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Abstract 
 

As the literature reveals, Strategic Talent Management (STM) processes are critical to 

organisational success, which depends on the ability to attract, develop, and retain top talents 

that align with organisational goals and objectives, in order to maximize performance and 

sustain a competitive advantage. While managing talent remains one of the most challenging 

issues for key actors across various industries, this thesis specifically explores Talent 

Management (TM) strategies in Abu Dhabi Government (ADG)-affiliated departments. It 

investigates TM adoption and implementation levels through a framework that ranks and 

gauges the effectiveness and influence of context-specific factors on talent retention in the 

Emirates, where talent is in high demand and low supply. An integrated model was developed, 

using nine independent factors, of which six were found to be the main determinants of talent 

acquisition and nurturing in the context of Abu Dhabi public service establishments. This 

framework integrates essential concepts from the human resources management field with job 

satisfaction and the employer branding, which is the contextual/organisational environment-

related factor at ADG. Such multiple theoretical and Human Resources Management (HRM) 

lenses are TM strategies involved in the Chartered Institute of Personnel Development’s TM 

pipeline, the Framework for Social Exchange Theory (SET) and the Resource-Based View 

(RBV) Theory.  

 

This study adopts a positivist philosophical stance to examine the impact of the 

relevant/emerging factors on talent retention. Data were collected employing a web-based 

survey, which returned 287 valid responses from the recruited population, comprising UAE 

national leaders of ADG. SPSS (version 26) was utilised in the demographic and inferential 

analysis to test the proposed hypotheses and rank the study factors extrapolated from the extant 

literature (multiple regression), and AMOS (version-26) was employed to examine the 
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measurement model (study variables/constructs) via confirmatory factor analysis (CFA), which 

demonstrated good construct validity. In addition, AMOS was applied for structural equation 

modelling (SEM) analysis to verify the theoretical propositions and test the structural model. 

This analysis showed that the developed model had an acceptable fit with the collected data.  

 

The findings of this study confirm that the establishment of talent management programmes at 

ADG is grounded by TM adaptation factors. Moreover, an effective talent management and 

retention strategy is influenced by various TM-related factors, in addition to other factors that 

impinge on the ability to deliver and obtain a competitive edge in talent enticement and 

retention. Such factors have a significant effect on the predicted level of talent attraction and 

the retention of talented Emirati leaders in local Abu Dhabi service organisations within the 

United Arab Emirates (UAE). Therefore, each dimension of the integrated approach provided 

more insight into the adoption and implementation of talent attraction and retention strategies, 

as well as the intention of recruited talent to remain with their employer. Talent Satisfaction 

was the major success factor; other influential factors were a Leadership Development 

Programme, Performance Appraisal, Attraction and Retention Strategies by Enabling and 

Empowering talents, Participative Leadership, and Supportive Leadership. All these factors 

have been integrated in the final model. Meanwhile, the context-specific factors of Leadership 

Development Effectiveness, Incentives, Work Conditions and Performance Rewards, and 

Instrumental Leadership had no significant impact on talent retention. Accordingly, these have 

been excluded. The SEM retention model offered in the study was, therefore, proven to be 

effective in explaining the intentions of talent to stay for the long-term future (a dependent 

variable). By collecting empirical evidence, this study attempts to offer theoretical and practical 

contributions to the under-researched field of global talent management in an emerging market 

context. The primary aim of this study is to assist the ADG in identifying and addressing 
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problems in order to provide a STM framework to help deliver a competitive advantage in 

quality service in line with the UAE Economic Vision 2030. This study demonstrates the 

significant potential of STM and management theory to mitigate challenges and offer solutions 

for decisionmakers and relevant stakeholders. It provides priority-ranked success 

contributors/effective strategies such as focusing on ascertaining job satisfaction – via 

Organisational Citizenship Behaviour, the psychological contract, and affective organisational 

commitment) – leveraging leadership developmental and career exposure opportunities, 

supportive leadership traits, and an emphasis on fair appraisals and rare talent empowerment. 

These strategies will have a significant and direct impact on TM effectiveness in achieving and 

enhancing talent retention in the UAE Public sector, while strengthening ADG’s position as the 

preferred employer within the UAE.  
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CHAPTER ONE: INTRODUCTION 

1.1 Research background 

Talent management (TM) is a relatively new management concept within the discipline of 

human resources management (HRM). TM is a set of policies and practices implicated in HRM 

(Iles et al. 2010). Talents are ‘certain individuals perceived as exceptional,’ as suggested by 

Stewart and Rigg (2011, 29). To illustrate the importance of the research background for this 

topic, the ‘war for talent’ that emerged in the 1990s led to wider debate among scholars and 

human resources (HR) practitioners and eventually led organisations to adopt TM strategies 

(Vinod et al. 2014). In 1997, the term ‘talent’ became a buzzword in organisational 

management, when the firm McKinsey coined the phrase ‘war for talent’ to indicate how the 

business world was suffering from a talent shortage, and that firms were struggling to attract 

and retain human capital (Michaels et al. 2001). Cui et al. (2017, 11) identified TM as the crucial 

driver for the corporate performance of the organisation. Extensive studies have been 

undertaken on TM in western contexts, but a full conceptualisation remains undeveloped and 

ambiguous in this field. TM is unavoidably context-bound, in that each setting has its own 

contributing factors, in addition to more general business/economy attributes; it is therefore 

challenging to generate a one-size-fits-all Strategic TM (STM) model, as discussed by Collings 

and Scullion (2012) and Gallardo-Gallardo et al. (2020). 

 Likewise, research on TM in the context of the UAE is scarce; for this reason, studies 

conducted on the Gulf Cooperation Countries (GCC) region have been cited in this 

investigation, as GCC countries are linked geographically, historically, culturally, religiously, 

ethnically, and economically (GCC 2019). Given that TM is a new concept in the public sector 

to some extent (Glenn 2012), only a handful of papers have explored its effects in the public 

sector (Kravariti and Johnston 2020); instead, the primary focus has been on the private sector 
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(Thunnissen and Buttiens 2017). Implementing TM is associated with developing talent, 

managing performance, retaining high potential, sustaining the flow of leaders, and responding 

to organisational competencies in defining gaps in core skills. Moreover, TM is a key 

determinant for achieving the strategic objectives, financial success, and the competitive 

advantage within organisations (Berger and Berger 2011; CIPD 2015). However, studies by 

Hofmann (2010) and Singh et al. (2012) revealed that TM was unsuccessful in attracting and 

retaining talents within the UAE private sector. Furthermore, the abovementioned studies 

asserted that TM in general was challenging in the Middle East region, even though the GCC 

context had been theretofore perceived as a fertile environment for talent retention (Singh et al. 

2012; Budhwar et al. 2019). The Arabian Business (2021) reported that employees change 

employment more often in the Middle East region than elsewhere. Talent flow is challenging 

owing to globalisation, demographics, the need for specific competencies, and the high demand 

for skilled workers; this is in addition to external attractions such as incentives in the private 

versus the public sector (Schuler and Tarique 2009; Tatoglu et al. 2016).  

1.2 Identifying research gaps 

While TM has gained popularity and attention from both academics and the business world; 

gaps remain that call for further theoretical and empirical study, particularly in the Middle East, 

while studies of TM in Asia are insufficient, as revealed by Li et al.’s (2018) study, which 

concluded that TM research in Asia had been conducted from a biased perspective (Anlesinya 

and Amponsah-Tawiah 2020). Overall, there has been little research in the area of human 

resource management in the Middle East region (Budhwar and Mellahi 2007; Budhwar et al. 

2019) and empirical research findings on TM within the public sector in developing countries 

remain very limited. While Singh et al. (2012) examined TM in the private sector in the GCC 

countries, no further studies have been devoted to the investigation of TM in the public sector 

across ADG. Further investigation is called for into the prevalent typologies in distinct work 
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settings, including different contexts such as the GCC, where the vast heterogeneity of labour 

between Emiratis (local citizens of the UAE) and foreigners, plus other factors such as this 

region’s ‘distinctive regulatory environment’ and its corresponding talent recruitment practices 

were not properly addressed in previous studies (Sidani and Al Ariss 2014, 216). Other under-

researched areas include Small and Medium-sized Enterprises (SMEs) and public 

organisations, and the influences of TM typologies (in terms of practice) on talent acquisition 

and retention (Gallardo-Gallardo et al. 2013; Tansley et al. 2013; Thunnissen et al. 2013). In 

addition, there has been little research into how employer brand measures impact on prospective 

talent acquisition (Srivastava and Bhatnagar 2010). Furthermore, Sidani and Al Ariss (2014) 

invited future research to uncover the legal role of government in nationalisation schemes (and 

the improvements required in regulations), as well as management leadership style and its 

influence on healthful TM processes, with a particular focus on the local demographic of GCC. 

Moreover, many studies measured the effectiveness of only one or a limited number of HR 

practices, and few considered cultural factors (Chami-Malaeba and Garavan 2013). This study 

examines a number of HR practices and strategies such as leadership talent development, talent 

appraisal, and attraction and retention, as well as the use of ‘leadership behaviour’ as a cultural 

influence to better explicate the interdependent relationship between variables. For instance, 

the compound set of independent variables depicting ‘adopted TM strategies’ and their impact 

on talent satisfaction and retention. Jayawarna et al. (2007) and Nikandrou et al. (2009) suggest 

that more empirical research is required to understand the link between talent training and talent 

retention. Ohunakin et al. (2020) and Budhwar et al. (2019) point to a need for future research 

to consider parameters other than training and development and job performance that may 

contribute to retaining top talent. These include leadership style, leaders’ emotional 

intelligence, and career growth. Therefore, this investigation will contribute to the literature on 

the Middle East region, GCC countries, and the developing countries by exploring current TM 
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practices within the scope of the obligatory nationalisation scheme and in the essence of the 

management leaders’ behaviour, using the case study of the Abu Dhabi public service sector in 

the UAE. This will fulfil the second research objective, to identify the TM strategies adopted 

by ADG by exploring the perspective of talent themselves, as well as the available literature 

about the practices in such organisational contexts. This approach is based on Boxall et al. 

(2007) and their colleagues, such as Johns (2017), who advise the full incorporation of the 

organisational context into research, and the consideration of contextual factors in both 

theoretical and empirical investigations (Gallardo-Gallardo et al. 2020). This corresponds to the 

study’s third objective: to assess the effectiveness of TM programme implementation in 

attracting, satisfying, and retaining talented leaders at ADG departments. Thus, the notion of 

integrating a TM dimension along with leadership style and satisfaction may illuminate a facet 

of research not formerly accounted for in the context of the UAE. In addition, past studies were 

largely descriptive rather than experience-based, and most of the empirical studies were 

directed at global TM (Chaisson and Schweyer 2004; Dietz et al. 2008; Swailes 2020). 

Moreover, Lewis and Heckman (2006) disclose that the goals anticipated from TM programmes 

are unclear. Since TM is in its infancy, Collings and Mellahi (2009) urge further research to 

establish solid grounding for authors and scholars. Shortcomings in underpinning theory and 

practice have been clearly indicated (Caplan 2010). Furthermore, the majority of research to 

date has tested particular issues of TM in the absence of an HR role (Koh 2003).  

 Overall, a widespread focus on the effectiveness of TM and its cross-cultural impact on 

employee motivation and performance in developing countries has offered little positive 

evidence (Bhagat and McQuaid 1982; Earley 1997; Steers and Sanchez-Runde 2001). Cappelli 

(2008a) and Ford et al. (2010) shed light on the lack of credibility and scant evidence for 

evaluating global TM outcomes. Stewart and Rigg (2011) claimed that studies exploring the 

benefits of investing in talent development on both the individual and organisational level have 
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shown weak evidence. Similarly, little research has been conducted on the holistic view of TM 

practices in the contemporary market, while it has been concluded that they are not as impactful 

as intended in developing countries (Yeung et al. 2008; Tansley and Kirk 2018), despite the 

Arab world’s initiatives to promote the development of HR. Evans et al. (2020) argue that 

despite compelling evidence for TM’s benefits, cases have not provided sufficiently strong 

demonstrations of return on investment. Hence, this study aims to bridge some of the 

abovementioned gaps by gauging the organisational merits of TM programmes in terms of 

talent satisfaction and retention in the government sector in the UAE. 

 Likewise, Chartered Institute of Personnel Development (CIPD) research established 

the need to identify an effective approach to TM (Foster et al. 2007); the absence of such an 

approach has been a critical barrier to TM for multinational companies (Collings and Scullion 

2010). In addition, Collings and Scullion’s (2010) paper calls for additional research to 

investigate the relationship between TM and knowledge management as implied in 

competencies development (Kirkland 2009). Thunnissen et al. (2013) pointed out that of the 

three dominant aspects of STM; namely, talent development, talent attraction, and talent 

retention, talent development has received the least attention from scholars. Hedayati 

Mehdiabadi and Li (2016) support this view and emphasise the importance for organisations to 

adopt strategies to develop their talent pool from within. This research will explore talent 

development with an attempt to develop an adequate strategy for its use in organisations. 

Moreover, little research has been undertaken at the global level on STM’s core role in fostering 

the key potentials within organisations (Collings 2014; Collings and Mellahi 2009; Stahl et al. 

2007). This research will attempt to evaluate each component involved in the STM pipeline, 

precisely, and independently: this includes leadership development programmes, performance 

management systems, and retention plans. Another issue identified as influencing TM in the 

specific culture of the UAE is culture as embodied in leadership style; this gap needs to be filled 
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by future researchers. In the same vein, Sidani and Al Ariss (2014) emphasise the need to 

empirically evaluate the actual impact of adopted STM practices, as embodied in nationalisation 

rules and the two-tier system, on the overall performance of firms, as well as the key 

performance indicators for recruitment in the GCC setting and other related contexts. This 

research gauges the impact of STM initiatives on local talent only, because unfortunately the 

UAE do not invest in or include non-local talents in their STM programmes, or even identify 

them as ‘official talent.’ 

 Initial research from Chambers et al. (1998) to Schreuder and Noorman (2019), supports 

the directional aims of this research. Thunnissen et al. (2013) advocate the need for a pluralistic, 

tailored approach to STM to best meet a range of variable contexts and organisations. 

Nevertheless, since the emergence and implementation of strategic TM, its administration has 

remained corporate across all government establishments in the UAE public sector, as will be 

examined in this study in order to answer the research question as to what extent TM permeates 

the ADG.  

 Khilji et al. (2015) urge researchers to explore an existing relationship between the 

activities in the STM processing box. They recommend that TM activities be analysed 

throughout a strategic lens to investigate the complex relationships between TM components in 

each country, with the possibility of proposing a tailored bundle of TM activities by country. 

This is similar to previous research undertaken at the organisational level, simply expanded by 

scale. The research conducted to date on multinational enterprises lacks quantitative empirical 

evidence and rigorous foundations, such as a proper examination of theoretical frameworks 

(Boudreau and Ramstad 2005; Collings and Mellahi 2009; Tymon et al. 2010; McDonnel et al. 

2010; Sabado 2012; Gallardo-Gallardo et al. 2013; Festing 2012; Tansley et al. 2013; 

Thunnissen et al. 2013; Anlesinya et al. 2019). Accordingly, this investigation contributes to 

STM theoretical framework development by using theoretical foundations to develop and 
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examine a particular strategic approach for ADG in the UAE. Since STM theories have emerged 

from a Western context, they do not necessarily apply to the Arab world; hence the need to test 

and validate such theories in the Emirati setting, based on a range of stakeholders. This project 

examines the predominant STM activities identified above, while also attempting to corroborate 

the literature by investigating, identifying, and evaluating where STM falls short in 

recommended HR practices; for example, talent perceptions of employer leadership styles .  

 Similarly, Lewis and Heckman (2006) advocate studies that are directly and more 

robustly focused on investigating the link between TM and HRM, whereby the most successful 

businesses have adopted a strategic focus. This is in accordance with the research objective to 

assess the effectiveness of TM programmes’ on retaining talent at ADG departments, using 

talent satisfaction as a major determinant to gauge this relationship. In addition, Sheridan 

(1992), Ambrosius (2018), and Evans et al. (2020) refer to the handful of published studies 

exploring organisational culture and employee turnover/retention, the impact of employee 

motivation on retention (Mak and Sockel 2001; Ramlall, 2004), or research on employee 

retention in emerging countries apart from Brazil (Bhatnagar 2007; Chen and Francesco 2000). 

However, Allen and Shanock (2013) assert that empirical studies conceptualising the 

association between organisational socialisation approaches and voluntary employee turnover 

are scarce. Moreover, the majority of studies analysing talent retention strategies originate from 

a developed-country context (Ahammad et al. 2012), whereas analysis of retention strategies 

from the perspective of emerging markets is rare, and therefore advocated, as in the case here 

of the UAE (Collings and Mellahi 2009; Collings et al. 2011). Given the considerable range of 

contexts and effects of STM in emerging economies, studies can be limited in their 

applicability; for example, to the specific case of the UAE 64 ADG-affiliated departments 

(Khanna and Palepu 1997).  
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 On the other hand, as in Egerova (2014), current research puts emphasis on employment 

practice without a clear focus on the talent themselves and how they work. This focus is needed 

in order to nurture talent and sustain their flow within the organisation (Gallardo-Gallardo et 

al. 2013; Tansley et al. 2013; Thunnissen et al. 2013). This study will attempt to bridge a gap 

by shedding light on STM practices that are adopted to improve the workplace atmosphere, 

which is understood to influence talent retention. As discussed, there have been many 

limitations in empirical findings related to STM, both methodological and theoretical. These 

problems range from results that have been generalised from specific findings, to facts not based 

on statistics, to neglect of significant variables. Having stated the key theories surrounding the 

research as well as the gaps in knowledge and literature, I will now set out the research problem 

at ADG. 

1.3 Statement of the problem 

ADG Departments adopt key components of STM: a leadership development programme 

(LDP), a performance management system (PMS), and retention strategies (RS). The need for 

an effective TM strategy at the ADG stems from the ADG’s use of a nationalisation scheme, or 

‘Emiratisation,’ to develop its non-energy businesses (Budhwar and Mellahi 2007; Al-Waqfi 

and Forstenlechner 2010; Khan 2011; Naif et al. 2013; GLMM 2015). STM focuses on 

improving competencies and leads to high performance, according to Cheese et al. (2008) and 

Vural et al. (2012). Therefore, ADG is encouraged to evaluate and revise its STM programmes, 

as it is keen on equipping its leadership cohort with the necessary managerial skills. The ADG 

has recently formed the Ministry of Human Resources and Emiratisation (MOHRE), an 

independent entity, to set plans for resourcing, leadership development, nationalisation, and 

talent retention (Aladeli 2009; ADG 2016; MOHRE 2019). MOHRE administers a performance 

management system as a corporate initiative across the ADG federal ministries and 

establishments to enhance workforce capabilities, track, and achieve high governmental 
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performance (FAHR 2016a). The vision of MOHRE is laid out in ‘Our Vision: A labour market 

in the UAE that empowers Emiratis and attracts talent from around the world’ (MOHRE, 2019). 

However, despite the decisionmakers’ current initiatives to adopt STM in the public sector 

across GCC countries, the reality is that more than 80% of the public service establishments are 

still run by non-locals. Based on the UAE Federal Vision (2021) and the Abu Dhabi Economic 

Vision 2030 (2021) to become the best government globally, the UAE is working to ascertain 

competitiveness across the various economies, with the aim of becoming the ideal working, 

investing, and living destination. In fact, the UAE aims to position itself in the top ten countries 

in talent competitiveness indices. According to the Federal Competitiveness and Statistics 

Authority (2020), the UAE ranked ninth worldwide for its effective leadership in sustaining 

healthcare during the Covid-19 crisis. Such indices entail unifying leadership advantages and 

competitive working environments in the ADG public sector to sustain its talent pool (Al Dari 

et al. 2018). Hence, the country’s cabinet has recently taken the first steps in adopting attraction 

and retention strategies from rival hubs such as London, Singapore, and New York, with the 

aim of promoting the UAE to new generations of expatriate talent. Measures introduced include 

the 10-year work visa, the remote working visa, and retirement visa, as reported by Arabian 

Business (2021). The UAE government adopted an STM perspective in changing its nationality 

regulation under federal law to allow special talents, professionals, and investors to acquire 

Emirati nationality and participate in the development of the country via their contributions 

(Arabian Business 2021).  

 As the Middle East extends its war for talent, as described by Justin McGuire, co-

founder and CEO – MENA & APAC at the recruitment agency DMCG Global (Arabian 

Business 2021), there is a knowledge drain at the ADG, owing to the lack of an appropriate 

STM culture to develop and retain talent in order to face future challenges (Sidani and Al Ariss 

2014). Moreover, there is no evaluation of whether ADG has enough talent to achieve the 
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government’s vision, nor appropriate staff training for leadership positions. In addition, there 

is no audit of which specific ADG jobs or positions have talent gaps or weaknesses. Although 

there are some STM initiatives in the UAE public sector, there is little evidence of their 

harmonisation and progress (Sidani and Al Ariss 2014; Vinod et al. 2014; FAHR 2016a).  

 There are challenges to developing and retaining talented leaders in the GCC region, 

particularly in the UAE (Suliman and Obaidli 2011), which is leaking Emirati talent (Al Mheiri 

et al. 2021). Such challenges include the heterogeneity in the population (a critical issue in the 

UAE), the demographic variance in capabilities between nationals and non-nationals, and the 

demand for a leadership cadre in UAE. The shortfall in leadership and the associated skills 

makes it difficult to attract and retain national talent. This is in addition to issues relevant to 

management style (Collings and Scullion 2011; Sidani and Al Ariss 2014) and turnover 

intentions (Singh and Sharma 2015). The population of UAE is 9.89 million, of which only 

10% are locals (WorldPopulationReview 2021). ADG departments have consequently tended 

to cling to existing leaders, while struggling to add more qualified employees. This problem 

exemplifies the severe shortage of managerial capabilities in developing economies such as the 

UAE (Palframan 2008; Weir 2008; Abdullah et al. 2010; Vinod et al. 2014) when it comes to 

energy growth and expansion, plus the need for extra workforce (Hofmann 2010). Demographic 

factors, competences, high demand for national labour, and management approach all 

contribute to the need to invest in STM programmes at ADG Departments (Branham, 2005a; 

b; Brewster et al. 2005; Singh et al. 2012).  

 Meanwhile, Sidani and Al Ariss (2014) claim the key determinants that frustrate the 

recommended implementation of STM at Abu Dhabi are the culture of local management in 

the UAE, the ‘sheikhocracy’ – a synonym for the leadership style in assorted countries in the 

region – and local legislations and policies. In this context, STM is key, with a rapidly 

expanding economy placing high demands on the human resources and competences of non-
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locals, with lower expectations applied to locals (Singh et al. 2012; Vinod et al. 2014; Sidani 

and Al Ariss 2014).  

 The financial consequences of employee turnover include additional costs in hiring and 

training (Yamamoto 2011) that can reach 20% to 500% of annual employee salaries, according 

to Bryant and Allen (2013). To Suliman and Obaidli (2011), employee turnover in the UAE 

costs employers annually approximately United Arab Emirates Dirhams (AED) 9.9 billion. Yet 

Ballinger et al. (2011) argue that these costs do not actually portray the full impact of turnover, 

which drains resources and management time and affects organisational performance (Krishnan 

et al. 2013). It is essential to implement an effective retention system to save the investment in 

employees that is under pressure from the need to continually recruit and train new people, 

which strains knowledge and performance standards and affects productivity, finances, and 

business memory. In addition, high turnover can negatively influence the morale and motivation 

of existing employees (Yamamoto 2011). 

 The challenge of applying Western-based STM models, which are in the majority, has 

already been mentioned (Beechler and Woodward 2009); it is imperative to assess the 

transferability of such models (Haladay et al. 2016), for example, ‘individualist’ models that 

may not align culturally, as has been pointed out by a handful of authors (Dirani and Nafukho 

2018, 387; Lucas et al. 2018). Lucas et al. (2018) addressed this issue in the context of Brazil, 

which has solid human resources development (HRD) and is characterised by ‘paternalism’ 

under which freedom of subordinates is minimised, ‘collectivist’ culture prevails, the 

organisational culture has unlimited power, and personal associations take precedence over 

meritocratic principles. All these features are embraced by the UAE context, work, and culture. 

The emergence and implementation of country-specific models is clearly necessary to 

organisational success (Dirani et al. 2018; Meyers et al. 2013). Haladay et al.’s (2016, 123) 

study identified that the main impediment to full implementation of STM within the UAE is 
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‘the transient nature of the labour pool, the multiplicity of labour laws regarding compensation 

and benefits, and the dynamic nature of business in the UAE.’ 

 The above section problematised the area of research for this study; the immediate 

source of the problem lies in the financial and economic pressure, owing to the drop in oil 

prices, to develop a pool of Emirati talents and thereby reduce reliance on foreign and expatriate 

manpower. This is in the face of inadequate coordination among public sector organisations 

regarding STM implementation strategies for attracting, recruiting, developing, training, and 

managing talent. The key stakeholders remain unaware of the importance of STM, and thus 

there is no continuous improvement to maintain the success of any initiatives, and new ones are 

inhibited by the resistance to change by senior management, a strong organizational culture 

with top-down pyramid structure, and recruitment through ‘Wasta’ (Arabic for ‘connections’) 

rather than merit. While pursuing the main issues of the problem, this study will next critically 

explore the literature about theories, concepts, and models related to talent definition and STM 

in theory and practice. Research questions stem from this exploration. 

1.4 Aim of the investigation 

This study aims to critically investigate the TM strategies of ADG. It will assess the potential 

effectiveness of a long-term TM strategy to achieve the goals set out in the latest UAE Vision. 

It will also assess the current TM initiatives in place at ADG-affiliated departments, in order to 

measure their success rate by judging the effect of current talent programme practices on the 

willingness of leaders to stay at their organisations. The goal of evaluating STM programmes 

in terms of purpose, processes, and outcomes is to determine whether programme objectives 

have been achieved and to identify the anticipated challenges and barriers that impede TM from 

functioning successfully. This study will also attempt to develop a strategy for talent acquisition 

and retention that will allow ADG to promote the UAE as one of the best governments and 

working destinations worldwide, in line with the UAE Vision 2030, while continually 
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improving across all UAE governmental sectors. The next sub-section contains research 

questions and hypotheses in line with the study aim to explore the relationship between STM 

practices and predictable talent intentions and outcomes for turnover in ADG departments.  

1.5 Research questions  

 This study aims to answer the following main questions: 

1. What are the existing strategies and practices related to TM and its implementation at 

ADG departments? 

2. What is the impact of the implementation of these TM programmes on talent satisfaction 

and retention at the organisation? 

3. What are the drivers and enablers of, and barriers to, implementing long-term TM 

strategies in the ADG? What is the influence of the other environmental/exogenous 

elements (institutional culture and job satisfaction) on talent remaining in the ADG? 

4. Can western STM programmes and models be implemented in UAE settings by 

developing and verifying a contextual framework to procure and sustain Emirati talent 

at ADG? 

1.6 Objectives of the proposed investigation 

As the ultimate goal of this study is to attempt to develop an adequate TM strategy for ADG, 

the research will have the following objectives: 

1. To critically review the strategies and practices related to TM and its implementation 

at ADG departments. 

2. To identify the TM strategies adopted by ADG by exploring talent perspectives.  

3. To assess the effectiveness of TM programmes’ implementation on retention at 

ADG departments.  
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4. To assess the effectiveness of TM programmes’ implementation on talent 

satisfaction at ADG departments.  

5. To analyse the prevailing leadership behaviour at ADG-affiliated departments. 

6. To explain the influence of the individual factors in STM (including job satisfaction 

and employer branding) and their impact on talent retention levels at ADG 

departments. 

7. To develop and validate a conceptual framework, in the form of an integrated model 

that captures the factors influencing talented leaders’ intentions to stay. This 

framework will allow for the effective implementation of TM appropriate to the 

context of the Emirati public sector (ADG), while explaining the adoption of TM 

strategies and predicting retention levels in the UAE, as a developing Middle 

Eastern country.  

 

 Having stated the research objectives, the following section captures the research 

context. 

1.7 Research context  

ADG is a range of strategic public departments that are run under the General Secretariat of the 

Executive Council (Abu-Dhabi-eGovernment 2016a). It controls the establishments that 

provide governmental services for residents and citizens. According to the UAE Vision 2021 

(2019, 6), the development and retention of executives, as ‘valuable contributor[s]’ (Tansley 

2011), is essential to government performance. Furthermore, the presidential orientation 

emphasises ‘developing sectors of excellence and national champions’ to enhance its 

international standing. Executives, experts, and professionals have historically been the most 

difficult segment of workers to recruit (CIPD 2015), which has driven ADG and various 

countries in the Arab region to move away from traditional HRM practices to STM, which 
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attempts to align current operations, manpower, and information technology to the strategy of 

the organisation. Moreover, TM grants leadership privileges to line managers, which in turn 

involves the whole organisation in HR activities. As has been observed, traditional human 

resourcing was centralised within a HR department and was concerned with the daily 

management of issues such as hiring, pay, attendance, and training (Caplan 2011; Schuler et al. 

2011; Naif et al. 2013; Tatoglu et al. 2016).  

1.8 Structure of the thesis  

This section provides a summary of chapter content: 

 Chapter One (Introduction) outlines an overview of the investigation, with the 

appropriate background, listing research gaps and the study’s possible contribution to 

knowledge in light of the proposed research objectives. 

 Chapter Two (Literature Review) represents a systematic and critical review of STM 

and its definition, together with related key concepts, theories, and models surrounding TM and 

its implementation. This section concludes with a debate about the crucial factors influencing 

talent retention and turnover. 

 Chapter Three (Strategic Talent Management In Abu Dhabi) gives an overview of the 

most pressing contextual factors in considering Talent Management and TM within the GCC 

Region, more specifically in the UAE, and then furthermore, in Abu Dhabi.  

 Chapter Four (The Conceptual Model For The Research) discusses the development of 

the theoretical research framework and emphasises the underlying theories related to TM and 

successful retention strategies, which underpin the proposed model and reinforce the study 

objectives. The chapter includes a discussion about the critical factors affecting the 

implementation of a successful STM and retention strategy and introduces the grounding for 

development of a conceptual research framework. Eventually the chapter offers hypotheses for 

testing. 
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 Chapter Five (Methodology and Methods) portrays the designs for a quantitative 

method approach to research, demonstrates approaches for generating samples, and involves 

explanation for why no sampling frame representing the study population was laid out for the 

purpose of the study.  

 Chapter Six (Research Results) presents empirical analysis of data gathered from 

research participants through the electronic questionnaire and describes the analysis undertaken 

using the most appropriate instruments for this research.  

  Chapter Seven (Discussion) puts forward a discussion of the results obtained in Chapter 

Five, via the survey questionnaire. It highlights key findings related to each research question 

compared with other studies from the literature, in order to illustrate in which manner the 

research objectives have been realised and fulfilled. 

  Chapter Eight (Summary and Conclusions) sets out the conclusions inferred from this 

study, in addition to proposing recommendations to alleviate the problematic aspects, as well 

as other suggestions for future studies based on the current research’s conclusions and its 

limitations. 
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CHAPTER TWO: LITERATURE REVIEW 

2.1 Introduction 

The aim of this chapter is to analyse and synthesise the extant academic literature pertinent to 

the evolution and development of STM in Europe. Relevant scholarly materials were reviewed 

in pursuit of an in-depth understanding of TM strategies and practices, and as a theoretical and 

methodological support to this investigation. This chapter comprises a systematic and 

evaluative review of literature on theoretical studies, which have reported little empirical 

research on the best practices adopted by organisations for planning and implementing good 

STM strategy, including how to groom successors from existing leadership to replace the first 

level of executives. The chapter also provides clarification and critique of the current literature 

pertaining to the differentiated proposed definitions of talent, TM, human resources, and STM. 

Moreover, attention is brought to the advantages and challenges of adopting STM strategies, 

and to STM adoption and retention strategies at a worldwide level, with specific focus on the 

context of the GCC and the UAE. A summary is presented at the end of this chapter.  

2.2 Systematic literature review  

This section explains the protocol followed in identifying appropriate and related studies. 

Multiple keywords were employed on talent perceptions of TM-relevant strategies such as 

‘Leadership talent’ OR ‘TM strategies’ OR ‘Retention strategies’ OR ‘TM model OR theories 

OR concept OR practices OR initiatives OR elements,’ AND/OR ‘TM implementation,’ ‘TM 

Drivers and barriers (OR determinants OR factors OR enablers OR inhibitors’ AND/OR 

‘Retention influential factors’ AND/OR ‘Nurturing talent’ AND/OR ‘public sector’ OR ‘public 

service sector’ AND/OR ‘United Arab Emirates.’ Article search criteria followed title(s) and 

abstract(s) where the keywords were used or implied, based on Dada (2018). The focus was on 
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1–4 start publications in the English language, according to the Academic Journal Guide (2021) 

(ranking list), to explore studies on ST and STM practices for leadership segmentation of the 

workforce in emerging markets, regardless the year of publishing. The electronic databases 

were mainly Google Scholar and Liverpool John Moores University’s library, in addition to 

textbooks and governmental publications (in the UAE). However, owing to the dearth of 

research, papers exploring junior employees’ perceptions were also included, despite a 

potentially broad disparity in perceptions between top/middle and low management. Such a 

range owing to variance in seniority is suggested in the literature surrounding employee HR 

perceptual mismatch among workforce groups (Wang et al. 2020). However, the emergence of 

interpersonal divergence in perceptions of HR – and hence TM – within congruent groups is 

also inevitable and does not need to be controlled. It may be attributable to differences in 

individual personalities, perceptions of organisational support (Kuvaas 2008), or previous 

experiences that may shape their ratings (Wright and Nishii 2013). Other organisational traits 

such as the heterogeneity of the workforce can also lead to variability across raters (Liu et al. 

2017), as can organizational contingencies (Bolander et al. 2014) and the role and influence of 

dominant professions in the public sector on talent perceptions, attitudes, and behaviour, and in 

shaping the translation of TM meaning and practice (Gallardo-Gallardo et al. 2020). Since the 

various HR practices are tailored differently for diverse organisational levels (Liao et al. 2009), 

the reasoning regarding TM, which is a set of HR practices interwoven with the business 

strategy, must also fluctuate. Therefore, it may be speculative to infer the perceptual outcomes 

of respondents when reviewing various individual levels in the discrete literature, according to 

the empirical evidence confirming variance in responses to perceived HR bundles (Liao et al. 

2009; Boonbumroongsuk and Rungruang 2021). It should be noted that a handful of prior 

studies found no significant difference in perceptions of HR relevant practices across the 

organisational hierarchy between subordinates and superiors as shown in their ratings of the 



 

36 

organisational learning culture (Ismail 2005; Westerberg and Hauer 2009; Hasson et al. 2013). 

The above argument is supported by other studies that revealed a moderate level of correlation 

when perceiving HR content, as affirmed across managers versus employees (r ¼ 0.37 on 

average) (Liao et al. 2009; et al. 2011; Aryee et al. 2012; Den Hartog et al. 2013; Ang et al. 

2013, 2017; Jensen et al. 2013; Jiang et al. 2017; Vermeeren 2014; Elorza et al. 2016; Li and 

Frenkel 2017; Choi 2019; Wang et al. 2020, 145). 

 Articles were classified into conceptual papers and quantitative empirical studies. It was 

noted that 149 papers (in addition to other papers) that handled STM dimensions and TM 

retention were published post-2017, many in the past couple of years (2019–2021) during which 

time the field has continued to grow rapidly. Human Resource Management (102), 

International Journal of Human Resource Management (17), Journal of World Business (16), 

Human Resource Management Journal (8), and Human Resource Development International 

(6) are identified as the sixth core journals for literature on employee TM perception. STM is 

differentiated from TM based on the assumption that talent from leaders at ADG departments 

represent first-hand experience and awareness, as they are involved in organisational strategy 

and deal with strategic issues. As well, they are experienced in dealing with TM activities and 

operations (Wang et al. 2020). 

2.3 Strategic talent management  

A large and growing body of literature has differentiated human resource management, TM, 

and STM. Morton’s (2005, 13) study attempted to explain the essential contribution of HR 

managers in implementing TM as an organisational commitment and argued that to promote 

HR practitioners from their routine function to a strategic partnership ‘is more essential to the 

business,’ thereby highlighting the importance of HRM to a strategic orientation. That is, HRM 

focuses on managing the set of HR functions, such as recruitment and training, separately and 

thus emphasises egalitarianism, while TM, which complements HRM, asserts segmentation 
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because it deals with staff differently based on their capabilities and contribution (Iles et al. 

2010; Becker and Huselid 2006). Lewis and Heckman (2006, 140) suggested three concepts to 

better understand TM. The first is rebranding HRM to TM, or a euphemism associated with 

HRM; however, this concept was criticised owing to a lack of focus on HR practices such as 

recruitment, succession planning, and leadership development; and for diverging from strategic 

HR literature. The second notion is manpower planning and/or succession planning, to 

emphasise talent development through ‘projecting employee/staffing needs and managing the 

progression of employees through positions’ (Lewis and Heckman 2006, 140) and thus predict 

the flow of workforce across the enterprise based on competencies, supply, and demand, as well 

as growth and attrition. This makes the TM focus solely on succession planning (Hughes and 

Rog 2008). However, studies in this area highlighted the variation between TM and HRM, 

because TM is not only used as a workforce succession planning tool, but also focuses on the 

development of a talent pool (Lewis and Heckman 2006). The third aspect of Lewis and 

Heckman’s (2006) perspective, however, is managing employee talent, including rewarding 

exceptional talent. This emphasises ‘topgrading’, where Smart (1999) argues that all positions 

within the hierarchy should be occupied with the top performers and there is no place to fit ‘C 

Players’ within the organisation (Michaels et al. 2001), thus favouring certain positions over 

others (Lewis and Heckman 2006). In Hughes and Rog (2008), it is suggested that Lewis and 

Heckman’s (2006) definition of TM implies the use of technology (other databases/systems) to 

implement HR through all levels of the organisation. Hughes and Rog (2008) added that TM 

integrates strategy into Lewis and Heckman’s (2006) definition when they offer that TM 

initiatives, practices, and policies are synonymous with human resources management activities 

(e.g. recruitment, selection, performance management, rewards, development, and succession 

planning). Bersin (2006) asserts that the new revolution in TM is due to the need to strengthen 

the linkages between personnel and business matters. As an organisation endeavours to achieve 



 

38 

business goals, it ought to assure an up-to-date and constant integration of HR processes; thus, 

TM has been deemed necessary to successful businesses. 

 Likewise, there is a wide debate in the literature on how academia conceptualises TM 

and STM, and how organisations implement them in practice. Some academics view TM as a 

mere variation on traditional human resource management. While few professionals and 

academics suggest that TM is a tool for planning future HR needs, numerous academics stress 

that TM exclusively considers talents with potential in key performance areas. Contradictory, 

contemporaneous literature emphasizes that STM has a combined focus on strategic roles and 

the capabilities to deliver business corporate strategy. STM also implies nurturing and 

cascading the talent mind-sets across the business to secure their commitment and excellent 

performance. STM connects human resource policies and strategic management processes 

within organisations, as well as integrating the workforce to achieve the organisation’s goals. 

In other words, a firm’s STM is related to its available resources. Talent as an organisational 

asset provides a long-term competitive advantage. That is, 73% of executives in the USA 

verified a positive association between TM and a successful business strategy (Mohammad 

2015). 

 Farndale et al. (2010, 106) defined TM as ‘all organizational activities for the purpose 

of attracting, selecting, developing, and retaining the best employees in the most strategic roles 

(those roles necessary to achieve organizational strategic priorities) on a global scale.’ Silzer 

and Dowell (2010, 114) explain that STM forms a critical paradigm shift in the field of HRM. 

They define STM as a process that is ‘driven by business strategy, managed as a core business 

practice, and is integrated with other processes and engrained as a talent mindset.’ The link 

between STM and business strategies is important to workforce motivation, which helps in 

achieving organisational objectives. Similarly, STM and human resources relate to each other 
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since they have a greater impact on the overall development of a firm and therefore should be 

utilised according to need and a particular business plan.  

 Some authors argue that TM is simply another term for HRM because it comprises the 

processes of selection, development, and succession planning (Aguinis et al. 2012). TM was 

described as a ‘strategic human resources discipline’ in Cajigas and McGrath (2015). Iles et al. 

(2010, 5) and Scullion and Starkey (2000) stated that high potential talents and senior managers 

are deemed the ‘strategic human resources’ for an organisation; therefore, managing these vital 

resources is recognised as the key function of HRM. Blass (2009) proposes that TM is just a 

portion of HRM, as shown in Figure 2.1 below, where HRM functions operate separately, with 

high attention on the organisational function. In addition, Blass (2009) suggests that TM, as it 

is positioned in the centre/core of the functions, is closer to employee-focused activities. 

Therefore, HRM emphasises transactions while STM is more focused on enticing and 

sustaining top talent (Barney 1991), with people as the key driver to achieving a competitive 

advantage. However, various scholars claim that STM should be considered as ‘clear succession 

planning,’ emphasising the development and supply of key talent (Collings and Mellahi 2009; 

Cui et al. 2017, 11).  

 

Figure 2.1: Mapping the TM territory. Adopted from Cui et al. (2017, 12). 
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 Thunnissen et al. (2013), as well as Schreuder and Noorman (2019), stress that the 

traditional practices and activities of TM cannot achieve organisational performance or attract 

and deploy key talent, who will implement corporate/business strategy and, therefore, argue 

traditional TM should become STM, in which both personal development and business 

development shall be aligned and mutually strengthen and in turn reinforce the strategic success 

of the organisation. Thus, key talent – in other words, strategic talent managers – are advised 

to thoroughly grasp the corporate strategy, define its drivers (strategy processes) precisely, and 

take part in strategy formulation, that is, the ‘what’ process. They should identify the positions 

most vital to attaining strategic goals (A-positions or key strategic positions) – the ‘where’, as 

well as the best incumbent to deliver each strategic initiative – that is, the ‘who’. Nevertheless, 

in Armstrong’s (2016, 190) view, TM is a combination of succession planning and management 

development functions; as well as a ‘strategic management process’ that concentrates on 

understanding the business strategy.  

 Alike, Makram and Sparrow (2015, 249) synthesised definition for TM was based on 

four philosophies, which reflect how organisations conceptualise TM, as well as the theory of 

value, which differentiates how TM adds value to the organisation. The said approaches are 

classified into a people approach, practices approach, position approach – which also explains 

the subject approach of talent that is the contribution of Gallardo-Gallardo et al. (2013) – and 

strategic pools approach (Makram and Sparrow 2015, 249). Thus, TM can be adopted for a 

cluster of personnel, as a proof of key HR practice, solely for pivotal roles, or as a succession-

planning tool to manage existing internal talent pools. Some scholars argue that STM prioritises 

human capital before it manages their performance (Farndale et al. 2010). In summary, STM 

offers many distinctions, such as reducing staff turnover (Ballinger et al. 2011), sustaining a 

competitive advantage, and improving corporate outcomes (Axelrod et al. 2002; Lewis and 
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Heckman 2006; McDonnell 2011), via ‘having a right candidate in the right job category’ 

(Ahammad et al. 2018, 6; Iles et al. 2010).  

 The sections above present the debate in literature and practice about who and what is 

identified as ‘talent,’ and what is meant by TM and STM, as defined by academics, HR 

practitioners, and organisations. The next section answers the question of what drives business 

sectors and firms to adopt TM or STM practices, and why either might contribute to global 

success. 

2.4 Talent management conceptualisation 

Various TM-related definitions have been introduced above. TM implies a range of overlapping 

meanings, depending on whom you ask to define it, and in which sector or industry. In 1997, 

the term ‘talent’ became an organisational management buzzword when McKinsey coined the 

phrase ‘war for talent’ to define a talent shortage in business and the struggle between firms to 

attract and retain human capital (Michaels et al. 2001; Egerova 2014). Ashton and Morton 

(2005, 30) pointed out that there ‘isn’t a single consistent or concise definition.’ In Cui et al. 

(2017, 11), the phrase ‘war for talent’ noted TM as the crucial driver for corporate performance. 

Despite the enduring interest of scholars in TM and its popularity among leading publishers, 

there is little evidence-based research on talent identification. TM as an overarching concept 

remains underdeveloped and very broad (Faust, 2008); without coherence or direct focus on the 

HRM practices embedded in its dimensions (JWB 2010; Caplan 2011). There is also a lack of 

endorsement in the literature of the definition of STM (Cui et al. 2017). A UK survey stated 

that only 20% of HR professionals debated the definition of TM, but 51% of them handled TM 

activities (CIPD change-agenda 2006; Collings and Mellahi 2009). In addition, there are 

limitations to the literature on TM dimensions and the implementation of a TM approach that 

can be coherently integrated by multiple stakeholders. In other words, studies and research have 

targeted one level at a time, such as organisation-focus, and have disregarded the role of line 
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managers and their affiliated sectors in TM practices (Sheehan et al. 2018). Hence, Zhang and 

Bright (2012) claim that a precise answer to ‘who is talent?’ is missing. Tarique and Schuler 

(2010) assert that there is neither a universal definition for TM nor an effective approach in the 

literature and practice; yet subsequent scholars and practitioners have come up with appropriate 

TM strategies to fit a particular organisation, as cited in Cui et al. (2017). Meanwhile, Tarique 

and Schuler (2010) suggest that TM is critical to succession planning. 

  Thunnisen et al. (2013) defined TM as the complete system that incorporates 

identifying, recruiting, developing, and nurturing the best and potential employees; equipping 

them to operate the most strategic positions; and finally, supporting them in utilising their 

competencies. This engages their commitment and stimulates their efforts in ways essential to 

the organisation’s benefit (Devi 2017). Armstrong (2006) and Iles et al. (2010) saw TM as 

another term for developing people to head the organisation, therefore phrasing it as TM and 

development (TMD) (Dirani and Nafukho, 2018; Dirani et al. 2018); nevertheless, according 

to Vinod et al.’s (2014) definition, talent is innate – which also explains the object-approach of 

talent. According to Gallardo-Gallardo et al. (2013), it cannot be acquired through development 

paths - unmanageable based on Davies and Davies (2010). They identified talent as, variously, 

experts in the areas they are presently functioning in, and individuals who are fulfilling the 

present and future specifications of the organisation. How organisations conceive of talent 

affects their TM practices; they tend to give more attention to talent identification and 

recruitment if talent is conceptualised as innate, and to classify A, B, or C players (Michaels et 

al. 2001). In contrast, if their view of talent is based on acquisition, the emphasis is on talent 

development. If institutions view talent as developing as a result of nature combined with 

nurture, the orientation will be on the ability to learn and its associated catalysts, e.g. the 

personal and environmental aspects of learning (Meyers et al. 2013; Bolander et al. 2014). On 

the other hand, Tansley et al. (2007) and Singh and Sharma (2015) define TM from a strategic 
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perspective, when Tansley et al. (2007) state that the core definition of talent is the one 

suggested by the NHS Leadership Academy Talent and Talent Management Insights (NHSLA) 

(2014). The definition comprised those who have influence on lifting the performance of an 

organisation either directly or in the long term. Hughes and Rog (2008, 743) found that ‘Talent 

management is an espoused and enacted commitment to implementing an integrated, strategic 

and technology enabled approach to human resource management (HRM).’ 

 

 In the efforts of examining and developing TM strategy and to understand how talents 

are identified within the organisations, possible resource constraints were realised to tap on core 

areas of business and people (D'Annunzio‐Green 2008). Hence, Hughes and Rog (2008, 746) 

proposed that ‘talent management is a multi-faceted concept’ shaped by strategic HRM. TM 

can be conceptualised philosophically as ingraining a talent mindset in an organisational culture 

or ethos, embedding values that support the view that human assets are worth developing as a 

crucial source of achieving and sustaining an organisation’s competitive edge. TM is effectively 

consolidated and constituted of a blend of advanced technology-adapted, HRM-based bundles 

and operations; and a means to uplift the function of HR practitioners to become a strategic 

partner in the organisation by enabling a long-term and comprehensive approach to change. TM 

implies (positioning); it is a management commitment, rather than an HR initiative, espoused 

and cascaded down from executive positions throughout the managerial/supervisory levels, 

(system) to implement an incorporated, strategic, and technology-supported programme to 

HRM, with direct attention to HR planning, encompassing employee recruitment, development, 

retention, and succession initiatives. These practices target the entire workforce (structure) or 

are particularly designed for those who possess high potential or those in key talent roles. Given 

the endorsed belief that human resources are the key source for organisational competitive 

advantage, and a recognised asset that is in constant short supply (accountability), this translates 
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into a shared commitment to launch, enable, develop, and pursue TM endeavours and systems 

(Ashton and Morton 2005). Hughes and Rog’s (2008) definition captures the HRM 

responsibilities within the function of TM and points to the clash between poaching the best 

candidates and consolidating their supply of competences to reinforce business’s competitive 

edge (Brown et al 2004). However, the capture of TM seems to have updated legitimacy after 

Brexit in the new sense of economy uncertainty and the implications of stricter immigration 

rules which is attached to anticipated talent drain in certain fields which experience heavily 

reliance on migrant labour (Calnan 2017; KPMG 2017). Moreover, Hughes and Rog’s (2008) 

definition conveys the notion of TM portraying a fully integrated process, as well as the main 

phases underlined by the traditional operational activities of HRM. Such key phases were 

pointed out within the academic literature, surrounding talents’ sourcing, recruitment, 

development – along with career progression- as well as their nurturing and engagement 

(Horner 2017). Hughes and Rog’s (2008) perception offers yet one more instance of the contrast 

in TM key phrases’ flow in terms of order and labelling that one may depict across the various 

proposed definitions conceptualizing TM, such as attraction, selection, development and 

retention (D'Annunzio‐Green 2008). 

 

 

 Hughes and Rog’s (2008) coherent approach to TM is also emphasised within the 

practitioner-oriented literature. For instance, the CIPD (2009, 2) came up with their definition 

of TM as involving the holistic approach to human resource interrelated practices rather than 

merely developing leaders; TM implies the ‘attraction, identification, development, 

engagement, retention and deployment of individuals with high potential who are of particular 

value to an organisation’. Tansley (2011) regards TM as integrated initiatives and activities that 

incorporate the spiritual goal of a group or community. The CIPD (2016a) also suggests a 

successful TM system that forms strategy with all processes included in the talent pipeline to 
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attract, identify, develop, engage, reward, and retain those talents. Therefore, the CIPD 

definition incorporates the necessary aids to nurture talents and impact on their efficiency as 

suggested by Sparrow et al. (2013) and Farndale et al. (2014). Meyers and Van Woerkom’s 

(2013, 23) definition is more typical, referring to TM as ‘the systematic utilisation of human 

resource management (HRM) activities to attract, identify, develop, and retain individuals who 

are considered to be “talented”.’ Similarly, Collings and Mellahi’s (2009, 2) definition of STM 

overlaps with the CIPD’s but is more broad; they point out the direct influence of STM on 

sustaining competitive advantage through mobilizing suitable talent (Isa et al. 2018) and 

emphasising key ‘strategic’ positions over ‘non-strategic’ roles (Becker and Huselid 2006), as 

opposed to the existing phenomenon in which organisations tend to invest in non-strategic 

positions (Boudreau and Ramstad 2007).  

 Hence, Collings and Mellahi’s (2009, 2) contribution is built on Lewis and Heckman’s 

(2006) three streams to explain the conceptual framework of TM. Therefore, their definition 

encompasses the identification of pivotal positions, then cascading talents across the 

organisation, along with restructuring positions and revising incentive schemes to engage those 

employees, as: 

 

activities and processes that involve the systematic identification of key positions which 

differentially contribute to the organization’s sustainable competitive advantage, the 

development of a talent pool of high potential and high performing incumbents to fill 

these roles, and the development of a differentiated human resource architecture to 

facilitate filling these positions with competent incumbents and to ensure their continued 

commitment to the organization.  
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 Their rationale is to identify the vital positions to be retained by the most suitable 

capabilities, but not to identify talent and look for jobs to suit them, which is consistent with 

Zhang et al. (2015). Nonetheless, Collings and Mellahi (2009, 305) pointed out that key 

positions are not limited to the senior managerial cohort, but can imply lower positions; they 

noted that if TM has been applied to all employees including persistently poor performers or 

‘C players,’ then it would function similarly to traditional HRM. In this stream Collings and 

Mellahi (2009) argue that ‘strategic jobs’ are those key roles that should be filled with high 

potential and top performing workers, which contrasts with Smart (1999) who argues earlier 

that all positions should be occupied by ‘A performers,’ which he refers to as ‘topgrading.’ 

However, this suggestion was criticised as inappropriate because it is unnecessary to fill all 

positions with high performers, and it tends to equate TM with conventional HRM, investing 

in non-pivotal positions rather than the approach suggested by Collings and Mellahi (2009), 

who advocate that their suggested approach of managing solely high potentials and high 

performers in key positions utilises resources most efficiently. The second part of the definition 

emerges from the literature on strategic HRM; once those top performers with high potential 

are identified, it is important to develop a talent pool within the organisation. Likewise, Collings 

and Mellahi (2009) were inspired by the strategic HRM to propose the last part of the definition, 

when they suggested that it is crucial to disseminate appropriate HRM policies to ensure that 

strategic positions are filled with competent candidates who are nurtured by an upgraded 

architecture with differentiated HR policies that can increase employee motivation, 

commitment, and performance. Raman et al. (2013, 336) subscribe to the above definition and 

stress strategic positions and ‘top management's deliberate and organized efforts to optimally 

select, develop, deploy and retain competent and committed employees who bear significant 

influence on the overall performance of the organization.’  
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2.5 Talent conceptualisation within the public sector 

The ‘war for talent’ was exacerbated in the public sector owing to the need for more 

competencies than in the private sector, since the typical public sector employee is more 

knowledge-equipped. This is according to a Centre for State and Local Government Excellence 

study in Washington, which revealed that 68% of government workers belong to the knowledge 

workforce, compared with 32% in the private sector (Benest 2008). TM was conceptualised 

differently in the public sector, with talent seen as a human entity with distinct potentials to 

improve the sector’s performance immediately or in the future (Harris and Foster 2010); or as 

a self-motivated person with a rare set of competences (Rana et al. 2013); or an individual who 

believes in public sector principles such as transparency and equal treatment (Thunnissen and 

Buttiens 2017). The above definitions of public sector talent may address some special traits of 

a workforce willing to enhance the sector without a heavy emphasis on financial compensation 

(Delfgaauw and Dur 2010). Kravariti and Johnston (2020, 80) ‘propose public sector talent 

could be conceptualized as an individual who possesses those competencies, knowledge and 

values that reflect the public sector’s core principles, which enable him/her to use their 

exceptional abilities to serve the public for the common good.’ Thus, special attributes of public 

sector talent are embodied in their inherited willingness or capacity to contribute to the benefit 

of the public departments without regard for rewards; this depicts talent as human bodies, yet 

with exceptional values (Delfgaauw and Dur 2010). In comparison, private sector talent has 

innate or developed distinct abilities (Kravariti and Johnston 2020).  

 

2.5.1 Talent identification  

‘Talent’ is a socially developed concept that can be contextually interpreted as argued by 

Wiblen (2016). Talent identification can range from those who are functioning well in their 

current roles and are subject to growth, to those who possess exceptional abilities, or those who 
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work in the A positions that are interrelated to the firm strategy; otherwise, talent may be 

identified through performance appraisals. The identification and definition of talent can be 

viewed diversely depending on the organisation. Some scholars believe that talented people are 

those who can make a difference to organisational performance, either through their immediate 

contribution or by demonstrating the highest potential. Therefore, there is a lack of common 

definition and evidence underlying TM and STM practices as endorsed by various authors from 

the literature. Some firms identify their best talent via performance management systems. For 

instance, in Hartmann et al.’s (2010, 173) qualitative research, all seven Chinese organisations 

involved in the study relied solely on the appraisal system in order to identify vital talent. Yet 

it was found that the cultural aspects of those companies impeded the full adaptation of 

performance management appraisals such as ‘communication through face’ rather than the 

actual exercise of performance appraisals. Organisational variations in talent identification 

include timing – at which career stage firms identify talents (McDonnell 2011) – as well as 

objectivity in the assessment approach, which can vary significantly (Bolander et al. 2014). 

 The talent identification process involves the identification of key personnel who can 

create and deliver organisational objectives (Davies and Davies 2010; Isa et al. 2018, 688). 

Bolander et al.’s (2014) qualitative study of Swedish organisations identified three approaches 

to TM (to be discussed later) in which the empirical contribution of the entrepreneurial view 

assigns no attention to talent identification. In this sense, talent markets his or her potential 

based on the challenges and assigned projects where he/she is responsible for identifying their 

own talent. The role of the employer is to support them via competence development, which is 

deemed a human right. As suggested by Stewart and Rigg (2011, 229), talents are ‘certain 

individuals perceived as exceptional.’ Isa et al. (2018) classify talent into three categories: 

administrative, professional, or innovative potential candidates. Morton (2004, 6) defines talent 

as ‘individuals who have the capability to make a significant difference to the current and future 
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performance of the company.’ Performance reports showed that organisations that pursued this 

exclusive approach to identifying talent were successful in terms of profitability. However, 

others endorse the inclusive approach to ‘talent inherent in each person, one individual at a 

time’ (Buckingham and Vosburgh 2001, 17), and argue that resourcing and nurturing only 

specific ‘top talented’ executives may result in increased employee turnover owing to internal 

competition and the underestimation of other employees. In contrast, employee training and 

development is a way of maximising talent stock; as well, organisations can address cultural 

and systematic aspects, including organisational arrogance, that impede employee performance. 

2.6 Strategic TM within the public sector 

The conceptualisation of public sector TM and talent is not yet mature (Kravariti and Johnston 

2020). TM has only recently been introduced into the public sector (Glenn 2012), and the 

majority of evidence on its results comes from consultancy agents (Al Ariss et al. 2014; 

Gallardo-Gallardo et al. 2013). Meanwhile, researchers are paying increased attention to TM 

within the national context, i.e. how talents are managed globally, when ‘organizations are not 

only competing with each other, but governments and their societies have also joined the talent 

race’ (Khilji and Schuler 2017, 400). However, based on Thunnissen and Gallardo-Gallardo’s 

(2017) review, only a few publications have addressed TM in the public sector and have shown 

most interest in healthcare and education (Paisey and Paisey 2016), perhaps because hospitals 

and universities recruit professionals who are strategic players in an organisation’s success 

(Gallardo-Gallardo et al. 2020). The evidence on public sector TM highlighted that its 

performance is limited. Moreover, the focus on TM outcomes reflects performance measures 

that adhere to private sector standards, thus disregarding the unique elements of the public 

context (Boselie et al. forthcoming).    

 El Dahshan et al. (2018) explored three TM components (attraction, development, and 

retention) and studied individual variances in their effect on organisational performance. The 
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subjects were nurses working in two organisations: Menoufia University Hospital and Shebin 

El-Kom Teaching Hospital in Egypt. The study revealed that participant nurses in both hospitals 

are satisfied with their employer’s attraction, development, and retention strategies. However, 

Manafa et al.’s (2009) research in Malawi, East Africa concluded that health workers there were 

unsatisfied owing to the unfair provision of career advancement paths. In the same context, 

Hafez et al.’s (2017) exploratory study in Egypt affirmed a significant impact from various TM 

dimensions – promoting outstanding performance, delegating authority, job enrichment, and 

talent development – and employee retention. 

2.7 Talent management and human resource management/ human resource 

development 

Human Resources Management (HRM) is the strategic and aggregate approach to employee 

relations, with a great emphasis on recruitment and development in line with the firm’s goal-

setting. HRM is traced back to American academics of the 1980s (Beer et al. 1984). It can be 

perceived as a philosophy of the ethical considerations that are critical to managing people (the 

correct and fair way to deal with workers), supported by the existing framework of employee 

and organisational behaviour. Functionally, HRM encompasses the implementation of 

employee policies and practices in the area of organisational structure, resourcing, learning and 

development, performance management, and employee welfare. Those components are fitted 

into a human resource strategy and aligned to the corporate strategy of the firm (Armstrong and 

Taylor 2014). HRM has a dual presence in scholarship and activity. In its academic 

manifestation, it emerges in conference papers, articles, texts, and journals. Meanwhile, its 

practical application is shown through business values and practices. However, many 

academics have neglected the efforts of organisations in this particular field (John 

2007)_John,_S._(2007).. While HRM is used across the globe, some object to the term ‘human 
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resource,’ which might convey a process or product rather than a person and, therefore, they 

prefer to use the term ‘people management’ instead (Armstrong and Taylor 2014).  

 Talent management is one core element of focus for scholars and practitioners from 

diverse disciplines in their investigations of cross-cultural HRD, HRM, and organisational 

development (Dirani and Nafukho 2018). Nowadays, there is ample research on talent 

development, which has become fashionable in HRD literature (Ardichvili and Dirani 2017). 

Both HRM and TM in particular aspire to enhance workforce capabilities relevant to the key 

competencies, creativity, and innovative thinking that are essential for knowledge assimilation, 

exploitation, transformation, and acquisition, as well as employee development (e.g. Russia 

context). TM may be related to an organisation’s absorptive capacity, yet this association is still 

under researched (Dirani and Nafukho 2018). Garavan et al. (2012) pointed out that HRD, HR, 

and HRM (Donnelly and Dowling 2010), are key to a firm’s STM and TM. Dirani et al.’s (2018) 

research revealed that the implementation of TM in UAE businesses echoes its strategic 

orientation in the West. Emerging and predominant HR practices in the UAE seem to be 

strategically focused, particularly TM.  

2.8 Selected definition for the study  

The definition of TM used here comes partially from Collings and Mellahi (2009, 304):  

 

Talent management as activities and processes that involve the systematic 

identification of key positions which differentially contribute to the organization’s 

sustainable competitive advantage, the development of a talent pool of high potential 

and high performing incumbents to fill these roles, and the development of a 

differentiated human resource architecture to facilitate filling these positions with 

competent incumbents and to ensure their continued commitment to the organization. 
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Other definitions include Gallardo-Gallardo and Thunnissen’s (2016, 50): ‘Talent management 

is aimed at the systematic attraction, identification, development, engagement/retention and 

deployment of high potential and high performing employees, to fill in key positions which 

have significant influence on organisations’ sustainable competitive advantage,’ which is 

consistent with the CIPD Factsheet (2021, 52) ‘Talent management is the systematic attraction, 

identification, development, engagement, retention, and deployment of those individuals who 

are of particular value to an organisation. This may be through their high potential or because 

they fulfil critical roles.’ This study adopts Collings and Mellahi’s (2009) definition most 

extensively because it explicitly substantiates and constitutes the ‘exclusive’ band of TM, which 

is the most prevalent approach cited in the literature (Dries 2013; Gallardo-Gallardo et al. 2015; 

Boonbumroongsuk and Rungruang 2021). Their definition was borrowed in Dirani et al.’s 

(2018) research on TM and development in the UAE. According to Sparrow and Makram 

(2015), the conceptualisation of TM is context-specific and thus the aforementioned definition 

might best fit the UAE context and specifically the ADG, since it encompasses the properties 

specific to the Abu Dhabi public sector approach to TM. ADG develops executives for the next 

generation, owing to issues of staff turnover and a declining supply of managerial capabilities 

(Singh and Sharma 2015).  

 Armstrong (2009) and Iles et al.’s (2010) approaches to managing talent advocate the 

exclusive focus on future leaders, while the inclusive approach applies the holistic aspects of 

HR, identifying all employees as talent (Caplan 2011), and this is where Anlesinya and 

Amponsah-Tawiah (2020) argue about differentiating TM from HR. In turn, Armstrong (2006) 

and Iles et al.’s (2010) conceptualisation of TM may match the explicit initiatives of ADG. 

Furthermore, leadership development at ADG can best be perceived as a succession planning 

tool that targets certain characteristics and skills portfolio in talent who can, presently or 
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potentially, fill vital roles and sustain the flow of future leaders (CIPD 2016b; Tansley et al. 

2007). 

 Since TM is ‘often organisation-specific, and is highly influenced by the nature of the 

work’ (Iles 2013, 302) as cited in Sheehan et al.’s (2018) case study on the health and tourism 

service sector, the author has adopted Cui et al.’s (2017) STM approach, which maps TM 

activities and processes with plans related to personnel development, compensation, and 

performance management, as emerged from their case study on China SMEs service sector. TM 

is frequently claimed by authors to be a core competency in the HRM field (Morton et al. 2005). 

The context of this study represents the public service sector, which involves health, tourism, 

education, transport, etc., and the UAE, which is one of the world’s developing countries. For 

the purpose of this study, STM refers to attracting, developing, and managing the competences 

(knowledge, skills, experience abilities and attitudes) of actual and potential leaders/candidates, 

then, nurturing and deploying the inimitable talent panel, who are the incumbents of the 

pivotal/managerial and strategic positions in ADG. In high demand and low supply, this talent 

delivers the organisational corporate mission and sustains competitive survival. It does so via 

the alignment of TM processes with strategy to help achieve organisational goals. Later, and 

throughout this study, a customised TM strategy will be proposed for this particular service-

oriented industry. Notwithstanding, tying TM process and policies with strategy is deemed a 

global challenge for businesses (Groves 2011; Silzer and Dowell 2010).  

2.9 Importance of TM within the public sector 

Both private and public sector organisations in the Arab world have begun to focus on TM for 

its crucial function in achieving economic and strategic visions, as argued by Anzi et al. (2011). 

The need for STM evolved from the need for skilled employees who will contribute to 

efficiency, growth, sustainability, development, and excellence and act as a key source for the 

competitive knowledge advantage (AlMannai et al. 2017). Plenty of research argues the 
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inevitable positive impact of TM on sustaining an organisation’s competitive edge (Barney 

1991; Pfeffer 1994; Wright et al. 1994; Hatch and Dyer 2004; Ashton and Morton 2005; Towers 

Perrin 2005; Farndale and Paauwe 2007; Lockwood 2007; Ringo et al. 2008; Lawler 2009; 

Berger and Berge 2011; Coff and Kryscynski 2011; Ziad Azzam 2014; Rabbi et al. 2015; 

Manga 2021). A handful of authors also agree that the need for an organisation to design and 

implement a tailored TM strategy emerges from its various internal and extraneous pressures 

(Abdul Nasir et al. 2012; Maaytah et al. 2013; Rabbi et al. 2015). Benest’s (2008) research on 

local govermental entities revealed that talents are of crucial benefit to city councils in the US, 

with governing board members disclosing that talent is key to achieving their policy agenda. 

Talent is also considered an investment with potential valuable returns to the organisation (Ziad 

Azzam 2014). AlMannai et al.’s (2017) quantitative study of the Kingdom of Bahrain’s Post 

Department, which is affiliated to the Ministry of Transportation and Communications, 

investigated executives and junior staff to explore the impact of TM strategies (attraction, 

development, preservation, and career progression) on enhancing competitive advantage, and 

ranked the effect of each individual strategy according to its effectivess on the dependent 

variable (i.e. competitive advantage). The study revealed that development strategy has the 

strongest positive relationship, followed by attraction, then retention. Career progression was 

the least influential factor. The above result is supported by Hamidi et al.’s (2011) research on 

Emirates Police College, Ras Al Khaimah, UAE. 

2.10 Object/subject approach of talent 

Gallardo-Gallardo et al. (2013) contribute to the definition of talent by suggesting two 

approaches to talent identification that organisations are most likely to adopt. The first is when 

talent is attributed to people (subject), and the other is when talent refers to a set of traits 

(object). The latter approach, where ‘talent is exceptional characteristics demonstrated by 

individual employees’ (Gallardo-Gallardo et al. 2013, 293), was more commonly 
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conceptualised in publications; however, the subject approach seems to dominate firms that 

target building their talent pool (Dries and Pepermans 2008). Further classification within 

‘object talent’ categorised talent based on their possession of abilities (Hinrichs 1966; Gagné 

2000; Williams 2000; Michaels et al. 2001; Tansley et al. 2006; Silzer and Dowel 2010); 

capability (Stahl et al. 2007); commitment (Ulrich, 2007); competency (Williams 2000; Ulrich 

2007; González-Cruz et al. 2009; Silzer and Dowell 2010; Bethke-Langenegger 2012), 

contribution (Ulrich 2007); experience (Cheese et al. 2008), knowledge (Michaels et al. 2001; 

Tansley et al. 2006; Cheese et al. 2008; Bethke-Langenegger 2012); performance (Stahl et al. 

2007; Tansley et al. 2007); potential (Tansley et al. 2006, 2007; Williams 2000); or behaviour 

(Buckingham and Vosburgh 2001; Michaels et al. 2001; Cheese et al. 2008); Skills (Hinrichs 

1966; Gagné 2000; Tansley et al 2006; Cheese et al. 2008; Silzer and Dowell 2010). In contrast, 

subject approach (talent as people) falls into only two classifications, inclusive and exclusive 

approaches, (Iles et al. 2010) which will be explained in the sub-section below:  

 

2.11  Exclusive/inclusive talent management 

Inclusive and exclusive views of TM co-exist (Gallardo-Gallardo et al. 2020); TM is generally 

about dividing talent into various groups (such as future GMs, high potentials, global players,) 

to be managed diversely and provided with development opportunities, which can be scarce. 

Historically, organisational development focuses on open and fair developmental paths for 

employees; exclusive TM completely changes the broader social approach (Church 2013). TM 

is approached differently according to the way organisations conceptualise talent and its nature 

(Dries 2013; Meyers et al. 2013). Tension exists between views of talent as innate or acquired 

and whether it should be approached through the lens of ability or motivation, which has 

implications for how firms focus on the different aspects of TM (Meyers et al. 2013). Thus, 

talent identification may be an input of ambition, career orientation, and effort or an output of 
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achievements, performance, and results; it may be more broadly determined according to the 

size and business nature of an organisation, as well as the overall organisational culture, all of 

which play a vital role in TM practices (McDonnell 2011; Festing et al. 2013). Bolander et al.’s 

(2014) qualitative study in Swedish organisations unveiled three management approaches to 

TM initiatives (elaborated in the following table): the Humanistic, the Competitive, and the 

Entrepreneurial. The humanistic approach does not recognise specific talent, but all employees 

are equally subject to developmental avenues; this approach is predominantly represented fields 

with humble educational levels (e.g. tourism and retail) in both public and private organisations. 

Yet some companies applying the humanistic approach also had leadership development 

programmes with high criteria for enrolment and participation. The competitive typology was 

more prevalent among globalised and large institutions within intensive knowledge economies, 

with a high level of educated staff. In such organisations, TM is strategically focused, aiming 

to globally invest in human assets and appeal across a range of potential talents. Thus, 

organisations adopting the competitive view may recognise TM a means to attract and retain 

top performers. The third view of TM, introduced in section 2.5, is the entrepreneurial view, 

which ascribes no recognition to talent identification, but where talent identify and sell 

themselves by asking for challenges and projects based on their ambition. In this view it is the 

duty of the organisation to facilitate employee competence development as a human right. 

However, unlike the first and second underlying view of talent, this approach lacks career 

progression for employees (Bolander et al. 2014). A perspective on talent may be either context-

dependent or transferable, but a handful of academics argue that this perspective is inevitably 

specific to its distinct context (Groysberg et al. 2004; Groysberg et al. 2008). A talent-inclusive 

approach is dominant in German settings (Festing et al. 2013) while exclusive TM is mainly 

practiced within Sweden organisations (Bolander et al. 2014), which are characterised by 

egalitarian and collectivistic values (Holmberg and Åkerblom 2012) that could be seen as 
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contrary to other underlying TM characteristics such as the highly elitist and individualistic 

ones (Michaels et al. 2001). 

