[bookmark: _Toc263404596][bookmark: _Toc397942852][bookmark: _Toc272295742][bookmark: _Toc272339773][bookmark: _GoBack] International HRM and Cross-cultural Management Track, Competitive
Can talent development influence emerging market firms’ results? Evidence from Russian companies

Abstract
The study investigates talent development (TD) as a part of human resource development (HRD) using the emerging market context and its influence on a company’s performance in Russian companies. Attention is paid to the analysis of TD programs that are used to develop talent in Russia and the factors that influence the creation and implementation of TD in Russian firms. We also discuss what competencies are of primary focus in TD programs and we demonstrate the main direction of HRD extension in Russia. The paper explores and provides a number of ideas and conclusions about TD elaboration, realization and talent practices improvement in the Russian context. Our data shows that the positive connection between TD efforts and a company’s performance can be found in emerging market firms. Our findings contribute in the field of HRD by proving that TD, as a part of HRD, significantly influence organizational results.
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Can talent development influence emerging market firms’ results? Evidence from Russian companies
INTRODUCTION
Talent management (TM) is gaining mainstream acceptance worldwide among academics and practitioners as one of the key management activities in recent years (Garrow & Herish, 2008; Mellahi & Collings, 2010; Collings, 2014; Ariss, 2014). Thoroughly elaborated human resources can be crucial for company performance (Bryan at al., 2006) and TM, as a part of human resources, is able to augment  the organization’s success by improving decisions that impact or depend on talent resources (Boudreau & Ramstad, 2005). While TM is very appreciated my managers nowadays, the link between TM practices and organizational performance remain unclear (Collings, 2014). Managing employees as a key source of compatitive advantage requires more attention to development programs and approaches increasing alignment of talent with organizational strategy (Ruona & Gibson, 2004) that move HRD for a leading stage. ‘To succeed in the fast-changing competitive environment, companies need to anticipate, innovate and adapt; and HRD has a central role to play in promoting and supporting the development of a learning environment to create and nurture knowledge’ (Valentin, 2006), but it becomes obvious that such tasks can be achieved by TM practices in general and TD in particular.TD is considered to be one of the most important topics in managing talent in emerging markets (Cohn et al., 2005; Iles, 2010; Weir, 2010). Firms from an emerging market have become strong rivals and have changed the competitive landscape in the international business arena but still need to have greater developed managerial practices (Aulakh, 2007; BCG, 2011; Panibratov, 2012). Scholars have attempted to comprehend the foundations of their competitiveness as well as whether these foundations are different from those of developed market MNEs (Collinson & Rugman, 2007; Luo & Tung, 2007; Demirbag et al., 2009). Nevertheless, it hasn’t received much attention within this framework. 
TD, as a subject, had significantly less focus of study than TM especially from an empirical perspective. Although the existence of development practices and procedures is acknowledged, there is a lack of thorough understanding of how these processes function: there is need for a clear understanding of what kind of competencies certain practices/procedures develop and what challenges organizations face (Miller & Desmarais, 2007; Downs & Swailes, 2013), especially in the emerging markets context (Dunnagan et al., 2013). The contemporary attractiveness of the emerging markets for business purposes is acknowledged (Hitt et al., 2005; Dunnagan et al., 2013), however, in terms of TD and TM research there has been scant research (Mills, 1998; Zupan & Kase, 2005; Skuza et al., 2013; Latukha, 2014). We want to focus on TD, as it is integral to TM, and check whether TD influences separately a firm’s performance. We want to underline the importance of the research in this field and state that especially in the current situation, which is characterized by a changing environment, globalization and a war for talent with international players, the concept of TM and TD and its  contribution to a company’s competitive advantage is exactly what Russian firms need in order to get a shot at being competitive. We want to contribute to closing the gap in the existing research by focusing on studying TD in Russian companies. 
Based on this, we set the following research question: what  peculiarities of TD exist in Russian companies and what factors influence the creation and implementation of TD in Russian firms? Our objective was also to find some correlations between TD and a company’s result. For such purposes we set the research question with the aim of finding any possible links between TD  and company performance. We also paid some attention to finding what competencies are primarily developed by Russian companies while implementing TD programs.
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The concept of TM has started to attract increasing attention leading to mainstream acceptance since the late 1990s when the idea of a ‘war for talent’ was introduced by McKinsey (Ewerlin, 2013). The fast pace of technological development, globalization and the overall flattening of the boundaries between countries, leads to the current situation in which everybody understands the real value of talent, thus in recent theoretical discussion much attention has been paid to the proper way of identifying talent (Silzer & Church, 2009; Nijs, 2014). Some authors insist that an ability to study fast is one of the important factors in the process of identifying the potential leaders of the future (Hitt et al., 2005; McDonnell et al., 2010; Yawson, 2012; Guangrong et al. 2013). There is also a view on talent as on the  issue of giftedness, which deals with the notion that talent is an existing capability of the person (Naqvi, 2009; Sita  & Panapati, 2013; Sonnenberg et al., 2014). It also can be understood as the possibility to add value and possess a certain knowledge (Lewis & Heckman, 2006). Talented employees are those who have an ability to achieve an exceptional result, they are top performers in the company (Stahl et al., 2007; Schuler et al., 2011; Guangrong et al., 2013; Swailes at al., 2014). There is also a consideration that the talent is one who shows the potential for promotion (Barron, 2007; Claussen et al., 2014). 
