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ABSTRACT ¢ This paper deals with the question of identification and development of talents in the company. The
aim of the article is to find one of the possible solutions to increase the objectivity of identifying talents and find-
ing valuable input data for planning effectively their further development. The objective is achieved by estimates
of the weights of criteria and by the multicriteria decision making method. The proposed model for solving this
problem is specific for companies in furniture industry, as well as for companies in other sectors. For this reason,
the selected methods have been applied to a specific example of the Czech company operating in furniture industry
for over twenty years.
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SAZETAK e Pitanje identifikacije i razvoja talenata u tvrtki trenutacno je jedna od tema o kojoj se najvise raspra-
vija. Cilj ¢lanka bio je pronaci jedno od mogucih rjesenja za povecanje objektivnosti identifikacije talenata i pro-
nalazenja vrijednih ulaznih podataka za ucinkovito planiranje njihova daljnjeg razvoja. Taj se cilj postize procje-
nom tezine kriterija i metodom visekriterijskog odlucivanja. Predlozeni model rjeSenja tog problema specifican je
za poduzeca koja proizvode namjestaj, ali se moze primijeniti i u drugim sektorima. Izabrane metode primijenjene
su na predlosku ceske tvrtke koja posluje u industriji proizvodnje namjestaja dulje od dvadeset godina.

Kljucne rijeci: talent, grupa talenata, proizvodnja namjestaja, visekriterijsko odlucivanje, upravijanje talentima

1 INTRODUCTION
1. UVOD

Talent management is not a new concept. The ta-
lent management concept was introduced around the
1990s and became popular with McKinsey‘s War for
Talent survey in 1997 (Maycock and Ikuomola, 2015).
The subject of discussion in scientific articles is mainly
defined and understood as the extent of integration of

talent management (Sojka, 2013) with the “strategy of
the company as well as resolving the lack of talents in
general” (Stephan et al., 2014). The problem is not just
the lack of talents, but difficult identification to create a
talent pool in the organization, as well as efficient
planning of their training and development (Grenciko-
va et al. 2015).

Experts engaged in searching talents are hesitant
since companies should be more focused on identify-
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ing and developing talents (Briscoe and Hall, 1999).
The investment in learning and development of talents
(Garavan et al. 2012) has been justified as a source of
competitive advantage. Garavan (2012) concluded that
external talent acquisition strategy has proven to be un-
successful in the long run with many organisations
(Merkova et al., 2013). Lepak and Snell (1999) and
Stacho and Stasiak-Betlejewska (2014) determined re-
lative advantage of organisations developing their wor-
kforce internally. In their article, Maycock and Ikuo-
mola (2015) show that it is more efficient to focus on
talents within the company (use internal resources) and
then to invest in their training and development (Hitka
and Stipalova, 2011). It opens serious questions in the
practical implementation of company’s talent manage-
ment (Stacho et al., 2013):
— Who is the talent for the company and what type of
talent the company needs?
—How can a talent be properly identified and devel-
oped?
— What will be the return of the cost of the talent pool
for the company?
— How to motivate the talent pool for further learning
and development?

1.1 Identification of talents
1.1. Ildentifikacija talenata

Lukac (2009) defines talent as a combination of
skills, personal qualities and qualifications, which are
enriched by the potential of their further development.
According to the CIPD (2007), Kropivsek et al. (2011)
and Kucharcikova (2014), talented individuals are the
ones who can highly contribute to the performance of
the company by immediate contributing to the perfor-
mance or longer-term demonstration of high potential.
Hitka and Lejskova (2015) indicate that, in practice,
the problem area of talent management (the processes
of talent management is shown in Fig. 1) is insufficient
setting of talents, as well as its imprecise definition of
the competencies required for talent pooling (Farkasova
et.al., 2013). The next problem area determined as de-
fective is the wrong choice of a talent for the company
based on set criteria (competencies), which usually re-
sults in an irretrievable investment. Therefore, the key

element (Kampf ef al., 2014) in identifying talents in a

company is to define the required and needed compe-

tencies (selection criteria). These competencies should
be in accordance with the business strategy (Sojka,

2013) and this way to ensure the effectiveness of the

selection of talents in the organization for their further

use in the company as key personnel. Authors Ali Taha
and Sikorova (2012), Bolfikova et al. (2010) and

Novakova (2011) discuss the following areas of com-

petencies (criteria):

* behavioral aspects (for example: ,,I can - I will do*),

* knowledge, skills and abilities,

* soft skills,

» cognitive skills (eg. diversity of thought),

* experiences,

* recognized values.