Fundamental 
TM 

dimension 
Humanistic approach Competitive approach Entrepreneurial approach 

V
ie

w
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n 
ta

le
nt

 

• Inclusive definition  

• Possible to acquire 

• Focus on ability and 

motivation  

• Context dependent 

• Exclusive definition  

• Innate  

• Focus on ability  

• Transferable 

• Inclusive definition  

• Possible to acquire 

• Focus on motivation  

• Context dependent 

Id
en

tif
yi

ng
 ta

le
nt

 

• Regular talent reviews 

performed at all 

hierarchical levels  

• Informal assessment: 

make sure everyone’s 

efforts and 

performance are seen  

• Embrace subjectivity 

• Regular talent 

reviews performed 

on higher levels 

• Formal assessment: 

put systems and 

structures for 

measurement in 

place  

• Strive for objective 

process 

• No regular talent 

reviews  

• Informal assessment: 

talent identified on the 

basis of successful 

performance  

• Embrace subjectivity 

D
ev

el
op

in
g 

ta
le

nt
 

• Grow own talent  

• Focus on continuous 

development and 

programmes open to 

all  

• No shortcuts, few 

privileges for ‘talent’ 

• External recruitment 

of talent  

• Focus on exclusive 

programmes to 

which talents are 

nominated  

• Keep talents 

interested 

• Grow own talent  

• Focus on development 

through new 

assignments  

• ‘Sink or swim’ 



 

58 

Fundamental 
TM 

dimension 
Humanistic approach Competitive approach Entrepreneurial approach 

Su
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t  
 

• Starting point always 

‘on the floor’  

• Horizontal as much as 

vertical moves  

• Emphasis on 

development within 

roles 

• Clear career paths 

tailored for talents  

• Focus on vertical 

promotion 

• Ad hoc careers 

depending on supply of 

projects and positions 

O
rg

an
isa

tio
n 

of
 T

M
 

• Centralised TM 

through mindset 

around talent  

• Process not built after 

generic model 

• Centralised TM 

through talent 

activities and 

processes  

• Strong connection to 

strategic goals  

• Inspired by generic 

TM models 

• Decentralised TM 

Table 2.1. The three approaches to TM summarised. Adopted from Bolander et al. (2014, 23). 

 

 The inclusive TM approach, analogous to good employer branding, is interrelated to 

equality principles and is a dominant feature in diverse public sector contexts (Boselie and 

Thunnissen 2017). Simultaneously, studies on public sector TM, such as Groves’s (2011) and 

Heilmann’s (2010) draw attention to the challenges of poaching and nurturing a certain segment 

of the workforce – the exclusive focus on talent – that is also common in public sector settings. 

Notwithstanding, Gallardo-Gallardo et al. (2020) state that both the inclusive and exclusive 

approaches to TM are implemented by public sector organisations.  

 The inclusive approach to TM has disadvantages, such as costliness (Lacey and Groves 

2014). Moreover, some workforces may not be willing to enrol in a TM programme if they 

have prioritised other initiatives. It is, therefore, perhaps wise to maintain fairness in analysing 
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different approaches and focus on TM of strategic roles rather than talented employees. 

Furthermore, the percentage of staff involved in an exclusive talent scheme may range from 5% 

to 20% or may need further clarification, according to Wiblen (2016).  

2.12 Talent management strategies and their impact 

Talent management is associated with various tangible and intangible advantages to the 

organisation and its staff. The primary goal of TM is to build a productive, viable and high-

performance firm that achieves its strategic mission and operational objectives (Campbell and 

Smith 2014). The discussion below sheds light on the role of TM in attracting and retaining 

talents, as well as supporting a business’s corporate strategy: 

2.12.1 Attract and retain talent  

In a customer-facing sector such as the public service sector in the UAE and its ADG-affiliated 

departments, the formation, development, and implementation of TM initiatives is essential to 

attract and nurture the finest leadership talent (Sheehan et al. 2018). Talent attractiveness is ‘the 

benefits that a potential employee expects to gain from working in a specific organization’ 

(Berthon et al. 2005). As also revealed by Hughes and Rog (2008), who advocate the benefits 

of implementing effective TM and its impact on acquiring and retaining talent, in order to 

leverage talent investment, developing talent and retaining them longer within the organisation 

is more cost-effective than recruiting new talents with the potential leadership attributes (Caplan 

2011). Thus, for Berger and Berger (2011) TM is immensely important to an organisation’s 

success. Clearly, identification of internal talented candidates can be performed internally, and 

assists their future career development through internal transfers within the organisation or via 

promotion processes (Isa et al. 2018). According to Morton (2005, 11), ‘Talent management is 

integral to engaging employees in the organization.’ Additional benefits such as talent 

engagement are implicit when adopting TM efficiently (Hughes and Rog 2008).  
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Ntonga (2007) argues that conserving human capital leads to effective and consistent employee 

performance; Rothwell (2010) states that it is important to have and develop a skilled workforce 

in order to sustain the organisation’s strategic position and to accomplish strategic business 

targets. Likewise, numerous authors suggest that TM is the main driver in improving corporate 

performance (see Axelrod et al. (2002), Lewis and Heckman (2006), Hughes and Rog (2008), 

McDonnell (2011) and others). Implementing TM and retention strategies means gaining a 

business competitive edge, as revealed by Chikumbi’s qualitative research in Van Zyl et al. 

(2017), which examined TM and staff retention in the Bank of Zambia in 2011. This was with 

the aim of developing a TM framework appropriate for the private sector in the South Africa 

region, where organisations are ready for the implementation stage of TM. In addition, the goal 

was to lift productivity, increase motivation and innovation, and lead to greater contributions 

from staff to their employers (Van Zyl et al. 2017), improve loyalty, and strengthen the 

psychological contract, thereby mitigating employee turnover (Prinsloo 2012). Moreover, 

according to Morton (2005 11), ‘Talent management is integral to engaging employees in the 

organization,’ as a handful of studies revealed the impact of TM in enhancing employee 

engagement (Hughes and Rog 2008; Effron and Ort 2010; Van Zyl et al. 2017). 

Ashton and Morton (2005, 28) contend that TM can facilitate the organisational 

integration of information technology as a core competence, by including its processes in 

overall strategic texture and aligning its initiatives with organisational goals. In other words, 

TM can be ‘of strategic importance’ and ‘its talent significantly improves strategic execution 

and operational excellence’ (Ashton and Morton 2005, 28). Furthermore, Odierno (2015, 3) 

argues that ‘talent management offers real and tangible benefits of reducing recruitment costs, 

effective knowledge transfer, realisation of business strategy, delivery of cutting-edge services 

and products and the creation of a competitive advantage, in spite of the many challenges that 

organisations face in order to be sustainable.’  
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2.12.2 Support business corporate strategy 

Egerova (2014) emphasises that the core function of TM is to provide support to the 

organisation and its corporate strategy, and stresses therefore that it does not merely tackle 

issues of attracting, developing, supporting, and nurturing talents (Cappeli 2008; Silzer and 

Dowell 2010); rather, TM is a tool to fulfil the business’s strategic goals. This concept embraces 

the ‘unitarist approach’, which considers the organisation as one object affected by the various 

contextual factors that work together to achieve predefined objectives. However, as in Egerova 

(2014) the bulk of research puts greater emphasis on employment practice than debating 

employment relationships among talent; thereby focusing on talent and the way they work in 

order to nurture them and sustain their flow within the organisation (Gallardo-Gallardo et al. 

2013; Tansley et al. 2013; Thunnissen et al. 2013).  

The preceding section has revealed diverse TM-related studies and their 

implementation. Prior to a deep discussion of the pertinent literature on talent intentions to stay, 

numerous TM models, strategies, and theories of TM success will be duly realised in the 

following section, which has inspired the researcher in developing the research conceptual 

framework. 

2.13 Talent management models  

Ashton and Morton’s (2005, 30) proposed TM model is based on these words: ethos, focus, 

positioning, structure, and system. ‘Ethos’ involves the characteristics of ‘talent mindset’ 

demonstrated in values and behaviour. ‘Focus’ means to pay full attention to pivotal positions, 

thus assuring that the right people fit and fulfil the requirements of these positions. ‘Positioning’ 

originates with management rather than HR and cascades through the lower levels of the 

organisation. ‘Structure’ is to set and assign responsibilities to workers in the form of processes, 

tools, and techniques to facilitate and ensure task accomplishment. ‘System’ is to build up a 

long-term comprehensive scheme for ‘change’ initiatives. 
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 The CIPD Change Agenda (2006) indicates the major practices implied in TM. The 

main proposed facets of TM strategies are talent acquisition, development, performance 

management, deployment, and conservation. Likewise, Collings and Mellahi’s (2009) model – 

based on their proposed definition stated above – emphasises identifying key positions as the 

cornerstone in their theoretical development of an STM system, rather than just identifying who 

is talented. Their developed model (see Figure 2.2) also attempts to fill the gap of Ashton and 

Morton’s (2005) model, which was criticised for its lack of focus on HR practices such as 

recruitment, succession planning, and leadership development. Collings and Mellahi (2009) 

claim that their suggested model bridges the gap in talent definition, and it is widely cited in 

the literature for its precise definition and clear conceptual framework for STM. The model 

shown below was also inspired by Boudreau and Ramstad (2007), to emphasise positioning TM 

as a new science of HRM, thus differentiating it from traditional HR strategies. Hence, the 

model draws wide attention to ‘pivotal positions’ and strategy sense, to focus on those high 

performers and those who contribute to the firm’s competitive advantage, in order to achieve 

optimum outcomes (Becker and Huselid 2006). The term ‘pivotal’ is supported by Boudreau 

and Ramstad’s (2007, 43) ‘call for talent segmentation and a focus on the pivotal talent pools,’ 

rather than the whole talent pool, because they pointed out that only 20% of the talent pool 

would have maximum impact on intended outputs and the firm’s success, in terms of their 

discrete or differentiated performance. Therefore, investing in a particular segment of ‘pivotal 

talent’ is deemed more efficient. The above aligns with the strategic orientation, which stresses 

an investment in strategic roles over non-strategic positions (Becker and Gerhart 1996). 

Nonetheless, it contradicts the common trends, in which firms invest more in non-strategic 

roles, as claimed by Boudreau and Ramstad (2007) and Huselid and Becker (2005). 

 Contrasting with Boudreau and Ramstad’s (2007) recommendation for identifying the 

pivotal talent pool/positions, Collings and Mellahi’s (2009) definition is consistent with 
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Smilansky (2006), and Stahl et al. (2007), aiming at developing high potential and high 

performers – ‘the talent pool’ – to occupy ‘pivotal positions.’ Here, talent pool development 

informs STM. Notwithstanding, a ‘talent pool strategy’ was found to be extensively adopted by 

the best performing organisations globally to manage their competent talent, with an emphasis 

on sourcing candidates with the best competencies, then allocating them to suitable roles (Stahl 

et al. 2007). This notion is supported by Cappelli (2008a, 77) who points to insights from supply 

chain management: ‘managing the flow of goods and services,’ in which goods go through 

various channels from being raw materials to processing, until they are ultimately consumed by 

customers. Analogously, Cappelli (2008a) argues that nurturing talents through all stages is 

very important, beginning with identifying the pivotal talent pool ( raw material), then pivotal 

talent positions, developing them (processing), and stressing the assignment of appropriate roles 

to ensure job enrichment, which is anticipated to result in cascading talent across the 

organisation; they are unlikely to stay in the organisation if they are locked into menial or 

marginal jobs. Moreover, research has revealed that assigning complex roles has positive 

impacts on employee motivation, satisfaction, and productivity (Hackman et al. 1975). 

 Collings and Mellahi (2009) also stressed sourcing talent from the organisation 

internally and externally, which creates career mobility and assists in developing appropriate 

candidates to fill other roles, as evidenced by organisations that recruited their executives from 

the external labour market to confront certain business challenges. Therefore, organisations are 

recommended to develop their internal talent, while continuing to recruit from outside, in order 

to secure the inflow of broader talent capabilities based on the actual demand at a particular 

time. This avoids oversupply, which may later result in redundancies. Thus, the development 

of a bundle of competencies tends to respond appropriately to multiple business needs/roles 

(Cappelli 2008a).  
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 With the development of a differentiated human resource architecture that emphasises 

the link between strategic HRM and sustaining an organisational competitive advantage, 

SHRM is strategy-oriented. Thus, its practices are tailored for the success of the organisation 

in terms of effectiveness and performance. From the literature, Collings and Mellahi (2009, 

308) identified two approaches in the field of strategic HRM, which are critical to improving a 

firm’s profitability. The first stems from Pfeffer’s (1994; 1998) contribution, which suggested 

a set of practices that can be adopted universally irrespective of context. The second is Wood’s 

(1999) approach, also termed the ‘contingent school’, which urges mapping human resources 

strategies with the organisational corporate strategy and the external context (Boxall et al. 

2008). A key theme emerges from those two approaches, which is that what “is relatively 

consistent across the studies is their tendency to assume that all employees within an 

organisation were managed with a single configuration of HR practices” (Collings and Mellahi 

2009, 309). Moreover, Tsui et al. (1997) were the first academics to point to a distinction 

between the numerous HR systems that yield distinct impact on organisational effectiveness.  

 In this context, Lepak and Snell’s (2002) empirical research pointed out the relationship 

between human capital, their employment nodes, and the configured HR systems that support 

that particular segment of employees who may yield excellent results to the firm. They 

suggested four types of human capital employment, based on the ‘value and uniqueness’ notion. 

The first consists of certain employees with intimate knowledge-based capabilities, who are 

categorised ‘core employees’ and possess the potential to fulfil the organisational strategic 

objectives; this segment of human capital assists the firm in developing its internal 

competencies and yields longer employee commitment. The second node is job-based 

employment for those employees who are hired to act in predetermined roles and are mainly 

sourced from within the firm; they are valuable to organisational success and therefore 

constitute a strategic value to the firm with skills that can be deployed internally; meanwhile, 
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they are deemed to possess narrow uniqueness. The third is contract employment, also termed 

‘outsourcing,’ for workers who are not classified ‘strategically important or unique.’ The fourth 

is partnership/ alliances employment, for workers who are recognised as ‘relatively unique’ but 

do not have enough strategic significance to be recruited internally (Lepak and Snell 2002). 

Likewise, Lepak et al. (2007) reveal the tendency to apply sophisticated HR systems within 

service organisations, which invest more to manage their core human capital than their support 

workers.  

 Hence, Collings and Mellahi’s (2009) theoretical development of TM emphasises talent 

pool and pivotal positions, along with the differentiated HR architecture, to predict high 

performance standards as the ultimate intended organisational outcome, in which motivation, 

commitment, and extra-role behaviour are the mediated factors. Although this framework is 

underpinned by an ample body of literature advocating its applicability as an effective TM 

strategy; there was a relatively extensive focus on certain limited factors to retain talent. It 

should be noted that other factors to realise retention can be extended to incorporate, but are 

not limited to, employee empowerment, incentives, the prevailing leadership style across the 

organisation, and issues associated with the organisational environment/organisational culture. 

Moreover, the proposed model integrates universal HR configuration systems to fit all contexts 

regardless of other critical factors connected with the nature of the business, e.g. service sector 

compared with industry. Furthermore, since the proposed model is theoretical and was not 

tested to measure its impacts in practice, its effectiveness in exploiting the optimum potential 

of talent for positive performance outcome has not been gauged (Thunnissen et al. 2013). 

Therefore, without empirical evidence, it may be risky or inappropriate to apply this framework 

in a sophisticated setting like the UAE, bearing in mind cultural and economic variances. 

Furthermore, the differentiated HR systems were mentioned (training and development, 

appraising talent, etc.) but not thoroughly illustrated. Besides, in the absence of an explicitly 
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adopted approach, Collings and Mellahi’s (2009) model for an effective STM system appears 

to inform the adoption of the inclusive approach of TM implementation, so as to comprise all 

human capital classifications such as leadership/executives or junior employees. 

Notwithstanding their definition of STM, their research asserts the inclusion of the key pivotal 

positions, which in turn may yield the adoption of the exclusive TM approach. As contended 

by the authors, behaviour was the key mediating factor in their model, which indeed constitutes 

talent’s performance. Yet, behaviour is also influenced by internal and external considerations, 

such as employee empowerment, management style, and its employed instruments, as stated 

earlier and widely cited. An emphasis on developing talent has been cited without declaring the 

best facets in the literature and practice.  
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Figure 2.2. Talent Management Model. Adopted from Collings and Mellahi (2009). 
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2.14  Talent management strategies 

With a lack of empirical studies with practical implications, the short supply of concrete 

evidence, and insufficient guidance through the theoretical underpinning, there is no 

standardised model or holistic framework to guide practitioners and businesses in developing 

an adequate TM strategy for attraction and retention (Temkin 2008; Van Zyl et al. 2017). In the 

current global economy in particular, employers struggle to combat talent departure and manage 

their top potentials from workers and leaders, and to have appropriate TM strategies in place 

for times when talent is scarce (Temkin 2008) (see table 2.3).  

 There is a growing body of literature emphasising the importance of promoting 

corporate strategy alongside TM practices. The CIPD (2006) portrays the merits and best 

practice of TM whose core function a strategy to promote and hand-over corporate and HRM 

strategies. Alike, in Van Zyl et al.’s (2017) study on the South African private sector, the authors 

argue that designing a TM strategy should address initiatives of the corporate and human 

resources strategies, in which STM maps the TM function with the human resources 

management role. Such a process will be shaped by and cascade from the formal processes of 

the firm’s corporate strategy. Hughes and Rog (2008) and Van Zyl et al. (2017) emphasise 

leadership and management sponsorship and commitment to exhaust potential TM initiatives, 

while Van Zyl et al. (2017) claim that if TM is not given priority by senior management then 

TM will look like a normal HR activity. However, ADG handed over TM entirely to HR, which 

may work closely with managers to set TM-related initiatives. The CIPD (2016a) suggests that 

successful TM is achieved via strategic integration of a cohesive talent pipeline with approaches 

to attract, identify, develop, engage, reward, and retain talents. Sheehan et al. (2018) contend 

that this is the route to sustain the organisational competitiveness for the hotel and tourism 

sector. Therefore, TM strategy ought to be considered and should reflect the customised context 

requirements, in this case the service sector of ADG, with its sophisticated culture and complex 
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organisational structure. Prior to discussing the literature relevant to talent retention, it is vital 

to understand some key literature about the subject under study in the following sub-sections 

(Table 1 in Appendix 1). 

2.14.1 TM strategy focus  

Bethke-Langenegger et al. (2011, 528) differentiate TM strategy, in the quest to support 

organisational performance and success, into four aspects based on the ultimate goal. First, to 

explicitly collaborate with the organisational corporate strategy. Huselid (1995), Joyce et al. 

(2007), and Tansley et al. (2007) provide support for a definitive link between successful TM, 

financial profit, better organisational outcomes (customer satisfaction), and enhanced human 

resources results. When TM is embedded into a business’s corporate strategy to successfully 

expand business activities, a talent mindset can be implemented and flow across the 

organisation (Cohn et al. 2005). This entails attaining talent commitment and higher motivation, 

and leads to talent appreciation and satisfaction (Gandossy and Kao 2004). Statistically, Bethke-

Langenegger et al. (2011) found that TM that focused on corporate strategy gained the highest 

advantage and impact on corporate profit; they suggest this result is due to lower coordination 

costs, and is advantage of the collaboration and matching between HR practices with a specific 

strategic orientation; the result being, as Boxall and Purcell (2011) argue, harmony between the 

corporate strategy and TM. 

 The second focus of TM is to enable succession planning. In this regard, TM is a 

succession planning tool that facilitates the search for talent by providing the right competencies 

at the right time, either from internal candidates or external sucessors (Bethke-Langenegger et 

al. 2011), as to Cappelli (2008) and Hills (2009). Sebald et al.’s (2005) and Steinweg’s (2009) 

studies support the view that using TM to strengthen the function of proactive and seamless 

succession planning cuts replacement costs and consequently leverages corporate profit. Talent 

knowledge and skills can be preserved, then transferred to successors. Benefits also include 
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reinforcing work quality (Conway 2007) and promoting customer satisfaction based on the 

improved quality of work, according to Evans and JackH (2003). However, Bethke-

Langenegger et al.’s (2011) study rejected this proposition, arguing that there was no significant 

positive impact on the customer relationship. Still, offering talent available paths for future 

development will build their trust in their leaders (Mayer et al. 1995). As to Vroom’s (1964) 

expectancy theory, when an employer fulfils promises this enhances talent motivation, 

satisfaction, and performance; this is provided that talent gains the promised ‘valences’ for the 

distinct contribution they believe themselves capable of delivering (‘expectancy’). The promise 

itself is ‘instrumentality.’ Yet Bethke-Langenegger et al.’s (2011) investigation revealed that 

this strategic orientation had the weakest influence on the workforce, in terms of performance, 

commitment, and trust in leaders. 

 Third, TM is adopted to attract and retain talent. Aiming to attract new skilled talents 

and to fill pivotal positions with unique candidates, TM practices emphasise valuing special 

performers by setting the appropriate incentives to retain them (Ringo et al. 2008; Brundage 

and Koziel 2010). Maslow (1954) adds that studying and considering rewarding talent, plus 

providing meaningful jobs, will result in motivating them and consequently improving their 

satisfaction level. According to Beechler and Woodward (2009) and DeConinck and Johnson 

(2009), when talents receive what they deserve in appreciation and recognition, their higher 

commitment and satisfaction (Herzberg et al. 2008) will ensue. This strategy will also lead to 

leveraging the quality of work, according to Kolb (1984), provided that employees gain skills 

by experience; thus firm-specific-skills and qualification levels will be sustained and raised 

when talents stay longer at the organisation. Furthermore, given that customer satisfaction is 

underlined by quality of work (Evans and Jack 2003) and commitment (Reichheld 1993), this 

strategy would cause higher customer satisfaction. Finally, since customer satisfaction and 

employee commitment are profit chain determinants, this strategy will yield enhanced business 
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and corporate profit (Reichheld 1993). However, Bethke-Langenegger et al.’s (2011) study 

rejected this proposition and argued that there were no significant positive effects on corporate 

profit; yet others argue that this strategy has its greatest impact on human resources outcomes 

such as satisfaction, motivation, commitment, and performance.  

 The fourth forcus of TM strategy, however, is using TM to develop talent. TM involves 

investing in human capital by the identification of training and development needs, then 

building career development and progression paths for talented staff. In this context, talent are 

keen to develop organisation-specific skills (Ready and Conger 2007; Ringo et al. 2008). Based 

on the agency theory (Pratt et al. 1991), TM can direct talents’ behaviour towards business 

needs, because as the employer fulfils talent needs with financial incentives, so talent (who are 

the agents) are more likely to obey the employer’s (principal’s) direction. Accordingly, this 

strategy would contribute to talent accomplishing the work at a higher quality and improving 

organisational intellectual capital, which eventually ensures the enhanced value of the 

organisation (Scholz et al. 2006). Moreover, given that this strategy would lead to more skilled 

talent who tend to be more productive, then higher company profits are likely to result (Axelrod 

et al. 2001; Lawler 2009). Previous studies have demonstrated that extrinsic compensation such 

as career progression and development paths are vital elements for talent motivation (Gandossy 

and Kao 2004; McGrath 2008), job satisfaction (Ellickson and Logsdon 2001), and commitment 

(Bartlett 2001), rather than monetary reward (Bulter and Waldroop 2000; Gandossy and Kao 

2004; Ready et al. 2008; Sidani and Al Ariss 2014), as talents are driven by developmental 

offers (Ready and Conger 2007; Lawler 2008). In addition, high engagement assists in 

achieving business financial and operational goals, as suggested by Effron and Ort (2010), who 

state that most HR professionals believe that it leads to increased profit and improved business 

objectives. According to Bethke-Langenegger et al. (2011), this focus of TM was statistically 

revealed to be the most effective strategy in attracting talents as a preferred employer brand. 
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Moreover, the research of Van Zyl et al. (2017) provides a conceptual overview of the best 

practices to incorporate the key aspects of an effective TM strategy. Such aspects include 

recognising talent requirements and creating an appropriate workplace climate in order to 

become the best company for them to work for, as emphasised by Li and Bryan (2010). TM 

intitiatives have a great impact on boosting talent engagement, as claimed by Tucker and 

Williams (2011) and Caplan (2011), who explained that TM and employee engagement 

initiatives are focused on developing talent and investing in their potential.  

 The findings in the above section are from Bethke-Langenegger et al.’s (2011) research, 

which reveals how TM can be utilised according to business focus, following four facets, along 

with the anticipated financial, organisatonal, and human resources outcomes. Research has 

revealed that strategically aligning TM initiatives with the above core areas has positive effects 

on the firm’s business imperatives. This research argues the benefits of integrating TM with 

business core function, thus yielding dramatic benefits at the financial, organisational, and 

human resources levels. The limitations of Bethke-Langenegger et al.’s (2011) study were 

connected to its design, which employed non-random sampling; in addition to the small sample 

size; therefore, the generalisability of findings is relatively restricted. Moreover, participation 

in the survey was limited to senior staff from HR, excluding the workforce level while including 

personnel managers, section heads from the HR department, supervisors, and executives. 

Moreover, according to this study, differentiating TM strategies does not necessarily point to 

various practices; rather it may indicate a different focus over other core areas of the business.  

2.14.2 TM programme for the SME service sector  

In 2004, the National Tourism Development Authority put forward the Optimus programme, 

which is deemed an excellent TM example for the governmental sector in terms of achieving 

high productivity, raising competitiveness, and increasing customer satisfaction and loyalty, 

while also mitigating employee turnover, saving costs, and increasing profitability (Sheehan et 
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al. 2018). The Optimus programme promotes the growth of business capabilities and the 

continuous pursuit of excellence in the various business dimensions. The programme 

encompasses three levels of particular focus, derived from the Organisation for Economic Co-

operation and Development, which are as follows: Level one – service excellence, which forms 

the customer focus dimension that is foundational to this approach. Its function is to support 

and empower management teams in establishing appropriate service level standards (i.e. to set, 

implement, monitor, and measure service standards). Level two is the establishment of best 

practice (which forms operational focus). Therefore, this programme nurtures business 

operations for improvement purposes, where processes are updated to identify, compare, and 

simulate the existing operational processes according to the best industry practice. Thus, it 

focuses on management issues of the business to identify and apply business approaches, 

formulas, and standards that underlie the success of leading organisations witness. Level three, 

however, is business excellence (which forms the business focus) (OECD 2012a; 2012b). That 

is, besides constantly pursuing continual improvement and superior performance, businesses 

are urged to take a proactive approach towards changing market, economic, and social 

circumstances. Hence, although the Optimus programme was not explicitly directed to serve 

TM per se, it is obvious that those three levels of focus can be adapted to support the exhaustive 

activities of TM throughout the vertical and horizontal map, across organisations, particularly 

and critically those SMEs (OECD 2012a; 2012b). Yet, the effectiveness of these programmes 

was not tested among the public sector to assess their success.  

 This section has elucidated the critical dimensions related to TM issues. The next 

discussion aims at exposing the pertinent factors to talent attraction and retention, such as 

employer branding, talent engagement, and other aspects. 
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2.14.3 Employer branding as an attraction and retention tool  

Staffing prospective applicants from talent has been an increasing concern, especially in service 

contexts, owing to the need for competent workforce reservoirs, which is reflect the robustness 

of and organisation’s recruitment strategy compared to its rivals (Ewing et al. 2002; Keefe 

2007). Unlike traditional/short-term recruitment strategies, employer branding is used by 

employers as a long-term strategy to sustain a steady stream of the necessary competencies and 

skills, particularly in service and knowledge-based economies (Ambler and Barrow 1996). 

Employer branding in personnel staffing employs some fundamentals from marketing (Maurer 

et al. 1992); it embodies attributes related to the firm such as its organisational culture, 

leadership style, staff qualities, staffing image, customers’ perspectives towards products , and 

quality of the service provided (Sullivan 2002). These features privilege the idea of an 

organisation as caring to its personnel, enabling its employees to apply their potential, 

supporting their career progression, following a credible and fair approach to compensation and 

reward, being flexible and ethical in granting its employees autonomy, and last, but not least, 

to provide its best talent with global exposure (Srivastava and Bhatnagar 2010). To McClelland 

(1975), employee empowerment is a policy of encouraging employees to perform their work 

through providing resources and sharing organisational power, as manifested by delegating 

formal authority to subordinates. To Colzon (1987), such a strategy would free employees from 

the strict control of orders, policies, and instruction and grant them the freedom to act with their 

own responsibility, and to generate creative ideas, actions, and decisions. As indicated in Singh 

and Sharma (2015), promoting psychological empowerment implies that supervisors provide 

staff with support and autonomy and most importantly, consider their contributions; the result 

is an increased sense of employee self-determination, control, and impact (Keller and 

Dansereau 1995; Pan et al. 2012). 
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 Talent acquisition is particularly significant to hospitality and tourism owing to the high 

service expectations of clients in those sectors (Powell and Wood 1999). Numerous hospitality 

firms proactively address the challenge. For example, in Canada, organisations such as Hewitt 

Associates (2004) undertake an annual assessment to identify and evaluate the top fifty talents. 

The process is a robust assessment that encompasses the inclusion of surveys and focus groups 

and involves different levels across each organisation. This process has been adopted by an 

increasing number of such organisations, which could mitigate the high level of turnover that 

has become expected in this industry, and thus lead to strengthening hospitality organisations’ 

endeavours to be ranked as the employer of brand.  

 Other factors thought to be influencing talent attraction and retention were explored in 

several studies. These factors were similar to a great extent, as discovered by Hughes and Rog 

(2008). Deloitte’s (2005) study pointed out distinct strategies that are significantly related to 

TM and may mitigate the adverse consequences of voluntary turnover, including talent learning 

and development, (Highhouse et al. 1999; Fulmer et al. 2003; Eisen et al. 2005; Lievens et al. 

2005), which were highlighted in Deloitte’s survey and rated as the most critical strategy at 

78%, followed by communications within the organisation at 73%, then cultural improvements 

at 66%, and mentoring and coaching as the least significant at 65% Deloitte (2005). Deloitte’s 

findings support those of the Government of Alberta, Human Resources and Employment 

(2003, 8) as Canadian employees emphasised the importance of ‘being treated with respect, 

doing interesting work, a feeling of accomplishment and good communication among co-

workers.’ These solutions also more or less accord with those of Towers Perrin’s (2005, 17) 

international study, which consisted of 86,000 full-time employees and suggested the leading 

drivers of recruitment for Canadian workers. Top drivers included competitive 

benefits/salaries/retirements, performance-based salary increments, provision of learning and 

development paths, the calibre of employees, work-life balance, the reputation of the employer 
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as the ‘employer of brand.’ The following section provides a reflection on the critical role of 

talent engagement in forming an effective TM.  

2.14.4 Employee/talent engagement  

Maintaining talent engagement is one of the merits of implementing an Effective Talent 

Management Strategy. Employee engagement has been widely debated but ‘lacks a precise 

definition’ (Hughes and Rog 2008, 749). To Gibbons (2006, 5) ‘employee engagement is a 

heightened emotional and intellectual connection that an employee has for his/her job, 

organization, manager, or co-workers that in turn influences him/her to apply additional 

discretionary effort to his/her work.’ Another available definition, proposed by Hewitt 

Associates (2004, 12) based on their study, suggests that engagement can be described as the 

power and passion employees possess, and their actions directed for the success of their 

organisations. They ‘stay, say, and strive-stay with and are committed to the organization, say 

positive things about their workplace, and strive to go above and beyond to deliver 

extraordinary work.’ When engaged employees talk positively about their organisations, this 

can engender and maintain an organisation’s employer brand. Moreover, employees exert 

distinct efforts that could potentially have profound a positive impact on other aspects, e.g. 

customer satisfaction, quality of service, sales, and productivity and profitability.  

 In the same vein, Gibbons (2006) summarised the top factors that contributed to 

employee engagement from 12 major studies, which were identified as management-related 

issues such as trustworthiness and integration; the extent to which an employer’s leadership is 

felt to be caring as a result of listening and reacting to its workers’ issues and opinions, and how 

far the leader ‘walks the talk’; the level of employee autonomy and participation/involvement 

in decisions, as well as the nature of the job; the link between individual and organisational 

performance; the employees’ role in grasping predefined performance goals and how to achieve 

the organisational objectives; clear accessible career paths and career progression opportunities; 
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pride in the organisation and its influence on employee self-esteem about their jobs; teams’ and 

co-workers’ attitudes and perceptions pertaining to their jobs and the organisation; training and 

development opportunities and the extent to which facilities are offered to equip employees 

with the required skills; and fostering the mutual and personal relationship between the 

employee and the supervisor, and the extent to which the individual recognises this relationship.  

 The above drivers arguably mirror the general and prominent philosophy of 

management in the organisation. Therefore, all managers and supervisors are urged to interact 

with their employees with respect and integrity, promote the relationship with subordinates, 

maintain two-way communication, and promote pride in workers’ jobs. Following these key 

factors to employee engagement, further emphasis was given to particular aspects by Gibbons 

(2006, 6), as follows: ‘emotional drivers such as one’s relationship with one’s manager and 

pride in one’s work had four times greater impact on discretionary work effort than did the 

rational drivers, such as pay and benefits.’ Nevertheless, Towers Perrin (2005) indicates that 

employee engagement varies by context and the firm’s size, as he found that in the top countries 

such as Mexico (with 40%), then Brazil (rated at 31%), followed by the United States (21%), 

then Belgium (18%) and finally Canada (17%), small firms where employees were fewer than 

5000 tended to feel proud about their employer, were satisfied in their jobs, were offered 

opportunities for career growth, perceived the integrity of their superiors, and consequently 

endorsed the view that ‘this is the best company to work for’ (Gibbons 2006, 7–8). 

 Some compelling research has reported the robust connection between employee 

engagement and TM practices, and its association with organisational outcomes that are in turn 

connected to TM, such as employee recruitment, turnover, and retention. For instance, Towers 

Perrin (2003) indicated that a highly engaged employee rated plans to continue working with 

the same employer at 6%6, in comparison to 12% from disengaged employees. In addition, the 

leveraged degree of employee engagement results in improving overall financial performance, 
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as well as higher productivity and revenue as found by Hewitt and Associates’ (2004) study on 

multiple organisations. 

2.15  Talent retention strategies  

A considerable amount of literature has been published pertaining to the importance of retaining 

talents, which is as critical as their acquisition as well. Retention refers to an employers’ ability 

to retain the best employees (Deo 2014). The following debate addresses why it is important to 

adopt effective retention strategies to promote organisational success. It explains the scarcity in 

executive talent as separate from a lack of appropriate competences. Surveys such as the UN’s 

Population Division data, conducted by Deloitte (2005, 2), showed that ‘the number of 15 to 

29-year olds entering the job market is steadily contracting, while the population in both 

developed and developing countries is ageing.’ From the above it is suggested that a ‘chronic 

labour shortage [is evolving] across all geographic and vertical markets.’ Moreover, as in the 

conclusions drawn by Dell and Hickey (2002, 7), the Bureau of Labour Statistics in the United 

States predicts that ‘by 2008 there will be 6 million more jobs than people to fill them, and the 

gap will grow to peak levels between 2015 and 2025.’ Employee retention is often measured 

by employee turnover (Beynon et al. 2015). In the UAE, employee turnover rates are above the 

global average, which comes with overwhelming costs as reported by Albawaba.com (2017). 

It was uncovered that turnover rate increased from 2014 to 2017, as reflected by 38% of the 

surveyed employees in 2014 compared to 56% of the same sample of employees in 2017, who 

said they would prefer to quit their organisations during the next 12 months. Moreover, the 

report indicated that in the UAE a considerable number of employees favour benefits other than 

monetary packages to build deeper engagement, such as ethical employers who would grant 

them autonomy in performing their job, or medical insurance. As articulated earlier, 

implementing adequate TM tactics leads to talent retention. The shortage in talented managers 

and executives is one of the main challenges in managing human resources nowadays, and was 
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rated the sixth highest critical issue by the conference board when 539 CEOs were surveyed in 

2004 (Morton 2005). This made it necessary for managers to assign top priority to talent 

retention.  

 Talent retention is associated with various positive contextual implications, such as 

maintaining employee enthusiasm (France, Brazil, Netherlands), dealing with people with 

trustworthiness, credibility and respect, and trust (Japan), undertaking appropriate performance 

reviews (Italy), and sharing with employees the accountability for achieving performance goals 

(South Korea) (Hughes and Rog 2008). 

 Employee retention ensures keeping key employees in the organisation. It would be 

ideal to analyse early resignations, through periodic attitude surveys. This is because when 

people leave an organisation, they do not tend to openly reveal their main reasons for not staying 

in an organisation. Determinants of employee turnover include pay against market, job design, 

dearth or absence of feedback on performance, lack of learning and development opportunities, 

career development, lack of a cohesive team, conflict with supervisors, mismatch between 

promotion decisions and selected employees, and the expected capabilities to perform the job 

(Armstrong and Taylor 2014). 

 Turnover is one possible way to measure retention rates and could be the fundamental 

component in analysing the level of employee commitment to an organisation, according to 

Armstrong (2016). A number of authors have adopted the turnover dimension to forecast the 

actual turnover Armstrong (2016). Oladapo (2014) estimates talent shortages during the next 

decade, as indicated by the Society for Human Resource Management 2005 Future of the U.S. 

Labour Pool Survey Report 2005. Employee retention is highly associated with the quality of 

supervision, as revealed in a study by Ernst & Young. It was found that inadequate supervisors 

are the key driver to talent turnover, rated at 78–86%, a finding that reinforces the critical role 
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of good leadership and supervision style to organisational sustainability (Singh and Sharma 

2015).  

 According to Singh and Sharma (2015), retaining talent can be the most challenging 

aspect for employers, as shown in their research on selected organizations within the private 

sector in the UAE, which found that retention strategies are two-pronged, with long-term and 

short-term dimensions. Pivotal factors to long-term retention were depicted in the above study, 

which built on the academic work of Heinen and O’Neill (2004), Scheweyer (2004), Ashton and 

Morton (2005), Bhatnagar (2007), Benest (2008), Collings and Mellahi (2009), Iles et al. (2010), 

Haid (2012), and Wellins et al. (nd). They included promoting employee stock option schemes 

(ESOS), by granting employees the privileged ‘option’ to buy shares at a certain price for long-

term retention; nurturing employees, i.e. promoting the organisational identity and employee 

welfare; providing a suitable and friendly work environment, establishing social security, 

gathering feedback, offering mentoring and coaching interventions, as well as off-the-job training 

and onsite/external career development programmes, while also offering compensation above the 

labour market rate. Reward on unbiased performance appraisals was a short-term factor in talent 

retention, according to the said study. From the responses of talent involved in the survey, it was 

revealed that organisations should focus on growth and job security drivers rather that monetary 

and performance-driven incentives (Singh and Sharma 2015). Deery and Jago (2015) stress that 

work–life balance (WLB) is the prominent driver in retaining talents (Bernard Hodes Group 

2007), and propose a framework for TM for the hospitality industry that evolved from the value 

of WLB; yet, the psychological contract, organisational behaviour, commitment, level of justice, 

and job satisfaction are also determinants in talents’ intentions to stay or quit an organisation. 

Likewise, Refan and Suciratin’s (2021) quantitative study of the Indonesian insurance industry 

revealed that TM becomes more influential in maintaining talent by mediating organisational 

trust. The study of the Government of Alberta, Human Resources and Employment (2003) set 
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out significant drivers of employee retention. Some of these overlap with the factors identified as 

the top strategies to attract talent after they have been appointed; for instance, offering a 

competitive salary, securing opportunities for talents to acquire and build new skills; appreciating 

employees’ motivation; retirement benefits; employee satisfaction with decisions made by the 

employer; organisational success strategy/planning; a fair performance-based financial reward 

system, granting employees appropriate autonomy, as well as the good reputation of the organisation. 

Mangal’s (2021) research revealed fair pay, effective orientation training, role clarity, and other 

benefits as key determinants to employee retention in the Indian industries. However, Acharya et al. 

(2021) claim that employers cannot instil talent retention in their staff, and therefore organisations 

ought to reshape their curricula and teach this within the organisational learning approach, to mitigate 

millennial turnover intentions. 

2.15.1 Learning and talent development strategies  

Another HR practice organisations resort to in order to keep talent is to offer talent and 

leadership development opportunities, which is arguably a strategic intervention that supports 

human capital and strengthens the strategic value of the organisation (Stewart and Rigg 2011). 

As it has a crucial role in leveraging talent retention rates by enhancing their affective 

commitment, so it is harder for business rivals to poach or attract talent, which is anticipated to 

result in ‘returning’ the ultimate behavioural outcome as its best performers stay in an 

organisation. Hence, it has been proven that generating a positive relationship through talent 

and leadership development affects commitment and talent intention to stay (Chami-Malaeba 

and Garavan 2013; Wahab et al. 2014). The purpose of a learning and talent development 

initiative is to address training needs in line with the corporate strategy. Muyial et al.’s (2018) 

study on emerging economies such as Kenya concluded that talent acquisition alone was 

insufficient; it is imperative to have strategic planning to develop talents with tailored and high 

quality learning and training programmes. Laabs’s (1993) research found that implementing a 
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training programme reduced employee turnover at Bell Helicopter. In addition, Harel and 

Tzafrir (1999) conclude that the provision of career exposure opportunities significantly 

enhanced employee motivation to stay with their employer. Mangal (2021) found that 

developing talent exerts a significant influence on sustaining talent in Indian industries. 

Jennings et al.’s (1995) cross-cultural study, exploring leadership attitudes pertaining to HRM 

interventions, revealed that training and development is considered by managers to be the top 

HRM strategy in influencing them to remain longer with their employers.  

2.15.1.1 Learning and talent development interventions  

Figure 2.3 elaborates ten stages in designing structured training based on the ubiquitous four-

step model and Harrison’s (2009, 184) six-stage training cycle: 

 

 

 

Figure 2.3. Four Step Model, adopted from Stewart and Rigg (2011, 232). 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.4. The Ubiquitous Four-Step Model and Harrison’s (2009, 184) Six-Stage Training Cycle. 

Adopted from Stewart and Rigg (2011, 232). 
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The literature identified several essential factors to be considered while designing successful 

solutions, such as identifying purpose and learning outcomes, together with considering the 

differentiated objectives of internal and external key stakeholders, so that the learning and talent 

development would meet their expectations. Designing a training intervention predestines 

horizontal alignment with the various HR strategies. For instance, TM and various underlying 

factors – e.g. employer practices pertaining to performance reward and employee engagement, 

as well as vertical alignment with organisational corporate strategic priorities, in terms of the 

appropriate competencies, work attitude, and discrete performance – are achieved by acquiring 

human capital with the business-specific skills and capabilities, that contribute to a firm’s 

success.  

 In regard to the ‘evaluation’ process, the research offers illustration in the section below. 

It is also essential to analyse the attributes of learners in terms of their willingness, the set of 

learning-interrelated skills and experiences they possess, and how those will add value to the 

learning intervention, along with their favoured technique for delivering the intervention. It is 

equally crucial to assure that the targeted learners are the right employees to invest training in, 

to know if there are any ways to attain the desired expectations, and to ensure the resultant 

learning outcomes. The ‘organisation context’ is important, in that it shapes the organisational 

culture and management’s espoused approaches, which determines to what extent it encourages 

and values learning and talent development. The ‘resources’ factor includes realising who is in 

charge to finance such intervention, the time and commitment devoted from all parties, plus the 

cumulative costs and budget allocation alongside other relevant training resources (equipment, 

material, and facilities). However, designing a learning intervention necessitates considering 

the abundant mechanisms and interventions of learning. Likewise, it is advised to study and 

recognise the technique of transferring learning, the availability of a specific scheme to 

incentivise learners to contribute to the transfer of knowledge, complete with the necessary 
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follow-up. Eventually, constructing such an intervention entails realising the learning 

deliverers’ characteristic in respect of their suitable competences to deliver the intervention, 

their capabilities in managing the project and its learning initiatives, and making sure they are 

informed about a learner’s background (Stewart and Rigg 2011, 232–33). However, the above 

models did not explicitly elaborate on talent behaviour as learners and the implications of such 

HR practices on their engagement, work attitude, and the ultimate business outcome in terms 

of reinforcing the competitive advantage.   

2.15.1.2 Measuring learning and development  

Employee performance is measured according to certain criteria. Some measures are granted 

more weight based on the contextual variables, so, since this is a strategic process that involves 

the government spending vast amounts of money on talented leaders’ development 

inteventions, it is considered prudent and necessary to measure the efficiency of learning and 

talent development activities (Stewart and Rigg 2011). Evaluation data is gained from learners’ 

feedback, and it is ideal to assess the effectiveness of learning and development functions pre 

and post-training. Moreover, workforce competences are an indicator of the capabilities profile 

being buit, provided the employees should be offered some training. In addition, it is a high 

priority to ascertain that the function of the training and development offered is consistent with 

the organisation’s corporate critical aspects for intended outcomes, and finally, to conduct a 

benchmark comparison of the organisation’s applied practices with other successful 

counterparts (Anderson 2007; Davins and Smith 2010).   

2.15.2 Performance management strategies 

Managing performance is another HR practice and strategy adopted by organisations. One 

purpose is strategic communication, such as disseminating the strategic goal of the organisation 

and what superior performance entails. The other purpose is to target employee development 
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via the provision of feedback, conducting a training needs analysis to identify personnel 

competences, and establishing a personal development plan. Performance management (PM) 

also targets the monitoring of employee performance and the fostering of work relationships by 

periodic performance review meetings to discuss work achievements between managers and 

subordinates (Shields 2007). A PM strategy is underpinned by the Resource-Based View (RBV) 

Strategy Theory (Coff 1997); therefore, PM is a useful tool to identify the best performers 

(Armstrong 2009; Zhang et al. 2015) or for performance-related reward actions, e.g. promotion 

or job relocation. Moreover, PM systems aim at improving organisational performance 

(Brumbach 1988) with subsequent organisational success and financial results. PM contributes 

to talent retention, as was proposed by Zhang et al.’s (2015) study, which reported successful 

retention results when task-focused managers exercise performance appraisals. Therefore, an 

emerging theme from the literature on PM tends to affirm the inevitable relationship between 

employee development and evaluation. Performance management is an ongoing task performed 

smoothly by effective managers who form the crucial determinant to its success (Armstrong 

2012a); therefore, in the absence of supporting aids and the required skills, commitment, and 

engagement in this process, managing performance could distract them from other functions 

(Armstrong 2008b). 

2.15.2.1 Performance management processes 

The PM cycle fits with Deming’s (1986) model of the four steps: plan, do, check, and act, 

shown in Figure 2.5. 
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Figure 2.5. The performance management cycle. Adopted from Armstrong (2012, 333). 

 

 Along the same line, Sink and Tuttle (1990) indicated five dimensions to managing 

organisational performance: establishing a future vision for the organisation; planning; 
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rewarding through cultural support schemes.  
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Stage Processes 

Plan  

 

Planning performance through setting and agreeing performance objectives (e.g. 

expectations), and personal development planning (i.e. competencies gaps), 

corresponding with goal theory that links goals to performance results. This 

theory underpins the emphasis in PM that entails mapping and agreeing on 

objectives in accordance with a gaugeable and assessable performance (Latham 

and Locke 1979). In associating goals with performance consequences, this 

theory comprises four areas. The first focus is an emphasis on priorities; the 

second is to stimulate potential; the third is to challenge employees to exert their 

best competences to assist in successful outcomes; and the fourth initiative is ‘the 

more challenging the goal, the more people will draw on their full repertoire of 

skills.’ Objectives can be drawn from SMART criteria ‘Specific/stretching, 

measurable, achievable, relevant, and time framed’ (Armstrong 2012, 323). The 

following research statement: 

PA2: ‘The set performance targets are specific, realistic and challenging.’  

Act This stage is the actual implementation of the designed performance plan, 

including responses to the potential requirements that may arise.  

Monitor Check achievement progress against the set objectives and any potential 

demands. Deal with performance management as an ongoing process that is not 

merely exercised once yearly. 
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Stage Processes 

Review ‘Stocktaking’ is the assessment phase of performance achievement. That is, 

discussion of a set of required actions is conducted in the form of a review 

meeting, for the aim of developing performance. Feedback is essential and 

underpinned by control theory, which assigns considerable weight to feedback 

as a sufficient way to reform and guide behaviour, through detecting and 

considering any discrepancies between employees’ achievements and 

expectations (Buchner 2007). The use of multiple sources of feedback has unique 

specificity, in performance appraisal practice, in predicting the individual’s 

performance outcomes (Herold et al. 1987). As explained earlier with regard to 

the harmony between assessing performance and developing employees, 

managing performance is interwoven with retention strategies, in which 

providing informative feedback is instrumental in retaining the best performers 

in the organisation (Singh and Sharma 2015). Measurement items: 

PA1: ‘Positive feedback and fair appraisals are being provided in my 

organisation.’ 

PA3: ‘Performance review meetings are conducted periodically.’ 

PA4: ‘Performance appraisal enables me to perform my job as a leader 

efficiently’ (Armstrong 2008). 

PA9: ‘I believe that I achieved my individual performance objectives.’ 

Table 2.2. Processes of Performance Management (plan, act, monitor, review), developed by the 

researcher. 
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2.15.2.2 Modelling performance management system 

 

Figure 2.6. Model of Performance Mangement System, adopted from Armstrong (2009, 309). 

2.15.2.3 Evaluating performance for developmental purposes  

Research has demonstrated the role of developing leaders in gaining favourable behavioural 

outcomes through affecting commitment as a mediator to predict leaders’ willingness to remain 

in the organisation (Chami-Malaeba and Garavan 2013). Hence, research linked the 

effectiveness of HR practices in this particular aspect (development of a talented leadership 

cohort), through the performance evaluation process of leaders’ performance, which could 

include evaluation by peers, boss, employees, and oneself or customers. Such feedback, gained 

via multiple perspectives, is known as 360-degree feedback, which has its advantages in 

receiving various assessor subjectivity in lieu of one individual assessor (Grint 1995), in 

addition to an emphasis on competencies in terms of assessing behaviour and skills and 

obtaining broader points of view of how different individuals perceive the evaluated person; 
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however, this type of appraisal is disadvanatgous in its high dependency on technology, which 

makes completion of the exercise costly and time-consuming (Armstrong 2012).  

2.15.2.4 Electronic performance monitoring system 

Nevertheless, although the literature proposes many advantageous outcomes tied to 

performance appraisal, close and technocentric assessment of employees’ performance could 

be overshadowed by inadvertent negative results, as demonstrated by employee perception and 

job attitude, which could ultimately lead to their dissatisfaction (Amick and Smith 1992; Aiello 

and Kolb 1995; Stanton and Julian 2002; Fincham and Rhodes 2005; Papini 2007; Jeske and 

Santuzzi 2015) and lowering of commitment as a result of reducing their perceived control, 

self-efficiency, and overall organisational citizenship behaviour. Such an effect might 

negatively stimulate talent behaviour, for example higher absenteeism and future turnover 

(Hulin 1991; Rafnsdottir and Gudmundsdottir 2011; Jeske and Santuzzi 2015). Most 

organisations in the contemporary workplace use electronic performance monitoring systems 

(EPMS) as a modern tool to capture, save, and analyse actions of staff and to report their 

performance (Nebeker and Tatum 1993) in terms of production, work pace, proficiency, and 

the way those individuals and teams perform their assigned tasks (Stanton and Julian 2002).  

 In this thesis, one feature of the monitoring technology investigated is the electronic 

attendance and access system, which employs the ‘swiping of ID cards to gain access’ to work, 

passwords to network login, and cameras installed on the registry, arrival, and exit points (Jeske 

and Santuzzi 2015, 67). As a composite of the performance appraisal scheme, along with call 

and emails monitoring, this is one of the increasing array of ‘micromanagement trends’ (Lyon 

2001). Other forms of technology monitoring are not applicable or are not significant in this 

research context – the governmental public service departments – unlike other industries such 

as financial and health entities, where it is ideal to monitor access to sensitive data (Jeske and 

Santuzzi 2015). Therefore, this study explores perceptions by talented leaders of their 
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attendance being monitored, and how this technique supports the performance appraisal 

exercise as a significant key performance indicator. Moreover, the research examines how this 

form of electronic monitoring system could potentially affect employee satisfaction and so 

impact on their decision to either stay or leave the organisation (Jeske and Santuzzi 2013). For 

instance, EPMS could affect the way employees prefer to prioritise and achieve work tasks 

(Schleifer et al 1995) such as the need to report to work before attending a business meeting in 

another city, which may inhibit leaders from ‘organis[ing] work activities according to their 

own preference’ (Jeske and Santuzzi 2015, 63) which might result in undermining autonomy, 

discretion (Carter et al. 2011), and control as perceived by the employee (Smith et al. 1981), 

while also lowering their sense of challenge, job competences, and meaningfulness (Smith et 

al. 1992). In addition, it might generate an intensified and stressful work atmosphere (Smith et 

al. 1981; Aiello and Kolb 1995), thereby causing employee defensiveness and resistance 

(Ellway 2013), encouraging employees to withhold the contribution of their competences in the 

workplace (Fincham and Rhodes 2005), and thus, decreasing employee conscientiousness, 

commitment, and engagement rates in organisational citizenship behaviours – and their interest 

in functioning within social embeddedness boundaries, beyond the job requirement of regular 

attendance and accomplishing job tasks (Hulin 1991; Korsgaard et al. 2010) which could shape 

the organisation’s strategies and goals (Rafnsdottir and Gudmundsdottir 2011). 

 Other consequences could include adverse performance outcomes and negative 

psychological reactions (Aiello and Kolb 1995). However, Wells et al. (2007) reported results 

such as satisfaction and commitment. When an EPM instrument is also used to develop 

employee skills, appraisal may be positively perceived as ‘fair’. There are several reasons to 

use the performance evaluation system: to appraise performance, establish performance 

standards for developmental purposes, or to develop incentives (Jeske and Santuzzi 2015). 

Whilst Gatewood et al. (2008) argue that a prerequisite to using data generated from this 
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approach to support performance management is to ensure that employees are shown discretion 

in order to enable them to improve their performance in the workplace. Yet, research has found 

that monitoring performance within the boundary of an incentive pay scheme returned higher 

scores for employee satisfaction and the Organisational Citizenship Behaviours (OCBs), 

compared with other factors (Gatewood et al. 2008). Based on the purpose and characteristics 

of EPMS, it was revealed that electronic monitoring techniques have indirect positive 

consequences on job performance. In such work environments, excellent performance is 

predicted, owing to the surveillance practices employees are constantly exposed to (Iaffaldano 

and Muchinsky 1985; Judge et al. 2001), and it is possible that when an individual’s 

performance is associated with a reward outcome, the workforce is inspired to exert their 

optimum potential (Jeske and Santuzzi 2015). Notwithstanding, data collected is 

decontextualised and the sample population for the above research predominantly represents 

part-time students in different industries; therefore, conclusions drawn from such investigations 

may not apply to the leadership population at local public workplace.  

2.15.2.5 Performance internal measures and external benchmarks 

Management may value other internal measures and external benchmarks that mirror the set 

targets and relevant key performance indicators. For instance, productivitiy and sales per 

employee, revenue, service quality, profit, succession, and retention of managers and 

employees, as well as performance review reports that reflect employee development according 

to the firm’s strategic demands (Anderson 2007; Davins and Smith 2010).  

• The Return of Investment (ROI) Measures  

Nevertheless, Stewart and Rigg (2011) argue that measuring the return of investment (ROI) on 

learning and talent development initiatives is common practice to obtain a sense of the financial 

benefits. This is problematic, because gauging the effectiveness and impact on performance of 
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such initiatives may take a relatively long time before results such as an increase in sales and 

revenue are seen.  

• The Return of Expectation (ROE) Measures  

In spite of the popularity of assessing ROI among HR professionals, it carries relatively little 

weight for managers. Senior management is more keen to prepare to occupy a strategic role, 

according to Anderson’s (2007) research. Measuring ROE can be embodied in the overall 

enhanced performance by leaders, the fruitful management of leaders’ succession, a new set of 

observed behavious that attest to limprovement, as well as the extent of the strategic capabilities 

development and the size of the talent population within the organisation. Therefore, in order 

to gain the anticipated results, communication and clarity of the predefined ROEs are essential 

to the design phase of such tailored interventions (Stewart and Rigg 2011). Kontoghiorghes and 

Bryant’s (2004) study explored employees’ attitudes as an outcome of training and found a 

positive link to organisational commitment – which leads to employee retention – in a service 

organisation in the health care insurance industry. Beynon et al. (2015) provide a novel 

contribution in exploring the implication of training on employees in SMEs, where they found 

a positive association between the provision of alternative training (such as e-learning, training 

held in the workplace or in a local college, and training intervention through a government 

programme) and employee retention, hence fewer employees lost to a competitor; contrary 

results emerged from the independent training delegation, which revealed less employee 

attachment to the employer and, therefore, a greater tendency to look for job opportunities 

elsewhere. Singh’s (2017) research explored the effectiveness of a corporate training 

programme in Pune, India. Singh’s study revealed the positive impact of the corporate 

education programme on the knowledge and skill level of employees, an increased set of 

competences, and higher retention rates.  
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• Leadership development programme for leadership talent across public 

services in the UK 

The Public Services Leaders Scheme is a three-year developmental programme that targets 

middle managers from different services and consists of a 360-degree appraisal, a personal 

coach, and a mentor. In addition, action learning is organised for sets of eight to ten leaders, 

each of whom meets for one day six times a year with a training facilitator. Revans (1987) 

created and developed action learning; he argues that it is a challenging and rewarding method 

of education that addresses real organisational problems at work. It promotes the commitment 

to learn based on objectives and underpined by specific assumptions, where groups of 

nominated managers meet and learn from each other by questioning, i.e. ‘asking fresh 

questions’ and reflecting with the help of a training facilitator or a coach, rather than learning 

passively from an expert. In this way knowledge and learning are disseminated in a 

psychological setting characterised by trust (Rigg and Trehan 2004:7). Furthermore, the 

programme incorporates two to three ‘network learning events’ for the whole cohort where 

workshops, meetings, and master classes take place. In addition, this approach involves 

secondment ‘interchange’ through which high-potential managers work for three months in 

another public service sector (Mead 2007; Rigg and Richards 2006). 

2.16 Impact of learning and talent development on talent retention 

Previous research on talent development in the service industry reveals a strong correlation 

between talent learning and retention. Chami-Malaeba and Garavan's (2013) empirical study in 

the Lebanese context explored talent and leadership development practices, concluding that 

there is a positive relationship between talent and leadership development and both affective 

commitment and talent intention to stay. Moreover, Harel and Tzafrir’s (1999) research 

corroborates the idea that the provision of career exposure opportunities motivates talent to 
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remain at an organisation. Furthermore, Eisen et al.’s (2005) survey of the American 

manufacturing workforce revealed that learning and talent development is linked with a 70% 

raise in employee retention rates. Further, Isa et al.’s (2018) investigation in an Asian context 

has empirically confirmed this relationship with the positive outcomes of talent development 

on the Malaysian workforce, who have shown less intention to leave their employer. Likewise, 

Ohunakin et al. (2020) examined retention strategies and talent behavioural outcomes in 

Nigeria’s hospitality industry, and proved a significant and positive link between talent 

development and talent commitment. The results were enhanced employer branding and 

increased talent retention. 

2.17 Impact of performance appraisal on talent retention levels  

Research has indicated the positive consequences of performance appraisal. Singh (2000) 

argues that the frequency and quality of performance appraisals conducted within the 

organization is correlated with employee attitudes to turnover. This argument is consistent with 

Poon’s (2004) research, which suggested that performance appraisals influence job satisfaction, 

may avert conflicts, and can affect employee willingness to continue working for the employer. 

Moreover, Zhang et al.’s (2015) study concludes that performance management practices play 

a large part in talent retention, and empirically reported successful retention levels resulting 

from identifying talent through performance appraisals by task-focused managers. The research 

as a whole confirms an inevitable relationship between retention and the performance appraisal 

function, which intertwines employee development and evaluation with this retention. 

Moreover, Mbugua et al.’s (2015) empirical research, conducted on commercial banks in 

Kenya, revealed an identifiable, but not strong correlation between strategic performance 

management and the retention rates of workers through action planning, target setting, 

allocating reasonable budgets, prediction, performance measurements, performance review, 

and performance-based rewards. Furthermore, Singh and Sharma’s (2015) investigation 
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conducted on private industry in the UAE stressed that managing performance is a powerful 

tool to nurture and retain the best performers in an organisation, and thus concluded that it is 

closely linked with retention strategies owing to the provision of informative and fair feedback. 

Additionally, Johenness and Chou’s (2017) research on Taiwanese companies found a 

significant relationship between employee appraisal and feedback and employee retention. 

Furthermore, Isa et al.’s (2018) investigation empirically proved the positive implications of 

organisational support on the behaviour of Malaysian workers, including their willingness to 

stay in their jobs, through mechanisms such as performance feedback by supervisors. 

Performance Appraisal has been identified as a major contributing factor to the grooming of 

talented executives. 

2.18 Job satisfaction, talent retention, and turnover  

Armstrong (2003, 239) defines job satisfaction as ‘the attitudes and feelings people have about 

their work.’ Job satisfaction is a measure employed to gauge talent satisfaction, which is an 

effective tool to predict talent retention and turnover intention in the organisation. Maslow 

(1954) adds that studying and considering rewarding talent, plus providing them with a 

meaningful job, will result in improving talent motivation and satisfaction level. Organisational 

commitment is a predictor for employee satisfaction, which refers to ‘the relative strength of an 

individual’s identification with and involvement in a particular organization’ (Mowday et al. 

1979, 226). According to Beechler and Woodward (2009) and DeConinck and Johnson (2009), 

when talents receive what they deserve in appreciation and recognition, they will demonstrate 

higher commitment and satisfaction (Herzberg et al. 2008). According to Kolb (1984), job 

satisfaction entails leveraging the quality of work; besides, employees acquire skills by 

experience, and so particular organisational skills and qualification levels will be maintained 

with longer talent tenures. Moreover, given that customer satisfaction is proportionate to the 

quality of work (Evans and Jack 2003) and commitment (Reichheld 1993), this strategy will 
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enhance customer satisfaction. And, finally, since customer satisfaction and employee 

commitment are profit chain determinants, increased corporate profit is expected as a result 

(Reichheld 1993).  

2.19 Management style as a retention tool  

Studies have shown variance in HR-related practices between the Western contexts and other 

developing economies, which do not show equally positive results (Wood et al. 2011). In the 

same vein, research demonstrated that the way organisations manage their human capital is 

distinct by nation, sector, and contextual location (Brewster et al. 2006), as well as working 

style, corporate culture, and managerial system (Zhang et al. 2015). The management style of 

any specific nation will have consequences for talent loss, because strategic decisions stem from 

the management cohort. For instance, Hodges’s (2008) study suggests that leadership is the 

primary contributing factor in talent departure. Likewise, Zhang et al.’s (2015) case study 

investigating the influence of leadership styles on talent retention strategies and talent retention, 

and on the effectiveness of post-merger and acquisition integration in the context of China, 

argues that the effective leadership styles which positively affect talent retention in China are 

arguably distinct from those in Western contexts. This study also supports the premise that 

leadership style may affect talent retention. However, the above study represents a single case 

only and therefore cannot necessarily be generalised (Drori et al. 2011). The study’s sample 

population was drawn from leaders and key talent, and revealed a leadership style which did 

not involve negotiation in decision-making, which perhaps also addresses an important aspect 

of talent retention. 

 On the other hand, a key theme that emerged from Zhang et al.’s (2015) study was the 

positive role of a task-focused management style in retaining talent. Management learns to 

identify vital positions to be strategically retained, in line with Collings and Mellahi’s (2009) 

proposition on the TM focus and its key initiatives, which serve the firm’s competitive 
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advantage. Moreover, positive results were also shown in retaining talent when their potentials 

and competence are valued as key business resources by relationship-focused leaders. Also, 

such managers incentivize talent by treating them as human beings (Zhang et al. 2015). 

Additionally, authoritative leaders influence talent retention when mutual communication is 

maintained with their talented subordinates to ensure their awareness of the firm’s strategic 

goals and objects. Hence, this develops talent’s sense of being valued by the employer. 

Stressing the firm’s future development also imparts a sense of motivation in terms of talent 

personal career development, commensurate with the intended business progress (Hodges 

2008). The coaching leadership style grants significance to talent development through 

incentives; this also demonstrates a positive influence on talent retention as learning and talent 

development make employees want to stay. It is recommended to commence the 

implementation of a personal development plan soon after announcing it as a reward to the 

employee, in order to foster the trust relationship (Zhang et al. 2015). 

 

Figure 2.7. Conceptual framework. Adopted from Zhang et al. (2015, 1042). 

2.20 Parameters influencing TM implementation 

Proper design of a TM strategy facilitates its implementation, through planning and employing 

appropriate tools, tactics, practices, and facets of TM (Van Zyl et al. 2017). Johnson et al. (2011) 

view TM implementation as ‘a plan to translate the formulated strategy into workable strategies 
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and tactics filtering down through the organisation’ (Van Zyl et al. 2017, 14). Hughes and Rog’s 

(2008) research found that implementing an effective TM strategy results in better financial 

performance, improved recruitment, engagement, and employee retention rates. Hughes and 

Rog contend that numerous factors have a significant impact on the implementation of TM. 

Below are some of the leading factors that serve as drivers and constraints for TM and are key 

a successful TM strategy if properly addressed. 

2.20.1 Drivers, challenges, and constraints of TM 

• Drivers of TM: CEO active participation in TM 

Hughes and Rog (2008, 751) contend that the active participation of the Chief Executive Officer 

(CEO) is a crucial aspect for TM success, besides the appropriate alignment of TM initiatives 

with corporate business objectives and ultimate goals, with some CEOs dealing with TM as a 

‘legacy issue’ (Handfield-Jones et al. 1999). Thus, citing Morton (2005, 9), ‘talent mindset ... 

must cascade from the top, with the CEO as the driver.’ That is why some CEOs dedicate about 

30–40% of their work time on matters related to managing talent (Morton 2005). Therefore, 

TM might perhaps be viewed as a pointless human resource fad without concrete commitment 

and collaboration coming from senior management. In the same vein, Schuler and Jackson 

(2014) argued that top management’s dedication to TM initiatives sets a significant precedent, 

which may impede the execution phase of global TM.   

  

• Drivers of TM: alignment with strategic business goals, providing systems , and 

equipping HR with analytical skills 

As previously emphasised, it is essential to align TM practices with the overall business 

objectives of the organisation, and this can be achieved with potentially significant success 

through data flows from other integrated schemes such as systems designed to measure 
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feedback or personnel planning. The aforementioned aspect was identified by Morton’s (2005) 

investigation as a critical area that requires improvement. Her study has particularly revealed 

that HRM practitioners are not equipped with the appropriate planning and analysis skills, an 

issue that is compounded by the limitations of integrated systems for gathering and analysing 

the necessary data. To this effect, Lewis and Heckman (2006) call for developing HR analytical 

competencies built on statistics and research-based design throughout the organisation. 

Moreover, the use of such accessible data along with the appropriate and sufficient skills can 

be extended to gauge the organisational outputs of TM such as employee engagement, turnover, 

revenues, shared value, or profits. In turn, this is can justify an investment in TM and offer 

guidance for future pursuits related to managing talent. 

  

• Drivers of TM: an implementation plan, a clear TM structure, TM leadership 

responsibility 

With regard to the previously proposed factors that are vital to the success of TM in the 

organisation, Hughes and Rog (2008), Schuler et al. (2011) and Sidani and Al Ariss (2014) 

advocate for developing an implementation plan, which implies clear shared accountability of 

all line managers and is reinforced by an appropriate organisational structure. This factor is 

arguably the fourth essential internal determinant influencing the effective implementation of 

TM (Morton 2004). This is because leading organisations with rigorous TM schemes 

establishes a predefined organisational structure of TM, which is significantly important 

(Morton 2005). Sidani and Al Ariss (2014) argue that organisations’ failure to grasp contextual 

structures is considered a serious hurdle in managing talents globally. Therefore, TM 

responsibility for TM integrity is steadily being shared with the leadership cohort, rated as 30% 

of an organisation’s leadership. It has also been mentioned in Morton’s (2004) research that 
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52% of organisations that embrace the strategy of ingraining their leadership segment with TM 

integration and accountability see profound results and effective TM implementation.  

 

• Drivers of TM: the organisation’s HR approach, effective employer branding, 

employee value proposition (EVP) and non-traditional sourcing strategies 

As HR forms the core foundation to TM, it is logical to say that the efficiency of all traditional 

HR- related processes is highly likely to affect all aspects of the implementation of TM (Morton 

2004). These aspects include selection, recruitment, performance management, compensation, 

succession planning, retention and more. Therefore, it is urged that an organisation conduct a 

review of its current practices surrounding HR in order to refine them in the quest for a 

successful implementation of TM. Other relatively novel HR areas have been extensively 

explored in the literature, such as the development of the employee value proposition, employer 

brand, and non-traditional employee sourcing. EVP ‘is the unique arrangement of benefits an 

employee gets hence for the skills, capabilities, and experience they pass on to an organization.’ 

Given the war for talent, developing an ‘employer of brand’ to effectively attract and sustain 

the scarce labour force (Morton 2004; Pawar 2020, 133), is as essential as the goods and 

services brand from the organisation perspective, especially in tan increasingly competitive 

market (Morton 2004; Pawar 2020, 133). Dell and Hickey’s (2002, 24) study found that 40% 

of organisations commit to the development of a formalised employer brand. The considerable 

implications of developing an employer brand as revealed by the abovementioned research 

include acquiring external job nominees and helping to classify an organisation as the 

‘employer of choice.’ Other positive results include assisting the workers to adopt the firm’s 

identity so that they internalise the set mission, vision, and values of their employer. 

Specifically, 
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 [an] employer brand establishes the identify of a company as an employer. It 

encompasses the firm’s values, systems, policies and behaviours toward the objectives 

of attracting, motivating, and retaining employees. Effective employer branding keeps 

current and potential employees constantly and actively aware of the company’s 

employee value proposition and the benefits of committing to it. 

 

 Hence, as suggested earlier, employee value proposition is a crucial element implicit in 

employer brand, which explicitly portrays to workers’ the current and future expectations that 

are derived from employer branding in an effort to supersede being usurped by competitors 

(ibid), for instance, intrinsic and extrinsic rewards, existing opportunities, and recognition of 

their contribution (Morton 2005).  

 As far as considering non-traditional sourcing, citing Dell and Hickey (2002, 7), ‘most 

organizations will need to attract and retain employees quite different from the people they 

replace, and they will need to adjust their targeting, their channels, and their over-all strategies 

accordingly.’. Other potential non-traditional targeting can be foreign candidates, as in the case 

of Canada, for example, where it is reported that an employment programme of sourcing from 

outside the country is deemed simpler. Moreover, another possible element can be job re-

entrants from retirement, as this pool is constantly growing. 

 However, recent research showed that HR aspects and practices differ according to the 

firm’s size and industry. For instance, 22% of small-sized firms adopt an ad hoc practice to 

recruitment, compared with 6% of larger firms (Morton 2005).  

 

• Challenges of TM implementation 

It has been excessively debated that a firm’s ability to manage its talented human assets has a 

clear positive implication on its future prosperity and competitive advantage (Nilsson and 
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Ellstrom 2012). The argument below represents some challenges and factors influencing 

efficient implementation of TM practices:  

 

• Constraints of TM: socio-economic, cultural aspects  

Challenges to TM include socio-economic and cultural aspects. Socio-economic factors include 

aging manpower, lack of exhaustive immigration legislation, global security, outsourcing 

positions, and off-shoring of jobs. Cultural factors imply variance between countries in 

management style and the authority of labour unions (Frank et al. 2004). To explain further, 

culture could be defined as “a set of beliefs and behaviors, historically determined, and [is] 

characterized by a wide range of features embedded in the organization” (Al Murawwi 2014, 

49; Hofstede et al. 1990). Tharp (2010) alluded to the universal study from the year 1938, which 

implied 79 core traits along with another 637 sub-traits connected to culture. There is large 

degree of support for the claim that cultural strength exerts a positive effect upon organisational 

success through performance (Deal and Kennedy 1982; DiTomaso 1987; Sathe 1983; Schall 

1983; Weick 1985; Weiner 1988); however, considering the differentiated setting of the 

existing research, Ogbonna and Harris’s (2000) study drew varied conclusions to point to the 

empirical limitations of cultural influence over a firm’s success in the UK. In addition, Van Zyl 

et al. (2017) and Evans et al. (2020) note that culture is a crucial element in deriving an effective 

TM system or any other project. They explained that to gain the optimal impact from TM, 

support from the organisational culture is essential (Lewis and Heckman 2006). 