The identification of an employee as being talented puts great pressure on those people who select talent, thus some literature is dedicated to giving recommendations on whom to consider talented in this respect and whom to develop. Collings et al. (2009) emphasize the importance of the ability of employees to first accumulate knowledge and then share it easily with the others, especially in the context of MNEs (Collings et al., 2009; 2014). Some researches prove the importance of taking the issues of ‘fit’ (Silzer & Church 2009; Burkus & Osula, 2011; Dunnagan et al., 2013) and ‘focus’ (Stahl et al., 2007; Garrow & Hirsh, 2008) into consideration when they demonstrate the previous path of handling talent. Garrow and Hirsh, for example, argue that management of talent is first and foremost connected to the culture of the company and an employee’s compatibility to it (Ewerlin, 2013). TM is considered to be referred not only to management but primary to development of ‘high-performing and high-potential’ employees (Collings, 2014), form this side, we see it clearly connected with HRD field and argue about its crucial role for HRD. As HRD consists of three main parts, such as, training and development, career development, and organizational development (Werner, 2014), TM and TD are seemed to be strongly relevant to it. As HRD is connected with developmental issues in organizations to improve individual, group and firm’ performance, TD is linked with specific practices that help talented employees contribute to organizational results using training and development opportunities. 
Nevertheless TD is rather an under researched and unstructured area to study not only within HRM but especially in HRD studies, it has so far received even less attention than TM (Lewis & Heckman, 2006; Collings et al., 2009; Iles et al., 2010; Garavan et al., 2012). With primary emphasis on learning, development and performance issues (Werner, 2014), we argue that TD should be within a first look of HRD research. Considering the focus of HRD on development of competences that contribute to individual, team and organizational development and results (Collings, 2014), some researches argue about clear linkage between TM and HRD (Iles, Preece, & Chuai, 2010; Kim & McLean, 2012, Collings, 2014). This reinforce the importance of TD as a part of TM for HRD studies (Collings, 2014; Werner, 2014).
TD encounters several challenges, which are basically the same challenges that are related to TM, although a bit more focused. According to Wang-Cowham (2011) the main challenges of TD are: to find talent, to get talent, to create a suitable design of a TD program; also he mentions the practical difficulties of implementing them (Iles, 2008; Wang-Cowham, 2011). TD benefits an organization both in terms of the retention of the employees and in terms of preparing the right people for the right positions and developing their skill sets (Carr et al., 2005; Gilley at al.,2008). Assessment of TD is also a very important issue; all the authors mention the importance of assessment (Kesler, 2002; Berke et al., 2009; Clarke, 2012), but most of them fail to identify how to do it properly (Digman, 1980; Lewis & Heckman, 2006; Collings et al., 2009). 
The trick with TD is the same as with TM – all processes and programs should be customized; it is not feasible to take a successful example of a certain kind of program, copy it and make it work in each and every company (Kesler, 2002; Meyers & Woerkom, 2014). An important factor that should be considered when talking about TD, and actually TM programs and processes in general, is that the programs shouldn’t be stand-alone activities, they should be aligned with the goals, values and culture of the organization, thus with HRD (Miller & Desmarais, 2007; Fernandez-Araoz et al., 2011; Agnew, 2014). Therefore we can conclude that TD activities just by themselves don’t guarantee any result; they should contain specific factors some of which are mentioned by Wang-Cowham in her research. The author states that TD systems might fail and might not provide the necessary result if they are not transparent and are not clear for the talent themselves (Cohn et al., 2005; Miller & Desmarais, 2007; Wang-Cowham, 2011; Swailes, 2013). 
We may also argue about important factors that are highlighted to be vital in TD. Middle managers should be involved in organizational development activities: participate, show interest and emphasize their importance, motivate and encourage all the employees who are involved in  the issue of  development culture (Kesler, 2002, Cohn et al., 2005, Ready et al., 2014, McNally, 2014). The broader the array of training experiences, the more this contributes to employee development and HRD in general (Carr et al., 2005; McNally, 2014; Wang-Cowham, 2011; Riordan, 2013). Moreover, assessment and measurement of progress is essential for all the TD activities (Kesler, 2002). Many authors state that development processes should always be not only transparent and visible for all the employees, so they can understand how everything (Wang-Cowham, 2011; Fernandez-Araoz et al., 2011; Lockwood, 2006) but also before starting any process, the roadmap – short and long term – outcomes should be appointed (Kesler, 2002; Clarke, 2012). We also argue that there are some challenges and drivers of TD in different organizations, namely there is a need to execute strategies before setting a TD plan and an organizational culture (Silzer & Church, 2009; Mandhanya & Shah 2010; Agnew, 2014; Garrow & Hirsh, 2008; Miller & Desmarais, 2007; Riordan, 2013; Lockwood, 2006); evaluate the existing  condition of talent and skill shortage (Mandhanya & Shah, 2010; Ready et al., 2014; Wang-Cowham, 2011; Tarique & Schuler, 2010; Richman & Wiggenhorn, 2005; Miller & Desmarais, 2007; Collings et al., 2009); an organizational capacity for retaining employees after training programs (Mandhanya & Shah, 2010; Ewerlin, 2013; Miller & Desmarais, 2007; Lockwood, 2006); work/life balance issues; the creation of employer brand; and workforce diversity (Ewerlin, 2013; Agnew, 2014; Mandhanya & Shah, 2010; Wang-Cowham 2011; Garrow & Hirsh, 2008; Stahl et al., 2007). Moreover Yonger at al. (2007) argue  about the set of characteristics of TD that should be taken into consideration, among them career planning and talent involvement in business planning, middle management involvement, assessment, coaching, training and development ‘from within’, importance of employees’ competences and strong connection with talent pool. In our research we also aim to see how such factors, characteristics and challenges may be applicable in the emerging market context. 
