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I. GENERAL CHARACTERISTICS OF THESIS RESEARCH 

The scientific relevance of research 

The shortage of talented employees capable of making a meaningful contribution 

to a company's future performance has become one of the major challenges for the long-

term success of both companies and society as a whole. This challenge is being driven 

by increased global competition, which has resulted in a growing need for talented 

employees on a long-term horizon, not only locally but also globally1. 

Providing a company with a steady pipeline of talent over the long term enables it 

to remain competitive. To maintain succession planning, companies create personnel 

reserves2. Many business organisations struggle to select talent into personnel reserves: 

42% of personnel reserve participants are performing below average and only 54% of 

companies have a steady pipeline of talent for key positions3.  

The challenges for personnel reserve selection are exacerbated by the increasing 

pace of business activity and an increasingly turbulent external environment4.  In recent 

decades, organisations have put a particular focus on competencies when selecting and 

developing talent. Positions were decompartmentalised into a specific set of skills, and 

companies matched key employees to that set. However, nowadays the business 

environment is extremely complex and volatile, so HR managers and leaders have 

difficulty in predicting the necessary set of knowledge, skills and competencies to 

assess and select talent5. Consequently, such construct as potential becomes relevant to 

businesses because it allows them to assess the likelihood of an employee's performance 

in a future position. To realise this goal, companies need to monitor the performance of 

talented employees in order to detect trends and fluctuations in performance levels. One 

of the future research directions for the academic community is to focus on longitudinal 

                                                           
1Lepak, D. P. The human resource architecture: toward a theory of human capital allocation and development / D. P Lepak, 

S. A. Snell // Academy of Management Review. –1999. – Vol. 24. – No. 1. – P.31–48. 
2 Cadigan, F. Preferences for Performance versus Potential in Promotion Recommendations / F. Cadigan, D. Kraichy, K. 

Uggerslev, K. Martin, N. Fassina // Canadian Journal of Administrative Sciences. – 2020. – Vol. 37. – No. 2. – P. 180-192 
3 MacRae, I. High potential: How to spot, manage and develop talented people at work / I. MacRae, A. Furnham, M. Reed.  

– London: Bloomsbury Business, 2018.  – 360 p. 
4 Ivanchenko, G.V. Ideya potenciala v naukah o cheloveke: ot «chelovecheskogo potenciala» k lichnostnomu / G.V.  

Ivanchenko, D.A. Leont'ev, A.V. Plotnikova // V: Lichnostnyj potencial. Struktura i diagnostika / D.A. Leont'ev, 2011. – 

M: Smysl, 2001. P. 42-58. (in Russian) 
5 Fernández-aráoz, C. Why potential now trumps brains, experience, and “competencies.” / C. Fernández-aráoz // Harvard 

business review. – 2014. – June. – P. 46-56. 



3 
 

studies of potential realisation. Thus, potential evaluation is an important task in talent 

management, which increases the competitiveness of businesses in the long run. 

In order to evaluate talents potential, it is critical for HR managers and executives 

to use validated and business-relevant potential models, so members of the academic 

community need to test the validity of new potential assessment technologies, 

approaches and practices6. The current focus in business practice is on finding a 

comprehensive tool or set of methods that can effectively identify high-potential talent 

that a company can develop and target in strategic positions7. 

 

The degree of the scientific development of the problem 

Many works of both Russian and foreign researchers are devoted to the theory 

and practice of talent management. In the works of Berger L., Boudreau J., Volkova 

N.V., Gallardo-Gallardo E., Jelens J., Dries N., Kabalina V.I., Collings D., Latukha 

M.O., Michaels E., McDonnell E, Mondrus O.V., Tunnissen M., Horeva V., Chamoro-

Premuzich T. analyze the practices of talent management, as well as the problems of 

their selection in the personnel reserve. 

The problem of defining the term "potential" is widely discussed in the 

community of scholars in management sciences, as well as in organizational and 

business psychology both abroad and in Russia. The definition of potential is explored 

in the works of Eichinger R., Altman I., Dries N., Collings D., Leontiev D.A., 

Lombardo M., Mandrikova E.Y., Markov V.M., Mellachi K., Peppermans R., Silzer R., 

Fernandez-Araoz K., Finkelstein L., Church A. 

 A lot of research is also devoted to the problem of potential indicators. This topic 

has been dealt with in articles by Vlobergs D., Gietvay K., Dries N., Kotliar I., Perkisas 

B. Postumus J., Rotolo K., Silzer R., Trot E., Churcha A. 

                                                           
6 Bersin, J. New ways to gauge talent and potential / J. Bersin, T. Chamorro-Premuzic // MIT Sloan Management Review. – 

2019. – Vol. 60. – No. 2. – P. 7-10. 
7 Church, A. H. How are top companies assessing their high-potentials and senior executives? A talent management 

benchmark study / A. H. Church, C. T. Rotolo // Consulting Psychology Journal: Practice and Research. – 2013. – Vol. 65. 

– P. 199–223. 
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Researchers also focus on the topic of potential assessment tools. The works of 

Derr K., Cappelli P., Casio W., Makela K., McRae I., Posthumus J., Slan-Jerusalm R., 

Tregloun L., Furham E., Hausdorf P. are particularly noteworthy in this direction. 

Companies assess the potential of employees in different positions for different 

purposes: assessing potential for appointment to a position, assessing potential to 

confirm talent status, solving the problem of selection for a comprehensive training 

programme, etc. The thesis is based on an exclusive approach to talent management and 

focuses on assessing the potential of a group of employees who are identified by the 

company as talented employees and who contribute and are able to contribute most to 

the value creation and performance of the company in the medium and long term. The 

results of the talent pool are used to help the company make further decisions on 

investments in talent development and retention. This is the sense in which the term 

'talent assessment' is used in the text.  

Four sets of challenges in the area of talent assessment can be distinguished (from 

the business side and from the academic community)8,9,10 

- While there is a variety of definitions of 'talent potential' in the academic 

literature, there is no discussion of approaches that identify and assess the 

characteristics of talented employees who are capable of high performance in the future 

and can occupy key positions in the company in the medium to long term;  

- In the academic literature, theoretical research on talent assessment prevails 

over empirical research, so there is no systematic understanding of which talent 

assessment approaches companies use to select talent for the talent pool; 

- Researchers note that, in practice, unvalidated potential models are used to 

assess talent potential for talent pool selection. Consequently, the selection of talent for 

the talent pool may assess indicators that do not match the potential construct; 

                                                           
8 Derr, C. B. Managing high-potential employees: current practices in thirty-three / C. B. Derr, C. Jones, E. L. Toomey // 

Human Resource Management. – 1988. – Vol. 27. – No. 3. – P. 273–290. 
9 Church, A. H. How are top companies assessing their high-potentials and senior executives? A talent management 

benchmark study / A. H. Church, C. T. Rotolo // Consulting Psychology Journal: Practice and Research. – 2013. – Vol. 65. 