 Such cultural areas can be the organisation’s values, norms, practices, and assumptions, 

which had been generated in the past and regulate the dominant behavioural and attitudinal 

actions across its members (Al Murawwi 2014). Therefore, Haid et al. (2010) propose aligning 

the assumptions and values of the way employees ought to behave and accomplish activities in 



 

103 

work with the pursued organisational culture, in order to meet business goals and corroborate 

talent and HR practices.  

 

• Constraints of TM: the organisational culture and leadership attributes  

In line with linking the organisational environment (the organisation’s culture, employee 

behaviour, mission statement and leadership styles) with managerial attributes, there is 

extensive debate in the literature associating culture and leadership (Bass and Avolio 1993; 

Nicholls 1988; Quick 1992; Schein 1992; Simms 1997). Hence, the literature elucidates two 

views describing the organisational culture phenomenon, of which the first classifies culture as 

a variable of the organisation, which can be affected by the leader’s own competences – through 

a ‘manipulation process’ (Smircich 1983). The features of transformational leadership 

underline such manipulation (Nicholls 1988; Quick 1992; Simms 1997). Contrarily, the second 

approach deems culture a complementary element of the organisation; and so, culture shapes 

leaders’ attitudes, as noted by Bass and Avolio (1993) and Schein (1992), who emphasized 

interweaving the organisational culture and leadership (Schein 1992). In this sense, the founder 

of the firm sets and feeds the values and beliefs that frame the cultural characteristics of the 

organisation (Ogbonna and Harris 2000). However, Bass and Avolio (1993) and Schein (1992) 

coincide on the suggestions of a two-sided relationship of both aspects; that is, the leader 

designs the culture and vice versa, as the formed culture impacts on the leader. In the same line, 

Hennessey (1998, 523) claims ‘the most effective leaders foster, support, and sustain 

organizational cultures that facilitate the type of management reform envisioned by 

“reinventing government” and the attendant increases in effectiveness and efficiency.’ 

 Ogbonna and Harris (2000) relabelled classifications of the organisational culture based 

on the work of Deshpandé et al. (1993), and the distinguished theoretical foundation of 

Campbell and Freeman (1991) and Quinn (1988). They set out four types of organisational 
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environmental 
pressures environmental 

pressures

culture; however, it is not the concern of this research to identify the dominant type of culture 

in ADG. We attempt to articulate the function of managerial attributes in supporting TM, which 

play a major role in carving the culture of the organisation, as the four concepts intertwine. 

Hence, in accordance with the above definitions, the categories of organisational culture are, an 

innovative, a competitive, a community, and a bureaucratic culture. 

 

 

   

    

 

 

Figure 2.8. The links between leadership style, organisational culture and organisational 

performance. Adopted from Ogbonna and Harris (2000, 7). 

 

 In accordance with the type of leadership, the literature proposed various classifications. 

The set of leadership traits employed for this study is a succinct measure, since the measurement 

of leadership characteristics is not a focal dimension in this investigation, but a means to gain 

better understanding of the potential barriers to TM implementation. Three managerial 

categories were considered: participative, supportive, and instrumental leadership styles, based 

on Bass and Avolio (1993) and Schein (1992). The first style is participative leadership, which 

encourages and welcomes subordinates’ involvement in decision-making, discussion, and 

suggestions related to work matters. The second style is supportive leadership, which 

emphasises subordinates’ needs and welfare, and reinforces compassion and equality among 

them to further workplace satisfaction. The third style is instrumental or transactional 

leadership, in which leaders focus on assigning tasks, setting up procedures, and emphasising 

high levels of performance (Schein 1992; Ogbonna and Harris 2000). The constantly arising 
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claim of ‘managing culture’, which refers to a view of organisational culture as manageable, 

could be unwise (Ogbonna 1993) or unlikely (Legge 1994), unless in certain situations such as 

recession or management loss, where the organisational culture can possibly be influenced 

(Martin and Meyerson 1988). However, it was empirically evident in accordance with Ogbonna 

and Harris’s (2000) research that both the participative and supportive leadership styles’ ability 

to contribute to changing organisational cultures was possible, whereas any 

instrumental/transactional leadership effect was not supported. In the quest for maintaining 

superior performance, a debate on the possible alternative leadership styles may be more 

pertinent than one on managing organisational culture (Fiedler 1996). 

 

• Constraints of TM: shortfall in line managers’ skills in small and medium-sized 

hotel and tourism enterprises  

Hughes and Rog’s (2008) research exploring TM strategy to improve its initiatives, particularly 

recruitment, retention and engagement, in hospitality organisations emphasises the role of line 

managers in the failure to deliver TM initiatives against expectations, owing to lack of 

information, authority restrictions, or budget limitations. Although incorporating the line 

managers’ broad-based responsibility in TM is pivotal as stressed by scholars and HR experts, 

Sheehan et al. (2018) point out the shortfall in managers’ competencies to address TM 

initiatives; in general they handle the day-to-day work issues while contributing on the side to 

the strategic role. This leads to a high probability of implementing informal approaches to TM 

activities as found by Young-Thelin and Boluk (2012), which is meantime a value-added point 

from a strategic focus, according to Verreynne et al. (2013). Therefore, constraints of line 

managers’ potential impedes effective implementation in small and medium sized enterprises 

within the service sector such as hotels and tourism. Moreover, ‘the lack of involvement by 
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middle managers’ was addressed by Schuler et al. (2011) as a significant hurdle to 

implementing global TM initiatives (Schuler and Jackson 2014, 216).  

 

• Constraints of TM: other forces impeding the recommended TM practices 

Competition in this knowledge-based era is another acknowledged factor affecting TM 

(Egerova 2014). Schuler et al. (2011; 2014, 215) argue for other forces that shape and affect 

TM, such as ‘lack of willingness to acknowledge performance variances among employed 

workers, (5) lack of HR knowledge in how to properly address TM challenges, and (6) the 

discrepancy between knowledge and action that limits managerial ability to make the right TM 

decisions.’ 

 

• Constraints of TM: communication breakdown  

Improving communication within teams results in enhancing employee attachment and 

consequently increasing retention rates (Apker et al. 2009). Khan et al. (2010) argue that absent 

or insufficient communication is deemed a key restraint to employee motivation, perhaps 

influencing talent intention to stay with their organisations. Therefore, Ongori (2007) points 

that in order to lower turnover, it is imperative that organisations ensure the dissemination of 

effective communication across its employees. Moreover, to Branham (2005a), the 

communication gap among management and its staff, and between its internal departments, is 

the main reason employees abandon their organisations. That is, the resulting low morale leads 

to high turnover, as identified by Branham (2005a). In the same vein, Quirke (2008) notes that 

it is highly recommended that awareness is raised of the fundamentals of establishing proper 

communication within firms and their entire staff.  

 In the UAE, a survey covering approximately 500 managers and employees in the GCC, 

by YouGov Siraj for the public relations firm Hill and Knowlton, a top communication 
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consultant, found that ineffective communication between management and employees spurs 

employees to find the required information through unofficial means. The research emphasises 

that although managers are aware of the crucial role of implementing an effective 

communication across organisations, they fail to communicate with employees sufficiently, as 

reported by 49% of the respondents. Similarly, the survey unveiled that in the Kingdom of 

Saudi Arabia (KSA) 53% of employees said that they get the information related to their jobs 

via management, while the remainder acknowledged that they rely on their friends to obtain 

job-relevant details (Arabian Business Global 2020). Alshehri and Drew (2010) highlight the 

absence or lack of long‐term strategies, quality of policies, mission and vision statements within 

organisations in the KSA, for instance. They also note that documentation procedures do not 

exist or are not duly followed in the majority of firms. Therefore, communication breakdown 

in the UAE is identified as a prime hindrance to talent retention. 

 

• Constraints of TM: other factors  

In terms of other factors impeding TM, Hughes and Rog (2008) point out those that tend to be 

more relevant to junior jobs, i.e. management tendency to reduce labour budget and expenditure 

(Hughes 2008), neglecting the emotional labour requirements of the distinct service sector posts 

(Lashley 2002); the scarcity of job security owing to selling instability and seasonality 

(Twinning-Ward and Baum1998); the lack of staff opportunity – from within the firm – to 

achieve promotion, according to Riley (1996); the low-level nature of work in service sector 

jobs such as hospitality (Guerrier 1999); and poor working conditions overall (i.e. antisocial 

working-hours, health and safety issues, poor work-life balance, harassment). 

 This section explored numerous challenges related to TM as encountered by the various 

public and private organisations across the diverse sectors. and drew inferences from the 

literature.  
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2.21 Impact of TM practices on talent retention 

 A handful of studies proposed models to ascertain the potential influence of selected 

TM and HRM strategies on talent retention (Lepak and Snell 2002; Ashton and Morton 2005; 

The CIPD Change Agenda 2006; Boudreau and Ramstad 2007; Collings and Mellahi 2009). 

However, numerous limitations of such models were noted; for instance, they were derived to 

conceptualise limited factors/ dimensions depending on the aim of the inquiry, in which they 

lack the comprehensive view that is necessary for a TM strategy, which considers all processes 

that represent strategic TM, together with some relevant aspects and the cultural context. A 

review of the extant theories was implemented, and the key theories and concepts have been 

used to inform the theoretical pattern of this inquiry. The systematic review of TM literature 

particularly served as the foundation for identifying factors pretested in past research related to 

TM strategies that were suitable for this study. Before employing these theories to examine TM 

strategies on talent retention, it is necessary to explain the source of this study’s constructs and 

key variables in the following section. 

2.22 Theoretical constructs/framework variables  

2.22.1 Leadership development  

Leadership development is the central strategy of HR TM practices. Talent development can be 

described as ‘a social process for the purpose of sharing and acquiring information necessary 

to the developmental experience of talented individuals within the organization’ (Isa et al. 2018, 

690). Applying SET, employees who have been labeled as talent tend to be more committed to 

build their competencies according to organisation-specific competences and business needs. 

Moreover, this talent strives for career progression through new experiences, feedback, and 

mentoring (Bjorkman et al. 2013). In addition, talent is more likely to sustain the perception 

about the distinct knowledge and skills they possess (Firfiray 2009). Therefore, Bjorkman et al. 
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(2013) argue that the ideal strategy to achieve talent commitment to increasing their capabilities 

is via developing leadership and management competences practices such as the Leadership 

Development Programme (LDP). As well, in accordance with Lee et al. (2011), when the 

employer decides to provide long-term investment and develop the employees who are 

officially labelled as talent, these employees value their distinctiveness and perceive it as an 

announced appreciation of their efforts and their contribution to the organisation, as well as 

evidence of the employer’s compliance with the obligations of the psychological contract.  

 Therefore, to fulfil the research objectives to identify the TM strategies adopted by ADG 

via exploring talent perspectives, it is necessary to investigate strategies of leadership 

development. The leadership development dimension measures two areas: first, ADG 

behaviour towards leadership talent development practices, which is adopted from Chami-

Malaeba and Garavan’s (2013, 4053, 4047) study on talent and talent leadership development 

in Lebanon. Second, talent perceptions regarding the effectiveness of attending leadership 

development programmes. The set of questions interrelated to talent leadership development 

were chosen specifically for the purpose of this case study. Chami-Malaeba and Garavan (2013, 

4053, 4047) claim that ‘Leadership development practices typically include coaching, multi-

source feedback, stretch assignments, mentoring, international job assignments and formal 

development programmemes.’ As also subscribed to by Garavan, Hogan and Cahir-O’Donnell 

(2009) and Benson’s (2006) assertion of the anticipated positive outcomes of such practices, 

when implemented coherently, on improving leaders’ potential. Including a bundle of activities 

in leaders’ development is justified by Amagoh (2009), who argued that organisations, which 

adopt a multiplicity of practices in leadership development invest more in their leaders and thus 

obtain greater benefits, unlike those firms that deliver a single activity to develop talent from 

leaders. Such outcomes are supported by maintaining a talent pool; enhancing motivation, job 

performance, talent retention, and competitiveness; as well as reinforcing values and attitudes 
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of the organisation (Collings and Mellahi 2009; De Meuse et al. 2009). In addition, promoting 

learning and development enriches the value of the organisational branding, in which talent 

development was found to be a critical element. Employer brand determines, to a high extent, 

the organisation’s effectiveness in attracting prospective candidates, because it inspires the job 

seeker with their impression of the organisation (Highhouse et al. 1999; Fulmer et al. 2003; 

Lievens et al. 2005; Towers Perrin 2005; Srivastava and Bhatnagar 2010). Eisen et al.’s (2005) 

survey of the American manufacturing workforce found learning and talent development is 

linked with 70% of increases in employee retention rates. However, the question pertaining to 

multi-source feedback is replaced here within the questionnaire construct of managing 

leadership talent performance, in order to make it explicit and maintain logical linkage of the 

questions across the questionnaire (question PA5, in performance appraisal construct). 

Therefore, the questions are: 

LDP1: ‘My organisation develops high potential employees to become leaders to 

ensure a strong talent pool.’ 

LDP2: ‘Coaches and mentors assist managers to develop their skills.’ 

LDP3: ‘Managers prepare development plans with each direct report.’  

LDP4: ‘Managers implement important projects in order to develop their skills.’ 

 

For the purpose of this study, talent and leadership development (LD) can be defined as a crucial 

practice in HRM, which nurtures the workforce labelled as ‘talented,’ plus those who occupy 

linchpin and crucial positions, i.e. strategic roles. Leadership development aims to equip the 

organisation with a well-developed pool of employees who respond to its needs and assist in 

sustaining its competitive advantage (Schuler et al. 2011; Chami-Malaeba and Garavan 2013; 

Ambrosius 2018). 
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2.22.2 Leadership development programmes’ effectiveness 

To fulfil the research objective to critically assess the effectiveness of TM programmes at ADG, 

the questionnaire measures talent attitude towards the effectiveness of the Leadership 

Development Programme, which was adopted and adapted from Stewart and Rigg (2011, 250). 

Those questions stemmed from the literature on developing leaders; where these dimensions 

are deemed problematic in the organisation and convey areas of concern. In addition, they 

measure the effectiveness of the programme. Moreover, those questions are suitable for national 

talents and are consistent with the organisational culture and the contextual factors in the UAE. 

Meanwhile, as the TM subject is still broad, few scholars tend to test TM practices, i.e. studies 

mainly focus on one dimension or explore the theoretical aspects. The researcher’s choice is 

also supported (adopted and adapted) from Stewart and Rigg (2011), who are the leading 

scholars in this field. The proposed questions are consistent with proponents’ work in the 

literature surrounding talent and talent leadership development, and are also inspired by Mead’s 

(2007) collaborative inquiry on a public service leaders scheme (a development plan to foster 

talented leaders’ capabilities across public service establishments), with its structured training 

model, and Harrison’s (2009, 184) six stage training cycle, as well as Anderson’s (2007, 31, 

51, 52; 2009) research, which found that employers utilise the following measures to evaluate 

training practices: 

• ‘Learners’ learning achievements,’ articulated in question one. 

• ‘Changes in learners’ behaviour within the job role,’ articulated in question 

two. 

• ‘Efficiency measure of the learning and talent development function,’ 

articulated in question three. 

• ‘Internal performance indicators and external benchmarks,’, articulated in 

questions one, three and four. 
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• ‘Return of expectation (ROE),’ strategic readiness or leaders’ readiness, 

articulated in question five.  

• ‘Return of investment (ROI),’ articulated in question six. 

 

The questions are as follows: 

LDE1: ‘I believe that I am achieving the intended learning outcomes of the LDP.’ 

LDP2: ‘I believe that I am ready to do a higher-grade job.’ 

LDE3: ‘I believe that I acquired the competencies required for my position.’ 

LDE4: ‘I believe that I am ready to occupy a strategic position.’ 

LDE5: ‘I believe that I am ready for job rotation.’ 

LDE6: ‘I believe investing in LDP enables achieving the strategic objectives.’ 

LDE7: ‘I believe the training allowances allocated for LDP are sufficient.’ 

Takeuchi et al.’s (2007) empirical research reveals that applying a resource-based perspective 

illustrates the positive outcomes of High-Performance Work Systems (HPWS) on employee 

performance via improved behaviour. For instance, question one, states: ‘I believe the 

leadership development programme (LDP) helps to identify the strength and weaknesses of 

talents.’ Hence question two, stating: ‘I believe that I am achieving the intended learning 

outcomes of the LDP,’ and question three, stating: ‘I believe that I am ready to do a higher-

grade job.’ Nevertheless, it was noted that investment in HR activities does not return 

unconditional and direct results, as argued by Chami-Malaeba and Garavan (2013). 

 Moreover, questions four, five, six, and seven were chosen to assess the training and 

development outcomes, which are the ‘local purpose’ of the said intervention. Development 

outcomes can be the set of skills and behaviours gained on an individual level – see question 3: 

‘I believe that I acquired the competencies required for my position.’ Leadership development 

programmes equip leaders with the necessary skills and competences, which help enhance their 
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roles in leading the organisation (Younger and Ulrich 2004; Groves 2007); question 4, stating 

‘I believe that I am ready to occupy a strategic position’; whereas the objectives of the 

development intervention may comprise broader outcomes such as financial, so question 7, 

stating ‘I believe the training allowances allocated for LDP are sufficient’; as well question 6, 

stating ‘I believe investing in LDP enables achieving the strategic objectives’, attempt to gauge 

the outcome of the intervention on an organisational and corporate level, to test if it contributes 

to the strategic objectives, as a performance indicator measure; as well as question 5, stating ‘I 

believe that I am ready for job rotation.’ 

 The following constructs proposed in this study are consistent with talent development 

to achieve the horizontal alignment with other HR and TM practices, as detailed in the next 

subsections. 

2.22.3 Performance appraisal 

The second core area of the questionnaire is performance appraisal (part of TM), which is 

adapted from Chami-Malaeba and Garavan (2013, 4053) and was administered to fulfil the 

aforementioned objective of this investigation: to measures talent’s perception towards the TM 

strategies (in this case the actual performance management system) implemented at ADG, in 

order to explore and evaluate ADG’s practices in managing their leaders, and explore talent 

perspectives, satisfaction with the implemented performance systems at ADG, and eventually 

to predict talent retention. The typical question: ‘Evaluations of employees’ performance 

include evaluation by peers, boss, employees and oneself,’ is a loaded question, which was 

therefore split into three separate questions for the purpose of an accurate analysis. 

 The sub-construct of the questionnaire aims to explore the actual use and mechanism of 

performance appraisal by ADG; it is adapted from Singh and Sharma (2015, 339), Harper 

(2001), and Armstrong (2009, 311) and can be used as a pilot test questionnaire for managers 

in respect of performance management. The questions are: 
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PA1: ‘Positive feedback and fair appraisals are being provided in my 

organization.’  

PA2: ‘The set performance targets are specific, realistic and challenging.’ 

PA3: ‘Performance review meetings are conducted periodically.’ 

PA4: ‘Performance appraisal enables me to perform my job as a leader 

efficiently.’ 

 The question below, which is adopted/adapted from Chen and Ross (2007, 497) and 

Jeske and Santuzzi (2015, 67) aims at evaluating the practices within the performance 

management system at ADG. Question PA5: ‘The data from the monitoring system is used to 

help improve my performance (e.g. for developmental purposes),’ examines the purpose of 

employing this instrument to support the developmental plans set for those talented leaders at 

the ADG sector, rather than for disciplinary purposes. This is in addition to question PA9: ‘I 

believe that I achieved my individual performance objectives,’ which is used as an evaluating 

measure of the return of investment, is adapted from Stewart and Rigg (2011, 250) to evaluate 

the efficiency of learning and talent development practice.  

The last question of this bundle: ‘The data from the monitoring system is currently used 

to evaluate your performance,’ embodied a self evaluation tool in an attempt to depict 

performance appraisal for such leaders, adopted/adapted from Stewart and Rigg (2011, 250), 

and also the question aimed at establishing performance standards, which is adopted/adapted 

from Jeske and Santuzzi (2015, 67). There is also the set of questions which explores whether 

incentives do exist and are interconnected with the performance appraisal, that are 

adopted/adapted from Carayon (1993, 389), Jeske and Santuzzi (2015, 67), and Armstrong 

(2009, 311), respectively. Table no. 4.9 in the next chapter (questionnaire table) demonstrates 

each question and its corresponding aim, along with the grounded theory/theories. 



 

115 

 The questions are also inspired by Sink and Tuttle’s (1990) proposal of the five 

dimensions of the performance management system. In this, PA1, PA3, PA4, PA5, and PA9 

represent the review phase of appraising performance, which encompasses assessing 

performance achievement. Additionally, PA2 corresponds to the planning stage: setting 

objectives and agreeing on performance expectations, as well as competencies gaps for personal 

development in compliance with goal theory, in which goals are aligned to performance results. 

For this study, performance management is an HRM practice aiming to gauge and enhance the 

performance at the organisational, team, and individual level, within a predefined framework 

of agreed performance indicators in terms of mutual expectations/achievements between the 

employer and the appraisee, the means to facilitate the targeted achievements, identifying 

employees’ development needs, and setting appropriate plans (Chen and Ross 2007; Armstrong 

2009; Jeske and Santuzzi 2015). 

 

2.22.3.1 Performance appraisal as a retention tool  

As pointed out earlier, performance appraisal is an essential HR practice. Beer et al. (1985) 

argue that the majority of organisations do not predominantly provide frank feedback in order 

to avoid any damage to appraisee self-esteem that may be caused as a result. For instance, 

Gopalakrishnan (2002) points that in the Arab context, it is common practice to employ a 

consultant to deliver feedback to employees in order to avert any potential conflict, as it was 

found that providing frank feedback may be viewed unfavourably by employees within UAE 

organisations. However, notable dissatisfaction was reported by 52% of the surveyed 

participants, according to the Bayt.com Middle East and North Africa Salary Survey (2019), 

suggesting that this performance appraisal technique would mainly benefit nonlocals and, 

therefore, would not be welcomed by KSA nationals, for instance (Idris 2009). Performance 

appraisal is a tool which sends an appreciation message to the employee for being an effective 
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member of the team within the organisation (Levy and Williams 2004). Much research from 

the abundant literature (e.g. Nura and Osman 2013) argues that an effective performance 

management system is deemed the best HRM instrument to lower turnover to the barest 

minimum possible. Thunnissen et al. (2013) claim performance management is the core 

function of TM in the Middle East context. Singh (2000) notes that the frequency and quality 

of performance appraisals conducted within the organisation are correlated with employee 

turnover behaviour. It has been debated that discontent with performance appraisals influences 

job satisfaction, and consequently employee retention, according to Poon (2004). Mbugua et 

al.’s (2015) empirical research conducted on commercial banks in Kenya concluded that there 

is a significant, though weak, relationship and effect of strategic performance management on 

retention rates across bank workers, through action plans, target setting, allocating reasonable 

budget, prediction, performance measurements, performance review, and performance-based 

rewards. Therefore, organisations are urged to employ performance management to sustain 

their competitiveness over rivals by keeping strategic assets (i.e. their talented employees), as 

suggested by Abeysekera (2007). Moreover, Johenness and Chou’s (2017) research on 

Taiwanese companies found a significant relationship between employee appraisal and 

feedback and employee retention. As well, Isa et al.’s (2018) investigation of the Asian context 

has empirically proven the positive relationship between organisational support, in terms of 

providing performance feedback on Malaysian workers’ behaviour, and increased likelihood of 

retention. 

 

2.22.4 Leadership behaviour  

The leadership behaviour section was designed to fulfil the research questions to gauge the 

prevailing leadership style of the senior management at ADG Departments. Hence, this 

construct aims at measuring leadership style as perceived by talent and its impact on employee 
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retention. This is underpinned by the use of social exchange theory (SET), advocated by Blau 

(1964), to assess the association. Emerson (1976) scrutinised SET on social behaviour and 

proposed that leadership and justice, status, conformity, and power elements within behaviour 

are crucial in illustrating SET. Moreover, Cropanzano and Mitchell (2007) found that the social 

exchange relationship at the workplace influences the recurring retention or termination of 

employment of any party. The aim to integrate this measure with the TM questionnaire is based 

on the suggestions of Aon Hewitt (2011) and Singh et al. (2012) to adapt distinct reward 

dynamics such as becoming ‘an employer of choice,’ and a differentiated broader psychological 

way to recognize GCC national potentials remote from monetary compensation. Gibbons 

(2006) identified leadership-related issues as a significant factor, based on twelve major studies 

exploring the main contributing factors to employee engagement, such as trust; integration; the 

extent to which leadership is felt to be caring by communicating with its staff, listening and 

reacting to their opinions; the level of employee autonomy and participation/involvement in 

decisions; as well as the nature of the job itself. In addition, the study sought to identity the 

prevailing leadership behaviour at ADG according to Al-Faleh’s (1987) proposition, which 

claims that Arab culture has distinct leadership considerations that dominate its leaders’ 

behaviour. Therefore, the study attempted to determine if there was an association between the 

dominant managerial characteristics and leadership behaviour and employees staying in the 

organisation. Leadership style and organisational culture were found to have a notable influence 

on workers’ commitment and satisfaction with their job (Lok and Crawford 1999; 2004; 

Zeffane and Al Zarooni 2008). Since job satisfaction is highly correlated with an employee’s 

retention, leadership should be emphasised within the organisational culture.  

 Similarly, rich evidence-based research exists exploring the association between 

leadership traits and the organisational culture, and has found that leadership style shapes and 

constitutes the essence of culture (Bass and Avolio 1993; Schein 1992); therefore, the main 
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justification for including the dimension of leadership style is the complexity of the contextual 

culture of the current research, and how far good leadership traits are effective in reshaping 

the cascaded culture within an organisation (Hennessey 1998). Therefore, based on the 

numerous studies, Ogbonna and Harris (2000) suggest that a link exists between leadership 

characteristics and organisational performance, and the cultural factors mediating both 

variables (Hopfl et al. 1992; Lewis 1994; Lim 1995; Ray 1986; Willmott 1993).  

 To this effect, thirteen questions were derived from Ogbonna and Harris’s (2000,766) 

empirical research, in which the leadership attributes used are relatively succinct compared to 

other scholars, to indicate which category (and associated traits) leaders represent. The 

questions are participant-friendly and are synthesised from the extant literature (for example 

Fleishman 1957; Stogdill 1963; Bowsers and Seashore 1966; Fiedler 1967; House 1971a; 

1971b; House and Dessler 1974). The adapted scale, therefore, is deemed an appropriate, 

reliable, and valid instrument. Moreover, the measure used to assess leadership style for this 

study is widely adopted and was accepted and judged a good measure of leadership behaviour 

by various preceding scholars such as Teas (1981) and Kohli (1989). It is used here to outline 

the predominant leadership style or what is known as the ‘personality traits,’ according to trait 

theory, that UAE national leaders adopt, across the listed departments. The trait theory of 

leadership suggests that leader’s effectiveness and organisational success is centrally ascribed 

to the leader’s categorisation approach and behaviour (Argyris 1955; Mahoney et al. 1960).  

 

2.22.4.1 Impact of participative leadership on talent retention 

According to Social Exchange Theory, subordinates’ behaviour is affected by the relative 

supportiveness of their superior. Therefore, the employees who receive tangible and intangible 

support from their leaders will reciprocate via their commitment and distinct behaviour at the 
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individual level. Conversely, others who perceive inequality in their relationships with 

superiors react negatively (Blau 1964). Grissom’s (2012) study demonstrated positive outcomes 

of managerial competences on teachers’ turnover and retention across the public sector, which 

were ascribed to leadership traits that promote including employees in organisational decision 

making. However, the above-mentioned study pointed out that the effect is conditional on the 

successful implementation of such a participative approach by management, specifically in the 

area of the superior’s role in facilitating employee participation and empowerment, so as to 

avoid deleterious effects such as ambiguity amongst workers. Such effects can result from 

ineffective management or a lack of related communication skills in sharing decision-making, 

as discussed in the earlier study. For instance, Smylie’s (1992) research reported teachers’ 

unwillingness to engage in organisational decision-making owing to their principals’ leadership 

characteristics i.e. being unsupportive, controlling, and closed. Hence, a leader’s role is 

important in assisting employee participation. Previous research, such as Clarke (2001), Jones 

and Skarlicki (2003) and Taplin and Winterton (2007) points to the strong negative association 

between employee satisfaction and turnover intentions, and positive results in respect of talent 

retention. Hence, all purport that leadership style can undoubtedly affect employee satisfaction 

and the prospect of retention, as well as overall performance. Nonetheless, Mulki et al.’s (2015) 

inquiry yielded a weak or insignificant relationship between subordinates’ satisfaction with the 

level of participation from their supervisor and retention. 

2.22.4.2 Impact of Supportive Leadership on Talent Retention 

The supportive leader is defined as one who provides emotional, informational, instrumental, 

and appraisal support to followers (Rafferty and Griffin 2006, 39). House (1981) stresses that 

the core intuitive feature of the supportive leader is emotional support by means of sympathy, 

caring, and listening. Based on Bass and Avolio (1993) and Schein (1992), supportive 

leadership emphasises subordinates’ needs and welfare, reinforcing compassion and equality 
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amongst them to attain further satisfaction at the workplace. As well, supportive leadership 

exhibits a single sub-dimension in transformational leadership, as discussed by Rafferty and 

Griffin (2006). Moreover, the nature of transformational leadership is supportive (Bass and 

Avolio 1993), in that it ascertains subordinates’ needs and stresses inspiring and motivating 

workers and awarding them the autonomy to improve their performance levels (Bass et al. 

2003). Yukl (1999) purported that supportive leadership is strongly associated with satisfaction 

and is not ascribed to either motivation or organisational performance. Therefore, adopting such 

a leadership trait is healthy for keeping the best talent. Hence, transformational leadership 

‘remains the better known and most frequently studied leadership approach,’ as contended by 

Lavoie-Tremblay et al. (2016, 583). Nonetheless, to date empirical evidence for the above 

argument is sparse, and additional research is needed (Gallardo-Gallardo et al. 2020). However, 

measuring supportive leadership does not predict performance outcomes. Yaghoubipoor et al.’s 

(2013) research and Visvanathan et al.’s (2018) study found a significant and positive 

relationship between supportive/transformational leadership and job satisfaction amongst 

Iranian automobile industry and Malaysian manufacturing employees; hence, satisfaction is 

vital to attaining retention in such industries (Yaghoubipoor et al. 2013; Visvanathan et al. 

2018). Ariyabuddhiphongs and Kahn’s (2017) investigation demonstrated that 

transformational/supportive leadership is associated with negative predictions for turnover 

intentions of café employees in Thailand, which is dependent on their trust in their superiors 

and how they perceive their performance. Almaaitah et al.’s (2017) study on public health in 

Arab countries supported the argument underpinned by SET, and affirmed the association of 

management style (particularly transformational/supportive leadership traits) with enhanced 

employee retention. 
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2.22.4.3 Impact of instrumental leadership on talent retention 

Instrumental leadership is manifested in leaders who focus on assigning tasks, setting up 

procedures, and emphasizing a high level of performance (Bass and Avolio 1993; Schein 1992; 

Ogbonna and Harris 2000). Iinstrumental leadership traits are generally assumed to be 

encompassed in the transactional style of leadership paradigm (Bass and Avolio 1993; Schein 

1992; Ogbonna and Harris 2000). Even so, Dartey-Baah (2015) pointed out that the roots of 

transactional leadership belong to the old traditional leadership style, that ensures strict 

obedience to procedures and provides strict measures to manipulate potential work deviations 

and mistakes. Dartey-Baah (2015, 103) defined this leadership style as ‘a leadership approach 

founded on a contractual agreement between a leader and his followers, where each side expects 

of the other a fulfilment of the agreed terms of transaction to ensure the survival of the 

relationship existing between them.’ Rowold (2006) contends that the main traits of 

instrumental leadership are a prerequisite for supportive leadership, where skill in correcting 

mistakes is important. On the other hand, Bass et al.’s (2003) study revealed that the 

transformational/supportive leadership style did not provide extra merits over the 

transactional/instrumental leadership approach when it came to boosting organisational 

performance. Later, Chan and Chan’s (2005) empirical research, conducted on construction 

industry professionals in the UK, China, Singapore, and Australia found the opposite, and 

demonstrated the augmentation effect of transactional/instrumental leadership characteristics 

over the transformational/ supportive leadership traits in areas such as satisfaction and 

performance. Therefore, after reviewing the leadership literature, it could be said that leadership 

traits may be intertwined, and different names for leadership attributes are distinctly coupled 

with leadership styles according to individual theorists and their arguments. Moreover, effective 

leaders need both types of leadership skill to manage subordinates properly, with an obvious 

advantage to the transformational/supportive leadership style’s effectiveness; its attributes have 
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been found by researchers to augment or surpass the instrumental/transactional characteristics 

of leadership. Plenty of research found a significant and positive relationship between 

transactional/instrumental leadership and job satisfaction; for instance, Visvanathan et al.’s 

(2018) study of Malaysian manufacturing employees, in which satisfaction is indeed vital to 

their retention in the sector. Contrarily, Wu (2009), Epitropaki and Martin (2005), recorded 

higher satisfaction rates among workers with transformational/supportive leaders, than for 

followers managed by the transactional/instrumental leadership style, and hence the outcome 

was attributed to the rewards usually provided by transactional/instrumental superiors, for 

fulfilling certain assigned job tasks. The necessary association between talent satisfaction and 

retention was extensively demonstrated empirically in the previous sections. Yet, Dartey-

Baah’s (2015) research in Ghana, showed that supportive/transformational leadership is 

preferred by subordinates over the instrumental/transactional traits of leadership, as employees 

tend to be more attached and have a sense of belonging with the supportive type of leadership.  

 Table 2.3 lists the relevant studies demonstrating the influence of leadership behaviour 

on talent intention to stay at the organisation: 

Sr. Study Reference Findings 

1.  The influence of leadership 

styles on talent retention 

strategies and talent retention, 

and on its effectiveness on 

process change ‘post-merger 

and acquisition integration’ in 

the context of China.  

Zhang et al. 

(2015) 

The case study argues an effective 

leadership styles positively affecting 

talent retention in China is arguably 

distinct from those of the Western 

contexts. 

The study suggests that leadership style 

affects talent’s retention in the 

organisations in China.  

Task-focused leadership obtained 

successful retention results when 

identifying talent by exercising the 
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Sr. Study Reference Findings 

performance appraisals, then retaining 

them. 

Communication-focused leadership 

obtained successful retention results 

when staff competences are perceived as 

valued and deemed the key business 

resource. 

Relationship-focused leadership tends to 

appreciate talent’s competence related to 

business resources, therefore exerts a 

positive impact on talent’s retention. 

2.  Revisiting the impact of 

participative decision -making 

on public employee retention 

Grissom 

(2012) 

Study demonstrated positive outcomes 

of managerial competences on teacher 

turnover and retention across the public 

sector, ascribed to leadership traits that 

promote engaging employees in the 

organisational decision making. 

3.  Saratoga Institute qualitative 

study encompassing 20,000 

interviews  

Hodges 

(2008) 

Study suggests that leadership is the 

main determinant/ contributor to talent’s 

turnover. 

4.  Leadership style, 

organizational culture and 

performance: empirical 

evidence from UK 

companies 

Ogbonna 

and Harris 

(2000) 

The claim of ‘managing culture’ could 

be unwise (Ogbonna 1993), unless in 

certain situations where the 

organisational culture was empirically 

evidenced and influenced by both the 

participatory and supportive leadership 

styles; whereas, the transactional 

leadership effect is not supported.  

Leadership style can influence 

performance, by the mediation of 

organizational culture. 
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Sr. Study Reference Findings 

5.  The Impact of Training & 

Development and 

Transformational Leadership 

over Organizational 

Commitment among 

Academic Staff in Public 

Tertiary Institutions. 

Ahmad et 

al. (2017) 

Study revealed positive impact of 

training and development and 

transformational leadership style on 

academic staff’s commitment in 

Malaysian institutions, which is 

importance for workforce retention. 

 

Table 2.3. Relevant studies explored the impact of leadership behaviour on talents’ 

retention, developed by the researcher. 

 

2.22.5 Job satisfaction 

A job satisfaction section was included in the questionnaire to fulfil the research question 

regarding the effectiveness of TM programmes at ADG on talent satisfaction. Therefore, this 

section aims to measure talent attitude and predict their behaviour, as interpreted through their 

intention to stay in the organisation, which is an indicator of job satisfaction adopted from 

Brayfield and Rothe (1951, 309); Jeske and Santuzzi (2015, 66). Here, turnover intentions are 

attributed to talents happiness at the workplace, in addition to the availability of substitute job 

opportunities, as proposed by Lee et al. (2004). Hence, in this study job satisfaction, affected 

commitment and other factors were inferred to entail employee retention or turnover, provided 

the relationship between job satisfaction and turnover intentions was previously well 

established (Halbesleben and Wheeler 2008; Mulki et al. 2015). As well, studies have shown 

that supervisor behaviour with subordinates that causes employee dissatisfaction is a critical 

factor in talent leaving their jobs (Jones et al. 1996; Mulki and Jaramillo 2011; Mulki et al. 

2006). This study attempts to gauge affective organisational commitment, based on Braun et al. 

(2013, 275), since this can be linked to turnover rates. Oehley and Theron (2010) argue that low 

turnover rates tend to result from affective commitment and satisfaction. Furthermore, Meyer 

and Allen’s (1991) study revealed that consistent, ongoing organisational commitment has a 
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positive impact on employee decisions to stay with an organisation. Further, Deery and Jago 

(2015) stress that the psychological contract, organisational behaviour, commitment, and level 

of fairness, and satisfaction are all determinants in talents intentions to go or stay. This construct 

also tries to assess Organisational Citizenship Behaviour (OCB) through ‘conscientiousness.’ 

This will be elucidated in the following section, and grounded by the work of Allen and Meyer 

(1990, 6), Meyer et al. (1993, 544) and Jeske and Santuzzi (2015, 66). Typical questions 

represent this construct as listed below:  

TS1: ‘I feel enthusiastic about my work.’ 

TS2: ‘I am satisfied with my working conditions.’ 

TS3: ‘I would be very happy to spend the rest of my career with this organisation.’ 

TS4: ‘I feel emotionally attached to this organisation.’ 

TS5: ‘My attendance at work tends to be above my colleagues.’ This question was adopted 

and adapted (ibid). 

 

2.22.5.1 The impact of job satisfaction on retention 

As was mentioned earlier, there are some workplace norms to improve talent retention and 

minimise counterproductive behaviours and turnover intention. These include the 

psychological contract, WLB, organisational behaviour, satisfaction, commitment, and level of 

fairness (Deery and Jago 2015). Organisational Citizenship Behaviour (OCB) refers to a class 

of individual behaviour that is beneficial to the organisation but it is not formally associated 

with the reward scheme (Organ 1988); OCB is manifested by one of Organ’s five proposed 

dimensions, i.e. conscientiousness (examples of which could be attendance and following the 

set rules). Talent satisfaction is measured via the behavioural outcomes influenced by HRM 

practices (e.g. monitoring, incentive pay schemes), such as affective organisational 

commitment (Allen and Meyer 1991) and individually achievable OCB (Podsakoff et al. 1990; 
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Jeske and Santuzzi 2015) that represents their attitudinal commitment and guides their intention 

either to exert their efforts (as a result of enjoying the membership to the organization) or to 

quit. Much HRM research has established the significant positive impact of talent satisfaction 

about their jobs on employee retention and intent to stay (Podsakoff et al. 1990; Allen and 

Meyer 1991; Light 2004; Jeske and Santuzzi 2015; Baroda 2018). Prior research such as Light’s 

(2004), where job satisfaction was explored and positively related to employee intent to remain, 

supports the influence of job satisfaction on talent intention to stay in the workplace. Allen and 

Meyer’s (1991) study revealed that the consistency of organisational commitment has a positive 

impact on employee behavior, as anticipated, in binding the individual to the employer. Such 

an organisational psychological state would oblige talents to stay, making their intent to leave 

much less likely. In the same vein, various studies (Cotton and Tuttle 1986; Meyer and Tett 

1993; Trevor 2001; Omar et al. 2013) have tested the relationship between employee 

satisfaction and turnover and concluded that there is a negative correlation. Allen and Griffeth 

(2001) demonstrate that job satisfaction is an effective and strong predictor of talent turnover 

intent. Several studies have found a direct negative relationship between talent satisfaction in 

their jobs and their intent to leave the organisation (Cotton and Tuttle 1986; Costen and Salazarb 

2011; Trevor 2001). A Human Resources survey in 2008 found that staff who are not satisfied 

with their job would probably leave the organisation (Vandana 2017). Shah and Asad’s (2018) 

investigation on banking sector staff in Lahore showed that intrinsic and extrinsic motivation 

exerts a significant influence on employee retention, and that motivation enhances employee 

satisfaction. This relationship is mediated by the POS, as described. The said empirical 

investigation contributes academically to SET. 

2.23 Talent acquisition and retention strategies 

In order to fulfil the set objectives for this study, this construct was designed to identify the 

Human Resources practices (incorporated in TM strategies) adopted by ADG by exploring 
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talent perspectives on their organisation’s process for acquiring and nurturing talented leaders. 

Specifically, the aim was to explore and measure talent perceptions of talent attraction and 

retention strategies at AGD, via two dimensions. (These dimensions are in addition to training 

and development implied in the Leadership Development Programme construct). The first 

dimension tests the enabling and psychological empowerment initiatives which affect employee 

impact, competence, meaning, self-determination, and creativity; this is underpinned by Pan et 

al.’s (2012, 440) study, which examines the implications of supervisory support on 

subordinates’ creativity, via the effects of psychological empowerment and felt obligation in 

prompting them to exert their maximum effort, in compliance with their leaders’ 

encouragement. Moreover, it has been found that talent attraction measures overlap with talent 

retention, with the two interwoven in variables such as work autonomy, which is encapsulated 

in the employer brand determinant for talent acquisition (Lievens et al. 2005; Towers Perrin 

2005; Srivastava and Bhatnagar 2010). 

The second dimension within this construct explores talent perceptions of job 

incentives, work conditions and performance rewards, as adapted from Singh and Sharma 

(2015, 339). Similar to the first dimension within the same construct on talent attraction and 

retention (TA&R), ‘career growth’ corresponds to talent attraction and acquisition (Cable and 

Graham 2000; Highhouse et al. 1999; Lievens et al. 2005), which is also implicit in the 

employer brand determinant for talent acquisition (Srivastava and Bhatnagar 2010). Moreover, 

TA&R strategies consider ‘work conditions’ – or ‘people-orientedness’ in Highhouse et al. 

(1999) – and ‘reward strategy’ (Lievens et al. 2005), as well as ‘global exposure, all of which 

are embedded in the employer brand determinant for talent attraction, as identified in Srivastava 

and Bhatnagar’s (2010) study, which used indices of employer brand to measure talent 

acquisition, as explained in Table 2.4:  
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Variable  Source of item  Sample of item  

Financial 

Performance 

Chun (2001) 

(It) looks like a company with strong prospects 

for future growth 

Product / Service 

Brand  

 

Chun (2001), Fombrun 

(1998), Cable and 

Graham (2000) 

It invests heavily in Research & Development. 

(Fombrun 1998) 

Good Corporate 

Citizen 

 

Chun (2001), Cable and 

Graham (2000) 

It talks about integrity, which is high on my list. I 

don’t want to work for a company that doesn’t 

value integrity and morals (Cable and Graham 

2000) 

Word of Mouth 

 

Cable and Graham 

(2000), Highhouse 

et al. (1999), Lievens et 

al. (2005) 

I have heard good things about working here 

(Highhouse et al. 1999) 

Industry / Sector 

Image 

No relevant scale could 

be found 

(Items developed were based on the qualitative 

study) 

Autonomy Lievens et al. (2005) 

It is a good organisation to work if you like getting 

orders (Lievens et al. 2005) 

People-orientedness Highhouse et al. (1999) 

I would imagine they have flexible hours 

(Highhouse et al. 1999) 

Fun at Work 

Karl et al. (2007), 

Lievens et al. 

(2005) 

This is a fun place to work (Karl et al. 2007) 

Learning and 

Development 

 

Fulmer et. al. (2003), 

Highhouse 

et al. (1999), Lievens et 

al. (2005) 

A job at this company may be a dead-end job 

(Cable and Graham 2000) 

Career Growth 

 

Cable and Graham 

(2000), Highhouse 

et al. (1999), Lievens et 

al. (2005) 

Employees are offered training and development 

to further themselves professionally (Fulmer et al. 

2003) 

Reward Strategy Lievens et al. (2005) 

Working in ... (this organisation) provides you 

with a good salary (Lievens et al. 2005) 
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Table 2.4. Scales Identified from Literature, adopted from Srivastava and Bhatnagar (2010). 

 

However, other sub-factors in the employer brand may be incompatible with the specific 

research context of Abu Dhabi service governmental establishments, and perhaps more 

consistent with private sector settings. Such variables are thought to be: ‘Financial 

Performance,’ ‘Product/Service Brand,’ ‘Word of Mouth,’ and ‘Fun at Work.’ Moreover, those 

factors were found less impactful on the strength of an employer brand, based on employee 

perspectives on existing managers. Much of the research in Srivastava and Bhatnagar’s (2010) 

study employed students and graduates to examine the merits of the measures encapsulated in 

employer brand; that data was abandoned for the purposes of this investigation. Furthermore, 

the aforementioned study found that other factors embodying employer brand (‘caring 

organisation,’ ‘enabling organisation,’ ‘career growth,’ ‘global exposure,’ ‘flexible and 

ethical,’ ‘credible and fair reward strategy’) do represent the employer brand to its employees, 

and is inferred by prospective applicants (Srivastava and Bhatnagar 2010). 

 Additionally, the research employs this particular bundle of questions in an attempt to 

critically assess the effectiveness of TM programmes at ADG on talent intention to stay, which 

exhibits the effect of existing HR practices on retaining unique talent. As regards Hom et al.’s 

(2009) suggestion, HRM interventions help sustain this pool of human capital, whose 

performance levels would be difficult to replicate, and assist in reducing the possibility of talent 

being attracted by other opportunities across the global market. Thus, it explores and measures 

talent intention to stay at the organisation; building on the work of Ng and Butts (2009, 298) 

and Chami-Malaeba and Garavan (2013, 4054), it has been established that HRM interventions 

are aligned with positive predictions for talent commitment and intention to stay. To this effect, 

talent commitment is argued by various scholars to be both an immediate outcome and a 

predictor for positive behaviour (or mediator between) the following HRM practices and 

behavioural results (Applebaum et al. 2000; Macky and Boxall 2007; Wright et al. 2013): 
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• ‘work ethic and attitudes to change’ (Yousef 2000a);  

• ‘leadership behaviour and job satisfaction and job performance’ (Yousef 2000b);  

• ‘mentoring and organisational citizenship behaviours’ (Ghosh et al. 2012)  

• ‘HRM practices and intention to stay’ (Chew and Chan 2008). 

Therefore, Masterson et al. (2000) argue that when organisations implement well-

designed HRM practices, they are seen as willing to ‘go the extra mile,’ which has a positive 

impact on employee behaviour and commitment to staying at the organisation. Both measures 

of Talent Acquisition and Retention strategies, by Enabling and Empowering; and by 

Incentives, Work Conditions and Performance rewards, are built on organisational support 

theory, which implies three types of treatments by the organisation. These are, supervisor 

support, fairness, and organisational rewards, with work conditions as an additional element, 

according to Eisenberger et al. (1986).  

 SET is argued to be the main theoretical framework to assess workers’ behaviour within 

organisations (Cropanzano and Mitchell 2005). Costs vs. rewards, as elements of SET, may 

assist in understanding an employee’s emotional commitment to his/her employer, and can be 

used to evaluate relationships and social cohesion (Eisenberger et al. 1986). In this paradigm, 

profits (rewards minus incurred by employees in terms of time, stress, and commitment) are 

suggested to be equal to the rewards to be achieved in any form of social interaction, in which 

rewards are returned with respect, trust, value, acceptance, attraction, and love, and 

consideration is seen to exist between the social parties. SET emphasises self-satisfaction when 

the relationship is based on rewarding recurrent behaviour. In other words, SET emphasises the 

interdependent relationship between the employer and employee as influencing individual 

decisions to pursue or terminate the exchanges (Blau 1964; Redmond 2015). Genuine 

relationships induce effectual behaviours as well as more engaged staff (Saks 2006; 

Xanthopoulou et al. 2009). Moreover, SET is used to explicate the motivational foundation of 
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workforce behaviour and employee attitude (Etzioni 1968; Levinson, 1965; March and Simon 

1958), and argues that employees exert their efforts and show loyalty in line with the norm of 

reciprocal support (the exchange process) from employers (Mossholder et al. 2005). This 

response is deemed a clear indicator of their intention to stay in their current job (Mustapha et 

al. 2010).  

 Building on SET’s logic, which comprises two main parts: perceived organisational 

support (POS) and leader-member exchange (Ko and Hur 2014), Parzefall and Salin (2010) 

propose that POS implies HRM practices that appreciate the value of human capital (Allen et 

al. 2003), fair treatment (Rhoades and Eisenberger 2002), and multiple kinds of support 

(Eisenberger et al. 2002). Such support can include organisational fairness and employee 

benefits. The relationship between POS and employee intention to stay has not been extensively 

researched; nevertheless, existing research does consider its affirmative effect (Nargotra and 

Sarangal 2021; Prakosa et al. 2019; Ghazali et al. 2018). As well, Iqbal and Hashmi (2015) 

found an association between POS and employee retention in higher educational institutions in 

Pakistan, as mediated by psychological empowerment. To Godfrey (2010), employees show 

more commitment and are judged to be an effective part of the firm when they sense that their 

employer recognises their efforts and fosters their welfare and comfort. These findings are 

supported by Allen et al. (2003), indicating that more POS corresponds with lower turnover 

intentions. In contrast to earlier findings, however, no evidence of employee retention was 

detected in Saudi workers in the educational industry after they had obtained employer support 

(Bohassan and Muhammad 2021). 

2.23.1 Attraction and retention strategies by enabling and empowering 

Empowerment can be defined by Johenness and Chou (2017, 49) as ‘entrusting the power of 

decisions, thereby allocating more power, responsibility and ability to employees in order to 

complete their duties.’ Empowerment practices involve facilitating decision-making for 
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employees so they can carry out their job tasks independently, which results in higher loyalty, 

stimulates talent to enhance their capabilities, increases self-confidence, and encourages them 

to go the extra mile (ibid). Typical questions representing this construct are as listed below:  

EMP1: ‘I make a significant impact in my department.’ 

EMP2: ‘I possess the skills necessary for my job.’ 

EMP3: ‘My job activities are personally meaningful to me.’ 

EMP4: ‘I have significant autonomy in determining how I do my job.’ 

EMP5: ‘My organisation enables me to generate creative ideas.’ 

 Retention based on monetary compensation is vulnerable to talent loss to competitors 

with higher offers. Paying well is not enough to attain affective organisational commitment 

from top potentials (Vandana 2017), who may still leave their jobs owing to feeling 

unappreciated. Empowerment, however, is significant to talent retention (Birt et al. 2004). Birt 

et al.’s (2004) study tested the influence of empowering talent via integrating them, ensuring 

their involvement, and assigning new responsibilities and challenges. Based on employee 

perceptions, these determinants were found to be critical to retention of South African talent. 

In their research on the Malaysian manufacturing sector, Wahab et al.’s (2014) findings 

evidenced a negative correlation between perceived organisational support, which implies 

management support such as employee empowerment, and turnover intention. In other words, 

the higher the rate of perceived organisational support, the lower the talent intentions to leave 

their employers. Johenness and Chou’s (2017) research on Taiwan, which targeted critical 

HRM practices including employee empowerment, argued that these significantly and 

positively impacted on employee retention. 
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2.23.2 Attraction and retention strategies by incentives, work conditions, and 

performance rewards 

Incentives such as financial rewards were extensively cited to be a strong factor in keeping 

talent happy and engaged in the organisation. In the meantime, numerous studies conclude that 

non-monetary compensation, alongside the quality of the working environment, exhibits great 

influence in nurturing employees and subsequently mitigating employee turnover rates (Rynes 

et al. 2004). Typical questions corresponding to this construct are shown as follows: 

IR1: ‘My organisation provides onsite opportunities and a global exposure for talent.’ 

IR2: ‘My organisation provides clear career path and opportunities to progress.’ 

IR3: ‘My organisation provides strong social security and employee welfare.’ 

IR4: ‘My organisation offers salaries that are above the market rate.’ 

IR5: ‘My organisation improves work conditions to increase organizational identity.’ 

IR6: ‘My organisation offers performance-driven rewards.’ 

 

Encouraging and retaining employees by rewards has been much emphasised in the 

literature, which indicates numerous TM practices and their implications on employee’s 

retention, such as incentives, work conditions, and performance rewards (Rynes et al. 2004; 

Singh and Sharma 2015). Overwhelming evidence has demonstrated that incentives are one of 

the top factors in the ability to poach and retain talents. In the meantime, numerous studies 

conclude that non-monetary compensation, alongside the quality of the working environment, 

contributes significantly to nurturing employees and subsequently mitigating their turnover 

rates and enhancing retention (Rynes et al. 2004). Hytter’s (2007) study explored retention 

strategies in France and Sweden and highlighted some workplace factors that exerted indirect 

impact on employee retention, such as physical working conditions, career opportunities, 

balance between professional and personal life, rewards, provision of training and skills 
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development. Scott et al. (2010) studied social support, flexibility, and work-life balance and 

concluded that they have a direct effect on employee retention. Singh and Sharma (2015) whose 

research was held in the UAE, shed great emphasis on employee stock option schemes (ESOS) 

which were shown to be effective in attracting and retaining talent. This retention strategy 

encompasses granting employees the privileged ‘option’ to buy shares at a certain price for 

long-term retention; nurturing, e.g. promoting the organisational identity; it overlaps with other 

factors, including employee welfare; providing a suitable and friendly work environment; 

establishing social security, which can add to and supplement other measures such as gathering 

feedback; providing mentoring and coaching interventions, off-the-job training and on-

site/external career development programmes. To Kong et al. (2012), this measure involves 

career development which emphasises improving career’s core competencies of the employee 

so, it focuses on career motivation, identification, personal meaning, networks and 

communication in addition to career’s related skill and knowledge. Similarly, Almaaitah et al.’s 

(2017) empirical research on the public health sector of Arab countries is consistent with the 

foundation of SET in finding that compensation and career development are positively related 

to employee retention. 

2.24 Turnover Intention  

Turnover intention is ‘the behavioural intentions illuminating an individual’s intention to leave 

or stay and is considered to be the primary antecedent or actual turnover behaviour’ (Hellman 

1997). Turnover intention is a sub-factor under ‘Talent Attraction and Retention,’ and it is 

separated here to examine whether there is a significant relationship between it and all other 

factors and sub-factors. The focal tenet of TM is to sustain the flow of human capital with 

unique competences in the most pivotal roles, in order to respond to organisational 

competitiveness, as implied in Collings and Mellahi’s (2009) definition of STM (Bjorkman et 
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al. 2013). Research has found that talent tend not to leave the organisation when they perceive 

their employer as offering support (Zhao et al. 2007). In the same way, Rhoades and 

Eisenberger’s (2002) study revealed a correlation between perceived organisational support and 

employee intention to stay or leave the organisation. However, both Lazarova and Caligiuri 

(2001) and Stahl et al. (2009) argue that employee turnover is dependent on subjective 

perceptions of whether the support received by the employer is worthwhile or not; this is 

regardless of an objective assessment of labour retention practices undertaken by the 

organisation. This single-item scale could be criticised for having only one question; however, 

‘good reliability’ can be returned from a one-item measure, in addition to ‘good face validity’ 

(Bergkvist and Rossiter, 2007). Besides, one-item scales are widely employed in studies 

predicting turnover behaviour (Cho et al. 2009), as follows: 

TI: ‘I intend to work for the long-term in my organisation.’ Adopted/adapted from Ng 

and Butts (2009, 298) and Chami-Malaeba and Garavan (2013, 4054). 

Existing literature has stressed the robust relationship between employee perception of 

STM practices and retention, as interpreted through employee turnover intention. This is in 

addition to organisational outcomes such as lower turnover intention rates across the 

organisation (Meyers et al. 2014; Paul and Anantharaman 2003). The table below summarises 

studies conducted on employee/talent turnover intentions: 

Sr. Study Reference Findings 

1  Impact of perceived 

organisational support on 

employee turnover 

Rhoades and 

Eisenberger 

(2002) 

The study found a mean corrected 

relationship between perceived 

organisational support and employee 

intention to stay or leave the organisation 

2  TM Strategies Impact on 

Turnover intentions 

Singh and 

Sharma (2015) 

The need to address long term retention 

strategies among UAE organisations, i.e. 

supporting personal growth, succession 
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Sr. Study Reference Findings 

planning and developing leadership related 

competences. 

3  Retaining repatriates: 

The role of organisation 

support practices 

Lazarova and 

Caligiuri (2001) 

Negative relationship was found between 

the international assignee and his/her 

intention to stay or leave the employer 

4  Predictors of turnover 

intentions in learning-

driven and demand-driven 

international assignments: 

The role of repatriation 

concerns, satisfaction with 

company support, and 

perceived career 

advancement opportunities 

Stahl et al. 

(2009) 

5  A three-component 

conceptualisation of 

organisational commitment 

Meyer and Allen 

(1991) 

Ongoing organisational commitment 

discourages an employee from leaving the 

organisation. 

6  Frequent Change and 

Turnover Intention: The 

Moderating Role 

of Ethical Leadership.  

Babalola et al. 

(2016) 

Results revealed that the leadership style 

elevates talent sustainability. Study 

demonstrated that ethical leadership 

behaviour can mitigate job change and 

turnover intentions via social learning and 

employee organisational belonging, which 

in turn reinforces employee self-esteem. 

7  Leadership style, 

salesperson’s work effort 

and job performance: the 

influence of power distance 

Mulki et al. 

(2015) 

Instrumental leadership has positive effects 

on employee performance such as making 

extra efforts. The relationship between 

satisfaction with participative/ instrumental 

supervisor and turnover intention is 

insignificant.  
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Sr. Study Reference Findings 

8  Talent and leadership 

development practices as 

drivers of intention to stay 

in Lebanese organisations: 

the mediating role of 

affective commitment 

Chami-Malaeba, 

and Garavanb 

(2013) 

Authors propose that there is a direct 

relationship between leadership 

development practices and affected 

commitment and intention to stay. Also, 

they propose that talent and leadership 

development acts as predictor for both 

affected commitment and intention to stay. 

9  Strategic Talent 

Management in Emerging 

Markets and Its Impact on 

Employee Retention: 

Evidence from Brazilian 

MNC. Examining the 

various STM practices by 

MNC on employees’ 

turnover 

Ambrosius 

(2018:53) 

Study revealed that organisational support 

and perceived career opportunity are 

negatively correlated to Brazilian 

employees’ intention to leave, while 

training and development is positively 

related. Furthermore, it is found that 

perceived career opportunity moderates 

these relationships 

Table 2.5. Studies investigating employee turnover intentions. Developed by the 

Researcher. 

 As applied to my study, the above theories indicate that I would expect my independent 

variables (IVs) to influence or explain the dependent variable (talent retention and intention to 

stay at ADG) based on the logic of each theory and the rationale offered below. My independent 

variables are: (Leadership Development Programme, Leadership Development Effectiveness, 

Performance Appraisal, Attraction and Retention by Empowerment, Attraction and Retention 

by Incentives, Work Conditions and Performance Rewards, Participative Leadership, 

Supportive Leadership, Talent Satisfaction). 
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2.25 Research conceptual model 

The research was conceived and developed based on the theoretical foundation drawn from the 

extant literature, as described above. The researcher has adapted the most useful aspects and 

developed a working model for ADG as elaborated in Figure 2.9. 

 

Figure 2.9. Detailed Research Model, developed by the researcher from the extant 

literature. 
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Figure 2.10. Summary of Conceptual Framework Relationships (Proposed Research Model). 
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branding/institutional culture/leadership behaviour and job satisfaction) on talent 

remaining at ADG? 

• Is the (Western) developed and tested model and conceptual framework effective in 

implementing TM and is it capturing the critical factors influencing talented leaders’ 

intention to stay, in the Emirati public sector (ADG)?  

 First, the literature points to the scarcity of research on strategic TM, practices, 

effectiveness, components, strategies, and approaches in general; and research held on the 

Middle East region and the UAE in particular (Berger and Berger 2011; Vinod et al. 2014; 

Budhwar and Mellahi 2007; Collings and Scullion 2012; Cui et al. 2017; CIPD 2015a; Schuler 

and Tarique 2009; Hofmann 2010; Iles et al. 2010; Stewart and Rigg 2011; Singh et al. 2012; 

Tatoglu et al. 2016). Therefore, this study intends to address these issues by answering the first 

research question. 

 Second, the literature on Talent Management has revealed a range of conflicting views, 

resulting in confusion and a lack of clarity. Both academics and business experts tend to focus 

on definitions, approaches, and procedures – seeking one model or approach to fit TM broadly. 

The majority of TM models were proposed without being tested, as most are too abstract and 

lack practical implications (Sidani and Al Ariss 2014; Vinod et al. 2014; Singh et al. 2012; 

Lepak et al. 2007; Collings and Mellahi 2009; Tsui et al. 1997; Boxall et al. 2008; Wood 1999; 

Pfeffer 1994; 1998; Lepak and Snell 2002; Cappelli 2008a; Smilansky 2006; Sparrow 2007; 

Stahl et al. 2007; Becker and Gerhart 1996; Becker and Huselid 2006; Boudreau and Ramstad 

2007; CIPD Change Agenda 2006; Ashton and Morton 2005). Therefore, developing an 

adequate strategy for TM could be achieved through responses to the second research question. 

However, to answer the above compound question number 2, the following hypotheses were 

formulated, consisting of: LDE – Leadership Development Effectiveness, PA – Performance 

Appraisal, EMP – Attraction and Retention by Empowerment, IWR – Attraction and Retention 
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by Incentives, Work Conditions and Performance Rewards, LDP – Leadership Development 

Programme, TS – Talent Satisfaction, PL – Participative Leadership, SL – Supportive 

Leadership, IL – Instrumental Leadership: 

 To assess the effectiveness of the implementation of TM programmes at ADG on 

talents’ retention, the following sub-questions were identified in order to help map the analysis 

undertaken within this study with each of the main four research questions, respectively: 

• What is the impact of implementing TM programmes at ADG on talent’ retention and 

intention to stay at ADG? 

• What is the impact of TM effectiveness on talent retention and intention to stay at ADG? 

• What is the impact of management appraisal on talent retention and intention to stay at 

ADG? 

• What is the impact of implementing attraction and retention strategies by empowerment 

on talent retention and intention to stay at ADG? 

• What is the impact of implementing attraction and retention strategies through attraction 

and retention by incentives, work conditions, and performance rewards on talent 

retention and intention to stay at ADG? 

• What is the impact of talent satisfaction on his/her retention and intention to stay at 

ADG? 

• What is the impact of employer branding/participative leadership behaviour on talent 

retention and intention to stay at ADG? 

• What is the impact of employer branding/supportive leadership behaviour on talent’ 

retention and intention to stay at ADG? 

• What is the impact of employer branding/Instrumental leadership behaviour on talent 

retention and intention to stay at ADG? 
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 Studies have revealed that talent development practices have positive implications for 

talent intention to stay in the organisation (Datta et al. 2005; Zacharatos et al. 2005). Similarly, 

Ng and Butts (2009) and Chami-Malaeba and Garavan (2013) found a positive influence on 

talent intention to stay when organisations implement retention practices, as a result of 

increased affective commitment.  

 The following hypotheses, therefore, emerged: 

 

Null Hypothesis = H0 = Leadership Development Programme has no influence on talent 

retention at ADG-affiliated organisations. 

 

Alternative Hypothesis = H1 = Leadership Development Programme has a positive 

influence on talent retention at ADG organisations. 

 

Null Hypothesis = H0 = Leadership Development Effectiveness has no influence on talent 

retention at ADG-affiliated organisations. 

 

Alternative Hypothesis = H2 = Leadership Development Effectiveness has a positive 

influence on talent retention at ADG organisations. 

 

In addition, several studies highlighted the inevitable relationship between the performance 

appraisal function, which intertwines employee development, evaluation and retention. These 

studies found a strongly associated positive effect of adopting continuous and fair feedback and 

performance appraisal on enhancing talent turnover intent and retention rates at the 

organisation. A handful of research have empirically confirmed the above argument, such as, 

but not limited to, Singh (2000), Poon (2004), Zhang et al. (2015), Mbugua et al. (2015), Singh 



 

143 

and Sharma (2015), Johenness and Chou (2017), and Isa et al. (2018). Therefore, the 

conforming hypotheses were educed as follows: 

 

Null Hypothesis = H0 = Performance Appraisal has no influence on talent retention at ADG-

affiliated organisations. 

 

Alternative Hypothesis = H3 = Performance Appraisal has a positive influence on talent 

retention at ADG organisations. 

 

The literature indicated numerous TM practices and their effects on employee retention, 

such as enabling and empowering talent (Pan et al. 2012), incentives, work conditions, and 

performance rewards (Singh and Sharma 2015). Similarly, Bethke-Langenegger et al.’s (2011) 

study exploring TM strategies reported the positive impact of TM initiatives on leader 

satisfaction, commitment, motivation, trust, and retention. Accordingly, this investigation was 

conducted in order to find out the relationship between implementing the said practices and 

their effect on talent retention at the ADG. The corresponding hypotheses below were 

formulated in order to fulfil this objective: 

 

Null Hypothesis = H0 = Implementing attraction and retention strategies by Attraction and 

Retention by Empowering has no influence on talent retention at ADG-affiliated 

organisation. 

 

Alternative Hypothesis = H4 = Implementing attraction and retention strategies by Attraction 

and Retention by Empowering has a positive influence on talent retention at ADG 

organisation. 
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Null Hypothesis = H0 = Implementing attraction and retention strategies by Attraction and 

Retention by Incentives, Work Conditions, and Performance Rewards has no influence on 

talent retention at ADG-affiliated organisation. 

 

Alternative Hypothesis = H5 = Implementing attraction and retention strategies by Attraction 

and Retention by Incentives, Work Conditions, and Performance Rewards has a positive 

influence on talent retention at ADG organisation. 

 

 Likewise, Hughes and Rog (2008) emphasise the key elements of TM preferred practice 

that will elevate the initiatives of Human Resources Management, with the support of the 

culture, and line manager and supervisor accountability. The literature identified several 

barriers to the implementation of TM in various contexts, and in the Middle East region and 

the GCC countries (Singh et al. 2012). For instance, demographic capabilities, predominant 

leadership style (Collings and Scullion 2011; WorldPopulationReview 2019), the culture of 

local management across the UAE (Sidani and Al Ariss 2014), turnover intentions (Singh 

and Sharma 2015), drain in managerial competences (Palframan 2008; Weir 2008; Abdullah 

et al. 2010; Vinod et al. 2014) and the high demand for national labour (Branham 2005a; 

2005b; Brewster et al. 2005; Singh et al. 2012). Consequently, this investigation was devoted 

to highlighting those inhibitors, notably in the ADG sector in the UAE. The associated sub 

research questions are as follows: 

• What is the prevailing leadership behaviour of management at ADG-affiliated 

departments? 

(Described/other tests will address the above question). 

• What is the impact of the prevailing leadership behaviour on talent retention at ADG-

affiliated departments? 
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The hypotheses below were formulated to fulfil the research objective and respond to the 

above research question: 

Null Hypothesis = H0 = The participative leadership style for the management has no 

influence on talents’ retention at ADG-affiliated organisations. 

 

Alternative Hypothesis = H7 = The participative leadership style for the management has a 

positive influence on talent retention at ADG organisations. 

 

Null Hypothesis = H0 = The supportive leadership style for the management has no 

influence on talent retention at ADG-affiliated organisations. 

 

Alternative Hypothesis = H8 = The supportive leadership style for the management has a 

positive influence on talent retention at ADG organisations. 

 

Null Hypothesis = H0 = The instrumental leadership style for the management has no 

influence on talent satisfaction levels, performance, and retention at ADG-affiliated 

organisations. 

 

Alternative Hypothesis = H9 = The instrumental leadership style for the management has a 

positive influence on talent retention at ADG organisations. 

 

Finally, the last research question will be answered by Structural Equation Modeling (SEM) 

analysis, which tests the theoretical models (the measurement and the structural models). 
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2.27 Summary of Research Hypotheses 

Sr. HN Statement 

H: Leadership Development LD has a positive effect on dependent variable DV. 

1.  H1 

Leadership Development Programme has a positive effect on talent 

retention/intention to stay at the organisation. 

2.  H2 

Effectiveness of Leadership development has a positive effect on talent 

retention/intention to stay at the organisation. 

3.  H3 

Managing talent performance has a positive effect on talent retention/ 

intention to stay at the organisation. 

H: Retention Strategies RS have a significant relationship with dependent variable DV. 

4.  H4 Talent Retention: Incentives, work conditions, and performance rewards 

have a positive effect on talent retention/intention to stay at the organisation. 

5.  H5 Talent Retention: Enabling and Empowerment has a positive effect on talent 

retention/intention to stay at the organisation. 

6.  H6 

Talent satisfaction has a positive effect on talent retention/intention to stay 

at the organisation. 

H: Leadership Behaviour LB has a positive effect on dependent variable DV. 

7.  H7 

Participative Leadership has a positive effect on talent retention/intention to 

stay at the organisation. 

8.  H8 

Supportive Leadership has a positive effect on talent retention/intention to 

stay at the organisation. 

9.  H9 

Instrumental Leadership has a positive effect on talent retention/intention to 

stay at the organisation. 

Table 2.6. Summary of Research Hypotheses, developed by the researcher. 
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2.28 Research framework and hypotheses model  

In statistics parlance, the nine identified factors associated with STM are analysed in terms of 

their impact (in either positive or negative direction) and their contribution to predictive 

capabilities in terms of the level of retention (which is defined as the outcome or dependent 

variable); in addition, the contribution of other internal organisational/cultural and external 

factors is examined. The hypotheses (H1, H2, H3, H4, H5, H6, H7, H8, and H9) were tested 

accordingly. Hence, Figure 2.11 represents the study’s conceptual model of strategic TM 

implementation and its effectiveness on talent’s retention and intention to stay, along with the 

associated research hypotheses. 

 

H 

 

 

 

  

 

 

 

 

 

 

 

 

Figure 2.11. Research framework and hypotheses, developed by the researcher. 
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2.29 Chapter summary 

The above debate focused on STM and addressed it within the context of the Arab Gulf Region. 

It highlighted the institutional and cultural forces constraining implementation of STM in that 

setting, including the ‘burden’ laws embodied in nationalisation. Three pressures and 

propositions of the way organisations adapt to nationalisation were discussed, including how 

they balance its constraints as they strive to sustain global legitimacy through STM 

competitiveness, while remaining consistent with legal legitimacy, such as the GCC’s 

localisation programmes, in the national context.  

 The scarce research into the GCC regional context shows that while organisations tend 

to exhibit understanding of TM and its processes, they do not adopt formal programmes to 

manage their talent. Nevertheless, TM processes are implemented in select GCC organisations, 

but along two discrete channels for locals and foreign talent. As well, the literature explained 

typologies of the retention strategies adopted by organisations that are ‘assumed’ to be firmly 

interrelated with overall organisational strategy, long-term goals, and sustainability. There is 

some evidence that the best practices of effective STM may be incompatible with the Arab 

identity. This makes it crucial to design differentiated STM plans that focus on the prevalent 

culture of talent, and what motivates that talent to compete for national leadership roles. Other 

regulatory changes need to happen in order for the region’s labour market to function more 

efficiently. 

 The literature also discussed the embodiment of employer brand, and how this can 

attract prospective talent to an organisation. 

 Employee value proposition is a part of formal employee branding. Refining this 

proposition has a significant effect on attracting and retaining talent. That drivers that arguably 

support an effective TM strategy were discussed, followed by the relevant challenges of TM 

from the perspective of academia and HR practitioners. 
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 TM design is a strategically-driven process that requires coupling its initiatives with 

business priorities. The literature has also proven that management’s emotional labour is 

effective in implementing a successful TM strategy, by clearly aligning the organisational 

objectives with career development and incentives. There are external and internal factors 

impeding effective implementation of a TM strategy, such as a lack of line manager proficiency. 