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Countries from emerging markets have been attracting quite a lot of attention in a range of fields and sectors recently. This is partly due to the fact that a growing percentage of the FDI is coming from emerging markets (Hitt et al., 2005), moreover, the workforce in many emerging economies is huge and some of them possess inimitable skillsets (such as India and Russia in terms of IT, for example) (Dunnagan et al., 2013, Sita & Panapati, 2013). An important factor is the potential that emerging markets have for future development. Therefore we state that Russian companies need to have a greater amount of analysis in the field of TD (Mills, 1998; Zupan & Kase, 2005; Latukha, 2014). 
Emerging markets are usually attractive to MNCs for several sets of reasons, one of which concerns talent pools. Talent is known to be a driver of competitive advantage in developing markets (Richman & Wiggenhorn, 2005). Moreover growth of emerging markets leads to the need for talent that can successfully manage both geographically and culturally distant markets (Li & Scullion, 2006; Collings, 2014). And although emerging markets offer immense possibilities for MNCs they can’t avoid the challenges and risks that await them (Richman & Wiggenhorn, 2005; Hitt et al., 2005; Dunnagan et al., 2013; Cooke et al., 2014). One of the challenges, relevant to the current research is the challenge of finding talent (Ready et al., 2014). 
Narrowing down the discussion to Russian firms, we argue that despite the fact that TM and TD concepts are relatively young in Russia, they have attracted some attention (Simonova, 2010). There are some factors that significantly affect TM and TD in Russian companies. For example, the low integration of top management in the development and implementation of a TM system in Russia does not provide essential support and investments for TD programs (the top management of a Russian industrial company refused to cover costs to design a talent development plan for high-potential employees saying that there are no visible outcomes; this can be a good illustration of the executives’ role). It is important to mention that in the past and  even now (although significantly less now) many Russian companies had authoritarian and bureaucratic leadership styles limiting the responsibility of decision making, employee involvement in the decision making processes, the orientation for short term versus long term thinking that affects the strategic orientation in organizational development, a low speed of innovations and limited initiative (Skuza et al., 2013). Such characteristics influence the contents of TD programs, as a lack attention was paid to leadership development, succession planning and potential development meanwhile most training programs were focused only on professional skills development. Lack of competencies also significantly limit the possibility of human resource specialists’ use of effective TM and TD practices. This can be explained by past experience during the Soviet era when managerial education was not of high priority (Holden & Vaiman, 2013) and was not the  focus of corporate training and development programs. Some experts note that most Russians nowadays still lack high-class business experience, which in part may be explained by the relatively young age of Russian business culture and the educational system (Puffer & McCarthy, 2011; Fey & Shekshnia, 2011; Fey, 2008).
We continue the discussion concerning this arguing that Russia is also affected by an increasing mobility across countries whereby the most talented people were hired by foreign companies not only in Russia but predominantly  abroad. Such a fact has a great influence on TD opportunities, which means if a company does not have TD programs, talented employees will choose their career development in another organization. This means that TD programs should be a primary focus of TM. Considering the factors that are associated with the development of the TM phenomenon in Russia, it is vital to say that globalization trends significantly affect Russian companies as many of them are now beginning an internationalization process. It means that attracting, retaining, and development of talent shifts the focus of TM from the domestic to the global scene. Moreover, the necessity of competencies for managing the international environment becomes very real and important for many Russian companies not only for those who operate in foreign markets, but also for companies who compete with multinational organizations on a local (domestic) market. This also requires a shift in the TD program focus with a development of competencies that help talented employees contribute to a firm’s results in the global markets.   
Based on the theoretical analysis of TD and its appearance in the Russian context, we formulate the following research questions:
Research question 1:  What peculiarities of TD exist in Russian companies? 
Research question 2: Is there any connection between TD and a firm’s results? 
Research questions 3: What factors influence the creation and implementation of TD in Russian firms? 
Research questions 4: What competencies are developed by Russian companies while implementing TD programs?
[bookmark: _Toc261275964][bookmark: _Toc261348819][bookmark: _Toc263320686][bookmark: _Toc263404612][bookmark: _Toc397942861][bookmark: _Toc272295752][bookmark: _Toc272339783]METHODOLOGY