– P. 199–223. 
10 Mäkelä, K. How do MNCs establish their talent pools? Influences on individuals’ likelihood of being labeled as talent / 

K. Mäkelä, I. Björkman, M. Ehrnrooth // Journal of World Business. – 2010. – Vol. 45. – No. 2. – P. 134-142. 

 



5 
 

- HR managers need a comprehensive methodology to assess talent potential for 

talent pool selection. However, it is in the area of talent assessment methodology that 

the greatest number of challenges in assessing potential are concentrated. There are both 

general methodological and specific methodological problems with assessment tools.  

Let us consider each set of problems in more detail.  

At the moment there is no unified approach to the interpretation of the term 

'potential' in the community of scientists. Also, no steps have yet been taken in the 

scientific community to systematise and classify the existing approaches to defining 

potential11. In Russia, most researchers focus on the topic of assessing human, 

managerial and innovation potential of organisations, and research on talent assessment 

is currently critically under-reported in the Russian literature12,13,14,15. Although many 

researchers discuss different configurations of talent models, what is lacking in the 

academic literature is a discussion of such definitions, indicators and tools for talent 

assessment which would solve the business problem of identifying those talents who 

can occupy key positions in companies specifically in the medium and long term16,17,18. 

Researchers and HR managers point out that effectively managing high-potential 

employees is a challenge for business and HR in the 21st century19. Despite this fact, the 

lack of empirical research is particularly relevant to the succession management area of 

identifying and developing high-potential employees20. Moreover, the preponderance of 

                                                           
11 Pepermans, R. High potential identification policies: an empirical study among Belgian companies / R. Pepermans, D. 

Vloeberghs, B. Perkisas // Journal of Management Development. – 2003. –  Vol. 22. –  No. 8. –  P. 660-678. 
12 Hlopova, T.V. K ocenke trudovogo potenciala predpriyatiya / T.V. Hlopova, M.P. D'yakovich // Sociologicheskie 

issledovaniya. – 2003. – Vol 3. – P. 67-74. (in Russian) 
13 Kolesen', E.V. Ocenka trudovogo potenciala promyshlennogo predpriyatiya / E.V. Kolesen' // Vestnik Permskogo 

universiteta. – 2012. – Vol.1. – No.12. – S. 50-58. (in Russian) 
14 Ivanova, T.YU. Sovremennye problemy izucheniya lichnostnyh resursov v professional'noj deyatel'nosti / T.YU. 

Ivanova, D.A. Leont'ev, E.N. Osin, E.I. Rasskazova, N.V. Kosheleva // Organizacionnaya psihologiya. – 2018. –  T. 8. – № 

1. – S. 85-121. (in Russian) 
15 Kabalina, V. Identifying and assessing talent potential for future needs of a company / V. Kabalina, A. Osipova // Journal 

of Management Development. – 2022. - Vol. 41. – No. 3. – P. 147-162. 
16 Posthumus, J. Implicit assumptions in high potentials recruitment / J. Posthumus, G. Bozer, J. C. Santora // European 

Journal of Training and Development. – 2016. – Vol. 40. – No. 6. – P. 430–445. 
17 Fernández-aráoz, C. Why potential now trumps brains, experience, and “competencies.” / C. Fernández-aráoz // Harvard 

business review. – 2014. – June. – P. 46-56. 
18 Dries, N. How “boundaryless” are the careers of high potentials, key experts and average performers?  / N. Dries, F. Van 

Acker, M. Verbruggen // Journal of Vocational Behavior. – 2012. – Vol. 81. – No. 2. – P. 271–279. 
19 Dries, N. “Real” high-potential careers: An empirical study into the perspectives of organisations and high potentials. / 

N. Dries, R. Pepermans // Personnel Review. – 2008. – Vol. 37. – No. 1. – P. 85–108. 
20 Slan-Jerusalim, R. Managers’ justice perceptions of high potential identification practices / R. Slan-Jerusalim, P. A. 

Hausdorf // Journal of Management Development. – 2007. – Vol. 26. – No. 10. – P. 933 - 950. 
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scientific work in the field of talent assessment is theoretical in nature21 22. This leads to 

terminological ambiguity in the definition and indicators of talent potential, which 

complicates the work of HR managers. Moreover, companies rely on managers' 

subjective opinions about potential, past and current performance when assessing 

potential, without cross-validating these retrospective and subjective parameters with 

objective assessment tools23,24. This leads to selection errors in the talent pool and 

subsequent low performance of high-potential employees in new positions25,26. 

Moreover, the preponderance of academic work in the area of talent assessment is 

theoretical in nature27. Numerous studies describing models and approaches to 

measuring potential can be found in the literature. However, critically little empirical 

work has been published that sheds light on how companies actually assess their 

employees' potential28.  

Both Russian and international companies apply different tools to talent 

assessment. Organisations in traditional industries more often apply one set of 

assessment tools to all talent, while companies in the knowledge economy diversify the 

set of practices depending on the hierarchical position or function of the talent29. Many 

authors point to the widespread use of non-validated tools to assess talent potential as a 

construct that implies its future realisation. As a consequence, only half of talent pool 

participants are appointed to key positions in the medium to long term because of the 

                                                           
21 Dries, N. How “boundaryless” are the careers of high potentials, key experts and average performers?  / N. Dries, F. Van 

Acker, M. Verbruggen // Journal of Vocational Behavior. – 2012. – Vol. 81. – No. 2. – P. 271-279. 
22 Arnold, G. Designating high potentials: What we know and what we don’t / G. Arnold, D. Costanza // Organizational 

Dynamics. – 2021. – Vol. 51. – No. 2. – P. 1-8. 
23 Church, A.H. How are top companies assessing their high-potentials and senior executives? A talent management 

benchmark study / A.H. Church, C.T. Rotolo // Consulting Psychology Journal: Practice and Research. – 2013. – Vol. 65. – 

P. 199-223 
24 Leslie, L.M. Why and when does the gender gap reverse? Diversity goals and the pay premium for high potential women 

/ L.M. Leslie, C. Flaherty, P.C. Dahm // Academy of Management Journal. – 2017. – Vol. 60. – No. 2. – P. 402-432. 
25 Finkelstein, L.M. Do your high potentials have potential? The impact of individual differences and designation on leader 

success / L.M. Finkelstein, D.P. Costanza, G.F.  Goodwin // Personnel Psychology. – 2018. – Vol. 71. – No. 1. – P. 3-22. 
26 Church, A.H. Is there potential in assessing for high-potential? Evaluating the relationships between performance ratings, 

leadership assessment data, designated high-potential status and promotion outcomes in a global organization / A.H. 