Every company has its own characteristics (We-
berova, 2013) and specificities to be taken into account
in determining competencies. In view of this fact, it is
natural that some of the required competencies have
higher weight (are more important) than other compe-
tencies (Olexova et al., 2011). When identifying talents
(Hitka et al., 2013), it is not only important to deter-
mine what competencies are expected from talents, but
also to define their priority. (Zamec¢nik, 2014). From
this perspective, it is possible to comprehensively as-
sess candidates when building a talent pool (Kampf et
al., 2015). When evaluating workers in search of tal-
ents, different methods are used (Rebetak and
Farkasova, 2015; Lukag, 2009):

1. Assessment of previous performances and achieved
objectives;

2. References of senior staff;

3. Evaluation 360° (inside the organization) or 540°
(outside the company, in the form of verification of
references);

4. In-depth structured interview;

5. Performance and other tests;

6. Assessment and Development Centre, Leadership
Assessment.

The quality of the assessment depends on the em-
phasis on objectivity and takes into account the costs
that the company plans to invest in the talent pool for

Identification of strategic business objectives
Identifikacija strateskih poslovnih ciljeva

the future.

Determination of key competences (criteria) of talents
Odredivanje kljucnih kompetencija (kriterija) talenata

Finding talents (external and internal environment) and their
identification / Pronalazenje talenata i njihova identifikacija

o
o

Creating a talent pool and the planning of its development
Stvaranje grupe talenata i planiranje njihova razvoja

[ Retaining talents / Zadrzavanje talenata

\ ,_J
DY

)

Figure 1 Talent management processes in the company

Slika 1. Procesi upravljanja talentima u poduzeéu
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1. Creation of purpose-oriented set of evaluation criteria and setting
the weights of evaluation criteria / Stvaranje namjenski usmjerenih
kriterija ocjenjivanja i vrednovanje kriterija ocjenjivanja

S

[ 2. Determination of required weight values of criteria (standards) /

Odredivanje potrebne vrijednosti kriterija

[ 3. Assessment of variant results/ Procjena varijanti rezultata

J
4. Assessment of risks associated with possible implementation A4
variant / Procjena rizika povezanih s mogucom varijantom provedbe

5. Determination of preferential sequence of variants and Choosing\/
the best variant / Odredivanje preferencijalnog slijeda varijanata i

odabir najbolje od njih

Figure 2 The steps of using multicriteria decision method (Clemen, 1991)
Slika 2. Koraci u primjeni viSekriterijskog odlucivanja (Clemen, 1991.)

2 MATERIAL AND METHODS
2. MATERIJAL | METODE

The aim of the article is to find one of the possi-
ble solutions to increase the objectivity of identifying
talents in the company and finding valuable input data
for effective planning of their further development.
The objective is achieved by estimating the weights of
criteria and by using the method of multicriteria deci-
sion making.

The suitability of methods for optimizing the se-
lection of talent pool will be considered based on the
type of input data to be processed and usability
conclusions of optimization method. Using methods of
multicriteria decision, the sequence of steps shown in
Fig. 2 must be respected. The selected methods have
been applied to a specific example of the Czech com-
pany operating in furniture industry with a twenty-year
tradition.

2.1 Methods for determining criteria weightings
2.1. Metode odredivanja tezine kriterija

For accurate diagnosis and selection of talents in
the company, it is necessary to clearly determine the
required competence. Due to the limited selection re-
sulting from a lack of talents, the company should con-
sider the prerequisites of candidates for obtaining some
competencies. It requires categorizing competencies
with respect to their weight of importance in accordan-
ce with the strategy of the company. It is often difficult
to obtain weight importance in numerical form. For
this reason, the use of estimates of weights of the crite-
ria will facilitate the assessment of the evaluators. The
best known methods (Jablonsky, 2002) are the Method
of Ranking, Scoring Method, Method of Fuller Trian-
gle and Saaty’s Method. The method of ranking and
scoring method are based on direct evaluation criteria
(Stopka et al., 2014). In the method of ranking, the
evaluator sets ranking of most important criteria (as-
signing a value k, where & is the number of criteria),
from the most important k-7, k-2 ... to the least impor-
tant, which is assigned a value of 1. Consequently, as
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the assigned value i-th criterion is marked as p, it is
possible to estimate scales (Eq. /) by calculating (Jab-
lonsky, 2002):

