. I was told we were too busy to do this.
	These conversations happen rarely, and are not planned ones. These are brought out by certain situations, and usually are just pointing out individual observations, out of context mostly. I feel as if I would be underperforming, though I am working at full speed…
	I used to have this kind of conversations yearly but nowadays these do not happen. It was kind of good being able to chat about things that affect your work in a more relaxed environment. I think my manager does not have enough time to schedule these, which is bad. This way he will notice the problems only when it will be too late.
	I have chats with my manager about performance, and they are quarterly. He follows them up and highlights all the shortages and as well all the outcomes. He shows what could have been done differently, how it can still be improved. Unfortunately I do not have the same amount of time with my staff, so I am keeping the meetings every six months.
	I had one at the beginning of the year and one in the middle. These are reoccurring. We always discuss what needs to be done, and what has been done so far. There are productivity issues raised, performance issues discussed, and how these could be improved. It highlights the shortages and helps you find ways to improve yourself. I think this is really helpful.
	I1: JOB CHATS ARE NOT REGULAR OR LACKING  STANDARD NOT COMMUNICATED

I2: REGULAR JOB CHATS, EXPECTATIONS AND IMPROVEMENTS ARE DISCUSSED

I3: JOB CHATS ARE NOT REGULAR OR LACKING, NEW MANAGER, USED TO HAVE FOUR PER YEAR

I4: JOB CHATS ARE NOT REGULAR OR LACKING,  EXPECTATIONS AND IMPROVEMENTS ARE DISCUSSED

I5: JOB CHATS ARE NOT REGULAR OR LACKING,

I6:JOB CHATS ARE NOT REGULAR OR LACKING, PERFORMANCE AND IMPROVEMENTS ARE DISCUSSED

I7: JOB CHATS ARE NOT REGULAR ANYMORE,  PROBLEMS ARE DISCUSSED

I8:  REGULAR JOB CHATS, PERFORMANCE AND IMPROVEMENTS ARE DISCUSSED

I9: 

REGULAR JOB CHATS, PERFORMANCE AND IMPROVEMENTS ARE DISCUSSED

	What steps need to be taken to bring a poor performer up to standard of the rest of the team?
	In my opinion there should be several trainings and mentoring programs available for those who under perform. Also this could be due to low motivation, such as poor salary…
	I consider that the lack of motivation is the main reason for poor performance. This is why I think that there should be training programs available for such employees. As well there should be some external motivator, such as monthly bonuses, team activities.
	I think that poor performance comes from no motivation. If you do not have a good reason as of why you should perform better, than you will not improve. I think that rewards are good motivation tools, and should be used as often as possible. And this tool should be used for all employees not only the good ones or the poor ones.
	I believe that good training sessions at the beginning of the employment are a good starting point as poor performance might arise due to lack of knowledge. If the knowledge base is good, than there are other options to consider, such as motivating the employee with a good salary, either with bonuses. Also a good motivation could be one to one chats, to find the true reason of such underperformance.
	There should be trainings available for all employees when they start their employment. This should include product knowledge skills and general skills needed in the daily work. We only have the general skills training, the rest needs to be learnt on the way. So if a person is not already motivated at the beginning, than this means that they will lack this knowledge constantly and will not improve. There should be some motivating activities or bonuses to make them want to improve. But I cannot say this happens, so poor performers will leave eventually and than this process starts all over again, with us hoping that maybe the next person will be a better performer
	In our department there are no poor performers, as we are all giving one hundred percent in. From time to time we get overwhelmed by these continuous requirements, well observed by the managers, and than we might get rewarded with some bonuses. I think in most cases this is a great help, but not always enough. Lifting the weight of from ones shoulders could be also helping.
	There is always a reason for poor performance. Some people don’t have enough knowledge, so they need training on the job that is more in depth. Some people lack motivation, and they would need bonuses, better salary or other kind of rewards such as the possibility of advancing on the job.
	In my opinion poor performers need coaching and mentoring. Obviously it will turn out if they are here to stay or they want to leave as soon as the serious work starts. But everyone deserves a trial, so half a year of mentoring and close coaching will show its benefits.


	The manager needs to have a chat with this person as a first step, to identify the reasons behind poor performance. As a follow up, a step by step proposal has to be made. This proposal should help improve the performance of this individual, and it should also have a deadline. At the end of the deadline there should be visible improvements. Otherwise this person should be asked to leave the position, or another position should be offered.
	I1: MENTORING PROGRAMS, LACK OF MOTIVATION

I2: LACK OF MOTIVATION, TRAININGS AND REWARDS HELP

I3: LACK OF MOTIVATION, REWARDS HELP

I4: LACK OF MOTIVATION, TRAININGS AND REWARDS HELP 

I5: LACK OF MOTIVATION, TRAININGS AND REWARDS HELP

I6: ALL DEPARTMENT WORKS 100%, TRAININGS AND REWARDS HELP 

NOT ALWAYS ENOUGH

I7:LACK OF MOTIVATION, MENTORING PROGRAMS

TRAININGS AND REWARDS HELP

I8: MENTORING PROGRAM

I9: EVALUATION BY MANAGER, FIND REASON FOR POOR PERFORMANCE, DEADLINE FOR IMPROVEMENT



	Talent management
	

	What do you think talent is? Do you think there is a talent specification at your company? 
	I never heard of any specification of talent at our company. I think that talent is a person, who has high qualities, is a high performer.
	Well, I guess in a way everyone is a talent. The company has to see in what way each individual can put his share in the bowl. There is no talent specification, but I do believe that those who can relate to working at the company have good career prospects ahead of them. I mean that there are good opportunities for those who stick around and actually make an effort to find them…
	I think we are all talents. We all have traits that make us good at what we are doing. So we just need to put these in good use. This is where trainings could help. Unfortunately I did not see or heard of any talent specification up until now. The company is looking for individuals who have excellent skills, but this is not specifically called talent at the moment.
	I think that talent is a person, who performs at his best under all circumstances. Not everyone can be called talent in my opinion. I cannot say, that I seen anything that can be called as a talent specification at the company, so I would say there is no such thing.
	I think that everyone is talented in something, but from the company’s point of view I believe that high performers are the talents. I don’t believe that there is a talent specification at the company that is written down as a rule. Because of this there can be many verbal specification of talent among the managers. It is not easy to define this anyway, so I don’t think there will be one anytime in the near future.
	Talent is a person, who manages to perform well under any circumstances, and who can help the company reach its goals. Unfortunately not everyone is a high performer, and not all of us manage to pull the company ahead. But I think all of us can put our shares in and try. 
	Talent is a person, who outstands from the rest of the crowd, who is noticed immediately for his good ideas, for excellent performance on tasks. Unfortunately there is no talent specification at the company; nobody has tried to define what talent is up until now. I am hoping this will change in the near future, as there are outside personnel working on making improvements
	There is no talent specification provided at the company, I never seen one. In my opinion everyone has some sort of talent, but they have to learn how to make a good use of it in different environments. This is a specific place here, and it requires a lot of attention to detail, good language and sales skills, sometimes even specific technical and IT knowledge. Obviously we are not all good at everything, so it is necessary to choose the right person for the right job. Otherwise this person will not be able to use its talents and eventually will fail due to feeling useless and undervalued, making this person leave
	I think talent is an individual, who has high qualities and excellent performance at a job. This individual outstands from the rest of the employees, and it is capable of understanding what needs to be done, and takes advantage of new opportunities. Not all employees are highly talented, but I also think that a company also needs those who are not so much outstanding. There is no talent specification here at the company. There are no set rules, so only those are noticed who are in the front line.
	I1: NO TALENT SPECIFICATION, HIGH QUALITIES HIGH PERFORMERS ARE NOTICED