Church, B.W Guidry, J.A. Dickey, J.A. Scrivani // Leadership Quarterly. – 2021. – Vol. 32. – No. 5. – P.115-128. 
27 Dries, N. How to identify leadership potential: development and testing of a consensus model / N. Dries, R. Pepermans // 

Human Resource Management. – 2012. – Vol. 51. – No. 3. – P. 361–385. 
28 Church, A. H. How are top companies assessing their high-potentials and senior executives? A talent management 

benchmark study / A. H. Church, C. T. Rotolo // Consulting Psychology Journal: Practice and Research. – 2013. – Vol. 65. 

– P. 199–223. 
29 Osipova, A.S. Praktiki privlecheniya i otbora talantlivyh sotrudnikov v ekonomike znanij i tradicionnyh otraslyah // A.S. 

Osipova, V.I. Kabalina, O.V. Mondrus // Organizacionnaya psihologiya. –2018. – Vol. 8. – No. 4. – P. 39-74. (in Russian) 



7 
 

invalid potential models used in talent pool selection30. Consequently, it is critical for 

companies and their management teams to ensure that they have validated and business-

relevant potential assessment methodologies. Therefore, there is a call in the academic 

community for academics to investigate the validity of potential models that are used by 

organisations. 

So far, neither the business community nor academia has proposed a 

comprehensive methodology for assessing talent potential. However, HR managers are 

in need of a comprehensive methodology for assessing potential to help them and 

managers identify future key employees with high potential for development and career 

progression31. Business practitioners also have difficulty in describing potential, and 

different meanings of the potential construct may be implied within the same 

company32. Moreover, many tools for assessing potential are either subjective in nature 

or focus only on past and current performance of talent and their competencies33,34. 

There is also no discussion in the literature as to exactly how the results of the various 

talent potential assessment tools are analysed and aggregated for discussion at the 

staffing committee or for appointments to a senior position35. 

Consequently, we can conclude that both researchers and HR managers have 

difficulty defining the term "talent potential" due to the lack of a systematic 

classification of approaches to this definition, which would allow to focus on employees 

who can show high performance in the future and take key positions in the company in 

the medium and long term. Although many studies discuss capacity indicators, critically 

little research pays attention to their validation. This leads to the widespread use of 

nonvalid potetial models in business practice. In turn, the use of invalid capacity models 

                                                           
30 MacRae, I. High potential: How to spot, manage and develop talented people at work / I. MacRae, A. Furnham, M. Reed.  

– London: Bloomsbury Business, 2018. – 360 p. 
31 D’Alesandro, H. FedEx ground retools its succession planning and development processes to deliver business results / H. 

D’Alesandro, S. Crandell // Global Business and Оrganizational Excellence. – 2009. – Vol. 28. – No. 3. – P. 33-44. 
32 Posthumus, J. Implicit assumptions in high potentials recruitment / J. Posthumus, G. Bozer, J. C. Santora // European 

Journal of Training and Development. – 2016. – Vol. 40. – No. 6. – P. 430–445. 
33 Silzer, R. The Pearls and Perils of Identifying Potential / R. Silzer, A. H.  Church // Industrial and Organizational 

Psychology. – 2009. – Vol. 2. – P. 377-412. 
34 Lacey, M.Y. Talent management collides with corporate social responsibility: creation of inadvertent hypocrisy / M.Y. 

Lacey, K. Groves // The Journal of Management Development. – 2014. –  Vol. 33. –  No. 4. – P. 399-409. 
35 Martin, J. How to keep your top talent / J. Martin, C. Schmidt // Harvard Business Review. – 2010. –  May. – P. 54-61. 
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leads to capacity assessment with irrelevant (subjective and past-oriented) capacity 

assessment tools. 

Based on the above challenges in the field of capacity assessment, it is possible to 

formulate the following problem of this dissertation research. In an environment of 

uncertainty and constant change, businesses have a need for a steady stream of talent for 

key positions in the long and short term. One of the most common ways to meet this 

need is to form a talent pool of those talented employees who have demonstrated high 

performance in current operations and who have the potential to occupy key positions in 

the company in the medium to long term. However, both the community of practice and 

academia lack a comprehensive approach to selecting talent for the talent pool that 

includes a definition of potential, a set of indicators and tools for assessing them. 

Research goal and objectives 

The purpose of this dissertation research is to develop a comprehensive approach 

to assessing the potential for selecting talented employees for the company's talent pool. 

In order to achieve the goal of the thesis research the following objectives were 

set:  

1. To conduct an integrative literature review to form a theoretical framework 

for a talent pool talent assessment approach; 

2. To identify Russian and foreign companies' approaches to talent potential 

assessment including potential definition, its indicators and assessment tools through 

qualitative research; 

3. To identify a set of Talent Potential Model indicators based on assessment data 

for potential talent pool candidates as a result of a validation study of the Talent 

Potential Assessment Tool, the Development Potential Test; 

4. To develop a methodology for assessing talent pool potential based on the 

results of theoretical, qualitative and quantitative stages of empirical research. 

The subject and the object of the research 

The subject is approaches to talent assessment which include the definition of the 

concept of potential and its indicators, as well as tools for selecting talented employees 

to the personnel reserve and other talent management programmes. 
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The object of the study - assessment of the potential of talented employees as an 

activity of HR-specialists to identify the characteristics of those employees who have 

and can take a strategic position in the company in the medium and long term.  

The empirical object of the study is Russian companies and Russian divisions of 

multinational companies which apply potential assessment to select talented employees 

for their subsequent development in the personnel reserve and other talent management 

programmes.  