vl,: IZi i:1,2,...,k (1)
P

The requirement that the evaluator can qualitative-
ly evaluate the importance of the pre-determined scoring
scale (eg. 1 to 10) is essential for the suitability of the
scoring method. The higher the score, the higher impor-
tance will be placed on that criterion. If the value as-
signed i-th criterion is denoted as p, it is possible to wei-
ght the criteria calculated according to Eq. 1. These
methods are not entirely favorable for the evaluator be-
cause clear assessment criteria are less accurate and do
not reflect the relationships of criteria with each other.
Methods based on pairwise comparison criteria are more
appropriate for the solution of the question of talents
identification. Principle Fuller triangle is based on mutu-
al comparison criteria arranged in a triangular scheme
(Fig. 3), where each pair occurs only once. The evalua-
tor selects important criterion of each pair (Jablonsky,

Y1 Y1 Y1 Y1 Y1
Y2 Y3 Y4 YS Y6

Y2 Y2 Y2 Y2
Y3 Y4 Y5 Y6

Y3 Y3 Y3
Y4 Y5 Y6

Y4 Y4
Y5 Y6
Y5
Y6

Figure 3 The scheme of the Fuller’s Triangle Method
(Jablonsky, 2002)
Slika 3. Shema metode Fullerova trokuta (Jablonsky, 2002.)
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2002), and highlights it. Unless both criteria are of equal
importance, the evaluator will highlight both. Subse-
quently, the evaluator calculates the number of highligh-
ted i-th criteria identified as p and obtains an estimate of
the weights criteria according to Eq. 1.

Saaty’s method (Saaty, 2008) is the most sophis-
ticated of the described methods and allows for broader
consideration of the impact of preference criteria based
on pair comparison. The degree (Jablonsky, 2002) of
importance of the criteria v is assessed on a scale from
1 to 9, where value 1 indicates that the criteria are of
equal importance and value 9 expresses the absolute
preference of one criterion to another. If the first crite-
rion is less important than the other, this relationship is
expressed by the inverse of the scales (1 / 1-9). Conse-
quently, the final evaluation can be entered in Saaty’s
matrix, where each element S; (Eq. 2 - 4) can be ob-
tained as the ratio of estimating of weights for the i-th
and j-th criterion (Saaty, 2000):

Vi (i

S~ (1,1—1,2,3,..../{) )
/]c 1/k

V;Z[HSU] i=12...k 3)
Jj=1

Vo=t =12,k (4)

Substituting the calculated elements (Saaty,
1988) of the matrix into the Eq. 3 and 4 allows for cal-
culating the weighting of importance of the particular
criteria. Saaty’s method is the most appropriate form of
determining (Kampf ef al., 2012) the weighting of cri-
teria for the purposes of identifying the talent pool in
the particular furniture company, since it respects the
complicated relationships between individual criteria.
Based on the obtained weightings, it is possible to as-
sess the suitability of each candidate and reduce the
complexity and frequent inaccuracies of evaluators’
decision. As input data, utilization of the results of as-
sessment and development centre, where several eva-
luators can imitate the conditions to fulfill the criteria
of individuals, who are subjected to multiple types of
tasks, seems to be the optimal decision. This evaluation
fulfils the condition of the comprehensive evaluation.

2.2 Methods based on selecting the most suitable
variant

2.2. Metode utemeljene na odabiru najprikladnije
varijante

There are a lot of methods for selecting the most
suitable variant within multi-criteria analysis and they
are based on different principles (Filova et al., 2012).
The most common methods are AHP method (Analytic
Hierarchy Process), ELECTRE methods PROME-
THEE method, WSA method, the complex utility func-
tion method, TOPSIS method and others (Klaric et
al.,2015) (Kampf, 2003). In this paper, the AHP me-
thod has been selected. It is based on the principle of
paired comparisons of elements in each level of a hie-
rarchical structure. This represents a model of the par-
ticular decision-making problem. Given the objectives
of the paper, this method is selected to obtain the cardi-
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nal information and accessibility for the evaluators,
due to the possibility of using the verbal evaluation.