I2: EVERYONE IS A TALENT, GOOD OPPORTUNITIES FOR TALENT, NO TALENT SPECIFICATION

I3: EVERYONE IS A TALENT, NO TALENT SPECIFICATION

I4: HIGH PERFORMER, NO TALENT SPECIFICATION

I5: EVERYONE IS A TALENT, RANDOM MANAGEMENT DECISION

NO TALENT SPECIFICATION

I6: HIGH PERFORMER, REACH COMPANY GOALS

I7: OUTSTANDING PERSONALITY, HIGH PERFORMER, NO TALENT SPECIFICATION, EXPERT HIRED

I8: NO TALENT SPECIFICATION, EVERYONE IS A TALENT, DIFFERENT SKILLS, DIFFERENT JOBS

I9: HIGH QUALITIES, HIGH PERFORMER, OUTSTANDING PERSONALITY, NO TALENT SPECIFICATION

	Why do you think some employees are included in TM process and others are not?
	I don’t think there is such thing at our company, I have never seen it. But I would say if it were, than the people included would be the high performers, as they would pull the company ahead.
	Your statement does not really relate to our company. We do not have written down processes for TM, at least I have not seen those yet. This is why I think that those who perform well and try to prove themselves are the ones will get noticed. Those who are waiting to get noticed and do nothing about it, well nothing is going to happen.
	I think we are all different and have different traits. We all have a purpose, but not all of us got a strong drive to reach them. So I assume that individuals who go for it stronger are noticed more often and earlier than others. I think this is a contest, those who get there first gets the prize. Unfortunately not all of us get there soon enough to be noticed…
	I think it is due to performance. Those who try harder get better results and they are the ones who can actually be seen by the managers. 
	I believe that employees are mainly categorized as poor or high performers, and than there is the middle group that just does what is requested. Those chosen for specific tasks are high performers. They get noticed and are proposed for new activities, tasks. The rest of the employees are just not considered as an option, don’t get noticed.
	As I stated above, some of us are high performers and some of us are not. This is why those with high performance are noticed and chosen for positions. Those performing less well but still good never get in the spotlight though.
	I think that I can highlight that there are no TM processes here at our company, I never heard of them at least. The people who are noticed are those who perform better. Unfortunately there is no chance of being noticed for those who are good performers but below excellent as there is nothing to take account of it. There is no point system, no reward system, nothing to highlight continuously good performance.
	This is a performance issue, I believe. Some individuals perform well and make good use of their talents, whilst others are not able to do this.  This is obviously noticed by the managers, so the high performers are selected for further projects, opportunities to advance on the job. The rest of the people will never get noticed as their have average, or below average performance. They will remain the executers forever, or will feel left out and leave.
	This is mainly due to performance and I noticed that employees are chosen from those who prove their worth or try long and hard enough to succeed in a task.
	I1: TM PROCESSES DOESN’T EXIST, HIGH PERFORMERS ARE NOTICED

I2: TM PROCESSES DOESN’T EXIST, HIGH PERFORMERS ARE NOTICED

I3: HIGH PERFORMERS ARE NOTICED

I4: HIGH PERFORMERS ARE NOTICED, BETTER RESULTS

I5: HIGH PERFORMERS ARE NOTICED, TALENT IS HARD TO FIND

I6: HIGH PERFORMERS ARE NOTICED, OTHERS REMAIN UNNOTICED

I7: TM PROCESSES DOESN’T EXIST, HIGH PERFORMERS ARE NOTICED

I8: HIGH PERFORMERS ARE NOTICED, OTHERS REMAIN UNNOTICED

I9: HIGH PERFORMERS ARE NOTICED

	Why do you think it is important for an organization to manage talent?
	I am talking in theory now, as I do not think the company manages the talent. By managing them they would get the trainings they need, and they would also achieve their purposes. This would mean that several issues would show up in time, and could be discussed and resolved. Probably there would be less leaver.
	I think this is a though question.  Talent is not very easy to find, and even though you have good employees, they would not necessarily be accounted for as a talent, if you come to think about the meaning of this. I think the company is trying since the beginning to find the most talented people to work here. But I do not think it has found a way to manage them properly. This is an important issue that needs to be addressed by the higher management.

Managing and especially keeping the talent is beneficial for the company, and it would help achieve the long term proposed goals.
	Because I do not think that the company actually manages talent, my answer is a little bit theoretical. It would be important to manage talents, but not necessarily divide them from the rest of the employees. I do not think it would be beneficial; it would only create a hole between them. Those considered not talented would feel left out and eventually leave.
	I believe that it is important for every organization to manage its talent. The talented individuals are the ones who get the numbers, the ones who try harder than the rest. But, I do not think our company manages talent. I have rarely been on trainings, and these were not really about developing talent, these were just the obligatory ones. Neither have I seen programs that involve talented individuals. Basically, what I know is, that if you try really hard, you MIGHT get noticed.
	Managing talent is really important for a company. I cannot actually say that our company does this properly or that there are set rules for doing this. All I can say is that it is trying, but maybe not hard enough. I think that the company’s management has not yet realized how much it depends on their employees, how important it is to actually manage them properly. This is why there is such a high fluctuation of people that come and go. I think that everyone arrives with high expectations and than realizes, that in spite of working for such a big company there are only a few processes that are working properly, and they can’t visualize the change coming soon enough.
	It is important because this is what drives the company ahead. Not taking account of your talents would be a big mistake. The company has to ensure that talent is there to stay, and that it will not leave as soon as a better opportunity comes along.
	If our company would manage talent there would be a much better performance over all the departments. Good ideas would get noticed straight away and these would drive the company ahead. Unfortunately at the moment there is no such thing. It is pure luck, or an outstanding performance that makes ideas noticed. This is why the company is not taking steps when it should.
	By managing talent the company can hold on and develop those who perform at their best. These individuals are the basis of knowledge, and will pull the company ahead. Everyone is a talent, but there are still those who make the numbers, so they are the ones that need to be developed. I am not sure that this is actually done, though.
	I think this is what makes a company move forward. People who perform highly are noticed. These people make things work and pull things forward. Unfortunately there are not enough talented individuals so companies have to hold on strongly to those that they have.
	I1: COMPANY IS NOT MANAGING TALENT