Theoretical and methodological basis of the research 

Theoretical basis of this study is research articles and monographs of Russian and 

foreign researchers devoted to potential assessment within the framework of 

management sciences, as well as organizational psychology. The methodological basis 

of the research is the general scientific methods of knowledge, such as analysis and 

synthesis, comparison, systematization, and classification. The theoretical part of the 

thesis is based on such a method of literature analysis as an integrative literature review, 

which allows for a comprehensive theoretical study36,37. The scientific basis of this 

study was 166 articles, which included Russian and foreign scientific articles from 

Scopus and eLIBRARY databases. Bibliometric analysis of articles from the Scopus 

database was carried out with the help of an interactive application package 

Biblioshiny38, which is part of the Bibliometrix programming environment R39.  

The empirical research was conducted with the help of both qualitative and 

quantitative research methods, and belongs to the category of mixed methods research. 

The mixed type of research allowed to study the phenomenon of talent potential 

assessment in a complex and deep way: qualitative methods analyzed company 

approaches to assessment of potential and revealed a methodological problem (use of 

nonvalid models of potential), which quantitative research (validation study) helped to 

                                                           
36 Cronin, M. A. The why and how of the integrative review / M. A. Cronin, E. George // Organizational Research 

Methods. – 2020. – July. – P. 1-27. 
37 Post, C. Advancing Theory with Review Articles / C. Post, R. Sarala, C. Gatrell, J. E. Prescott // Journal of Management 

Studies. – 2020. – Vol. 57. – No. 2. – P. 351–376. 
38 Biblioshiny app documentation https://bibliometrix.org/biblioshiny/assets/player/KeynoteDHTMLPlayer.html#0 

(accessed 23.02.2021) 
39 Aria, M. Bibliometrix: An R-tool for comprehensive science mapping analysis / M. Aria, C. Cuccurullo // Journal of 

Informetrics.  – 2017. – Vol. 11. – No. 4. – P. 959-975. 
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solve40. According to the classification of mixed research proposed by Leech and 

Onwuegbuzie, the present study is partially mixed, consistent with the dominance of 

qualitative methodologies41. This study is partly mixed, because quantitative methods 

are used only in one aspect of the comprehensive approach: in the validation of a set of 

indicators. The study was conducted sequentially: first the qualitative and then the 

quantitative steps were implemented.  

The sequence of steps in the theoretical, qualitative and quantitative phases of the 

study is illustrated in Figure 1.  

                                                           
40 Johnson, R.B. Toward a definition of mixed methods research / R.B. Johnson, A.J. Onwuegbuzie, L. Turner // Journal of 

Mixed Methods Research. – 2007. – Vol. 1. – No. 2. – P. 112-133. 
41 Leech, N.L. An array of qualitative data analysis tools: A call for data analysis triangulation / N.L. Leech, A.J. 

Onwuegbuzie // School Psychology Quarterly. – 2007. – Vol. 22. – No. 4. – P. 557-584 

1.Theoretical stage of the study 

Objective: to identify the theoretical 

framework for assessing employee 

potential 

Literature analysis method: 

Integrative literature review of literary and 

foreign scientific literature 

2. Qualitative stage of the research 

Objective: to identify approaches to the 

assessment of talent potential of Russian 

and Russian divisions of international 

companies 

Data collection and analysis method: in-

depth semi-structured interviews, coding 

Results 

•  Classification of approaches to talent potential 

definition and its indicators by HR-managers 

•  Classification of tools for assessing potential, as well 

as methods for selecting talent to the talent pool 

•  Identification of potential assessment problems 

experienced by HR managers 

Results 

• Classification of approaches to talent potential 

definition and its indicators by HR-managers 

• Classification of tools for assessing potential, as well 

as methods for selecting talent to the talent pool 

• Identification of potential assessment problems 

experienced by HR managers 

3. Quantitative phase of the study 

Objective: to address the use of nonvalid 

models of potential in the assessment of 

talent potential 

Data collection and analysis method: 

psychometric testing, exploratory and 

confirmatory factor analysis 

 

Results 

A new (predictive) model of talent potential with a set of 

validated indicators corresponding to the structure of potential 

Figure 1 - Relationship of the stages of the thesis research 

Source: compiled by the author 
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As can be seen in this illustration, all steps of this dissertation research are 

logically interconnected and correspond to its goal and objectives. 

At the theoretical research stage, the theoretical framework of the capacity 

assessment approach presented in foreign and Russian scientific publications was 

described. Then, at the stage of qualitative research, the approaches to capacity 

assessment used in Russian companies and Russian divisions of foreign companies were 

studied. It turned out that the most frequently used objective tool for potential 

assessment was the potential test, and the most serious problem in talent potential 

assessment was the use of nonvalid models of potential. The quantitative research stage 

included construct validation of the TalentQ Pro Talent Potential Test tool as the tool 

that most closely matches the identified aspects of the potential assessment 

methodology at the theoretical and qualitative stages. 

The empirical research was carried out using both qualitative and quantitative 

research methods. In the qualitative phase of the study, data was collected through in-

depth semi-structured interviews. The interview transcripts were analysed using NVivo 

12 software according to two coding cycles: assigning codes to specific interview 

quotations and by analysing the extracted codes42. Quantitative research was conducted 

on the basis of the results of the talent potential assessment of Russian and International 

organisations. The data were analysed in R.Studio software using multi-step exploratory 

and confirmatory factor analysis, which constituted the construct validation procedure. 

Information and empirical basis of the research 

The sources of theoretical research were 166 scientific articles from Scopus and 

eLIBRARY databases, as well as studies of consulting companies and international 

organizations (UNDP, Aon Hewitt, ECOPSI, Hogan). The qualitative phase of the 

research was based on 45 in-depth semi-structured interviews with HR specialists in 21 

industries (one respondent per company). The empirical basis for the quantitative stage 

of the research was the results of the assessment of the potential of 1,807 talented 

employees, which was conducted by the consulting company TalentQ Pro in 2019-2021 

                                                           
42 Miles, M.B. Qualitative Data Analysis: A Methods Sourcebook / M.B. Miles, M. Huberman, J. Saldana. – Thousand 

Oaks: Sage, 2014. – 408 p. 
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in nine Russian and five foreign companies for the purpose of further selection into the 

personnel reserve.  

Scientific novelty of the research 

The scientific novelty of this study lies in the development of a comprehensive 

approach to the assessment of talent potential for their selection into the talent pool. The 

main results of the present study, which reflect the scientific novelty, are: 

1. Based on the results of the analysis of scientific publications formed the 

theoretical framework of the approach to the assessment of talent potential; identified 

two interrelated levels of approach - strategic and operational, for the first time 

developed a classification of approaches to the interpretation of the term "employee 

potential" on the criteria of "breadth-narrowness" and applicability at the level of 

"organization-individual".  