The lack of common definition to TM is a disadvantage, and every failure to address the 

contextual forces serves as a challenge to the global TM practice. The chapter concluded by 

constructing the research hypotheses, along with addressing and justifying their underlying 

theories. In the chapter that follows, a critical review of the theoretical perspective will be 

argued. 
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CHAPTER THREE: STRATEGIC TALENT MANAGEMENT IN ABU DHABI 

 

This chapter discusses TM matters in the GCC region, then in the UAE, and finally in Abu 

Dhabi, more specifically within the Abu Dhabi public sector. It introduces the context under 

study, explains the understanding and practice of TM in this context, and highlights why this 

particular context should be examined.  

3.1 Why cite the GCC region in this research? 

The GCC region is cited in this research because the UAE lies in the Arab Gulf Region, and 

there is little research in this context. Moreover, Gallardo-Gallardo et al. (2020) argue that the 

published studies on TM have underappreciated the settings (country and organisation) in which 

TM development was described as disappointing. The analytical focus on TM research was 

more on the meso (organisational) level, while the macro (country/national) and micro 

(individual) levels were marginalised (Sparrow 2019). Hence, the institutional literature 

indicates that organisations within the same setting tend to adopt similar strategies and 

practices, as indicated by the isomorphism theory (DiMaggio and Powell 1983).  

3.2 Strategic TM and importance in the GCC region context 

In spite of the popularity of TM research over the past decade, there is a noticeable lack of 

pertinent evidence on TM implementation and practices by organisations in the MENA and 

GCC region (Biygautane and Al-Yahya 2014); instead, the focus has been on strategic TM and 

effectiveness, separate from context and its relevant determinants (Thunnissen et al. 2013). 

Similarly, in the handful of research that contextualised TM, limitations were related to the 

significance of the identified context-specific factors, with lesser interest on the implementation 

and behavioural aspects, as stated by Thunnissen and Gallardo-Gallardo (2017). Employee 

retention is a strategic initiative to sustain organisational competitiveness. Organisations are 
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also concerned with how to tailor TM strategy commensurate to the national context (El 

Dahshan et al. 2018). Hence, it has been emphasised in the current TM literature that 

understanding TM is context-bound (within a single organisation), and there is no one-size-fits-

all version (Gallardo-Gallardo et al. 2020).  

 Within the GCC context, TM is defined as ‘the local government policies, tools, 

processes, HR practices, and mechanisms put in place to educate, attract, retain, and develop 

talent’ (Biygautane and Al Yahya 2014, 22). AlMannai et al.’s (2017) quantitative study on 

Bahrain Post found that TM strategies returned positive outcomes in sustaining a competitive 

advantage, by 62.2%. Moreover, the results indicated that the talent development measure was 

ranked the most impactful strategy on competitive advantage, followed by the attraction 

strategy and the preservation strategy; succession was the least influential strategy. In terms of 

the TM dimensions that enhanced competitive advantage, the aforementioned study ranked 

quality, then creativity, followed by excellence, responsiveness, and eventually, efficiency. 

Such findings show the need to support subordinates’ creative ideas through providing 

incentives and rewards. This also implies incorporating workers into leadership and managerial 

aspects. 

3.2.1 Geographic and economic situation  

This section refers to the case of the UAE as studied within the bounds of this research. The 

extracted literature refers to the TM strategies adopted in the non-Western context of the GCC, 

which is closest to the research region. This region is significant owing to its economic 

prosperity since the discovery of oil and gas. After the dramatic drop in oil prices during 2014, 

the importance of economic diversification to prevent future serious fiscal deficits was made 

clear. The GCC realised the need to reduce over-reliance on oil resources so as to sustain its 

political stability and economic success, particularly in light of its incompetent entrepreneurial 
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culture; thus, the need to develop local talent arose (Biygautane and Al Yahya 2014). This 

setting is characterised by its well-developed infrastructure, its natural resources, and economic 

advantages, which have made it attractive to multinational corporations. In addition, this 

particular context has been attempting to adapt its stance to the universal position of TM, as 

part of an effort to manage talent and advance its practices in this specific field. However, this 

has led locals to quit their jobs; thus, the recruitment of foreigners has dominated in order to 

sustain competitive advantage and legitimacy, while abiding by the imposed localisation 

policies, described as ‘Emiratisation.’ ‘Established in 1981, the GCC countries are historically, 

geographically, and culturally linked’ (Sidani and Al Ariss 2014, 216). All are Arab countries 

located in the Arabian Peninsula of Southwest Asia close to each other, and Islam is the 

prevalent religion; all were subjected to a colonial history, and they share the benefit of 

producing oil and gas. The oil and gas revolution led workers from the neighbouring countries 

(known among the context of GCC as expatriates) to occupy an unprecedented three quarters 

of jobs, while Emiratis continue to leave their positions as a result of attractive economic 

prosperity, as well as government reliance on this non-local segment (Sidani and Al Ariss 2014, 

216; Najjar 2013).  

3.2.2 Implications for the ratio of expatriates versus locals in the workforce  

The above has caused social problems within organisations and created unemployment across 

the local pool, owing to the lower capabilities of domestic talent compared to inbound talent, 

and their inability to fulfil the needs of organisations. This has played a major role in local 

unemployment and has inspired organisations to hire expatriate managers. Saudi 

unemployment hit over 30% of its population in 2010, a figure constituted by young and female 

labour (Shediac and Samman 2010). Between the year 1990 and 2013 the number of expatriates 

in the UAE increased from 9 million in 1990 (rated at 48%) to approximately 21–24 million 

(rated at 73% of the entire workforce) in 2013 (Dito 2008; Hyslop 2012; Najjar 2013). In 



 

153 

addition, non-local workers exceeded 90% of the entire working pool in the UAE, Kuwait, and 

Qatar, while the percentage of expatriates remained slightly lower in Oman, Bahrain, and Saudi 

Arabia. Moreover, the Economic Intelligence Unit (EIU 2009) forecast an increased demand 

for human resources, coupled with a limited supply, which would not subside until 2020. It was 

predicted that the continuous need for such inbound manpower would not be filled, especially 

with the huge investments and development in educational reforms across the region, as claimed 

by Naithani and Jha (2010). Hence, the government in this region responded to the huge 

disparity between expatriate/local workers by enforcing localisation initiatives/plans to hire 

Emirati labour in lieu of foreign counterparts (Ebrasu and Al Ariss 2012; Forstenlechner and 

Mellahi 2011). Compliance with nationalisation plans is monitored by the government; 

however, nationalisation ratios vary between public and private sectors and across GCC 

countries as well. For example, ‘in 2011, nationalization rates in the private sector varied 

between 1% in Qatar to 20% in Bahrain. At 59%, Saudi Arabia had the highest increase in 

nationalisation during the same year, compared with 15% for Qatar’ (Sidani and Al Ariss 2014, 

216). 

 Inevitably, the contemporary localisation rules are problematic for employers in 

managing talent; the process of attracting, developing, and retaining the required talent (both 

local and foreign) has become a ‘dilemma’ with a multitude of hurdles, and is under 

investigation by TM practitioners and academics. Furthermore, from this situation the necessity 

of implementing TM has evolved in order to grow a reservoir of talent and sustain the flow of 

a distinct cadre of talent in governmental establishments.  

3.2.3 The pressures of TM in the context of the GCC region  

Organisations are likely to imitate the practices of others owing to three main sources of 

pressure: coercive, mimetic, and normative. Coercive reasons refer to the distinction in power 
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between various actors; for instance, regulations imposed by government, such as the 

localisation initiative. Nationalisation policies insist that any organisation must hire a 

percentage of its workforce from the local pool, which constitutes a significant impediment to 

rational TM processes (Schuler et al. 2011; see table 2.3). The mimetic pressure stems from 

institutions’ motivation to imitate TM practices that are adopted by successful, mature 

organisations (Boxenbaum and Jonsson 2008; Haveman 1993). In other words, these pressures 

issue from the push for a competitive advantage, which requires the employer to acquire, 

develop, and nurture the best existing talent in the job market, skirting nationalisation 

regulations. The coercive and mimetic pressures in the context of the GCC are assumed to be 

of concern, as they function in direct opposition to an effective TM process. On the one hand, 

there are localisation restrictions, while the mimetic pressures inspire employers to embrace 

and implement the best practices of TM. The third pressure is normative, and emanates from 

certain actions and decisions that are perceived to be more common, hence more attractive, thus 

implemented by companies (Suchman 1995). There are different reasons why companies wish 

to follow the norm. Sometimes, adopting a specific system or configuration might be perceived 

as the ‘morally’ right decision (Boxenbaum and Jonsson 2008). Sidani and Al Ariss (2014, 222) 

argue that normative pressures function along two lines, based on the power of the contextual 

elements and senior management perception of such factors, which is guided by organisational 

behaviour and implicit beliefs and values – for instance, when management perspective leans 

towards implementing nationalisation, i.e. locals’ right to be hired and developed. Yet, 

localisation restrictions may constitute a ‘moral burden’ when managers prefer to adopt global 

equity. This is in addition to other internal and external factors pointed to in earlier studies, as 

outlined by Farndale and Paauwe (2007) and Schuler et al. (2011). Some studies outlined the 

diverse challenges employers face in attracting and retaining national talent in the private sector, 

while the situation is more optimistic in the public sector. Meanwhile, the private sector 
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possesses certain advantages as depicted in the psychological contract between GCC national 

talent and line managers in private corporations, which reported a relatively high level of 

engagement and satisfaction compared to public sector settings, according to a study by Singh 

et al. (2012). Therefore, there is evidence that a broader set of factors apart from pay 

propositions, which are superior in the public zone, are being prioritised as more significant to 

a long-term strategy to retain talents from GCC nationals. Table 3.1 captures the global talent 

challenges. However, Global TM is a separate area of study, which is why the author did not 

include a more thorough review of that literature. 

Forces and Shapers Global Talent 

Challenges 

HR Policies and 

Practices 

Results 

• Globalisation 

• Demographics 

• Demand and 

Supply of 

workers 

• Right numbers 

• Right location  

• Right 

competencies and 

motivation 

• Right price 

• HR planning  

• Staffing 

• Training and 

Development  

• Performance 

Appraisal 

• Compensation 

• Talent 

positioning 

• Competitive 

advantage 

• Employer 

branding 

Table 3.1. Talent Challenges and Global Talent Management Initiatives – with minor 

adjustments, adopted from Schuler et al. (2011).  

 Boxenbaum and Jonsson (2008) argue that organisations resort to two kinds of 

behaviour in the quest to confront and balance the abovementioned opposing and competing 

forces, by ‘decoupling,’ which is translated by their ‘facade’ or ‘symbolic’ adherence to the 

regulatory restrictions – that may run contrary to the organisation’s competence – so as to 

improve their prospects. Deephouse (1999) explains how organisations can react strategically 

to these opposing pressures – conformity and differentiation – according to the strategic balance 

theory; thus, firms attempt to be similar and distinctive at the same time. Conformity promotes 

legitimacy (such as adhering to the imposed nationalisation rules), whereas differentiation 
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fosters their legal legitimacy and sustains their economic survival globally, while shrinking the 

competition (through adopting the recommended global TM practices). Referring to Edelman’s 

(1992) investigation on Equal Employment Opportunity (EEO), Sidani and Al Ariss (2014, 

218) conclude that organisations can ‘adapt and grow’ ceremonial localisation or 

‘internalisation,’ as introduced by Kostova and Roth (2002), to recruit from the local pool even 

without conviction in its merits, in order to abide by the legal constraints, while implementing 

sufficient TM to survive in the global economy. This would lead to the symbolic 

implementation of TM, e.g., increasing the ratio of local workers in non-pivotal positions, 

which would never shape genuine TM. However, Rutledge et al.’s (2011) study found that 

localisation helped build indigenous talent and was successful in attracting indigenous female 

candidates in the GCC. Nevertheless, Edelman (1992) argues that even when organisations 

practice ‘decoupling,’ it does not speed up their progress in sustaining equal opportunities in 

employment.  

3.3 TM practices and implementation in the GCC region  

Sidani and Al Ariss (2014) conducted a qualitative study, on a number of different 

establishments, including multinational, regional, and local organisations across GCC 

countries: Bahrain, Kuwait, Oman, Qatar, Saudi Arabia, and the UAE. Below are the themes 

that emerged from the interviews: 

3.3.1 Implementation of TM processes  

Sidani and Al Ariss’s (2014) research findings indicated that most research participants 

perceive the meaning and function of TM (see table 2.4). However, a divergence in TM 

processes adopted by organisations operating in the region was noticed with respect to the 

efficiency of TM processes compared to those adopted by Western contexts, which may affirm 

that, as Sidani and Al Ariss (2014) say, ‘The region still lags in TM processes.’ The situation 

excludes the multinational corporations (MNC) that embrace the best practices from their main 
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branch outside the GCC, in order to keep their key talent, which in turn sustains their value 

globally. Moreover, the former investigation revealed that almost all local and regional firms, 

apart from MNC, pretend to espouse TM, while in reality employers struggle to institute 

efficient TM programmes with the relevant and appropriate processes. MNC’s success is 

attributed to the culture imported from the main country as well as their ability to surmount the 

regulatory pressures, in contrast to local and regional firms. That is, the culture results in more 

engagement and retention rates among talent (Sidani and Al Ariss 220). 

3.3.2 Leadership involvement in TM processes 

Surprisingly, Sidani and Al Ariss’s (2014) investigation revealed that various segments of 

employees, including leaders and line managers, share TM functions aside from the role of HR 

Division. This is also in line with the converged and advanced TM processes emphasised in the 

literature (Hughes and Rog 2008).  

3.3.3 Two TM approaches in the GCC region 

Sidani and Al Ariss (2014) found that organisations in the various GCC countries adopt 

different systems to manage their local and expatriate talent. They pointed out that organisations 

confront significant challenges while approaching the two classes of talent potential. The two-

tier system will be elaborated later in subsections on the use of talent attraction, selection, and 

retention strategies in managing the two talent categories through performance, compensation, 

and training and development:  

3.3.4 Attracting, selecting, and developing talent  

In terms of identifying and managing foreign talent in GCC countries, talent is the non-local 

employee with the potential ‘to respond to business needs immediately after employment,’ also 

classified as ‘hired talents’ (Sidani and Al Ariss 2014, 219). The rationale behind recruiting 

foreign talent is that this cohort possesses the competences which can be utilised immediately, 

when paired with orientation and a short training and development path. However, 
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organisations expect very little immediate return when attracting local talent; they plan for the 

long term in training and development and return of investment. Yet it is worth nothing that 

they spend large amounts of money and resources to attract talented expatriates, while not being 

ready to spend on their development. Organisations utilise outsourcing agreements to hire non-

locals, while appointing locals in non-pivotal positions.  

 Another factor that inspires regional organisations to adopt such approaches stems from 

the expatriate attitude of working for a certain limited period of time before returning to their 

country of origin, e.g. when their children reach school age. Thus organisations tend to invest 

less in this segment and are willing to observe the local laws and accommodate the recruitment 

quota. However, it is reported that many employers do not classify locals as talents; rather, they 

are seen as workers to meet the regulatory localisation rules. To conclude, locals are embedded 

in the TM process without returning serious commitment, owing to not being offered 

development. This creates a real obstruction to achieving TM as based on the literature. The 

return of investment in domestic talent is not thought to be worthwhile. Nonetheless, the return 

of expectations may pay off in the long term. According to the EEO, the decoupling approach 

adopted in managing talents inhibits talented foreigners from being effectively included in TM 

and causes their disengagement from such TM initiatives. 

3.3.5 Managing talent performance  

Particularly in governmental organisations, attendance is monitored electronically and is used 

for performance appraisal. Table 3.2 displays a template that suggests difficulties with TM 

practices in the GCC setting: 

1. The dynamics are different for local 

talent versus expatriate talent 

Different motivational points, expatriates want financial 

compensation 

 Different evaluation criteria 

 Low willingness to develop foreign talent. They invest in 

‘ready’ foreign talent 
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 Entitlement culture for locals 

 Perceptions of inequality among expatriates 

 Large turnover of local talent 

 Lots of competition for foreign talent 

 Compensation is not the key driver for local talent 

2. The region lags behind in terms of TM Only multinationals, for the most part, are able to manage a true 

TM process 

 Most rated their companies as average or below average in terms 

of the TM process 

 Divergence of practices between local companies and 

multinationals 

3. Female talent has picked up but still 

lagging behind  

Many inter-country differences 

 Women have come a long way, but things are changing 

 Saudi Arabia seems to be making slower developments 

4. Traditional management styles pose 

an impediment to the development of 

a TM process  

In terms of improving TM processes, the Arab Spring will not 

spill over to the corporate world 

 Stereotyping talent  

 The transition will be slow 

 The General Manager as a Sheik in a sheikhocracy 

 The Arab spring negatively impacted business operations in 

some Arab countries 

 The link between TM and competitive advantage is not clear 

 Nepotism and ‘Wasta’ still pose a problem 

Table 3.2. Sidani and Al Ariss’s (2014) Research Template. Adapted from Sidani and Al Ariss 

(2014, 219) 

3.4 Retention strategies in the GCC region 

3.4.1 High performance work systems  

High Performance Work Systems (HPWS) are integrated HR strategies that help to elevate 

organisational performance and contribute to employee retention, via reinforcing employee 

wellbeing (Qureshi 2019). Such practices include training, performance appraisal, promotions, 
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recruitment, compensations, employee participation programmes (Huselid 1995; Boxall and 

Macky 2007), and employee autonomy. As encapsulated by Hartog and Verburg (2004) these 

practices were significantly related with talent retention through the employee commitment 

pathway – which is considered a retention-related concept – in select oil and gas companies 

across the GCC region. The ultimate results achieved were competitiveness and sustainability 

(Qureshi 2019). The following sections explicate how HPWS are employed to keep the best 

performers across organisations in the GCC region, and expose other critical aspects: 

3.4.2 Incentives  

Employers adopt different strategies to retain two-tier talent from the local and foreign workers 

pools, which poses a serious challenge to organisations in the region of GCC countries, as 

uncovered by Sidani and Al Ariss’s (2014) study. Similarly, retaining talent involves short- and 

long-term strategies, in which nurturing high-potential talent, especially in the private service 

industry across the UAE, is attempted by offering competitive salaries over rivals, which can be 

called a short-term plan (Singh and Sharma 2015). Hence, while financial reward is a key factor 

in attracting both local and foreign workers, financial compensation remains the best way to 

attract and retain foreigners, as employers offer massive compensation in comparison to their 

home countries. Another attraction is that this region is considered politically stable. Al Ali 

(n.d.) found that expatriates are more satisfied than locals in their work. There is also the 

prospect that foreigners may be attracted by other employers, especially in the case of the UAE, 

as it is more difficult to move between jobs in other countries in the region, such as Qatar, owing 

to regulatory pressures (Sidani and Al Ariss 2014). However, findings from the Bayt.com 

Middle East and North Africa Salary Survey (2019), indicated that 36% of respondents claim 

that their loyalty is not attributed to benefits. 

 To Singh et al. (2012), in the context of GCC countries it is a top government priority 

to maintain the pay level of nationals, thereby sustaining their inflow. Consequently, some 
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countries such as Saudi Arabia resort to raising the price of oil, which was $100 per barrel in 

2012, in order to fulfil pay obligations; oil prices are predicted to continue to inflate to reach 

$320 per barrel by 2030. However, the gradual supply of national talent is expected to influence 

the differential pay scheme for nationals versus expatriates by the end of 2022, when further 

pressures are expected on government to reduce the incentives of nationals who work in the 

private zone, as well as to tax expatriates, in order to address vast variations in salary and 

expenses. Moreover, according to the UNDP’s (2010) statistics, the gross domestic product 

(GDP) of locals’ wages within the public sector in the GCC region constitutes 10%, although 

this segment represents a minority of demographic workers.  

3.4.3 Evaluation criteria 

In the same vein, the provision of performance rewards is another short-term strategy adopted 

by organisations in the UAE private sector to retain the best talent (from both indigenous and 

foreign workers). Organisations expect consistent commitment in return for such financial 

investment, as they offer above market pay (Singh and Sharma 2015). However, in contrast to 

the earlier findings of Gopalakrishnan (2002) and Idris (2009), another obstacle to 

implementing effective TM processes is the variance in performance evaluation criteria for 

talented nationals and foreigners; contextual forces impose easier treatment on national 

‘talented’ workers in terms of assessing performance, compared to the stricter assessment of 

expatriates, according to Sidani and Al Ariss (2014). Such discrimination develops obvious 

inequities and does not inspire national talent to exert their potential; it even prompts 

organisations to neglect the capabilities of national talent to the point of being underutilised or 

even completely unutilised (Sidani and Al Ariss (2014). This also raises a concern about 

productivity, as unveiled by the Hay Group’s (2012) study on the national talent of Saudi 

Arabia. This is in addition to lower national talent confidence, capabilities, and expectations in 

the workplace, as pointed by Singh et al. (2012). Some expatriates accept this situation as their 
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salaries satisfy them, or they endorse their entitlement as being privileged for locals only. Hence 

the perception is that what they get is because of their country, as it is not provided by non-

locals’ countries of origin. Nevertheless, a lot of foreigners, such as workers from the United 

States of America and Europe, do not mind such entitlement for nationals as long as they 

themselves receive attractive salaries. Moreover, in most cases in the GCC region, the pay 

scheme is structured by talent nationality. 

3.4.4 Stereotyping talent 

As the GCC region consists of diverse workers and only particular nationalities have the 

opportunity to be selected as ‘identified talent’ in certain expertise or business, non-domestic 

talents are categorised as talented according to their nationalities. For instance, Indians are 

identified as accounting talents, whereas Lebanese talented workers are recruited to fit positions 

in marketing and sales. This stereotyping according to nationality is a major impediment to TM 

acquisition and development (Sidani and Al Ariss 2014). 

3.4.5 Female talent 

Although ‘the region’s women represent the most obvious latent talent pool in the region. Forty-

eight percent of the GCC national population is female, and yet the workforce participation rate 

is only 19.2% female on average (EIU 2009),’ despite most females being educated (Singh et 

al. 2012, 97). Sidani and Al Ariss’s (2014) investigation shows that some countries reported an 

acceptable ratio of female workers, and it is evident that the talented female classification is 

recognised and managed in the case of UAE and Bahrain, where the UAE is considered a 

pioneer, as women workers are being appreciated and given opportunities to expand and 

reinforce their skills to occupy managerial roles. They hold positions as chief executive officers, 

division managers, department managers, and section heads. Yet, in Saudi Arabia, for instance, 

which has witnessed recent expansions in female talent, progress still lags behind. Cultural 

stereotypes tend to be dominant, which prevents the proper development of the region’s women; 
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this is in addition to the Arab identity, which impacts national attitudes and approaches in the 

workplace (Singh et al. 2012). In Bahrain, however, talents are developed irrespective of being 

male or female. Another issue tackling the instigation of genuine female talent development is 

the unwillingness of female talent to take part in overseas development when such a delegation 

is arranged by their employer. This is due to social and religious restrictions requiring women 

to be in the company of male relatives, limited to husband, brother, or son. Social stereotyping 

can also be seen in local male workers’ perceptions that it is inconvenient or undesirable to be 

managed by a female worker. Women managers also find this difficult, which is indicative of 

an obstacle to managing the talent landscape of workers in that region. Moreover, Sidani and 

Al Ariss’s (2014) study uncovers that talented women are not even listed in TM programmes 

in some organisations within this context, which perhaps proves a lack or absence of firms’ 

strategic planning and engagement in promoting female talent in the context of the GCC region. 

3.4.6 Challenges for locals in coping with the private sector work demands and GCC 

‘entitlement’ culture with respect to jobs 

Most local talents find it challenging to fulfil the requirements of the corporate job market, as 

easier jobs are available and accessible in the governmental departments, with enhanced 

incentives and fewer working hours. Besides, the benefits offered by the social welfare system 

adopted by organisations for locals in the GCC region leads to substantial complications for 

firms operating in the private sector. There is a great deal of competition to acquire and retain 

national talent, and some private firms may offer equal or lesser packages for more difficult 

jobs. This trend (as seen in Saudi Arabia) makes it easier for locals to choose to work in public 

sector establishments. This is congruent to the view of Jones (2010) about locals being less 

engaged and less satisfied with jobs in the private sector and also converges with Singh et al.’s 

(2012) results, which revealed expatriates to be highly engaged, compared to national talent. 
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Some attribute this to a culture of local entitlement, which perhaps is another obstacle to 

developing a genuine TM process in the GCC region.  

3.4.7 Leadership styles in the context of the GCC  

Traditional management practices in this region, specifically in Arab business settings such as 

the GCC, constitute a barrier to the institution of a real TM process aimed at attracting, 

developing, and retaining the best talent (Sidani and Al Ariss 2014). The management style in 

this context incorporates what is known as ‘wasta,’ which describes illegitimate use of authority 

and connections to attain personal or organisational goals, consistent with the findings of former 

studies by Cunningham and Sarayrah (1993), Hutchings and Weir (2006), and Sidani and 

Thornberry (2010; 2013). In addition, previous research emphasises the incompatible 

management attributes of the typical Arab leader, best depicted by a ‘sheikh’ metaphor 

(sheikhocracy) which describes the leader of a tribe – here as the general manager – (Ayubi 

1990; Finlay et al. 2005) who ‘expects absolute obedience and is not willing to be questioned’ 

(Sidani and Al Ariss 2014, 221), which in turn undermines employers in developing a genuine 

framework for managing high potential talents. The above research illustrates this segment of 

employers, who are mainly the first generation of managers, whose fathers and grandparents 

worked as pearl hunters, fishermen, merchants, or in planting. Singh and Sharma (2015) affirm 

the above results in the UAE private service sector, and attribute retaining competent talent to 

the quality of leadership offered within the organisation. The same also mirrors a report by 

Ernst & Young’s Office of Workforce Retention that pointed to ineffective supervisors or the 

‘bad bosses,’ whose impact is the most significant driver to employee turnover (Singh and 

Sharma 2015). In line with the former argument, the following framework is proposed by Sidani 

and Al Ariss (2014).  
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Institutional Pressures 

Organisational 

Challenges 

HR Policies & Practices TM Outcomes 

• Coercive (–) 

• Mimetic (+) 

• Normative (–), (+) 

• Other pressures 

Balance between 

legal legitimacy  

and  

economic 

legitimacy 

• Decoupling: 

- e.g., creating shell 

companies  

- Hire locals in non-key 

positions 

- Two-tier HR systems 

•  Strategic balance in 

TM practices  

• Successful  

- Efficient and 

effective TM process 

- Employee 

engagement  

• Unsuccessful  

- Less effective TM 

process 

- Employee 

disengagement and 

high turnover  

Table 3.3. A Framework for TM in the GCC Context. Adopted from Sidani and Al Ariss 

(2014:217) 

3.5 National talent satisfaction in the context of the GCC  

One theme from Aon Hewitt’s (2011) study on the Middle East is that designations and job 

titles, as well as the hierarchical power of authority, are a statistically significant factor in 

motivating local talent. Therefore, organisations attempt to consider nurturing GCC national 

potentials via reward and recognition schemes. An efficient way to attract and keep them is the 

‘early mid-career’ crisis which is a tendency among the middle leadership roles. On the other 

hand, the Qudurat report (Aon Hewitt 2011) shows that employee engagement rates have 

recently risen in the GCC region, compared to the Western context. The aforementioned study 

also reported that ‘career progression’ and ‘training and development’ are the top factors in 

driving nationals’ engagement, also identified as long-term retention strategies in Singh and 

Sharma (2015), owing to their positive impact on attracting local talent, for example, through 
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delegating them to higher educational institutions. Such talents are researchers, learners, and 

practitioners, as shown in companies in Asia, reported in Mok and Chan (2020). ‘Pay and 

financial rewards’ are classified as short-term retention strategies (Singh and Sharma 2015). 

China, for instance, adopts such strategies to climb the rigid developmental paths through 

inspiring learners’ mobility and delegating its local talent to the Western institutions for 

internship. However, despite countries advocating and supporting the internationalisation of 

learning, it has been revealed that the above strategy was unsuccessful owing to ‘cultural 

variance,’ as experienced by Chinese expatriates. There were other critical social security 

issues, e.g. job placements and unemployment predictions in the local competitive market, as 

indicated in Mok and Chan (2020). Consequently, China could be pushed into playing catch-

up with the mature system of education in the West.  

 

 In the GCC, pressures on the public sector may occur owing to excessive cash 

compensations, regarding which organisations ought to adapt distinct reward dynamics such as 

becoming ‘an employer of choice’ – a differentiated and broader psychological way to 

recognise GCC national potentials, remote from monetary reliance, especially in the private 

zone where wages are predicted to shrink to moderate levels in accordance with the evolving 

demographics in the region (Aon Hewitt 2011; Singh et al. 2012). For instance, evidence from 

selected establishments in the UAE private service zone, drawn from managerial male and 

female respondents, shows that strategies for ‘employee value propositions’ are not in place, in 

spite of the country’s highly competitive market (Singh and Sharma 2015). Minchington (2006) 

defines an Employee Value Proposition (EVP) as the set of offerings and associations provided 

by an employer for certain candidates in return for their special skills, experiences and 

capabilities. 
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3.6 Research context: Abu Dhabi – the UAE (an overview)  

Emerging strategic TM and empirical research reflects the need to consider the complexity of 

the contextual macro environment (regional level), in which firms develop TM strategies and 

take career decisions, according to Khilji et al. (2015) and Vaiman et al. (2018). 

 The UAE is a federation that was established by president Sheikh Zayed Bin Sultan Al 

Nahyan on 2 December 1971, after gaining independence from Britain. It is a constitutional 

federation located on the Arabian Peninsula and consists of seven states (emirates): Abu Dhabi, 

Dubai, Sharjah, Ajman, Umm Al‐Qaiwain, Ras Al‐Khaima, and Fujairah. The political scheme 

is based on sheikdoms, yet it is a blend of Arab traditions with modern systems (Al‐Oraimi 

2004). There is a local government in each emirate, which encompasses its own municipalities 

and departments that possess financial autonomy (Abubakr 2006). The UAE is experiencing 

rapid development in infrastructure and growth in financial wealth (Dirani et al. 2018). 

3.7 Strategic TM in the UAE 

Despite the surge in research exploring practices in TM and talent development in various 

regions within the UAE, TM performance is based on the published reports of firms and HR 

practitioners. The UAE is passing through a noteworthy period of prosperity and growth. Firms 

operate in a distinct environment created by an intelligent government strategy and policies 

which classify the UAE as a TM destination. TM activities tend to be affected by a two-tier 

approach, one for UAE nationals and another for non-Emiratis, who are labelled as expatriates. 

This makes TM in the UAE a complex initiative in light of the policies which govern the 

implantation of TM processes (Dirani et al. 2018).  

 Of the ninety-three countries within the Global Talent Competitiveness Index (GTCI), 

the UAE is ranked twenty-second, and is first among MENA countries. The GTCI considers 

the country to be a ‘high income economy’ (GTCI) and its competitiveness lies in its strengths 



 

168 

in attracting foreign talent (Abu Dhabi Economic Vision 2030, 2021). Drawbacks reside in the 

challenges to implanting and retaining Emirati talent (Dirani et al. 2018). In the meantime, 

Ulrichsen (2017) reported that the UAE devoted considerable attention to locals’ training and 

education. For example, (Dirani et al. 2018, 483) the provision of coaching and mentorship was 

prioritised for Emirati workers within the primary Emiratisation scheme, ‘a workforce 

nationalization program’ (Al-Waqfi and Forstenlechner 2010), in compliance with Abu Dhabi 

government’s Vision 2030. Emiratisation embodied urging employers in the private sector to 

consider Emirati candidates for positions, plus providing government-funded training and 

supports for nationals to help them perform in the private sector (Al-Waqfi and Forstenlechner 

2014). Moreover, the UAE places emphasis on nationals’ career development through 

education at elite business schools, such as Harvard, McGill, and Wharton. In turn, according 

to Daleure (2017), the state has markedly outperformed and progressed in education during the 

last decade. According to Haladay et al. (2016), the traditional functional paradigm of TM is 

embraced by the majority of organisations, while the UAE has been shifting to the strategic 

approach of TM. Inconsistencies between TM policies and implementation were attributable to 

the extreme rapidly transition of businesses, during the past five decades (de Waal and Frijns 

2016), as well as the transient mood of employee populations in the country, in terms of worker 

mobility. Haladay and colleagues (2016, 123) revealed that all private and semi-governmental 

companies that participated in their study employ performance appraisals. The prevailing 

appraisal instrument is the ‘traditional supervisor subordinate evaluation process,’ in which 

high subjectivity can be integrated owing to ‘wasta,’ as explained earlier, whilst some 

respondents disclosed their intention to use the multi-rater (360 degree) feedback in their plans. 

The UAE ‘is not [a] typical Arab context’ (de Waal and Frijns 2016, 236) and its operational 

approaches to TM almost correspond to the classification of Mondy’s international model 

(IHRM), in which placement, recruitment, and staffing comply with IHRM’s strategic 
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resourcing activities. Moreover, although training functions as well as compensation and 

benefits are in alignment with IHRM’s HR Development system, training and development – 

together with performance appraisal – are not analogous to the organisational succession plan, 

nor to the strategic TM development programme (IHRM). It was noted by Dirani et al. (2018) 

that the organisations studied tend to implement the best practices and West-based models from 

Singapore, USA, and Germany, except for fully achieving gender equality. In respect of the 

UAE practices to motivate employees, (Dirani et al. 2018) respondents reported delegating 

tasks, empowering, developing competence, facilitating working environment features of 

achievement and enrichment. However, Al Naqbi’s (2011) exploratory study on HR practices 

and its relationship with employee retention within the UAE public sector organisations in 

Dubai and Sharjah, placed emphasis on decentralisation, accountability and empowerment, and 

the urgent need to reduce hierarchy. In addition, the study proposed the need to perform job 

redesign and equip employees with job descriptions to help them grasp the required tasks and 

how they are to be accomplished. In the same vein, Haladay et al. (2016) proposed that the main 

challenges confronted by HR managers in the Emirati setting are low retention and high 

turnover, cultural practices impacting on HR policies (Dirani et al. 2018), regulations and 

procedures, as well as the economic nature of the UAE, which operates across diverse economic 

sectors; in turn, this manifests a multiplicity of legal schemes (labour laws) so that HR and TM 

policies should be set and implemented subsequently. UAE organisations consist of two main 

types among the various sectors, as they recruit expatriates via acquisition and appointment 

with the organisation-specific skills, with the provision of minimal development avenues 

(external approach of resourcing), whilst recruiting Emiratis who are provided with extensive 

development (internal succession planning) (Dirani et al. 2018).  

 Based on the findings of GulfTalent (2016), reputable brand, interesting work, 

competitive salary and benefits, as well as training and development are the core dominant 
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criteria for Emirati graduates to select an employer. Al Ali (n.d.) reported important strategies 

to increase the proportion of UAE nationals by 20% of total staff, such as emphasising 

motivation, empowerment and trust, career development, and implementing the 360-degree 

performance appraisal. Moreover, the aforementioned study reveals the need to apply and 

implement employment quotas for UAE candidates and inform cultural awareness across 

employees in the workplace, so as to increase retention of UAE nationals. In addition, it was 

reported that HR managers in the UAE and GCC region need to function more strategically, in 

line with fulfilling their special needs and attaining a competitive advantage (Gernal et al. 2012; 

Gernal et al. 2013; Haladay et al. 2016).  

 In the case of national workers’ satisfaction within the private sector, Al Ali’s (n.d., 14) 

study shows that Emirati talent at the private sector organisations is very satisfied (17%) with 

‘the annual leave entitlement,’ ‘amount of pay compared to other organisations,’ ‘strategy for 

achieving their career goal,’ ‘opportunity for promotion,’ and ‘chance to have their ideas 

listened to.’ This is in addition to their satisfaction (16%) with ‘the sense of achievement they 

get from the work’ and ‘the amount of hours worked in a week.’ 

 

3.7.1 Strategic TM within Abu Dhabi public sector 

In spite of practitioners’ and academics’ efforts to highlight retention strategies, scant attention 

was seen towards employee retention within the Abu Dhabi public sector (Al Mheiri et al. 

2021). The UAE public sector adopts several award schemes to promote a culture of excellence 

within UAE government by emphasising best practices. Examples are the Abu Dhabi Award 

for Excellence Performance Programme (ADAEP), and the Shaikh Khalifa Excellence Award 

Programme (SKEA). Such models are built on the European Foundation for Quality 

Management model in the quest to reverberate through employee retention and attain superior 

performance, as a result of inviting robust engagement, employee commitment, and high job 
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satisfaction (EFQM). Therefore, STM is significant to the Abu Dhabi Vision 2030 goal of 

‘becoming one of the best governments in the world,’ as talent retention contributes to 

leveraging the country’s economy, organisational performance, and competitiveness (Al Mheiri 

et al. 2021, 76; Kassem et al. 2016). Similarly, the UAE Strategy for Talent Attraction and 

Retention is: ‘positioning the UAE among the top ten countries in the global talent 

competitiveness indices; ensuring the availability of talents across all strategic sectors; 

cementing the UAE’s image as an ideal destination for living and working’ (The UAE 

Government Portal for Living, Working, Visiting and Investing 2022). Moreover, ‘Embedded 

within Vision 2021 was a plan to develop a knowledge-based economy in which growth is 

driven by research, development, and innovation and the creation of internationally competitive 

high value-added economic sectors’ (Ulrichsen 2017, 125), whereby knowledge-sharing is a 

crucial determinant in employee retention and leads to positive workforce attitude (Jabeen and 

Al Dar 2020). Knowledge-sharing constitutes strategies for effective communication, policies, 

and approaches aimed at sustaining the firm’s competitive edge. Knowledge management is 

therefore a strategic tool employed by employers to enhance teams’ motivation levels (Surbakti 

and Ta’a 2016). Al Mehrzi and Singh’s (2016) conceptual study demonstrated the significant 

impact of engaging employees in enhancing retention levels in UAE public sector, where 

knowledge management and the organisational culture affect employee engagement and 

consequently the rate of retention (Al Mheiri et al. 2021). 

 Al-Ali (n.d.) introduced the obstacle to expatriates passing on their knowledge to UAE 

nationals, along with some suggested strategies offered by study participants; for instance, tying 

reward schemes for expatriate employees to their involvement in training the Emirati 

workforce. This could be augmented by applying extra benefits to expatriates for successful 

training after measuring the UAE nationals’ obtained knowledge. Furthermore, the study 

encouraged promoting the education of UAE nationals in media or newspapers, as well as 
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stimulating expatriates’ commitment and role towards their organisation, and increasing the 

knowledge of the UAE society contractually with commensurate rewards. Furthermore, the 

study emphasised implementing an agreed career development plan for UAE locals to support 

their learning at work. This is in addition to building trust and reinforcing communication with 

expatriates to motivate them to pass on their knowledge. 

 Employment in the public sector is seen as preferable for workers in the UAE, with 

Emirati graduates in particular selecting government organisations (63%) according to 

GulfTalent (2016). However, according to Al-Ali (n.d.), Yang and Samiha (2001) and Freek 

(2004), Emirati candidates lack skills and experience, have limited English language skills and 

qualifications, lack motivation and the relevant attitudinal and behavioural traits. For these 

reasons they do not prefer workplaces in which competences play a critical role, such as many 

in the private sector. Employability of national female workers faces impediments because of 

their commitment to family, societal norms, family formation, and challenges to maintaining 

modesty (Marmenout and Lirio 2014). Nationals dominate the public sector in the UAE, while 

migrant workers control the private zone (Dirani et al. 2018). However, the UAE government 

started to engage Emirati workers in the private sector by allocating grants to support locals’ 

education, development, and integration within that sector (Sidani and Thornberry 2013). 

GulfTalent (2016) reported that Emiratis choose government establishments as their first 

working option for work-life balance, job security, and for being an Islamic environment. Also, 

salaries differ between expatriates and Emiratis, in that Emirati graduates get triple the salary 

received by their expatriate counterparts. These findings provide a clearer picture of the war for 

Emirati talent in the UAE, from which it is clear that retaining talented employees is harder 

than hiring them (Deo 2014). According to Al Saleh (2014), the UAE needs executives within 

the public sector to expand employee retention. 
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 In respect of ranking the determinants and strategies for retention, Ibrahim (2015) 

explored the effectiveness of the retention approaches in place for UAE nationals across three 

Islamic banks within the UAE: Dubai Islamic Bank, Noor Islamic Bank, and Sharjah Islamic 

Bank, all of which follow the government regulations. The above study assessed monetary 

benefits as being the most effective retention strategy, followed by the work environment, and 

friendly managers and team. The least preferred strategies were respondents’ satisfaction 

towards performance appraisal, the organisational commitment, and the arrangement of social 

and community events. Al Mheiri et al.’s (2021) model was generated from a qualitative study 

on the UAE Public Healthcare Sector (PHS). This study utilised the Analytical Hierarchy 

Process (AHP) model employed for decision-making of predetermined multi-criteria (Saaty 

2012), to rank the selected variables and emphasise the most influential criteria for talent 

decisions to remain in the organisation. The study concluded both corresponding and diverse 

results towards the following three similarly employed factors. That is, their study yielded 

differentiating motivating factors based on the various specialisms (e.g. researchers, medical 

staff, administrators). For instance, recognition in terms of financial and non-financial rewards 

were the top priority factor in retention for non-clinical staff at UAE PHS. Career development 

was ranked the most important variable for clinical staff to work for the long term at PHS, 

whilst empowerment was found the most influential strategy to nurture and retain medical 

researchers at PHS. However, performance management, organisational culture, and job 

satisfaction factors were not included in Al Mheiri et al.’s (2021) study. 

 As far as national workers’ satisfaction is concerned, Al-Ali (n.d., 14) reported UAE 

nationals’ satisfaction within the public sector. The study shows that Emirati talent at public 

sector organisations is very satisfied with ‘the annual leave entitlement’ at (43%), followed by 

‘the amount of hours worked in a week’ at (28%), then ‘the opportunity for promotion’ at 

(14%). However, it has been demonstrated that other factors do not elicit the satisfaction of 
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local talent; for example, ‘Chance to have their ideas listened [to],’ ‘the amount of pay 

compared to other Organisations,’ as well as ‘the strategy for achieving their career goal.’  

3.8 Chapter Summary 

This chapter discussed strategic TM within the GCC public sector, in the UAE and finally, in 

ADG. It was apparent that the strategic TM discipline is limited in the above settings by a 

number of factors. These include the fact that it is Western-designed and its concepts have not 

yet accounted for the cultural contexts of other regions. The GCC and the UAE have specific 

characteristics that affect their approach to business, strategic TM, and the attraction and 

retention of talent.  

 The UAE is moving towards strategic TM while most organisations in the region still 

take a more traditional TM or HR approach. The UAE has a two-tier employment system, 

consisting of locals and foreigners, referred to as expatriates. The economy in the region is 

thriving, but has gone through considerable changes over five decades, and Emiratis need to be 

encouraged to stay in their jobs and thrive in a knowledge-based environment in order for 

organisations to grow and gain a competitive advantage. A nationalisations scheme was put 

into place for this reason, to encourage the hiring, development and retention of local talent.  

 There is a perceived need in the UAE to adopt strategic TM in order to gain a 

competitive advantage, but at times management may pretend to espouse TM while struggling 

to implement it. Nonetheless, both traditional HR and strategic TM are used to attract and retain 

talent. Different approaches are taken to domestic and expatriate talent, however. Expatriate 

talent has been found to be more motivated by financial rewards, whereas national talent 

responds to other kinds of rewards, including recognition and development opportunities, such 

as education. The UAE has invested in international education for its national talent. Its goal is 

to educate, attract, retain, and develop. The approach to national talent is long-term, as they are 

perceived as having a lower capacity, especially in the private sector. Women are a growing 
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part of the workforce, including in management roles, but owing to cultural norms, some male 

employees resist being supervised by a woman. Some overseas development opportunities may 

also be less available (or less appealing) to women owing to religious and family concerns. 

 Expatriates are offered fewer development opportunities than local talent. They are seen 

as more skilled to begin with, and to be primarily motivated by monetary compensation. In 

addition, they are likely to change jobs more often.  

 In Abu Dhabi, award schemes and knowledge investment are strategic tools to attract 

and develop talent. Hence the stress on education. It has proved difficult to motivate expatriates 

to pass on their knowledge to local talent, as they tend to have less affective attachment to the 

organisation. Performance evaluations are a common HR tool used in organisations and can be 

used to increase employee engagement. The structure of most organisations tends to be 

hierarchical, with a traditional performance evaluation, but some organisations say they intend 

to use the 360˚ approach in line with a more strategic TM orientation. There is a need to reduce 

hierarchy and increase accountability.  

 Abu Dhabi local talent finds the public sector more appealing, with good salaries, 

shorter hours, and less stress. It has been observed that there is a culture of entitlement that 

discourages Emiratis from working in the private sector, but as the economy changes there is 

an increasing need to be competitive in the private sector as well as the public. Knowledge-

sharing has been found to be a strategic tool that increases employee commitment, and is 

increasingly important in the UAE, as exemplified by ADG Vision 2030. All the above factors 

were discussed in relation to shaping strategic TM and implementation to yield effective results 

for the region, and ADG. 

 



CHAPTER FOUR: THE CONCEPTUAL MODEL FOR THE RESEARCH 

4.1 Introduction 

The aim of this chapter is to present the theoretical grounds established to propose a conceptual 

model for the context of the public service sector in the UAE. It first recapitulates the theories 

and models that have been adopted from the existing body of knowledge and the contemporary 

discipline on strategic TM. This is in order to identify the relevant variables, translate and develop 

them into study constructs, then derive consistent hypotheses for the purpose of examining the 

significant factors influencing talent retention and their intentions to leave. 

4.2 Theories and model adoption for this study 

There are different theories on the topic of strategic TM. Building on Collings and Mellahi’s 

(2009) TM framework, SET theory, RBV framework, and the talent pipeline (CIPD 2007; 

Tarique and Schuler 2010; Anlesinya et al. 2019), and acknowledging that all theories have 

limitations, this research is using an integrated theories notion to add strength and robustness to 

its proposed investigative model, in order to reach a balanced approach to TM, in Greenwood and 

Miller (2010)’s terms, and to employ multiple theoretical lenses. Therefore, the researcher has 

adapted the most salient aspects and developed a working model for the ADG.  

4.2.1 Theoretical model – Collings and Mellahi’s (2009) TM framework  

As anticipated from the literature, different TM dimensions connect in order to form an 

appropriate TM strategy. After revising the literature, and owing to the lack of robust theoretical 

models for TM, the proposed research framework is inspired by Collings and Mellahi's (2009) 

theoretical development for TM. Alongside Armstrong (2009), Collings and Mellahi’s (2009) 

model emphasises identifying key positions. Their developed model (Figure 2.2, in chapter 2) 
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also attempted to fill the gap of Ashton and Morton’s (2005) model, which was criticised for its 

lack of focus on HR practices such as recruitment, succession planning, and leadership 

development. The model shown below was also inspired by Boudreau and Ramstad (2007), to 

emphasise positioning TM as a new science of HRM, by differentiating it from traditional HR 

strategies. Hence, the model draws wide attention to ‘pivotal positions’ and imparts strategy 

sense, to focus on those high performers, and those who contribute to sustaining the firm’s 

competitive advantage. This model explains the differentiated HR role in attaining optimum 

outcomes such as work motivation, organisational commitment, and exerting the extra-role 

behaviour, which in turn leads to fulfil targeted organisational performance through work 

competence (Becker and Huselid 2006).  

4.2.2 CIPD talent pipeline 

In addition to Collings and Mellahi’s (2009) model elaborated above, the theoretical foundation 

of this research involves the CIPD (2007) talent pipeline, Tarique and Schuler (2010) and 

Anlesinya et al. (2019), which comprises TM interventions, e.g. TM planning and resourcing, 

the leadership development programme, appraising and retaining executive talent. Because 

Collings and Mellahi’s (2009) model lacks the activities involved in human resource 

management, in order to demonstrate HR practices to nurture and retain executive talents, the 

components of TM included in the talent pipeline were chosen as the most relevant dimensions 

for this strand of research. These dimensions allow for an exploration of talent retention and 

engagement rates, and foreseeing turnover intentions within public organisations, in the current 

context of Abu Dhabi (the UAE), which has scarce executive talent supply and inefficient 

leadership development. Therefore, some TM tools have a special focus on the talent pool as the 

source of sustainable competitive advantage, according to Latukha’s (2016) findings on 

recruiting, rewarding, deploying, developing, engaging, retaining, and appraising talents – the 
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core functions implemented by human resource management. This is together with leadership 

development and succession planning, which are the more powerful instruments, according to 

Contractor (2013). Yet talent recruiting, tracking, and exiting talent activities were not 

investigated in this study owing to them being less relevant and relatively complex axes; in 

addition, they would require access to sensitive information in the sophisticated context of the 

UAE.  

 

Figure 4.1. The Talent Pipeline. Adopted from CIPD (2007). 

4.2.3 Social exchange theory – Blau’s (1964) framework for the social exchange 

relationship  

This research is underpinned by Social Exchange Theory (SET), as the most cited conceptual 

framework to analyse behaviour in the workplace since the 1920s; it refers to the relationship 

between the rewards offered by corporates internalised by employees, and ‘normative’ 

obligations, or the way employees perceive these incentives, which is also known as the 

psychological contract (Mauss 1925). The theory proposes that when employers invest in their 

workforce, the employees are most likely to react positively to reciprocate the given investments 

– ‘employers’ good deeds’ – and to meet employers’ expectations (Blau 1964; Cropanzano and 

Mitchell 2005). In other words, how talents respond to TM practices as cited in Cropanzano and 

Mitchell (2005) could be deemed the focal notion of this thesis, having the implied mediating 

role of the social exchange relationship (Cropanzano and Mitchell 2005). That is, when an 

employer cares about its staff and supports their contribution through future development, 
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employees are more willing to appreciate their employers’ goodness, and this will be reflected 

in their behaviour and attitude immediately. Moreover, empirical research revealed a significant 

relationship between the organisational incentives and personnel contribution (Rousseau 1990; 

Shaw et al. 2009).  

 As to SET, the identification of who is talent has a positive association with attitudinal 

outcomes, such as accepting increased performance demands, supporting the organisational 

strategic initiatives and commitment to acquire essential competencies, as well as lowering 

turnover intentions (Bjorkman et al. 2013). Similarly, Eisenberger et al.’s (1997) research was 

built on perceived organisational support theory (POS) to test employees’ behaviour in regard to 

their perceptions on how the organisation values their role and supports their well-being. On the 

other hand, this classification will negatively influence those who do not possess talent status, in 

terms of their behaviour and performance level as claimed by Boxall and Macky (2009), because 

they perceive it as a breach of the psychological contract by the organisation (Zhao et al. 2007). 

Individuals who are formally ranked as the high potential or singled out ‘talents’ react with rare 

and exceptional performance and play a pivotal role in hitting the organisational performance 

targets (Bjorkman et al. 2013), in accordance with SET and Riggle et al.’s (2009) study, which 

found a relationship between the employer’s support (as perceived by the employee) and the 

individual’s performance. According to Collings and Mellahi (2009), talent performance is 

stressed and perceived as a top priority by corporations. Collings (2014) asserts that talent 

contributions are valued by their employer and returned back as ‘Employee Value Proposition’ 

(EVP). Bell (2005) perceives that developing competitive an Employee Value Proposition would 

be reciprocal, in directing talent expectations towards their valuable efforts. 

 Thus, this study argues that nurturing leadership talent (by means of inducements: 

extrinsic and intrinsic rewards such as career progression and developmental support; engaging 

employees; and compensations (tangible/ financial) tends to lead to talent staying in the 
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organisation as an illustration of loyalty. Similarly, this research discusses the fact that 

employers’ initiation in returning the best performers’ contribution - through the development of 

reasonable and credible EVP - can be valued by talents.  

4.2.4 Vroom’s (1964) expectancy theory  

Vroom’s (1964) motivational theory, which is classed as process theory, focuses on behaviour, 

and is recognised for its attention to decision-making and leadership. In this sense, an employer 

fulfilling its promises will have an impact on increasing talent motivation, satisfaction, and 

performance, provided that talents gain what they were promised. ‘Valences’ are the appeals of 

proposed remuneration, sequences or motivations, which employees can expect to receive for the 

distinct contribution they believe they are capable in delivering. This belief is known as 

‘expectancy,’ and the promise itself is ‘instrumentality.’ This theory intends to prove the notion 

that workers will decide to exert additional efforts in their working behaviour based on their 

motivation and beliefs about having a positive outcome in the form of valued rewards. So, TM 

requires thoughtful planning, in which immense emphasis is attributed to the significance of 

motivational factors (the catalyst) in developing a sustainable talent pipeline, as concluded by 

Benoy and Gracias’s (2015) descriptive study on reforming the process of STM in the real estate 

sector, through identifying the relevant strategies to TM that were addressed in the specific array 

of suitable competences. Motivation is essential to organisations, particularly their managers. 

Seiler et al. (2011) developed a Motivational Factor Inventory model (MFI) in which motivation 

was found to be influential in retaining project managers. Factors identified as primary motivators 

were: working within a goal-oriented team, job meaningfulness, the availability of essential 

information, HR and budget, and the prospect of getting involved in decisions. Researchers note 

that monetary benefits were ranked the least influential motivator for project managers. 

Moreover, it was stated that talent development via providing training programmes that 
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‘emphasize and activate a goal oriented performance motivation strategies act as the catalyst to 

the relationship between talent development and talent implementation for project management.’ 

As such, these motivational programmes help attain the anticipated organisational pertinent 

objectives (Benoy and Gracias 2015, 73). Motivation is a key element which is harnessed by 

firms to foster the abilities of talents who were identified within the organisation; in addition, it 

helps manage organisational competitiveness (AlMannai et al. 2017) 

4.2.5 Resource-based view (RBV) theory – Coff (1997)  

According to Coff (1997), RBV theory depicts talents (the specialised individuals with unique 

abilities) as a strategic (Dries 2013), resource-based advantage to the organisation. The core tenet 

of RBV framework is to demonstrate that the inclusion of this special human asset contributes 

to, or is the core player in (Dries 2013) sustaining the competitive advantage (Wright et al. 1994; 

Dries 2013) and therefore organisations adopt TM to hunt, leverage, and assure such valued 

resources (Sparrow and Makram 2015). In this sense, it is imperative to consider voluntary talent 

turnover with the assistance of the strategic TM (Hatch and Dyer 2004). RBV was extensively 

supported by previously held studies on HRM and TM practices associated with individual 

behaviour and organisational outcomes, as in Cook et al.’s (2008) meta-analysis (Luna-Arocas 

et al. 2020). Gallardo-Gallardo et al. (2015) examined TM publications and found RBV the 

predominantly used theoretical underpinning. Thunnissen and Gallardo-Gallardo (2017) hold 

that an effective TM exhibits a crucial role in maintaining long-term organisational 

sustainability, achieving a competitive edge, and improving business prosperity. Ambrosius’s 

(2018) research urges that an effective STM be set up for turnover management of its valuable 

human assets (those with unique, inimitable abilities), in order to achieve the targeted advantage. 

Therefore, this can be achieved when those distinctive individuals are labelled by the employer 

with ‘specificity, social complexity, and causal ambiguity’ (Ambrosius 2018, 55).  
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 With regard to Riordan and Williamson’s (1985) theory of firm specificity, Coff and 

Kryscynski (2011) find this to be the higher level of an individual’s necessity to the organisation 

than to other competitors, which makes them less valuable in the view of those other businesses. 

In turn, it is envisaged that tailoring human assets to the particular firm will more likely lower 

their mobility since they will possess specific requirements aligned to the particular business. 

Moreover, as regards the RBV perspective, performance-driven rewards will increase firm 

specificity by linking employee performance to labour retention. This is because those 

individuals whose work is recognised by means of financial compensation are more willing to 

acquire business-specific competencies (Ambrosius 2018). Social complexity implies the level 

to which human assets are combined with the current business’s complex systems that are 

difficult to imitate and, therefore, limit talents’ mobility by weakening their value to other 

competitors (Ambrosius 2018). Causal ambiguity, however, is the extent to which a human asset 

is associated with the firm’s performance (Lippman and Rumelt 1982). It is considered that rival 

companies will find it challenging to approach skilled employees who possess the esoteric 

knowledge valued by the organisation, because theses competencies are embedded and 

ambiguous for both the employer as well as competitors (Coff and Kryscynski 2011). Likewise, 

positive results were seen in retaining talent when employee capabilities were recognised by their 

leaders as key business resources (Zhang et al. 2015). 

Therefore, this research argues that the inclusion of human capital in STM practices is the 

focal point in leveraging talent retention, to proactively manage and mitigate talent mobility or 

departure. This is to examine the efficiency of STM instruments in achieving business strategic 

goals and objectives. The section below is a succinct summary of relevant TM theories employed 

for the purpose of the study:  
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Sr. 

Theory/Model/ 

Framework 

Merits Shortfalls 

1.  Collings and 

Mellahi’s 

(2009) TM 

philosophies/ 

framework 

• Theoretical development model 

for TM. 

• TM is distinct from the traditional 

HR strategies.  

• Emphasis on motivators for 

excellent performance: work 

motivation, commitment, and the 

extra-role behaviour 

Lacks HR practices to retain 

executive talents. 

2.  CIPD Talent 

Pipeline 

(2007) 

 

• HR bundle of practices implied in 

talent pipeline supports talent 

retention and engagement and 

assist in predicting turnover.  

• Comprising leadership 

development and succession 

planning to be found as the more 

powerful instruments, as per 

Contractor (2013). 

No shortfalls identified by 

proponents  

3.  Social 

Exchange 

Theory (SET) 

– Blau’s 

(1964) 

Framework for 

Social 

Exchange 

Relationship 

• Considering employee behaviour in 

light of their perceptions on how the 

organisation values their role and 

supports their wellbeing. 

• Emphasis on the variables 

intervening in the relationship 

between the employer and talent.  

• The psychological contract (Mauss 

1925).  

• The returned talent’s expectation 

by ‘Employee Value Proposition 

(EVP)’ (Collings 2014). 

• The theory demonstrates the 

return of talent expectation when 

he/she performs beyond 

expectations, then are labelled 

‘talent.’ However, this 

classification will negatively 

impact on others’ ‘non-talent’ 

behaviour and performance 

(Boxall and Macky 2009). 

• ‘Non-talent’ may perceive this as 

discrimination and a breach of 

the psychological contract (Zhao 

et al. 2007). 
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Sr. 

Theory/Model/ 

Framework 

Merits Shortfalls 

• The organisational support theory 

(Eisenberger et al. 1997)  

• This research employs the social 

exchange as a mediator to sustain 

talent’s retention. 

4.  Resource-

Based View 

(RBV) 

Strategy 

Theory – Coff 

(1997) 

• The role of strategy to identify, 

locate and utilise the valuable 

internal resources to minimise 

voluntary turnover.  

• Knowledge as resources centres the 

strategic position (Grant 1996). 

• Gaining competitive advantage and 

superior performance by means of 

STM criteria: “specificity, social 

complexity, and causal ambiguity” 

approaches.  

• The inclusion of human capital in 

STM who are retained by 

organisations for their organisation-

specific skills and capabilities; they 

are non-substitutable. 

• According to RBV, the competitive 

advantage is sustained only when 

diversity in the resources arise. 

• Recognising competences 

possessed by talent as the key 

business resources reported 

positive results in retaining talent 

(Zhang et al. 2015). 

• Although prominently 

disseminated in strategic 

management research it limits 

relevant resources from 

managers (Penrose 1959).  

• The definition of ‘resource’ is 

unfeasible here, and it implicitly 

means the organisational 

resources that aids the business’s 

competitive advantage, rather 

than the normal resources in this 

sense. 

• Such resources are costly, but the 

investment is worthy as they are 

scarce, highly immobile, unique 

and inimitable (Barney 1991). 

 

Table 4.1. STM Relevant Theories, developed by the researcher. 
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4.3 Rationale for the integrated constructs/model  

The constructs were selected according to the research perspectives that the factors being 

explored are highly effective and are positioned as core stimuli offered by organisations to 

mitigate talent turnover intentions, to support talents and leverage their retention rates, and sustain 

the flow of such a corporate pool, in alignment with the essential competencies required for the 

business. Van et al. (2009) found that firms can assist the strategically aligned behaviour of talent 

within teams through implementing practices such as supporting their competencies development 

(via leadership development), informing them (via employee performance appraisal) and 

stimulating their motivation (via satisfaction activities). In addition, Bjorkman et al. (2013) argue 

that positive results are most likely yielded in organisational identification/membership, 

pertaining to employee loyalty and belonging, and the way in which employees identify with their 

employers (Mael and Ashforth 1992), having been identified themselves as talents. Such results 

can include increasing talent motivation and self-esteem, as indicated by Ashforth et al. (2008). 

Hence, a talent satisfaction construct was employed in this study for its coherence and association 

with talent turnover. Furthermore, the main players in this thesis are talents, and as cited by Van 

Riel et al. (2009); talent identification underlies their attention to the terms implied in their 

psychological contract (Rousseau and Greller, 1994) and shapes their behaviours to support 

business strategic goals in return for the desired rewards (via the retention strategies construct), 

as also reported by Bowen and Ostroff (2004). Furthermore, according to Zhang et al. (2015), 

leadership behaviour affects talent retention strategies, in addition to its impact on talent 

satisfaction as claimed by Yousef (2000a). Babalola et al.’s (2016) study revealed that the 

leadership style elevates talent flow and mitigates their mobility and turnover intentions, via 

social learning and employee organisational belonging which, in turn, reinforces employee self-

esteem. In addition, managers’ approaches to leadership were reported as the primary predictor 

in measuring employee turnover in organisations, owing to trust in a direct manager and perceived 
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individual performance (Ariyabuddhiphongs and Kahn 2017; Dimaculangan and Aguiling 2012). 

The inclusion of a leadership behaviour construct is vital [in addition to cultural sensitivities or 

UAE local cultural idiosyncrasies to be integrated within the emerging Arab Middle Eastern HR 

Model (Afiouni et al., 2013)] in its impact on employee turnover in emerging economies such as 

the context of the study. As argued by Mulki et al. (2015) it may hinder the STM function 

supporting organisational strategic priorities.  

4.4 Constructs’ relationships  

As regards D’Amato and Herzfeldt’s (2008) research exploring the relationship between 

management development, organisational commitment, and retention strategies among 

executives of various generations in Europe, the findings revealed that organisation commitment 

and managers’ development orientation have a positive influence on managers’ attitudes towards 

staying in the organisation. In contrast, younger executives were less likely to stay owing to their 

low rates of commitment compared to the old generations. The inferred results were related to 

their orientation for skills acquisition, career development, and progression (Klein et al. 2006). 

Bethke-Langenegger et al.’s (2011) study found significant relationships and a positive influence 

on retaining talents and job satisfaction. Poorhosseinzadeh and Subramaniam (2012) reported a 

positive and significant relationship of all the independent variables inclusive in TM, such as 

attracting, deploying, developing and retaining talents, and succession planning, as determinants 

of a successful TM system in Malaysia, with the dependent variable being successful TM.  
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4.5 Chapter summary 

This research is about TM strategies, which stimulate talents to stay in the organisation and 

maintain a distinct pool of talent competences, in order to assist and achieve the desired 

organisational outcomes in terms of competitive advantage and merit performance. The 

theoretical framework is the basis of the research, which is a theory-driven structure of how the 

researcher conceptualises the research topic, including the fundamental concepts which provide 

a guide for the whole study. The conceptual framework is a mixture of key concepts and core 

principles implied in the best practices, including protocols and procedures which have guided 

the researcher in carrying out the investigation. The conceptual framework is the structure 

underlying the main tenets of the research such as its components, constructs, factors, and 

variables according to the researcher’s endeavours in exploring a particular phenomenon. The 

theoretical framework of this thesis is built on Social Exchange Theory (SET), Collings and 

Mellahi’s (2009) model and the talent pipeline by the CIPD (2007), Tarique and Schuler (2010) 

and Anlesinya et al. (2019). RBV emphasises embedding human assets in TM practices to achieve 

and sustain the desired competitive advantage, where the combination of the TM model, SET, 

RBV theories, talent pipeline, and others produces a proposed theoretical model that attempts to 

add the strength of each aspect and to overcome the related limitations.  
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CHAPTER FIVE: METHODOLOGY AND METHODS 

5.1 Introduction 

In the previous chapter, a contextualised framework was presented to conceptualise the impact of 

TM practices and other extraneous variables on talent’s retention at ADG departments. In this 

section, the research methodology and methods, embraced by this study, will be outlined, 

discussed and justified. Therefore, it explains the research methodological perspectives and the 

adoption of an appropriate research philosophy, which influences the researcher’s choice of 

philosophical approach, design, sampling adaptations, and structured methods for the research 

itself.  

 A combination of survey and correlational design of quantitative research is then 

critically explained and justified for this study, based on its principal aims, with objectives set 

accordingly. In addition, this section outlines epistemological and ontological considerations. 

Eventually, ethical issues and relevant principles followed by the researcher are involved and 

demonstrated. A summary is offered at the end of this chapter.  

5.2 Research components 

Social science is the interaction of inquirer and phenomenon (Guba and Lincoln, 1994, 107). The 

research approach comprises three main components: (1) the research’s philosophical 

assumptions, (2) the research’s distinct design, and (3) the applied methods, according to 

Creswell (2014). Each element will be explained discretely. 

5.2.1 Research philosophy 

The research philosophy is the paradigm or the basic belief foundation that guides the inquiry and 

influences the inquirer’s conceptions of acts within the society where the investigation is 

undertaken. Knowledge in research philosophy is a crucial aid in determining the research 

identified design (Denzin and Lincoln 2018). 
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  To fulfil the research objectives, philosophies were explored and highlighted to identify 

the most appropriate underpinning philosophy for the research in question. Making the research 

philosophy explicit is essential because it informs the research paradigm (Easterby-Smith et al. 

2008). Philosophy is also known by proponents as a paradigm that varies in terminology, 

definition, content, or inclusion, with no assertion or merits pertaining to one over the other 

counterpart, since they are all constructed by the human mind and are, hence, error-prone (Guba 

and Lincoln 1994). Nevertheless, to advocate the adoption of a philosophy, the choice should be 

based on persuasiveness as well as on the appropriateness for the utility of a paradigm (Guba and 

Lincoln 1994). A paradigm is the fundamental set of beliefs that directs actions, developed by 

humans to determine the worldview of inquirers (Guba 1990, 17; Denzin and Lincoln 2018). A 

research paradigm is a way of studying social phenomena to gain specific understanding and 

explanations (Creswell 2003; Anderson 2004; Easterby-Smith et al. 2008; Collis and Hussey 

2009; Johnson and Gill 2010). Similarly, research philosophy involves the adopted strategy that 

frames the choices of philosophical posture and the related approach that lead and guide the 

researcher to address the issue being investigated (Gray 2014; Saunders et al. 2009). Research 

philosophy is also consequential to the social science phenomenon (Holden and Lynch 2004). 

However, according to Hughes and Sharrock (1997), a research philosophy can be perceived as 

epistemology, ontology, and axiology. Blumberg et al. (2011) assert that research philosophy is 

a term related to knowledge development and the nature of this knowledge (Cunliffe 2011), 

together with data collection methods that are employed to investigate certain phenomena, with 

the purpose of acquiring knowledge (ibid). Complementary to this, as derived from the literature, 

TM is viewed as a phenomenon-driven topic. Creswell (2014) calls the research philosophy the 

‘worldview’, which is also termed ‘paradigm,’ as pointed out earlier (Lincoln et al. 2011), or 

epistemologies and ontologies in Crotty (1998). This is also referred to as ‘foundationalism’ in 

Hughes and Sharrock (1997), and even more broadly evolved as ‘research methodologies’ 
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according to Neuman (2009). A paradigm is all the intrinsically encompassed dimensions of any 

research, i.e. the pattern, convenient framework/model, system, or structure of research venture, 

which denotes a broader belief or assumptions about reality and acquiring knowledge and 

philosophy referred to a narrower belief (Guba and Lincoln 1998). Research philosophy implies 

important assumptions about the way in which the researcher views the world. In turn, research 

philosophy stems from the beliefs the investigator espouses, which lead and guide the researcher 

in how the research should be undertaken (Saunders et al. 2009). In summation, it has been 

substantiated that the philosophical stance considerably varies in definition between authors and 

may also differentiate in the distinct disciplines (Khothari 2004). It is worth mentioning that no 

consensus has been reached pertaining to the meanings, definitions, or sequences of the 

philosophical postures among research devotees, except for the positivism stance, based on Guba 

and Lincoln (1994), because philosophies are regarded as in their formative phases. 

 Epistemology, ontology, and methodology are the three main paradigms used by 

proponents in defining positions of the inquiries (Guba and Lincoln 1994), and in which they 

influence the investigator about the chosen process of the inquiry, according to Saunders et al. 

(2009). Other assumptions discussed by researchers are the inquirer’s axiological posture, which 

illustrates the role of the values the inquirer possesses in influencing their choices and decisions 

pertaining to the way the research is being undertaken (Bryman and Bell 2007; Dawson 2009; 

Denzin and Lincoln 2018; Saunders et al. 2009). 

 

5.2.1.1 Themes of knowledge and basic beliefs of alternative inquiry paradigms 

The basic belief system guides the inquiry in terms of the primary ontological and epistemological 

and methodological choices. Table 5.1, in addition to Table 4.1, will be the central reference and 

will be illustrated in the following sections that debate the assumptions of an inquiry philosophy.  
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Table 5.1. Basic Beliefs (Metaphysics) of Alternative Inquiry Paradigms. Adapted from Guba and 

Lincoln (1994:109). 

 

5.2.1.1.1 Ontological consideration  

(Two main paradigms: objectivism and interpretivism) 

Ontology tackles the nature of reality (Creswell 2007; Denzin and Lincoln 2018). It considers 

issues relating to ‘how things really are’ (Guba and Lincoln 1994, 108), the way in which the 

world functions (Saunders et al. 2009), and the approach in which the inquirer operates in the 

Item Positivism Post-positivism Critical Theory et al. Constructivism 
O

n
to

lo
g
y

 

Naive realism – 

‘real’ reality 

Critical realism – 

‘real’ reality but 

only imperfectly 

and 

probabilistically 

apprehensible. 

Historical realism – 

virtual reality shaped 

by social, political, 

cultural, economic, 

ethnic, and gender 

values; crystallised 

over time 

Relativism-local and 

specific constructed 

realities  

E
p
is

te
m

o
lo

g
y

 

Dualist/objectivi

sm; findings 

true 

Modified dualist/ 

objectivist; critical 

tradition/ 

community; 

findings probably 

true 

transactional/ 

subjectivist; value-

mediated findings 

Transactional/ 

subjectivist; created 

findings 

M
e
th

o
d
o
lo

g
y

 

Experimental/ 

manipulative; 

verification of 

hypotheses; 

chiefly 

quantitative 

methods 

Modified 

experimental/ 

manipulative; 

critical multiplism; 

falsification of 

hypotheses; may 

include qualitative 

methods 

Dialogic/ dialectical Hermeneutical/ 

dialectical 
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process of seeking knowledge (Schwandt 2007); put simply, it asks ‘what exists or what is 

reality?’ together, with the study of reality that exists (Denzin and Lincoln 2018). Two dominant 

aspects of the ontological standpoint and the debate among authors are objectivism and 

subjectivism (Saunders et al. 2009; Easterby-Smith et al. 2012). They are both credible generators 

of valid knowledge in the view of many inquirers (Saunders et al. 2009; Easterby-Smith et al. 

2012). ‘Objectivism is an ontological position that asserts that social phenomena and their 

meanings have an existence that is independent of social actors. It implies that social phenomena 

and the categories that we use in everyday discourse have an existence that is independent or 

separate from actors’ (Bryman and Bell 2011, 21). Therefore, the focal point of the ontological 

position is whether, in reality, the tangible objects are viewed external to the social performers. 