I2: TALENT IS HARD TO FIND

COMPANY IS NOT MANAGING TALENT, NEEDS TO BE ADDRESSED TO REACH GOALS

I3: COMPANY IS NOT MANAGING TALENT, EMPLOYEES SHOULD NOT BE DIVIDED

I4: COMPANY IS NOT MANAGING TALENT, TALENT IS HARD TO FIND, LACK OF TRAINING PROGRAMS

I5: COMPANY IS NOT MANAGING TALENT, THERE ARE TRIALS, CHANGE IS NEEDED, MANY LEAVERS

I6: TALENT IS HARD TO FIND, BENEFIT IN RETAINING TALENT

I7: COMPANY IS NOT MANAGING TALENT, REACH COMPANY GOALS

I8: COMPANY IS NOT MANAGING TALENT, HIGH PERFORMERS ARE NOTICED

I9: TALENT IS HARD TO FIND, BENEFIT IN RETAINING TALENT

	Is there an effective employee development plan at your company? Please expand on this.
	If I would talk about the past, than I would definitely say no. If I am looking at the changes that are just happening I could perhaps say that the company is trying to develop a plan to train the employees. But I am not sure if it is trying hard enough. 
	I have a mixed opinion regarding this. There is a plan on how to develop new employees, how to settle them in, but when I rely on my experience, I have to say that this does not always work. I think that this plan needs to be reviewed
	In theory there is a plan. But it changes all the time, and there are no set rules about how to develop an employee who just started to work at the company. All of my colleagues have been trained differently than me. The only thing that didn’t change was the plan that our manager had to write up and follow through the first month of the employment. But even this differed in content for each employee.
	There is a plan, but this is not entirely followed through. My development plan for example was worked out and at the end of the period I had to review this. There was no such thing for other colleagues though. I cannot say that this plan is a well developed model and it works for everyone. I think it has to be moulded for each character to see which parts need changing and which parts can stay.
	There is an employee settle in plan, but this is mostly on paper. The fact is that most of the time the plan is not fully implemented due to lack of time. So people end up working and most of the planned activities never happen, or are only touched without any details. I think that continuous trainings would be needed in order to ensure there is enough knowledge base and work is done as expected. We are not really trained, there are some online documents that can be read and a test can be done in the end. I do not consider this training on the job.
	I think there are a few things that can be mentioned as trials for employee development. One of this would be the trainings for new employees, and an online training followed by tests. I would not call this plan. There is no follow up, nor chats on the job, nothing serious.
	There is some sort of plan, but this is not working properly anymore. We had a settle in plan, which meant that the new employee would start around all departments to see what their work meant. Later this employee would have to read through mountains of materials on how things work and what they mean. Finally there were tests to see if the person gathered a proper knowledge base. But now this is not working anymore, as there is no one to implement this.
	I don’t think there is an employee development plan that works one hundred percent. There is a plan for new employees, where they go around the departments and see what others do and find what they are expected by them. This is not working anymore, only a few departments use this still. Other than this there is not much that can be called development plan.
	No, there is nothing really that can be called employee development plan. There were things initially that were called as such, employee settle in plan and basic team building activities, but these are not working well on their own. There is more needed to have a proper employee development plan, firstly a strong HR, and than a management team, that understand the HR initiatives and ensures there are results. At the moment none of those two things exist, so improvement is needed.
	I1: NO EMPLOYEE DEVELOPMENT PLAN IS AVAILABLE, CHANGE IS NEEDED, NO EMPLOYEE DEVELOPMENT PLAN IS AVAILABLE

I2: THERE IS A PLAN, BUT IT DOES NOT WORK

I3: EMPLOYEE DEVELOPMENT PLAN WORKS RANDOMLY

I4: THERE IS A PLAN BUT IT DOES NOT WORK,  IS NOT WELL DEVELOPED, WORKS RANDOMLY

I5: THERE IS A PLAN BUT IT DOES NOT WORK,, RANDOM MANAGEMENT DECISION
I6: THERE IS A PLAN BUT IT DOES NOT WORK

I7: THERE IS A PLAN BUT IT DOES NOT WORK, NO FOLLOW UPS

I8: THERE IS A PLAN BUT IT DOES NOT WORK

I9: NO EMPLOYEE DEVELOPMENT PLAN IS AVAILABLE, NO HR INITIATIVES TO HIGHER MANAGEMENT

	Questions on how the company is seen
	

	In your opinion, how is the company you work for regarded by other individuals?
	The opinions on the company are really poor from what I am hearing all around. There were a lot of leavers, but this did not ring the bell. Nothing was done till more people left.

At the moment only people with no experience are applying for positions. I think that the expectations are high but the rewards are not up to standard.
	There are mixed opinions out there. Some people see us as a great local company, who developed and grew here. These people see us as a great work opportunity. Also, there is the other group, who actually spread the bad news about us. This group is getting larger and it does not actually help us in finding the talents out there.
	Some people, who are looking at the company from the outside perspective that is shown think that it is a great workplace, with good opportunities. But if it is looked at from inside perspective it is not so great… It is a large company and it offers a large variety of opportunities, but there are problems in tying the two ends and making it work.
	I am not entirely sure about this. I have heard good opinions and also bad ones. I think overall the company is considered as a good perspective, as it was started locally, and basically it developed here.
	I think that the company is regarded as a good work opportunity by many people. But also there is a large group that believes the contrary. In the end, when a prospective employee comes to work here, I would say that the company still has a good reputation. But unfortunately this is changing, so fewer people come to apply for positions.
	I think the company is mostly liked by our community and it is regarded as good job provider. But also there are some people who think the opposite; they think this is a façade. I tend to believe this too.
	I think that the company is still considered a good local company, especially for students, who see this as a good way of gaining experience very close to their home. Also it gives a wide range of work opportunities for the area. Unfortunately it also gained a bad reputation, sometimes being regarded as an employer that does not care for the employees, only seeks to find the business opportunities and offering no support to the workers.
	I think the company is well regarded in our community. It offers a large variety of workplaces, with above minimum wage salaries. But there is also a large segment of people who think that the company is not such a good work opportunity as there is no life and work balance, and salaries are not up to the workload. 
	I think there is a mixed opinion about the company. Outsiders think that it is a good workplace; it offers many opportunities and jobs for this area. Insiders have mixed opinions as well; some think it is great to work here, whilst for others it does not work. This is why there are many leavers.
	I1: POOR OPINION ON COMPANY, MANY LEAVERS, NO CHANGE NOTICED, NO WORK-LIFE BALANCE
I2: MIXED OPINION ON COMPANY, GOOD WORK OPPORTUNITY

 BAD REPUTATION

I3: MIXED OPINION ON COMPANY, GOOD WORK OPPORTUNITY

, POOR OPINION ON COMPANY

I4: MIXED OPINION ON COMPANY

S. GOOD WORK OPPORTUNITY

I5: MIXED OPINION ON COMPANY

, GOOD WORK OPPORTUNITY, BAD REPUTATION

I6: MIXED OPINION ON COMPANY

, GOOD WORK OPPORTUNITY, BAD REPUTATION

I7: MIXED OPINION ON COMPANY

, GOOD WORK OPPORTUNITY, BAD REPUTATION

I8: MIXED OPINION ON COMPANY

, GOOD WORK OPPORTUNITY, BAD REPUTATION, UNBALANCED WORKLOAD
I9:: MIXED OPINION ON COMPANY

, GOOD WORK OPPORTUNITY, BAD REPUTATION, INSIDE OPINIONS ARE DIVIDED AS WELL

	Explain the importance of employer brand in your role?
	It is really important for the suppliers to know that they are working with a strong and well established company. My job is to upkeep this image, and try to improve it where possible.
	It is highly important that we have a good brand image. We actually have the marketing department work on that. Most of the suppliers think highly of our company and it is our role to keep this. I have to point this fact as really important.
	In my work it is very important. I make a lot of sales because people like to buy from acknowledged companies. It is also important, because people check out the company online, and we have good advertisements.
	 The employer brand, or what I think this is, does not play a big role in my job. I do not have to deal with the employment issues the company is struggling with. I am aware of these problems, as it affects our department as well, but basically it is an HR problem. Therefore is them who need to develop it, restructure it.
	The employer brand is not so important for my department; I do not have to contact people outside our company on daily basis. This is probably more important for the departments that contact new people on daily basis.
	It is very important, as this gives the comparison to where our company is situated in the eyes of other companies. This is why it needs to be up kept.


	I cannot say that it has no importance in my current position, but it is not very high on the list. Basically we have little contact with other companies and when we do, we do it professionally.
	I believe that a company that doesn’t have an employer brand can be really exposed to opinions and trends. Unfortunately our company hasn’t got a very strong one. It would need to have a strong marketing at hand to improve their image as an employer, but at the moment there is only one for the brands that are being traded.
	I am not really involved in improving the brand image of the company. But improving the employer brand should be really important for any company. This is what brings in the talented individuals.
	I1: ESTABLISHED COMPANY, IMPORTANT TO UPKEEP BRAND IMAGE
I2: IMPORTANT TO UPKEEP BRAND IMAGE
 I3: IMPORTANT TO UPKEEP BRAND IMAGE

 FOR SALES

I4: BRAND IMAGE NOT IMPORTANT, DOES NOT DEAL WITH EMPLOYMENT ISSUES, CONSIDERS IT IS AN HR ISSUE

I5: BRAND IMAGE NOT IMPORTANT, NOT IN DIRECT CONTACT WITH CUSTOMERS

I6: IMPORTANT TO UPKEEP BRAND IMAGE
I7: BRAND IMAGE NOT IMPORTANT, NOT IN DIRECT CONTACT WITH CUSTOMERS

I8: IMPORTANT TO UPKEEP BRAND IMAGE

, BRAND IMAGE NOT IMPORTANT, POOR OPINION ON COMPANY
I9: IMPORTANT TO UPKEEP, HOLDING ON TO TALENT

	Please describe what makes you want to work for this company? What do you dislike?
	I like the fact that I am working at a company that has well developed work system. It makes me feel at ease to know what I need to do in case certain things happen. 