2. Based on an integrative review of the literature the author proposed the 

definition of the term "potential of a talented employee", which most fully reflects the 

main theoretical approaches in the scientific literature. 

3. In the course of qualitative research in Russian and divisions of 

international companies the current state of the organization of potential assessment at 

the strategic and operational level is defined, the list of indicators of potential is 

expanded, and the tools that have not yet been studied in the literature as tools to assess 

the potential of employees are identified. 

4. As a result of the validation study, a new model of potential was formed, 

which consists of six groups of indicators of individual talent resources, three of which 

("Social Intelligence", "Creativity" and "Critical Thinking") have not received deep 

coverage in the literature on potential assessment.  

5. Based on the results of theoretical, qualitative and quantitative stages of the 

study a comprehensive methodology for assessing the potential of talented employees 

for the selection to the talent pool for practical use in companies. 
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Arguments of the research to be defended 

1. The theoretical framework of the approach to assessing talent potential 

includes two interrelated levels - the strategic and the operational. The strategic level 

consists of the definition of the term "potential" and indicators for its assessment, while 

the operational level consists of a set of tools for assessing potential. Talent potential is 

proposed to be understood as a set of defined personal resources that allow to show the 

expected high results in the future position. 

2. At the strategic level, many companies interpret talent potential without 

regard to the organization's business goals and gravitate toward defining it based on 

individual talent characteristics. As indicators of potential the company uses abilities, 

personality traits, motivational characteristics, competencies, performance and attitude 

towards the company. The identified indicators of potential "Social intelligence" and 

"Attitude towards the employer" have not yet been studied by researchers in the field of 

potential assessment. At the operational level, tools such as performance appraisal, 

supervisor recommendations, and competency-based assessments are most commonly 

used to assess potential, which focus on retrospective indicators or are subjective 

judgments. Tools such as engagement surveys and competency tests are under-

represented in the literature as tools for assessing employee potential. 

3. The Talent Potential Model is described by six validated indicators: "Learning 

Motivation," "Achievement Motivation," "Cognitive Ability," "Critical Thinking," 

"Creativity," and "Social Intelligence." The "Social Intelligence" and "Creativity" 

indicators have not yet been described in detail among talent assessment researchers. 

4. When organizing talent assessment procedures for talent pool selection, 

companies are recommended to use a methodology consisting of two consecutive 

stages: strategic and operational. At the first strategic stage with participation of 

decision-makers the company defines its understanding of employee potential and 

approves the list of previously validated indicators of talent potential. In the second 

operational phase, the relevant tools for assessing potential are developed (e.g., the 

potential assessment interview guide, the 360-degree assessment questionnaire, the 

assessment center exercises, and the scenario for the HR committee). 
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Theoretical contribution of the research 

An integrative literature review identified the structure of the potential assessment 

approach, which allowed us to further classify the available approaches to defining 

potential, its indicators and assessment tools. Moreover, we propose a definition of 

potential based on the studied classifications.  

As a result of the qualitative phase of the study, it was possible to broaden the 

understanding of potential indicators and to discover new tools for its assessing that 

have not yet been explored in the literature. 

In the quantitative research phase, a construct validation of the consultancy firm's 

potential model was conducted, satisfying the academic community's demand for 

validation studies and new talent potential models to match the rapidly changing 

business environment. 

Implications for practice 

The applied result of this research is a comprehensive methodology for assessing 

the potential of talented employees, which is built on a science-based approach to the 

assessment of potential, obtained as a result of theoretical, qualitative and quantitative 

stages of the research. This methodology suggests business practitioners to use the 

definition of potential, focused on the identification and selection of talented employees, 

capable of contributing to the company's performance in the medium and long term, to 

test a new validated model of potential, containing potential indicators ("Motivation for 

achievement", "Motivation for learning", "General abilities", "Critical thinking", 

"Creativity" and "Social intelligence"), and also to use a set of indicators of potential for 

assessment of employees' potential. 

The validity of the research results and their approval 

The credibility of the present study is ensured by an integrative literature review, 

which reviewed the scientific contributions of as wide a range of researchers and 

academia as possible in the area of potential assessment. It is also ensured by the broad 

sample of qualitative research respondents, which is as diverse as possible in terms of 

industries, capital origin, experience of the respondents and their job title. The 

credibility of the quantitative research is underpinned by ensuring that the TalentQ Pro 
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potential model is as consistent as possible with the results of the theoretical and 

qualitative phases of the research. The quantitative phase sample is differentiated by 

industry, headcount and origin of capital.  

The results of this thesis have been validated at the following HR consultancy 

conferences and workshops: 

- 10th Workshop on Talent Management (Brussels). Report topic: "Potential 

assessment as a tool for employee selection to talent pools" (2021). 

- International Scientific Conference of Students, Postgraduate Students and 

Young Scientists Lomonosov-2021 (Moscow). Report topic: 'Potential assessment as a 

tool for employee selection to talent pools' (2021); 

- TalentQ Pro Workshop (Moscow). Report topic: "Approaches to potential 

assessment" (1 March 2021); 

- Assessment Systems Workshop (Moscow). Report topic: 'Hogan's view on 

HiPo' (26 January 2021); 

- 9th Workshop on Talent Management (Brussels). Report topic: "Employee 

potential definition and evaluation: theory and practice" (2020); 

- International scientific conference of students, postgraduate students and young 

scientists Lomonosov 2019 (Moscow). Report topic: "Talent management systems in 

Russian business organisations". (2019); 

- 7th workshop on talent management (Helsinki). Report topic: "Talent 

acquisition in Russian industrial and knowledge-intensive companies" (2018). 

Logic and structure of the thesis research 

The thesis research consists of an introduction, four chapters, a conclusion, a list 

of references and annexes. The total volume of the study is 251 pages. The study has 45 

tables, 24 figures and 6 appendices. The reference list includes 246 references, 202 of 

which are in English.  

In the introduction of the dissertation research relevance of the research topic is 

substantiated, the degree of its study, and also aims and objectives of the research are 

set, the object and subject of the research are defined. Also, the introduction introduces 
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the defensive statements, formulates the theoretical and practical significance of the 

research. 

The first chapter of the thesis provides an analysis of approaches to the 

interpretation of the term "potential", offers their classification and develops a definition 

of potential. This chapter also considers approaches to assessing potential at two levels: 

strategic (definition and set of potential indicators) and operational (potential 

assessment tools). 