Due to the nature of the questions outlined above, an exploratory survey was conducted to augment the current understanding of TD in Russian companies. The survey as the preferred type of data collection procedure for the study was chosen due to mixed methods research: open-ended questions for qualitative research for exploring and understanding the research questions were formulated and closed questions for quantitative research to examine the relationships among variables were elaborated. We used multiple -choice, list, ranking, dichotomous and quantity-styled questions and several open-ended questions were also used. Most closed questions have a seven-point ranking system in which respondents were asked to indicate the degree of agreement or disagreement or level of importance or criticality with a 1 rating generally designated as “very low”, “less important” or “a little” and a 7 rating as “very high”, “very important” or “a lot”. Open-ended questions provide no options and respondents are supposed to supply their own answers without being constrained by a fixed set of possible responses. We elaborated our questionnaire in accordance to our goals and objectives.
The questionnaire contained 36 questions, was originally designed in English, but was later translated into Russian, which is  the mother tongue of the majority of the target audience. Questions were divided into 4 sections that were appointed specifically to correspond to the research questions. Some questions were based upon the literature, when being asked to choose or assess practices, challenges, drivers – these factors have been studied as the most common factors of TD and used by several authors. 
The study took place in Russia and the target companies were Russian companies operating both in the Russian market and abroad implementing different TM and TD practices. We suggest that Russian companies are indigenous companies (national, multinational or global): they are those that have originated in Russia and their headquarters are located in Russia. Human resource managers currently responsible for human resource management issues were invited to proceed with the survey as they possess a good knowledge of existing human resources and TD practices in a company. Respondents were contacted via email or personally and invited to complete the Internet survey, to fill in a paper-based questionnaire or its electronic form. We targeted 282 Russian companies and received feedback from 144 which forms an almost 50% response rate. Each company was represented by one respondent.
Data analysis was done in accordance with the research question section of the questionnaire. Information was organized using different headings, due to the composition of the questionnaire and its overall purpose. It helped to use categorization of the  notions that are important for the research. Cross-section analysis was used in order to determine interconnection between different sections of the questionnaire. For data analysis SPSS was used. Such functions of the program as descriptive statistics, correlation, regression and factor analysis were used in order to handle the data. 
To explore the links between TD practices and organization performance, the perceived performance of the organization was used. It was achieved by using a subjective performance measurement (Bae et al., 2003; Lismen et al., 2004; Latukha, 2014). Respondents were asked to rate Likert-point items, that were combined into groups representing: market share, customer satisfaction, profitability and revenue growth. Likert-type items measured perceived market share, profitability, revenue growth and customer satisfaction. Moreover, some leading studies of the “HR system – organizational performance” relationship have also relied on perceptual measures of performance (Delaney & Huselid, 1996). In order to get a result concerning a connection between TD and a firm’s performance, we checked the significance using ANOVA, independent sample t-test. There are a lot of quantitative studies that with help from statistical analysis (regression analysis, factor analysis, ANOVA, and MANOVA, etc.) proved the positive mpact of management of human resources on companies’ financial performances (Stavrou-Costea, 2005; Tzafrir, 2006, Ferguson and Reio, 2010). We also utilized linear regression to check the connection between TD and a firm’s performance. We use dependent variable such as organizational performance and our independent variable is the assessment of TD effort (TD effort). Furthermore, we  checked the normality of residuals to make sure that our analysis was reliable. We used two non-parametric tests for that purpose.
In order to answer research question about TD peculiarities in Russian companies, we run descriptive statistics in SPSS. The basic element of comparison that is being used is the mean of each response. Certain statements were found to have more agreement from our respondents than others. Moreover, all the statements have received either positive or neutral means; there are no negative or even relatively negative means. We decided that the best way to provide more thorough analysis of practices is to divide our sample in two groups and check for significance amongst them. Two groups were already formed previously and they are divided due to the principal of existence and non-existence of TD in organizations. The logical premise is that there should be significant difference due to the fact that these statements describe TD practices. However it might give us interesting results in terms of whether some practices are used in an organization, but are not considered to fall into the framework of TD and TM. That’s why we are particularly interested in analyzing responses of those who stated that their organizations don’t have TD practices.
To investigate factors influencing TD in Russian companies, we used the Levene’s test to examine variability in two groups. We also checked significant differences in responses concerning all  statements in the Levene’s test result table to make sure that the results were the same in both analyses. To reveal what competencies are developed by Russian companies while implementing TD programs, we run the test  for significance as a main method of analysis. 
RESULTS AND DISCUSSION