3 RESULTS
3. REZULTATI

3.1 Application of Saaty’s method to conditions
of a specific company operating in furniture
industry

3.1. Primjena Saatyjeve metode u uvjetima konkretne
tvrtke koja posluje u industriji proizvodnje
namjestaja
Practical application of Saaty’s method in this ar-

ticle is to evaluate the importance of the required criteria

of'talents in a company of furniture industry. Companies
producing furniture have some specific features (Matei-
des and Dad’o, 2002, Greger et. al., 2013). Taking into
account these specifics, it will become possible to inc-
rease the efficiency in the management of their talents.
The specifics that affect the business strategy of compa-
nies of furniture industry are mainly determined by the
nature of their product. These specifics are transformed
into the production process and situation in furniture
trade (Potkany and Giertl, 2014). Managers have to be
able to identify these specific features and take them into
account. The example has been made on the basis of the
data found in a Czech company, manufacturing furniture
for over 20 years. Determination and subsequent valua-
tion criteria discussed in this example were obtained in

2015 from the five key managers (the values given are

arithmetic average). In accordance with the objectives

and strategies of the company, the key criteria (compe-
tencies) were determined:

K1 - ability to work under stress / sposobnost rada

pod stresom

K2 - analytical and logical thinking / analiticko i

logicno razmisljanje

K3 - creativity and openness to new ideas / krea-

tivnost i otvorenost prema novim idejama

K4 - expertise (expertise in furniture production

field) / strucnost

K5 - communication skills / komunikacijske vjestine

K6 - team thinking / timsko razmisljanje

K7 -reliability and responsibility / pouzdanost i

odgovornost

K8 - experience / iskustvo

K9 - ability to react flexibly to changes / sposobnost

fleksibilne reakcije na promjene

K10 - purposefulness / svrhovitost.

Based on these defined competencies for identi-
fying talents in the organization and assessment of
their importance by paired comparison (Eq. 2), Saaty’s
matrix could be made. It is presented in Tab. 1.

The values of obtained weights K1 - K10 deter-
mine the importance of the required competencies for
the talent. These weights can be used for decision ma-
king in the selection of talents in several ways. The
simplest and the most commonly used method, in
practice, is rating (Tab. 2). The resulting values of ra-
ting are obtained by multiplying the assessment of can-
didate competencies ) and the value of the criteria
weight (K)). The matrix was tested for consistency (CR
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Table 1 Calculation of criteria weights by using the Saaty’s matrix
Tablica 1. Izracun vrednovanja kriterija uz pomo¢ Saatyjeve matrice

= 0.096). According to Saaty (2000), the permissible
tolerance is max. 10 %, therefore the consistency con-
dition is satisfied.

The input data (obtained score of competencies
of candidates - V,) are in this case obtained by means of
development centre and 360° evaluations (Tab. 2).
Candidates (n = 6) were evaluated by five evaluators,
who rated the range of 1-9 (where 1 - very poor, 9 -
very strong). The resulting value is the average of the
assessment of all evaluators.

Another option of decision making is AHP me-
thod, based on the principle of Saaty’s matrix. In ma-
king use of Saaty’s matrix, the candidates are compa-
red (Eq. 2) for each criterion in a separate matrix (Tab.
3). The advantage of this method is more comprehen-
sive assessment of deviations between meeting indivi-
dual criteria. A comparison of the candidates for each
criterion in a single matrix is shown in Table 3. The
values in the matrix are obtained based on the ratio of
compared assessment of candidates to the selected cri-
terion (Eq. 2). Thus obtained results for individual can-
didates are used to calculate the final evaluation of the
candidates as shown in Table 4.