I dislike that the reward system is so underdeveloped. I hate it when I need to ask for bonuses and adjustments of salary as these are not offered by the company. 
	I like to work with our well developed operation system. I do not think that many companies in this area have this. Also there is a good bunch here, and we can rely on each other when there are though times. I hate it when we cannot keep a person. I am always working hard on ensuring that each employee fits in well in my department.
	I like to be part of a well developed operation system. It helps me with everyday work. But I actually hate the fact that we loose so many clients due to the fact that we are not using our system properly. More likely, I would say that some colleagues are under trained and this costs the company a lot.
	I was actually expecting this question… I like the fact that it has a well structured system that covers all areas and departments. This system is implemented throughout the whole company. Unfortunately many colleagues don’t know how it works, or are not using it in an appropriate way. I also like that there is a great team that I am working with, who always tries to do its best. I think these are the things that are still keeping me here at the moment.
	Well, I can say that I am not trilled to work here. At the moment I consider that having a stable workplace is important, so I am here until I find something more suitable. I actually dislike the fact that some of the processes are not well outlined; you don’t know whose responsibility is what, so everyone ends up pointing a finger to someone else. I actually hate this.
	It offers me a monetary stability at the moment. It is a good thing that it is well organized. I hate the fact that everyone does things the way they like it, but our department has to abide the rules.
	I like to work here because the work environment is mostly organized, in spite of the fact that most processes need to be restructured. The job is well paid in comparison to other companies. I hate the fact that some rules are only made for certain people, and these people can get away with it.
	At the moment I need a stable background, so I am sticking around. I like the fact that it is more or less organized, and that it has a well structured operation system. Only a few companies in this area posses this things.
	I think that this is a developing company. It has got an excellent warehouse system, along with a very good IT system, purchasing system, financial system. It makes everything go well. I do not like the fact that individuals are often overlooked and thought as numbers. I also dislike that everything is thrown in the deep water right at the beginning of their work, and there is no proper training.
	I1:  LIKES TO WORK AT COMPANY, DEVELOPED OPERATION SYSTEM, REWARD SYSTEM FOR SOME DEPARTMENTS

I2: LIKES TO WORK AT COMPANY , DEVELOPED OPERATION SYSTEM, GOOD TEAM WORK

I3: LIKES TO WORK AT COMPANY, DEVELOPED OPERATION SYSTEM, LACK OF TRAINING, LOST OF CLIENTS

I4: DEVELOPED OPERATION SYSTEM. LACK OF TRAINING, INAPPROPRIATE USAGE, GOOD TEAM WORK

I5: NOT HAPPY TO WORK AT COMPANY, NEEDS A STABLE WORK PLACE, PROCESSES NEED TO BE RESTRUCTURED

I6: GOOD WORK-LIFE BALANCE, HATES THAT RULES DON’T APPLY TO EVERYONE

I7: LIKES TO WORK AT COMPANY, DEVELOPED OPERATION SYSTEM, PROCESSES NEED TO BE RESTRUCTURED, HATES THAT RULES DON’T APPLY TO EVERYONE

I8: NEEDS A STABLE WORK PLACE, DEVELOPED OPERATION SYSTEM

I9: DEVELOPED OPERATION SYSTEM, POOR OPINION ON COMPANY

	If there would be a perfect workplace, what it would be like?
	The perfect workplace… I do not think it actually exists anywhere. I would describe it as a place where there are rewards for work well done, and also for teams; there is a team, that breaths like one, not only on paper. Individual opportunities are offered for every employee to develop, this way they will not want to leave.
	I think it would be this company, but I would reform it here and there. There would be individual targets and rewards, team targets and rewards, and these would not be dependent on each other. I know that most employees are not satisfied with their salary. I would ensure that there are bonuses quarterly, annually and so on. I feel that there would be more events and group activities needed to build a good team, so I would organize more of these. But this would make the company perfect and I do not think this would be possible.
	Firstly, I do not think that such place exists in reality. But assuming that it would be possible, than I can imagine this place to be organized. Also this place would need to be beneficial for the employees, with regular rewards (salary, bonuses) that would keep them motivated; regular trainings that would keep their knowledge active. Also this place would be built on individuals who love what they are doing.
	 I think this company has all the points that could make a perfect workplace. The only problem is that these dots are not joined together all along the way, so it is difficult to say how you would be able to make it work. Probably you would need to find the missing lines and see what went wrong there. But this is a long process, and for this to work, you have to admit that there is a problem in the first place.
	The perfect workplace only exists in fairy tales… In my opinion, this place needs to be functioning at the high operational level same way as at lower levels. I also imagine this place where individuals would come in to work with joy, for the love of job.There would be great bonuses and great salaries. But hey, unfortunately this place does not exist.
	I think this place will need to be well organized, with good benefits in place. It would be a high knowledge workplace, where everyone loves the jobs they are doing.
	I am a very realistic person, so I do not believe a perfect workplace could exist. Mostly because we are humans, and our interaction to others will make the workplace imperfect.
	There is no such thing as a perfect workplace, I have never worked in one
	If such place would exist than everyone would be going to work as if they would be going to holidays. All things would work smoothly and there would be proper work life balance. I think all people wish for such thing, but it does not really exist.
	I1: PERFECT WORKPLACE DOESN’T EXIST, REWARDS, TEAM WORK, PROFESSIONAL DEVELOPMENT  
I2: COMPANY COULD BE PERFECT WITH REFORMS, REWARD SYSTEM FOR SOME DEPARTMENTS, TRAININGS AND EMPLOYEE ACTIVITIES

I3: PERFECT WORKPLACE DOESN’T EXIST, DEVELOPED OPERATION SYSTEM, REWARD SYSTEM FOR SOME DEPARTMENTS AS MOTIVATOR, TRAININGS AND EMPLOYEE ACTIVITIES

I4: COMPANY COULD BE PERFECT, POOR OPINION ON COMPANY

I5: PERFECT WORKPLACE DOESN’T EXIST, ALL LEVELS FUNCTIONING THE SAME WAY, REWARD SYSTEM FOR SOME DEPARTMENTS

I6: DEVELOPED OPERATION SYSTEM

I7: PERFECT WORKPLACE DOESN’T EXIST, INTERACTIONS MAKE  WORKPLACE IMPERFECT

I8: PERFECT WORKPLACE DOESN’T EXIST

I9: PERFECT WORKPLACE DOESN’T EXIST, GOOD WORK-LIFE BALANCE


7.5 Participant agreement form
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Participant Name _______________xyz___________________
Interviewer Name ____________ Tubuly Gizella, UWTSD _____________________

Interviewer Programme of Study ________SBMA7123D_Dissertation_________

Research Learning Tutor ________ Dr Roisin Mullins, UWTSD _______________
Participation Agreement to be interviewed:
I agree to participate in the research concerning “Talent management and how this affects local businesses”.  I understand that the purpose of this study is to examine my experiences of  “talent management within the company I work currently”.  I understand that this will involve me in a short 15-20 -minute interview.

I understand that this interview will be recorded and transcribed for use only in interviewer’s (Tubuly Gizella) undergraduate research methods course and dissertation at the University of Wales Trinity Saint David.

I understand that my name or any reference to my identity will be kept anonymous in this study and for any subsequent publications I will be asked again for my consent.  I understand that use storage of the recordings and transcriptions relating to this interview will be anonymous; not be used for any other purpose than this study and will be subsequently destroyed after the use intended here.

I understand that I may withdraw from the study at any point with all records of my contribution removed without having to provide a reason. 