As this consideration is labelled as objectivism, the assumption purports that reality is 

independent and is available outside the inquiry, where the researcher attempts to uncover truth 

or phenomena without influencing or cramping the reality being sought (Denzin and Lincoln 

2011). For instance, when we say reality is independent from actors in that reality, so in the pursuit 

of conceptualising the organisation and personnel (management itself with the external 

stakeholders), the organisation tends to be an objective entity of reality and the employees are 

regarded as the social actors inhabiting that organisation. However, the organisation constrains 

its staff’s actions by its formal policies, rules, procedures, organisational structure, values, etc., 

and thus it is the sole role of the workers to abide by those regulations without participation or 

influence. In contrast, subjectivism’s ontological position can be called ‘interpretivism,’ which 

‘asserts that social phenomena and their meanings are continually being accomplished by social 

actors. It implies that social phenomena and categories are not only produced through social 

interaction but that they are in a constant state of revision’ (Bryman and Bell, 2011, 22).  

 Contrary to the perspective of subjectivism, objectivism does not regard the organisation 

as an external reality with a considerable degree of constraint. There is a general emphasis with 
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regard to subjectivism here on ‘the active role of individuals in the social construction of social 

reality’ (Bryman and Bell 2011). Therefore, objective reality or social phenomena are socially 

created and continually constructed as a result of perspectives and actions taken by the social 

actors who are associated with their presence (Saunders et al. 2009; Bryman and Bell 2011). 

Table 5.2 explains the extent of objectivism and subjectivism classification of ontology under 

four different type. 

 - Objectivism + - Subjectivism + 

Ontology Realism Internal Realism Relativism Nominalism 

Truth Single truth 

Truth exists, but 

is obscure 

There are many 

truths 

There is no truth 

Fact 
Facts exist and 

can be revealed 

Facts are 

concrete, but 

cannot be 

accessed directly 

Facts depend on 

viewpoint of 

observer 

Facts are all 

human creation 

Table 5.2. Four different ontologies. Adopted from (Easterby-Smith et al. 2012, 19).  

 

Building on such discussions and the information now contained in Table 5.2, Burrell and Morgan 

(1979) associated the above two classifications of ontology introduced by Saunders et al. (2009) 

and Easterby-Smith et al. (2012), so the definition of objectivism consideration is interwoven 

with realism and internal realism (depending on the degree +/– i.e. strong objectivist, etc.). 

Similarly, subjectivism is embodied with nominalism and relativism (depending on the degree 

+/–, i.e. strong subjectivist, etc.).  

 With regard to the main two research paradigms (Positivism and Interpretivism), when 

linking them with an ontological stance, positivism is associated with objectivism and 

interpretivism is associated with subjectivism, as elaborated in Table 5.3:  
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Positivism Interpretivism 

Single reality is presumed to exist. There is no reality. 

Reality is assumed and generalising 

knowledge is achieved time- and context-free. 

Taken to seek for relationship between two 

concepts (cause–effect form). 

Reality varies according to the context. 

Reality is constructed within a particular 

context. 

Objectivism: The inquirer is distant from 

reality; in other words, reality is outside the 

knower’s mind. 

Subjectivism: The inquirer ought to involve 

themselves with the context to enable them 

to interpret reality. 

Table 5.3. Differences between two research paradigms (positivism and Interpretivism). 

Developed by the author. 

5.2.1.1.2 Epistemological consideration 

Epistemology is a branch of philosophy concerned with what comprises ‘acceptable’ or valid 

knowledge in certain disciplines, ‘what is it required to know,’ ‘what method is applied to know 

the reality?’ (Bougie and Sekar 2009; Saunders et al. 2009). Epistemology is the criteria set by 

the researcher to identify the trusted sources of knowledge involved in the study, consisting of 

‘how to test reality’ or ‘how to validate knowledge?’ (Denzin and Lincoln 2018). Epistemology 

is the exercise of thinking about things and the relationship between the inquirer’s knowledge 

and the known – what his/her views and beliefs are about the sought truths (Bernal 2002; Guba 

and Lincoln 2005; Lynham and Webb-Johnson 2008; Pallas 2001) or the nature of postulated 

relationship between the researchers and what they are investigating (Creswell 2007).  

 Referring to Denzin and Lincoln (2018), positivism philosophy proponents (objectivism) 

contend that knowledge can solely be obtained from performing the relevant tests of the inquiry, 

as the researchers seek clarifications and forecasts pertaining to phenomena within society by 
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means of ‘searching for regularities and causal relationships between the events being 

investigated,’ which is undertaken via developing and testing hypotheses. On the other hand, anti-

positivism proponents (subjectivists) argue about knowledge acquired solely by personal 

experience, contradicting the notion of inquirer’s independence and the creation of ‘objective 

knowledge,’ in addition to the concept of understanding ‘from the inside rather than the outside’ 

which is achieved by the actors’ involvement in the observation (Burrell and Morgan 1979, 5). 

 

5.2.1.1.3 Methodology 

Methodology is concerned with ‘How do we know the world or gain knowledge of it?’ (Guba 

1990, 18; Denzin and Lincoln 2018; Lincoln and Guba 1985, 14–15); it is the theoretical position 

of the logical assumptions of investigation the researcher employs for the research procedural 

focus (the procedure taken by knower in undertaking the inquiry), beginning with data-gathering, 

then interpretation of the acquired datasets, and analysing the research-generated results (McNeill 

2006). Following Guba and Lincoln (1994, 109) and Denzin and Lincoln (2018, 114–117), the 

four undergirding research-contested paradigms, are Positivism, Post-positivism, Critical Theory 

et al. and Constructivism/Interpretivism (as a postmodern or emergent position). The 

corresponding features of each philosophical posture are elaborated in Table 5.1 and, building on 

this, Table 5.4 describes the themes of knowledge and inquiry paradigms. 
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It
em

 

Positivism  

Realists, ‘hard 
science’ researchers 

Post-
positivism  

A modified 
form of 
positivism  

Critical Theory et al.  

(+ Feminism + Race) 

Create change, to the benefit 
of those oppressed by power 

Constructivism  

(or Interpretivist) 

Gain understanding by interpreting subject perceptions 

O
nt

ol
og

y  Belief in a single 

identifiable reality. 

There is a single truth 

that can be measured 

and studied. The 

purpose of research is 

to predict and control 

nature (Guba and 

Lincoln 2005; 

Merriam 1991; 

Merriam et al. 2007).  

Recognise that nature can 

never fully be understood. 

There is a single reality, but 

we may not be able to fully 

understand what it is or how to 

get to it because of the hidden 

variables and a lack of 

absolutes in nature (Guba and 

Lincoln 2005; Merriam 1991; 

Merriam et al. 2007). 

Human nature operates in a 

world that is based on a struggle 

for power. This leads to 

interactions of privilege and 

oppression that can be based on 

race or ethnicity, socioeconomic 

class, gender, mental or physical 

abilities, or sexual preference 

(Bernal 2002; Giroux 1982; 

Kilgore 2001). 

Relativist: Realities exist in the form of multiple mental constructions, socially and 

experientially based, local and specific, dependent for their form and content on the 

persons who hold them (Guba 1990, 27).  

-Relativism: local and specific constructed and co-constructed realities (Guba and 

Lincoln 2005,193). 

-‘Our individual personal reality-the way we think life is and the part we are to play 

in it- is self-created. We put together our own personal reality’ (Guba and Lincoln 

1985:73). 

-Multiple realities exist and are dependent on the individual (Guba 1996).  

-‘Metaphysics that embraces relativity’ (Josselson 1995, 29). 

-‘We practice inquiries that make sense to the public and to those we study’ (Preissle 

2006, 636). 

Assumes that reality as we know it is constructed intersubjectively through the 

meanings and understandings developed socially and experientially (Guba and 

Lincoln 1994). 

To me this means that we construct knowledge throughout lived experiences and 

through our interactions with other member of society. As such, as researchers, we 

must participate in the research process with our subjects to ensure we are producing 

knowledge that is reflective of their reality. 
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It
em

 

Positivism  

Realists, ‘hard 
science’ researchers 

Post-
positivism  

A modified 
form of 
positivism  

Critical Theory et al.  

(+ Feminism + Race) 

Create change, to the benefit 
of those oppressed by power 

Constructivism  

(or Interpretivist) 

Gain understanding by interpreting subject perceptions 

Ep
ist

em
ol

og
y Belief in total 

objectivity. There is 

no reason to interact 

with who or what 

researchers study. 

Researchers should 

value only the 

scientific rigour and 

not its impact on 

society or research 

subjects (Guba and 

Lincoln 2005; 

Merriam 1991; 

Merriam et al. 2007). 

Assume we can only 

approximate nature. Research 

and the statistics produced 

provide a way to make a 

decision using incomplete 

data. Interaction with research 

subjects should be kept to a 

minimum. The validity of 

research comes from peers 

(the researcher community), 

not from the subjects being 

studied (Guba and Lincoln 

2005; Merriam 1991; Merriam 

et al. 2007). 

Researcher is driven by the study 

of social structures, freedom and 

oppression, and power and 

control. Researchers believe that 

the knowledge that is produced 

can change existing oppressive 

structures and remove oppression 

through empowerment (Merriam 

1991). 

Subjectivist: Inquirer and inquired are fused into a single entity. Findings are literally 

the creation of the process of interaction between the two (Guba 1990, 27). 

Transactional/subjectivist: co-created findings (Guba and Lincoln 2005, 195). 

The philosophical belief that people conduct their own understanding of reality; we 

construct meaning based on our interactions with our surroundings (Guba and Lincoln 

1985). 

‘Social reality is a construction based upon the actor’s frame of reference within the 

setting’ (Guba and Lincoln 1985, 85). 

Findings are due to the interaction between the researcher and the subject (Guba 

1996). 

‘We cannot know the real without recognizing our own role as knowers’ (Flax 1990). 

‘Simultaneously empirical, intersubjective, and process-oriented’ (Flax 1990). 

‘We are studying ourselves and others’ (Preissle 2006, 691).  

Assumes that we cannot separate ourselves from what we know. The investigator and 

the object of investigation are linked such that who are and how we understand the 

world is a central part of how we understand ourselves, others, and the world (Guba 

and Lincoln 1994).  

This means we are shaped by our lived experiences and these will always come out in 

the knowledge we generate as researchers and in the data generated by our subjects. 
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M
et

ho
do

lo
gy

 Belief in the scientific 

method. Value a ‘gold 

standard’ for making 

decisions. Grounded in 

the conventional hard 

sciences. Belief in the 

falsification principle 

(results and findings 

are true until 

disproved). Value data 

produced by studies 

that can be replicated. 

(Merriam 1991; 

Preissle 2006)  

Researchers should attempt to 

approximate reality. Use of 

statistics is important to 

visually interpret our findings. 

Belief in the scientific method. 

Research is the effort to create 

new knowledge, seek scientific 

discovery. There is an attempt 

to ask more questions than 

positivists because of the 

unknown variables involved in 

research. There is a unifying 

method.  

Distance the researcher to gain 

objectivity. Use the 

hypothetical deductive method 

– hypothesize, deduce, and 

generalize (Guba and Lincoln 

2005; Merriam 1991; Merriam 

et al. 2007) 

Dialogic/Dialectical (Guba and 

Lincoln 2005) 

Search for participatory research, 

which empowers the oppressed 

and supports social 

transformation and revolution 

(Merriam, 1991:56) 

Hermeneutic, dialectic: Individual constructions are elicited and refined 

hermeneutically, and compared and contrasted dialectically, with the aim of 

generating one or a few constructions on which there is substantial consensus (Guba 

1990:27). 

Hermeneutical; dialectical (Guba and Lincoln 1985, 195). 

Hermeneutical discussion (Geertz 1973)  

Hermeneutics (interpretation, i.e. recognition and explanation of metaphors) and 

comparing and contrasting dialectics (resolving disagreements through rational 

discussion) (Guba 1996). 

‘Everyday consciousness of reality and its chameleonlike quality pervade politics, the 

media and literature’ (Guba and Lincoln 1985, 70). 

‘The construction of realities must depend on some form of consensual language’ 

(Guba and Lincoln 1985, 71). 

‘Stock taking and speculations regarding the future nevertheless help us comprehend 

the past and the present and aid our choices for the futures we desire’ (Preissle 2006, 

686). 

Interpretive approaches rely heavily on naturalistic methods (interviewing and 

observation and analysis of existing texts (Angen 2000). 

These methods ensure an adequate dialogue between the researchers and those with 

whom they interact in order to collaboratively construct a meaningful reality (Angen 

2000). 

Generally, meaning is emergent from the research process (Angen 2000). 

Typically, qualitative methods are used (Angen 2000). 

Hermeneutic Cycle: Actions lead to collection of data, which leads to interpretation 

of data which spurs actions based on data.  

Table 5.4. the themes of knowledge and inquiry paradigms. Adopted from Denzin and Lincoln (2018, 114–17).  
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5.2.1.1.3.1 Positivism  

The ontological position associated to positivism is realism, which is commonly named ‘naïve 

realism.’ Therefore, the positivism assumption accepts that reality exists; it is single and is 

reachable, identifiable, or apprehensible. Generalisation of knowledge is obtained in an 

independent manner from time and context, and the inquirer is distinct from influencing 

decisions (disinterested researchers in effect, as data is to speak consistently with outcomes 

generated). Such knowledge can be derived to explain cause and effect, the prediction and 

control of concepts or relationship among phenomena, in which the knower basically 

concentrates on the ‘true’ form of affairs, where hypotheses are verified to be facts, citing Guba 

and Lincoln (1994) and Denzin and Lincoln (2018). As regards Hesse (1980), the prime stance 

of positivism is considered to be reductionist and deterministic, in which the inquirer is granted 

special merit to occupy ‘the role of expert’ in the investigation (Guba and Lincoln 2014, 113).  

In respect to positivism’s interweaved epistemological stance, it is Dualist and objectivist 

where the knower and intended knowledge ‘objects’ are postulated to be independent (dualist: 

reality exists outside the mind of the inquirer), with clear ‘limited or eliminated’ interaction, 

influence, bias, or convergence to society or context in order to avoid impact on research 

participants, maintain objectivity, and increase validity. Therefore, confidence in the outcome 

of the inquiry is high because results can be replicated and ‘true’ (Merriam 1991), and findings 

can be assumed to be ‘true,’ and in turn robust (Guba and Lincoln 2005; Merriam et al. 2007; 

ibid). Hence, the associated methodology is the scientific method, ‘experimental and 

manipulative,’ that is upheld by the falsification principle, to test and verify the proposed 

hypotheses, with the ability for such findings to be proven false, that would result in validity 

of the outcomes. Positivists are overwhelmingly quantitative inquirers (Merriam 1991; Guba 

and Lincoln 2005).   
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5.2.1.1.3.2  Post-positivism  

Referring to Guba and Lincoln (1994,110), Denzin and Lincoln (2018, 120), and Cook and 

Campbell (1979), the ontological posture associated with post-positivism is critical realism. 

Therefore, post-positivism assumptions claim that reality exists and is a single entity, but it is 

‘imperfectly apprehensible,’; in other words, knowledge is not able to be fully understood. This 

is due to defective human intellectual technique and the complexity of phenomena (it may also 

refer to the ‘multiple hidden values and variables’ hindering fully attainable knowledge); 

therefore, proponents advocate the best possible investigation to be carried out in order to assist 

in apprehending the closest reality ever, which is impossible to address perfectly. 

 Moreover, the epistemological stance is the Modified dualist/objectivist (Guba and 

Lincoln 1994); post-positivism is ‘a modified form of positivism’ (Denzin and Lincoln 1998, 

114), where dualism is widely neglected for being not able to be maintained. However, the 

inquirer is distinct from the process of the inquiry but is in charge of it (Guba and Lincoln 

2005), and objectivity in the produced data is ideal (Guba and Lincoln 1994). Reality is 

approximate and can never be entirely attained, but better understanding and useful data are 

generated, and contact with objects of the inquiry kept to the absolute minimum. Findings are 

mainly true and constantly tested for falsification (Guba and Lincoln 1994, 110), while the 

knower endeavours to seek accuracy, uncover emic perspectives, and obtain the most 

correct/closest possible truth by means of statistics without influencing the research population 

or allowing any participants’ impact, so as to maintain objectivity (Denzin and Lincoln, 1998). 

To this effect, validity is accomplished in data that was tested and analysed statistically. In 

addition, validity is derived from the knower’s critical community, such as peers, editors, and 

referees, separated from research participants so that validity is not produced from objects 

(Denzin and Lincoln 1998).  
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 The methodology for this paradigm is the modified experimental/manipulative, where 

‘critical mutiplism,’ which is another refurbished method for ‘falsifying rather than verifying 

hypotheses,’ is stressed. Correspondingly, there is an emphasis on the harmony of the findings 

with pre-existing results, which increases the validity of the produced findings (Guba and 

Lincoln 1994, 110). Post-positivists are overwhelmingly quantitative inquirers and possess the 

potential to undertake mixed methods research (Guba and Lincoln 1994, 110; Guba and 

Lincoln 2005; Merriam 1991; Merriam et al. 2007). Simulating a positivism stance, the central 

position of post-positivism is also debated to be reductionist and deterministic, in which the 

inquirer is granted special merit to occupy ‘the role of expert’ in the investigation (Guba and 

Lincoln 1994, 113).   

5.2.1.1.3.3 Critical theory 

The ontological posture of the critical philosophy (and related ideological positions: Feminism 

+ Race) is ‘historical realism,’ built on the assumption that reality is presumed to be obtainable 

but transformable over time by some factors, as reality re-emerged (reified) into new 

(inappropriate) forms of social structures accepted as natural and unalterable as ‘real,’ or ‘a 

virtual or historical reality,’ or ‘socially constructed knowledge.’ Such factors can be associated 

with economic, political, social, cultural, ethnic, and gender grounds (Guba and Lincoln 1994, 

110; Denzin and Lincoln 1998, 120). The epistemological position for critical philosophy is 

the transactional and subjectivist. This position assumes the inquirer’s interaction with the 

probed objects, together with the inquirer’s values, thus imparting the subject’s views, but the 

inquirer is primarily keen to reflect truth throughout his/her paradigm, while considering 

others’ voices concurrently (Bernal 2002). This intention leads inevitably to an impact on the 

inquiry. Consequently, findings generated are value mediated. Critical inquirers believe that 

the attained knowledge can alter current oppressive structures and fight oppression via 

empowering social transformation and revolution and granting them voice and control 
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(Merriam 1991; Denzin and Lincoln 1998). In this form of philosophical posture, ontology and 

epistemology are inextricable, according to Guba and Lincoln (1994) and this is reflected in 

Table 5.1, depicted by the unfilled line. 

 The methodology for the abovementioned paradigm is the Dialogic/Dialectical 

process. Accordingly, the inquiry entails a dialogue between the inquirer and the subjects 

involved with that inquiry (who are the collective and oppressed), in which the dialogue is 

dialectical to alter neglect and misapprehension into extra illuminated awareness, in terms of 

modified structures, change in policy and practice (Creswell 2007), and grasping the requisite 

actions for the intended change, aiming at improving their lives entirely (Fay 1987; Guba and 

Lincoln 1994; 2005). Another view is proposed by Giroux (1988, 213) ‘as transformative 

intellectuals […] to uncover and excavate those forms of historical and subjugated knowledges 

that point to experiences of suffering, conflict, and collective struggle, to link the notion of 

historical understanding to elements of critique and hope.’ Transformational investigators are 

attributed to ‘transformational leadership’ (Burns 1978). Transformative inquirers seek 

transformative knowledge that is effective in establishing justice (Giroux 1982). As regards the 

Frankfurt School of thought, the ethical consideration of such investigations is accompanied 

with liberation, empowerment, and promoting a fair society free from injustice (Giroux 1982; 

Guba and Lincoln 2005). Critical researchers employ both quantitative and qualitative 

approaches to address aspects pertaining to privilege and oppression, interrelated to social 

variables such as mental ability, age, class etc (Giroux 1982; Guba and Lincoln 2005). The 

validity of critical inquiries is addressed ‘when research recreates actions (or action research) 

or participatory research,’ which serves the community by advancing enhanced social change, 

with its positive initiative to develop emancipatory society action (Denzin and Lincoln 1998, 

129). 
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5.2.1.1.3.4 Constructivism 

The ontological posture of the constructivist or interpretivist, philosophy is relativity (Joss 

Elson 1995). Proponents of this position assume the existence of multiple realities which are 

‘apprehendable in the form of multiple, intangible mental constructions, socially and 

experientially based (built on lived experiences), local and specific, and co-constructed 

realities’ (Guba and Lincoln 2005, 193), dependent for their form and content on the persons 

who hold them (Guba 1990, 27). However, Reese (1980) argued that this posture is 

differentiated from nominalism and idealism, in which nominalists assert the inexistence of 

reality for being inaccessible, while idealists believe that knowledge is mentally constructed 

and so irrelevant. Nevertheless, Guba and Lincoln (1994, 110) explained that interpretivists are 

‘not more or less true, in any absolute sense, but simply more or less informed and/or 

sophisticated.’ Realities and knowledge are constructed (and alterable) from self and 

experience-developed explication and comprehending (Guba and Lincoln 1985; Guba and 

Lincoln 1994, 110). Hence, realities are reached by realising the individual/personal perception 

the inquirer embraces about life (Guba and Lincoln, 1985), together with explicating subjects’ 

views and perceptions. Such constructivist inquiries are of interest to the public and the subjects 

being studied (Preissle 2006), to ensure that the obtained knowledge speaks accurately about 

their reality (Denzin and Lincoln 1998). 

 In view of the epistemological standpoint of constructivism’s assumptions, its 

proponents offer it as the Transactional and Subjectivist theory of knowledge. This position 

assumes the inquirer’s interaction with the probed objects into ‘a single entity’ (Guba 1990, 

27) and thus knowledge is literally created progressively throughout the course of the ‘process-

oriented’ inquiry (Flax 1990). Findings are constructed as comprehension of intersubjective 

self along with inseparable contact with respondents, and are shaped by experience-developed 

explication within the context (Guba and Lincoln 1985), with an emphasis on the investigator’s 
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perception and on how things work (Flax 1990). In this form of philosophical posture, ontology 

and epistemology are considered fused, (Guba and Lincoln, 1994:111), and this is reflected in 

table 4.1 by the unfilled line.  

 With respect to the methodological stance, constructivism asserts the Hermeneutical 

and dialectical process, suggesting that the constructed knowledge (constructions of realities) 

can be extracted only via interaction between and among the inquirer and participants, in which 

constructions are variable and explicated by the Hermeneutical technique and ‘compared and 

contrasted through a dialectical interchange’ in the pursuit of proposing an endorsed and rigid 

construction that is more addressed than the previously distilled constructions (Guba 1990, 27; 

Guba and Lincoln 1985; Guba and Lincoln 1998,111), as well as a meaningful reality (Angen 

2000) by rationally debating to resolve disputes (Guba 1996). Interpretivists use qualitative 

methods and depend on naturalistic approaches manifested in conducting interviews, and 

observation, as well as analysing texts (Angen 2000). 

5.2.1.1.3.5 The transformative approach 

Other researchers hold a third philosophical view, witnessed in the 1980s, which is the 

transformative approach or ‘critical theory’ in Guba and Lincoln (1994), ‘from individuals who 

felt that the post-positivist assumptions imposed structural laws and theories that did not fit 

marginalized individuals in our society or issues of power and social justice’ (Guba and Lincoln 

1994, 38); and thus this stance outlines social/suffering/conflict/collective struggles and issues 

and actions such as inequality, empowerment, domination, and suppression. This paradigm is 

concerned with justice and power, and is change-oriented (Mertens 2010); so, for example, it 

considers a politics change-agenda and supports a diverse cohort of society who claim to be 

oppressed and discriminated against. Hence, the researcher shines light on inequities 

manifested in ethnic and racial minorities (i.e. by race, gender, sexual orientation, disability, 

ethnicity, or socioeconomic class).  
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 In this view, participants cannot be marginalised, assuring that researcher and human 

actors work collaboratively (in research stages such as formulating questionnaire 

statements/items, collecting and/or interpreting data) for the purpose of redressing and 

reforming their lives (Neuman 2009). Therefore, in the view of ‘critical theory,’ the ontological 

stance is ‘historical relativism’ (Cook and Campbell 1979), which claims that reality is 

apprehendable but ‘virtual’ and formed by social, cultural, political, gender, ethnic, and 

economic values which are progressively subject to change. Critical theory’s corresponding 

epistemology is the ‘transactional and subjectivist’ where findings are created and are value-

mediated (Guba and Lincoln 1994, 111). 

5.2.1.1.4 Axiological position 

Axiology is concerned with the values the researcher possesses which interpret and articulate 

the researcher’s actions while carrying out his/her piece of research (Bryman and Bell 2007; 

Dawson 2009), the criterion of value, particularly in the field of ethics (Saunders et al. 2009; 

Denzin and Lincoln 2018), and its role influencing the relevant judgement and choices of the 

inquiry, such as the philosophical assumptions and data collection methods that mirror the 

researcher’s axiological skills (i.e. the choice to conduct interviews in order to interact with 

participants rather than conveying their perceptions via a survey questionnaire) (Heron 1996; 

Creswell 2007; Saunders et al. 2009). Therefore, based on themes of knowledge, the 

axiological position of positivism is to stay remote from participants to avoid any influence on 

research population. Post-positivists should seek to acquire the best possible clear conception 

of reality and truth via employing statistics that best capture knowledge or reality (Guba and 

Lincoln 2005). However, proponents of critical theory (which includes feminist and race 

theory) attempt to alter social institutions’ regulations (Bernal 2002) in their quest to enhance 

social justice and erase obstacles and other adverse factors connected with the social oppression 

(Giroux 1982). In comparison, in constructivism or interpretivism the axiological stance is 
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described as such: ‘propositional, transactional knowing is instrumentally valuable as a means 

to social emancipation, which is an end in itself, is intrinsically valuable.’ A constructivist 

researcher may have great insights and spend more time to take issues carefully through the 

process of ‘intellectual digestion,’ in contrast to critical theory’s aim to reach immediate 

outcomes (Denzin and Lincoln 2018, 126). Saunders et al. (2009, 119) contend that when the 

researcher is neutral in his/her set of values – viewed as value-free, his/her orientation is more 

positivist, where ‘the researcher is independent of data and maintains an objective stance,’ and, 

hence, is interwoven with investigation that uses quantitative methods. However, when the 

inquiry is values-loaded, this perhaps entails bias for the inquirer related to his/her view of the 

surroundings (Creswell 1994; Collis and Hussey 2003). The investigator is, therefore, not 

independent but more likely an interpretivist, possessing a subjective posture as the research is 

bounded by values (Saunders et al. 2009). 

5.3 Research approach 

The prevalent process of reasoning in research is either Deductivism or Inductivism, which is 

usually consistent with the espoused research paradigm. The deductive approach of doing 

research (most often compatible with quantitative research in general, as it can be followed by 

qualitative investigators in practice e.g. specific instances) aims at verifying the introduced 

theory separate from developing theory (Creswell 2014). Citing Yin (1975), to engage in 

deductivism is to ‘hypothesize, deduce, and generalize’ theory in the commencement of the 

study (Denzin and Lincoln 1998, 118; Guba and Lincoln 2005; Merriam 1991; Merriam et al. 

2007); this involves the process of attempting to approach truth and logical results by 

advancing true hypotheses or statements of premises, then taking multiple steps to conclude 

with logical inference a ‘syllogism,’ to assert the validity of the final argument (generalisation 

of theory). The process employs a quantitative technique which confirms the proposed 

speculated hypotheses throughout, considering the obtained results if they subscribe to 
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previous findings, or disconfirm them (Creswell 2014). However, some conclusions are 

logically valid, yet deemed wrong in the sense of applying untrue argument/statement (see 

Figure 5.1). 

 

Figure 5.1. The deductive approach typically used in quantitative research. Adapted from 

Creswell (2014,93). 

However, in qualitative studies the author poses the theory and envisages a varied end point. 

Hence, the inductive process incorporates ‘building from the data to broad themes to a 

generalized model or theory’ (Creswell 2014, 99). ‘Inductive reasoning is a theory building 

process, starting with observations of specific instances, and seeking to construct 

generalisations about the phenomenon under investigation’ (Hyde 2000, 83). Therefore, the 

investigator commences with gathering information from the sample and organises this 

information into themes or categories, which are broadened into developed theories, themes, 

generalisations, or patterns that are later compared to the existing literature on the topic (see 

Figure 5.2). 

 In the case study’s example, Stake (1995, 86) asserts that a propositional 

generalisation is the accumulative sum of explanations and declarations appended to the 

Researcher measures or observes variables using 
an instrument to obtain scores

Researcher defines and operationalises variables 
derived from the theory

Researcher tests hypotheses or research questions 
from the theory

The deductive approach typically used in 
quantitative research

Researcher tests or verifies a theory
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inquirer’s distinct experiences, referred as ‘naturalistic generalisations.’ Moreover, grounded 

theory offers a distinct end point too, where the researcher aims to reach a theory enriched and 

grounded by the information gained from participants (Strauss and Corbin 1998). To Lincoln 

and Guba (1985), ‘pattern theories’ refer to interpretations derived from naturalistic or 

qualitative inquiry. Therefore, those pattern theories and propositional generalisations are 

developed in interrelated explanations and claims or portions associated to a whole, that are 

differentiated from the deducted approach. To conclude, the literature showed that quantitative 

and qualitative inquiries practise both approaches of deductive and inductive reasoning, though 

perhaps informally (Hyde 2000). 

 

Figure 5.2. The inductive approach typically used in qualitative research. Adopted from 

Creswell (2014,100). 

Researcher poses generalisations or theories 
from past experiences and literature

Researcher looks for broad patterns, 
generalisations, or theories from themes or 

categories

Researcher analyses data to form themes or 
categories

Researcher asks open-ended questions of 
participants or record fieldnotes

The inductive approach typically used in 
qualitative research

Researcher gathers information (e.g., 
interviews, observations)
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5.4 Research design 

After demonstrating the philosophical views associated with research, the subsequent 

exposition will represent research design. As mentioned earlier, a distinct research design is 

one element in the research approach according to Creswell (2014). Research designs ‘are types 

of inquiry within qualitative, quantitative, and mixed methods approaches that provide specific 

direction for procedures in a research design,’ also termed ‘strategies of inquiry’ (Denzin and 

Lincoln 2011, 41) or ‘procedures of inquiry’ required to answer research questions. Research 

design reflects the inquiry’s main objectives, methods and analysis of the study datasets, in 

addition to study’s ethical consideration (Creswell 2014, 6), that add validity to the research’s 

conclusions.  

 To distinguish between the quantitative and qualitative approaches, quantification 

in science has been widely asserted; it is known as ‘hard’ research (e.g. physics and chemistry) 

that can be shaped in statistics and formulas articulating relationships. Quantification enhances 

the consistent benchmark (Bryman and Bell 2011). By contrast, in ‘soft’ research there is 

emphasis on the less-quantifiable fields (i.e. biology) and primarily the social sciences, 

indicating a lack of precision and absolute truth. Thus, generally, scientific rigour tends to 

ensure validity through quantification, given that the credibility of quantitative data is 

presumed. However, a strong argument (positivism and post-positivism) has recently emerged 

against quantification to undermine its putative superiority and the assumptions that 

quantitative data relies on, such as, but not limited to, ‘exclusion of meaning and purpose,’ 

while qualitative data can offer rich insights relevant to human behaviour. Moreover, it 

suggests the ‘inapplicability of general data to individual cases’ which lacks complete evidence 

through generalisation; yet qualitative data could help to prevent ambiguities (Guba and 

Lincoln 1994, 106). Furthermore, there is the ‘disjunction of grand theories with local contexts: 
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the etic/emic dilemma’; so, validating theories entails qualitative grounding (Guba and Lincoln 

1994, 106; Glaser and Strauss 1967; Strauss and Corbin 1990).  

5.4.1 Research strategy  

Research design can comprise quantitative study strategies (descriptive research, correlational 

research, causal comparative research), qualitative strategies (narrative research, 

phenomenological research, grounded theory, ethnography, case studies, action and archival 

research), or mixed methods strategies. Quantitative study strategies are for use in experimental 

and non-experimental research, in which the survey and experiments are predominant 

(Creswell 2014). The sub-sections below explain the types of research strategies.  

5.4.1.1 Strategies of qualitative research  

When the phenomenological position is governed by the inductive approach, it can help in 

constructing a new theory (Anderson 2004; Easterby-Smith et al. 2008; Saunders et al. 2009). 

The qualitative research method underpins inquiries with the aim of gathering various 

responses (Yin 2010), ‘for deeper understanding’ (Johnson 1995, 4), especially with a small 

sample size. For example, the sample size of this study is only 620; hence, a secondary 

qualitative study could be useful in exploring the perceptions of talent who are leaders at ADG 

establishments (Kumar 2011). Those executives, drawn from talent, are extremely committed 

in their work, which restricts greater participation in the interviews (Bernard 2000). However, 

many issues can be gathered from a small pool via dialogical investigation (Berg and Lune 

2011) and this sustains authenticity (Caldwell and Lestie 2010) in eliciting interviewees’ 

experiences and feelings about TM programmes (Yin 1992). Unlike structured interviews, 

semi-structured interviews allow the interviewer to use a list of pre-set questions to investigate 

the participant’s views towards a certain issue and to generate new questions during the 

interview according to what the interviewee says (Johnson and Gill 2010).  
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 Therefore, in line with the research purpose and strategy, exploratory interviews 

(semi-structured-interviews) can be employed in future research; for example, to validate 

questionnaire findings and explain reasons behind the obtained results (Robson 2002). For 

instance, the sample in this study represents talented executives who prefer being 

interviewed rather than dealing with questionnaires (Healey and Rawlinson et al. 1993). 

Semi-structured interviews are predicted to give more information after establishing contact 

with talented managers who feel safe to express opinions rather than reporting them via 

questionnaires (Healey 1991). According to Saunders et al. (2009), the semi-structured 

interview is a widely used method because it is accessible to participants and gives managers 

the freedom and autonomy to express their views as they feel them (Cooper and Schindler 

2006). In turn, semi-structured interviews can probably also return clear explanations on 

questionnaire answers, as well as essential insights about the potential barriers to 

implementing effective TM strategies (Kasi 2009). Various drawbacks are attached to semi-

structured interviews, as they require advanced skills and extensive training, their 

arrangement consumes resources (Punch 2005), and they can be challenging to analyse 

(Dawson 2009). Nonetheless, despite these shortcomings, semi-structured interviews are 

still adopted in research to increase the reliability of data gathered by questionnaires (Bougie 

and Sekaran 2009). 

5.4.1.2 Strategies of quantitative research  

Quantitative research is either descriptive or experimental (Lowhorn 2007). Laboratory 

experiments involve the investigator applying treatment to one group only and withholding 

it from their counterpart group, then comparing the outcome between the groups (Creswell 

2014). Non-experimental quantitative research, where the purpose is to establish possible 

causality, and there is invariably no control or manipulation over the independent and 
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dependent variables, falls into three main broad classifications known as the research 

strategies, as outlined in Table 5.5. 
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Descriptive Research has two approaches: 

1. Observational research studies certain human behaviour via quantified data, 

e.g. frequency/rating of behaviour occurrence (Leedy and Ormrod 2013) and; 

2. Survey research: depicts traits/behaviour/opinions of particular subgroup of 

population (Fraenkel et al. 2012; McMillan 2012) or explores relationships 

between the proposed variables – a combination of survey and correlational 

design of quantitative research. Social survey research lies in three categories: 

descriptive, cross-sectional, or longitudinal research design.  

2.1) Descriptive design – describe the traits of one cohort at one stage of a certain 

time,  

2.2) Cross-sectional design – describes differences in certain groups of specific 

traits (usually more than one subject of researcher’s interest) at one stage of a 

specific point of time. Denotes pattern of association only; in other words, 

variables are related and causality of the findings can barely be established, and 

so the internal validity of cross-sectional research is jeopardised, in comparison 

with experimental research, such as questionnaires and structured interviews, or  

2.3) Longitudinal research (contexualist) – studies traits of the same groups at 

different levels, at least two stages and periods of time by conducting multiple 

surveys to map the anticipated change, where causal inferences can be drawn, 

unlike the cross-sectional research form of design (Bryman and Bell 2011)]. 
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Correlational Research, as well as comparative design research. Here the inquiry 

aims to measure the quantifiable data to depict the pattern related to the causal 

statistical relationship and strength between two meaningful variables or more. 

Such research investigates characteristics of variables that correlate with each 

other and that happened in the past (ex post facto design), where researchers have 

no control over the variables, whereby no independent variable is causing the 

other. Sophisticated techniques are used to indicate the magnitude/degree of the 

relationship or association among items, such as SEM (Structured Equation 

Modelling), logistic regression and hierarchical linear Modelling.  

Two types of correlational research are:  

1. Explanatory correlational studies study and describe certain behaviours, events 

and conditions via measuring statistical strengths (the degree of variables’ 

covary/co-relate).  

2. Predictive correlational studies predict future behaviour of one variable from 

the condition of other variables that have already occurred previously. One 

variable is strongly apparent in causing the other or, more accurately, predicting 

the association rather than the causation. The relationship can be used to predict 

the value of other variable when the correlation coefficient has good magnitude 

(e.g. perfect correlation ‘r’ close to 1) (Black 1999). 
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Causal comparative Research observe potential reasons behind the differences 

occurring in conditions among two or more groups, where the preliminary 

condition and the resulting variance have already occurred. Used to identify 

possible causes in conditions variation e.g. behaviours, performance, etc. 

(Creswell 2014). 

Table 5.5. Types of non-experimental research design. Developed by the researcher. 
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5.4.1.3 Strategies of mixed methods research  

In social and behavioural research disciplines, mixed methods research, also called combined 

or hybrid studies, may include both quantitative and qualitative studies (Creswell and Plano 

Clark 2011). Creswell (2003) identified six strategies related to research design: the Sequential 

Explanatory, Sequential Exploratory, Sequential Transformative, Concurrent Triangulation, 

Concurrent Nested, and Concurrent Transformative. The sequence of the study phases 

determines the type of mixed methods study design, in which the sequential quantitative or 

qualitative study precedes the other according to its weight or priority, as judged by the 

researcher based on the purpose of the study and the problem being investigated.  

 

5.4.1.3.1 Sequential exploratory mixed methods research design 

 In Sequential Exploratory mixed methods research, the sequencing varies where the 

researcher undertakes a qualitative study (conducts interviews and reaches analysis), then 

conducts a quantitative study.  

 The purpose of embracing the Sequential Explanatory mixed methods design is to assist 

the researcher in explaining any predictive relationships emerging from the findings of the 

statistical phase. The quantitative study is performed by collecting the numeric data, and the 

analysis is undertaken in one phase prior to commencing the secondary qualitative study. 

Afterwards, the qualitative study is embarked on when narrative data is gathered by means of 

the interviews. The analysis of both studies is then combined in the intermediate stage, which 

is the interpretation of the data sets as an entire analysis (Creswell 2003) to complement each 

other and entail better understanding of the research problem (Ivankova et al. 2006). The 

rationale behind this technique is that the quantitative data and its analysis propose general 

understanding, while the qualitative phase offers in-depth illustration through considering 

participants’ perceptions on the investigated phenomenon. In such studies, the researcher 
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develops hypotheses based on the extant literature to test the expected relationships among the 

research constructs’ variables (Tashakkori and Teddlie 1998; Blumberg et al. 2011; Creswell 

2003).  

 Following the Sequential Exploratory mixed methods design can be justified to assist 

the researcher in interpreting the findings emerging from the quantitative phase, to explore a 

phenomenon, related to the research problem, with the intention of expanding on the findings 

obtained from the primary qualitative research (Creswell 2003). Likewise, this approach is 

appropriate to identify the distribution of a certain population for the investigated phenomenon 

(Mores 1991) or examine an instrument introduced by the researcher (Creswell 1999), in which 

the qualitative intervention is given priority to be undertaken first. Therefore, the textual data 

is collected, and then analysis is undertaken in one phase prior to implementing the secondary 

research of the numeric data. Afterwards, the quantitative aspect of the study is embarked on 

when numeric data is gathered by means of the survey questionnaire. The analysis of both 

studies is then combined in the interpretation phase of the entire analysis (Creswell 2003) to 

complement each other to entail better understanding of the research problem (Ivankova et al. 

2006). 

  As regards the methodological strengths and weaknesses of the Sequential 

Explanatory and Exploratory designs, both provide robust explanations, especially in the case 

of unanticipated results emerging from the leading quantitative or qualitative investigation 

(Mores 1991). However, the drawback of both approaches can be the considerable time and 

resources required, in order for the researcher to handle the procedures for data collection and 

analysis of both studies (Creswell 2003; Bowen et al. 2017). Yet, it may be problematic for the 

researcher to move from the qualitative investigation phase to the later quantitative data 

collection phase. Creswell (2003) noted the limitations of both models, particularly if both 

phases of the quantitative and qualitative studies have equal priority. In the main, both 
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sequential study designs have their advantages, as they are straightforward, uncomplicated to 

implement, and simple to describe or report (Creswell 2003).  

 Sequential Transformative mixed methods design is most appropriate to understand 

a phenomenon, and combines two consecutive phases for data collection. Nevertheless, there 

is no priority or advantage for either to be implemented first. Both can be undertaken 

concurrently if the resources suffice to enable the researcher to embark on them 

simultaneously. As explained in the explanatory and exploratory mixed methods designs, the 

results of both phases, from the sequential transformative research design, are merged in the 

interpretation phase. The sequential transformative strategy implies a theoretical perspective 

on the part of the researcher that will guide the investigation. This strategy has limitations in 

building from the analysis of the first intervention to the data collection of the second 

intervention. There is a limited literature pertaining to this strategy of research design, 

especially on how to employ the transformative aspect to guide the research applied methods 

(Creswell 2003).  

 The Concurrent Strategy of Mixed Methods Design differs, so that both quantitative 

and qualitative phases are conducted simultaneously, and data analysis is merged for more 

clarified and refined conclusions. Examples of such an approach are the concurrent 

triangulation, concurrent nested, and concurrent transformative of research designs (Bowen et 

al. 2017). 

 According to Tashakkori and Teddlie (2003), Concurrent Triangulation mixed 

methods design is adopted when the investigator employs two distinct methods to collect data 

for one investigation in order to confirm, reinforce, and corroborate the deductive findings. The 

data collection happens concurrently in one phase. Theoretically, there is no priority of the 

methods because each method is handled separately; nevertheless, priority could be given to 

one method for either intervention in practice. Meanwhile, both can be undertaken concurrently 
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and separately. The analysis of both studies is then integrated in the interpretation phase. This 

approach is the traditional one, and most popular across investigators among the six mixed 

methods designs. Consequently, the generated findings could be more validated and 

substantiated (Morgan 1998; Creswell 2003).  

 As pertaining to the methodological strengths and weaknesses of the Concurrent 

Triangulation mixed methods design, the merit of this approach is that the process of 

conducting both methods is shorter compared to the sequential approach of mixed methods 

research design. However, the cited limitations refer to the need for the researcher to possess 

certain competencies, in addition to the effort required to investigate a phenomenon using two 

distinct methods. Moreover, it is difficult for the investigator to deal with inconsistencies which 

arise in the findings obtained by the two methods. In addition there is method to guide the 

undertaken inquiry (Tashakkori and Teddlie 2003). 

 The Concurrent Nested mixed methods design is similar to the concurrent 

triangulation mixed methods design in that the data collection phase is a single phase for both 

the qualitative and quantitative aspects of the study. Yet here, one method (either qualitative or 

quantitative) dominates the research while the other method (either qualitative or quantitative) 

is nested, as it may answer another question apart from the main inquiry question. Thus, the 

priority of the nested method is usually lesser than the main inquiry. The analysis of both 

studies is then mixed in the interpretation phase (Tashakkori and Teddlie 2003). This design, 

also called multilevel according to (Tashakkori and Teddlie 1998), is appropriate when the 

researcher intends to investigate different segments of the research participants within the study 

using different aspects of methods for each group, e.g. a survey questionnaire for senior 

management, while employing interviews to seek information from the junior staff (Tashakkori 

and Teddlie 2003). 
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 Hence this approach, namely Concurrent Nested mixed methods design, has its 

methodological merits and drawbacks. The advantage is that the researcher acquires wider 

insights when employing the nested method rather than the predominant one alone (Mores 

1991). Such an embedded method could be the quantitative phase, which can be employed to 

obtain rich description about the study participants, for instance. In addition, the qualitative 

method can enrich the findings when issues within the quantitative aspect are difficult to 

describe or report. In addition, this design encompasses conducting various methods within 

one phase, adding the strengths of each method together to foster the findings of the issues 

being studied. A drawback to the design in question was cited to be the lack of guidance 

available when discrepancies occur from the two distinct methods, which complicates how the 

researcher can merge and interpret the findings later. This can also weaken the evidence, as 

both methods have unequal priorities (Tashakkori and Teddlie 2003).  

 Depending on the nature of the research, and particularly the research question of an 

inquiry, the Concurrent Transformative design is led by the researcher’s worldview as well 

as the parallel data collection phase for both qualitative and quantitative methods, so no method 

takes priority over the other. This perspective best suits participatory investigation, advocacy, 

critical theory, or the use of a theoretical framework. For instance, research of one design may 

use the nested method to raise the voice of a diverse category in an organisational change 

process. The design may also include triangulation for two distinct methods to give a holistic 

picture and to cross-validate findings for the purpose of examining unequal policies at the 

workplace (Creswell 2003; 2009). The concurrent transformative mixed methods research 

design possesses the characteristics of the transformative or nested mixed methods research 

design, which entails sharing the same merits and limitations. However, the process of 

integrating the emerging findings may vary, unlike the transformative and nested designs that 

are combined in the interpretation phase (Tashakkori and Teddlie 2003).  
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5.5 Justification for the research approach 

As stated formerly, the research approach comprises three main components: the research 

philosophical assumptions, the research distinct design, and the applied methods (Creswell 

2014). According to Guba and Lincoln (1994) the ontological, epistemological, axiological, 

and methodological standpoint of an investigation and inquirer are constrained and ought to fit 

each other (i.e. appropriate methods with predetermined methodology). The selection of 

research approach is dependent on the nature of the research and the questions the inquiry 

addresses (Yin 2010). Moreover, to argue the adoption of philosophy, the choice should be 

based on the persuasiveness as well as the appropriateness of the utility of such a paradigm 

(Guba and Lincoln 1994). Furthermore, reviewing the literature on the TM phenomenon shows 

that a handful of similar research has empirically tested the research integrated model applying 

a number of the research theories surrounding TM and talent retention, such as a TM model 

and its dimension inclusive in talent pipeline by the CIPD (2007), Tarique and Schuler (2010) 

and Anlesinya et al. (2019), SET, RBV theories, and additional discrete factors related to talent 

retention, such as talent satisfaction and employer branding/leadership behaviour. Therefore, 

there is a significant research gap in grasping the relationships between the constructs and 

relevant dependent variable. Identifying this gap, and noting that there have been few efforts 

devoted to bridge it in any context, has provided the foundation for this academic work. 

 Therefore, this causal study seeks to examine the impact and influence of the 

established relevant and emerging factors, on the corresponding dependent variable, as 

depicted in Figure 2.10. The research conceptual model was developed in a manner that may 

best describe aspects and constructs involved in the strategic TM phenomenon. Such a model 

was developed by adopting a number of the established theories applied to talent management 

research, and contemporary research surrounding HRM. The choice of the model’s constructs 

was grounded according to their significance and empirical role in similar previous studies. 
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 In light of the above, this research adopts a positivist (paradigm) philosophical stance 

and its associated objectivist and ‘realist’ ontological posture, which reflects the researcher’s 

approach in tackling the nature of reality (Guba and Lincoln 1994, 110; Denzin and Lincoln 

2018, 120; Cook and Campbell 1979). This is deemed an explanatory study, which attempts to 

investigate the integral adoption, practices, and processes of TM, in order to gain much 

understanding about the research problem and to study the focal factors in the process, as well 

as identifying any causal relationships between associated TM research variables.  

 In addition, this study aims at exploring the TM phenomenon cause and effect, entailing 

the prediction and winding up with a control of the field and examination of causal relationships 

among the individual TM dimensions, with dependent variables (Talent Retention). In other 

words, the purpose of research is to investigate the cause of the adoption and implementation 

of a TM strategy within ADG in the context of the UAE, and the effect on talents retention, in 

order to predict behaviour and willingness to stay in the organisation (Guba and Lincoln 1994; 

2005; Merriam 1991; Merriam et al. 2007). Therefore, this approach also aligns with a 

positivist stance and research paradigm, as it tends to be more suitable than an interpretivist 

philosophical posture (Guba and Lincoln 1994). Thus, the research objective is met by 

investigating the expected relationships among constructs (TM factors), which is achieved via 

verifying hypotheses, by enhancing the predictive understanding of talent retention and the TM 

phenomenon. Therefore, as the research measures variables (TM components), the theoretical 

framework is a crucial part and key aspect in the design of the quantitative inquiries (Cavana 

et al. 2001).  

 Moreover, the interwoven epistemological stance for this investigation is the 

dualist/objectivist, with the independent researcher undertaking the research neutrally from the 

investigated objects (Guba and Lincoln 1994). The epistemological and axiological postures of 

positivism maintain obtaining results value-free, via employing the methodology of an 
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objective verification of hypothetical generalisation of existing theories, as the main source of 

knowledge, based on a theoretical focus manifested through the researcher’s developed 

framework (Easterby-Smith et al. 2008). As such, it implies testing the dependent construct of 

talent retention and the variables/factors that constitute the adoption and implementation of a 

TM strategy (Guba and Lincoln 1994; 2005; Merriam et al. 2007).  

 Hence, this means evaluating the current practices and attitudes associated with STM 

at ADG, foreseeing talents’ retention/turnover and proposing a TM strategy, in order to address 

the research objectives (Creswell 2003; Kumar 2011). The above is intended to be 

accomplished by collecting, testing and analysing data statistically, distant from the research 

respondents, in the quest of fulfilling validity (Guba and Lincoln 1994). Meanwhile, this 

inquiry is explanatory in its nature because it tests the existing theories related to strategic TM, 

measures the effectiveness of strategic TM programmes through exploring the attitudes of 

ADG and its practices in the implementation processes of TM strategies, and develops a model 

to improve the strategic TM practice (Collis and Hussey 2009). The aim of this study, then, is 

explanation and understanding, allowing the investigator to ‘predict and control’ factors of the 

human phenomenon of strategic TM being practised by ADG – i.e. predict talent 

retention/turnover behaviour (Von Wright 1971; Guba and Lincoln 2005; Merriam 1991; 

Merriam et al. 2007). According to the research objectives, a set of relationships is to be tested 

in order to investigate the impact of TM strategies on talent retention and other influencing 

factors that act as drivers and barriers such as ‘satisfaction’ and ‘leadership style,’ that are 

statistically elaborated in interrelated causal relationships. Thus, the inquiry is entirely 

quantitative, as quantification is appealing and has been emphasised for its strengths in 

statistics and articulating relationships with attested precision and truthfulness, hence presumed 

credibility (Guba and Lincoln 1994). In addition, quantification ‘provides broad coverage of 

the range of a situation. Can be economical and fast. Where statistics are aggregated from large 
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samples, they can be of considerable relevance to policy decisions’ (Amaratunga et al. 2002, 

20). However, positivism is criticised for lacking interpretivism’s strengths of in-depth 

explanation and forming theory/themes. That is, in addition to positivism’s incapacity to reflect 

the human sense-related characteristics that interpretivism is predominantly associated with, it 

yields the cause without offering solutions, which does not help decision-makers in the 

organisation. Meanwhile, validating the obtained findings in positivist exhibited qualities leads 

to trusted and rigorous validity and reliability (Guba and Lincoln 1994; Cavana et al. 2001). 

The positivist paradigm and its associated features have been widely adopted by researchers 

undertaking similar studies. 

 The current positivist research embraces its consistent deductive approach, which is 

compatible with the nature of this research’s key objective to establish the effects of the main 

implementation factors for Talent Retention at ADG, rather than the other philosophical 

positions, or phenomenology (Bryman and Bell 2007; Jonker and Pennink 2010). 

Correspondingly, this investigation uses a deductivism method of “hypothesize, deduce, and 

generalize” (Denzin and Lincoln 1998, 118; Guba and Lincoln 2005; Merriam 1991; Merriam 

et al. 2007) to approach true and logical findings, employing true hypotheses or statements of 

premises within a predefined theoretical framework, and taking multiple steps to conclude with 

a logical inference ‘syllogism’ to ensure conviction in the acquired knowledge (Hyde 2000) 

and assert the validity of the final argument. However, some conclusions are logically valid, 

yet they are regarded as wrong, in the case of applying untrue argument/statement. Given that 

the clearest possible conception of reality and truth is to be sought via employing statistics that 

best capture knowledge or reality, the aim of this inquiry can be achieved using a survey 

strategy for the collection of the primary dataset that matches the researcher’s criteria for the 

sample population. In this, the self-completion questionnaire is a popular instrument used in 

the public sector (Yin 1975). Datasets are then to be subjected to statistical analysis, followed 
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by generalisability of the findings to a wider (parent) population (Glaser and Strauss 1967; 

Strauss and Corbin 1990; Guba and Lincoln 2005; Lings and Lee 2008; Bryman and Bell 2011; 

Guba and Lincoln 1994, 110; Denzin and Lincoln 1998).  

5.6 Justification for research design and strategy  

This explanatory study is employed to address the research problem via reviewing the extant 

literature, then deriving an appropriate conceptual framework and developing related 

hypotheses (Bell et al. 2018; Crewell and Creswell2017). This study is a blend of survey and 

explanatory correlational design of quantitative research to obtain data from the investigated 

sample, to explain the existing (causal) relationships between variables, then generalise 

findings to the corresponding population of the study, in order to fulfil its aim (Black 1999; 

Fowler 2009; Fraenkel et al. 2012; McMillan 2012). Because quantitative research address 

reliability and validity more precisely (Johnson and Long 2000), a self-administered 

questionnaire was employed in this research, also being the most commonly used in research 

(Dawson 2009; Bryman 2016). Hence, this research employs a survey questionnaire to present 

attitudes, opinion, or trends of a targeted group of humans in numeric form via investigating a 

portion of the same population. In addition, since and when expected correlation exists between 

the studied variables, regression can be applied to foresee talent’s retention/turnover from the 

presence of the variables (in this case, strategic TM dimensions i.e. LDP, LDE, PA, EMP, 

IWR, plus additional extraneous factors: TS, PL, SL and IL that are the explanatory/ 

independent variables) (Lowhorn 2007). Survey design has been adopted in empirical research 

as indicated in strategic HRM and TM literature (e.g. Tett and Meyer 1993; Trevor 2001; 

Baharin and Hanafi 2018; Birt et al. 2004; Cotton and Tuttle 1986; Rynes et al. 2004; Ugboro 

2006; Hytter 2007; Scott et al. 2010; Srivastava and Bhatnagar 2010; Bethke-Langenegger et 

al. 2011; Costen and Salazarb 2011; Grissom 2012; Chami-Malaeba and Garavan 2013; Omar 

et al. 2013; Wahab et al. 2014; Mulki et al. 2015; Singh and Sharma 2015; Mbugua et al. 2015; 
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Johenness and Chou 2017; Isa et al. 2018; Ogbonna and Harris 2000). Survey design can be 

used via various techniques, including paper-based, web-based, postal, telephone, fax or 

interviews (Anderson 2004). Thus, it allows for capturing and measuring beliefs, attitudes, 

behaviour and opinions, from a large number of talents and in a short time (Easterby-Smith et 

al. 2008). Moreover, the researcher does not need advanced competences to design and manage 

the quantitative study, and it minimises the possible occurrence of bias by the researcher 

(Cooper and Schindler 2006). Furthermore, it is easy to manage (Silverman 2000), cost-

effective (Blumberg et al. 2011), simple to analyse (Lings and Lee 2008), and most familiar to 

participants (Dawson 2009). Yet adopting a questionnaire has some drawbacks (Kasi 2009). 

For instance, Bryman and Bell (2007) argue that a questionnaire is insufficient to understand 

changes in human behaviour. Likewise, it cannot tell how much thought a participant has put 

in, or to what extent the respondent was truthful (Bougie and Sekaran 2009). Additionally, 

participants may read and understand questions differently (Blumberg et al. 2011) from each 

other or from the researcher. Having the strengths and limitations of a web-based survey 

design, this design is deemed less costly, where its major limitation resides in the low response 

rate (50-75%). Among the advantages and limitations of the survey quantification design 

research, its merit lies in its simple design, yet the researcher should consider the quality of the 

limited data obtained for generalisability of the conclusions pertaining the investigated 

relationships. It would be sensible to employ both quantitative and qualitative designs for 

research, to further explore human resources practices, such as a case study’s organisation, to 

address research objectives. Yet, such research has inherent shortcomings and restrictions, e.g. 

limited resources, expertise and time, as studies using more than one approach are considered 

time-consuming, given the competencies needed for gathering various types of datasets, along 

with their corresponding analysis techniques (Anderson 2004). This is in addition to the 
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inquiry’s axiological stance and independent from the subjects being studied, as articulated 

earlier (Denzin and Lincoln 2018). 

 

 Figure 5.3 portrays the research approach, including its design, which depicts the 

holistic plan of the research, thus further explaining the relationships that exist between the 

study’s variables. The process commences with defining the research problem. Then, a critical 

review of the extant literature implies a thorough consideration and identification of previous 

gaps in research, which shape the research aim and assist in expanding the strategic TM and 

Talent Retention knowledge. Developing the research framework follows, and is derived from 

the literature. Afterwards, the research approach and consistent strategy are selected, 

compatible with the research identified objectives. Next, the primary data is collected through 

employing a survey strategy, followed by undertaking data analysis by an analytical aid set (to 

be explained in further sections). When obtaining the results, a detailed discussion is 

performed, leading to the research conclusions. Finally, a summary of the research, including 

research limitations, is outlined, together with the derived recommendations and directions for 

future research. 
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Figure 5.3. Research approach. Developed by the researcher. 

- LDP, LDE, PA, EMP, IWR, TS, PL, SL, IL 
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5.7 Research Methods 

The chief aim of this section is to address the tools employed and resources required for 

undertaking the research in the field of collecting and analysing data.  

5.7.1 Data collection method  

Data collection methods fall under two main classifications of quantitative or qualitative, by 

means of questionnaire, interviews, focus groups, and observations (Easterby-Smith et al. 

2018). However, the sole anchor of the data collection method in this research is the 

quantitative method. Blumberg et al. (2008) categorised the mode for data collection into other 

broad groupings of either questioning or observation, where in the questioning 

(communication) approach, participants are the role player, while in an observation approach, 

respondents do not actively intervene in the investigation. As regards the communication 

method type of collecting data, surveys are a very common tool, followed by focus groups and 

in-depth interviews. A survey method also ranges between the applications of non-Internet 

survey methods (telephone interviews, ad hoc/mail channels, surveys, self-administered 

questionnaires, and door–to-door interviews) and Internet surveys (Blumberg et al. (2008). 

Based on Bell et al. (2018), a survey questionnaire is categorised into two clusters: the self-

completion type (by the independent respondent), and structured interviews (researcher 

transcripts responses). Likewise, as defined by Sekaran and Bougie (2010), there are three 

types of questionnaires: personally administered, mail, or electronic questionnaires. Survey 

questionnaires have advantages and disadvantages, illustrated below:  

- In the personally administered questionnaires, the researcher can support and motivate 

research participants, with fewer doubts arising; and there is a relatively high anonymity 

and response rate, which is a cost-effective means of collecting data when administered to 

a group instead of individuals. However, some firms may be hesitant to allow a group of 

employees time for such assembly.  
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- the merits of mail questionnaires can be described as the extra time given to respondents 

to complete the questionnaire at their convenience, which can be widely administered 

to reach all regions with high anonymity. Yet some critical drawbacks exist, e.g. a low 

response rate (30%), with follow-up actions being essential to chase up non-

respondents; aside from this, it is not possible to offer clarifications of questions for 

respondents.  

- electronic questionnaires are inexpensive, easy to administer, fast and able to reach afar, 

responses can be delivered rapidly, and participants can respond when convenient. On 

the other hand, to administer electronic/web questionnaire surveys, the researcher must 

be computer literate. In addition, participants need computer access and must be willing 

to fill in the survey electronically (Bell et al. 2018).  

5.7.2 Justification for Data Collection Method 

For Krathwohl (1997), the choice of method to be adopted is based on the research objectives, 

which are driven by aspects related to the researcher’s environment. Moreover, according to 

Easterby-Smith et al. (2018), there are multiple considerations, such as the researcher’s level 

of competence and expertise, research timeframe, degree of research accuracy required, as well 

as the costs associated with each individual method. For this research in this context, an 

Internet-mediated questionnaire design (Saunders et al. 2009) (in other words electronic/ web-

based self-completed survey questionnaire) was employed as an appropriate data collection 

method, in compliance with the research’s underlying philosophy paradigm as discussed in 

previous sections. This method was also used because of the survey questionnaires’ strengths 

and efficiency in gathering data (facts, behaviours, attitudes, opinions, challenging knowledge, 

etc) from a relatively large sample size, bias-free, with the facility to perform comparisons 

straightforwardly owing to the consistency of the data obtained from questionnaires (Bryman 

and Bell 2011). Moreover, results acquired via survey questionnaires are representative of the 
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entire population, and thus generalisation to the population as a whole is mostly likely secured 

(Creswell 2011). Other reasons underpinning the choice for this decision, are the fact that 

because of the culture of public organisations in the UAE, postal survey questionnaires may 

not be returned filled in; although permission to participate and disclose information by writing 

was gained, reluctance to respond to an unknown researcher is still common in such settings. 

However, the researcher is an insider researcher and her previous experience in ADG and 

familiarity with senior management made it more comfortable for the Emirati talented 

managers to complete the survey questionnaire. Moreover, the availability of the population 

domain via sharing their contact details within the broadcast group made it possible to use the 

web/electronic survey questionnaire as the prime mode for data collection. The shortcomings 

of web/electronic survey questionnaires are limited, the main disadvantage being the barrier to 

providing clarification in case of misunderstanding, as the researcher is not present while the 

respondent is completing the survey questionnaire via the online method (Bell et al. 2018). 

Nevertheless, no incompatibility issues were predicted (where respondents were not able to 

complete the survey) because all members of the population have configured devices and use 

smart phones. The trade-off, however, was that the researcher might need to constantly remind 

recipients to complete the online survey as the only method to enhance the response rate 

(Dillman 2000).  

5.7.2.1 Components of survey research 

Tashakkori and Teddlie (2003) and Collins (2010) argue that there are three main instruments 

necessary to produce an effective survey design; these are sampling technique, scale 

development, and datasets, which will be covered in the following sections, after introducing 

the target study population and sampling frame. 
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- Target study population 

The researcher may employ either of the two main approaches to obtain data from the 

population: complete enumeration or partial enumeration, in which partial enumeration is 

known as the criterion sampling technique, as the researcher sets predefined criteria to inform 

the selection decisions of the representative sample from the wider population. The complete 

enumeration (known as census) is another strategy to receive more responses by involving the 

entire population ‘oversample,’ to overcome any anticipated nonresponse. However, the 

selection depends on the budget and available resources because, complete enumeration is 

considered costly (Gilbert 1986). Hence this research does not employ that sampling scheme, 

and the sample population comprises only 620 leaders, who are UAE national leaders (general 

managers, executive directors, division managers, and section heads), who served ADG for at 

least 4 years, to ensure they have the requisite and intimate knowledge of strategic TM practices 

at ADG departments, after being processed through the strategic TM pipeline, to increase the 

validity and robustness of the findings. The predetermined criteria for selecting key participants 

are related to seniority, nationality, and service length at public sector ≥ 4 years (Collins 2010). 

While having the potential to reach the entire population of this research, for the purpose of 

other research, and in order to build trust relationship with participants of this study and get the 

most appropriate and representative sample from the research population (Saunders et al. 

2009), researchers can follow the systematic random sampling to determine the interval (k) the 

ith. position (population/sample size) (k= 620/243=2.5); by picking every third position (3rd.) 

name order after an initial list is identified at random, to ensure that each person has the 

probability of being selected at least once (Bernard 2000 150; Kumar 2014).  

 Likewise, the sample will be inclusive; it will involve talented leaders and their 

managers (who are also talented leaders) from sixty-five (65) different establishments within 

ADG. The sample members in this study incorporate minor variations in their education (PhD., 
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MA. and BSc.), which can introduce uncertainty. However, deviation in age, gender, and 

seniority is very limited, which secures trust. The population and the representative sample 

constitute 20% general managers, 30% executive directors, 20% division managers and 30% 

section heads (Lyon et al. 2012). 

 
- Sampling Frame 

Deciding on the sampling frame is a critical task due to its essential contribution to 

accomplishing the purpose of research. That is, too small a sample size will not achieve what 

is intended from the investigation; meanwhile, too large a sample perhaps incurs extra budget 

expenses and resources. Sample size may be dependent upon several factors, such as the nature 

of the inquiry, type of sampling approach, financial capacity, size of the population, level of 

accuracy and confidence, timeframe for study completion, as well as the planned data analysis 

techniques to be undertaken against the explored sampling frame (Malhotra 1999). In addition, 

there is the volume of missing data, size of the model, reliability of variables, and the strength 

of relationships among these variables and their distribution manner (Muthen and Muthen 

2002). 

 Therefore, because the present research intends to employ Structural Equation 

Modelling (SEM), which is sensitive to sample size and deemed less stable with moderately 

small samples, it has been essential to use an appropriate sample size in order for the adopted 

analysis technique to be robust. Considering the dearth of knowledge in TM, the strategic TM 

and retention field, with very little extant research (Comrey and Lee 1992; Tabachnick and 

Fidell 2001), the assumed acceptable sample size is 300, 500 is presumed very good, and 1000 

is considered perfect for the function of SEM analysis. According to Hair et al. (2018), it is 

comfortable to use a minimum sample size of 200 for SEM to be an effective analysis tool and 

it is sufficient with a sample size of 250, conditionally, when missing data is relatively low 
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(10%). Nevertheless, to guide the determination of the number of key informants for the study, 

Yamane’s (1967, 886) formula is widely applied to calculate the minimum sample size 

gathered and number of responses to be valid for the aim of this study, which should not be 

less than = 243 participants, where (n) is the population and (e) is the margin of error (0.05)2: 

5.7.2.1.1 Sampling technique 

Sampling design is the strategy the researcher follows to select the most appropriate 

participants qualified to answer the research question, which is also interrelated with 

predetermining the number of those participants (the sample size) (Collins 2010). Sampling is 

the process of drawing a group to represent a population of interest at large, in order to obtain 

credible data and fulfil the purpose of the study. Sampling strategies are categorised into two 

main branches: probabilistic and purposive (non-probabilistic) sampling methods, which vary 

depending on research paradigm (Maruster and Gijsenberg 2013). Moreover, the aim of the 

inquiry determines the most appropriate sampling method, such as when ‘making statistical 

inferences’ for quantitative-oriented research or to improve understanding of narrative cases 

for qualitative studies (Gray 2014, 225). For example, a single-method quantitative research 

would ideally need a large sample of the population throughout the probability sampling, 

whereas the purely qualitative studies typically make inferences from a smaller sample, via the 

purposive or non-probability sampling scheme. However, research that employs either solely 

one method or multiple methods can use a combination of both sampling strategies. Each 

method uses distinct rules to draw the sample accordingly (Tashakkori and Teddlie 2003).  

 

 

Sample Size =  
N 

= 
620 

= 
620 

 =  243 
1 + n (e)2 1 + 620 (0.05)2 2.55 
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A) Probability sampling  

Probability selection is a mechanism of forming a sample based on random inclusion of all 

subjects from the population and the application of a selection rule. When the researcher aims 

to generalise from the full population, while ensuring robustness of the investigation, then it is 

necessary to employ probability sampling (Tansey 2007; Maruster and Gijsenberg 2013). 

Although this sampling technique does not depict a perfect representation of the extracted 

subset to the larger group, it is the only technique that entails non-bias in the selection 

procedure (Epstein and King 2002). According to Teddlie and Yu (2007, 77) ‘probability 

samples aim to achieve representativeness, which is the degree to which the sample accurately 

represents the entire population.’ As stated by Kidder et al. (1991, 132) ‘certain sampling 

strategies can guarantee that if we were to repeat a study on a number of different samples 

selected from a given population, our findings would not differ from the true population figures 

by more than a specified amount in more than a specified proportion of the samples.’ This can 

be attained by forming a proportion of the population at large (a representative sample), which 

associates the sample with the population. Therefore, the known probability that each element 

in the population is given the chance by the gatekeeper to participate is determined by the use 

of a random selection technique. Thus, the researcher can then predict if the inferences obtained 

from the sample would vary from the findings generated in the final analysis of the entire 

population, if all elements in the population have been able to take part in the study (Kidder et 

al. 1991, 132).  

 
Types of probability sampling strategies are described below: 

- Simple random sampling, where all elements of the targeted population are included in 

a list of random order and members have equal chance to be selected in a random 

manner (Tansey 2007). Subsequently, this results in leveraging the research credibility 
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and minimising the chance of false correlations among variables occurring in the 

quantitative oriented research (Luborsky and Rubenstein 1995; Collins 2010). 

However, this sampling scheme has a disadvantage due to the possibility of generating 

a sample which is deemed very challenging to reach (Tashakkori and Teddlie 2003). 

 
- Systematic random sampling, where each nth. ordered subject is selected from a 

predefined population that was drawn randomly (for example, picking every third 

person of the list). The researcher ought to be certain that selecting the nth. unit will not 

repeatedly result in similar units (for instance if each 5th. ordered person within the 

sample list is an executive director), which entails generating a diverse sample from the 

wider population (Maruster and Gijsenberg 2013). Hence, if this occurs, it is urged to 

reorder the list or adopt simple random sampling. As regards the advantages of 

systematic random sampling, Tashakkori and Teddlie (2003) claim that this technique 

is easier than simple random sampling. A drawback, however, is that the accumulated 

sample is not formed independently, as a result of not choosing the first subject 

individually and so the rest of subjects would have been determined in the same manner.  

 
- Stratified random sampling (proportional and non-proportional), in which the sample 

is a blend of random and deliberately selected subjects. This is to emphasize that certain 

important members of the population are unlikely to be excluded in the sample ‘by 

chance,’ e.g. melding two important strata of the population, then selecting the 

remaining balance of both subcategories or strata of the population randomly 

(Tashakkori and Teddlie 2003; Tansey 2007).  

 
- Cluster random sampling, which can be employed when sampling involves groups or 

clusters but not units or individuals, as they are available naturally (geographically) in 
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populations such as schools, neighbourhoods, or hospitals. Researchers tend to use this 

scheme to save resources in terms of money and time (Teddlie and Yu 2007). 

 
- Multi-stage sampling, (Tashakkori and Teddlie 2003; Collins 2010; Maruster and 

Gijsenberg 2013), in which the sample is drawn from the population of interest by 

employing random methods, but the process is implemented in two different stages, 

such as when determining the sample is complicated or the population is so large. 

Teddlie and Yu (2007) explain that in multistage sampling, several probability-

sampling schemes can be implemented within a single study. 

 
- Multiple probability technique, in which researchers often sample employing the 

probability, purposive, and convenience sampling schemes simultaneously to draw 

relatively more sophisticated samples. For instance, multiple cluster sampling can be 

implemented in multiple stages, beginning with selecting random categories, then 

sampling the desired subjects that exist in those clusters (Teddlie and Yu 2007). 

 

 Having mentioned the advantages of selecting the sample at random, the risk 

attached to the probability sampling technique is the chance of excluding important 

participants unintentionally (Tansey 2007). 

  

B) Purposive (non-probability) sampling  

Unlike probability sampling, the tendency of the non-probability sampling is that the 

selection is subjectively dependent upon the researcher’s judgement to include key 

informants, so the researcher draws the sample from the entire population without 

exercising random sampling. Methods of the non-probability sampling are: 
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- Convenience sampling (Burgess 1984), also known as availability or accidental 

sampling (Tansey 2007), or opportunistic sampling in Maruster and Gijsenberg (2013). 

In this method, the researcher includes the cheap and current accessible cases, who are 

volunteers or the respondents who are willing to participate (Teddlie and Yu 2007), 

until the complete sample representation of the people sought is drawn (Tansey 2007). 

Although convenience sampling is dominant among qualitative researchers, it has been 

criticised for the absence of a predefined scheme or an applied rule for selection. 