The method of rating is a quick option for obtai-
ning rapid and relatively acceptable results. Tab. 2 shows
this recalculation for each criterion of the monitored

Criterion |, | k2 | kK3 | K¢ | K5 | K6 | K7 | K8 | K9 | K10 v’ v

Kriterij i i
K1 1 | 1.40 | 7.00 | 820 | 036 | 2.40 | 1.40 | 7.80 | 1.80 | 2.20 | 2225067 | 0.169436
K2 071 | 1 | 240 | 7.00 | 033 | 3.40 | 120 | 640 | 2.00 | 400 | 1957774 | 0.149082
K3 014 | 042 | 1 | 480 | 0.13 | 090 | 3.00 | 7.80 | 0.39 | 1.40 | 0.920863 | 0.070122
K4 012 | 0.14 | 021 | 1 | 012 | 037 | 0.13 | 200 | 028 | 055 | 0304126 | 0.023159
K5 280 | 3.03 | 746 | 813 | 1 | 320 | 240 | 7.60 | 2.20 | 1.40 | 3.137958 | 0.238951
K6 042 | 029 | 1.12 | 270 | 031 | 1 | 140 | 7.00 | 2.20 | 1.60 | 1.148321 | 0.087443
K7 071 | 0.83 | 033 | 746 | 042 | 071 | 1 | 840 | 1.80 | 2.00 | 1295477 | 0.098649
KS 013 | 0.16 | 0.13 | 050 | 0.13 | 0.14 | 012 | 1 | 0.16 | 0.12 | 0.188370 | 0.014344
K9 056 | 0.50 | 2.56 | 3.59 | 0.45 | 045 | 056 | 628 | 1 | 1.80 | 1.127485 | 0.085856
K10 045 | 025 | 0.71 | 1.82 | 0.71 | 063 | 050 | 813 | 056 | 1 0.826767 | 0.062957
T = 1.000000

candidates (V1 -V6). The fields marked in grey show the
highest values for the evaluated criteria. Consequently, it
is possible to determine the final evaluation of candida-
tes and their sequence of suitability. The three best ra-
tings of candidates are marked in grey. In this case, the
most suitable candidates are V2, V4 and V1.

The maximum calculated values obtained by
using the resulting weights of candidates and the crite-
ria (Table 4) are highlighted in bold. Based on the sum
of preferential index values of each candidate, the opti-
mum sequence can be determined in identifying talents
in the organization. In this case, the optimal candidate
is V2, and V4 is the second, which corresponds to the
rating of the first method (Table 2).

The resulting sequence obtained by the AHP me-
thod differs in the determination of other suitable can-
didates, namely: V6 is the third most optimal candidate
(in Table 2 it is V1), followed by V3, V1 and V5.

4 DISCUSSION AND CONCLUSION
4. RASPRAVA | ZAKLJUCAK

Using the estimate of weights methods for each
criterion in identifying talents improves the quality of
talent selection. It this article, Saaty’s method is evalua-
ted as the most appropriate method. The application of

Table 2 Evaluation of candidates and recalculation by weight of criteria (rating)
Tablica 2. Ocjenjivanje kandidata i izra¢un vrijednosti kriterija (ocjena)

. . Weight of Candidate evaluation recalculatiion by criteria
Criterion Eval.u at}on (.)f cand.ldates criteria weight / Preracunavanje ocjenjivanja kandidata i
N Ocjenjivanje kandidata , .. S
Kriterij Vrijednost vrijednosti kriterija
V1| V2]|V3|V4|V5]|V6 kriterija Vi V2 V3 V4 V5 Vo6
K1 7413628805462 0.169436 1.254 | 0.610 | 0.474 | 1.355 | 0.915 | 1.051
K2 80|6.0|82|74|50]4.6 0.149082 1.193 | 0.894 | 1.222 | 1.103 | 0.745 | 0.686
K3 341726442 (82|3.0 0.070122 0.238 | 0.505 | 0.449 | 0.295 | 0.575 | 0.210
K4 80|60 |28 |54|28]84 0.023159 0.185 | 0.139 | 0.065 | 0.125 | 0.065 | 0.195
K5 32170]60 (42 |32|54 0.238951 0.765 | 1.673 | 1.434 | 1.004 | 0.765 | 1.290
K6 46 |76|60|52|46]50 0.087443 0.402 | 0.665 | 0.525 | 0.455 | 0.402 | 0.437
K7 70|68 [3.6|74|72|84 0.098649 0.691 | 0.671 | 0.355 | 0.730 | 0.710 | 0.829
K8 78|74 ]38[40|7.0]84 0.014344 0.112 | 0.106 | 0.055 | 0.057 | 0.100 | 0.120
K9 7417480848250 0.085856 0.635 | 0.635 | 0.687 | 0.721 | 0.704 | 0.429
K10 4.6 |52|58|54|3.6]8.0 0.062957 0.290 | 0.327 | 0.365 | 0.340 | 0.227 | 0.504
Total score / Ukupan rezultat 5.764 | 6.225 | 5.631 | 6.185 | 5.208 | 5.751
Sequence / Redoslijed 3 1 5 2 6 4
DRVNA INDUSTRIJA 67 (4) 333-340 (2016) 337
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Table 3 Conversion of candidates® suitability by AHP method