Interviewee Signature:
Interviewer Signature:
Date of Interview:
A copy of this agreement should be retained by both interviewer and interviewee.
8. Figures and tables

8.1 Tables

Table 1 – The four-quadrant model
	QUADRANT 1
	QUADRANT 2

	High value & high uniqueness
	High value & low uniqueness

	Low value & low uniqueness
	Low value and high uniqueness

	QUADRANT 3
	QUADRANT 4


Table 2 – HR practices that enhance employee engagement
	
	Practices
	Short description

	1
	Job and task design
	Jobs need to be filled with meaningfulness, variety, autonomy, co-worker support; creating opportunities for personal development by developing knowledge, skills, experience and expertise

	2
	Recruiting
	Recruiting messages show that the person is fit for the job; emphasizes opportunities for movement or promotion;

	3
	Employee selection
	Select the best fit for the best job; create positive first impression on the company

	4
	Training and development
	Ensure understanding of job contribution to the organizational goals; offer development of skills to enhance performance, satisfaction and self-efficacy; signal commitment reciprocity by investing in trainings, accommodate employee’s commitment when organizing trainings.

	5
	Compensation
	Motivate employees with contribution; pay for performance - focus attention on behaviour that is based on incentives; competency-based pay enhances employees performance, satisfaction and self efficiency; competitive pay; flexible benefits and perks; retirement pay plans.

	6
	Performance management
	Provide challenging goals to achieve organizational objectives; positive feedback and recognition for accomplishments; recognition and appreciation for contributions; enable employees to experience success; value the expertise of experienced employees.


Table 3- Braun and Clarke’s six phase framework with explanations
	
	Steps
	Description

	1
	Familiarization
	Transcribing audio, looking through the data

	2
	Coding
	Highlight sections (phrases/sentences), coding describes the idea/feeling expressed. Add new codes; gather the codes into groups to overview the common/different points.

	3
	Theme creation
	Several codes can be combined into themes; some codes can be discarded, if they are rare or vague. The themes have to tell something that is helpful

	4
	Reviewing themes
	Revisit the themes and check if these are really in the data; these can be split, combined, or discarded and new ones created

	5
	Defining  themes
	Themes need to be defined and named, so that these are understandable

	6
	Writing up
	It needs to take the form of a paper, with an introduction, discussion of themes and a conclusion.


Table 4 Survey questions – Section 2

	Section 2 Questions
	Offered responses

	What is your gender?
	Male

Female

I would not like to specify this

	Are you a manager?
	Yes

 No

I would not like to specify this

	How long have you been working for the company?
	Less than a year

Between 1-5 years

Between 5-10 years

Over 10 years


Table 5 Survey questions – Section 3 – Part one – Processes and performance management
	
	Questions on processes and performance management

	1
	The company processes help my work

	2
	The company processes hinder my work

	3
	Salary and benefits are fairly distributed

	4
	The current performance management process is effective

	5
	I can develop my career at the company

	6
	There is a relation between my performance and pay


Table 6 Survey questions – Section 3 – Part two – Questions on management
	
	Questions on management

	1
	I know what is expected of me at work

	2
	My manager is open and honest with me

	3
	My manager helps me set effective goals

	4
	My manager provides me with coaching and guidance I need

	5
	I know how my work contributes to the company’s overall objectives

	6
	I receive praise and recognition for my achievements


Table 7 Survey questions–Section 3–Part three–Innovation and open climate
	
	Questions on innovation and open climate

	1
	I am encouraged to be innovative in my job

	2
	Within my department we always find new ways to work

	3
	Within my department we search for new ways to work and do business

	4
	Within my department generating new ideas is noticed

	5
	My manager ask the opinion and suggestion of the employees

	6
	The management keeps us informed about matters affecting us


Table 8 Survey questions–Section 3–Part four– Results and teamwork
	
	Questions on results and teamwork

	1
	I understand the goals of my department

	2
	The company’s higher management gives a clear image where the company is headed

	3
	My manager encourages teamwork

	4
	Within my department we work effectively as a team

	5
	Within my department we look proactively for opportunities to cooperate with others


Table 9 Survey questions–Section 3–Part five– Engagement and work environment
	
	Questions on engagement and work environment

	1
	I am proud to work at the company

	2
	I am proud to work at my department

	3
	I would recommend my company to others as a good place of work

	4
	I feel personally accomplished

	5
	I will not leave the company in the near future 

	6
	I  feel comfortable giving feedback to my team

	7
	I feel my voice is heard and respected

	8
	I feel I can suggest new ideas/questions ways of doing things

	9
	I feel we’re living our company values and mission


Table 10 Survey questions–Section 3–Part six– Retention and succession planning
	
	Questions on retention and succession planning 

	1
	The company identifies potential talent and develops middle level employees

	2
	The company evaluates and manages employee performance

	3
	My immediate manager is coaching and developing me 

	4
	The company has a strategy in place for recruiting and developing new talents

	5
	There is a growth strategy at my company

	6
	I feel motivated to increase the value of the company

	7
	Retention of talent is very important for my company

	8
	The managers are promoted from within the company


Table 11 Coding framework

	Topic
	Number of questions

	Question on management
	1-3

	Rewards – employee engagement
	4-8

	Job satisfaction, plans for future
	9-14

	Performance management
	15-20

	Talent management
	21-24

	Questions on how the company is seen
	25-28


Table 12 Extended coding

	Topic
	Nr. of questions
	Hypothesis

	
	
	Talent management can create value when addressing the individual needs (financial /material rewards, job security) and the organizational needs (meaningful and challenging work, personal accomplishment, work relationships)
	Talent management can create value to grow productivity and social awareness
	Human capital is valued within the organization, thus the company is seen as top recruiter in the market
	Performance management and employee engagement sets individual and team goals within the company, thus enables talented individuals to achieve the set goals
	The company has developed their resources (valuable, rare, hard to imitate) in order to achieve competitive advantage on the market

	Question on management
	1-3
	X
	
	X
	
	

	Rewards – employee engagement
	4-8
	X
	
	X
	X
	X

	Job satisfaction, plans for future
	9-14
	X
	X
	
	X
	

	Performance management
	15-20
	
	
	
	X
	X

	Talent management
	21-24
	
	X
	
	
	X

	Questions on how the company is seen
	25-28
	
	X
	X
	
	


Table 13 - Code frequency under themes
	Question on management
	Rewards – employee engagement
	Job satisfaction, plans for future
	Performance management
	Talent management
	Questions on how the company is seen

	GETS THE WORK DONE (2)

IMPROVING TEAM MORAL (2)

NOTICING PERFORMANCE (3)
PROVIDES GUIDANCE (1)

TEAM PLAYER(5)
MANAGERIAL STATUS (2)

SUPPORT THE TEAM (7)
DEVELOP THE TEAM (4)

WORKS ALONG THE TEAM (6)
GOOD LEADERSHIP SKILLS (1)
GOOD COMMUNICATION SKILLS (6)
PEOPLE’S SKILL (3)
FEELS APPRECIATED (2)

EQUAL WORKLOAD NEEDED (4)

OFTEN CONGRATULATIONS (9)

BONUSES WOULD BE PREFERRED (2)
TEAM BUILDING (3)

HELPFUL MANAGER(2)

LACK OF COMMUNICATION (1)
	SALARY AND PERSONAL ACHIEVEMENT AS MOTIVATOR (5)
SALARY IS MAIN MOTIVATOR (3)

PERSONAL ACHIEVEMENT IS MAIN  MOTIVATOR (1)

SALARY ADJUSTMENT WAS REQUESTED (3)

SALARY AS REWARD (2)
NON-MONETARY REWARD (6)

POOR TEAM MORAL (4)
GOOD TEAM MORAL (2)

LACK OF REWARDS (7)

HAPPY WITH SALARY (2)
SALES BONUS (3)
UNHAPPY WITH SALARY (11)
UNHAPPY WITH BONUS (3) 
UNBALANCED WORKLOAD (9)