Maruster and Gijsenberg (2013) cited convenience sampling as the least preferred 

sampling technique, as it entails false findings because the available subjects are 

unlikely able to address the research questions. 

 
- Quota sampling, which has been identified to overcome the drawbacks of convenience 

sampling, as there is no guarantee or knowledge that the derived proportion of the 

chosen sample possesses features of the broader population deemed necessary by the 

researcher for the sake of the study. Here, the researcher is certain that the selected 

sample involves characteristics of the population at large. However, some limitations 

arise, such as the impossibility that the researcher can ensure that extra important 

features (e.g. seniority and experience) exist in the representative sample, apart from a 

particularly established criterion. Nevertheless, when specific proportions are included 

and guaranteed in the sample, ‘the selection rules or the interviewers’ inadvertent biases 

may lead to the over-representation of subjects with other particular characteristics’ 

(Kidder et al. 1991; Tansey 2007, 770). 

 
- Snowball/chain-referral sampling, which is mostly appropriate for sociological studies, 

where subjects are hidden or when compiling a proportion of interviewees creates a 

problem for the investigator (examples are studies on drugs or prostitution). Thus, the 
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researcher reaches the sample by nominating participants, who will also suggest other 

subjects relevant to the study, of similar characteristics (Seldon and Pappworth 1983), 

and so will do the second proportion to supply distinct potential subgroups (Biernacki 

and Waldord 1981). The researcher then judges at which subset to stop when he/she 

realizes that no additional referrals would have disclosed further significant information 

about the studied phenomenon.  

 
As regards the associated risks to the snowballing approach, the researcher is urged to 

develop a sufficient list of the initial interviewees’ list of diverse elements. In addition, 

it is pivotal to ensure that the emerged chain of referrals is constantly within the edges 

of the study, to prevent the sample from overly deviating in any certain direction 

(Tansey 2007). 

 
- Criterion-based or purposive sampling, which is a selection strategy adopted based on 

the research purpose as well as their familiarity with the population. The process framed 

by the investigator’s needs can be fulfilled by interviewing purposefully selected actors 

according to the predefined criteria. Predetermining the selection criteria helps improve 

the ‘informational representativeness’ (Sandelowski 2000, 250). Thus, the application 

of selection rules judges the development of the desired sample; hence, some subjects 

the researcher is not interested in can be neglected by chance (Tansey 2007). 

 

 Henry (1990, 32) articulated unequivocally that ‘only in the cases where 

probability samples cannot be used are nonprobability samples viable.’ Some 

disadvantages are introduced because the investigator controls the inclusion of certain 

respondents in the selection stage, so this method entails selection bias (Tansey 2007); 

therefore, reaching robustness is compromised here and cannot be attained, according to 
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Henry (1990) and Maruster and Gijsenberg (2013). Consequently, the argument that 

probability sampling has superiority over the non-probability method of sampling would 

be valid, and it is advisable to use the latter only in limited situations. Such situations could 

include when there is a shortage in resources or when the investigator aims to generalise 

about an enormous sample of elites while not generalising the sample to other population 

or contexts. The goal of the non-probability method is to get depth of information about 

certain processes or events of interest (Tansey 2007), according to the researcher’s 

perception pertaining to the quality of data obtained from the chosen cases (Collins 2010). 

Moreover, it is employed to formulate new theories based on the new views yielded 

pertaining to the phenomenon studied (Miles and Huberman 1994). However, 

implementing random selection to the specifically selected key cases can enhance 

credibility by minimising key case bias (Maxwell 1996). Table 5.6 lists the advantages and 

disadvantages of the probability and non-probability sampling approaches:  

Sr. Advantages Disadvantages 

Pr
ob
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ty
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m
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g  

• Avoids selection bias. 

• Enables generalisations from the 

sample to the wider population. 

• Risks omitting important respondents 

through chance. 

N
on

- p
ro
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• Control over selection process. 

• Inclusion of important political 

actors. 

• Greater scope for selection bias. 

• Limited potential to generalise from 

the sample to the wider population. 

Table 5.6. Advantages and disadvantages of probability and non-probability sampling, 

adopted from Tansey (2007, 769). 
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C) Mixed methods sampling  

Mixed methods (MM) sampling encompasses selecting subjects and cases using 

quantitative and qualitative sampling techniques, in an appropriate manner, in order to offer 

an appropriate answer to the research question that is raised by the employed research 

design. Sampling using MM strategies is a blend of probability (to reinforce external 

validity) and purposive (to increase credibility of findings to enable transferability) 

sampling techniques. Thus, the limitations which arise when adopting quantitative or 

qualitative oriented investigations separately are bridged via complementing each other 

(Collins et. al 2006). Teddlie and Yu (2007) provide five examples of MM sampling: basic 

MM sampling strategies, sequential MM sampling, concurrent MM sampling, multilevel 

MM sampling, or a combination of MM sampling schemes, as shown in Table 5.7:  

Dimension Mixed method sampling 

Overall purpose of 

sampling 
To generate a sample that will address all research question  

Intended outcomes  

For some strands/research questions intended outcome is 

external validity; for other strands intended outcome is 

transferability  

Rationale for selecting 

cases/units 

For some strands the focus is on representativeness, for other 

strands the focus is on information-rich cases 

Sample size 
For some strands there will be a large number of cases/units; 

for other strands, there may be one case or a few cases 

Depth/breadth of 

information per case/unit 

Focus on both breadth and depth of information across all 

research strands 
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Dimension Mixed method sampling 

When the sample is 

selected 

For quantitative-type strands, the sample is selected prior to 

the study; for more qualitative strands, sampling can occur 

both before and during the study 

Sampling frame Both formal and informal are used 

Form of data generated Both numeric and narrative data are generated 

Table 5.7. Characteristics of mixed methods sampling. Adopted from Teddlie and Yu 

(2007). 

 Mixing sampling methods can be conducted simultaneously (concurrent) or 

consecutively, where one follows the other (sequential). In the concurrent design, the 

quantitative and qualitative sampling methods are undertaken individually on two different 

stages, then data is merged in the data analysis phase. However, in sequential mixed method 

sampling, qualitative methods can follow quantitative or vice versa. Collins et al. (2006) 

identified four types of relationships between the concurrent and sequential sampling 

designs: identical, parallel, nested, and multilevel, as detailed in the following Table 5.8. 
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In an identical sampling design, typical cases participate in both quantitative and 

qualitative studies. Either one comes before the other (sequential) or at the same 

time (concurrent). In this case, same subjects of the sample take part in the survey 

questionnaire and interview stages and at the same time (Gray 2014). 
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In a parallel sampling design, members of the sample who take part in each method 

are not the same, but both were extracted from the primary population. Sampling 

can be done in two forms, either pairwise design or sub-group design, according 

to Onwuegbuzie and Leech (2007). In the pairwise design, subjects are compiled 

as one set ‘voice’ and compared to the individual cases. Similarly, in the sub-group 

sampling design, comparison is performed across distinct sub-sets, in order for the 

researcher to generalise findings over all sub-categories in qualitative research 

based on Collins et al. (2006) ‘The commitment to generalize across all groups is 

often too dominant in the researcher’s focus’ (Gray 2014, 227).  
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In a nested sampling design, sample members of one study belong to the same sub-

set sample of the other component of the research which is drawn from the desired 

population. Hence, a number of informants who will be interviewed are part of the 

sub-group who participated in the survey and vice versa. Thus, the sample is 

nested, but sampling is not deemed sequential because sampling one method does 

not address the second. This approach does not require extra sample size as subsets 

of the sample are nested in the same sample (Collins et al. 2006; Gray 2014). 
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 In a multilevel sampling design, subsets are drawn from distinct populations. 

Samples can be students as well as teachers for a concurrently designed study, 

exploring their perception of new educational software (Collins et al. 2006; 

Onwuegbuzie and Leech 2007; Gray 2014). 

Table 5.8. Types of relationships between concurrent and sequential sampling designs. 

Developed by the researcher. 
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5.7.2.1.2 Justification for chosen research sampling technique: 

The complete enumeration (census) sampling technique was employed for this study (Gilbert 

1986) because it is suggested that survey questionnaires elicit a low level of response rates 

(50%-75%), whilst the web-based survey arguably tends to return an even lower rate of only 

30% completed online questionnaires. In addition, sampling technique is bounded according 

to the nature of the inquiry and sample size (here only 243), as well as the data analysis 

technique (Blumberg et al. 2011). Hence, the researcher employed the entire population in 

order to increase the chance of subjects’ participation and obtain rigorous analysis from the 

SEM analysis tool, which requires minimum informants of 250 based on Hair et al. 

(2018).Thus, the researcher advertised the questionnaire across the entire population, who are 

the leaders at Abu Dhabi public departments, via email and the WhatsApp application for smart 

phones (Saunders et al. 2009). Reaching all participants in the population was facilitated by the 

Abu Dhabi School of Government, as they have access to all the leaders in government, who 

were managed in the past by the HR authority and currently by the above-mentioned newly 

established department (ADSG 2019). Regarding the governmental establishments, the 

researcher maintained the list and sought help from ADSG to make sure that all departments 

were included in the list. This is because in the UAE some departments are not managed by the 

government sector, and so the researcher affirmed that no department was excluded by mistake. 

Moreover, the list of leaders (the study population) was determined by the government.  

5.7.2.1.3 Questionnaire design 

The questionnaire design contributes to the response rate, as suitable research design 

establishes the reliability and validity of the collected data, in addition to deriving unbiased 

estimates of inferences, conclusions, and interpretation of results (Collis and Hussey 2013). 

Essential considerations should therefore be made before embarking on the design phase, by 

ascertaining that it is presented appropriately and exhibits an effective respondents’ interface, 
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with the provision of clear and short instructions on how to respond, including important 

information for the respondent about the study being surveyed. This in order to construct a 

clear design for the questionnaire, prior to launching the web-based self-completion survey 

questionnaire to the respondents (Bradburn et al. 1979; Dillman 2007; Bell et al. 2018; Bryman 

and Bell 2011). However, in some cases, when a desired method is preferable, designing the 

questionnaire can be framed to fulfil the researcher’s preference, although this approach is not 

recommended (White 2009). It is also recommended to access sites of repositories, involving 

existing questions by researchers, which allows the researcher to find desired questions that are 

available online free of charge (e.g. the UK archive, retrieved from: 

surveynet.ac.uk/sqb/questionnaires.asp).  

 Hence, the initial design of the survey questionnaire was shaped with the aim of meeting 

the criteria of good practice. As noted earlier, the method employed is the web-based survey 

design via initial contact by the internet, where the web (in this research SurveyMonkey, 

retrieved from www.surveymonkey.com) hosts the survey and publishes it, and responses were 

returned and stored online via the internet through WhatsApp. The questionnaire was designed 

using the SurveyMonkey tool, which generated a hyperlink (Hewson et al. 2003) and published 

the survey for completion. The researcher then undertook a pre-survey contact via email; the 

researcher furbished the hyperlink, which was emailed by the mediating entity to distribute the 

questionnaire across ADG Departments (Saunders et al. 2009). Additionally, the participants 

were invited to access the questionnaire via the hyperlink which was deployed online via a 

popular social media application (WhatsApp) to the entire population. Thus, respondents were 

requested to read carefully the related statement of questions and indicate their degree of 

agreement by selecting one answer which was the most appropriate option to best convey their 

opinion on each item. The definition of strategic TM was demonstrated on the front page or 

interface of the online survey. Moreover, owing to the variance in participant perspectives, the 
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author had to determine that the study would target leaders of talents only, to ensure the correct 

meaning was sought via participants. Furthermore, the researcher utilised various designing 

options and features within the web-based questionnaire, such as supplementary responses for 

the respondent in order to add additional information for each section of the questionnaire 

dimensions, that were expected to enrich data collected with value added aspects which can 

help in discussing the research results (Bell et al. 2018; Creswell 2011; Crotty, 1998). 

Therefore, the questionnaire concludes with an open-format-question, prompting the 

respondent to add his/her comments e.g. tips for future possible changes requested or for 

improvement purposes. In order to allow all potential answers, the design of questions 

incorporated multiple choice questions, in addition to offering the option: ‘other, please 

specify:’ (Little 2013).  

5.7.2.1.4 Scale development 

Measurement instruments in research can be defined as ‘the rules for assigning of numbers to 

objects in such a way as to represent quantities of attribute’ (Churchill and Iacobucci 2009, 

145). There are four broad brands of measurement, which are: nominal, ordinal, interval, and 

ratio. It is challenging to choose the most appropriate one. However, the empirical evidence 

highlighted no superiority for one scaling technique over others to measure the intended 

characteristics, for all patterns of the inquiries; hence, the decision of the choice is influenced 

by the nature of the problem, participants’ traits, the intended administration approach, for the 

particular instance and upon the characteristics the scale possesses (Churchill and Iacobucci, 

2009, 145). Scaling the questionnaire is the aid employed to measure elusive phenomena, 

which are impossible to examine directly or observe straightforwardly (DeVellis 2003). For 

this research, a mixture of nominal, ordinal, and interval (scale) variables were employed, as 

they are the commonly used measures for the corresponding variables in such attitudinal 
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research (Bryman and Bell 2011). Development of the questionnaire constructs was subject to 

several stages and is set out below. 

5.7.2.1.4.1 Questionnaire measures 

The questionnaire was developed by the underpinning literature and adapted as a result of 

reviewing prior studies which employed a similar/validated instrument for the data collection 

phase. Constructs are the building segments of the theories in the literature. The questionnaire 

consists of five main areas: 1. Leadership Development, 2. Performance Appraisal, 3. 

Attraction and Retention Strategies, 4. Job Satisfaction and 5. Leadership Behaviour. The 

nature of questions varies between nominal and interval scale to capture respondents’ profiles, 

and measures data by a set of managerial questions. The questionnaire involves two categories 

of questions explained below, to answer the research questions, under the main constructs that 

relate to established theories which illuminated how to approach the relevant questions, and 

according to the argument provided in the previous chapter, which illustrated the research-

underpinned conceptual framework that guides the investigation (Kothari 2004; Bryman and 

Bell 2011; Crewell and Creswell 2017). The first category consists of six questions which aim 

to capture respondents’ demographic characteristics, including position, age group, gender, 

qualification, the governmental department the respondent is currently working in, and tenure 

of work at the organisation. The second batch of constructs contains 54 questions based on the 

research conceptual framework, which is developed for the purpose of this study, and was 

discussed in the prior chapters. 

1. Obtain demographic data;  

2. A) The adoption of a TM strategy at ADG. Long-term strategy determinants 

(Leadership Development LD, Performance Appraisal PA and Attraction and Retention 

Strategies by empowerment EMP and short-term strategies IWR (incentives); 
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B) Evaluation of TM strategies from executives' perspectives, in line with ADG 

objectives, including the current obstacles to implementing an effective strategic TM 

programme (Leadership behaviour, talent satisfaction, talent intention to stay or quit). 

 

5.7.2.1.4.2 Adaptation of the research instrument 

Scales developed by previous authors were largely used for this inquiry, and were identified in 

the literature review phase of this project (Please refer to Table 5.9 on page 249 which precisely 

maps each sub-scale with the study’s variable it measures). The questionnaire’s subscales were 

previously validated, and adapted from the contemporary literature on human resources 

management and strategic TM. The use of pre-measured constructs yields a smooth, easy and 

efficient procedure, which appear to have more suitable questions as indicated by notable 

academics such as Saunders et al. (2009); Bryman and Bell (2011); Little (2013) and Bell et 

al. (2018). Likewise, to optimise the validity of the questionnaire, the author considered the 

cultural relevance of the questions; therefore, a cross-cultural adaptation of the questionnaire 

was processed, in which questions were carefully adopted and adapted from pre-validated 

scales and the literature to fit the context of the research (Little 2013).  

 

5.7.2.1.4.3 Formulating measurement items 

Generating scale items is crucial as they act as the window for the returned replies (datasets); 

therefore, the researcher was aware of some characteristics the questionnaire ought to exhibit. 

For instance, items of the questionnaire should guide the comprehensive research in terms of 

the embedded decisions surrounding literature review, the employed research design, data to 

be collected, respondent criteria, and data analysis (Marx 1997). Moreover, items of the study 

questionnaire are meant to ascertain a potential contribution to the existing knowledge in the 
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field (Bryman and Bell 2011). Therefore, the author immersed herself thoroughly whilst 

formulating survey questions, and devoted considerable time and effort, especially as the 

related literature of the topic under study was scarcely addressed. Nonetheless, the evaluative 

measures of the ‘what’ HR perception on HR bundles tend to be dominant in the literature, as 

pointed out by Beijer et al. (2021). The inclusion of the evaluation measure implied both 

approaches, the observation-based and the experience-based strategic TM measures, similar to 

Wang et al. (2020) on measuring employee HR perceptions, which resulted in distinct empirical 

results. The observation-based strategic TM measures extract talent’s perception of the 

strategic TM practice adoption via spotting each evaluator as a third person observer, such as 

asking talent if they observe the prominence of performance appraising at their departments. 

Take, for example, PA3: ‘Performance review meetings are conducted periodically’ (Kehoe 

and Wright 2013). The experience-based strategic TM measures depict talent ratings as 

stemming directly from their experience, (Conway et al. 2016), such as asking participants if 

they receive a formal assessment of their performance e.g. PA10: ‘The data from the 

monitoring system is currently used to evaluate your performance.’ PA7: ‘I am satisfied with 

my organisation’s practice of including the boss in the evaluation of employee performance,’ 

and so on. Thus, this doctoral thesis intends to make a reasonably noteworthy contribution to 

knowledge in employee TM attribution by using a diverse array of strategic TM evaluated 

measures, a composite of employing evaluative measures and experience measures, rather than 

the descriptive counterparts, and others based on observation; such a methodological approch 

appears to depict robust associations with employee outcomes (Wang et al. 2020). 

 Questionnaire items were determined along with establishing a key linkage with the 

research aims in order to fulfil research objectives to identify TM strategies adapted by ADG 

and explore perceptions and perspectives of executive talent regarding the use of strategic TM 

to forecast their retention, as guided by their attitude. In order to ensure clear and precise 
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communication with the questionnaire audience, the researcher made efforts to avoid complex 

and ambiguous statements, or extremely abstract terms, questions, or constructs, to make it 

easy for the participant to understand and measure the constructs. Statements preceding the 

constructs were located to explicitly explain the meaning of the subsequent construct; for 

instance, some constructs possibly have more than one meaning. University academics were 

also engaged in the development of the questionnaire, including a director of studies, research 

supervisors, and other experts. In addition, in the process of improving the research 

questionnaire, a soft copy of the questionnaire was distributed among peers (via email and 

WhatsApp) to provide feedback on the statements included in the study, in terms of their clarity 

or ambiguity, based on their viewpoints. Therefore, feedback was obtained, and the investigator 

applied the required amendments accordingly, such as avoiding the absolute statement of the 

scale items. A peer review process was performed, including some lecturers from Liverpool 

John Moores University; the proposed statement of questions was discussed with four Senior 

Lecturers who have a long experience at the university and supervise many doctoral students, 

to gain their opinion on the clarity of the questions and any possible enhancement that could 

be made to improve the quality of the questionnaire (Kothari 2004; Bryman and Bell 2011; 

Creswell and Creswell 2017; Creswell and Clark 2018). 

 There are two broad categories of questionnaire questions, open-ended and closed-

ended. Open-ended questions can be used for both quantitative and qualitative research and 

could be more associated with a qualitative research approach, with potential risks of confusion 

for the researcher due to the expected masses of data. However, the closed-ended approach of 

questionnaire questions advocates a tighter focus and form of questions. Closed questions are 

more suitable for surveys, to get appropriate and large datasets and ease recording and coding 

responses, and are compatible with the analysis software, particularly in self-completion 

questionnaires (Bryman and Bell 2011; Bell et al. 2018). Closed-ended questions have the 
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strength of acquiring sensitive data more flexibily than is the case with the open-ended 

questions. 

 For this doctoral project, constructs are interrelated to each other and are measurable, 

so they can be tested. The questionnaire consists of fifty-three coherent sets of scale items, 

closely connected to each other within the related construct, in addition to six questions 

formulated to capture the demographic attributes of the participants of this investigation. Items 

of measurement used for this survey questionnaire are the closed-ended questions, for better 

validity and consistency across the scale measurement (Easterby-Smith et al. 2018).  

5.7.2.1.4.4 Scaling the questionnaire 

Churchill Jr and Peter (1984) and Barnes et al. (1994) argue that the commonly used seven-

point scale has a positive influence on the reliability of answers, as well as overall answering 

rates (Malhotra 1999), in addition to more rigorous t-test outcomes in terms of correlation, as 

reported by Lewis (1993). However, considering the contextual adaptation, in such situations 

it is preferable to employ fewer numbers on the Likert scale, including neutral choice, as 

claimed by Cox (1980). Therefore, a five-point Likert scale was adopted for scoring and used 

for all statements of the inquiry, in order to gain more responses and reduce the respondents’ 

chances of being frustrated and confused (Babakus and Mangold 1992; Devlin et al. 1993; 

Hayes 1992). To Gallardo-Gallardo et al. (2020) context matters, so realising the characteristics 

of participants is important in the design stage, the execution of the research, and the intended 

inferential analysis. Therefore, the scale determined, based on the seniority of the research 

sample, to be appropriate, because senior leaders are engaged in executive role activities i.e. 

meetings, delegations, and the like. According to Marton-Williams (1986), research-based 

evidence has revealed that a five-point scale is a comprehensive tool through which 

respondents can convey their opinions. Further, the choice is shaped by imitating the majority 

of studies gauging perceptions by the adoption of a five-point Likert scale rather than a seven-
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point Likert scale for additudinal research. A Likert scale was employed for statements 

exploring the opinions, perceptions, and beliefs of respondents in order to assess the extent of 

the TM strategies’ effectiveness. The five-point Likert scoring-scale employed for the purpose 

of this research was: 1= strongly agree, 2= agree, 3= neutral, 4= disagree and 5= strongly 

disagree (Bell et al. 2018).  

 The anonymity and confidentiality of respondents were preserved so that their answers 

would not refer to their identity or be traced back in any way when results were reported or 

dismantled, as the survey contains a couple of questions which directly ask the participants to 

indicate their potential dissatisfaction or intention to leave their current jobs (Bryman and Bell 

2011; Creswell and Clark 2018; Easterby-Smith et al. 2008). In order to explore the strategies 

related to the above dimensions, a scale was developed as delineated in Table 5.9, which lists 

the interrelated constructs of the study, the corresponding 54 questions against the 

contemporary source of the underpinning theories and literature surrounding strategic TM and 

human resources management.

5.7.2.1.4.5 Research Questionnaire 

Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

1.  

Le
ad

er
sh

ip
 D

ev
el

op
m

en
t 

ADG Behaviour 

towards Leadership 

Talent 

development 

practices 

01. LDP1: ‘My 

organisation develops 

high potential 

employees to become 

leaders to ensure a 

strong talent pool.’ 

-To identify the 

TM strategies 

adopted by ADG 

by exploring 

talent 

perspectives. 

Armstrong (2012); 

Chami-Malaeba and 

Garavanb 

(2013,4053); 

Deloitte (2005); 

Highhouse et 
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Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

02. LDP2: ‘Coaches and 

mentors assist 

managers to develop 

their skills.’ 

03. LDP3: ‘Managers 

prepare development 

plans with each direct 

report.’  

04. LDP4: ‘Managers 

implement important 

projects in order to 

develop their skills.’ 

al. (1999); Fulmer et 

al. (2003);  

Lievens et al. 

(2005);  

Talent attitudes 

towards the 

effectiveness of the 

Leadership 

Development 

Programme 

05. LDE1: ‘I believe the 

leadership 

development 

programme (LDP) 

helps to identify the 

strength and 

weaknesses of 

talents.’ 

06. LDE2: ‘I believe that 

I am achieving the 

- To, critically, 

assess the 

effectiveness of 

the 

implementation of 

talent 

management 

programmes at 

ADG. 

Anderson (2007); 

Mead (2007); 

Stewart and Rigg 

(2011, 250) 
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Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

intended learning 

outcomes of the 

LDP.’ 

07. LDE3: ‘I believe that 

I am ready to do a 

higher-grade job.’ 

08. LDE4: ‘I believe that 

I acquired the 

competencies 

required for my 

position.’ 

09. LDE5: ‘I believe that 

I am ready to occupy 

a strategic position.’ 

10. LDE6: ‘I believe that 

I am ready for job 

rotation.’ 

11. LDE7: ‘I believe 

investing in LDP 

enables achieving the 

strategic objectives.’ 
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Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

12. LDE8: ‘I believe the 

training allowance 

allocated for LDP is 

sufficient.’ 

13. LDE9: ‘Overall, my 

evaluation of LDP 

tends to be as an 

effective programme.’ 

2.  

Pe
rfo

rm
an

ce
 A

pp
ra

isa
l 

Talent perception 

towards: 

The use of 

information for 

performance 

feedback 

14. PA1: ‘Positive 

feedback and fair 

appraisals are being 

provided in my 

organisation.’ 

-To identify the 

adopted TM 

strategies by ADG 

by exploring 

talents’ 

perspectives. 

 

- To, critically, 

assess the 

effectiveness of 

the 

implementation of 

talent 

management 

Armstrong (2012); 

Singh and Sharma 

(2015, 339)  

The use of 

Performance 

Appraisal to: 

15. PA2: ‘The set 

performance targets 

are specific, realistic, 

and challenging.’  

(Harper 2001) 

16. PA3: ‘Performance 

review meetings are 

conducted 

periodically.’ 

 Armstrong (2009, 

311) 
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Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

17. PA4: ‘Performance 

appraisal enables me 

to perform my job as 

a leader efficiently.’ 

programmes at 

ADG.  Armstrong (2009, 

311) 

a) evaluate 

performance, 

18. PA5: ‘The data from 

the monitoring system 

is used to help 

improve my 

performance (e.g. for 

developmental 

purposes).’ 

Chen and Ross 

(2007, 497); Jeske 

and Santuzzi (2015, 

67)  

19. PA6: ‘I am satisfied 

with my 

organisation’s 

practice to include 

peers in the evaluation 

of employee’s 

performance.’ 

Chami-Malaeba and 

Garavanb (2013, 

4053) 

20. PA7: ‘I am satisfied 

with my 

organisation’s 

practice to include 
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Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

boss in the evaluation 

of employee’s 

performance.’ 

21. PA8: ‘I am satisfied 

with my 

organisation’s 

practice to include 

oneself in the 

evaluation of 

employee’s 

performance.’ 

22. PA9: ‘I believe that I 

achieved my 

individual 

performance 

objectives.’ 

Latham and Locke 

(1979); Stewart and 

Rigg (2011, 250)  

a) establish 

performance, 

standards 

23. PA10: ‘The data from 

the monitoring system 

is currently used to 

evaluate your 

performance.’  

Jeske and Santuzzi 

(2015, 67) 
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Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

b) develop 

incentives. 

24. PA11: ‘The data from 

the monitoring system 

is being used to 

develop an incentive 

pay system.’ 

Carayon (1993, 

389); Jeske and 

Santuzzi (2015, 67) 

25. PA12: ‘Performance 

appraisal distracts 

managers from the 

core functions.’ 

Armstrong (2009, 

311) 

3.  

Jo
b 

Sa
tis

fa
ct

io
n Talent attitude as 

indicator for their 

job satisfaction  

26. JS1: ‘I feel 

enthusiastic about my 

work.’ 

-To critically assess 

the effect of the 

implementation of 

talent management 

programmes at 

ADG on talent 

satisfaction. 

 

- To identify the 

main drivers and 

enablers of 

implementing 

effective Talent 

Brayfield and 

Rothe (1951, 

309); Jeske and 

Santuzzi (2015, 

66) 

27. JS2: ‘I would be very 

happy to spend the 

rest of my career with 

this organization.’ 

Braun et al. 

(2013, 275) 
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Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

The affective 

organisational 

commitment 

28. JS3: ‘I am satisfied 

with my working 

conditions.’  

Management 

Strategy at ADG 

departments.  

 

 

Allen and 

Meyer 

(1990, 6) 

Je
sk

e 
an

d 

Sa
nt

uz
zi

 (2
01

5,
 6

6)
; H

us
sa

in
 e

t a
l . 

(2
01

8)
 

29. JS4: ‘I feel 

emotionally attached 

to this organisation.’ 

Meyer et 

al. (1993, 

544) 

Talent behaviour 

‘conscientiousness’ 

as determinant for 

engaging with 

Organisational 

Citizenship 

Behaviour (OCB) 

 

30. JS5: ‘My attendance 

at work tends to be 

above my colleagues.’ 

Podsakoff et al. 

(1990, 121); Jeske 

and Santuzzi (2015, 

66) 

4.  

Ta
le

nt
 a

ttr
ac

tio
n,

 A
cq

ui
sit

io
n,

 

an
d 

Re
te

nt
io

n 
St

ra
te

gi
es

 

Talent perceptions 

towards retention 

strategies at AGD: 

- Enabling and 

Empowering 

talents  

31. RS1: ‘I make a 

significant impact in 

my department.’  

-To identify the 

adopted TM 

strategies by ADG 

by exploring 

talent 

perspectives. 

Pan et al. (2012, 

440) 
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Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

a) impact  

- To critically 

assess the effect 

of the 

implementation of 

talent 

management 

programmes at 

ADG on talent 

retention. 

b) competence 

32. RS2: ‘I possess the 

skills necessary for 

my job.’  

Pan et al. (2012, 

440) 

c) meaning 

33. RS3: ‘My job 

activities are 

personally meaningful 

to me.’ 

Pan et al. (2012, 

440); Lee et al. 

(2018); 

 

d) self-

determination 

34. RS4: ‘I have 

significant autonomy 

in determining how I 

do my job.’ 

Pan et al. (2012, 

440); Lievens et 

al. (2005); 

Towers Perrin 

(2005); Srivastava 

and Bhatnagar 

(2010) 

e) creativity 

35. RS5: ‘My 

organisation enables 

me to generate 

creative ideas.’ 

Pan et al. (2012, 

440) 

Talent perceptions 

towards retention 

strategies at AGD: 

36. RS6: ‘My 

organisation provides 

on-site opportunities 

Cable and 

Graham (2000), 

Highhouse et al. 
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Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

 

- Incentives, work 

conditions and 

performance 

rewards 

 

and a global exposure 

for talent.’ 

37. RS7: ‘My 

organisation provides 

clear career path and 

opportunities to 

progress.’ 

38. RS8: ‘My 

organisation provides 

strong social security 

and employee 

welfare.’ 

39. RS9: ‘My 

organisation offers 

salaries that are above 

the market rate.’ 

40. RS10: ‘My 

organisation improves 

work conditions to 

increase 

organisational 

identity.’ 

(1999), Lievens et 

al. (2005); 

Towers Perrin 

(2005, 17); 

Srivastava and 

Bhatnagar (2010); 

Singh and Sharma 

(2015, 339) 
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Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

41. RS11: ‘My 

organisation offers 

performance-driven 

rewards.’  

Intention to stay 

42. RS12: ‘I intend 

to work for the long 

term in my 

organisation.’ 

Ng and Butts (2009, 

298); Chami-

Malaeba and 

Garavanb (2013, 

4054) 

5.  

Le
ad

er
sh

ip
 B

eh
av

io
ur

 

Participative 

Leadership  

43. PL1: ‘Before making 

decisions, my 

manager considers 

what their 

subordinates have to 

say.’ 

44. PL2: ‘Before taking 

action my manager 

consults with 

subordinates.’ 

45. PL3: ‘When faced 

with a problem, my 

- To identify the 

leadership style 

predominantly 

adopted by the 

management at 

ADG departments, 

which shapes 

employed 

retention 

strategies.  

 

Fleishman (1957); 

Stogdill (1963); 

Bowsers and 

Seashore (1966); 

Fiedler (1967); 

House (1971a;b); 

House and Dessler 

(1974); Ogbonna 

and Harris (2000, 

777) 
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Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

manager consults with 

subordinates.’ 

46. PL4: ‘My manager 

asks subordinates for 

their suggestions.’ 

- To identify the 

main challenges 

and barriers to 

implementing 

Talent 

Management 

Strategy at ADG 

departments.  

  

 

Supportive 

Leadership  

47. SL1: ‘My manager 

creates a working 

environment in which 

subordinates feel free 

to offer advice.’  

48. SL2: ‘My manager 

values the advice 

given by 

subordinates.’  

49. SL3: ‘My manager 

helps people to make 

working on their tasks 

more pleasant.’ 

50. SL4: ‘My manager 

looks out for the 

Fleishman (1957); 

Stogdill (1963); 

Bowsers and 

Seashore (1966); 

Fiedler (1967); 

House 

(1971a;1971b); 

House and Dessler 

(1974); Ogbonna 

and Harris (2000, 

777) 
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Sr 

C
on

st
ru

ct
 Dimension / 

Measures 

Question Code and 

Statement 
Research Objective 

Underpinning 

theories / Studies 

personal welfare of 

group members.’ 

51. SL5: ‘My manager 

treats all group 

members as equals.’ 

Instrumental 

Leadership  

52. IL1: ‘My manager 

decides what and how 

things shall be done.’  

53. IL2: ‘My manager 

explains the way tasks 

should be carried out.’  

54. IL3: ‘My manager 

maintains definite 

standards of 

performance.’ 

55. IL4: ‘My manager 

schedules the work to 

be done.’ 

Fleishman (1957); 

Stogdill (1963); 

Bowsers and 

Seashore (1966); 

Fiedler (1967); 

House (1971a; 1971 

b); House and 

Dessler (1974); 

Ogbonna and Harris 

(2000, 777) 

 

 

Table 5.9. Research questionnaire. Developed by the researcher. 

5.8 Survey piloting  

Pre-testing the survey instrument (statements of the study) prior to commencing the formal 

stage of administering it for data collection is a pivotal phase, in which any defects in the design 
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could be identified and manipulated accordingly; it is a way for an appropriate and efficient 

stratification planning (Kothary 2004; Saunders et al. 2009). The pilot study aimed at 

examining the questionnaire in terms of its reliability and validity, to check if the formulated 

questions were effective in gathering the relevant data, together with the adopted measures and 

the applied tool being sufficient to implement the formal data collection of the whole scale. 

This is to ensure the possible replication of the instrument applied for data collection and 

generalisation to other contexts. It is, however, not necessary to generalise to countries where 

the scale may not have an appropriate internal consistency (Bell et al. 2018). A pilot study was 

conducted by taking small (though large enough or reasonable) numbers of the proposed strata 

representing the targeted population and undertaking a preliminary survey handing small sets 

of scale items to be examined and statistically analysed. This is in order to generate internally 

reliable and consistent scale, before accomplishing the actual survey on the whole scale items, 

in order to stand by the primary results obtained herewith, by which more data will often be 

generated later to provide evidence on the construct’s validity (Bryman and Bell 2011). This 

important step may clear up pitfalls associated with question formulation, which is particularly 

essential for research employing a self-completion questionnaire, where the researcher is not 

present to eliminate potential confusion pertaining to the questions. Moreover, with the self-

completion questionnaire it is good to address problems before they become explicitly apparent 

for all respondents (Creswell and Creswell 2017).  

 Hence, a pilot study was conducted upon review with reasonable confidence, 

where the questionnaire was deployed via email to a number of executive talents in multiple 

establishments, with a brief about the project, its objectives and importance to their 

government, and with sufficient definitions and instructions in order to get their feedback on 

the statements’ length, flow, content, clarity, or any weaknesses that may have existed in the 

questionnaire (Bryman and Bell 2011; Creswell and Clark 2018). The participants were granted 
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online access to the questionnaire through publishing the hyperlink among their group sets, 

from which they could retrieve and complete the questionnaire online.  

5.8.1 Results of the preliminary pilot study  

Table 5.10 displays the results produced from the preliminary pilot study.  

Test  Result 

R
el

ia
bi

lit
y 

St
at

is
tic

s  

Cronbach’s alpha test examines the internal consistency of the scores derived from 

scale questions to insure reliability. The Cronbach’s alpha test result scored .975 for 

54 statements and 30 responses, in which we can assume that the questionnaire 

constructs are fairly good (Little 2013).  

D
es

cr
ip

tiv
e 

St
at

is
tic

s 

Categories of the respondents varied based on diverse classifications: seniority level, 

age group, gender, qualifications, name of governmental department, and tenure. It 

was previously noted that the survey was shared online to a pilot study sample of 37 

talented leaders by email. Thirty completed records were returned, where the majority 

were male (94.3%), while females formed the minority, rated at (5.7%). Regarding 

the seniority level, the majority of respondents (70.3%) were section heads, (20.4%) 

were division managers and (9.3%) executive directors. Pertaining to the age group, 

the vast majority of the pilot respondents were in the 45–54 age group (n=18), with 

seven participants aged 35–44 years, and five aged 23–34 years. In respect of 

respondents’ qualifications, 19 respondents held a degree or equivalent, 8 held a 

Master’s degree or equivalent, and only 3 held a PhD or equivalent degree. As for 

tenure, only 5 leaders had 4–7 years of tenure at ADG departments (ADG) at 

percentage (16.6%); 7 leaders had 8–12 years of tenure experience in ADG, rated at 

(23.3%); 4 leaders had 13–17 years of experience in ADG, rated at (13.3%); 10 

leaders had 18–24 years of tenure in ADG, and these were the greatest proportion of 
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Test  Result 

respondents (33.3%); and 9 leaders had the longest tenure, of 25 years and above 

working in ADG, at percentage (30%). Relating to the adoption and implementation 

of TM strategies, 98.6% of the initiatives for TM were implemented, with a remainder 

of 1.4% strategies being not adopted. 

t-
te

st
 

Independent t-test was conducted to establish if significant variance occurs, by 

comparing the mean in answers between two independent variables from the sample. 

The test looked into respondents’ rating according to their gender, where males’ 

responses are defined as value 1 for male, while female were given value 2. 

Independent t-test indicated that the ratings presented a statistically significant result 

as they are different between male and female because ‘Sig. (2-tailed)’ or ‘p’ values 

are less than or equal the alpha level of 0.05, which means that the equality of 

variances occurs between the two groups. The sample size in this case is N= 30, 

(Male= 18, Female= 12) (Urdan 2016).  

L
ev

en
e'

s T
es

t  

Levene's Test for Equality of Variances was employed to find out where the variance 

in answers resides. The significant variance lies within talent satisfaction dimension, 

the question: ‘I feel enthusiastic about my work’ reported a slight difference between 

male and female (M=4.00, 3.17). The standard deviation difference in dispersion of 

distribution (in this case talent satisfaction) between male and female showed a 

notable difference (SD=.767, 1.403). This could be evidence that a notable variance 

in the distribution of gender satisfaction exists, which can be interpreted as that male 

talented leaders are less satisfied than female talented leaders at ADG. Leven’s test 

scored non-significance (Sig.= .003 < .05) so equal variances are not assumed [P=Sig. 

(2-tailed) =.045 < .05] (Field 2009).  
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Test  Result 
O

ne
-W

ay
 A

N
O

V
A

 

One-way ANOVA test is conducted to demonstrate analysis of variance in the means 

scored for more than two independent groups. The purpose is to realise the difference 

in perceptions among the groups but without telling in which region the difference 

actually lies. Therefore, One-way ANOVA was carried out to compare the views and 

gauge the satisfaction among the different age groups of talents, about TM practices 

at ADG-affiliated departments. Four groups were involved in the study according to 

their age (Group 1: 23–34 years old, Group 2: 35–44 years old, Group 3: 35–44 years 

old and Group 4: 55–60 years old). The one-way ANOVA test showed significant 

results in certain regions i.e. (sig. .002 < .05; .003 < .05; .021 < .05, etc.) (Urdan 

2016). 

Po
st

 H
oc

 T
es

ts
 

Only once the ANOVA result is significant, Post Hoc Tests are run to confirm where 

the differences occurred between those groups, hence they are employed to divide the 

groups into subcategories.  

- Consequently, a Tukey’s Post Hoc test was employed for this purpose and 

interrupted the result gained by ANOVA, where, for instance, the section heads at 

ADG Department are slightly less satisfied about talent development compared to 

executive directors, who scored a higher level of satisfaction, followed by division 

managers. However, Tukey’s Post Hoc test indicated that the difference is not 

statistically significant for the same element in the talent development dimension 

regarding the question ‘My organisation develops high potential employees to 

become leaders to ensure a strong talent pool’ (Sig= .304 > .05). Meanwhile, 

Duncan’s Post Hoc test showed relatively the same result as Tukey’s but indicated 

that General Managers are relatively highly satisfied than both executive directors 

and section heads.  
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Test  Result 
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- Duncan a.b tends to be the more powerful test because it statistically gives consistent 

analysis of the results. Although Duncan’s MRT (multiple range test) is widely used 

in research, Tukey’s HSD (honestly significant difference) test is more powerful 

and used when group sizes are unequal. It is more conservative than Duncan’s test, 

especially when the group of means is not large, otherwise it is considered less 

powerful. 

   

Post Hoc Tests for Pilot Study 

Table 5.10. Results of the preliminary pilot study. Developed by the researcher. 

 

5.9 Measurement validity  

Validity of the scale ‘refers to the extent to which a test measures what we actually wish to 

measure. Reliability has to do with the accuracy and precision of a measurement procedure [...] 

Practicality is concerned with a wide range of factors of economy, convenience, and 

interpretability...’ (Kothari 2004, 73). It reflects whether the employed measure (variables) is 
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actually gauging what it is supposed to gauge. In other words, the scale can be recognised as 

valid if it is able to accurately depict the common attributes of respondents that the 

construct/question/scale has been designed and used to measure. Measurement validity can be 

subject to errors occurring in the implementation phase of the questionnaire (Bryman and Bell 

2011). Several tests can achieve this verification process to examine the external validity of the 

scale employed, such as content validity, predictive validity, and concurrent validity. 

Content/face validity is the most commonly employed validity test for business research (Hair 

et al. 2010); it offers a subjective assessment of the instrument’s appropriateness, that is 

particularly required to be established when a new measure is developed, to ensure it appears 

of reasonable logic in measuring what it ought to (Bell et al. 2018). For this doctoral research, 

content/face validity was applied. Hence, the content validity was ensured through an extensive 

review of the literature on all facets related to the TM phenomenon and perspectives concerning 

its implementation and surrounding concepts in the talent pipeline. This is in terms of key 

measures of inclusivity, and appeared effective in former research, in addition to other external 

factors influencing talent behaviour towards retention or turnover intentions. All the above 

contributed in deriving a reasonable and solid framework (Creswell 2014). This comprehensive 

review helped the researcher to get acquainted with the research area, and reflects good content 

validity. This was provided the employed measures were considered reliable for being 

previously developed and tested in similar and other contexts. Therefore, it was required to 

validate small elements of the instrument specifically related to measuring performance 

appraisal (Kothari 2004). Moreover, content validity was maintained via supervisors, graduate 

students, HR academics, and experts belonging to the research domain at Liverpool John 

Moores University, who were involved to check if the research measurement was closely 

relevant to the research subject and enabled the achievement of its aim and objectives. In 

addition, there was another review undertaken by a number of talented managers and PhD 
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holders from ADG, to ascertain that respondents could grasp the research statements and 

provide agreement and feedback on the questionnaire layout and how it was structured and 

worded. Moreover, consideration of how people use language was maintained whilst designing 

the questions, relating individuals to the setting of their work, to suit the research setting and 

its respondents, so a translation was provided, following the technique of back-translation 

(from English to Arabic as well as from Arabic to English for respondents) (Bryman and Bell 

2011; Creswell and Clark 2018). Translation was guided by Arabic language experts and a 

cohort of PhD linguistic researchers, who were deeply involved checking the clarity of the 

translated questions. Therefore, the questionnaire was accessible in terms of the supported 

language, in both Arabic and English versions, in which each question was presented in both 

languages to make it easy for respondents to pick and understand the most appropriate 

(Appendix 2). Further, a preliminary survey study was held which inevitably strengthened the 

validity of the instrument. Generally, excellent judgement/feedback was attained from the 

panel which participated in this process, and who pointed out the clarity and adequacy of the 

measurement. Feedback provided was used in the final administering of the study questionnaire 

to retain/eliminate certain elements of the measurement. 

5.10 Measurement Reliability  

Instrument reliability enriches the interpretation of research results to be a meaningful form 

(Creswell 2014). To Winter (2000, 7), ‘Reliability and validity are tools of an essentially 

positivist epistemology.’ Reliability is secured through repeatable results by another research 

of the same methodology (Creswell and Clark, 2010). In order to underpin the reliability of the 

questionnaire’s ‘Likert’ measurement scale, Cronbach’s (1951) alpha test was conducted via 

the statistical software package for social sciences (SPSS). This was to make sure that the 

results were reliable and measures were accurate in terms of desired measured variables. The 

SPSS output of average correlation lies between values (0) and (1) on the scale, where internal 
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consistency of data should be ≥0.7; otherwise, heterogeneity is highly expected to occur (Gliem 

and Gliem 2003). Cronbach’s Alpha test scored 0.975 for the pilot survey and 0.78 for the final 

version of the scale for this study. Therefore, no question caused inconsistency, hence none of 

the questions were dropped by the researcher. More details about the internal consistency of 

data of this research project and the assessment undertaken using SPSS are presented in chapter 

6, section 6.2. 

5.11 Questionnaire Management 

Gatekeeper M/s. Human Resources Authority was approached as per letter in Appendix 3 dated 

21/09/2016. The questionnaire was shared electronically among the governmental departments 

and data was collected between July 2017 and January 2020. Two hundred and eighty-seven 

responses were returned from the national talented leaders, who belonged to the 65 

governmental departments randomly selected for this study, under the government of Abu 

Dhabi. This was performed with the help of the facilitator, Eng. Aysha Mohammed Al 

Hammadi, Director for Integrated Government Services, who shared the online questionnaire 

among the population, following up with the leader cohort and sending reminders across the 

various governmental departments via WhatsApp. The questionnaire went through several 

stages: survey planning, design, questionnaire piloting, pre and post-survey notification, and 

follow up reminders (minimum of 2 reminders each fortnight), which were derived from the 

recommendations of Dillman (1978). No participants were compelled to respond to the survey 

under any circumstances. After conducting several follow-up reminders, 412 (66%) responses 

were received, with a number of ineligible answers rejected for this research, as the completed 

survey records were judged inappropriate based on the survey instrument. Answers were 

automatically saved into the SurveyMonkey application as records, and the researcher was able 

to monitor and view entries online and generate reports and graphs at any point in time. The 

collected questionnaires were coded and entered into the SPSS 26 to conduct the required 
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procedures and tests (T-test, ANOVA and Factor Analysis) in order to generate the results 

(Bryman and Bell 2007). The researcher tested hypotheses for scale data surrounding attitudes, 

perceptions, effectiveness of Leadership Development, Performance Appraisal and Attraction 

and Retention Strategies, Satisfaction and Leadership Behaviour for demographics (t-test and 

ANOVA) as well as a variety of multivariable methods to test the impact of the current TM 

strategy on talent retention (Multiple Regression and Structural Equation Modelling). This 

enabled identification of trends and determined the answers relevant to the research questions 

(Blumberg et al. 2011).  

5.12 Analysis of quantitative data 

Before embarking on the analytical testing phase, data screening procedure was primarily and 

necessarily undertaken to deal with valid and reliable datasets before testing the proposed 

theories. It aimed at identifying problems that would potentially contaminate findings of the 

multivariate analysis (Hair et al. 2014). Data screening procedure is set out in section 6.4 of 

chapter 6. In addition, checks for data normality are an element in data screening procedure, 

achieved via a range of tests which were performed to ascertain whether parametric or non-

parametric tests are more suitable for analysis purposes. Therefore, when performing data 

analysis, assumptions should be made to guide the researcher to apply either of two streams of 

tests i.e. parametric or non-parametric. It is important to spot some assumption checks in order 

to take steps regarding the most appropriate test for analysis. Parametric assumption is 

established, taking into account that the variances among the groups of participants are 

approximately equal. If such parametric conditions are violated, for example, if data is not 

normally distributed, or wherever variances in two different samples arise, then it becomes 

difficult to interpret results and could be somewhat messy and meaningless, although, 

simultaneously, not invalid (Urdan 2010). Therefore, the researcher can perform other 

statistical procedures that can generate fair results too, as it is not extensively recommended to 



 

272 
 

 
 

attempt transforming data. Such tests are referred to as non-parametric tests, as shown in Table 

5.11 (Field 2009).  

 Non-parametric tests are guided by the ranking principle, so the lowest value is ranked 

1 and so on, the next greater through the maximum value. The common non-parametric tests 

are the Wilcoxon signed-rank test (Wilcoxon 1945), Mann-Whitney test (Mann and Whitney 

1947), the Kruskal-Wallis test, and Friedman’s test, as well as Chi square test of 

independencies or goodness of fit statistic (Field, 2009; Urdan et al. 2010).
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Sr. Purpose Parametric Test Equivalent Non-parametric Test 

1.  Test variances 

between two 

groups (the 

means) 

Independent t-test: is employed to look for variances of 

values/scores of conditions among two different groups of 

participants. Levene’s test to investigate homogeneity of 

variances, in other words equality of variances, is used to check if 

differences in the groups are approximately equal (the difference 

between the variances is eliminated – zero value – in order for the 

assumption of equal variances to be met, otherwise if the test is 

significant i.e. p ≤0.05, variances in different groups is tenable or 

variance in equality is not assumed). Dependent t test: is employed 

to investigate variances of conditions between pairs of 

values/scores belong to the same sample so individual variances 

among such conditions were cleared by dividing the mean of the 

Mann Whitney U and Wilcoxon signed-rank: 

These two tests are adopted to test variances in two 

different/unequal samples to check condition. Both tests are 

typically the same, substituted to t test, though Mann–Whitney U-

test is more popular. When unequal samples occur, Wilcoxon 

signed-rank test ranks then yields the test statistic as the sum of 

the ranks representing the fewest samples, e.g. if the sum of ranks 

is 50 for the first sample and 115 for the second counterpart, then 

Ws= 50. However, the Mann–Whitney test is presumed the same 

as the earlier test. U can be calculated from a particular equation. 

Significant relationship between the two groups is presumed when 

the sum of the ranked values is greater than 1.69 (Field 2009; 

Mann and Whitney 1947; Wilcoxon 1945). 
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Sr. Purpose Parametric Test Equivalent Non-parametric Test 

two groups’ scores by the standard deviation of the variances 

across the different groups (Field 2009).   

2.  Analysis of 

variances of 

several 

independent 

groups 

(compare 

means of 

independent 

variables on 

the dependent 

variable for 

two or more 

One-way Analysis of Variances (ANOVA) test is similar to t test 

and suitable when the assumption of heterogeneity of variance is 

met; however, its feature lies in minimising the inflated errors of 

performing, i.e. rejecting the null hypothesis, for instance, while 

it is true. It is conducted to demonstrate analysis of variance in the 

means scored for two or more independent groups. The purpose 

is to depict the difference in perceptions among the groups but 

without portraying in which region the difference actually lies 

(Urdan 2016).  

Kruskal–Wallis Test (H) and Jonckheere Trend Test: Kruskal–

Wallis Test (H) can be a nearly analogous test of one-way 

ANOVA /Levene’s test to analyse differences among constantly 

ranked data – scale variables – (Kruskal and Wallis 1952; Urdan 

2016). The median test is similar to the Kruskal-Wallis test, in 

which a produced probability table splits the values to two sets 

above and below the observed median value. H test merit, 

compared to ANOVA, is its confidence in depicting the 

significant influence and ability to determine where the variance 

resides, based on the observed median value. The result of this test 

may label it as Chi squared while it is H. Chi-squared test of 

independencies is the non-parametric counterpart’s test. It 

determines difference in the representation of the categories 
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Sr. Purpose Parametric Test Equivalent Non-parametric Test 

different 

groups) 

within the sample (i.e. male/female) and if they depend or are 

independent (statistically significant) on other variables, 

compared to the researcher’s expected frequencies based on the 

sample size and its proportions (Field 2009). This test is sensitive 

to sample size (too small/large) so it is not ideal to make 

conclusions solely from the significance of this test (Hair et al. 

2014). 

3.  Analysis of 

variances of 

several 

independent 

groups 

(compare 

means of 

independent 

Pearson’s correlation coefficient is adopted to measure the 

significant difference of means between multiple variables when 

homogeneity of variances is assumed. In other words, 

investigating if the measurable continuous variables link to each 

other. In general, the strength between the variables is either 

positive or negative; so, for example, the relation can flow in the 

same direction (both variables’ values increase or decrease) or 

Spearman’s rank correlation coefficient is the non-parametric 

version of Pearson’s correlation coefficient. It is performed to 

measure the significant difference of means between multiple 

variables when homogeneity of variances is violated. 
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Sr. Purpose Parametric Test Equivalent Non-parametric Test 

variables on 

the dependent 

variable for 

two or more 

different 

groups) 

opposite direction (if one’s value increases the other decreases) 

(Urdan 2010). 

4.  Normality 

tests  

 Kolmogorov–Smirnov (K-S) and Shapiro–Wilk test: 

Kolmogorov–Smirnov and Shapiro–Wilk are other tests which are 

undertaken to check normality for parametric statistics, where (p-

value) must lie below the value of 0.05, in order for data (all 

independent variables) to be assumed approximately and 

significantly normal; however, when Shapiro–Wilk test reports 

sig. p = 0.000 < α = 0.05. Therefore, when (p ≤ α) it is to reject or 

fail to retain the null hypothesis, while (p > α) leads to retaining 

the null hypothesis. Hence, for all measures we can reject the null 
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Sr. Purpose Parametric Test Equivalent Non-parametric Test 

hypothesis to conclude that statistically, groups significantly differ 

among the groups. Consequently, measures by male and female 

(for example) (Shapiro–Wilk, p < 0.05). For instance, the report 

also indicated no significant variance in the responses of those 

surveyed aged 55—60 years in terms of their intention to stay in 

the organisation, were p > 0.6, as well as the groups of respondents 

with tenure ranging between 4–7 years, in which the test showed 

non-significant difference in their ratings, as p = 0.15 > α = 0.05. 

(Shapiro and Wilk 1965). Yet analysis of variances among the 

groups (ANOVA test) will be undertaken and illustrated in detail 

in the following sections, in which more analysis can be shown. 

  

On the other hand, both Kolmogorov–Smirnov and Shapiro–Wilk 

value (p < 0.05) is presumed significantly normal in its distribution 

(Field, 2009; Razali and Wah 2011), since K–S solely refers to 
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Sr. Purpose Parametric Test Equivalent Non-parametric Test 

non-parametric tests. After checking nominal factors against the 

dependent variable (in this case gender, position, qualification, 

age, tenure), an indication for assumptions pertaining data 

normality are roughly met for most categories. Therefore, 

parametric methods can be employed, since all Kolmogorov–

Smirnov values for all groups in the tables below (in appendix 4), 

p ≤ 0.05, and thus failing to retain the null hypothesis and accept 

the alternative hypothesis; therefore, there is acceptable 

consideration for normal data distribution, thus reflecting 

significance (Field 2009). The tables below represent the results 

returned from the normality test for all nominal data.  

Table 5.11. Parametric vs. non-parametric tests. Developed by the researcher. 
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There is a debate about the consideration referred to by the non-parametric data, as some 

claim that non-parametric data are distribution-free and others argue the existence of 

distribution but with slightly restricted distribution. However, in order to test the 

homogeneity of variances for non-normally distributed data or non-parametric data, 

Leven’s non-parametric test can be employed to check equality of variances. Moreover, 

Friedman’s 2-way ANOVA rank is executed for the purpose of testing whether 

homogenous variances exist among all scores of different variables (Field 2009). Hence, 

normality checks are offered within sections 6.4.3 of chapter 6. 

5.13 Statistics employed to achieve research objectives 

Many analysis tools exist which the researcher can select as the most suitable to achieve 

the research’s intended objectives, also based on the nature of the gathered datasets 

(Saunders et al. 2009). This is an explanatory study of survey-based design of 

quantitative research (Fraenkel et al. 2012; McMillan 2012). Two main statistical 

software packages were employed to accomplish analysis for the quantitative dataset 

collected via the survey questionnaire; these were, the Statistical Package for Social 

Sciences (SPSS version 26.0) and Analysis of Moment Structures (AMOS version 26.0), 

of which details are provided in the following chapter.  

5.13.1 Multiple regression analysis  

Multiple regression is a statistical test employed to measure and explain the relationship 

between constructs (variables) (Field 2009; Hair et al. 2010) and to foresee if the outcome 

value of a single criterion variable is functional according to two or a set of predicting 

variables. Multiple regression is a powerful analytical aid which is widely used in 

business to forecast a model, or assess the factors of a programme’s effectiveness, such 
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as determinants of the effectiveness of the strategic TM programme (Hair et al. 2014). In 

other words, it can fit an appropriate model based on the observed data (Field 2009) and 

predict the outcome of talent attraction and retention based on other determinants i.e. 

leadership development, performance appraisal, satisfaction, leadership style, and 

attraction and retention strategies, which are the predictors. Moreover, this analytical tool 

can also determine the overall merit of the model, while explaining variance degree of 

the contribution of each predictor on the criterion (dependent) variable; that is why the 

independent variable is referred to as an explanatory variable (Bryman and Bell 2007).  

 

5.13.1.1 Assumptions underlying multiple regression 

The larger the value of the standardised regression coefficients, referred to as beta, the 

greater the impact of the predictor on the criterion variable, which can be either positive 

or negative. Beta weight decomposes the influence of each contributing independent 

variable on the dependent counterpart and proposes the most influential or higher 

predictor across the set of the explanatory variables (which is a good predictor). R square 

(R2), coefficient of multiple determination, and the significance of the equation are 

determinants. R2y ‘represents the proportion of variance in the ith independent variable 

that is associated with the other independent variables in the model’ (O’Brien 2007, 673). 

It is also worth pointing out that simple regression is adopted to predict an outcome based 

on one predictor. 

 The basic formula for regression is Y1 (predicted) = X1 + X2 + . . . + Xn 

(determinants) (Hair et al. 2014). Deviation in regression is known as residuals, which is 

the difference between the observed values and the predicted ones. The line of squared 

difference (denoted as SS), called the regression line, informs the goodness-of-fit, in 

which the line of lowest SS is selected and represents the line of best fit towards the 
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collected data. The equation [ Deviation = ∑ (observed - model)2] is used to predict the 

outcome by calculating the mean of the model, which is the difference between the 

collected data and values predicted by the model, and the sum of squares tells the strength 

of the mean of the model. However, this method is deemed inaccurate, and so a regression 

model can be significantly powerful in terms of prediction degree and the level of 

accuracy according to Field (2009). The sum of the above difference is the total sum of 

squares (SST), squared residual sum of squares (SSR), and when the above differences is 

performed, model sum of squares is generated (SSM) for possible improvement to the 

prediction. R2 is a percentage that explains the variation of the outcome model, which in 

turn indicates the degree of variance in the outcome model (SSM) against the total 

variance of the original datasets (SST). R2 imparts a good measure in gauging the 

robustness of the genuine relationship (Field 2009). 

R2 =  SSM 
SST 

 
However, simple regression can be calculated which is equalled to the square root 

of R2. F-test is also the ratio of improvement used to assess the model against potential 

error.  

5.13.1.2 Problems emerge from multiple regression 

Multicollinearity tends to be the most potential problematic issue in undertaking multiple 

regression, which arises when two independent variables highly correlate and influence 

the variance of explanation and hence the predictive accuracy. Multicollinearity varies 

from perfect collinearity, when explanatory variables regress based on other independent 

measures (strongly intercorrelated), where R2 reflects a precise value of 1.00, to less 

excessive multicollinearity, when predictors relate to one another based on the regression 

equation but not perfectly (Bryman and Bell 2007).  
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 This dilemma can be manipulated adopting various approaches. According to 

Hair et al. (2010) multicollinearity can be abandoned, when it is perhaps merely 

presented in a subset of the predictors, wherever this proportion does not highly account 

for the variance in the observed data. However, the second alternative approach is to drop 

one or more of the strongly correlated explanatory variables. This technique is urged 

when two predictors are distinctly gauging the same thing. Yet, another approach can be 

to combine or transform the highly intercorrelated variables to show unrelated predictors 

adopting explanatory factor analysis. Nevertheless, multicollinearity can be overcome 

simply by enlarging the sample size (Bryman and Bell 2007). This research did not detect 

multicollinearity issues.  

5.13.1.3 Method and justification of employing regression analysis  

In this study, regression analysis techniques (Enter and Stepwise Regression Methods) 

were adopted as they fulfilled the study objectives (4 and 6) presented in the table. The 

primary underlying sub-objectives employing this technique are:  

5. To statistically depict if an association exists between the five measures underlying 

the strategic TM at ADG Departments, namely: leadership development programme, 

leadership development effectiveness, performance appraisal, enabling and 

empowering talents, attraction and retention strategies by incentives, work 

conditions and performance rewards, and the dependent variable retention (intention 

to stay).  

6. To conclude if the above strategic talent management measures are highly relevant 

to the level of retention across talents.  

7. To find out the degree of adoption of TM strategies and practices (to test their 

integration and then to be considered individually). This is to conclude with the level 
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of implementation according to the fundamental practices implied in the strategic 

TM.  

8. To test whether other cultural and motivational measures (leadership style and 

satisfaction) would exert influence, in turn offering a better explanation towards the 

level of talent retention at leadership level. 

9. To indicate the most influential predictor in explaining the variation of the projected 

variable.  

5.13.2 Confirmatory factor analysis (CFA)  

Factor analysis aids provide techniques to reduce and summate gathered datasets into 

small groups of factors. Factor analysis form, integrated in the multivariate technique of 

statistics, denotes the relationships between variables by the feature of a bundle of 

commonly defined factors. In other words, factor analysis implies the identification of 

representative factors/variables belonging to all possible variable groups; the 

development of entirely new groups of variables which are minimised in their number, 

or the exchange of the initial variable group (Brown 2006). Kline (2015). Hair et al. 

(2018), however, point out a crucial drawback of factor analysis that can be explained by 

the acknowledged items to be eliminated and deleted, which should not be erased, since 

they depict a proportion of certain constructs exerting a focal representation of the study 

variables. The two broad types of factor analysis are Confirmatory Factor Analysis 

(CFA) approach and its exploratory counterpart (Hair et al. 2018). Second, Exploratory 

Factor Analysis (EFA) is a strategy controlled by the researcher to identify 

multicollinearity among a large number of variables to explain them in factors (basically, 

the target of EFA is to condense the information of the constructs to generate a summated 

scale for analysis), which assists in forming relatively large number of relationships, 
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across normally-scaled variables, which can be straightforward (Hair et al. 2018; 2019; 

Tabachnick and Fidell 2019). In addition, EFA is employed in particular circumstances, 

whereas the links between the latent and observed factors are ambiguous or unknown 

(Byrne 2016). Hence, this method is for exploring data, whilst giving the researcher 

information surrounding the number of latent variables essential to form a reasonable 

representation of datasets (Brown  2006; Hair et al. 2018). Likewise, the analysis is 

undertaken in an explanatory manner so that it can specify how and to what extent the 

observed variables are linked to the primary latent factors (Kline 2015; Byrne 2016).  

 However, CFA’s fundamental advantages over EFA are its ability in controlling 

all aspects relevant to the model’s conditions, such as determining correlated errors, 

adjusting cross loadings to zero, or fixing parameters of the model to equality. Such 

features of CFA allow the achievement of research objectives, of which EFA is 

incapable. Examples can be: EFA’s suitability to compare factor models among groups; 

‘(measurement invariance of tests), the analysis of multitrait-multimethod data in 

construct validation and the analysis of mean structures, scale reliability evaluation and 

the inclusion of covariates in the factor model’ (Brown 2006, 88). CFA comprises 

multivariate techniques to test a pre-speculated relationship. Moreover, CFA assists in 

underlying the representativeness of the measured variables in a smaller number of 

constructs. CFA is appropriate if the investigator possesses appropriate knowledge of the 

structure of the latent variable (Brown 2006; Hair et al. 2010). It is also necessary to have 

prior knowledge of the predicted relationships among the multi-items and within the 

factors before embarking on CFA, from which the use of the term ‘confirmatory’ stems 

(Urdan 2010; Argyrous 2011). Additionally, CFA is an effective tool for SEM, as it 

performs confirmatory verifications for the measurements of the employed theory, and 

thus it is perhaps inapplicable in the absence of theoretical measurement (Hair et al. 
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2018). In addition, a blend of construct validity, tested together with the techniques 

intertwined in CFA, possibly yields a wide understanding of measurement (Tabachnick 

and Fidell 2019). Therefore, this study comprises the deduction of the observed variables 

that are theoretically underpinned from previous empirical research, with underlying 

relationships that were pre-supposed from the literature. It was argued by various 

statisticians that, there is not a true strategy to conduct the analysis (Gaskin 2012), CFA 

was appropriately undertaken as the investigator determined the number of existing 

multi-item constructs representing the analysed datasets, along with the predetermined 

measures/items that theoretically belong to the individual construct. On the contrary, 

EFA is performed with no prior realisation of either of those issues, where all variables 

are applied without classification, in the form of one set. However, it is inappropriate for 

this research because measures of each subscale were formerly categorised from previous 

validated scales from the published literature, taking into consideration the preliminary 

support to study scale measurements, in which the classification mirrors the defined 

constructs against their facets of TM strategies that were depicted from the discrete 

literature, based on priori theory (a conceptual understanding of the variables’ 

relationships). Unlike EFA, which operates without the critical assumption of theory 

pertaining to the relationship among variables, and can perhaps be regarded a merit to 

another sort of research. As EFA is deemed a dimensional reduction technique, one 

constraint of its applicability is the expectation to remove certain variables; thus may it 

not be able to retain critical measures representing key study theory – while the number 

of the current study subjects is limited to nine variables – opposite to the expected number 

of constructs whenever constructs do not load as expected. Thus, EFA pitfalls can be 

attributed to the outcome of too limited or too wide a factor list. In the meantime, another 

drawback of EFA is that it allows items to load to unexpected constructs depending on 
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components’ scores as appearing from the regression of the variables; the resultant model 

will end up somewhat peculiar, permitting statistics to drive theory. Therefore, 

researchers most often cede the control of such essential determination of the analyses. 

Likewise, an emphasis attributed to EFA is the composite examination of the underlying 

structure (properties) of the complete variables as a whole unit, rather than the individual 

effect of the highly interrelated variables themselves, which the researcher ought to 

consider at the analysis. Hence, the outcome of EFA is a collectively denoted dimension, 

in which an example of the extracted component can be, for instance, the employer brand 

composite dimension that comprises LDP, EMP, and IWR constructs. Hence, depending 

on the nature of the study, TM strategies related constructs need to be measured 

separately. This is in order to evaluate each individual TM strategy to precisely address 

the sort of the problem and to fulfil the research objectives. In addition, EFA does not 

evaluate the goodness of fit to the observed datasets, which CFA does, according to Hair 

et al.’s (2019) argument distinguishing EFA analysis and CFA analysis. However, CFA 

could be reconciled with EFA through running it in a later stage of CFA to foster the 

reliability and validity of the scale (Gaskin 2012; 2016; Hair et al (2019). To conclude, 

there is continuing argument on EFA applicability, which is mainly limited to reaching 

a structure for the study variables or reducing the number of study variables. Overall, the 

structure of the study subjects determines which technique to follow, either EFA or CFA 

(Hair et al. 2019). ‘For example, the researcher may wish to test hypotheses involving 

issues such as which variables should be grouped together on a factor (i.e. multiple items 

were specifically collected to represent store image) or the precise number of factors. In 

these instances, the researcher requires that factor analysis take a confirmatory approach 

– that is, assesses the degree to which the data meet the expected theoretical structure’ 

(Hair et al. 2019, 126). Therefore, CFA was adopted to create the measurement model of 
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the study and validate the underpinned hypothetical structure of the study’s primary 

theoretical constructs within the research model. In other words, it was chosen to examine 

and confirm the proposed relationships among the observed variables and the model 

factors or latent variables, through the utilisation of AMOS (26.0). CFA is applied in two 

phases in the assessment of the measurement model process, which are the indices of 

goodness of fit, as well as construct validity (Hair et al. 2018). 

5.13.3 Structural equation modelling (SEM) 

SEM is a technique widely applied by marketing and business researchers ‘to assess 

empirically new theoretical proposals articulated by means of complex models’ 

(Martinez‐Lopez et al. 2013, 115). It is a framework of a broad modelling environment 

involving diverse disciplines i.e. measurement theory, factor analysis, path analysis, and 

regression. SEM is a technique which manipulates the individual relationships among 

each of a bundle of dependent variables. It is the most efficient kit which allows 

estimation of various sets of multiple regression equations predictable concurrently. Two 

main traits of SEM are: the structural model and the measurement model. The structural 

model is the path model that associates the independent with the dependent variables, 

based on theory and experience, and speculates on which independent variables forecast 

each of the dependent variables. Whilst SEM has its distinct grounding, its measurement 

model allows multiple indicators of each independent and dependent variable (i.e. the 

concept of talent retention presented in a summated scale), unlike other statistical 

techniques, which identify a single relationship between the independent and dependent 

variables. Thus, using confirmatory factor analysis, it enables examining the contribution 

of the items presented in each individual construct/indicator/factor/predictor of the 

dependent variable (or in statistical terms, a multi-item scale). In addition, it incorporates 

the multi-scales to account for the measurement error (scale reliability), by which 
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assessing the extent of the scale’s strength in measuring the concept, in this case talent 

retention and intention to stay at AGD (Hair et al. 2010). Therefore, since this research 

involved the prediction of interrelated relationships between the concept constructs, as 

pointed out earlier, the decision to adopt SEM was prioritised over other multivariate 

analysis techniques for assessing the theoretical model and proposed hypotheses. The 

approach employed incorporates path analysis, factor analysis, and multivariate 

techniques, which could possibly conclude explanations in respect of the hypothesised 

correlations within the variables/constructs integrated in the theoretical model. SEM is 

the process of developing a model underlying theory and constitutes a path diagram 

explaining the causal relationships, that can be converted into a structural model, together 

with measurement set, which has the ability to explain and alter a theoretically 

underpinned model. These procedures were considered in developing a final model to 

portray the significant relationships between the proposed variables, wherein the research 

presumed hypotheses could be, hence, verified.  

 Therefore, the justification for the selection of SEM for data analysis refers to its 

promotion by multiple academics for use in HR research (see Becker and Gerhart 1996 

and Fey et al. 2000) so as to provide empirical data and concrete evidence to the ‘so-

called black box’ among HR systems such as performance management (Wright et al. 

2003; Luna-Arocas et al. 2020). This is in addition to SEM applicability and popularity 

in explaining how TM/HRM practices impact on employee attitudes via measuring 

TM/HRM-related domains and testing TM/HRM-associated hypotheses such as, but not 

limited to, Bhanugopan et al.’s (2013) study, measuring HRM practices in Jordanian 

organisations. Other studies include those of Alferaih et al. (2018), Luna-Arocas et al. 