Tablica 3. Izracun prikladnosti kandidata primjenom AHP metode

KI| VI | V2| V3 | V4| V5| V6| v, K6 | VI | V2 | V3 | Vva| V5| Ve | y,

VI| 1 |206|264]093|1.37]1.19| 1.42060 | 022156 | VI | 1 |0.61|0.77 | 0.88 | 1.00 | 0.92 | 0.85019 | 0.13939
V2049 | 1 [1.29]045]0.67|058 | 0.69110 | 0.10778 | V2 | 1.65 | 1 | 127 | 146 | 1.65 | 1.52 | 140466 | 0.23030
V3038078 | 1 |035]0.52]045] 053752 | 0.08383 | V3 | 130079 | 1 | 115|130 | 1.20 | 1.10894 | 0.18182
V4| 1.08 222286 1 | 148|129 1.53578 [ 023952 | V4 | 1.13 | 0.68 | 0.87 | 1 | 1.13 | 1.04 | 0.96108 | 0.15758
V5073|150 [ 193|068 | 1 | 087 | 1.03665 | 0.16168 | V5 | 1.00 | 0.61 | 0.77 | 0.88 | 1 |0.92 | 0.85019 | 0.13939
V6| 084|172 (221|078 | 115 | 1 | 1.19023 | 0.18563 | V6 | 1.09 | 0.66 | 0.83 | 0.96 | 1.09 | 1 | 092412 | 0.15152
K2| VI | V2 | V3 | V4| V5| V6| v, |KI|vi|v2|Vv3|va|vs|ve| v y,

VI| 1 |133[098]1.081.60|1.74| 125532 | 020408 | V1 | 1 |1.03|1.94 095 097|083 | 1.07392 | 0.17327
V2|075| 1 [0.73]081 | 1.20] 130 | 0.94149 | 0.15306 | V2 | 097 | 1 |1.89]0.92 094|081 | 1.04324 | 0.16832
V3| 1.03|137| 1 | 111|164 1.78| 1.28670 | 020918 | V3 | 051 | 0.53 | 1 |0.49 |0.50 | 0.43 | 0.55230 | 0.08911
V4 [093]123[090| 1 |1.48] 161 | 1.16117 | 0.18878 | V4 | 1.06 | 1.09 | 2.06 | 1 | 1.03 | 0.88 | 1.13529 | 0.18317
V5 [0.63 | 083061 |068| 1 |1.09]0.78457 | 0.12755 | V5 | 1.03 | 1.06 [ 2.00 | 0.97 | 1 |0.86 | 1.10460 | 0.17822
V6 | 0.58 | 0.77 [ 0.56 | 0.62 [ 0.92| 1 | 072181 | 0.11735 | V6 | 120 | 1.24 | 233 | 114 | 1.17| 1 | 1.28871 | 0.20792
K3| VI | V2| V3| Vva|Vs|ve| v, | K8 | Vi|Vv2|Vv3|va|vs|ve| v v,