The second chapter presents the methodology and results of the qualitative phase 

of the analysis. Qualitative data collection and analysis processes are described. 

Approaches used by HR professionals from 45 Russian and international companies to 

assess talent potential for talent pool selection are analyzed. It also provides a 

classification of definitions, indicators and tools for talent potential assessment used in 

business. 

The third chapter reviews the methodology and results of the quantitative phase 

of the research. The research sample and the procedure of construct validation of the 

potential test are described. The results of the exploratory and confirmatory factor 

analysis stages are presented. A new validated model of talent potential is presented, 

which can be tested in practical work of HR-specialists on personnel assessment in 

Russian and international companies.  

The fourth chapter of the thesis offers practical recommendations in the form of a 

scheme for implementing an integrated approach to talent potential assessment for the 

personnel reserve selection.  

The conclusion of the thesis contains the main conclusions of the work done. 
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II. ARGUMENTS OF THE RESEARCH TO BE DEFENDED 

1. The theoretical framework of the approach to assessing talent potential 

includes two interrelated levels - the strategic and the operational. The 

strategic level consists of the definition of the term "potential" and 

indicators for its assessment, while the operational level consists of a set of 

tools for assessing potential. Talent potential is proposed to be understood 

as a set of defined personal resources that allow to show the expected high 

results in the future position. 

As the analysis of Russian and foreign literature shows, employee potential 

assessment activities are carried out at strategic and operational levels. This division 

reflects a systemic approach to the study of human resource management, which 

distinguishes the strategic level and the operational level43. At the strategic level, the 

approach to assessing a company's potential develops the very definition of the term 

"potential" and elaborates indicators for its assessment. At the operational level, 

organisations select a set of tools to assess potential indicators. Publications covering 

strategic level approaches to potential assessment explore approaches to interpreting the 

term potential, and also examine potential indicators44.  

An integrative review of foreign and Russian literature has highlighted two bases 

for classifying interpretations of potential. The first basis for classification is the 

breadth-thin approach to defining potential. Supporters of the narrow approach argue 

that the potential construct should be studied in close correlation with a specific 

position, organisation or industry, while adherents of the broad approach propose to 

study universal bases of classification or sets of potential indicators45. A second basis 

for classifying approaches to the definition of potential is the level at which potential is 

considered. Employee potential can be viewed at the organisational level in terms of 

achieving current and future company goals and used to make human resource 

                                                           
43 Armstrong, M. Armstrong's Handbook of Human Resource Management Practice / M. Armstrong, S. Taylor – London: 

Kogan Page Limited, 2014. –846 p. 
44 Church, A. H. How are top companies assessing their high-potentials and senior executives? A talent management 

benchmark study / A. H. Church, C. T. Rotolo // Consulting Psychology Journal: Practice and Research. – 2013. – Vol. 65. 

– P. 199–223. 
45 Finkelstein, L. M. Do your high potentials have potential? The impact of individual differences and designation on leader 

success / L. M. Finkelstein, D. P. Costanza, G. F.  Goodwin // Personnel Psychology. – 2018. – Vol. 71. – No. 1. – P. 3–22. 
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decisions, or at the individual level in terms of the employee and his or her 

characteristics46. 

A review of the literature identified five approaches to interpreting the term 

employee capability: contextual, resource, career, future performance and adaptability 

approaches. Contextual approach postulates significant influence of external and 

internal organisational environment factors on formation and realisation of employee 

potential, it is applied at organisational level, belongs to narrow category as it is 

expressed in specification of potential characteristics for a certain position or group of 

positions, and in large companies - in defining specifics of potential for a certain type of 

activity or enterprise. The career and future employee performance approach can also be 

categorized as narrow approaches applied at the organisational level, as they imply a 

company-specific approach and the results of the potential assessment are applied to 

management decisions within a specific company. In contrast, the resource-based 

approach and the adaptability approach are applied at the individual level, i.e. at the 

employee level, and can be categorised as a broad (universal approach) as they are less 

company-specific. 

In this dissertation study, potential is interpreted in terms of two approaches: the 

resource approach and future performance. Consequently, employee potential is the 

ability of an employee to perform in a future position due to a set of defined personal 

resources. This interpretation simultaneously links both organisational and individual 

levels of learning about potential and also links the future realisation of potential to its 

source - the characteristics of the employee himself. 

Turning to potential indicators, the literature review identified five classes of 

potential indicators: general abilities, motivational characteristics, personality traits, 

competencies and performance. 

At the operational level of potential research, we were able to identify three 

classes of potential assessment tools on the basis of objectivity-subjectivity 

                                                           
46 Dries, N. How “boundaryless” are the careers of high potentials, key experts and average performers?  / N. Dries, F. Van 

Acker, M. Verbruggen // Journal of Vocational Behavior. – 2012. – Vol. 81. – No. 2. – P. 271–279. 
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classification. Tools include personnel committees, assessment centres and consultant 

assessment, where both subjective and objective tools are combined. 

The results of a review of the academic literature covering the theoretical 

framework of the potential assessment study are reflected in Figure 2. 
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Figure 2 – Theoretical framework of the potential assessment study. 

Source: compiled by the author 
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2. At the strategic level, many companies interpret talent potential without 

regard to the organization's business goals and gravitate toward defining 

it based on individual talent characteristics. As indicators of potential the 

company uses abilities, personality traits, motivational characteristics, 

competencies, performance and attitude towards the company. The 

identified indicators of potential "Social intelligence" and "Attitude 

towards the employer" have not yet been studied by researchers in the 

field of potential assessment. At the operational level, tools such as 

performance appraisal, supervisor recommendations, and competency-

based assessments are most commonly used to assess potential, which 

focus on retrospective indicators or are subjective judgments. Tools such 

as engagement surveys and competency tests are under-represented in the 

literature as tools for assessing employee potential.  

Approaches to defining potential 

Qualitative research has found that capability assessments are conducted for 

purposes such as supporting business sustainability, business transformation, business 

mission implementation and organisational design. In the context of the HR function, it 

was most commonly applied in selecting employees for the personnel reserve. However, 

linking the definition of capabilities to organisational goals is common in a small 

number of companies. 

An analysis of interview transcripts showed that all HR practitioners' 

interpretations of the term "potential" at the strategic level of consideration can be 

divided into two classification grounds: depending on the breadth-society approach to 

the interpretation and depending on the individual level of employee learning (behavior 

and personal resources). 