Is there any connection between TD and a firms' results?
Our assumption is that the link between company performance and TD does exist as was suggested by some authors (Lepak & Shaw, 2008; Tarique & Schuler, 2010, Bethke-Langenegger et al., 2011) but without proving it statistically in the TD field.
Using factor analysis, we examined factors and found out that they form one factor of economic effectiveness (adequate measure of sampling adequacy 0,712 - Keyer-Meyer-Olkin) and appropriate correlations for factor analysis sig.<0,05 - Bartlet’s test (see table 1)). The value of Value of Cronbach’s alpha (0,730) justifies summation of these 4 factors into one, because it indicates that it has high internal consistency. Inter-item correlation matrix shows the variance 0,25-0,55 at the acceptable level. 
__________________
Table 1 here
__________________
For our analysis information about those organizations was used, representatives of which claimed that they have TD programs. 
After we had conducted the regression analysis, we found that the significance level is smaller, than 0,05 (table 2). It means that there is a connection between dependent and independent variables. We can also see that 22% of the variance in our dependent variable is explained by our model. We are satisfied with the result and analyze only R-square (not Adjusted R-square) because we are not analyzing any other connection. Precise analysis of this connection and its specificities can be the objective of further research. Proving the existence of it in this circumstance and therefore answering the first research question was our goal.                                       __________________
Table 2 here
__________________
Examining the SPSS results that are presented in the table below (table 3) we can see that the connection is positive: an increase by one unit in TD effort leads to a 0,315 increase in organization’s performance. 
__________________
Table 3 here
__________________
In table 4 results of non-parametric analysis are presented; we are specifically interested in the field which indicates significance. According to both tests (Kolmogorov-Smirnov and Shapiro-Wilk, table 4), the level of significance is higher than 0,05, therefore we accept a null-hypothesis and state that our distribution is normal. Thus regression analysis is proper and applicable.     __________________
Table 4 here
__________________
With the help of this analysis we can state that there is a connection between TD and an organization’s performance, and a positive one. It leads us to answer our first research question with a ‘yes’. This contributes to similar findings in the field of TM and its connection with a firm’s performance (Latukha, 2014). This finding provides information not only that is helpful in understanding how to influence a firm’s result, but also that justifies the importance of TD practices, that are rather underrated in Russia. 
What peculiarities of TD exist in Russian companies? 
We began our analysis with an identification and analysis of TD programs.. 
TD programs in Russian firms can be described in the following way: organizations are more biased to grow employees from within, the qualities of employees that an organization requires are well-defined – cultural fit and abilities of candidates are equally important for organizations, the top-talent are experienced, training of employees is emphasized in the organization, an organization makes sure that employees are developing their skills and competencies, and there is a tendency towards assessment. 
We decided to explore the responses of the other group of respondents, who don’t have TD in their organizations, and noticed that all the responses have below average mean. Moreover, after running a test on the significance of the differences of responses between the two groups, we noticed that in almost all of the cases (except 1) the t-test indicates values < 0,05. Which means that the difference is indeed significant. It means that the presence of TD in an organization changes the perception of TD-related reality for the employees. We found that there are several characteristics of TD in Russian firms: they are oriented to a “promotion-from-within” policy, that suggests that the current employees of an organization are taken for the executive position, which provides a good incentive for employees to grow their competencies. Therefore it is important to also consider what is their awareness of  career development possibilities, although this question is a subject of discussion for another section. Other practices emphasize the orientation towards training and developing employees’ skills, which is a very important consideration in Russian companies. Besides, the findings support the idea of the importance of assessment, which we came across in the literature (Kesler, 2002). And last but not least is the important factor that Russian TD is oriented towards building the brand of the developer, which is good news for the level of development for the state of Russian business culture.
One of the important issues in answering the research question is to find out what are the main challenges for Russian companies in terms of TD. The result that we got showed that one of the critical challenges for Russian organizations is involving the board of directors in the selection of the CEO and top management for TD programs. Moreover, one of the most important concepts of TD programs is also responsibility: who is considered to be responsible for TD? Is the emphasis put on the CEO, line manager or simply on the HR department? At a first glance, analysis shows us actually that  in Russian organizations TD activities are considered to be a priority for all the groups of employees equally in companies where TD exists. Which correlates with our theoretical background, whereby we found that for modern organizations, TM and TD can’t only be a subject of human resource department. 
What factors influence the creation and implementation of TD in Russian firms? 
Using the Levene’s test, we found out that variability concerning both groups is sig.>.05. Which indicates that both conditions have the same variability. Thus we examined significant differences in responses concerning all statements and it appeared that everywhere sig.<.05 (table 5). This means that the difference in the answers between the two groups is significant in all of the statements that respondents were assessing. The results of Eta squared are high in most of the cases and medium in several. 
__________________
Table 5 here
__________________
Therefore, the result that we get is: organizations that already have TD programs tend to rate all the statements above as average, meaning that they believe that the presented processes are already being implemented or are going to be implemented. They especially feel strongly about: 1) improving the quality of the programs and processes; 2) using technologies in improving the processes; 3) aligning processes with cultural norms and values; 4) assessment. They are not sure about the ability of their organization to invest more resources in the purposes of TD, but are underlining the importance of making the programs more cost-effective. All in all the technological orientation and emphasis on assessment is quite typical for IT companies, while an emphasis on culture means that they understand the importance of the way development is embodied in the organization’s culture.
As for the other group of respondents, they seem to be disagreeing with almost all of the statements, which is logical enough considering the fact that they don’t have TD in their organizations. However, they are being surprisingly neutral about ensuring the transparency of the processes and about improving quality. These factors were mostly studied by example of foreign companies, therefore we can observe an insufficient difference between developed and emerging markets in terms of TD in Russian firms.
In order to understand what drives the need of TD in an organization we analyzed received data as well. Outsourcing and flattening of organizations are factors that are more likely not to be considered as drivers of TD. 
__________________
Table 6 here
__________________
Between the two groups we found some differences to be discussed. Respondents from the organizations with TD  showed a tendency of agreeing and had higher mean values on most of the statements. However, they tend to feel especially strongly about the following being the driver of the need for TD: 1) new technologies; 2) global marketplace; 3) business competition; 4) need for innovation; 4) corporate culture; 5) customer satisfaction. The first group tends to feel the opposite in relation to all of the drivers, marking them rather negatively. The important outcome is that in terms of TD orientation towards cultural aspects appears in emerging market firms.. Organizations that have TD in emerging markets have similar orientations toward TD, whilst organizations that don’t have TD are way behind, perceiving it as an unimportant and irrelevant idea.
Next, we want to pay attention to the organizational information in relation to TD. The table below represents the significance of the differences between two groups (table 7) in relation to information about an organization. There was no connection with TD implied in the formulation of this question; it was done in order to check whether we would get a different result. What we found out was that significance distribution is different in this question. If previously we could see significant difference in relation to most of the statements, here it is not the case. Only five out of twelve statements show significant differences.                                    __________________
Table 7 here
__________________
The statements describe TD practices in organizations. Amongst those that have significantly different meanings for the two groups we want to first emphasize the first group’s result. They rated a statement that emphasized that they have a lack of development processes in the organization, that they have retention issues and don’t attract enough talent, and that TD is a low priority. All these ideas are basically being removed by appropriate TD strategy. Therefore we can say that there are still some organizations in Russia that experience the need of TD practices in order to handle retention and attraction issues. 
We also identify the most common TD programs’ contents that exist in Russian companies.
__________________
Table 8 here
__________________
	