VI| 1 047053081 |041|1.13] 067600 | 0.10494 | VI | 1 |1.05|2.05|1.95| 111|093 | 127841 | 0.20313
V2212 1 [113| 171|088 |240 | 143154 [ 022222 | V2 | 095 | 1 |1.95|1.85 | 1.06 | 0.88 | 1.21285 | 0.19271
V3| 1.88 /089 | 1 |1.52]0.78|2.13| 1.27248 | 0.19753 | V3 [ 049 | 051 | 1 |095|0.54 | 045 | 0.62281 | 0.09896
V4 | 124 058|066 | 1 | 051|140 0.83506 | 0.12963 | V4 [ 051|054 [ 1.05| 1 [0.57 | 048 | 0.65559 | 0.10417
V5[ 241 | 104128 | 195| 1 |2.73| 1.63036 | 025309 | V5 [0.90 | 0.95 [ 1.84 | 1.75 | 1 | 0.83 | 1.14729 | 0.18229
V6 | 0.88 | 042047071037 1 | 05947 | 009259 | V6 | 1.08 | 1.14 | 221 210 | 120 | 1 | 137675 | 0.21875
K4| VI | V2 | V3 | va | V5| V6| v, KO | VI [ V2| V3 |Vva| V5| Ve | v,

V1| 1 |133[2.86| 148 |2.86|095| 1.57659 | 023952 | V1 | 1 | 1.00|0.93 | 0.88 | 0.90 | 1.48 | 1.01421 | 0.16667
V2075 1 [214 | 111|214 071 | 1.18244 | 0.17964 | V2 | 1.00 | 1 |0.93 | 0.88 | 0.90 | 1.48 | 1.01421 | 0.16667
V3 (035|047 | 1 |052]1.00033]0.55181 | 008383 | V3 [ 1.08|1.08| 1 |0950.98]1.60 | 1.09645 | 0.18018
V4068090 193] 1 [1.93]064 | 1.06420 | 0.16168 | V4 | 1.14 | 1.14 | 1.05 | 1 | 1.02 | 1.68 | 1.15127 | 0.18919
V5035047 [ 100|052 | 1 |033] 055181 | 0.08383 | V5 | 111 | 1.11 | 1.03 [ 0.98 | 1 | 1.64 | 1.12386 | 0.18468
V6 | 1.05 | 1.40 [ 3.00 | 1.56 [ 3.00 | 1 | 1.65542 | 025150 | V6 | 0.68 | 0.68 | 0.63 | 0.60 | 0.61 | 1 | 0.68528 | 0.11261
K5 VI | V2 | V3 | V4 | V5| V6| v, |KIO| VI | V2| V3| V4| V5|Ve| v ,

Vi| 1 |0460.53]0.76|1.00 059 | 069228 | 0.11034 | VI | 1 |0.88|0.79 | 0.85 | 1.28 | 0.58 | 0.87182 | 0.14110
V2219 1 [ 117167 219|130 | 1.51437 | 024138 | V2 | 113 | 1 |0.90 | 0.96 | 1.44 | 0.65 | 0.98554 | 0.15951
V3| 188086 | 1 | 143|188 1.11 | 1.29803 | 020690 | V3 | 126 | 1.12| 1 | 1.07 | 1.61 | 0.73 | 1.09926 | 0.17791
V4 [ 131060070 | 1 | 131|078 0.90862 | 0.14483 | V4 | 1.17] 1.04 [ 093 | 1 |1.50 | 0.68 | 1.02345 | 0.16564
V5| 1.00 | 046 [ 0.53 076 | 1 | 059 | 069228 | 0.11034 | V5 |0.78 | 0.69 | 0.62 | 0.67 | 1 |0.45 | 0.68230 | 0.11043
V6 | 169077 [0.90 | 129 | 1.69 | 1 | 1.16823 | 0.18621 | V6 | 1.74 | 1.54 | 138 | 1.48 | 222 | 1 | 151621 | 0.24540