(2020) and Boonbumroongsuk and Rungruang (2021), who measured TM practices 

against talent turnover and retention in Saudi tourism sector organisations, as well as 
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organisations which implement the exclusive approach of TM in Thailand, and workers 

of the public and private sector in Spain, respectively. Another applicable study is Al 

Aina and Atan’s (2020) empirical evaluation of TM practices on sustaining 

organisational performance in the UAE. Similarly, Younas and Bari’s (2020) inquiry 

analysed the causal relationship between TM practices (in terms of knowledge-sharing, 

strategic leadership, social media, and mentoring) and retaining millennial employees in 

Pakistan. Moreover, the adoption of SEM can be because of its characteristics of offering 

correction for measurement errors while performing the estimation of structural model 

parameters, as a means of systematic validation of the relationships existing among the 

concept indicators and constructs, whilst assessing the relationships within the constructs 

of the same model (Urdan 2010). Moreover, SEM provides full control of the concept 

and reinforces the analytical understanding of the inquirer, as well as offering a powerful 

statistical tool that counts complex models (Byrne 2016; Hair et al. 2018; Tabachnick 

and Fidell 2019). Consequently, the SEM technique was the most suitable analysis kit 

for this study, because it incorporates multiple hypothesised relationships within the 

proposed model’s dependent and independent constructs, as outlined in chapter 3 for the 

theoretical model and hypotheses development. Furthermore, as denoted formerly, SEM 

encompasses two segments: the measurement which links the latent factors with the 

observed variables via means of confirmatory factor analysis (CFA), as well as the 

structural model which associates the latent factors to one another through simultaneous 

equation systems (Hair et al. 2010; Urdan 2010). Thus, this research project adopted the 

2-step SEM process, a measurement model, and another structural model, so that it could 

add appropriate empirical testing to the models-based theory (Hair et al. 2018). The said 

measurement and structural models were assessed through estimation techniques, that 

are utilisable from AMOS software (Hair et al. 2018; Tabachnick and Fidell 2019). This 
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technique of estimation specifies the value of unknown parameters, along with the error 

aligned with the rated value. Approaches of estimation vary and the selection of the most 

appropriate one is conditioned by the sample size, the level of normality, and assumptions 

of independence. Instances of the estimation methods are the maximum likelihood 

estimation, generalised least square, ordinary least square, unweighted and weighted least 

square and asymptomatically distribution-free (Urdan 2010; Gefen et al. 2011). Within 

this investigation, the maximum likelihood approach was employed within SEM analysis 

for assessing the measurement model (Byrne 2016; Hair et al. 2018; Tabachnick and 

Fidell 2019), which enables the estimation of values for potential missing data, and leads 

to enhanced estimates of the model parameters, as a result of minimising the function of 

the determined model fit (Hair et al. 2018). Subsequently, the maximum likelihood mode 

of estimation was selection, based on the recommendations raised by several researchers, 

for its capacity to allow large sample size, test the validity of the speculated hypotheses 

and its traits in dealing with multivariate normality for the sample’s distribution (Hu and 

Bentler 1999; Byrne 2016; Hair et al. 2018; Tabachnick and Fidell 2019). This method 

of estimation has features that include a larger sample size, multivariate normality for the 

distribution of the sample, and the ability to test the validity of hypotheses (Barrett 2007; 

Kline 2015; Hair et al. 2018; Tabachnick and Fidell 2019).  

5.14 Ethics considerations 

Ethics is about managing ‘the creation and expansion of legal and professional rules for 

the protection of research subjects and society against unethical research’ (Little 2013, 

32). Research ethics review is related to the ethics scrutiny, which ought to regulate the 

research conduct, when research involves human participation, so that it reflects certain 

standards, principles, and issues of ethics to be addressed or faced by the researcher 

during the process, e.g. accessing data, data protection and other ethical considerations 
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(Saunders et al. 2009). Paying attention to ethical issues is very important, as they 

strengthen research credibility as well as the reliability of the findings. Ethics comprises 

project details, potential risks/benefits, participants’ background, criteria for participation 

and how participants are to be approached, behavioural actions which can be judged to 

be acceptable or prohibited, and reporting manner of findings. It is essential to realise 

research associated ethics, which offer a means to protect voluntary respondents from 

harm. Ethics are a depiction of the research design and a record of all steps to be taken 

during the study. Moreover, ethics imply anonymity of participants, whose identity 

should be kept concealed, and confidentiality of data, which must be carefully addressed, 

by limiting access to such datasets and ensuring safe and private storage of research 

documents (Bell et al. 2018). Hence, research-associated ethical principles were 

maintained in advance of commencing the study, particularly prior to the data collection 

phase, to be followed throughout the holistic design of the study. An application for 

ethical consideration was submitted for perusal by Liverpool John Moores University 

committee for Research Ethics (REC), which underlies the declaration of Helsinki and 

LJMU’s REC regulations and guidelines and meets the code of research ethics at LJMU. 

Approval for the said proposal was granted on 21 December 2016 (Ref. 16/LBS/021) 

(Appendix five). Furthermore, research participants were recruited expense-free by 

informed consent, and they were free to withdraw at any time. The participant letter 

accompanying the questionnaire was provided on the first page of the questionnaire, 

stating the researcher’s and university’s mailing address to add a sense of confidence to 

participants engaged in the study (Bell et al. 2018). The researcher kept the gathered data 

confidential on the university network drive, with sole privileged access by the 

researcher. The questionnaire does not, naturally, enable identification of any participant 

during storage or within the findings of this thesis. The researcher is not aware of the 
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participants’ identities anyway, since the questionnaire is answered online and without 

face-to-face interaction. Further, data were gathered and utilised exclusively for the 

purpose of fulfilling the requirements for an academic PhD degree, and were not shared 

with any entity outside the supervisory team.  

5.15 Chapter summary 

This chapter intended to probe research paradigms, their exhibited aspects, similarities 

and confluences, as well as where they exhibit contradictions. It addresses paradigms 

engaged for the purpose of this research and their associated assumptions and the 

justification behind the selection. This study is underpinned by a positivist research 

philosophical paradigm with a deductive approach. Consequently, this approach was 

associated with the utilisation of a quantitative data collection method, in order to enable 

testing the hypotheses speculated within the proposed conceptual framework of this 

research project. This chapter depicts the research strategy of a web-based survey, 

measurement scales, and represented and explicated some indicators for the social 

researcher while identifying and assessing his/her determinations pertinent to sampling 

techniques and their interrelated features and implications. Hence, the study offered 

justifications underlying the choice of the complete enumeration (census), recruitment of 

the entire population as a means to enhance the response rate and due to the 

characteristics and seniority of respondents of this research. Alike, the data collection 

method via the self-completed web-based questionnaires was explained, since data was 

required from a large number of talented leaders (decision-makers) in ADG departments 

(UAE public sector). Multiple regression was adopted to project talent’s intention to stay 

based on other groups of predictors, in addition to explaining which measure has the 

highest influence on the outcome (talent retention). In order to build a deeper explanation 

of the result derived from multiple regression tools of analysis, SEM was developed for 
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this doctoral thesis in pursuit of identifying the relationships among items of testing for 

each individual factor in a more accurate and efficient way, with the facility to correct 

measurement errors (as compared to multiple regression technique), between the 

dependent and independent variables. Likewise, SPSS and AMOS were utilised 

correspondingly to help undertake the required analysis for the quantitative data, gathered 

via advertising the online questionnaire. In the same vein, reasonable consideration was 

given to avoid the occurrence of common methods bias, as well as to maintain standards 

of research ethics. The subsequent chapter 5 portrays findings of the preliminary analysis, 

along with the results which stemmed from adopting regression and SEM analysis 

techniques, respectively.  
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CHAPTER SIX: RESEARCH RESULTS 

6.1 Introduction  

In this chapter, a presentation of data collected by means of questionnaire is exposed and 

analysed using the appropriate instruments. For the primary data collected for the study, 

Statistical Package for Social Sciences SPSS 26.0 and AMOS 26.0 were utilised. CFA 

and then SEM were employed to generate a model that applied to the observed datasets. 

 Moreover, this chapter constitutes a thorough explanation of the procedures that 

were duly undertaken to screen data and deal with any detected problems. The 

questionnaire aimed at exploring talent perspectives (from leaders) pertaining to the 

strategic TM initiatives in ADG-affiliated departments. The questionnaire encompassed 

various areas, including leadership development, performance management, and 

attraction and retention strategies as the main determinants for TM level of 

implementation. This is in addition to testing the potential contribution of two other 

dimensions, satisfaction and leadership style, in the effective implementation of the 

strategic TM. The questionnaire measured the aforementioned topics using a five-point 

Likert scale [1-5], where 1 represents ‘strongly agree,’ while five represents ‘strongly 

disagree,’ as the respondent’s chosen answer.  

 This sub-section aims to explore the strategies and practices pertaining to TM 

through talent perspectives, and the effectiveness of TM as shown in satisfaction results 

inferred by the questionnaire. A few statistical tests were run to represent the information 

about response rates, participants’ demographic profiles, and analysis of the obtained 

data based on the scores. Such tests included, but were not limited to CFA and SEM in 

order to gauge the success of the main patterns of the strategic TM activities, through 

talent assessment and exploration of their views. Summary of the content is represented 

at the end of this chapter.  
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6.2 Reliability analysis 

The reliability statistical test called coefficient alpha, or Cronbach's Alpha (1951), was 

employed to assess the reliability or the internal consistency of the measurement 

variables (scale variables), to indicate how well variables loaded/correlated with each 

other. The result of the test composite score was 0.76 > Nunnally’s (1978) criterion set 

of 0.70, which indicated that the scale variables (of 54 items representing the 

questionnaire constructs) were reliable to assess what the research intended, since α > 

0.70. In contrast, Peterson (1994) and Slater (1995) cite 0.6 as the minimum criterion 

value. However, no authors suggest that coefficient alpha lies between 0.00 and 1.0 

where 1.0 is perfect reflection of reliability and 0 tells no reliability. Coefficient alpha 

was calculated by SPSS; it is the ratio of number of indicators and correlation of means 

where k = number of measuring items, r = mean – correlation (Urdan 2010).  

 The standard deviation of the tested measures is approximately similar for all the 

scale items; In addition, the mean of responses is also roughly close. Moreover, the 

correlation test supports the result, as all the measures are intercorrelated positively. This, 

in turn, could interpret the result, which seems consistent with the coefficient alpha 

equation below that would reveal no problem assumed around the internal consistency 

of the questionnaire measures.  

  
k = number of measuring items r = mean – correlation 

Table 6.1. Reliability test. Developed by the researcher. 
 

Reliability Statistics 

Cronbach’s Alpha 

Cronbach’s Alpha Based on 

Standardized Items No of Items 

0.78 0.76 54 
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6.3 Reliability of constructs 

The overall reliability among the different constructs is acceptable. However, to reinforce 

the gained result, reliability of the variables for the individual construct was computed, 

revealing that each factor formed a reliable scale. The reliability ranges between 0 and 1, 

so based on Nunnally (1978), 0.7 is deemed to reflect good reliability, as the lowest 

acceptable level is between 0.6 and 0.7, according also to Hair et al. (2014). To Hinton 

et al. (2004), however, the scale reflected a high level of reliability where (α= 0.9 

represents excellent reliability; α= 0.7 to 0.9 indicates high reliability, α= 0.5 to 0.7 

depicts moderate reliability, while α≤ 0.5 is low reliability).  

6.4 Data screening  

Data screening is the process of employing diagnostic measures to clean data to ensure 

it is valid, usable, and reliable before subjecting it to examination under the causal theory. 

It is essential to detect if there are problems in data, as skipping this procedure would 

potentially result in unwanted implications, such as introducing bias or a fatal problem 

in the pattern of the results of the multivariate analysis (Hair et al. 2014). Screening data 

includes ensuring that no data is missing to enable running certain statistical tests such 

as CFA and SEM. Screening data detects missing data, outliers, multi-collinearity, and 

linearity. 

6.4.1 Missing data 

Missing data may lead to bias problems in mean and standard deviation, such as response 

rate across males and females. The problematic respondents are implied in the procedure 

of cleaning data, in which research participants deliberately leave some variables with 

missing values. Therefore, one recommendation is to carry out data transformation to 

replace the missing data with the mean values, or with medians in the case of Likert-type 

data. However, the population includes respondents who had not been through the entire 
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strategic TM processes through the talent pipeline, and so the researcher detected some 

records with missing data, for instance in assessing leadership development. Hence, the 

researcher had to exclude those responses and make assumptions about participants’ non-

participation in the leadership development programme, which does not qualify them to 

be suitable samples for this inquiry. Additional missing data across the various records 

were identified; therefore, as the ratio of missing data is only below 10%, the researcher 

eliminated the problematic respondents from analysis (Lynch 2003).  

6.4.2 Outliers 

Outlier is an observation which is distinct from the majority of others, classified as 

univariate and multivariate, representing notably inconsistent and extreme scores in the 

dataset observation (Field 2009). Outliers are also another indicator for unengaged 

respondents whose participation is urged to be removed and noted as a missing record, 

especially with a relatively large sample size. Outliers are problematic to generation of a 

valid model, as they form a negative effect on the indices attributed to the goodness-of-

fit of the SEM model introduced to elicit the criterion variable – in this case talent 

retention (Bryman and Bell 2007). Outliers can be graphically displayed by the Boxplot 

to denote the extreme characteristics (extreme points) among the distribution between all 

variables or groups/constructs (Hoaglin and Iglewicz 1987), or perhaps inclusively across 

the dependent variables alone (Hair et al. 2014). The treatment of outliers differs 

according to the specific instance. First, outliers can occur as a procedural, entry, or 

coding error; second, they can emerge as an extraordinary event which can arise 

depending on the nature of the research, so that these values may be retained for later 

analysis whenever consistent with the research objectives; otherwise, they ought to be 

eliminated. A third type of outlier are extraordinary observations, or values that cannot 

be explained by the researcher; it is the researcher’s choice in such a case to dictate their 
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retention/exclusion depending on ‘if the researcher feels they represent a valid element 

of the population.’ The last type of outlier is when the observation lies within the range 

of possible values for the existing variables, but is still unique among the variables’ 

stream. The researcher is to retain such an outlier unless proof discounts its validity as a 

potential member in the population that underlies its deletion (Hair et al. 2014, 63). To 

this effect, the researcher employed appropriate checks to spot and deal with such 

outliers, which were detected and duly addressed to eliminate skewing the distribution 

of scores in the variables. However, owing to the fairly large population size (n = 620) 

and the acceptable respondent rate (68%), the researcher avoided transforming 

unrepresentative scores (i.e. applying convert back from a z-score equation to replace 

existing outliers’ values, according to Field’s benchmarks below, or the mean plus two 

standard deviations), and merely erased the respondents’ outliers to avoid contaminating 

the observations, where appropriate (Field 2009, 135):  

 
X = (z × s) + X-, where (X-) = mean, (s) standard deviation, z is 3 (or 

3.29 for exact recoding of the created and replaced outlier’s score). 

 
Outliers can be explored with a Stem and Leaf Plot test, which is also an essential 

test prior to conducting the multiple regression test. When extreme values are reported, 

i.e. (p≥5.0), they are marked by a square shape. To this effect, it has been noted that the 

researcher did not interface outliers, in order to make the appropriate decision about their 

retention/deletion.  

6.4.3 Normality assessment 

Before performing statistical parametric tests, including t-tests, correlation, regression, 

and analysis of variance, it is vital to check normality of the gathered data (in this case, 

error/residuals), as this is a prerequisite to undertaking multiple regression, in order to 
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infer reliable and accurate predictors according to the set of explanatory variables. 

Moreover, the theoretical normal distribution is a crucial criterion, as inferential statistics 

rely on the assumption that normal distribution is attained. Statistical tests were 

performed in order to assess if the gathered data are approximately normally distributed 

or not. Breaking the normality consideration across data distribution may indicates 

inadequacy in the selected sample in regard to the entire population. For instance, when 

sample characteristics are higher or lower than the average, in other words ‘distance from 

the sample mean.’ Inadequacy is not necessarily the case, as the skewed distribution 

would still be presumed normal by nature of its belonging to the entire group the sample 

is extracted from (Urdan 2010, 34). Hence, distribution of scores can be ‘positively 

skewed when a tail of a distribution of scores extends toward the upper end of the 

distribution,’ or might be ‘negatively skewed when a tail of a distribution of scores 

extends toward the lower end of the distribution’ (Urdan 2010, 35). Even if the normality 

assumption is not acceptable, nonparametric methods can be employed, as it is not 

recommended to transform values to represent normality, according to Pallant (2013). 

The tests include the following: 

6.4.3.1 Skewness and kurtosis characteristics 

In a skewness and kurtosis test, ‘skewness’ gauges if datasets are symmetrically 

distributed and ‘kurtosis’ measures peaked-ness, normality, or flatness-top of the curve 

shape. Skewness and kurtosis values vary among authors, who debate whether z-values 

must lie in the span of -1.96 to 1.96 (Doane and Seward 2011) for a small sample (n > 

50), or ought to be between -1 and 1 (Hair et al. 2014). The best skewness and kurtosis 

coefficient value of zero indicates perfect symmetry of data distribution, when equal 

sides of the shape are attained and indicate that kurtosis is mesokurtic. West et al. (1995) 

specify value for skewness = n > 2 and kurtosis = n > 7, to judge the genuine departure 
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from the normality range. However, according to other authors the thresholds for 

normality are set between (±1), ±1.69, and may lie more liberally within the range (±2). 

Yet skewness and kurtosis values greater than ±3.29 are cause for concern, according to 

Tabachnick and Fidell (2007). The error is minimised with a large sample size such as 

the current research, where n=287. In this case, all categories of the dependent and 

independent variables reported z-values within the range (±2), which indicates that 

datasets are skewed and kurtotic equally, and normal distribution of datasets is assumed 

according to this specific test (West et al. 1995).  

Sr. Item code Skewness Kurtosis Sr. Item code Skewness Kurtosis 

01.  LDP1 – 0.38 – 0.63 27. SL1 – 0.48 – 0.63 

02.  LDP2 – 0.69  0.19 28. SL2 – 0.63 – 0.56 

03.  LDP3 – 1.19  1.13 29. SL3 – 0.42 – 0.74 

04.  LDP4 – 1.42  1.46 30. SL4 – 0.42 – 0.69 

05.  LDE1 – 0.31 – 1.08 31. SL5  0.63  0.47 

06.  LDE2 – 0.03 – 0.91 32. IL1  0.81  0.12 

07.  LDE3  0.69 – 1.32 33. IL2  0.58 – 0.16 

08.  LDE4 – 0.08 – 0.73 34. IL3  0.55 – 0.54 

09.  LDE5 – 0.45 – 0.18 35. IL4  0.89  0.32 

10.  LDE6 – 1.22  0.38 36. TS1 – 0.95  0.59 

11.  LDE7  0.21 – 1.04 37. TS2  0.64 – 0.76 

12.  LDE8 – 0.57 – 0.62 38. TS3 – 0.39 – 0.98 

13.  PA1 – 0.86  0.13 39. TS4 – 0.27 – 0.65 

14.  PA2 – 0.37 – 0.48 40. TS5 – 0.05 – 0.65 

15.  PA3 – 0.94 – 0.04 41. EMP1  0.22 – 0.17 

16.  PA4 – 0.98  0.18 42. EMP2 – 0.39 – 0.69 
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Sr. Item code Skewness Kurtosis Sr. Item code Skewness Kurtosis 

17.  PA5 – 0.59 – 0.59 43. EMP3 – 0.39 – 0.81 

18.  PA6  0.66 – 0.79 44. EMP4  0.38 – 0.52 

19.  PA7  0.01 –  1.44 45. EMP5 – 0.19 – 0.61 

20.  PA8  0.17 – 1.46 46. IR1 – 0.92 – 0.06 

21.  PA9 – 0.83  0.44 47. IR2 – 0.77  0.14 

22.  PA10 – 1.00  0 48. IR3 – 0.54 – 0.76 

23.  PL1  0.54  0.38 49. IR4 – 0.63 – 0.54 

24.  PL2 – 0.06 – 1.15 50. IR5 – 0.86  0.48 

25.  PL3 – 0.12 – 0.98 51. IR6  0.29 – 0.32 

26.  PL4  0.12 – 0.78 52. IS – 0.10 – 0.29 

 Table 6.2. Normality assessment results. Developed by the researcher. 

6.4.3.2 Kolmogorov–Smirnov (K-S) and Shapiro–Wilk test 

Kolmogorov–Smirnov and Shapiro–Wilk are other tests that are undertaken to check 

normality for parametric statistics, where (p-value) must lie below the value of 0.05, in 

order for data (all independent variables) to be assumed approximately and significantly 

normal; Shapiro–Wilk test reported sig. p = 0.000 < α = 0.05. When (p ≤ α) it is indicated 

to reject or fail to retain the null hypothesis, while (p > α) leads to retain the null 

hypothesis]. Hence, for all measures we can reject the null hypothesis to conclude that 

statistically, groups significantly differ among the groups. Consequently, in measures by 

male and female (for example) (Shapiro–Wilk, p < 0.05). The report also indicated no 

significant variance in the responses of those surveyed aged 55–60 in terms of their 

intention to stay in the organisation, which was p > 0.5, as well as the groups of 

respondents with tenure ranging between 4 and 7 years, in which the test showed non-

significant difference in their ratings, as p = 0.15 > α = 0.05 (Table 1 of Appendix 4). 
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(Shapiro and Wilk 1965). Analysis of variances among the groups (ANOVA test) will be 

undertaken and illustrated in detail in the following sections, in which more analysis can 

be shown. 

 For both Kolmogorov–Smirnov and Shapiro–Wilk values, (p < 0.05) is presumed 

significantly normal in its distribution (Field 2009; Razali and Wah 2011), since K-S 

solely refers to non-parametric test. After checking nominal factors against the dependent 

variable (in this case gender, position, qualification, age, and tenure), an indication for 

assumed data normality is roughly met for most categories. Therefore, parametric 

methods can be employed, since all Kolmogorov–Smirnov values for all groups (Table 

1 in appendix 4 represents the results returned from the normality test for all nominal 

data), p ≤ 0.05, and thus failing to retain the null hypothesis and accept the alternative 

hypothesis; therefore, there is acceptable consideration for normal data distribution and 

thus reflecting significance (Field 2009).  

 Having analysed the complementary Shapiro–Wilk test for normality 

determination, it is also arguable that performing visual assessment can be more 

beneficial when a bell-shaped curved figure is drawn from the distribution (Trowler 

2014). The visual inspection is done according to the Normal Q–Q Plots, the box plots, 

and Descriptive Histogram (Cramer 1998; Shapiro and Wilk 1965). Hence, the 

distribution of scores is normal as depicted below in the bell-shaped Figure 6.1. 
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Figure 6.1. Descriptive Histogram chart of data normality. 
 

Moreover, Q–Q Plot chart, another representation that mirrors data normality, can be run 

for any particular variable. The dots lying on exactly or along the straight line reflect a 

normal distribution of data, whilst deviation from the line indicates violation from 

normality. In the following chart, the expected values are depicted by the straight 

diagonal line, whereas the actual data is drawn as dots spotted on or around the diagonal 

line. Hence, when the dots substantially depart either above or below the diagonal, this 

would indicate a problem in the kurtosis. Also, a depiction of the dots taking the ‘S’ shape 

would inform a skewness. In Figure 6.2, the observation entails a slight deviation above 

and underneath the diagonal line, which affirms tolerable normality in data distribution 

and corresponds to prior tests (Field 2009). In addition, the P–P Plot of Regression 

Standardised Residual was performed, and the result (Figure 6.2) shows the majority of 

the scores are close to the line. Similarly, the visual pattern of scatterplot reflects that the 

data is roughly normally distributed (Figure 6.4), keeping in mind that a slight break of 
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normality assumptions may not be problematic for a large sample i.e. sample size = 200 

(Field 2009). 

Visual Normality Indicators for Dependent Variable: Intent to stay 

 
Normal Q-Q Plot 

Dependent Variable: I intend to work for the long-term in my organisation. 

 

Figure 6.2. Normal Q–Q Plot chart for data normality. 

 
 

Figure 6.3. Regression Standardised Predicted Value Residual. 
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6.4.4 Linearity  

Linearity refers to the consistency in the deviation of change. Linearity is used to ‘express 

the concept that the model possesses the properties of additivity and homogeneity. In a 

simple sense, linear models predict values that fall in a straight line by having a constant 

unit change (slope) of the dependent variable for a constant unit change of the 

independent variable’ (Hair et al. 2014, 33). Linearity can be determined from various 

SPSS tests option such as means or correlation. Moreover, linearity problems can be 

treated by eliminating outliers or transforming data. A linearity test was performed and 

the output ANOVA table noted Deviation from Linearity values > 0.05 (significant 

value), which is evidence of sufficient linearity assumed between the independent 

variables (Leadership Development Programme, Leadership Development 

Effectiveness, Performance Appraisal, Attraction and Retention Strategies by Enabling 

and Empowering talents, Attraction and Retention Strategies by Incentives, work 

conditions and performance rewards, Satisfaction, Participative Leadership, and 

 
Figure 6.4. Scatterplot of dependent variable. 
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Supportive Leadership) and the dependent variable (Retention: intention to stay item) 

(Hair et al. 2010). 

Table 6.3. Linearity test for research constructs. 

6.4.5 Multi-collinearity  

Multicollinearity issues refer to a high correlation of two independent variables. 

Multicollinearity can be inferred by the Variable Inflation Factor (VIF) and degree of 

tolerance, used to measure the level of multicollinearity among the dependent variables 

and each independent variable in the regression model, and how those factors influence 

the projected variance in explanation of the regression coefficients. Moreover, 

ANOVA Table 

Between Groups (dependent with independent) Significance of deviation 

from linearity 

Retention * Leadership Development Programme .763 

Retention * Leadership Development Effectiveness  .502 

Retention * Performance Appraisal  .642 

Retention * Satisfaction .149 

Retention * Participative Leadership  .371 

Retention * Supportive Leadership .092 

Retention * Instrumental Leadership .138 

Retention * Attraction and Retention Strategies by 

Enabling and Empowering talents 
.253 

Retention * Attraction and Retention Strategies by 

Incentives, work conditions and performance rewards 
.411 
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multicollinearity shows the level of strong correlation between two predictors, 

(independent) variables (threshold value > 0.7); where the threshold values of the VIF 

depicts potential multicollinearity. Problems arguably arise when the calculated VIF 

value is greater than 3 employing the rule of 10 (VIF < 3: not a problem; VIF > 3: 

potential problem; VIF > 5; very likely problem; VIF > 10: definitely problem – also 5 

can be the cut-off point). Correspondingly, while tolerance is strongly associated with 

VIF, values of tolerance less than 0.10 or 0.25 constitute excessive multicollinearity 

issues. Hence, when multicollinearity violation is identified, the researcher may resort to 

eliminating impediment independent variables, or merge two in one index to cure 

multicollinearity problems. However, in this research the test of collinearity statistics 

reports all independent variables (predictors) VIF < 3 along with all corresponding 

tolerance values > 0.10 or 0.25; therefore, no multicollinearity problems have been 

addressed, as VIF and tolerance does not exceed the criteria of the threshold stated above, 

so all the reported results are acceptable and there is no need to drop any of the predicting 

variables, taking into consideration no significant strong correlations between each two 

independent variables were generated, as all values < 3, as presented in table 6.4 below 

(O’Brien 2007). 

 

 

 

  



 

308 
 

 
 

Table 6.4. Collinearity diagnostics report. 

6.5 Sample characteristics  

6.5.1 Descriptive tests 

A descriptive statistical method is an instrument to represent a description about the 

characteristics of the research sample. In addition, descriptive technique is employed to 

generate the mean, standard deviation, frequency distribution, and other features (Hakim 

1982). For this study, the descriptive technique was executed for description of the 

research sample’s characteristics, for instance the position of respondents, age group, 

Coefficientsa 

Model 

Correlations 
Collinearity 

Statistics 

Zero-order Partial Part Tolerance VIF 

1 (Constant)      

Leadership Development Programme .268 .199 .163 .811 1.232 

Leadership Development Effectiveness .253 .183 .149 .805 1.242 

Performance Appraisal  .178 .173 .141 .955 1.048 

Attraction and Retention Strategies by 
Enabling and Empowering talents .100 .148 .120 .938 1.066 

Attraction and Retention Strategies by 
Incentives, work conditions and 
performance rewards 

.067 .132 .107 .940 1.064 

(Participative) Leadership Style .296 .208 .171 .910 1.099 

(Supportive) Leadership Style .253 .303 .255 .964 1.038 

(Instrumental) Leadership Style –.024 –.027 –.022 .967 1.034 

Satisfaction .320 .357 .307 .951 1.052 

a. Dependent Variable: I intend to work for the long-term in my organisation. 
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gender, qualifications, the name of the governmental department the talented leader 

works at, and lastly, tenure. 

6.5.2 Responses by governmental department 

A sample size of 287 responses was included in the analysis of this study. A response 

rate of 68% was attained for talent participation in the questionnaire, while a ratio of 

100% of responses was received from the governmental departments of Abu Dhabi (N= 

65) that are included in the study. The response completion rate may refer to talents’ 

interest in the subject being investigated and the valuable assistance of the survey 

facilitator.  

 The highest participation was achieved by the Western Region Municipality 

(9.02%), then Abu Dhabi National Oil Company (4.92%). A response rate of (3.69%) 

was accomplished by leaders who work at the Department of Municipal Affairs and Abu 

Dhabi Health Services, followed by the Municipality of Abu Dhabi City (3.28%). A 

relatively lower response rate of (2.46%) was reported by participants from Emirates 

Palace, Abu Dhabi Ports Company, Abu Dhabi General Services, and Abu Dhabi 

Education Council. After that, the response rate of (1.64%) by the Western Region 

Development Council, then by Abu Dhabi Water and Electricity Authority. Tourism 

Development and Investment Company with an average rate below (1%), as depicted in 

the pie chart below. 
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Figure 6.5. Respondent rate by governmental department. 

6.5.2.1 Seniority of respondents 

The majority of respondents were section heads N=96 (33.4%), followed by division 

managers N=92 (32.1%), executive directors N=63 (22%), then general managers N=36 

(12.5%). Participation was dominated by section heads, whilst general managers were 

the smallest group expressing their views via the online questionnaire. This could be due 

to their commitments in managerial functions and meetings, etc.  

Table 6.5. Response rates by seniority. 

Position 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

General Manager 36 12.5 12.5 12.5 

Executive Director 63 22.0 22.0 34.5 

Division Manager 96 32.1 32.1 100.0 

Section Head 92 33.4 33.4 67.9 

Total 287 100.0 100.0  
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Figure 6.6. Respondent rate by seniority 

6.5.2.2 Age group of respondents 

Among the 287 participants in this study, the age of 164 respondents lies between 35–44 

years old (57%); 79 respondents belong to the age group of 45–54 (27.5%); while 30 

respondents are aged between 23–34 years old (10.5%) and merely 14 respondents are 

55 - 60 years old (4.9%).  

Table 6.6. Respondent rate by age. 

 

 

Age Group 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 23–34 30 10.5 10.5 10.5 

35–44 164 57.1 57.1 67.6 

45–54 79 27.5 27.5 95.1 

55– 60 14 4.9 4.9 100.0 

Total 287 100.0 100.0  
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6.5.2.3 Gender of respondents 

Male respondents dominated participation in this study, scoring 215 (75%), with only 72 

females (25%), which may represent the wider population. The majority of respondents 

were male because the leadership category is dominated by males and this gender is 

preferred for leadership roles in the UAE and similar contexts. Additionally, female 

workers are naturally led and managed by males in such a religious region (Randeree 

2006); although the most recent statistics show that their employment ratios are slightly 

above males in the UAE (Statista 2020); therefore, gender bias is inevitable. 

Table 6.7. Respondent rate by gender. 

 
6.5.2.4 Qualification of respondents 

In terms of education, 121 leaders are holders of a Master’s degree or equivalent (42%) 

and 23% represents PhD or equivalent, with a higher ratio for degree or equivalent 

holders at 30%. That high result could be justified according to the criterion set by ADG 

to carefully select the most qualified national candidates to occupy senior roles. This 

could reflect the prosperity associated with higher education and abundance of local and 

private universities in the UAE as shown by checking a higher education website. This 

is in addition to the emphasis from ADG on continued education and the provision of 

leadership development opportunities. Moreover, most of the employees in the public 

sector are well educated. The UAE promotes higher education, encourages international 

Gender 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Male 214 74.6 74.6 74.6 

Female 73 25.4 25.4 100.0 

Total 287 100.0 100.0  
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scholarships, and sends UAE students abroad, mostly to the United States, and offers 

attractive bursaries and fully paid study leave. It has also become the tendency to 

complete higher education for promotion purposes in the public sector, and attain 

Master’s and PhD degrees in order to be offered a leadership position in the government. 

The respondents with general certificate qualification may be limited to Section Head 

incumbents who have been slowly promoted over decades of years to hold managerial 

positions. 

Qualifications 

 

 

 

 

 

 

 

Table 6.8. Respondent rate by qualification. 

   
Figure 6.7. Respondent rate by qualification. 

Frequency Percent 

Degree or equivalent 86 30.0 

Master’s or equivalent 121 42.2 

PhD or equivalent 66 23.0 

High School 4 1.4 

Diploma 10 3.5 

Total 287 100.0 
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6.5.2.5 Tenure of respondents 

As regards years of experience, only 11 leaders had 4–7 years of experience in their 

organisations at 3.8%; 61 leaders had 8–12 years of experience in ADG departments at 

21.3%; 82 leaders had 13–17 years of experience in ADG departments, rated at 28.6%; 

93 leaders had 18–24 years of experience in ADG departments, with the greatest 

proportion of respondents at 32.4%; and 40 leaders had the longest tenure of 25+ years 

working in ADG departments, at 13.9%.  

Tenure 

 

 

 

 

 

 

 

Table 6.9. Respondent rate by tenure. 

   
Figure 6.8. Respondent rate by tenure. 

Frequency Percent 

4 - 7 11 3.8 

8 - 12 61 21.3 

13 - 17 82 28.6 

18 - 24 93 32.4 

25 and plus 40 13.9 

Total 287 100.0 
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6.5.3 Descriptive analysis of sample responses 

This sub-section displays data from respondents in line with the second research 

objective. The following sub-sections represent responses from the sample according to 

the integrated constructs constituting strategic TM Independent Variables (IDs) from the 

current study. Hence, two main categories were tested as the questionnaire implies 2 

major constructs (strategic Talent Management and Drivers and Barriers), which were 

measured based on 54 various items (statements), using a five-point Likert scale ranging 

from ‘strongly disagree’ to ‘strongly agree.’ Respondents were asked about their 

agreement or disagreement on each individual statement. Afterwards, obtained responses 

were coded using SPSS where score 5 indicated that they strongly agreed with the 

statement, score 4 reflects agreed, score 3 is equivalent to neutral, number 2 disagree, 

and score 1 strongly disagree with the statement. In addition, score 3 was determined as 

the cut-off point on the scale that distinguishes respondent’s choice of agreement (over 

3) or disagreement (below 3). Table 6.10 indicates that the average standard deviation 

for the performance management measure and attraction and retention strategies by 

empowering and enabling is S.D. = .55 for both constructs, which notably indicates low 

dispersion of the scores around the mean scores of the study’s individual measures 

compared. The adoption and implementation refer to the extent to which the bundle of 

effective TM strategies is being adopted and practised by individual departments under 

ADG.  
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Descriptive Statistics 

 Mean Std. Deviation N 

I intend to work for the long term in my 

organisation. 
3.36 .78 287 

LDP_AVG 3.70 .73 287 

LDE_AVG 3.29 .81 287 

PA_AVG 3.59 .73 287 

ATT_RET_BY_EMP_AVG 2.90 .74 287 

ATT_RET_BY_IWR_AVG 3.82 .63 287 

TS_AVG 3.35 .93 287 

PL_AVG 3.00 .81 287 

SL_AVG 3.55 .93 287 

IL_AVG 2.44 .82 287 

EMP, Attraction and Retention by Empowering; IL, Instrumental Leadership; IWR, Attraction and 

Retention by Incentives, Work Conditions and Performance Rewards; LDE, Leadership 

Development Effectiveness; LDP, Leadership Development Program; PA, Performance Appraisal; 

PL, Participated Leadership; SL, Supportive Leadership; TS, Talent Satisfaction.  

Table 6.10. Means and standard deviations of study constructs. 

 

6.5.3.1 Leadership development programme  

Participants’ perceptions were sought regarding leadership development in ADG 

organisations. The results indicate that the mean scores of the four items employed to 

measure leadership development are between 3.43 and 3.90 with standard deviation 

ranged from 0.801 to 1.124. Therefore, a conclusion can be drawn that most of 

respondents (as mean score = 3.70 is greater than the cut-off point of 3) were in agreement 

about the adoption and implementation of the leadership development programme as a 
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crucial pattern of TM. Moreover, the highest agreement average (3.90) was scored via 

the statement ‘Coaches and mentors assist managers to develop their skills’ (LDP2), 

while ‘My organisation develops high-potential employees to become leaders to ensure 

a strong talent pool’ (LDP1) had the lowest endorsement average, scored at 3.43. Using 

an extra question for any additional comments, study participants reported that the 

leadership development programme has not been provided for several years by the 

government of Abu Dhabi.  

6.5.3.2 Leadership development effectiveness  

Participants were asked to reflect their perceptions towards the effectiveness of 

leadership development in ADG organisations. The results indicate that the mean scores 

of the eight items employed to measure the effectiveness of leadership development are 

between 2.68 and 3.98 with standard deviation ranged from .773 to 1.372, resulting in 

apparently dispersing the reviewed ratings around the mean scores of the individual 

measured items. Therefore, a conclusion can be drawn that the majority of respondents 

(as mean score = 3.29 is greater than the cut-off point of 3) were agreed about the 

effectiveness of the leadership development programme, as a crucial pattern of TM. 

However, respondents showed lower agreement concerning their readiness to occupy a 

strategic position (mean = 2.68), followed by sufficient training allowances allocated for 

LDP (mean = 2.97) which are key indicators of effectiveness for the leadership 

development programme. On the other hand, the report revealed roughly low agreement 

levels by respondents in respect to their possession of the competences required for their 

positions, which is near the midpoint (mean = 3.05). Meanwhile, the item ‘Overall, my 

evaluation of LDP tends to be an effective programme’ exhibited the highest mean rank 

at (3.98). It was also reported by the study participants, through employing an extra 

question to input the respondents’ additional comments, that section heads at the various 
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governmental departments of Abu Dhabi were not being involved in the strategic aspects 

and were segregated from TM function, owing to the fact that some of the line managers 

are not fluent in the English language and so were excluded from participation in the 

national programme for leadership development. 

6.5.3.3 Performance appraisal  

The findings reveal that the mean ratio for the ten items used to measure performance 

appraisal system in ADG organisations are between 2.85 and 4, with standard deviation 

ranging from 0.761 to 1.275 conducing to more dispersed ratings across the mean score. 

The above result, therefore, reports a significant number of respondents who believe that 

the main processes of the performance appraisal system are adopted and implemented at 

ADG. The results match those found by Chen and Ross (2007), Armstrong (2009), 

Stewart and Rigg (2011), Singh and Sharma (2015) and Jeske and Santuzzi (2015), in 

which Thunnissen et al. (2013) argued that performance appraisal is the core function of 

TM in the Middle East context. The finding is assumed to leverage talents’ retention and 

influence turnover rates positively across talented leaders accordingly. Moreover, the 

descriptive statistics for performance appraisal also uncovered respondents’ low 

agreement as to the effectiveness of performance appraisal in terms of assisting leaders 

to perform their jobs as leaders efficiently (mean = 2.85). Furthermore, participants’ low 

level of agreement pertaining to the use of the monitoring system to evaluate performance 

emerged from descriptive data generated, with a mean score of 3.06 (PA8). Furthermore, 

close to a majority of study respondents gave little endorsement to the statement 

‘Performance review meetings are conducted periodically’ (mean = 3.27). However, the 

highest level of agreement was reflected regarding data from the monitoring system being 

used to develop an incentive pay system (PA10) at the average mean of 4.  
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6.5.3.4 Attraction and retention strategies by enabling and empowering 

talents 

Respondents were asked to indicate the extent to which they perceive the strategies 

adopted by their employer to be successful in attracting and retaining talent from leaders. 

The results show the mean ratings of the five items used to measure Attraction and 

Retention Strategies by Enabling and Empowering talents are between 2.22 and 3.57 with 

standard deviation ranging from 0.743 to 1.239, underlying the high dispersion of ratings 

among the reviewed scores of the mean. Hence, it could be concluded that the majority 

of respondents were not agreed on the adoption of attraction and retention strategies by 

enabling and empowering talents, according to the mean score of the construct that 

partially reflects a roughly low level of agreement, as it is positioned under the midpoint 

= 2.89. This contradicts with Thunnissen et al. (2013) who claim performance 

management is the core function of TM in the Middle East context. The highest average 

ranking across this measure was (3.57), gained from the statement ‘I make a significant 

impact in my department’ (EMP3); whilst, the lowest level of agreement within this 

construct was associated with two items employed to gauge the autonomy talents possess 

in performing their jobs (EMP4) (mean = 2.22), and the next lowest item rated was 

measuring the extent to which job activities are meaningful to employees (EMP1) (mean 

= 2.33).  

6.5.3.5 Attraction and retention strategies by incentives, work conditions, 

and performance rewards 

In respect of ADG’s attitudes pertaining to the attraction and retention strategies by 

incentives, work conditions, and performance rewards that were measured by six items, 

the average mean scores were 3.82 (between 2.93 and 4.17) on the five-point scale; 

therefore, the average scoring mean of 3.82 indicated respondents’ agreement to some 
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extent with the items involved in this construct. In addition, the average standard 

deviation of .63 (between .692 and 0.873) reflects approximately low to high dispersion 

from the above mean score. Additionally, the statement (IR5) ‘My organisation offers 

performance-driven rewards’ was reported to have the lowest level of agreement, 

conveying respondents’ discontent, with an average mean of (2.93). As mentioned, the 

extra question where respondents could input additional comments, revealed that there 

had not been an incentive programme in place at ADG-affiliated departments. 

Participants from the Western Region Municipality and the Medical Region 

acknowledged that the government implemented an initiative for rewarding employees 

based on their performance for the rates ‘very good’ and ‘distinction’ only once, in 2018. 

The highest level of agreement, however, was gained from the statement ‘My 

organisation provides on-site opportunities and a global exposure for talent’ (IR1) at 

average mean of 4.17. 

6.5.3.6 The effectiveness of TMP implementation on talent retention at 

ADG departments  

Based on the third research objective, respondents were asked to answer one question to 

indicate their intention to stay with their employer, using the statement ‘I intend to stay for 

the long-term in my organisation’ (IS). The mean of the scores yielded an average of 3.36, 

reflecting their willingness to remain at their organisations.  

6.5.3.7 The effectiveness of TMP implementation on talent satisfaction at 

ADG departments  

Regarding the talent satisfaction construct and the fourth research objective, respondents 

were asked to respond to five statements in order to measure the ranking level of their 

satisfaction in their current positions. The mean of the scores revealed an average of 3.35, 



 

321 
 

 
 

indicating satisfaction among the respondents. The standard deviation of the ratings entails 

more dispersion across the scores from the average mean ranging from 0.917 to 1.307. The 

statement ‘I feel enthusiastic about my work’ (TS1) exerted the highest score of agreement, 

with mean scored at 3.91. Moreover, the statement ‘I would be very happy to spend the 

rest of my career with this organisation’ (TS2) exerted the lowest score of agreement to 

indicate a slight disagreement, with mean scored at 2.64. 

6.5.3.8 The employer branding manifested in the prevailing leadership 

behaviour at ADG-affiliated departments 

In response to the set of questions to rate employer branding (the fifth research objective) 

by means of leadership behaviour (Sullivan 2002) (which comprised three distinct 

constructs: participative leadership, supported leadership, and instrumental leadership), a 

range of responses was elicited for each leadership style. The overall response to this 

cluster of three-construct questions was 2.99 (just approaching the midpoint), precisely: 3, 

3.55 and 2.44, which can barely provide support for the question of the potential cultural 

influence on the implementation of successful TM strategy, as inferred by the survey of 

leaders at ADG. In addition, the standard deviation for the completed thirteen questions 

ranged between 0.91 and 1.307, which was 0.85 for the integrated questions that in turn 

explicitly pointed to a considerable dispersion in comparison to the overall mean score.  

6.5.3.8.1 Participative leadership 

The findings of five questions employed to measure the extent of agreement scored an 

average mean of 3, representing a midpoint between agreement and disagreement levels. 

The analysis mirrored a high level of agreement rated at 3.40 average mean obtained via 

respondents’ ratings of the statement PL3 ‘Before taking action my manager consults 

with subordinates’. Similarly, the mean of 2.53 was scored as the lowest average mean 
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of the scored ranking to the first question, ‘My manager asks subordinates for their 

suggestions’. This reveals that participative leadership is not sufficiently adopted. 

Moreover, the descriptive statistics for PL also revealed that the respondents’ ratings 

were more dispersed around their mean scores for this item (standard deviations between 

0.93 and 1.26).  

6.5.3.8.2 Supportive leadership 

The findings of four questions to gauge leaders’ behaviour at ADG with an average 

scores mean of 3.55 indicated a relatively high level of endorsement, thereby revealing 

that supportive leadership is adopted. The standard deviation was between 0.98 and 1.17, 

thus resulting in less dispersed ratings around the average mean. The highest mean of the 

scored ratings was 3.69 for the statement ‘My manager helps people to make working on 

their tasks more pleasant’ (SL3) while the lowest average mean of the scored ranking 

was at 3.38 for the statement ‘My manager creates a working environment in which 

subordinates feel free to offer advice’ (SL1). 

6.5.3.8.3 Instrumental leadership 

The IL construct, aiming at identifying leadership behaviour, was measured by four items 

on the five-point Likert scale where 2.44 falls below the cut-off point of 3. This shows 

disagreement on the way talents have been managed, referring to the instrumental 

leadership traits and hence non-adoption of instrumental leadership style by their leaders. 

Again, the average standard deviation mean (0.82) ranged from 1.065 to 1.149, indicating 

low dispersion among respondents’ scores around the average mean. Moreover, the first 

statement ‘My manager decides what and how things shall be done’ (IL1) exerted the 

highest level of disagreement, with average mean of 2.29. Whereas, the third statement 
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‘My manager explains the way tasks should be carried out’ (IL3) had the lowest level of 

disagreement at an average mean of 2.57. 

6.5.4 Demographic characteristics of respondents and dependent variable 

One dependent variable (DV) was employed for this investigation to measure the 

responses is (IS) the ‘intention to stay’. Respondents were asked one question to indicate 

their perception on a five-point scale, ‘I intend to stay for the long-term in my 

organisation’. The demographic variables, including gender, were analysed employing 

an Independent Samples Test. Age, position, organisation, level of education, and years 

of service were then analysed using ANOVA.  

6.5.4.1 Gender of respondents and dependent variable 

An Independent Samples Test was conducted to indicate the variance in respondents’ 

responses according to their gender. 
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Table 6.11. Independent samples test for dependent variable. 

Group Statistics  Independent Samples Test 

 

Gender N Mean 
Std. 

Deviation 

Std. Error 

Mean 

 

Levene’s 

Test for 

Equality of 

Variances 

t-test for Equality of Means 

Male 215 3.30 0.806 0.055  F Sig. t df 
Sig.  

(2-tailed) 

Mean 

Difference 

Std. Error 

Difference 

95% 

Confidence 

Interval of the 

Difference 

Lower Upper 

I i
nt

en
d 

to
 w

or
k 
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r t
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 lo

ng
 

te
rm

 in
 m

y 
or

ga
ni

sa
tio

n.
 

Female 72 3.54 0.670 0.079 

Equal 

variances 

assumed 

2.095 0.149 –2.315 285 .021 –0.244 .105 –0.451 –0.036 

Equal 

variances 

not 

assumed 

  –2.536 145.135 0.012 –0.244 0.096 –0.434 –0.054 
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The report showed very significant variance among male and female respondents (p = 

0.01). Levene's Test for Equality of Variances uncovered equal variances not assumed; 

that is, male leaders were found slightly less likely to stay at their organisations than 

female leaders. The average mean score for males was reported at 3.30 while the female 

scoring mean was 3.54 with an average standard deviation of 0.73, indicating less 

dispensed scorings against the mean value. However, it is worth noting that the surveyed 

female leaders constituted only 25% of the study sample. 

6.5.4.2 Analysis of variance (ANOVA) 

A One-way Analysis of Variances (ANOVA) test was conducted to detect and 

demonstrate variance in the means scored for the five independent groups on the 

dependent variable. The purpose of running this test was to find out if a significant 

discrepancy in perceptions existed among the various groups according to age, position, 

qualification, governmental department, and tenure, of the dependent variable (IS), that 

is talent retention (intention to stay). The ANOVA test revealed that the dependent 

variable was significant in failing to accept the null hypothesis (pointing to at least single 

variance in means) as a function of the respondents’ position, F (3, 283) = 23.277, p = 

0.000 (p < 0.05), which reported high significance (Intention to stay) as shown in the 

descriptive reports (Figure 6.9). This could reinforce the view that leaders from senior 

management are more likely to stay in ADG (mean of 2.69) than their counterparts 

among leaders who belong to lower management (as revealed from the post hoc/multiple 

comparisons tests; Duncan’s Multiple-Range test and Waller–Duncan’s test, Table 6.14, 

highlighted where the variance lay among the included groupings between different 

levels of independent variables, general managers and executive directors had 

significantly higher mean intention to stay (below neutral for general managers and just 

slightly above neutral for executive directors), than division managers and head sections 
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(all of which were below the neutral). Therefore, in other words, it could be concluded 

that general managers and executive directors are more likely to be retained than division 

managers and heads of sections at ADG, as can also be shown by Waller–Duncan’s test 

below. 

 The inquiry then investigated the respondents’ age; in which again it failed to 

accept the null hypothesis (indicating that at least single differentiation arose in the 

means) on the dependent variable. The leaders who belong to the third category of age 

group (from 45–54) tended to have statistically significant lower levels of intention to 

stay in the organisation, compared to leaders of the first and second and fourth category 

age groups (23–34) and (35–44); then the lowest level to stay was reported via the fourth 

age group (55–60), which indicated the highest level of turnover intention F (3, 283) = 

3.084, p = 0.028 < 0.05 (intention to stay). For example, it has been unveiled from post 

hoc/multiple comparisons test (Duncan’s test, 6.14) that respondents whose ages fall 

between (23–34, N = 30) and the category (35–44, N = 164) had significantly lower mean 

score of 3.43 (low intention to stay), than for the oldest leaders of ages 55–60 years (N = 

14) whose mean score was 3.57 (had relatively lower intention to stay in comparison to 

other age groups) –notably, all means were above neutral. Having discussed the analysis 

by position and then by age, it was perhaps surprising to find that the respondents’ 

qualifications, tenure, and governmental department retained the null hypotheses to 

reflect no variance among groups of respondents. For example, analysis for respondents 

by qualification reported no significance (p = 0.26) (p > 0.05), average means of included 

groups ranged between 3.22 and 3.70, along with roughly little dispersion in standard 

deviation, resulting in nearly close scores for their intention to stay in their organisations. 

Similarly, analysis of variances across different categories of respondents revealed that 

the various levels of experienced surveyed is not statistically significant, in respect to the 
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ratings portraying their intention to stay in ADG departments (p = 0.69). Hence, the 

analysis of the respondents’ departments based on the dependent variables was 

performed, yet the organisation of work did not illustrate the dependent variables (p = 

0.18).  

 

Tenure of Respondents 

 
Figure 6.9.  ANOVA result. Tenure of Respondents. 

 
 
I intend to work for the long-term in my organisation.  

ANOVA Sum of Squares df Mean Square F Sig. 

Between Groups 1.374 4 .344 .561 .691 

Within Groups 172.661 282 .612   

Total 174.035 286    

 

Table 6.12. ANOVA result for Respondents by their Tenure. 
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Position of Respondents 

 

Figure 6.10.  ANOVA result. Position of Respondents. 

 

I intend to work for the long term in my organisation.  

ANOVA Sum of Squares df Mean Square F Sig. 

Between Groups 34.444 3 11.481 23.277 .000 

Within Groups 139.590 283 .493   

Total 174.035 286    

Table 6.13. ANOVA result for respondents by position. 
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Position of Respondents 

I intend to work for the long term in my organisation. 

Duncana,b 

Position N 
Subset for alpha = 0.05 

1 2 3 

General Manager 36 2.69   

Executive Director 63  3.02  

Division Manager 92   3.58 

Section Head 96   3.63 

Sig.  1.000 1.000 .699 

Waller-Duncana,b,c     

General Manager 36 2.69   

Executive Director 63 3.02   

Division Manager 92  3.58  

Section Head 96  3.63  

Table 6.14 Duncan Result for Table 6.12.  

Age of Respondents 

 

Figure 6.11.  ANOVA result. Age of respondents.  
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Age of Respondents 

I intend to work for the long term in my organisation.  

ANOVA Sum of Squares df Mean Square F Sig. 

Between Groups 5.509 3 1.836 3.084 .028 

Within Groups 168.526 283 .595   

Total 174.035 286    

Table 6.15. ANOVA result for respondents by age.  

I intend to work for the long term in my organisation. 

Duncana,b  

Age Group (Years) N 

Subset for alpha = 0.05 

1 2 

45–54 79 3.14  

35–44 164 3.43 3.43 

23–34 30 3.43 3.43 

55–60 14  3.57 

Sig.  .150 .501 

Waller-Duncana,b,c    

45–54 79 3.14  

35–44 164 3.43  

23–34 30 3.43  

55–60 14 3.57  

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Table 6.16. Duncan Result for Table 6.13.  
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Qualification of Respondents 

 
 

Figure 6.12: ANOVA result. Qualifications of Respondents 
 

 
I intend to work for the long-term in my organisation.   

ANOVA Sum of Squares df Mean Square F Sig. 

Between Groups 3.218 4 .804 1.328 .260 

Within Groups 170.817 283 .606   

Total 174.035 286    

Table 6.17: ANOVA result for Respondents by their Qualifications 
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Organisation of Respondents 

I intend to work for the long term in my organisation.  

ANOVA Sum of Squares df Mean Square F Sig. 

Between Groups 44.395 64 .694 1.188 .182 

Within Groups 129.640 222 .584   

Total 174.035 286    

Table 6.18: ANOVA result for Respondents by Organisation. 

 

 

Figure 6.13.  ANOVA result. Organisations of Respondents.  
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6.6 Inferential analysis 

6.6.1 The bivariate correlations between factors 

The Pearson correlation coefficient tests the association between variables without 

making assumptions on their interdependence. In order for Pearson’s test to measure the 

linear relationship between variables accurately, data should be interval or scale. The 

coefficient close to one reflects perfect/strength of the relationship among variables 

(Bryman and Bell 2007). The direction of the relationship can be positive or negative 

(Hair et al. 2010). The aim of employing Pearson’s correlation is to: 

1. Identify the strength and direction of the relationship between each independent 

variable (individual factor) and the dependent variable (retention level of talented 

leaders).  

2. Find out if an individual association between the independent variables and the 

retention level exists or is among the explanatory variables.  

The correlation matrix reported the results for the nine constructs in the following 

table (5.18), where six factors (leadership development plan, leadership development 

effectiveness, performance appraisal, participative leadership, supported leadership, and 

satisfaction) were significantly positively correlated to talent intention to stay in ADG at 

significance value (p < 0.01). Three constructs did not show significant relationship with 

the dependent variables of the attraction and retention strategies by empowering and 

enabling (.100) (p > 0.05), attraction and retention strategies by incentives, work 

conditions and performance rewards (r = .067) (p > 0.05) as well as instrumental 

leadership (–0.024) (p < 0.05). However, the relationships (r) among the 6 

aforementioned predictors and DV ranged between weak and moderate (r < 0.7). The 

highest correlation coefficients detected were between talent satisfaction and their 

intention to stay at ADG (r = 0.320). The next strongest significant association with DV 
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was found to be the participative leadership (r = 0.296) followed by the leadership 

development programme (r = 0.268), then the leadership development effectiveness (r = 

0.253). Furthermore, one factor, the instrumental leadership was found negatively 

associated with the dependent variable. Subsequently, the influence of the five constructs 

on talent’s intention may not be expected as high as hypothesized.  

 

Table 6.19. Correlations between predictors and the dependent variable. 

 
 
 
 

Sr. Independent Factors  

with DV (I intend to work for the long term in my organisation). 
R 

1 Factors related to Talent Management Strategy  

 Factor (1) LDP: Leadership Development Plan .268** 

 Factor (2) LDE: Leadership Development Effectiveness  .253** 

 Factor (3) PA: Performance Appraisal .178** 

 Factor (4) ATT_RET_BY_EMP: Attraction and Retention 

Strategies by Empowering and Enabling. 

.100 

 Factor (5) ATT_RET_BY_IWR_AVG: Attraction and Retention 

Strategies by Incentives. 

.067 

2 Cultural Factors within Employer Branding  

 Factor (1) PL_AVG .296** 

 Factor (2) SL_AVG .253** 

 Factor (3) IL_AVG -.024 

3 Other Factors  

 Factor (1) SAT_AVG .320** 

**Correlation is significant at the level 0.01 where **p<0.01.  

*Correlation is significant at the level 0.05 where *p<0.05.  
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6.6.2 Multivariate analysis 

The following section will explain the multivariate analysis undertaken to fulfil the 

research objective of explaining the influence of the individual factors of strategic TM 

(LDP, LDE, PA, EMP, IRW, including the effect of talent satisfaction TS and the 

leadership style: PL, SL, IL) and their impact on talent retention level at ADG 

departments. 

1. To statistically determine if an association exists between the five measures 

underlying the Strategic Talent Management at ADG Departments, (namely: the 

leadership development programme, leadership development effectiveness, 

performance appraisal, attraction and retention strategies by enabling and 

empowering talents, and attraction and retention strategies by incentives, work 

conditions, and performance rewards) and the dependent variable retention 

(intention to stay).  

2. To statistically determine if an association exists between other measures such as 

satisfaction and leadership style and the dependent variable retention (intention to 

stay). 

3. To conclude if the above strategic TM measures are highly relevant to the level of 

retention across talents.  

4. To find out the degree of adoption of Talent Management strategies and practices 

(to test their integration and then to be considered individually). This is to conclude 

with the level of implementation according to the fundamental practices implied in 

Talent Management.  

5. To indicate the most influential predictor in explaining the variation of the projected 

variable.  



 

336 
 

 
 

6. To conclude if the above strategic TM measures, plus other indicators (satisfaction 

and leadership style), are highly relevant to the level of retention across talents.  

- Sub Objective: to analyse the impact of the leadership development programme 

on talent retention: to test whether a leadership development programme would 

exert influence, and in turn offer a better explanation, of the level of talent 

retention at leadership level. 

- Sub Objective: to analyse the impact of leadership development effectiveness on 

talents retention: to test whether leadership development effectiveness would 

exert influence, and in turn offer a better explanation, of the level of talent 

retention at leadership level. 

- Sub Objective: to analyse the impact of performance appraisal on talent retention: 

to test whether performance appraisal would exert influence, and in turn offer a 

better explanation, of the level of talent retention at leadership level. 

- Sub Objective: to analyse the impact of attraction and retention by enabling and 

empowering on talent retention: to test whether attraction and retention by 

enabling and empowering would exert influence, and in offer a better explanation, 

of the level of talent retention at leadership level. 

- Sub Objective: to analyse the impact of attraction and retention by incentives, 

work conditions, and performance rewards on talent retention: to test whether 

attraction and retention by incentives, work conditions, and performance rewards 

would exert influence, and in turn offer a better explanation, of the level of talent 

retention at leadership level. 

- Sub Objective: to analyse the impact of talent satisfaction on talent retention: to 

test whether satisfaction would exert influence, and in turn offer a better 

explanation, of the level of talent retention at leadership level. 
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- Sub Objective: to analyse the impact of cultural influence (within the employer 

branding) manifested by the supportive leadership behaviour at ADG on talent 

retention: to test whether other cultural dimensions (supportive leadership style) 

would exert influence, and in turn offer a better explanation, of the level of talent 

retention at leadership level. 

- Sub Objective: to analyse the impact of cultural influence (within the employer 

branding) manifested by the participative leadership behaviour at ADG on talent 

retention: to test whether other cultural dimensions (participative leadership style) 

would exert influence, and in turn offer a better explanation, of the level of talent 

retention at leadership level. 

- Sub Objective: to analyse the impact of cultural influence (within the employer 

branding) manifested by instrumental leadership behaviour at ADG, on talent 

retention: to test whether other cultural dimensions (e.g. instrumental leadership 

style) would exert influence, and in turn offer a better explanation, of the level of 

talent retention at leadership level. 

6.6.2.1 Multiple regression analysis  

In order to fulfil the sixth research objective and its sub objectives stated above, multiple 

regression analysis was performed. Before performing multiple regression, various 

assumptions were considered to pass the test, including the dependent variable is scale; 

there are two or more independent variables to predict the outcome (retention); the 

Durbin–Watson statistic was employed to show the independence of observations such 

as residuals. Moreover, data normality tests (as discussed in the previous section) were 

undertaken to check multicollinearity and showed no issues arising, and finally 

scatterplots and partial regression plots were inspected, and indicate a fairly linear 

relationship (refer back to section 6.4, table 6.3 and table 6.4). 



 

338 
 

 
 

Table 6.20. Model Summary 

Multiple regression analysis revealed that according to R2 value (.356), the emerging 

model is able to interpret 36% of the predictors; in other words, 36% of the predictors 

are accounted for in maintaining talent retention. While 64% of the variation in 

predictors, namely (the leadership development programme, leadership development 

effectiveness, performance appraisal, attraction and retention strategies by enabling and 

empowering talents, attraction and retention strategies by incentives, work conditions, 

and performance rewards; satisfaction, supportive leadership, participative leadership 

and instrumental leadership), cannot be explained alone. 

Table 6.21. Analysis of Variance 

 

Model Summaryb 

Model R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson 

1 .597a .356 .335 .636 1.618 

a. Predictors: (Constant), IL_AVG, SL_AVG, ATT_RET_BY_EMP_AVG, 

ATT_RET_BY_IRW_AVG, LDP_AVG, SAT_AVG, PA_AVG, PL_AVG, LDE_AVG 

b. Dependent Variable: I intend to work for the long term in my organisation. 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 61.9629 9 6.885 17.016 .000b 

Residual 112.073 277 .405   

Total 174.035 286    

a. Dependent Variable: I intend to work for the long term in my organisation. 

b. Predictors: (Constant), IL_AVG, SL_AVG, ATT_RET_BY_EMP_AVG, 

ATT_RET_BY_IWR_AVG, LDP_AVG, SAT_AVG, PA_AVG, PL_AVG, LDE_AVG 
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 Table 6.22 explains the different sum of squares and degree of freedom, their mean and 

significance with cut-off point p <0.001 (sig. =.000). F ratio indicates (F= 17.016) that 

there is less 83% probability that the F ratio could happen in case the null hypothesis was 

accepted. 

 

Table 6.22. Regression Model Coefficients-1 

 
 
 
 
 
 
 

Coefficientsa 

Model 

Unstandardised 

Coefficients 

Standardised 

Coefficients t Sig. 

B Std. Error Beta   

1 (Constant) –1.433 .469  –3.054 .002 

LDP_AVG .193 .057 .181 3.376 .001 

LDE_AVG .158 .051 .166 3.091 .002 

PA_AVG .152 .052 .144 2.915 .004 

ATT_RET_EMP_AVG .130 .052 .124 2.489 .013 

ATT_RET_IWR_AVG .134 .061 .110 2.210 .028 

PL_AVG .172 .049 .179 3.544 .000 

SL_AVG .218 .041 .260 5.296 .000 

IL_AVG –.021 .046 –.022 –.447 ®.655 

TS_AVG .262 .041 .314 6.360 .000 

a. Dependent Variable: I intend to work for the long term in my organisation. 
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From Table 6.22, representing the regression model, it emerged that eight (8) 

included measures exert positive significant influence upon retention, except for the IL 

(instrumental leadership) which did not show influence on the dependent variable 

(intention to stay). However, the nature and impact of each explanatory variable varies 

across the total variance (the overall fit). Therefore, instrumental leadership has no 

significant relationship to retention. Moreover, talent satisfaction (Unstandardised β = 

0.314), noticeably exerts the greatest positive influence on talent retention, at ratios 

emerged based on retention determinant; the next highest predictor was found to be 

supportive leadership (β = 0.260), followed by the leadership development programme 

(β = 0.181), then the participative leadership (β = 0.179). Attraction and retention by 

incentives, work conditions, and performance reward exerted the weakest positive 

relationship (β = 0.110), then attraction and retention strategies by enabling and 

empowering talents (β = 0.124), followed by performance appraisal (β= 0.144), and then 

the leadership development effectiveness (β= 0.166). Therefore, the results subscribe to 

the suggestions defined earlier yielding support of the proposition that satisfactory 

empirical evidence exists of an association between leadership style, satisfaction, 

Residuals Statisticsa 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 1.83 4.73 3.36 .465 287 

Residual –2.384 1.789 .000 .626 287 

Std. Predicted Value –3.295 2.952 .000 1.000 287 

Std. Residual –3.748 2.812 .000 .984 287 

a. Dependent Variable: I intend to work for the long term in my organisation. 

Table 6.23. Regression Model Coefficients-2. 
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performance appraisal, leadership development effectiveness, and attraction and 

retention strategies with talent retention at ADG Departments. 

 In summary, the regression analysis inferred eight significant predictors. These 

are: leadership development plan, leadership development effectiveness, performance 

appraisal, attraction and retention strategies by enabling and empowering talents, 

attraction and retention strategies by incentives, work conditions, and performance 

rewards; satisfaction, supportive leadership and participative leadership. These 

predictors that have positive relationship, as statistically significance at p < 0.001 for PL, 

SL and JS and p < 0.005 for LDP, LDE and PA; while p < 0.05 for 2 predictors 

ATT_RET_EMP_AVG and ATT_RET_IWR_AVG. The model predicted talent 

satisfaction as the highest predictor based on retention (intention to stay outcome). 

Meanwhile, the model also predicted one regressor variable to be instrumental leadership 

(p = 0.655) which was, surprisingly, found with no significant influence on retention.  
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Figure 6.14. Multiple Regression Analysis in AMOS (DV: intention to stay). 

 

IS (intention to stay at ADG) = -1.433 + (.13) ATT_RET_EMP_AVG + (.13) 

ATT_RET_IWR_AVG + (.26) JS + (.16) LDE_AVG + (.19) LDP_AVG + (.17) PL 

+ (.15) PA_AVG + (.22) SL_AVG + (.390) e1 = .367 (37%) ® Model prediction 

power obtained from the equation 

Legend: EMP, Attraction and Retention by Empowering; IL, Instrumental Leadership; 

IWR, Attraction and Retention by Incentives, Work Conditions, and 

Performance Rewards; LDE, Leadership Development Effectiveness; LDP, 

Leadership Development Programme; PA, Performance Appraisal; PL, 

Participative Leadership; SL, Supportive Leadership; TS, Talent Satisfaction. 
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6.6.2.2 Result of Stepwise Regression 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .320a .103 .100 .740 

2 .422b .178 .172 .710 

3 .489c .239 .231 .684 

4 .535d .286 .276 .664 

5 .562e .315 .303 .651 

6 .576f .332 .317 .645 

7 .587g .344 .328 .640 

8 .596h .356 .337 .635 

a. Predictors: (Constant), Job_Satisfaction 

b. Predictors: (Constant), Job_Satisfaction, S_Leadership 

c. Predictors: (Constant), Job_Satisfaction, S_Leadership, P_Leadership 

d. Predictors: (Constant), Job_Satisfaction, S_Leadership, P_Leadership, LDP_AVG 

e. Predictors: (Constant), Job_Satisfaction, S_Leadership, P_Leadership, LDP_AVG, PA_AVG 

f. Predictors: (Constant), Job_Satisfaction, S_Leadership, P_Leadership, LDP_AVG, PA_AVG, LDE_AVG 

g. Predictors: (Constant), Job_Satisfaction, S_Leadership, P_Leadership, LDP_AVG, PA_AVG, LDE_AVG, 

ATT_RET_EMP_AVG 

h. Predictors: (Constant), Job_Satisfaction, S_Leadership, P_Leadership, LDP_AVG, PA_AVG, LDE_AVG, 

ATT_RET_EMP_AVG, ATT_RET_IWR_AVG 

 
Table 6.24. Regression Model Coefficients-3. 

 
According to the above stepwise regression analysis, only the effective factors 

are reported. Therefore, the explanatory variable of the instrumental leadership was 

excluded, as it was found ineffective on the independent variable. This analysis also 

provides the rank of the predictors according to their importance of order to the dependent 

variable (retention: intention to stay), which are: 1) Job Satisfaction, 2) Supported 



 

344 
 

 
 

Leadership, 3) Leadership Development Programme, 4) Participative Leadership, 5) 

Leadership Development Effectiveness, 6) Performance Appraisal, 7) Attraction and 

Retention by Empowering, and 8) Attraction and Retention by Incentives, Work 

Conditions, and Performance Rewards.   

After introducing the multiple regression model, the procedure in the section 

below provides an alternative representation of the empirical data embodied in a 

contemporary model, to assist in interpreting the observed dataset, via CFA and SEM 

that are thoroughly discussed in the following part. 

6.6.2.3 Primary measurement model 

Structural Equation Modelling (SEM) analysis was additionally performed to fulfil the 

sixth research objective. Regression and SEM are claimed to be equivalent (Bollen and 

Pearl 2013). SEM implies testing the theoretical models, which are the measurement and 

the structural models. Contrary to exploratory factor analysis (EFA), which has the 

survey items organised by the researcher based on robust theoretical rationale, 

confirmatory factor analysis (CFA) is another version of factor analysis which was 

employed to test the convergent and discriminant validity of the proposed survey 

questions/items (measurement theory), by inspecting the regression structure paths 

among the latent exogenous variables (predictors) and the observed variable – also called 

the path model (Hair et al. 2014). In other words, to examine if the used measures are 

consistent with what the researcher perceives in respect of the employed constructs and 

their nature (Afthanorhan et al. 2014). According to Field (2009), the function of CFA is 

to test specific hypotheses that mirror the structure and relationship between each factor 

(latent variables) and the empirical data. Secondly, SEM comprises examining the 

structural model, which involves testing the relationships and reasonable hypotheses 

between the latent variables to examine the scale ability to measure the intended concept 
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(reliability). Moreover, the feature of multivariable analysis resides in its accounting for 

measurement error accompanying each particular scale. In other words, testing the 

proposed hypotheses fit to the observed dataset, via employing AMOS version 26. The 

research nine hypotheses’ factors were established according to prior research and strong 

theory-based grounds, thus validating the structure of the proposed survey constructs, 

testing the reliability of the scale and assessing the quality of factor validity underlying 

the theoretical measurement. Hence, the model encompasses nine latent constructs 

(represented in circles) correlated with each by use of designated double-headed arrows. 

Moreover, the latent constructs were identified by the items of the study questionnaire 

and designated by square shapes as portrayed in the hypothesised factor model of Figure 

6.15 (ibid).  

 The factor loading of each item included in the questionnaire is displayed based 

on its associated construct, namely: leadership development plan, leadership 

development effectiveness, performance appraisal, attraction and retention strategies by 

empowering and enabling, attraction and retention strategies by incentives, work 

conditions, and rewards; participative leadership, supportive leadership, instrumental 

leadership, and satisfaction, as portrayed in Figure 6.15, and in (table 1 of Appendix 4). 

The estimates of the items range between 0.3 and 0.9; the criteria for deleting the items 

from the measurement model according to their loading will be the cut-off point of 0.5 

(Hair et al. 2010). Factor loading indicates the strength of the relationship between survey 

items. Therefore, items with factor loadings < 0.5 have been excluded from further 

analysis (items listed in Table 1 of Appendix 6). Moreover, measurement quality check 

includes two indicators, the composite reliability (CR) and the average variance extracted 

(AVE) proposed by Fornell and Larcker (1981). Next, the full measurement model will 

be implemented accordingly. 
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Figure 6.15 The Primary Measurement/theoretical Model (CFA Model). 
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6.6.2.3.1 Evaluating the measurement model (goodness-of-fit)  

Goodness-of-fit model refers to its capability to produce identical estimated and observed 

matrices. This investigation adopts the two-step structural equation modelling scheme 

that implies confirmatory factor analysis (CFA) – referred to as the measurement model 

– as well as the structural model. This is to assure a valid measurement model prior to 

the structural model stage. In this phase, the entire measurement model is developed by 

assessing all individual multi-item scales that represent each measure (construct) and 

incorporating the estimates of the relationships among the predictors and the measured 

variable(s) into the structural model. Items coupled with low factor loadings are 

eliminated, while not departing the theoretical underpinning (Hair et al. 2014). Model 

fitness conveys how well the path model is representative of the observed data (Hair et 

al. 2014). In other words, how well the structural model can generate a rated covariance 

matrix close to the collected data (Hair et al. 2010). In the absence of endorsed guidelines 

to determine the GOF in consensus, it has been challenging to judge the acceptable values 

for an appropriate GOF model based on the multiple GOF indices introduced earlier. 

However, Kline (2015) proposed that three essential criteria ought to be followed by 

researchers for the assessment of the path model’s solidity evidence, which are: X2 Chi-

squared / Degree of freedom and its significance level (χ2:df), (CFI) Comparative Fit 

Index and Root Mean Square Error of Approximation (RMSEA) and its confidence 

interval of 90%.  