UNFAIR TREATMENT (7)

POSITIVE ABOUT CHANGE (4)
NO CHANGE NOTICED (7)
CHANGES NOTICED (7)
EXPERT HIRED (5)

	PROUD OF WORK (7)

PROUD OF ACHIEVEMENT (3)
PROUD OF COLLEAGUES (2)

PROUD OF MANAGER(2)

NOT PROUD OF MANAGER (3)
INFLUENCED BY MENTOR (4)
INFLUENCED BY MANAGER(3)
INFLUENCED BY OWNER/MENTOR (2)

OFFERS POINTS FOR IMPROVEMENT (2)
LANGUAGE SKILLS (4) 
COMPUTER SKILLS (2)

NO EXPERIENCE (3)
WORK EXPERIENCE (5)
MENTOR WAS HELPFUL (2)

LEARNING OPPORTUNITIES (2)

PROFESSIONAL DEVELOPMENT  (9) 
LACK OF CAREER  ADVANCEMENT (4) 
CAREER  ADVANCEMENT (8)

LOVES JOB (5)
CHALLENGING JOB (2)

MIGHT LEAVE IF NO IMPROVEMENT (1)

MIGHT LEAVE IF TOO MUCH PRESSURE (3)
NOT THINKING OF LEAVING (3)

NOT  PASSIONATE ABOUT JOB(1)

PASSIONATE ABOUT JOB (4)
PASSIONATE ABOUT FAMILY (2)
PASSIONATE ABOUT PERSONAL DEVELOPMENT (1)

PASSIONATE ABOUT OUTDOOR ACTIVITIES (3)

PASSIONATE ABOUT MEETING PEOPLE (2)
	TM PROCESSES DON’T EXIST(3)

NO EMPLOYEE DEVELOPMENT PLAN IS AVAILABLE (3)

HIGH PERFORMERS ARE NOTICED (11)

EMPLOYEE DEVELOPMENT PLAN WORKS RANDOMLY (3)

HIGH PERFORMER (4)

HIGH QUALITIES (2)

BETTER RESULTS

LACK OF TRAININGS (3)

THERE IS A PLAN BUT IT DOES NOT WORK(6)

RANDOM MANAGEMENT DECISION (3) 

CHANGE IS NEEDED (2)

REACH COMPANY GOALS (2) 

OTHERS REMAIN UNNOTICED (2)

NO HR INITIATIVES TO HIGHER MANAGEMENT (1)

TALENT HAS AN OUTSTANDING PERSONALITY (2)

NO TALENT SPECIFICATION (8)

PARTIALLY RETAINING TALENT (5)

COMPANY IS NOT MANAGING TALENT (7)

EVERYONE IS A TALENT (4)

TALENT IS HARD TO FIND (5)

BENEFIT IN RETAINING TALENT (12)

TALENT AS INVESTMENT (3)

NOT TRANSPARENT TM PROCESS(7)

NOT RETAINING TALENT (3)

NON-EXISTENT TM PROCESS (5)

VERY BASIC TM PROCESSES (5)
	MENTORING PROGRAMS (3)

THE COMPANY UNPREPARED FOR LEAVERS (1)

HOLDING ON TO TALENT (5)

EMPLOYEE ENGAGEMENT PROGRAMS (2)

EXPECTATIONS AND IMPROVEMENTS ARE DISCUSSED (3)

LACK OF MOTIVATION (7)

TRAININGS AND REWARDS HELP (9)

MANY LEAVERS (10)

RANDOM OCCURRENCE (4)

JOB CHATS ARE NOT REGULAR OR LACKING (6)

REGULAR JOB CHATS (5)

STRESSFUL, 

OFFERS FROM MANAGEMENT TO STAY (3)

STAFF PARTY (3)

PERFORMANCE MANAGEMENT PROGRAM (2)

COMPANY IS NOT TRYING HARD ENOUGH(4)

INDIVIDUALS CHOSEN FOR OFFERS BASED ON FEELINGS (2)

LEAVERS  USED BY COMPETITION (1)

DIFFERENT MANAGEMENT PERSPECTIVE (2)

REWARD SYSTEM FOR SOME DEPARTMENTS (6)

TEAM BUILDING,(5)

PERFORMANCE AND IMPROVEMENTS ARE DISCUSSED (3)
	POOR OPINION ON COMPANY (5)

NO WORK-LIFE BALANCE (2)

ESTABLISHED COMPANY (1)

IMPORTANT TO UPKEEP BRAND IMAGE (6)

LIKES TO WORK AT COMPANY (4)

DEVELOPED OPERATION SYSTEM (9)

PERFECT WORKPLACE DOESN’T EXIST (6)

GOOD TEAM WORK (3)

MIXED OPINION ON COMPANY (8)

GOOD WORK OPPORTUNITY (8)

BAD REPUTATION (6)

TRAININGS AND EMPLOYEE ACTIVITIES (2)

BRAND IMAGE NOT IMPORTANT (4)

COMPANY COULD BE PERFECT WITH REFORMS (2)

NOT IN DIRECT CONTACT WITH CUSTOMERS (2)

NEEDS A STABLE WORK PLACE (2)

PROCESSES NEED TO BE RESTRUCTURED (2)

GOOD WORK-LIFE BALANCE (2)

 HATES THAT RULES DON’T APPLY TO EVERYONE (2)


Table 14 Codes and frequency Hypothesis 1A

	Question on management
	Rewards and employee engagement
	Job satisfaction, plans for the future

	OFTEN CONGRATULATIONS (9)
SUPPORT THE TEAM (7)
WORKS ALONG THE TEAM (6)
GOOD COMMUNICATION SKILLS (6)
TEAM PLAYER(5)
EQUAL WORKLOAD NEEDED (4)

DEVELOP THE TEAM (4)

PEOPLE’S SKILL (3)
TEAM BUILDING (3) 
NOTICING PERFORMANCE (3)
HELPFUL MANAGER(2)
GETS THE WORK DONE (2)
BONUSES WOULD BE PREFERRED (2)
MANAGERIAL STATUS (2)

FEELS APPRECIATED (2)

IMPROVING TEAM MORAL (2)

LACK OF COMMUNICATION (1) PROVIDES GUIDANCE (1)
GOOD LEADERSHIP SKILLS (1)

	UNHAPPY WITH SALARY (11)

UNBALANCED WORKLOAD (9)

NO CHANGE NOTICED (7)
CHANGES NOTICED (7)
LACK OF REWARDS (7)
UNFAIR TREATMENT (7)

NON-MONETARY REWARD (6)
EXPERT HIRED (5) 

SALARY AND PERSONAL ACHIEVEMENT AS MOTIVATOR (5)
POOR TEAM MORAL (4)

POSITIVE ABOUT CHANGE (4)

SALARY IS MAIN MOTIVATOR (3)

SALARY ADJUSTMENT WAS REQUESTED (3)

SALES BONUS (3)
UNHAPPY WITH BONUS (3) 
SALARY AS REWARD (2)
GOOD TEAM MORAL (2)

HAPPY WITH SALARY (2)
PERSONAL ACHIEVEMENT IS MAIN  MOTIVATOR (1)


	PROFESSIONAL DEVELOPMENT  (9) 
CAREER  ADVANCEMENT (8)

PROUD OF WORK (7)

LOVES JOB (5)

WORK EXPERIENCE (5)
INFLUENCED BY MENTOR (4)
LANGUAGE SKILLS (4) 
PASSIONATE ABOUT JOB (4)
LACK OF CAREER  ADVANCEMENT (4) 
MIGHT LEAVE IF TOO MUCH PRESSURE (3)
NOT THINKING OF LEAVING (3)

PASSIONATE ABOUT OUTDOOR ACTIVITIES (3)

