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In the paper we have provided an empirical analysis aimed at establishing relationship between the Efficient use of talent
and the Global Competitiveness Index (GCI) value, in a sample of 144 countries for which data are available in the Global
Competitiveness Report 2014-2015. Then we've observed relationship between these categories for the group consisting of the
Republic of Serbia and ten selected European countries from its immediate surroundings. We've constructed a model of impact of
the Efficient use of talent and its two indicators (Country capacity to retain talent and Country capacity to attract talent) on the GCI.
Based on the established model we've examined direction and intensity of the impact of the observed variables globally, by using
simple linear regression. The conclusion is that the Efficient use of talent quantified by this model represents a limiting factor to
improving competitiveness, which is an indispensable driver of knowledge-based economy and society development.
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HEE®EKTUBHE BUKOPUCTAHHS TAJIAHTY SIK OBMEXYIOUUIA ®AKTOP
KOHKYPEHTOCIIPOMOKHOCTI OKPEMHUX €BPOIIEMCHKHNX KPATH

Y crarTi npoBeAEHO eMmipuydHm aHasl3 3 METOK BCTAHOB/IEHHS B3AEMO3B A3KY MK €QEKTUBHUM BUKOPUCTAHHSIM Ta/laHTy
7@ 3Ha4YeHHSIM IHAEKCY 17106a/IbHOI KOHKYPEHTOCIIPOMOXHOCTI Ha Mpukiagi 144 kpaiH, AaHi SKkux pO3MILYEH] y 3BITi 3 7106a/1bHOI
KOHKYpeHTOCIpoMoxxHocTi 2014-2015 pp. BcraHoB/IeHO 3830k MK LMy Kateropiamu 415 Pecriybriiku Cepbii 1a 4ecsiTv OKpemux
€eBponesicbkux Kpait. [106yA0BaHO MOAE/b BI/IMBY EQEKTUBHOIO BUKODHUCTAHHS TAJIGHTY Ta HOro ABOX OKa3HUKIB (34aTHOCTI
KpaiHmn 36epiratv TanaHT 1@ MOXJ/IMBOCTI KpaiHu 3asy4atv T1anaHtv) Ha IHAEKc r/106a/1bHOI KOHKYPEHTOCTIPOMOXHOCTI. Ha OCHOBI
OTPUMAHOI MOAEST 338 LOMOMOror0 rpocToi JIiHIMHOI perpecii BCTaHOBIEHO 1/106a/ibHM HArNPSMOK Ta [HTEHCUBHICTb BIUINBY
AOCTMKYBAHNX 3MIHHUX. [JOBEAEHO, O HEECPEKTUBHE BUKOPUCTAHHS Ta/IaHTY € OOMEXYIOYNM @aKTOpOM A/1S [MiABULUEHHS
KOHKYDEHTOCIPOMOXHOCTI, SIK3 € HEBIJ EMHOIO CKIIaA0BOK0 EKOHOMIKM, OCHOBAHOI Ha 3HaHHSIX [ PO3BUTKY CYCITifibCTBA.

KITI040BI C/10Ba. KOHKYPEHTOCTIPOMOXHICTL, IHAEKC I7106a/1bHOI KOHKYPEHTOCIPOMOXHOCTI, 34ATHICTL KpaiHu 36epiratm
TanaHTH, MOXJIMBICTL KPAiHU 3a7Ty4aty Ta/IaHTY.

Given that human capital is driving force of the productivity growth in contemporary conditions, the
hypothesis has been set up that “brain drain”, ceteris paribus, is a limiting factor to improving competitiveness of
countries (Cvetanovié, Despotovi¢, 2014). The question is: What is the situation in Serbia and what is its objective
position compared to other countries in its surroundings in terms of Efficient use of talent?

In order to answer the question, we have used data from the Global Competitiveness Index. First of all, an
empirical analysis has been conducted aimed at establishing relationship among three individually observed
indicators — Efficient use of talent, Country capacity to retain talent and Country capacity to attract talent, in a
sample of 144 countries for which data are available in the Report 2014-2015. Then we’ve observed position of
Serbia in the surroundings by using identical data.

Segment of the GCI framework which is considered in the paper is marked in Figure 1. The segment
contains parameters of the sub-index of the second stage (efficiency-driven stage). In this context, we’ve considered
7th pillar — Labour market efficiency. Given the goal of the paper, we’ve observed the section B — Efficient use of
talent, with focus on indicators 3 — Country capacity to retain talent and 4 — Country capacity to attract talent
(Figure 1).

The Efficient use of talent represents the country’s ability to retain its most highly educated citizens.
Countries with low parameter of Efficient use of talent have low levels of innovativeness and competitiveness as
well as slow growth of the real GDP (Fuxman, 2004; Guthridge, Komm & Lawson, 2008 Bertoli, Briicker, Facchini,
Mayda & Perry, 2009).

The defined dependence has been tested in a sample of 144 countries, and Table 1 shows the summary of
the analyses findings.

By analyzing linear regression results shown in Table 1, it can be concluded that all three independent
variables have a positive impact on the GCI, with significant values of the Pearson correlation coefficients, which
are significantly higher than threshold value for the level of significance of 1%. The Country capacity to retain talent
shows the highest significance of a positive impact on the GCI (globally).

Regarding Country capacity to retain talent and Country capacity to attract talent, Serbia is at the very
bottom of the list (Figure 3). Therefore, many educated young people are looking for the jobs in the Western
Europe.
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Figure 1. Diagram of the observed GCI framework (Source: modified according to Schwab, 2015, p. 9)
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Figure 2. Indicators of the Efficient use of talent

Table 1
The summary statistics of the observed relationships
Dependent variable: Y — GCI
Independent variables: [€)) 2) 3)
X1 - Efficient use of talent 05427
(0.061)
X2 - Country capacity to retain talent 0.5227"
(0.044)
X3 - Country capacity to attract talent 04317
(0.045)
Constant 2,075 2.386 27147
(0.244) (0.157) (0.160)
Observations 144 144 144
R’ 0.357 0.503 0.397
Adjusted R? 0.353 0.499 0.393
Residual Std. Error (df = 142) 0.543 0.478 0.526
F Statistic (df = 1; 142) 78.886 143501 93.478"
Note: "p<0.1; "p<0.05; " p<0.01
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Figure 3: Efficient use of talent, Country capacity to retain talent and Country capacity to attract talent data for Serbia and
neighbouring countries (Source: modified according to Schwab, 2015, p. 9)

If similar trend continues in the future, then there will be no space for any notable progress towards
knowledge society i.e. knowledge economy. Therefore, talent creation, education and retention must be strategically
treated in the development policies of the observed countries. Particularly, this applies to their position in the private
entrepreneurial sector, where they are not perceived as driving force of the growth and development.

Conclusion

With extremely low Efficient use of talent, Serbia has almost no chance of moving toward more stable
knowledge society i.e. knowledge economy. Poor economic situation, slow passage of laws, unfavourable
investment climate, high unemployment rate, corruption and continuous political instability contributed to the
outflow of educated people, of almost cataclysmic proportions. Talent retaining and attracting require establishing

long-term environment which is competitive compared to foreign ones in terms of wages, employment prospects
and working conditions.
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