Examining the components of TD, we can see that the distribution of results is very diverse. Amongst those respondents that don’t have TD practices in their organizations only 16% have chosen ‘other’, whereby they could specify that they do not have any development practices etc. This table (table 8) gives us a picture of what kind of processes are the most common for Russian companies. 
They are mainly connected with leadership development and high-potential employee development, which perfectly corresponds to the results that were discussed previously. A relatively low response in the field ‘other’ indicates that we captured the most common practices of TD. It shows us that the emphasis of TD programs in emerging markets is put on the development of skills that are in need. This means that respondents are probably aware of their career path and moreover that their individual goal contributes to organizational ones, which is one of the important ideas of TD (Miller & Desmarais, 2007; Fernandez-Araoz et al., 2011; Agnew, 2014).
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We state that respondents from the first group have higher meanings of the mean in relation to ideas that employees themselves are responsible for when choosing what competencies to develop and that this is connected, to a larger extent, with the needs that organization has rather than with the competencies that employees themselves lack. Almost 80% or respondents claim to know, what kind of skills they need to develop in order to get a promotion in the company. And almost 70% of them can develop these skills in the framework of their organization. Approximately half claimed that their executives and managers encourage the development of skills that are important for promotion. In analyzing this section we have noticed an interesting tendency. If we compare the results of managerial involvement with the awareness of  skills needed in order to develop for promotion between the two groups the results appear to be very interesting. We prove that  if we compare the two samples of the respondents according to TD programs, in the first case (no TD) only about half claim to be encouraged by the development led by the supervisor. Whilst in the second case, only 4,3% claim that they are not encouraged and the rest are encouraged which represents a vast majority in opposition. This observation means that there is a connection between managerial involvement and the development process of an employee. When TD practices exist in the organization executive employees tend to be more involved in the development of their subordinates’ competencies. This shows that the existence of TD changes norms within an organization; therefore we can presume that this is connected with a cultural aspect. This contributes to employees’ feeling of involvement in an organization and their value of it, which, in turn, can positively influence commitment. 
The same tendencies can be observed when talking about the awareness of skills that are required for development in order for a respondent to get promotion. We found that  the availability of TD influenced awareness to a large extent. More than four- fifths of the second group claim that they are aware of the competencies that they need to develop. However, in the first group quite a large proportion is aware as well – 69%. We believe that this is due to the fact that Russian organizations require the development of skills and competencies, but in most organizations they are perceived just as training and not as a TD effort. This aspect is connected with the cultural component of TD, when the values and norms are transmitted throughout an organization, which creates an alignment and therefore an awareness of their own TD path by employees. In terms of promotional paths, employees of both groups are aware of skills that require development. However the second group is more aware to a larger extent. We believe that this might be connected with the existence of a development culture in organizations that have TD, therefore there is an overall focus on development. As much as 31 % can develop their skills despite the fact that they don’t have TD programs. While in the second group only one quarter claim that they can’t develop skills. This observation leads us to an obvious conclusion that TD influences, somehow, the ability of employees to develop skills that are required for promotion. If an employee is aware of a particular skill or competency that he needs to develop, but he can’t develop it in his organization and on the other hand he can’t get a promotion without it, this leads to a kind of frustration. The right thing to do while handling development is to allow employees to develop on a constant basis, without leading them to the thought that they will be better off in some other organization (Carr et al., 2005). 
[bookmark: _Toc397942869][bookmark: _Toc272295765][bookmark: _Toc272339796]After a thorough analysis of responses, we noticed that the most frequent response is knowledge of foreign languages, particularly English. Respondents emphasize the need for different leadership skills and competencies, related to ability to delegate, communicate properly etc. Another point is business education – it has a separate place in the responses; MBA or just business education was stated frequently emphasizing the need for employees from Russian companies to be more business oriented. In this respect management skills in general were also mentioned, along with strategy-oriented and project management skills. Management of employees and of finance were also emphasized separately. Business related skills are indeed important for employees; when they move up their career ladder they come across certain difficulties and face a lack of experience in that area, because in the beginning of their career they had a slightly different orientation. Our qualitative component in the research helped to prove that this is true in relation to Russian firms, however the fact that most of the respondents are aware of the competencies that they have to develop, means that they have development orientation. Which in turn means, that ignoring the fact whether their organization has or hasn’t got TD orientation, they have this orientation and it will influence their career choices. The conclusion that we have made is that TD programs do develop both professional and soft skills for employees. Companies provide training in terms of programming and the development of technological knowledge, as well as with English language training and the development of the universal skills, which might be required by their current or future position. 
CONCLUSIONS
This research is one of the first studies that aims to empirically investigate TD in the Russian context. Following the main objective of the paper, namely to discover peculiarities in TD in Russian firms and to prove a correlation between TD and a company’s activity, we conducted the empirical study helping us to answer our research questions. We formulated research questions about peculiarities of TD that exit in Russian companies, connection between TD and a firm’s results, factors influencing the creation and implementation of TD in Russian firms and competencies developed by Russian companies while implementing TD programs. Our conclusions can be presented according to the research questions highlighted. 
One of the most important conclusions also here is that based on our analysis, we can argue about the existence of a correlation between TD and company performance. As HRM research seeks to establish the link between HRM and performance, and research in
HRD tends to mirror this trend (Valentin, 2006). The link between TD and company performance was proved; it significantly contributes to the existing theoretical and practical gaps in HRM and HRD fields (Lepak & Shaw, 2008; Tarique & Schuler, 2010, Bethke-Langenegger et al., 2011, Holden & Vaiman, 2013, Werner, 2014). The positive relationships between well-developed TD and company performance confirm the relevance of TD for HRD. 
In analyzing practices and processes that are relevant for TD, we have found that most attention is paid to learning and training, professional development of an employee and a separate emphasis is put on assessment. We argue that the research agenda for HRD stated by Collings (2014) about the linkage between TM and organizational performance (Collings, 2014) can be partly closed in TD direction, using the emerging market context. Therefore, we state that an emphasis of TD in Russian firms in terms of common practices and processes is due to the development of skills through training, professional development and assessment. 