PROUD OF ACHIEVEMENT (3)
NO EXPERIENCE (3)
INFLUENCED BY MANAGER(3)
NOT PROUD OF MANAGER (3)
PASSIONATE ABOUT MEETING PEOPLE (2)

INFLUENCED BY OWNER/MENTOR (2)

MENTOR WAS HELPFUL (2)

COMPUTER SKILLS (2)

LEARNING OPPORTUNITIES (2)

OFFERS POINTS FOR IMPROVEMENT (2)
PASSIONATE ABOUT FAMILY (2)


PROUD OF COLLEAGUES (2)

PROUD OF MANAGER(2)

CHALLENGING JOB (2)
PASSIONATE ABOUT PERSONAL DEVELOPMENT (1)

MIGHT LEAVE IF NO IMPROVEMENT (1)
NOT  PASSIONATE ABOUT JOB(1)


Table 15 Codes and frequency Hypothesis 1B
	Job satisfaction, plans for future
	Talent management
	Questions on how the company is seen

	PROFESSIONAL DEVELOPMENT  (9) 
CAREER  ADVANCEMENT (8)

PROUD OF WORK (7)

LOVES JOB (5)

WORK EXPERIENCE (5)
INFLUENCED BY MENTOR (4)
LANGUAGE SKILLS (4) 
PASSIONATE ABOUT JOB (4)
LACK OF CAREER  ADVANCEMENT (4) 
MIGHT LEAVE IF TOO MUCH PRESSURE (3)
NOT THINKING OF LEAVING (3)

PASSIONATE ABOUT OUTDOOR ACTIVITIES (3)

PROUD OF ACHIEVEMENT (3)
NO EXPERIENCE (3)
INFLUENCED BY MANAGER(3)
NOT PROUD OF MANAGER (3)
PASSIONATE ABOUT MEETING PEOPLE (2)

INFLUENCED BY OWNER/MENTOR (2)

MENTOR WAS HELPFUL (2)

COMPUTER SKILLS (2)

LEARNING OPPORTUNITIES (2)

OFFERS POINTS FOR IMPROVEMENT (2)
PASSIONATE ABOUT FAMILY (2)


PROUD OF COLLEAGUES (2)

PROUD OF MANAGER(2)

CHALLENGING JOB (2)
PASSIONATE ABOUT PERSONAL DEVELOPMENT (1)

MIGHT LEAVE IF NO IMPROVEMENT (1)
NOT  PASSIONATE ABOUT JOB(1)
	BENEFIT IN RETAINING TALENT (12)

HIGH PERFORMERS ARE NOTICED (11)

NO TALENT SPECIFICATION (8)

NOT TRANSPARENT TM PROCESS(7)
COMPANY IS NOT MANAGING TALENT (7)

THERE IS A PLAN BUT IT DOES NOT WORK (6)
NON-EXISTENT TM PROCESS (5)

PARTIALLY RETAINING TALENT (5)

TALENT IS HARD TO FIND (5)

VERY BASIC TM PROCESSES (5)

EVERYONE IS A TALENT (4)

HIGH PERFORMER (4)

LACK OF TRAININGS (3)

TM PROCESSES DON’T EXIST(3)

EMPLOYEE DEVELOPMENT PLAN WORKS RANDOMLY (3)

NO EMPLOYEE DEVELOPMENT PLAN IS AVAILABLE (3)

TALENT AS INVESTMENT (3)

NOT RETAINING TALENT (3)

RANDOM MANAGEMENT DECISION (3) 

CHANGE IS NEEDED (2)

REACH COMPANY GOALS (2) 

OTHERS REMAIN UNNOTICED (2)
TALENT HAS AN OUTSTANDING PERSONALITY (2)

HIGH QUALITIES (2)

BETTER RESULTS (1)
NO HR INITIATIVES TO HIGHER MANAGEMENT (1)


	DEVELOPED OPERATION SYSTEM (9)

MIXED OPINION ON COMPANY (8)

GOOD WORK OPPORTUNITY (8)

PERFECT WORKPLACE DOESN’T EXIST (6)

BAD REPUTATION (6)

IMPORTANT TO UPKEEP BRAND IMAGE (6)

BRAND IMAGE NOT IMPORTANT (4)

LIKES TO WORK AT COMPANY (4)

GOOD TEAM WORK (3)

TRAININGS AND EMPLOYEE ACTIVITIES (2)

NO WORK-LIFE BALANCE (2)

COMPANY COULD BE PERFECT WITH REFORMS (2)

NOT IN DIRECT CONTACT WITH CUSTOMERS (2)

NEEDS A STABLE WORK PLACE (2)

PROCESSES NEED TO BE RESTRUCTURED (2)

GOOD WORK-LIFE BALANCE (2)

HATES THAT RULES DON’T APPLY TO EVERYONE (2)
ESTABLISHED COMPANY (1)


Table 16 Codes and frequency Hypothesis 2
	Questions on management
	Reward – employee engagement
	Questions on how the company is seen

	OFTEN CONGRATULATIONS (9)
SUPPORT THE TEAM (7)
WORKS ALONG THE TEAM (6)
GOOD COMMUNICATION SKILLS (6)
TEAM PLAYER(5)
EQUAL WORKLOAD NEEDED (4)

DEVELOP THE TEAM (4)

PEOPLE’S SKILL (3)
TEAM BUILDING (3) 
NOTICING PERFORMANCE (3)
HELPFUL MANAGER(2)
GETS THE WORK DONE (2)
BONUSES WOULD BE PREFERRED (2)
MANAGERIAL STATUS (2)

FEELS APPRECIATED (2)

IMPROVING TEAM MORAL (2)

LACK OF COMMUNICATION (1) PROVIDES GUIDANCE (1)
GOOD LEADERSHIP SKILLS (1)
	UNHAPPY WITH SALARY (11)

UNBALANCED WORKLOAD (9)

NO CHANGE NOTICED (7)
CHANGES NOTICED (7)
LACK OF REWARDS (7)
UNFAIR TREATMENT (7)

NON-MONETARY REWARD (6)
EXPERT HIRED (5) 

SALARY AND PERSONAL ACHIEVEMENT AS MOTIVATOR (5)
POOR TEAM MORAL (4)

POSITIVE ABOUT CHANGE (4)

SALARY IS MAIN MOTIVATOR (3)

SALARY ADJUSTMENT WAS REQUESTED (3)

SALES BONUS (3)
UNHAPPY WITH BONUS (3) 
SALARY AS REWARD (2)
GOOD TEAM MORAL (2)

HAPPY WITH SALARY (2)
PERSONAL ACHIEVEMENT IS MAIN  MOTIVATOR (1)


	DEVELOPED OPERATION SYSTEM (9)

MIXED OPINION ON COMPANY (8)

GOOD WORK OPPORTUNITY (8)

PERFECT WORKPLACE DOESN’T EXIST (6)

BAD REPUTATION (6)

IMPORTANT TO UPKEEP BRAND IMAGE (6)

BRAND IMAGE NOT IMPORTANT (4)

LIKES TO WORK AT COMPANY (4)

GOOD TEAM WORK (3)

TRAININGS AND EMPLOYEE ACTIVITIES (2)

NO WORK-LIFE BALANCE (2)

COMPANY COULD BE PERFECT WITH REFORMS (2)

NOT IN DIRECT CONTACT WITH CUSTOMERS (2)

NEEDS A STABLE WORK PLACE (2)

PROCESSES NEED TO BE RESTRUCTURED (2)

GOOD WORK-LIFE BALANCE (2)

HATES THAT RULES DON’T APPLY TO EVERYONE (2)
ESTABLISHED COMPANY (1)


Table 17 Codes and frequency Hypothesis 3
	Performance management
	Reward – employee engagement
	Job satisfaction , plans for future

	MANY LEAVERS (10)

TRAININGS AND REWARDS HELP (9)

LACK OF MOTIVATION (7)

REWARD SYSTEM FOR SOME DEPARTMENTS (6)