Figure 3 shows that potential is viewed by HR managers in terms of the 

individual level rather than the organisational level. Some respondents found it difficult 

to clearly define the term potential in their company. Also, a number of companies lack 

a formal definition of potential but still work with high-potential employees. 
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Personality resource 

Potential is interpreted as a 

narrow set of personal resources 

for a particular position 

Potential is interpreted as a 

broad set of personal resources 

for a wide range of positions 

Behaviour 

Potential is interpreted as a 

narrow set of behavioural 

characteristics for a particular 

position 

Potential is interpreted as a 

broad set of behavioural 

characteristics for a wide range 

of positions 

 Narrow interpretation Broad interpretation 

Figure 3 – Approaches to interpreting the term 'potential' in Russian and foreign companies. 

Source: compiled by the author based on analysis of interview transcripts 

 

Potential indicators 

In the initial coding step, 38 different potential indicators were identified, which 

in the second coding step were able to be combined into six classes of indicators using 

the classification identified in the integrative literature review, where each class of 

indicators corresponds to a particular personal resource of the employee. 

Table 1 shows that five of the six indicator classes coincide with the indicator 

classes identified in the integrative literature review phase. The Attitude towards the 

company indicator class, which includes commitment, loyalty and engagement, has not 

yet been explored by the research community as part of the potential assessment, and is 

a new class of potential indicators. Social intelligence is also a new indicator, which has 

already been widely studied by researchers in the leadership field, but is a new indicator 

in the field of employee capability assessment. 
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Table 1 – Classes of potential indicators generated from interviews with HR 

practitioners 

Personality 

resource 
Indicators of potential 

Abilities 

- General ability 

- Ability to think systemically 

- Ability to think critically 

- Analytical skills 

Motivational 

characteristics 

- Motivation to achieve 

- Motivation to learn 

Personality 

characteristics 

Learning ability 

- Speed of learning 

- Willingness to learn 

- Transfer of experience 

Adaptability 

- Performing tasks without experience 

- Working in a new environment 

- Working in uncertainty 

Resilience 

- Stress resistance 

- Resistance to failure 

- Willingness to take risks 

Socialising 

- Social intelligence 

- Influence 

- EQ 

Competencies 
- Professional competences 

- Managerial competences 

Performance 
- Current performance 

- Past performance 

Attitude towards the 

company 

- Commitment 

- Involvement 

- Loyalty 

Source: compiled by the author based on analysis of interview transcripts 

 

In the initial coding cycle of the HR expert interview transcripts, 17 different 

potential assessment tools were found. In the second coding cycle they were able to 

group them into three classes on the basis of "objectivity - subjectivity". A detailed 

description of the assessment tool classes can be seen in Table 2.  
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Table 2 – Classification of potential assessment tools used in Russian and foreign 

organisations for personnel reserve selection 

Objective tools Subjective tools Complex tools 

- Tests of potential 

-Personality 

questionnaires 

- Abilities tests 

-Motivational 

questionnaires 

- Knowledge tests 

- Competency tests 

- Involvement Test 

- Interview 

- Review conversation 

- Manager's assessment 

- Self-assessment 

- 360° evaluation 

- Personnel committees 

- Assessment Centre 

- Consultancy advice 

Source: compiled by the author based on analysis of interview transcripts 

 

Objective tools include specialised potential assessment tests, personality and 

motivational questionnaires, and cognitive ability tests. Note that business practitioners 

use objective tools such as engagement surveys and competency tests, which have not 

yet been explored in the literature as employee capability assessment tools. Subjective 

tools are based on the assessment of potential by specific actors (managers, peers or 

HiPo themselves) and often rely only on value judgements. Comprehensive tools 

involve the application of several objective and subjective tools simultaneously, but the 

final result of the assessment is still determined subjectively. This category of tools 

includes assessment centres, consultants' recommendations and personnel committees. 

The most common tools used by companies for selecting personnel reserves are 

those based on prior performance, supervisor recommendations, and competency-based 

assessment results. This follows from the frequency analysis of personnel reserve 

selection criteria shown in Figure 3.  
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This fact contradicts the very nature of identifying and managing high-potential 

employees capable of performing in the future, which aims at a 5-10 year horizon. 

 

3. The Talent Potential Model is described by six validated indicators: 

"Learning Motivation," "Achievement Motivation," "Cognitive Ability," "Critical 

Thinking," "Creativity," and "Social Intelligence." The "Social Intelligence" and 

"Creativity" indicators have not yet been described in detail among talent 

assessment researchers. 

Three iterations of the Talent Q Pro exploratory factor potential model, which 

constituted the construct validation procedure, resulted in 36 variables out of 53 being 

excluded from the analysis. The final stage of the quantitative study, confirmatory 

factor analysis, was conducted 8 times to find the best measures of model quality. In 

summary, using the lavaan package of the R programming language, it was possible to 

construct an updated potential model with the highest quality indicators, as shown in 

Table 3. 
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Figure 4 – Analysis of the frequency of application of the selection criteria in the 

personnel reserves 

Source: compiled by the author based on analysis of interview transcripts 
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Table 3 – Quality indicators of the confirmatory model 
Quality indicator of the confirmatory model Confirmation model quality indicator values 

Chi-square /df 1,8 

p-value Chi-square 0,065 

CFI 0,9 

TLI 0,85 

RMSEA 0,048 

SRMR 0,047 

Source: compiled by the author 

 

As shown in Table 4, the validated potential model consists of six indicators: 

"Motivation to Achieve", "Motivation to Learn", "Cognitive Ability", "Critical 

Thinking", "Creativity" and "Social Capital". 

 

Table 4 – Updated TalentQ Pro potential model from confirmatory factor 

analysis 

 

Learning ability 

Motivation to 

learn 

- Acquiring knowledge 

- Personal development 

- Curiosity 

General abilities - Numerical elements 

- Verbal elements 

Critical thinking 
- Thinking broadly and holistically 

- Analytical thinking 

- Working with numerical information 

Openness to the new 

Achievement 

motivation 

- Competitiveness                 

- Challenging tasks                     

- Result orientation            

Creativity 

- Creativity 

- The need for creativity 

- Innovativeness 

- Imagination and curiosity 

Social 

intelligence 

- Ease of communication 

- Public speaking and presentation 

- Initiating contacts 

Source: compiled by the author  

 

The results of the confirmatory analysis can be seen below (Figure 5).  
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Figure 5 – Results of the confirmatory factor analysis of the TalentQ Pro potential model. 