While analyzing the competencies to be developed in Russian firms management skills in general were also mentioned along with strategy-oriented, human resource management and project management skills. Business related skills were mentioned also to be important for Russian companies. One of the important conclusions is that employees of Russian companies have development orientation and development awareness meaning that this fact can partly be proved by previous limited educational opportunities in Russia (Latukha, 2014). Great attention to leadership development can be discussed in the line with the peculiarities of the previous development system in the former Soviet Union whereby a lack of business education and other managerial development were a real barrier to a firm’s development. We argue that such orientation may be very important for the further extension of HRD in this context, which  would definitely create a background for the competitive advantage of Russian companies in the future and fill the gap with leadership and business education in Russian firms. Continuing the discussion about leadership development, we state that our analysis shows that the most challenging task for HRD in the Russian context is to involve executives and top-management in these practices’ implementation. This indicates that employees don’t feel enough commitment from the top. However, according to the literature review, this is an essential part of HRD (Kesler, 2002, Cohn et al., 2005, Ready et al., 2014, McNally, 2014), therefore we argue that it is an area of improvement for Russian firms. We also found that Russian companies promote more employees from within, which means that the TD system should be well established and connected with a company’s strategic objectives; this provides additional arguments for top-management involvement in TD: for TD to be able to influence a firm’s results. 
The findings also confirm the number of factors affecting TD in Russia. They reflect several distinctive characteristics of TD that we found to be especially important, namely the necessity for improving the quality of TD programs and processes using technologies in improving the processes; aligning processes with cultural norms and values; assessment and  transparency. This finding correlates with the literature analysis (Kesler, 2001,Wang-Cowham, 2011; Fernandez-Araoz et al., 2011, Lockwood, 2006) emphasizing the idea of the ability to measure and understand the result as a key point in in HRD field and TD implementation. We found that there are some drivers that can be especially related to Russian firms, such as new technologies, global marketplace,  business competition, need for innovation, corporate culture, and customer satisfaction. These drivers brought attention to TD in particular Russian companies that have a positive correlation between TD and performance. This also means that for companies who do not have TD programs, they should consider such factors and drivers to be more competitive. Based on the discussion of our empirical results, we formulate both managerial implications and scientific contribution of our study. Despite this we see that our research has more a comprehensive contribution to understanding the peculiarities of TD in Russia; we also claim a contribution to the literature on HRD, TM and TD managerial practices not only in Russia. 
One of the important features that a program should possess – is the engagement of middle managers in the TD process (Cohn et al., 2005; Ready et al., 2014). Sometimes boards of directors are involved in these kind of activities, especially when it concerns the succession of CEOs (Cohn et al., 2005). In fact, building the right TD strategy is a collaborative effort of line and human resource managers (Ready et al., 2014) and development activities should always be in accordance with human resource related processes. In terms of TD programs, the transparency issue should be considered separately and always adhered to. It is one of the most crucial elements of TD processes; it should always be visible for employees – where they are going and what opportunities they have (Claussen et al., 2014). This supports the idea that line manager and senior executives should participate and be involved (Stahl et al., 2007; Dunnagan et al., 2013). It is also vital to mention that managers and human resource professionals need to design TD systems that “fit the contours of the present context – a context that is more complex and multifaceted – while also anticipating the future concerns of varied stakeholders” (Tarique & Schuler, 2010). It means that managers and human resource specialists need to design TD programs in accordance with an understanding that certain ‘‘configurations’’ of TD activities are better than others with respect to attracting, developing, and retaining talent. Developing effective TD systems as a long-term global strategy are in concert with  laws, culture, society, politics and economy (Tarique & Schuler, 2010). 
The research clearly shows the connection between TD and a company’s results, which proves the strategic position of TM in HRD in general (Fey et. al., 2000; Majeed, 2013; Latukha, 2014, Werner, 2014). We also demonstrate a broader understanding of the factors affecting TD, which significantly extends our knowledge about TM practices, in Russia and outside of the Russian context. Our findings can be applicable in modern companies as we provide an ultimate support to the connection between TD and a firms’ results (Collings, 2014), that can guide managers in TD strategies and practices. Our research has been done in Russia and it reflects the main tendencies and specifics of the local context; but still, for example, many emerging market firms can be the target of our recommendations and they, therefore, can be guided by the factors revealed in the paper. Our results, for example, may be considered as important for some post-communist countries, where TM and TD systems are still underdeveloped (Skuza, 2013).
Following the discussion above, our paper contributes to the existing literature on HRD, summarizing and analyzing training and development, career development, and organizational development (Collings, 2014), applying such analysis to the Russian context. Our study suggests that the phenomenon of TD is rather new and controversial in the Russian context and despite the certain amount of research devoted to TD, this research contributes to an understanding of TD peculiarities in Russia in HRD field. Our study has added to our understanding of the peculiarities of TD in Russian companies and highlights not only the current situation in-filed on TD in Russia but also pays attention to the specific and emerging trends of HRD in Russian companies and defines an important direction for the future development of HRD and TD not only in Russia, but in the broader context. 
Besides making an important contribution, we need also to be aware of the limitations of the study. First it is linked with the connection of a firm’s result and TD. The current paper provides support only for the existence of this connection and its direction, without a precise description of the aspects that might help to influence this connection somehow. Findings in this way are essential in order to identify what exactly should be changed or implemented to provide a positive result. Another  limitation may be connected with the fact that the study has no sectorial views, that’s why cross-industry analysis is required to conceptualize TD in emerging markets even further. The last limitation concerns the fact that our research was limited to one emerging market only – Russia. We believe that our findings on how organizations manage TD can partly reflect the current opinion of companies and the existing situation in the Russian market. But further study in these areas is required. The Russian labor market is in the process of active development and thus TD and human resource practices can experience multiple changes, including the growing interest in TM  in general – thus future studies in this direction could contribute to the development of this process.
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Table 1. Factor Analysis: KMO and Bartlett's test
	KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	0,712