JOB CHATS ARE NOT REGULAR OR LACKING (6)

TEAM BUILDING (5)

REGULAR JOB CHATS (5)

HOLDING ON TO TALENT (5)

COMPANY IS NOT TRYING HARD ENOUGH(4)

RANDOM OCCURRENCE (4)

MENTORING PROGRAMS (3)

PERFORMANCE AND IMPROVEMENTS ARE DISCUSSED (3)
EXPECTATIONS AND IMPROVEMENTS ARE DISCUSSED (3)

OFFERS FROM MANAGEMENT TO STAY (3)

STAFF PARTY (3)

PERFORMANCE MANAGEMENT PROGRAM (2)

EMPLOYEE ENGAGEMENT PROGRAMS (2)

INDIVIDUALS CHOSEN FOR OFFERS BASED ON FEELINGS (2)

DIFFERENT MANAGEMENT PERSPECTIVE (2)

STRESSFUL (1)
LEAVERS  USED BY COMPETITION (1)

THE COMPANY UNPREPARED FOR LEAVERS (1)


	UNHAPPY WITH SALARY (11)

UNBALANCED WORKLOAD (9)

NO CHANGE NOTICED (7)
CHANGES NOTICED (7)
LACK OF REWARDS (7)
UNFAIR TREATMENT (7)

NON-MONETARY REWARD (6)
EXPERT HIRED (5) 

SALARY AND PERSONAL ACHIEVEMENT AS MOTIVATOR (5)
POOR TEAM MORAL (4)

POSITIVE ABOUT CHANGE (4)

SALARY IS MAIN MOTIVATOR (3)

SALARY ADJUSTMENT WAS REQUESTED (3)

SALES BONUS (3)
UNHAPPY WITH BONUS (3) 
SALARY AS REWARD (2)
GOOD TEAM MORAL (2)

HAPPY WITH SALARY (2)
PERSONAL ACHIEVEMENT IS MAIN  MOTIVATOR (1)


	PROFESSIONAL DEVELOPMENT  (9) 
CAREER  ADVANCEMENT (8)

PROUD OF WORK (7)

LOVES JOB (5)

WORK EXPERIENCE (5)
INFLUENCED BY MENTOR (4)
LANGUAGE SKILLS (4) 
PASSIONATE ABOUT JOB (4)
LACK OF CAREER  ADVANCEMENT (4) 
MIGHT LEAVE IF TOO MUCH PRESSURE (3)
NOT THINKING OF LEAVING (3)

PASSIONATE ABOUT OUTDOOR ACTIVITIES (3)

PROUD OF ACHIEVEMENT (3)
NO EXPERIENCE (3)
INFLUENCED BY MANAGER(3)
NOT PROUD OF MANAGER (3)
PASSIONATE ABOUT MEETING PEOPLE (2)

INFLUENCED BY OWNER/MENTOR (2)

MENTOR WAS HELPFUL (2)

COMPUTER SKILLS (2)

LEARNING OPPORTUNITIES (2)

OFFERS POINTS FOR IMPROVEMENT (2)
PASSIONATE ABOUT FAMILY (2)


PROUD OF COLLEAGUES (2)

PROUD OF MANAGER(2)

CHALLENGING JOB (2)
PASSIONATE ABOUT PERSONAL DEVELOPMENT (1)

MIGHT LEAVE IF NO IMPROVEMENT (1)
NOT  PASSIONATE ABOUT JOB(1)


Table 18 Codes and frequency Hypothesis 4

	Rewards, employee engagement
	Performance management
	Talent management

	UNHAPPY WITH SALARY (11)

UNBALANCED WORKLOAD (9)

NO CHANGE NOTICED (7)
CHANGES NOTICED (7)
LACK OF REWARDS (7)
UNFAIR TREATMENT (7)

NON-MONETARY REWARD (6)
EXPERT HIRED (5) 

SALARY AND PERSONAL ACHIEVEMENT AS MOTIVATOR (5)
POOR TEAM MORAL (4)

POSITIVE ABOUT CHANGE (4)

SALARY IS MAIN MOTIVATOR (3)

SALARY ADJUSTMENT WAS REQUESTED (3)

SALES BONUS (3)
UNHAPPY WITH BONUS (3) 
SALARY AS REWARD (2)
GOOD TEAM MORAL (2)

HAPPY WITH SALARY (2)
PERSONAL ACHIEVEMENT IS MAIN  MOTIVATOR (1)


	MANY LEAVERS (10)

TRAININGS AND REWARDS HELP (9)

LACK OF MOTIVATION (7)

REWARD SYSTEM FOR SOME DEPARTMENTS (6)

JOB CHATS ARE NOT REGULAR OR LACKING (6)

TEAM BUILDING (5)

REGULAR JOB CHATS (5)

HOLDING ON TO TALENT (5)

COMPANY IS NOT TRYING HARD ENOUGH(4)

RANDOM OCCURRENCE (4)

MENTORING PROGRAMS (3)

PERFORMANCE AND IMPROVEMENTS ARE DISCUSSED (3)
EXPECTATIONS AND IMPROVEMENTS ARE DISCUSSED (3)

OFFERS FROM MANAGEMENT TO STAY (3)

STAFF PARTY (3)

PERFORMANCE MANAGEMENT PROGRAM (2)

EMPLOYEE ENGAGEMENT PROGRAMS (2)

INDIVIDUALS CHOSEN FOR OFFERS BASED ON FEELINGS (2)

DIFFERENT MANAGEMENT PERSPECTIVE (2)

STRESSFUL (1)
LEAVERS  USED BY COMPETITION (1)

THE COMPANY UNPREPARED FOR LEAVERS (1)
	BENEFIT IN RETAINING TALENT (12)

HIGH PERFORMERS ARE NOTICED (11)

NO TALENT SPECIFICATION (8)

NOT TRANSPARENT TM PROCESS(7)
COMPANY IS NOT MANAGING TALENT (7)

THERE IS A PLAN BUT IT DOES NOT WORK (6)
NON-EXISTENT TM PROCESS (5)

PARTIALLY RETAINING TALENT (5)

TALENT IS HARD TO FIND (5)

VERY BASIC TM PROCESSES (5)

EVERYONE IS A TALENT (4)

HIGH PERFORMER (4)

LACK OF TRAININGS (3)

TM PROCESSES DON’T EXIST(3)

EMPLOYEE DEVELOPMENT PLAN WORKS RANDOMLY (3)

NO EMPLOYEE DEVELOPMENT PLAN IS AVAILABLE (3)

TALENT AS INVESTMENT (3)

NOT RETAINING TALENT (3)

RANDOM MANAGEMENT DECISION (3) 

CHANGE IS NEEDED (2)

REACH COMPANY GOALS (2) 

OTHERS REMAIN UNNOTICED (2)
TALENT HAS AN OUTSTANDING PERSONALITY (2)

HIGH QUALITIES (2)

BETTER RESULTS (1)
NO HR INITIATIVES TO HIGHER MANAGEMENT (1)


8.2 Figures

Figure 1 TM philosophies
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Figure 2  Talent management implementation
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Figure 3 Talent management processes interlinking


Figure 4  The interview types

Figure 5 Questionnaire received responses
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Figure 6 Gender associations vs. length of service
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Figure 7 Gender vs. position
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Figure 8 Part one - Q1
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Figure 9 Part one Q1 – position, gender and length of service analysis
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Figure 10 Part one - Q2
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Figure 11 Part one – Q2 – Position, gender and length of service analysis
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Figure 12 Part one – Q3
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Figure 13 Part one – Q3 – Position, gender and length of service
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Figure 14 Part one – Q4
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Figure 15 Part one – Q4 – Position, gender and length of service
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Figure 16 – Part one – Q3
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Figure 17 – Part one – Q5 Position, gender and lenght of service
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Figure 18 – Part one – Q6
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Figure 19 – Part one – Q6 – Position, gender and length of service
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Figure 20 – 
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