Source: compiled by the author  
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The constructs "Motivation to Learn" and "Creativity" have the highest factor 

loadings in the capability model, while the indicators "General Ability", "Achievement 

Motivation" and "Motivation to Learn" are often highlighted by both business 

practitioners and researchers. The Critical Thinking indicator was only included in the 

Capability Model indicators following qualitative research. "Social intelligence" is 

described by HR managers as a meaningful indicator of potential, while in the scientific 

literature this indicator is only studied in the leadership issue. In contrast, the 

"Creativity" indicator has not yet been described in detail among potential assessment 

researchers; HR managers have not focused on it meaningfully in the qualitative phase 

either. 

 

4. When organizing talent assessment procedures for talent pool selection, 

companies are recommended to use a methodology consisting of two consecutive 

stages: strategic and operational. At the first strategic stage with participation of 

decision-makers the company defines its understanding of employee potential and 

approves the list of previously validated indicators of talent potential. In the 

second operational phase, the relevant tools for assessing potential are developed 

(e.g., the potential assessment interview guide, the 360-degree assessment 

questionnaire, the assessment center exercises, and the scenario for the HR 

committee). 

Based on the results of the theoretical, qualitative and quantitative phases of the 

study, an integrated methodology to assessing talent potential for personnel reserve 

selection and talent programmes was developed which includes a strategic level 

(potential definition, validated indicators), and an operational level (designed 

assessment techniques: interview guide, 360 questionnaire, assessment centre 

exercises). 

During the theoretical and empirical phases of this study, an integrated approach 

to potential assessment was developed, consisting of strategic and operational levels. Its 

scientific validity stems from the definition of potential derived from an integrative 

literature review, the validated potential model indicators consistent with the results of 
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Figure 6 – Procedure for an evidence-based methodology to talent assessment 

Source: compiled by the author  

theoretical and qualitative research, and the availability of all classes of potential 

assessment tools (objective, subjective and comprehensive), which allows cross-

validation of assessment results for each potential indicator. The procedure of the 

approach is reflected in Figure 6. 
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Fixing the definition of potential in local regulations (regulations on talent management, 
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Conducting an information webinar on the definition of potential for N-1 managers 
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centre, derivation of average assessment 

To hold a discussion at the personnel committee on the consolidated results of the 

potential assessments and the arguments against the assessments 
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Step 6. Conducting a 
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Developing thresholds for potential indicators for the assessment centre 

Conducting potential assessments using the assessment centre for potential indicators, 

providing feedback 

Preparation of assessment reports with discrepancies between assessors 

Creation of a talent list for discussion at the personnel committee 
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Let us start to consider this approach at the strategic level. The theoretical and 

qualitative phase revealed that talent potential is an employee's ability to perform in a 

future position due to a set of defined personal resources. 

This definition allows potential to be viewed from a broad perspective at both an 

organisational and individual level, allowing organisations to avoid being tied to 

specific job, company and industry characteristics, which is particularly relevant when 

there are turbulent changes in both the internal and external environments of an 

organisation. In step 1 of the approach, HR managers should enshrine this definition in 

local regulations and conduct an information webinar on the content of capability for N-

1 executives. Next, develop a communication strategy for managers and staff about the 

definition of capability and its relevance to the company. 

In the second step, HR managers will also need to set out in local regulations the 

content of the validated capability indicators (general ability, learning motivation, 

achievement motivation, creativity, critical thinking, social capital), hold an information 

webinar for N-1 managers and create a communications strategy for line managers and 

front-line employees. In step three, HR managers should conduct a communications 

campaign about the personnel reserve selection process and its four steps: evaluation 

using objective, subjective and comprehensive tools and the final discussion of the 

evaluation results at the personnel committee. 

Let's move on to look at the operational level of the capability assessment 

approach. In the fourth step, HR managers (HR business partners) together with 

business line managers should select an assessment tool to assess the validated 

indicators. This can be a stand-alone development with external consultants in the field 

of psychometrics, or an updated TalentQ Pro potential test, which has undergone a 

construct validation process. Once the tool has been selected, thresholds for the 

potential test results should be developed to create a further talent funnel for inclusion 

in the personnel reserve. Following the assessment, each assessed talent should be sent 

the results of the assessment and feedback on the development of the potential 

indicators and a list of those who have passed this stage of the assessment according to 

the values of the selection criteria should be compiled. 
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Next, HR managers, together with heads of departments, should also develop 

thresholds for potential assessment results using subjective assessment tools: interviews 

and 360° assessments. Next, this assessment needs to be completed by all the talents 

who have successfully passed the potential test. All participants in the assessment 

should be given brief feedback. Those talents who have successfully completed the 

subjective assessment tools will be invited to an assessment centre. Once the assessment 

has been completed, all talents are given brief feedback and a shortlist of candidates is 

compiled for discussion by the personnel committee.  

The personnel committee is the final comprehensive potential assessment tool, 

which produces an average score for each indicator in the potential model, from both 

objective assessment tools (potential test), subjective tools (interviews and 360° 

evaluation) and a comprehensive tool (assessment centre). As a result of the discussion 

of the results of the potential and risk assessment for each candidate, a list of personnel 

reserve participants is generated. 
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III. THE MAIN CONCLUSIONS OF THE STUDY 

1. The potential assessment approach has two interlinked levels: the strategic 

level, where the term "potential" itself is defined and its indicators are described, and 

the operational level, where specific tools are selected to assess potential indicators. 

2. Potential should be interpreted as an employee's ability to perform in a 

future job due to a set of defined personal resources. 

3. Potential is viewed by HR managers in terms of the individual 

characteristics of talented employees. Also, representatives of some organisations have 

difficulty defining the term.  

4. HR managers use six classes of potential indicators: ability, personality traits, 

motivational characteristics, competencies, performance and attitude towards the 

company. 

5. At the operational level, the tools most commonly used to assess potential 

for personnel reserve selection are performance appraisal, supervisor recommendations, 

and competency-based assessment, which are either past-oriented or subjective.  

6. The construct validation of the Talent Q consultancy's potential model, 

which best reflects the theoretical and qualitative phases of the study, revealed that the 

potential construct corresponds to six indicators: “Achievement motivation”, 

"Motivation to learn", "General abilities", "Critical thinking", "Creativity" and "Social 

intelligence". The Social Intelligence, Creativity and Critical Thinking indicators have 

not yet been extensively described in the literature. 
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