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	37,659

	
	Df
	6

	
	Sig.
	0,000


Table 2. Reliability Statistics
	Reliability Statistics

	Cronbach’s alpha
	Cronbach’s alpha based on standardized items
	No of items
	
	

	0,730
	0,732
	4
	
	

	Inter-item correlation matrix

	
	Market share
	Customer satisfaction
	Profitability
	Revenue growth

	Market share
	1,000
	0,255
	0,354
	0,510

	Customer satisfaction
	0,255
	1,000
	0,447
	0,441

	Profitability
	0,354
	0,447
	1,000
	0,430

	Revenue growth
	0,510
	0,441
	0,430
	1,000


Table 3. Regression
	Model Summary

	Model
	R
	R-square
	Adjusted R-square
	Std. error of the estimate
	Durbin-Watson

	
	0,440a
	0,219
	0,205
	1,01532
	1,868

	ANOVA

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig

	       Regression 
	19,844
	1
	19,844
	19,250
	0,000

	Residual
	82,470
	80
	1,031
	
	

	Total
	102,314
	81
	
	
	

	
	
	
	
	
	

	Coefficients

	Model
	Unstandardized Coefficients
	Standardized coefficients
Beta
	T
	Sig.

	
	B
	Std.error
	
	
	

	               Constant
	3,605
	0,320
	
	11,264
	0,000

	TD effort
	0,315
	0,072
	0,440
	4,387
	0,000


Table 4. Non-parametric test
	Test of Normality

	
	Kolmogorov-Smirnov
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Standard residual
	0,078
	82
	0,200
	0,950
	82
	0,316


Table 5. TD factors
	TD factors
	Sig.
	Mean

	
	
	1st gr
	2nd gr

	Ensure transparency of the programs and processes 
	0,033
	3,54
	4,77

	Provide access to the programs to employees of all levels 
	0,001
	3,26
	4,77

	Improve the quality of development programs and processes 
	0,002
	3,74
	5,23

	Ensure that all the development processes are aligned with company culture, values and norms 
	0,000
	3,46
	5,32

	Expand the numbers of programs 
	0,000
	3,03
	4,55

	Improve the assessment of the programs and processes
	0,000
	3,03
	4,94

	Use new technologies to improve TD 
	0,000
	3,03
	5,09

	Make TM processes more cost-effective
	0,000
	2,71
	4,91

	Invest more resources in the implementation and creation of the processes 
	0,002
	2,91
	4,23

	Put more emphasis on the development culture
	0,000
	2,97
	4,68


Table 6. Drivers of TD 
	TD Drivers
	Significance
	Mean

	
	
	1st gr
	2nd gr

	Need to execute strategies 
	0,021
	3,69
	4,55

	Talent and skills shortages 
	0,574
	3,86
	4,02

	Business competition 
	0,027
	3,74
	4,62

	Retention and retention issues 
	0,003
	3,46
	4,57

	Creation of employer brand 
	0,003
	3,40
	4,70

	Need for innovation 
	0,006
	4,06
	5,11

	Corporate culture 
	0,000
	3,20
	4,94

	Customer satisfaction 
	0,006
	3,63
	4,85

	Cost of human capital 
	0,000
	3,17
	4,60

	New technologies 
	0,000
	3,66
	5,17

	Global marketplace 
	0,002
	3,26
	4,68

	The flattening of organization 
	0,001
	2,57
	3,87

	Diverse workforce 
	0,004
	3,29
	4,45

	Work/life balance issues 
	0,017
	3,09
	4,06

	Outsourcing
	0,009
	2,46
	3,45


Table 7. Organizational characteristics
	Organizational characteristics
	Sig.
	Mean

	
	
	1st gr
	2nd gr

	There is not enough talent 
	0,072
	4,43
	3,70

	We do not have the right technology
	0,008
	3,57
	2,83

	We have a hard time integrating technology 
	0,112
	3,51
	2,96

	Skilled workers retire 
	0,275
	2,89
	2,13

	Trained young professionals leave 
	0,192
	4,51
	4,17

	Education system does not meet our needs 
	0,296
	3,60
	3,36

	We have poor development programs 
	0,794
	4,06
	3,09

	Development programs’ objectives do not correlate with organizational needs 
	0,043
	3,37
	2,70

	There is a lack of good development programs and processes 
	0,223
	4,74
	3,62

	We cannot retain talent 
	0,041
	4,46
	3,62

	TD is a low priority 
	0,014
	4,54
	3,26

	We cannot attract talent 
	0,008
	3,97
	2,62


Table 8. TD programs’ content
	What kind of development programs/processes do you have in organization:
	Percent of All Cases
	Percent of Cases

	
	
	1st group
	2nd group

	Leadership development
	47,7%
	30,0%
	62,9%

	High-potential employee development
	41,5%
	16,7%
	62,9%

	Succession planning
	27,7%
	16,7%
	37,1%

	Training
	56,9%
	33,3%
	77,1%

	Development of managerial competencies
	35,4%
	20,0%
	48,6%

	Development of competencies essential for your job
	55,4%
	26,7%
	80,0%

	International assignments
	21,5%
	16,7%
	25,7%

	Development of essential skills (e.g. communication skills)
	40,0%
	20,0%
	57,1%

	Other 
	9,2%
	16,7%
	2,9%

	