Table 4 Resulting suitability variants by AHP method

Tablica 4. Izracun prikladnosti pojedinih inacica primjenom AHP metode

Cri Weights of the candidates (v) / Vrijednosti kandidata (v) Weight Preferential inde-x of variafi ons- (wji) I Preferencijalni
rite- of indeks varijanti (1 w,)
rion criteria
Krite- Vrijed-
rij Vi V2 V3 V4 V5 A\ nost Vi V2 V3 V4 V5 \
kriterija
K1 |0.22156|0.10778 | 0.08383 | 0.23952 | 0.16168 | 0.18563 | 0.16944 | 0.03754 | 0.01826 | 0.01420 | 0.04058 | 0.02739 | 0.03145
K2 |0.20408 | 0.15306 | 0.20918 | 0.18878 | 0.12755 | 0.11735 | 0.14908 | 0.03042 | 0.02282 | 0.03119 | 0.02814 | 0.01902 | 0.01749
K3 |0.10494 | 0.22222 | 0.19753 | 0.12963 | 0.25309 | 0.09259 | 0.07012 | 0.00736 | 0.01558 | 0.01385 | 0.00909 | 0.01775 | 0.00649
K4 |0.23952]0.17964 | 0.08383 | 0.16168 | 0.08383 | 0.25150 | 0.02316 | 0.00555 | 0.00416 | 0.00194 | 0.00374 | 0.00194 | 0.00582
K5 |0.11034|0.24138 | 0.20690 | 0.14483 | 0.11034 | 0.18621 | 0.23895 | 0.02637 | 0.05768 | 0.04944 | 0.03461 | 0.02637 | 0.04449
K6 |0.13939|0.23030 | 0.18182 | 0.15758 | 0.13939 | 0.15152 | 0.08744 | 0.01219 | 0.02014 | 0.01590 | 0.01378 | 0.01219 | 0.01325
K7 |0.17327]0.16832 | 0.08911 | 0.18317 | 0.17822 | 0.20792 | 0.09865 | 0.01709 | 0.01660 | 0.00879 | 0.01807 | 0.01758 | 0.02051
K8 |0.20313 | 0.19271 | 0.09896 | 0.10417 | 0.18229 | 0.21875 | 0.01434 | 0.00291 | 0.00276 | 0.00142 | 0.00149 | 0.00261 | 0.00314
K9 |0.16667 | 0.16667 | 0.18018 | 0.18919 | 0.18468 | 0.11261 | 0.08586 | 0.01431 | 0.01431 | 0.01547 | 0.01624 | 0.01586 | 0.00967
K10 | 0.14110 | 0.15951 | 0.17791 | 0.16564 | 0.11043 | 0.24540 | 0.06296 | 0.00888 | 0.01004 | 0.01120 | 0.01043 | 0.00695 | 0.01545
u(X,) Total benefit of variations / Ukupna korist varijante (Zv/,ZI,OOO) 0.16263 | 0.18236 | 0.16340 | 0.17618 | 0.14766 | 0.16777
Sequence of preference / Redoslijed izbora 5 1 4 2 6 3
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Saaty’s method is shown in the real case of talent selec-
tion in the Czech company operating in furniture indust-
ry. The accuracy of selection can be optimized by se-
lecting the appropriate method for determining the
correct option (the candidate) based on several criteria.

AHP methods were compared based on Saaty’s
matrix with simple rating (multiplying assessment of
candidates and weight of criteria). Different ranking of
candidates was obtained by using these methods. Di-
vergence of results was caused by detailed paired com-
parison of competencies of individual candidates. The
need for planning development and training of identi-
fied talents was associated with increased costs, crea-
ting a need for an optimized selection. Optimized se-
lection of candidates can be inaccurate particularly in
the case of:

— changes in priorities and objectives of furniture man-
ufacturer,

— inaccurate or biased assessment of candidates, by the
evaluators,

— incorrect or incomplete consideration of the required
competencies.

The aim of the article was to find opportunities to
improve the quality of decision-making when identify-
ing talents in a furniture manufacturing company. For
this reason, the determining of criteria for choosing ta-
lents has to be established in view of specific produc-
tion process and company objectives. These require-
ments also depend on the character and situation in the
furniture market. To meet the set target, several me-
thods could be used to estimate the weights of the cri-
teria. Saaty’s method was determined as the most
appropriate in view of obtaining cardinal information
that can be further used. In this article, AHP method
was chosen for identifying the best option, which
allows a comparison of the candidates on the basis of
verbal evaluation by several experts. Another reason
was that AHP method was to provide accurate outputs
that can form the basis for further targeted develop-
ment planning of talents. The use of these optimization
methods provides the accuracy of the results obtained
and the subsequent decisions represent a reduction in
investment risk for the development of the talent pool.
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