The Chi-squared (χ²) criterion is the most commonly employed measure of 

structural equation model fit (Hair et al. 2010; Byrne 2013). Basically, the probability p-

value accompanied with (χ²) establishes a good model acceptability when χ² value is 

greater than 0.05. Thus, accepting the null hypothesis proposes that the estimated 

covariance matrix is identical to the covariance matrix of the indicator variables (data 
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collected), means no variance exists among both matrices (Hair et al. 2010). However, 

considering the sample size, despite the merits of the Chi-squared (χ²) test in assessing 

statistical significance, there are complexities associated to the model goodness-of-fit. 

For instance, it was reported that the probability of rejecting the null hypothesis emerges 

with large samples despite retaining equivalent covariance matrices between the model 

and the sample according to Hair et al. (2010). Moreover, it is shown that the Chi-squared 

(χ²) test is also affected by the multivariate normality assumption, which is violated in 

the majority of research (Byrne 2013). Furthermore, this test has become unreliable with 

a large number of measures or constructs, and thus χ² cannot be the solely dependent test 

for model fit. Therefore, in order to bypass this problem and to prevent causing bias, the 

researchers may employ a relative test of (χ²) test in lieu of the traditional Chi-squared 

(χ²) significance test, based on Joreskog and Sorbom’s (1986) claim. In order to achieve 

this, Joreskog and Sorbom examine comparing the χ² value with its associated degrees of 

freedom value. They suggest that the lower the generated ratio of (χ²/df), the better the 

goodness-of-fit of the proposed model. Moreover, non-significance associated with 

(χ²/df) is commonly reported with models of relatively small sample size, where (χ²/df) 

related p-value is recommended to be > 0.05. However, owing to the research sample 

size, non-significant χ2 bias is highly likely expected to arise and cause significance 

discrepancy between the estimated and observed models. Thus, even though it has been 

extremely tricky to distinguish between the good and bad model, other complementary 

specifications ought to be employed to assist the analysis in demonstrating model pass 

(GOF), even if one index was perfectly achieved i.e. R2 in multiple regression analysis 

(Hair et al. 2014).  

 In the same vein, other goodness-of-fit measures were introduced to overcome 

the limitations escorted with Chi-squared (χ²) test, such as, but not limited to, (RMSEA) 
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Root Mean Square Error of Approximation, which attempts to avoid large sample sized 

models or models constituted of large number of observed variables. It can manipulate 

the complexity issues in the meantime (Hair et al. 2014). Moreover, Comparative Fit 

Index (CFI) is the most frequently used index. It is classified as an incremental fit 

measure and its merits reside in its insensitivity to model complexity. This promotes its 

wide adoption as an upgraded form of the normed fit index (NFI). Its value normally lies 

in the rage of 0 to 1 where the higher the CFI value the more the model indicates its well-

fit, where CFI values > 0.9 suggest better fit (Hair et al. 2014). 

 The developed indices lie in three main classifications and complement each 

other in assessing model’s Goodness-of-fit, as listed below: (Hu and Bentler 1999; Hair 

et al. 2010; Kenny 2011; Byrne 2013).  



 

350 
 

 
 

Fit Indices category Function of the Fit Index  Measurement Test Reference 

Overall model fit 

measures (the absolute 

fit indices)  

- The absolute fit indices. 

- Assessing how well the structural model can 

generate the observed dataset. 

- RMR, SRMR and RMSEA are badness-of-

fit indices as low values represent better fit 

and large values indicate worse fit. 

- (RMR) Root Mean Square Residual;  

- (SRMR) Standardised Root Mean Square 

Residual;  

- (RMSEA) Root Mean Square Error of 

Approximation: (widely used measure); 

encouraged not to be computed for models 

with small degrees of freedom and small 

sample.  

- (GFI) Goodness-of-Fit Index: (recently less 

used measure); 

Schermelleh-Engel et al. 

(2003); Hooper et al. (2008); 

Hair et al. (2010; 2014); Kenny 

et al. (2015) 

Model comparisons 

indices 

The incremental / comparative fit indices  

- compare two models’ fit in which a particular 

model and the alternative is assumed null/no 

model (supposing null relationship across the 

- (CFI) Comparative Fit Index (the most 

frequently used test for its insensitivity to 

complex models);  

- (NFI) Normed Fit Index (the least used among 

incremental fit indices); 

Schermelleh-Engel et al. 

(2003); Kenny (2011); Byrne 

(2013). 
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Fit Indices category Function of the Fit Index  Measurement Test Reference 

 multi-item constructs in the baseline model. 

Consequently, measuring variables are 

uncorrelated). 

- (NNFI) Non-Normed Fit Index;  

- (TLI) Tucker-Lewis Index (widely reported 

test).  

Schermelleh-Engel et al. 

(2003); Kenny (2011); Byrne 

(2013). 

Model parsimony 

indices 

- Complementary to the first two fit 

categories, these GOF indices assess the 

overall measurement model validity by 

attempting to correct model-overfitting 

estimates, by calculating the parsimony of 

the model compared to the GOF.  

- Point out the best model from alternative 

competing models. 

- Based similarly to the adjusted R2 notion, 

model fit is associated with its complexity so 

more complex models are predicted to 

present better fit. 

- (PNFI) Parsimony Normed Fit Index (mostly 

applied across the parsimony indices), 

- (AGFI) Adjusted Goodness-of-Fit Index 

(prefers models with only limited paths. AGFI 

is not widely employed compared to other 

measures insensitive to model complexity and 

sample size). 

- (PGFI) Parsimony Goodness-of-Fit Index,  

- (AIC) Akaike Information Criterion, 

- (CAIC) Consistent AIC,  

- (ECVI) Expected Cross-Validation Index. 

Schermelleh-Engel et al. 

(2003); Hooper et al. (2008); 

Hair et al. (2010; 2014); Kenny 

(2011); Byrne (2013). 

Table 6.25. Main Categories for Measurement and Structural Models Fit Indices. Developed by the researcher. 
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Hence, given the controversy among methodologists and the overwhelmingly and 

various inconsistent criteria and the lack of reliable cut-off rules for the most appropriate 

measures to pass CFA, the researcher had the choice of picking the most appropriate 

indices to add substantial evidence to a particular analysis, which might be inappropriate 

for other analyses. Moreover, according to Hooper et al. (2008), it is not mandatory to 

report all the above-mentioned measures in order to demonstrate the appropriateness of 

the proposed structural equation model. Hence, having discussed the series of goodness-

of-fit specifications, and although the evaluation does not encompass selecting one best 

model among a series of alternative competing models, it has been decided not to 

abandon any of the complementary verifications, using at least one fitness index from 

each model category, including the parsimony indices, in the process of assessing both 

the measurement and structural models, based on the recommendation of Holmes-Smith 

(2006). This is because the researcher believes that integrating the properties of each 

model’s assessment criteria from each classification indices, namely: the absolute, the 

incremental and the parsimony, would provide adequacy to the model validation, and 

would thereby be sufficient to evaluate model fit determination. This decision also 

stemmed from the notion that various indices portray diverse dimensions of GOF for the 

considered model. Therefore, below are the major indices of path model fit employed for 

this study: 
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Table 6.26. Path model fit indices adopted for this study, developed by the researcher. 
 

 
 
 
 
 

Goodness-of-Fit (GOF) 

measure 
Threshold Debatable Value(s) Reference 

X2 Chi-squared / Degree of 

freedom  

• Roughly small χ2:df values are good 

fit indicator. 

• χ2:df values ≤ 3 

Hair et al. (2010) 

χ2:df ratios on the order of 3:1 or less are 

associated with better-fitting models. 
Hair et al. (2014, 579) 

RMSEA and its associated 

confidence interval of 90% 

≤ 0.80 Hair et al. (2010; 2014) 

• 0.5–0.8 (inadvisable with empirical 

research implies sample size less than 

500) 

• 0.3–0.8 with level of confidence of 

95%.  

Hair et al. (2010) 

CFI and its associated 

standardised root mean 

square residuals 

> 0.8 
Kline (2015); Lau 

(2011) 

• Values lie between 0 and 1. 

• Higher values suggest better fit. 

• Values > .90 suggest well-fit model. 

Hair et al. (2014) 

TLI (Tucker-Lewis Index) > 0.9 Hair et al. (2010) 

PCLOSE > 0.05 Hu and Bentler (1999) 
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However, various exhaustive consideration can be adopted too, as listed below. 

Goodness-of-Fit 

measure 
Threshold Debatable Value(s) Reference 

χ2:df 

≤ 5.0 χ2:df ≥ 2.0 

Wheaton et al. (1977); 

Tabachnick and 

Fidell, (2007); Hooper 

et al. (2008) 

GFI 
≥ 0.80 

Etezadi-Amoli and 

Farhoomand (1996) 

0 to 1: higher value represents better fit. 

Scholars argue 0.90 considered to be good 

and others claim 0.95 is a must to be 

achieved 

Hair et al. (2014) 

AGFI 
≥ 0.80 

Etezadi-Amoli and 

Farhoomand (1996) 

NFI Ranges between 0 and 1 where 1 suggests 

perfect fit. 
Hair et al. (2014) 

TLI > 0.9 Hair et al. (2010) 

• Below 0 or above 1.  

• Values close to 1 indicates good fit. 

• Models consisting higher TLI value 

represents a better fit than another with 

a lower TLI value. 

Hair et al. (2014) 



 

355 
 

 
 

Table 6.27. ‘Rules of Thumb’ for Measurement and Structural Models Fit Indices. 

Developed by the researcher. 

 

Goodness-of-Fit 

measure 
Threshold Debatable Value(s) Reference 

RMR / SRMR  
RMR < 0.05 

Hair et al. (2010); 

Kline (2015) 

• RMR and SRMR: 

• No statistical cut-off point.  

• Lower values indicate better fit. 

• Higher values indicate poor fit. 

• Debated as Inappropriate test. 

Hair et al. (2014) 

• standardised residual average value is 

0: indicating the probability of 

reporting +/- residuals. 

• standardised residual < 4.0 or > 0.4 is 

problematic. 

Hair et al. (2014) 

RMSEA < 0.10 Byrne (2001) 

 < 0.6 Hu and Bentler (1999) 

Lower value indicates better model fit Hair et al. (2014) 

CFI ≥ 0.90 Hair et al. (2010) 

• Values lie between 0 and 1. 

• Higher values suggest better fit.  

• Values > 0.90 suggest well-fit model.

  

Hair et al. (2014) 
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The Maximum Likelihood (ML) method is the most frequently employed method 

for parameter estimation in Structural Equation Modelling, which was used in this 

research to evaluate the measurement model, CFA via AMOS 26 (Hair et al. 2014). 

Figure 6.16 below displays the path diagram of the CFA first-run output. The overall 

goodness-of-fit statistics follow in Table 6.28. In addition, the full model-fit summary 

for the first-run of the Confirmatory Factor Analysis appears in_Appendix_5:_Survey 

appendix 7, on page 610.  
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Figure 6.16. The Path Model (CFA Model) – First Run Output. 
 

Based on the results displayed in the Table 6.28, most fit indices indicated 

acceptable level of model pass, especially given the fact that the achieved satisfactory 

measures are the most important specifications in determining the goodness of model fit, 

according to Kline (2015), which are χ2:df, RMSEA and CFI. The χ2:df probability value 

= 0.000 was reported as significant, yielding a bad model fit. However, this result was 

anticipated, as the Chi-squared (χ²) test for statistical significance is sensitive to sample 

size, which means that for a large sample (N > 200), χ2:df statistic mainly reports a bad 

model fit and infers accepting the alternative hypothesis and rejection of a null hypothesis 

(there is significant difference between the estimated model and the null model). Hence, 

the Chi-squared (χ²) statistical significance level was not applicable in the model 

validation process (SEM) for the research under consideration. Moreover, the only three 

criteria which were not attained were: the GFI, AGFI and TLI. However, the scored 

estimates were very close to the identified thresholds. Hence, the unsatisfactory values 

of GFI, AGFI and TLI suggest that there were available fields for further model 

enhancement in order to accomplish the intended good model. 
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Fit Indices 

category 

Measurement 

Test 

Conceptual 

Model  

(First Run) 

Function of 

the Fit 

Index 

Acceptable/ 

Unsatisfactory 
Reference 

Overall model 

fit measures 

(the absolute fit 

indices)  

X2 Chi-square / 

Degree of 

freedom  

1.880 
 ≤ 3 

Acceptable Hair et al. (2010) 

(RMSEA) 

Root Mean 

Square Error of 

Approximation 

.055 

≤ 0.80 
< 0.05 Good  

Acceptable 

Schermelleh-

Engel et al. 

(2003); Hooper et 

al. (2008); Hair et 

al. (2010; 2014) 

PCLOSE 1 

> 0.05 
1 ideal 

Acceptable 

Hu and Bentler 

(1999); Hair et al. 

(2010) 

(GFI) 

Goodness-of-

Fit Index. 

.757 ≥ 0.80 
Unsatisfactory 

Etezadi-Amoli 

and Farhoomand 

(1996) 

Model 

comparisons 

indices 

(CFI) 

Comparative 

Fit Index  

.838 
> 0.80 

Acceptable 
Kline (2015); Lau 

(2011) 

TLI (Tucker-

Lewis Index) .827 
> 0.9 

Unsatisfactory Hair et al. (2010) 

Model 

parsimony 

indices 

(AGFI) 

Adjusted 

Goodness-of-

Fit Index. 

.729 ≥ 0.80 
Unsatisfactory 

Etezadi-Amoli 

and Farhoomand 

(1996) 

Table 6.28. Output of Measurement Model Goodness-of-Fit Indices (CFA first-run). 

 
 

6.6.2.3.2 Enhancing the measurement model  

Model adjustments and specification were introduced to lift up the model fit after the first 

run, based on Joreskog and Sorbom (1986), Hooper et al. (2008), Hair et al. (2010; 2014), 
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Byrne (2013) and Awang (2015). After modifying the model to maximize the fit to the 

sample dataset by omitting low loading items, the final measurement model is displayed 

in Figure 5.17 below. The measurement model comprises nine factors in its structure. 

The number of variables varies within each construct. That is, leadership development 

consists of four items; leadership development effectiveness contains eight items; 

performance appraisal is constituted of ten items. Five distinct items represent each of 

the following constructs: attraction and retention strategies by enabling and empowering 

talent, attraction and retention strategies by incentives, work conditions, and performance 

rewards; and satisfaction. Four items, then five items, followed by another four items, 

indicate the factors: Participative Leadership Style, Supportive Leadership Style and 

Instrumental Leadership Style, respectively. 

6.6.2.3.3 Enhancing the model checks: 

• The standardised regression weights 

The standardised regression weights (SRW) reflect the correlation between the observed 

and latent variables. It is recommended that the value of these weights be above 0.5; of 

course, the higher the SRW values (approach 1) the more favourable, and the better the 

model fit. Any measurement variables lying below 0.5 would be deemed excluded owing 

to the weak correlation with their corresponding latent variable. The process of 

eliminating items representing weak loadings repeats until the unidimensionality 

requisite has been achieved. Items with low factor loading maybe inferred by 

ambiguous/sensitive/biased or double-meaning statements and thereby, are considered 

useless to measure their associated construct. In addition, unidimensionality necessitates 

that all factor loadings be either positive or all in one direction. 
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• Squared multiple correlations  

Squared Multiple Correlations (SMC) values portray the percentage of variance in the 

latent variable that can be explained by each individual observed variable. Hence, values 

greater than 0.5 are deemed satisfactory, with higher values (approaching 1) being more 

satisfactory. 

 

• Standardised residuals (SRCs) covariances  

A matrix represents the difference between the sample covariance and the model-implied 

covariance, hence observed variables with a high-standardised residuals matrix are 

deemed a bad fit indicator in the model. Reporting the residuals is essential; without 

them, model assessment is considered incomplete (Kline 2015). However, models with 

a good fit ought to generate standardised residuals approaching zero. Therefore, 

standardised residuals of more than +2.56 or less than -2.56 are usually indicators to 

determine the causes of the model mis-specification. 

 

• Modification indices (MI)  

MIs reflect the positive impact of dropping pre-fixed parameters on Chi-squared (χ2). In 

pursuit of increasing model fit, it is recommended to check these indices, as they indicate 

the effect of eliminating pre-fixed parameters on Chi-squared (χ2), through identifying 

and then adding certain path(s) that would contribute to decreasing the result of the 

returned Chi-squared (χ2) statistic test. Therefore, high values of modification indices 

(mainly above 6.63) determine nominated parameters to be set free. This can be achieved 

by correlating parameter errors of the same factor only. This is in addition to parameters 

for which high covariance arises among their associated errors and simultaneously high 

regression weights, which are candidates for elimination too. 
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 The SEM output results were duly inspected thoroughly to identify room for further 

enhancements. Accordingly, modifications were made in the quest of improving the 

measurement model goodness-of-fit: 
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SRW analysis demonstrated that 2 items loadings are relatively low (nearly < 0.5) and 

therefore, were deleted as articulated in table 5.31 below: LDE2, PA6 and PL3. However, 

the rest identified loadings indicate approximately good correlation between the 

individual observed variables and their associated latent variables. 

Sr. Item Label/Path/Construct Name  Factor 
Loading 

Retained Deleted 

1.  LDE2 <--- Leadership_Devpt_Effectiveness  .435 £ R 

2.  PA6  <--- Performance_Appraisal  .456 £ R 

3.  PL3  <--- Participative_Leadership .373 £ R 

Table 6.29. Factor Loading of Constructs in the Primary Measurement Model for the 

Selected Candidates for Deletion. Developed by the researcher. 
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A review of the SRCs matrix was performed, in which overestimated relationship of 

positive/negative residuals was detected between IWR construct’s items in the model i.e. 

IR5 with each IR6 (SR = 3.909), IR5 (SR = -2.957) and IR4 (IR4 = 5.546), all of which 

beyond the acceptable threshold of ± 2.56. Hence, it has been suggested to delete the item 

IR5 due to its overestimated relationship with IR4, itself and IR6 which supported the 

option to drop it from the construct IWR in order to eliminate model misfit.  
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An inspection of MIs displayed in Table 6.30 below, several large values were presented. 

Hence, it would be advantageous to relax such covariance in the quest of improving the 

measurement model GOF: 
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Covariances 

Path MI Path MI 

e39 ↔ e43 21.200 e15 ↔ e17 19.28

4 e39 ↔ e41 23.768 e10 ↔ e12 27.01

8 e21 ↔ e22 35.611 e10 ↔ e9 30.59

0 e16 ↔ e17 22.942 e1 ↔ e7 20.45

8 e16 ↔ e15 62.388 e40 ↔ e43 26.00

3 e16 ↔ e9 21.693 e41 ↔ e42 20.81

8 e10 ↔ e16 *34.27

7 

e10 ↔ e15 *15.7

92        *= Skipped/retained matrices as a result of parameter former deletion  

Table 6.30. Modification Indices for The Path Model (CFA Model) – First Run Output.  

- Deleting itemTS3, implied in talent satisfaction construct, associated with error e39 

because of the suggestion to co-vary e39s with each of the errors e41 and e43, in order 

to enhance the model, in which a change in the Chi-squared (χ2) by at least 23.768% (for 

e41) and 21.200% (e43) ratios respectively that are subject to reduction, was introduced.  

- Freeing the model from item PA8 within the performance appraisal construct, associated 

with error e16 because of the recommendation introduced to co-vary e16’s with three 

errors e9, e17 and e15 (considered as high covariance), suggesting a change in the Chi-

square (χ2) by at least); 22.942% (for e17), 62.388% (e15) and 21.693 (for e9) 

respectively could be decreased, thereby improving the model fit. 
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- The matrix representing e10 with e16 covariance suggested achieving 34.277% 

decrement could be attained to χ2 when relaxing those errors, for the benefit of the model 

fit; however, this matrix was skipped as a result of deleting PA8, the error associated 

with e16. 

- Excluding item PA3 within performance appraisal construct, associated with error e10, 

introducing relaxing e10’s covariance with each of the errors e12 and e9, (considered as 

high covariance), suggesting a change in the Chi-squared (χ 2) by at least 27.018% (for 

e12) and 30.590% (e9) respectively could be lowered, contributing to leveraging the 

quality of the model by a considerable rate accompanied with each individual error. 

- The matrix representing e10 with e15 covariance suggested achieving 34.277% 

decrement could be attained to χ2 when freeing those errors, for the benefit of the model 

fit; however, this matrix was skipped, as a result of deleting PA3, the error associated 

with e10. 

- Covariance of eight errors that showed large values (e21 with e22, chance to decrease χ2 

by 35.611%); (e15 with e17, chance to decrease χ2 by 19.284%); (e1 with e7, chance to 

decrease X2 by 20.458%); and (e40 with e43, chance to decrease χ2 by 26.003%).  

- Ultimately, after inspecting the regression weights statistics, which represent the 

relationships across the model predictors, no high RWs were identified to demonstrate 

problematic parameters, and so no further need to free any of the relationships of theses 

parameters, via their powerful role in lowering the discrepancy rate, for the purpose of 

increasing model fit. 

Table 6.31. Modifications undertaken to enhance the measurement model goodness-of-

fit. Developed by the researcher 
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Hence, the following modifications were undertaken to improve the measurement model 

goodness-of-fit:  

• Deletion of problematic items based on SRWs analysis e.g. LDE2, PA6 and PL3. 

• Further checks, which necessitated deletion of IR5 based on other analysis such as 

SRCs analysis. 

• Deletion of TS3, PA3 and PA8 due to the detected high covariance with high 

regression weights based on MI analysis. 

• Covariance of eight error terms as follows: (e21 with e22), (e15 with e17), (e1 with 

e7) and (e40 with e43) based on MI analysis. 

 
After summarising the model modifications stated above, a second CFA run 

was performed. Results of the second run of CFA are presented in the following table 

5.33, which demonstrates the overall goodness-of-fit statistics that resulted from the 

second-run of CFA. The full model-fit summary for the second run of CFA can be found 

in Appendix 7. 

Consequently, the related fit statistics show a reasonably good fit of the dataset 

for a nine-factor hypothesis model. Hence, in line with Kline’s (2010) recommendation 

to report the Chi-squared test, the RMSEA and the CFI; the goodness-of-fit index (GFI) 

score; the comparative fit index (CFI). X2:df revealed a low estimate at 1.415 and hereby 

representing the appropriate model index, RMSEA is 0.04 below 0.05 demonstrating 

good fit. The CFI value of .932 also displayed acceptable model fit. In addition, GFI 

indicates acceptable rate at .843. Table 6.32 indicates further the goodness-of-fit indices 

for this study. 

 It can be seen from Table 6.32 that introducing the above modifications resulted 

in enhancing the overall goodness-of-fit of the model and raised it to meet the adopted 
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criteria and reach the satisfactory level. Therefore, after confirming the revised model to 

fit the empirical data appropriately, it was decided to stop any further modification.  

Fit Indices 

category 

Measurement 

Test 

Conceptual 

Model  

(First Run) 

Obtained 

Model  

(Second 

Run) 

Function 

of the 

Fit  

Index 

Comment Reference 

Overall 

model 

 fit 

measures 

(the 

absolute fit 

indices)  

χ2 Chi-squared 

/ Degree of 

freedom  

1.880 1.415  ≤ 3 Acceptable 
Hair et al. 

(2010) 

(RMSEA) 

Root Mean 

Square Error of 

Approximation 

.055 .038 

≤ 0.80 

< 0.05 

Good  

Acceptable 

Schermelleh-

Engel et al. 

(2003); Hooper 

et al. (2008); 

Hair et al. 

(2010; 2014) 

PCLOSE 1 1 
> 0.05 

1 ideal 
Acceptable 

Hu and Bentler 

(1999); Hair et 

al. (2010) 

(GFI) 

Goodness-of-

Fit Index. 
.757 .843 ≥ 0.80 Acceptable 

Etezadi-Amoli 

and 

Farhoomand 

(1996) 

Model 

comparisons 

indices 

(CFI) 

Comparative 

Fit Index  

.838 .932 > 0.80 Acceptable 
Kline (2015); 

Lau (2011) 

TLI (Tucker-

Lewis Index) 
.827 .925 > 0.9 Acceptable 

Hair et al. 

(2010) 

Model 

parsimony 

indices 

(AGFI) 

Adjusted 

Goodness-of-

Fit Index 

.729 .820 ≥ 0.80 Acceptable 

Etezadi-Amoli 

and 

Farhoomand 

(1996) 

Table 6.32. Measurement Model Goodness-of-Fit Indices (CFA second-run) 
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Figure 6.17. The Path Model (CFA Model) – Second-Run Output. 

 

6.6.3 Validity and reliability  

6.6.3.1 Reliability assessment of the measurement model  

After demonstrating the GOF for the measurement model, the next stage was to inspect 

the composite reliabilities of the model constructs. Composite Reliability (CR) resulting 

from using SEM, which is considered to provide better reliability estimation than by using 

Cronbach’s alpha coefficient (Peterson and Kim 2013). Therefore, establishing CR in this 
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investigation added extra reliability verification to determine how accurate the generated 

results are obtained via Cronbach’s alpha coefficient test, undertaken earlier. The formula 

CR = (Ʃκ)² / [(Ʃκ)² + (Ʃ1 - κ²)] is widely applicable to calculate the CR for all combining 

constructs within the model where κ = factor loading of every item. (Fornell and Larcker 

1981; Ahmad et al. 2016). However, this study employed a reliable Microsoft Excel 

Statistical tools package to generate the CR associated with each construct (Gaskin 2016).  

6.6.3.2 Validity assessment of the measurement model  

To determine the construct validity of the modified measurement model, the procedure 

outlined below was used. Construct validity can be examined via convergent and 

discriminant validity tests, which indicated that all items of the measurement model are 

statistically significant (Hair et al. 2010). Hence, convergent validity is estimated via 

applying the related Composite Reliability (CR) and the Average Variance Extracted 

(AVE). Therefore, in order to report convergent validity, the recommended cut-off-point 

values for each criterion should be as follows: CR > 0.7 and AVE > 0.5 (ibid). The formula 

(AVE = Ʃ κ² / n) can be applied to compute the AVE for the individual construct 

accordingly, where κ = factor loading of every item, and n = number of items in a model 

(Fornell and Larcker 1981; Ahmad et al. 2016). However, this study employed a reliable 

Microsoft Excel Statistical tools package to calculate AVE, then to assess the discriminant 

validity via comparing the square root for all AVE values with the inter-correlation 

estimations among constructs (Gaskin 2016).  

Based on the table 5.33 below, all constructs have AVE values greater than 0.5. 

Therefore, it has been confirmed that the modified measurement model passes the validity 

and reliability assessment. Notwithstanding, to attain further confirmation on the achieved 

construct validity, a discriminant validity test was conducted, in parallel with Hair et al.’s 
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(2010) recommendation. Discriminant validity is the extent to which a construct is free 

from redundancy and actually distinct from other constructs, as suggested by Hair et al. 

(2016). Moreover, it can be measured by using Average Variance Extracted (AVE), 

Maximum Shared Variance (MSV) and Maximum Reliability [Max(H)]. The measures of 

Discriminant Validity are as follows: [Maximum Shared Variance (MSV) < AVE], Square 

root of AVE > one of the inter-construct correlations for another factor. Hence, the results 

of the generated average variance extracted ought to be greater than the squared correlation 

estimates (Fornell and Larcker 1981; Hair et al. 2016). Employing the earlier approach, 

discriminant validity has been established in all latent constructs. Moreover, the results 

showed that the relevant values of all the average variance extracted for each construct are 

greater than their associated squared correlation estimates; no high correlations were 

found. Nevertheless, for the inter-correlation of 0.072 between SL and IL, the respective 

square roots of AVE were 0.863 and 0.787 which, as shown, are both higher than the inter-

correlations of the observed constructs and so on for all other correlations, thereby fulfil 

the specification and confirm discriminant validity for the entire constructs. 



 

369 
 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

Table 6.33: The Modified Measurement Model Reliability and Validity Measures Derived from CFA  

EMP, Attraction and Retention by Empowering; IL, Instrumental Leadership; IWR, Attraction and Retention by Incentives, 

Work Conditions, and Performance Rewards; LDE, Leadership Development Effectiveness; LDP, Leadership Development 

Programme; PA, Performance Appraisal; PL, Participative Leadership; SL, Supportive Leadership; TS, Talent Satisfaction. 

 

Convergent and Discriminant 

Validity and Reliability 
Factor Correlation Matrix with Square Root of the AVE Statistics 

 CR AVE MSV MaxR(H) PL LDE PA EMP IWR SL IL TS LDP 

PL 0.763 0.526 0.043 0.805 0.725         

LDE 0.834 0.512 0.255 0.848 0.040 0.678        

PA 0.846 0.504 0.035 0.868 0.092 0.042 0.811       

EMP 0.830 0.509 0.027 0.909 0.096 -0.165 0.047 0.803      

IWR 0.880 0.601 0.035 0.921 0.009 -0.083 0.186 -0.030 0.845     

SL 0.882 0.602 0.020 0.895 -0.005 0.092 0.070 -0.003 -0.140 0.863    

IL 0.804 0.507 0.017 0.806 -0.059 -0.026 -0.006 -0.039 0.057 0.072 0.787   

TS 0.834 0.505 0.043 0.855 0.208 0.050 -0.055 -0.121 -0.006 -0.054 -0.063 0.790  

LDP 0.793 0.503 0.255 0.818 0.130 0.505 -0.056 -0.120 0.003 0.132 0.132 0.020 0.538 
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  To conclude, the above relevant results of model construct validity using convergent 

and discriminant validity assessment of the measurement model delivered appropriate 

constructs in terms of the statistical and theoretical validity, in respect to the convergent 

validity. In addition, the observed variables were well-correlated with the variables of the same 

latent factor, rather than correlating with other external factors. That is, the latent factors are 

duly explained by their included observed variables.  

6.6.3.3 Common method bias (CMB) 

A Common Method Bias (CMB) emerges due to external issues related to the employed 

measures which may influence the responses and perhaps result in biasing the dataset. 

That is, the relationships across the factors would be subject to inflation or deflation, 

accompanied with measurement error. CMB can be introduced when a single data 

collection method is adopted, such as a survey questionnaire tool (a common instrument 

in social science research) or when a single factor can explain the majority of the variance 

(Podsakoff et al. 2003).  

6.6.3.4 Harman’s single factor method 

Harman’s Single Factor technique employs exploratory factor analysis, in which all 

observed items/measured variables are loaded into a single factor, thus constraining the 

extracted factors to one, without rotation. Evidence for common method bias arises when 

the single latent factor to emerge from this analysis explains more than 50% of the 

variance. The variance explained in Table 6.34 demonstrated that the single factor to 

emerge from this analysis explains only 9.027% of the variance, while the remainder 

ratio of 90.79% is explained by another factor. The variance represented by the emerged 

factor is below 50%, suggesting there were no serious issues pertaining to CMB in the 

study dataset.  
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Total Variance Explained 

Factor 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total 
% of 

Variance 

Cumulative 

% 

1 5.408 10.401 10.401 4.694 è 9.027 9.027 

2 5.151 9.905 20.306    

3 3.902 7.503 27.809    

4 3.860 7.423 35.232    

5 3.241 6.234 41.466    

6 3.086 5.935 47.401    

7 2.528 4.861 52.263    

8 2.045 3.933 56.195    

9 1.685 3.240 59.435    

10 1.497 2.880 62.315    

11 1.154 2.220 64.535    

12 1.042 2.003 66.538    

13 .955 1.837 68.375    

14 .906 1.743 70.118    

15 .837 1.610 71.727    

16 .787 1.513 73.240    

17 .759 1.460 74.700    

18 .726 1.395 76.096    

19 .689 1.326 77.421    

20 .663 1.275 78.696    

21 .627 1.206 79.902    

22 .600 1.153 81.056    

23 .578 1.111 82.167    

24 .572 1.100 83.267    

25 .541 1.041 84.308    

26 .520 1.000 85.308    

27 .482 .927 86.235    
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Table 6.34. CBM Analysis 
 

Total Variance Explained 

Factor 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total 
% of 

Variance 

Cumulative 

% 

28 .476 .916 87.151    

29 .456 .877 88.028    

30 .412 .791 88.819    

31 .394 .758 89.577    

32 .383 .736 90.314    

33 .364 .700 91.013    

34 .361 .694 91.707    

35 .349 .672 92.379    

36 .319 .613 92.992    

37 .314 .604 93.595    

38 .310 .596 94.191    

39 .294 .565 94.756    

40 .288 .553 95.309    

41 .276 .532 95.840    

42 .271 .522 96.362    

43 .259 .497 96.860    

44 .247 .475 97.335    

45 .227 .437 97.772    

46 .217 .418 98.189    

47 .202 .388 98.577    

48 .186 .357 98.934    

49 .165 .316 99.251    

50 .148 .285 99.536    

51 .130 .250 99.786    

52 .111 .214 100.000    
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• Latent factor method 

The Latent Factor technique was additionally applied to obtain a more accurate result of 

CMB and support Harman’s Single Factor analysis, employing CFA. In this method a 

single common latent factor (CLF) was added and linked to all measured variables, then 

all regression paths were constrained to be equal. Hence, in the measurement model 

below, Figure 6.18, unstandardised regression is generated and the maximum common 

variance between the new CLF and all observed items, constituting the study factors, 

represents less than 1% only 0.0025 (square of 0.05) which lies far below the 

recommended threshold of 0.50. Consequently, the above findings confirm no serious 

presence of common method bias in this study.  

 

 



 

374 
 

 
 

 
Figure 6.18 CFA for CBM – CLF Method. 

Hence, having rigidly introduced the underlying latent variables for SEM testing phase, 

the next phase was to develop the study’s SEM (structural equation model) to investigate 

the established causal correlations among constructs and to test the research hypotheses 

(Hair et al. 2010).  

6.6.4 The structural model: structural equation modelling (SEM) 

After establishing the measurement model goodness-of-fit and confirming the validity of 

all its related constructs, in the next phase the model will be tested to predict talent 
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intention to stay in ADG (IS) (see Figure 6.19), provided the research has formerly 

demonstrated an acceptable model fit, including its refined nine constructs/latent 

variables.  

Fit Indices 

category 

Measurement 

Test 

SEM 1st Run 

Obtained 

Model  

Function of 

the Fit Index 
Comment 

Overall model 

 fit measures (the 

absolute fit 

indices)  

χ2 Chi-square / 

Degree of freedom  
1.460  ≤ 3 Acceptable 

(RMSEA) Root 

Mean Square Error 

of Approximation 

.040 
≤ 0.80 

< 0.05 Good  
Acceptable 

PCLOSE 1 
> 0.05 

1 ideal 
Acceptable 

(GFI) Goodness-

of-Fit Index. 
.839 ≥ 0.80 Acceptable 

Model 

comparisons 

indices 

(CFI) Comparative 

Fit Index  
.924 > 0.80 Acceptable 

TLI (Tucker-Lewis 

Index) 
.916 > 0.9 Acceptable 

Model parsimony 

indices 

(AGFI) Adjusted 

Goodness-of-Fit 

Index. 

.814 ≥ 0.80 Acceptable 

Table 6.35. Structural Model Goodness-of-Fit Indices (SEM first-run) 
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Model Fit: X2 /DF = 1.460; RMSEA=.040; PCLOSE= 1; GFI = .839; CFI = .924; TLI = .916; AGFI = .814  

Figure 6.19. GF Model to Forecast IS (Intention to Stay) 

A dependent variable is a binary variable of one item which can measure the 

construct of talent intention to stay (Hair et al. 2014). After evaluating all the items which 

constitute the Performance Appraisal construct, it was decided to keep PM as a parcelled 
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construct and not a composite of smaller sub-constructs to reduce complexity, because 

minimising model complexity would result in sub-constructs of one or two items only, 

which is considered a poor practice; therefore, it was parcelled to reveal the quality of all 

individual items (Hair et al. 2014). 

6.6.5 Further assessment of the structural equation model (prediction 

power) 

In order to assess the explanatory power of the research model, Squared Multiple 

Correlations (SMC) estimates for the factors were analysed and the SMC for IS (the 

dependent variable) rated at .395. Based on the SMC analysis, it is estimated that the 

predictors of IS explain 39.5 percent of its variance. In other words, the error variance of 

IS approximately 60.5 percent of the variance of IS itself. 

6.6.6 Testing research hypotheses 

Having successfully validated the structural model’s goodness-of-fit to the dataset, the 

following stage was to test the research assumptions using path measurement coefficients 

(regression weight estimates and critical ratios) emerged from SEM analysis, which were 

conducted via AMOS 26. Table 5.36 below summarises these results, where it is 

indicated that only six of the total nine hypothesised causal paths within the structural 

model were found significant at the level 0.05. 
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Hypothesis 
Estimate S.E. *C.R. P Comments 

Code DV Path IV 

H1 IS ! LDP .292 .102 2.874 .004 Significant (P<0.05) Accepted 

H2 IS ! LDE .112 .060 1.858 .063 

Not Significant 

(P>0.05) Rejected 

H3 IS ! PA .187 .074 2.526 .012 
Significant (P<0.05) Accepted 

H4 IS ! EMP .153 .053 2.883 .004 
Significant (P<0.05) Accepted 

H5 IS ! IWR .122 .070 1.739 .082 

Not Significant 

(P>0.05) Rejected 

H6 IS ! TS .302 .058 5.206 *** Significant (P<0.001) Accepted 

H7 IS ! PL .207 .062 3.316 *** Significant (P<0.001) Accepted 

H8 IS ! SL .244 .052 4.655 *** 
Significant (P<0.001) Accepted 

H9 IS ! IL -.039 .062 -.619 .536 

Not Significant 

(P>0.05) Rejected 

EMP, Attraction and Retention by Empowering; IL, Instrumental Leadership; IWR, 

Attraction and Retention by Incentives, Work Conditions, and Performance 

Rewards; LDE, Leadership Development Effectiveness; LDP, Leadership 

Development Programme; PA, Performance Appraisal; PL, Participative 

Leadership; SL, Supportive Leadership; TS, Talent Satisfaction. 

*** p < 0.001, *Cut-off-point (C.R. >±1.96) (Hair et al., 2010) 

Table 6.36. Path Coefficient Weights for the Structural Model. 

 

According to the research objectives, the quantitative data analysis aimed to 

predict the causal relationships between the explanatory variables and DV (intent to stay). 

The independent variables are: PL = Participative Leadership, LDE = Leadership 
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Development Effectiveness, PA = Performance Appraisal, EMP = Attraction and 

Retention by Empowering, IWR = Attraction and Retention by Incentives, Work 

Conditions, and Performance Rewards, LDP = Leadership Development Programme, SL 

= Supportive Leadership, TS = Talent Satisfaction, IL = Instrumental Leadership. In this 

study, independent variables were categorised as TM Strategy, Cultural Influence, and 

other exogenous factors such as Talent Satisfaction, that were all projected to positively 

influence the Dependent Variable (DV) (see section 6.25). In the initial conceptual 

framework (Figure 5.10), LDP, LDE, PA, EMP, IWR were classified as factors related 

to TM Strategy (TMS). Similarly, PL, SL and IL were categorised under 

environmental/cultural factor. Finally, TS belonged to the other external factor. 

The results in Table 6.36 uncovered that six paths reflect the direct impact of 

LDP, PA, EMP, IS, PL and SL on IS. While three of these paths were statistically 

significant at p < 0.001, the remaining three hypotheses were significant at p < 0.05, 

denoting a direct influence on talent intention to stay at ADG. Additionally, three 

hypotheses/paths were statistically insignificant at p > 0.05, reflecting that there is no 

direct influence of LDE, IWR and IL on talent intention to stay at ADG.  

The results of hypotheses testing are as detailed in the section below. 

• Hypothesis H 1 

This hypothesis tested the impact of LDP on IS of TMS. The causal path between the 

two constructs revealed a significant positive influence at a level of p < 0.05 (p = 0.004). 

Therefore, the null hypothesis fails to be accepted and the alternate hypothesis is accepted 

(LDP positively influences IS). That is, any increase in LDP would positively influence 

talent intention to stay in an ADG-affiliated department. 
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• Hypothesis H 2 

This hypothesis tested the influence of LDE on IS. The causal path between the two 

variables disclosed insignificant influence at a level of p > 0.05 (p = 0.063). Accordingly, 

the null hypothesis is accepted and the alternate hypothesis is therefore rejected, 

indicating that LDE does not positively influence IS, talent intention to stay in an ADG-

affiliated department. 

• Hypothesis H 3 

As presented in Table 6.36, the path coefficient and critical ratio estimates for the causal 

path between PA and IS were 0.187 and 2.526, respectively. The p value was 0.012 (p 

<0.05), showing lack of support for the null hypothesis and support for the alternate 

hypothesis H3a, which infers that PA has a positive direct effect and strongly influences 

the behavioural intention of talent towards staying at an ADG-affiliated department. 

• Hypothesis H 4 

This hypothesis tested the influence of EMP on IS. As shown in Table 5.39, the causal 

path between the two constructs revealed significant influence at a level of p <0.05, 

indicating lack of support for the null hypothesis. Results of regression weight and critical 

ratio estimates for this path were .153 and 2.883, respectively. These results revealed 

support for the alternate hypothesis H 4a, which suggests that EMP positively influences 

IS. 

• Hypothesis H 5 

As presented in Table 6.36, the path coefficient for this causal path was 0.122 and its 

critical ratio value 1.739. Moreover, the p-value was 0.082. As it is clear, these findings 

suggest a non-significant effect of IWR factor on talent’s retention. Therefore, since the 

results revealed support for the null hypothesis, it is accepted and the alternate hypothesis 
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H 5a is rejected, which indicates that IWR does not positively influence IS, talent 

retention in Abu Dhabi public sector organisations. 

• Hypothesis H 6 

This hypothesis testing the causal relationship between TS and IS revealed a significant 

positive impact (path coefficient= 0.302, p < 0.001, and critical ratio= 5.206). This result 

inferred that the null hypothesis fails to be accepted and the alternate hypothesis H 6a is 

accepted, which in turn suggests that TS has a strong positive impact on talent behaviour 

in serving longer at an ADG-affiliated department. 

• Hypothesis H 7 

The causal path between PL and IS indicated a significant positive influence of PL on IS 

at a level of p <0.001. This result showed no support for the null hypothesis and therefore 

the alternate hypothesis H 7a is accepted, which suggests that PL has a strong positive 

impact on IS at an ADG-affiliated department. 

• Hypothesis H 8 

Results of regression weight and critical ratio estimates for the causal path of SL to IS 

were 0.244 and 4.655, respectively with p <0.001. These results indicated lack of support 

for the null hypothesis and therefore support the alternate hypothesis H 8a, which 

indicates that SL has a significant positive effect on the intention to stay at an ADG-

affiliated department.  

• Hypothesis H 9 

The path statistics in Table 6.36 (path coefficient= –0.039, with its low critical ratio= –

0.619, and p-value= 0.536 for the causal path of IL of IS) showed support for the null 

hypothesis (H 9b) which is therefore accepted, and the alternate hypothesis (H 9a) is 
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rejected. In other words, SEM results demonstrated insignificant influence of 

Instrumental Leadership (IL) on talent retention at ADG-affiliated departments.  

6.6.7 The final research model  

Subsequently, in the quest to secure a parsimonious model for better fit of the empirical 

dataset, all insignificant regression paths were excluded from the final model, including 

the LDE, IWR, and IL constructs, owing to their ineffectual impact on talent intention to 

stay at ADGD, as depicted earlier. Hence, the final structural model is displayed in Figure 

6.20 below.  

 

Figure 6.20. Validated Research Model (SEM). 
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In addition, Table 6.37 below indicates that the overall goodness-of-fit for the 

revised structural model was slightly improved due to relaxing the detected non-

significant regression paths.  

Fit Indices 

category 
Measurement Test 

SEM 2nd Run 

Obtained Model  

Function of 

the Fit Index 
Comment 

Overall 

model 

 fit measures 

(the absolute 

fit indices)  

χ2 Chi-square / Degree 

of freedom  
1.622 

 ≤ 3 
Acceptable 

(RMSEA) Root Mean 

Square Error of 

Approximation 

.047 

≤ 0.80 

< 0.05 Good  Acceptable 

PCLOSE  .784 

> 0.05 

1 ideal Acceptable 

(GFI) Goodness-of-Fit 

Index. 
.881 ≥ 0.80 

Acceptable 

Model 

comparisons 

indices 

(CFI) Comparative Fit 

Index  
.933 

> 0.80 
Acceptable 

TLI (Tucker-Lewis 

Index) 
.924 

> 0.9 
Acceptable 

Model 

parsimony 

indices 

(AGFI) Adjusted 

Goodness-of-Fit Index. 
.854 ≥ 0.80 

Acceptable 

Table 6.37. Structural Model Goodness-of-Fit Indices (SEM second-run). 
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Generally, after freeing the insignificant paths from the original SEM model, a 

slightly more parsimonious/revised model was generated, informing an enhanced fit 

against the collected empirical dataset. Figures 6.21 and 6.22 portray the final research 

model respectively. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  

Figure 6.21. The Final Research Model (A). Developed by the Researcher. 
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Figure 6.22. The Final Research Model (B). 

6.6.8 Further assessment of the revised structural model  

In order to assess the explanatory power of the revised research model, Squared Multiple 

Correlations (SMC) estimates for the research factors were analysed and the SMC for IS 

(the dependent variable) rated at .377. Based on the SMC analysis, it is estimated that the 

predictors of IS explain 37.7 percent of its variance. In other words, the error variance of 

IS approximately 62.3 percent of the variance of IS itself. 

 Additionally, from reviewing the previous Table 6.36 the total effects of the 

research construct on the main research dependent variable IS, it can be seen that the 

largest impact is of TS (0.302), followed by LDP (0.292), SL (0.244); then PL (0.207) 

and PA (0.187). The smallest effect is the influence of EMP on IS (0.153).    
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6.6.9 Study structural model  

Having displayed the observed data and the emerged models with the convergent 

supporting results, this research adopts validated SEM. SEM and multiple regression are 

essentially equivalent, with slightly higher prediction power for the SEM model at 38%, 

and multiple regression at 36%. Taking into consideration the variance in the inferred 

ranking among independent/latent variables, the researcher adopted a SEM model 

inferred outcome for its credibility and capabilities in establishing causal inference, as it 

is more about causality; in contrast, regression has more of a predictive focus. In addition, 

SEM is more rigid in terms of fitness, due to the procedural checks taken prior to testing 

the causality; this makes it a more reliable tool and also implies regression kit. SEM is 

not capable of implementing causal relationships with nonlinear causal relationships; 

however, it has been formerly confirmed that there is no departure from linearity in the 

empirical datasets. SEM arguably remains indispensable in that it potentially provides 

better understanding of the concept being studied, besides its ability to predict more than 

one dependent variable, unlike multiple regression. Therefore, SEM is more 

comprehensive than regression and more robust for statistical analysis in the social 

sciences (Bollen and Pearl 2013). 

6.6.10 Chapter summary 

This chapter aimed at interpreting and reporting the generated results from testing the 

research-posited hypotheses via undertaking the desired inferential tests to the observed 

dataset i.e. multiple regression and SEM (with the aid of CFA). As regards the discussion 

of the motivating factors of strategic TM implementation within ADG and their crucial 

role and impact in sustaining talent flow, the scales possessed an acceptable level of 

validity, so were appropriate to verity the posited hypotheses. Multiple regression 

analysis was employed to gauge and explain the relationship identified between the 
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research constructs and the DV, in addition to assessing the factors that act as the main 

determinants of the strategic TM programme’s effectiveness. A model emerged via 

stepwise multiple regression with eight factors influencing talent stay at ADG; that is, all 

study measures were found to affect talent retention except for one (instrumental 

leadership). A six-context-specific-factor solution was suggested and confirmed by CFA 

for being an appropriate foundation to proceed with further SEM analysis within the 

proposed model of the study. Therefore, those significant triggers to an effective 

implementation of the strategic TM do positively influence talent attitudes to staying 

longer with their employer. The successful implementation factors retained and 

consolidated within the final variant of the study model are: Participative Leadership, 

Performance Appraisal, Attraction and Retention by Empowering, Leadership 

Development Programme, Supportive Leadership, Talent Satisfaction. The three other 

TM implementation determinants – Instrumental Leadership, Leadership Development 

Effectiveness, Attraction and Retention by Incentives, Work Conditions, and 

Performance Rewards – were not found influential on talent retention and thus were 

dismissed. The final model for TM strategy for this study was subject to a validation 

process which affirms and demonstrates its capability to explain talent retention within 

ADG. The research model was finally purified by dropping the insignificant paths, hence 

leading to a more parsimonious model. The following chapter discusses the findings 

emerging from the quantitative analysis. 
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CHAPTER SEVEN: DISCUSSION 

 

7.1 Introduction 

In this chapter, the results obtained from the data collected via the questionnaire are 

discussed and analysed based on the reviewed extant literature around the area under 

study. This will assist in answering research questions and fulfilling the core objectives. 

Hence, the subsequent sections of this chapter represent findings pertaining to the main 

research objectives that are implied in the first chapter and the literature review. Study 

findings, therefore, will contribute to this particular discipline and aid in reaching 

practical conclusions and appropriate recommendations for the policy makers, HR 

practitioners, and senior management of ADG-affiliated departments, with potential 

application in analogous contexts such as the Middle Eastern region, the GCC, and other 

developing countries. 

 In order to discuss the research results, it is advantageous to recall the main 

objectives. 

7.2 The adoption and implementation of TM Strategies by ADG  

An initial objective of the project was to determine the adoption and implementation of 

TM strategies by ADG by exploring talent perspectives. The lack of empirical studies 

with practical implications and the short supply of concrete evidence has been pointed 

out, along with little or insufficient guidance in theoretical underpinning by the published 

research. TM strategies and a holistic theoretical framework pertinent to TM are scarce 

and there is no standardised or uniform model to guide practitioners and businesses in 

developing an appropriate TM strategy (Temkin 2008; Van Zyl et al. 2017). As outlined 

in Chapter four, prior studies have pointed to the main TM strategies that are implied in 

the CIPD Talent Pipeline (2007) and embraced by organisations to acquire and nurture 
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the best performing ‘talents,’ based on their varied identification of talents (Highhouse 

et al. 1999; Fulmer et al. 2003; Lievens et al. 2005; Towers Perrin 2005, 17). TM’s basic 

strategies as referred to in this study are: attraction by empowering, attraction by 

incentives, work conditions and performance rewards; the leadership development 

programme, leadership development effectiveness, performance appraisal, retention by 

empowering, retention by incentives, work conditions, and performance rewards. The 

above strategies are drawn from the CIPD Talent Pipeline (2007). As Wimalasiri (1995) 

and Jaiswal (1982) argue, having policies in place (such as selection, employee learning 

and career development, compensations and rewards, and retention) can positively 

impact on employee commitment, and, in turn, employee retention to an organisation. 

However, attraction and retention strategies were blended into one factor, as the applied 

strategies to poach and entice talents were found to overlap with the factors identified as 

the top strategies to attract talent after they have been appointed (Human Resources and 

Employment 2003). In addition, as suggested from the literature concerning the success 

of multinational companies, this success is attributed to the culture imported from the 

main country, which resulted in higher engagement and retention rates among talent as 

reported by Sidani and Al Ariss (2014, 220). In addition, managers’ approach to 

leadership was reported as the number one predictor in measuring employee turnover in 

organisations (Dimaculangan and Aguiling 2012; Babalola et al. 2016; 

Ariyabuddhiphongs and Kahn 2017). Therefore, the additional factor of leadership style 

was added to complement TM strategy, together with coupling other important factors 

of talent satisfaction. It is also worth pointing out that LDP measures the provision of 

learning and talent development, whereas LDE is about gauging the effectiveness of the 

training provided to talented leaders. As such, the literature indicated that the UAE is in 

an adaptation and transition stage, engaging with the Western system and business 



 

390 
 

 
 

culture so as to reinforce its own business environment to achieve organisational 

prosperity (de Waal and Frijns 2016). However, Dirani et al. (2018, 494) proposed ‘that 

a variation to the Western practices would be helpful to ensure acceptance in the Arab 

culture.’ Hence, the descriptive findings pertaining to the adoption and implementation 

of TM strategies will be discussed in the subsections below.  

• The adoption of talent management strategy at ADG  

Leadership Development is one of TM’s core strategies espoused by organisations in the 

quest for maintaining talent credit. Leadership development can be explained in this 

study as a strategic intervention that supports the business’s human capital and 

strengthens the strategic value of the organisation (Stewart and Rigg 2011). Leadership 

development has a crucial impact on leveraging talents’ retention rates through 

enhancing their affective commitment. In addition, learning and development have a 

positive impact on talent engagement (Gibbons 2006). This factor consists of two sub-

factors – Leadership Development Programme (LDP) and Leadership Development 

Effectiveness (LDE) – as shown below. 

• Talent management strategy: factor one (the adoption of leadership 

development – LDP) 

According to the findings, the mean score of the four employed items to measure 

leadership development at ADG-affiliated departments was 3.70 (which is greater than 

the midpoint of 3 of the study scale), indicating that the majority of respondents were in 

agreement about the adoption and implementation of a LDP. Many preceding studies 

have noted the importance of talent and leadership development as a crucial pattern of 

the strategic TM, and it has been reported as the more powerful instrument in strategic 

TM, according to Contractor (2013), playing a vital role in the acquisition and retention 
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of talent (Highhouse et al. 1999; Fulmer et al. 2003; Deloitte 2005; Lievens et al. 2005; 

Towers Perrin 2005; Harrison 2009; Stewart and Rigg 2011; Chami-Malaeba and 

Garavan 2013). The result confirms Singh and Sharma’s (2015) conclusions that ‘career 

progression’ and ‘training and development’ are long-term retention strategies for 

workers in private companies in the UAE. Moreover, Ulrichsen (2017) reported the UAE 

devoted considerable attention to locals’ training and education, in addition to ‘emulating 

the most advanced systems in the world for a long time’ (Warner and Burton 2017; Dirani 

et al. 2018, 486). In turn, to Daleure (2017), the country markedly outperformed and 

progressed in education during the last decade. Furthermore, the lowest agreement 

average (3.4) was scored via the statement ‘My organisation develops high potential 

employees to become leaders to ensure a strong talent pool’ (LDP1). It was also reported 

by some participants that the LDP has not been provided for several years by the 

government of Abu Dhabi, from 2013 to 2018, (a period that overlaps the period of data 

collection). This perhaps explains such scoring and may result in insufficient 

development for Abu Dhabi leaders. Therefore, the finding of LDP1 is also in contrast 

with Armstrong (2006) and Iles et al. (2010), who considered that TM is another 

terminology for developing people to head the organisation. The findings of LDP1 do 

not agree with Ready and Conger (2007) and Ringo et al. (2008), as it has been concluded 

that TM involves investing in human capital by the identification of training and 

development needs and implementing career development, as well as providing 

progression paths for their talented staff. In addition, this applies to talent willingness to 

develop organisation-specific skills. However, it was also noted that Abu Dhabi School 

of Government (2019) has been newly established to ‘develop the competencies of 

government employees to become more effective by providing training and development 

programmes based on international best practices adapted to the needs of the Emirate of 
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Abu Dhabi,’ as emphasised by the late ruler of the UAE, H.H Sheikh Zayed bin Sultan 

al-Nahyan, who declared, ‘The real asset of any advanced nation is its people, especially 

the educated ones, and the prosperity and success of the people are measured by the 

standard of their education.’ The CIPD (2016c) suggests that successful TM is achieved 

via employing a strategic integration of the implied approaches of a cohesive talent 

pipeline to attract, identify, develop, engage, reward, and retain talents. Hence, the 

findings that have emerged from this research subscribe to previous studies in the 

literature in respect of the inclusion and contribution of learning and talent development 

in implementing a successful TM strategy (CIPD Talent Pipeline 2007). 

 
• Talent management strategy: factor two (the adoption of leadership 

development effectiveness – LDE) 

According to the findings, the mean score of eight observable variables to measure the 

effectiveness of the LDP at ADG-affiliated departments was 3.29 (which is greater than 

the midpoint of 3 based to the scale of this study), showing that the majority of 

respondents were agreed in assessing the effectiveness of the leadership development 

programme. As pointed to by Anderson (2007) and Davins and Smith (2010), it is ideal 

to get learners’ feedback and to measure the effectiveness of the learning and 

development function pre and post-training, where workforce competences are an 

indicator of capability profiles being built as a result of the ongoing training that is 

offered those talents. In addition, it is a high priority to ascertain that the function of the 

offered training and development interweaves with the organisation’s critical corporate 

aspects in order to produce the intended outcomes. Respondents conveyed lower 

agreement concerning their readiness to occupy a strategic position (Mean = 2.68), 

followed by the statement towards the sufficiency of training allowances allocated for 
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leadership development programme (Mean = 2.97), which are key indicators of the 

effectiveness of LDPs. On the other hand, the report unfolded a roughly low agreement 

level in respect to their possession of the competencies required for their positions, in 

which the scoring was near the midpoint of 3 (Mean = 3.05). Nonetheless, the question 

pertaining to the effectiveness and overall evaluation of LDP, surprisingly, exhibited the 

highest mean rank at (3.98). Therefore, the overall result confirms Younger and Ulrich 

(2004) and Groves (2007) who claim positive outcomes for a leadership development 

programme, based on the average mean obtained by surveyors. The development 

outcomes can be viewed as the set of skills and behaviour the learners would gain. LDPs 

equip leaders with the necessary skills and competences and help enhance their roles in 

leading the organisation. This is in addition to gauging LDP effectiveness on the 

organisational and corporate level, to test if it contributes to the strategic objectives. 

Hence, some of the findings for this factor do not match those of previous studies such 

as Anderson (2007) and Davins and Smith’s (2010) pertaining to leaders’ readiness to 

occupy higher positions, and the acquisition of the intended competencies, in which those 

are typically deemed the local purpose of talent learning and development. 

 This finding was unexpected and suggests that the shortfall in Section Head skills 

were found to cause a deficiency in leadership development effectiveness at ADG-

affiliated Departments, as shown by the current study’s respondents’ revealing that 

section heads were not involved in strategic issues and were segregated from TM 

responsibility, as also highlighted by Schuler et al. (2011). It is noted that some of the 

line managers were not fluent in the English language and so were excluded from 

participation in the national programme for leadership development. This finding is 

consistent with those of Hughes and Rog’s (2008) research, which explored TM strategy 

to improve its initiatives and claimed a shortage in line manager’ skills owing to a lack 
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of information, authority restrictions, or budget limitations. This leads to the 

implementation of informal approaches of TM activities as addressed by Young-Thelin 

and Boluk’s (2012) study in Sweden. However, the above finding of the current study do 

not support the previous research of Sheehan et al. (2018), which stressed the active 

participation of line managers, owing to their essential role and positive contribution in 

achieving the strategic role concurrently with their daily work responsibilities. This can 

be achieved by cascading employee retention targets to line managers and inserting this 

factor as a performance measure, as recommended by Ibrahim (2015). In the same vein, 

prior studies, e.g. Schuler et al. (2014), noted the adverse impact of excluding line 

managers and considered it a significant hurdle to implementing global TM initiatives. 

In conclusion, the findings suggest that talent development strategies were in place within 

ADG-affiliated departments; meanwhile, it seems possible that the above results are due 

to the lack of awareness across this leadership cohort, together with the failure to 

incorporate line managers. Thus, according to Mead (2007), Harrison (2009) and 

Anderson (2007, 2009), it could be said that the rate of successful adoption and 

implementation for the leadership development effectiveness factor is around 75%, 

which might suggest that this factor not be duly adopted and implemented. However, it 

was evidenced that management does not communicate with its employees appropriately 

and inform its stakeholders enough, in light of the above finding. This is consistent with 

studies conducted on the UAE and KSA such as those documented by Arabian Business 

Global (2020) and Alshehri and Drew (2010), which identified communication 

breakdown as a prime obstacle to the implementation of TM and its anticipated and 

exclusive effectiveness (Gallardo-Gallardo et al. 2020), as well as talent retention in the 

UAE, owing to its adverse consequences such as increasing employee turnover (Branham 

2005a, b; Ongori 2007; Khan et al. 2010). Communication as a culture-related trait was 
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emphasised in Gallardo-Gallardo et al.’s (2020) research to be a core determinant in the 

organisational context influencing talent behaviour; a finding that was confirmed posing 

a challenge in the context of this study as well.  

• Talent management strategy: factor three – the adoption of performance 

appraisal system (PA) 

The second core concern of the questionnaire is to investigate whether a performance 

appraisal strategy is adopted at ADG and to evaluate its practice based on the existing 

specifications and talent point of view. The findings reveal that the mean ratio for the ten 

items used to measure the performance appraisal system in ADG organisations was 3.59. 

The above result, therefore, reports a significant number of respondents who believe that 

the main processes of performance appraisal system are employed and implemented by 

ADG, which is assumed to leverage talent retention and influence turnover rates 

positively across talented leaders accordingly. This finding corroborates the notion of the 

CIPD Talent Pipeline (2007), suggesting the effectiveness of the main TM strategies that 

are implied in a talent pipeline; however, it contradicts Gopalakrishnan (2002) and Idris 

(2009), who argue that employees’ discontent with performance appraisals in Arab 

contexts such as the UAE and KSA, according to bayt.com survey, was due to the 

deployment of a consultant to deliver the feedback from performance appraisals. Also, 

the result differs from that of Sidani and Al Ariss’s (2014) study, which yields lack or 

absence of strategic planning on the part of firms, and a lack of engagement in promoting 

female talent, revealing that talented women are not even listed in TM programmes in 

some organisations within the GCC region context. Moreover, the descriptive statistics 

for performance appraisal also uncovered respondents’ dissatisfaction with the 

effectiveness of performance appraisal in terms of assisting leaders to perform their jobs 

efficiently (mean = 2.85, below the cut-off point of 3). Furthermore, close to a majority 
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of study respondents gave little endorsement to the statement, ‘Performance review 

meetings are conducted periodically’ (mean = 3.27). These two findings do not match 

Armstrong’s (2009) criteria for evaluating performance management systems for the 

category of managers. Further, participants’ low level of agreement shown to pertain to 

the use of monitoring systems to evaluate performance and emerged from descriptive 

data generated, with a mean score of 3.06 (PA8). Therefore, this study confirms that the 

earlier stated practice of performance management at ADG is consistent with Stewart 

and Rigg’s (2011) proposal. The highest level of agreement was reflected regarding data 

from the monitoring system being used to develop an incentive pay system (PA10) at the 

average mean of 4, which is associated with the previous work of Carayon (1993), Jeske 

and Santuzzi (2015) and Armstrong (2009). The above results and effective PA practices 

may serve and explain a relatively good strategy of performance appraisal at ADG, which 

could be expected to impact positively on talent acquisition and retention, based on 

RBV’s theoretical approach and according to Brown et al. (2016, 4) “the broader the 

definition of total reward that is adopted, including a wide range of extrinsic and intrinsic, 

financial and non-financial rewards, then the more significant the potential impact on 

employee engagement appears to be”. Likewise, it sheds light on the important finding 

about the current performance appraisal system’s support for developmental plans set for 

those talented leaders in the ADG sector, rather than for disciplinary purposes. Thus, PA 

is compatible with the best practices surrounding TM and its broad aim to support talent 

career development, which is aligned with the horizontal function with other processes, 

i.e. assessing the efficiency of learning and talent development practices and measuring 

the return of investment on talent performance and retention. A consideration of some 

detected drawbacks was provided and illustrated earlier in respect to PA implementation, 

yet this does not affect the conclusive result also discussed. 
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• Talent management strategy: factor four – the adoption of attraction and 

retention strategies by empowering (EMP) 

Some authors have mainly been interested in gauging the various positive implications 

for organisations implementing retention strategies. Such benefits were demonstrated in 

diverse contexts including France, Brazil, Netherlands, Japan, Italy, and South Korea, in 

which Towers Perrin (2005)’s global workforce study found that practising retention 

policies (in terms of attracting, retaining, and engaging employees for competitive 

advantage) yields employee enthusiasm. Successful retention incorporates dealing with 

people with trustworthiness, credibility, respect and, trust, as well as undertaking 

appropriate performance reviews and sharing with employees the accountability for 

achieving performance goals (Hughes and Rog 2008). In the meantime, hunting and 

nurturing talents is perhaps a key challenge for employers worldwide. The support of 

HRM interventions, however, can help sustain this pool of human capital, whose 

performance levels are challenging to replicate, which also assists in dropping the 

possibility for talent to be attracted by other opportunities across the global market. Thus, 

this construct aimed to explore and measure talent intention to stay at the organisation 

(Hom et al. 2009). Moreover, Masterson et al. (2000) argue that when organisations 

implement well-designed HRM practices, a positive impact is envisaged on their 

commitment and willingness to go the extra mile, and their intention to stay with the 

organisation. Hence, respondents were asked to indicate the extent to which they 

perceived the strategies adopted by their employer as attracting and retaining leadership 

talent. It could be that the findings of this research do not extend and support the CIPD 

Talent Pipeline (2007), as the majority of respondents were not agreed on the adoption 

of TM strategies to poach and maintain its leaders by enabling and empowering. 

According to the mean score of this factor’s related ratings (average mean = 2.90), it 
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could partially reflect a roughly low level of agreement, as the mean of the ratings was 

positioned just below midpoint of 3, indicating in this case that a form of attraction and 

retention system by empowering may exist in the Abu Dhabi service sector of the UAE. 

This finding is consistent with Singh and Sharma’s (2015) evidence from the UAE, which 

surveyed managerial males and females and concluded that strategies for employee value 

propositions are not in place in spite of the country’s highly competitive market; 

nonetheless, it should be considered that Singh and Sharma’s (2015) study was conducted 

on selected establishments mainly in the private service zone. The result subscribes to 

findings reported by Albawaba.com Middle East News (2017), in which 70% of 

respondents reported that an employee wellness scheme – preventative care, stress 

management, and work-life balance options – was not provided by their employers. Study 

results accord with Dirani et al.’s (2018) qualitative study, which confirmed that in the 

UAE there are practices in place to motivate employees, such as delegating tasks from 

superiors, empowering, developing competence, and providing a working environment 

featured of attainment and enrichment. 

  In the meantime, the highest average ranking across this measure was 

(3.57), obtained from the statement ‘I make a significant impact in my department’ 

(EMP3). The lowest level of agreement within this construct was associated with two 

items employed to gauge the autonomy talent possess in performing their jobs (EMP4) 

(mean = 2.22), and the next lowest item rated measured the extent to which job activities 

are meaningful to employees (EMP1) (mean = 2.33). Although these results differ from 

those of some published studies (Lievens et al. 2005; Towers Perrin 2005; Srivastava and 

Bhatnagar 2010; Pan et al. 2012), they are consistent with those of Albawaba.com 

(2017). It could be concluded that Emirati leader talent may favour other types of benefits 

that build deeper engagement, such as ethical employers who would grant them 
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autonomy in performing their job, rather than monetary rewards (Maurer et al. 1992; 

Sullivan 2002; Srivastava and Bhatnagar 2010). This result confirms findings of the 

Bayt.com Middle East and North Africa Salary Survey (2019), in which 36% of 

respondents claim that their loyalty is not attributed to benefits they receive; and thus it 

has been demonstrated that the management of ADG failed to be the employer of brand 

for its national talents.  

 
• Talent management strategy: factor five – the adoption of attraction and 

retention by incentives, work conditions, and performance rewards 

strategies (IWR) 

Acquiring and nurturing talents is a key challenge for employers worldwide. This is also 

the case in the GCC region and especially the private service industry in the UAE, where 

it has been a dilemma to maintain the pay level of nationals in order to sustain the inflow 

of local talent (Singh et al. 2012; Sidani and Al Ariss 2014; Singh and Sharma 2015). 

HRM interventions help sustain this pool of human capital, whose members are unique 

in terms of their distinct performance, while also helping to procure talent who are less 

likely to be lured by other rivals. Such practices imply financial compensation, which is 

a prime factor in attracting both local and foreign workers in the region of the UAE, 

where financial rewards remain the best motivator to attract and retain talents (Sidani and 

Al Ariss 2014). This study reflected respondents’ agreement when measuring the 

retention practices through monetary benefits, career progression, and work conditions 

employed by ADG to attract and retain talent (average mean = 3.82). The above 

privileges granted to workers are considered vital practices encompassed in the employer 

branding (Maurer et aI. 1992; Sullivan 2002; Srivastava and Bhatnagar 2010). The 

finding supports Dirani et al.’s (2018) qualitative study, which pointed out that the UAE 
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is one of the top GCC countries in its attention to occupational health, and that this 

initiative is monitored by government to ensure that policies and procedures are in place 

to protect workers in the state. In the same context, the result contradicts Singh and 

Sharma’s (2015) evidence from the UAE, which found that strategies for employee value 

propositions are not in place in spite of the country’s highly competitive market. 

Meanwhile, the finding is supported by Alferaih et al. (2018) in studies conducted at 

tourism sector organisations in Saudi Arabia. Notably, the highest level of agreement, 

however, was gained from the statement ‘My organisation provides on-site opportunities 

and a global exposure for talent’ (IR1) at an average mean of 4.17. Therefore, conclusions 

can be drawn from the present study, which supports previous empirical research in 

demonstrating that career progression and development paths, rather than monetary 

rewards, are key determinants for talent retention (Bulter and Waldroop 2000; Gandossy 

and Kao 2004; Ready et al. 2008; Sidani and Al Ariss 2014), and that Emirati talent is 

driven by developmental offerings, as proposed by Ready and Conger (2007) and Lawler 

(2008). This study also accords with previous studies such as Singh et al. (2012), Sidani 

and Al Ariss (2014) and Singh and Sharma (2015), which confirm that ADG adopts 

retention strategies by means of compensation, performance rewards, and work 

conditions. Moreover, the findings subscribe to the those of the Khaleej Times (2019) 

UAE local newsletter, in which it was noted by the managing director of Page Middle 

East that there was a trend shift towards multi-layered expectations on the part of job 

candidates in the UAE and the GCC. Candidates have become more concerned with 

WLB, personal growth, career progression, and organisational culture, as they seek more 

a flexible and stable working environment. Nadia’s annual GCC Salary Report 2018–

2019 has highlighted the recent government initiatives to establish employee loyalty and 

retention through increasing salaries. Salaries were raised in 2018 and were predicted to 
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continue to rise in 2019, which is compatible with global consultancy Korn Ferry’s 

forecast of a 3.9% salary hike across UAE employees (Zawya.com 2020).  

 The finding of this study is inconsistent with the conclusions of Kaplan and 

Norton (1996; 2004) who extensively emphasised the advantages of communicating and 

linking performance goals with performance measures. The finding revealed that the 

participating organisations in this research had not offered performance-driven rewards 

and that there had not been any incentive programme in place at ADG-affiliated 

departments (average mean = 2.93). It is more likely that ad hoc and scattered incentives 

were provided in the past at some Abu Dhabi departments, with the absence of a strategy 

map to systematise compensations. Nevertheless, the government launched information 

about its performance management system (ADAA, which means performance in 

Arabic), claiming that its PMS is aligned with best practices (Ministry of Cabinet Affairs 

and the Future 2019). This conclusion could be attributable to participants’ views, and 

their claim that some governmental departments, such as the Western Region 

Municipality, Ministry of Interiors, Abu Dhabi Company for Oil and the Western 

Medical Region, and others, have implemented an initiative for rewarding employees 

based on their performance for the appraisal scores of ‘very good’ and ‘distinction’.  

7.3 The effectiveness of TM programme implementation on talent retention at 

ADG departments  

As outlined in Chapter one, the third research objective aimed to assess the effectiveness 

of strategic TM programme implementation on talent retention at ADG departments. 

Hence, in a customer-facing industry, as in the case of ADG-affiliated departments which 

form the public service sector in the UAE, developing and implementing TM initiatives 

is essential to attract and nurture leadership talent (Sheehan et al. 2018). This is supported 
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by a handful of studies such as Hughes and Rog’s (2008), advocating the benefits of 

implementing effective TM strategy and its impact on acquiring and retaining talent. This 

also accords with observations of this study, measured by the descriptive statistics, which 

showed leadership talent intent to stay at their organisations, according to their agreement 

conveyed via the statement ‘I intend to work for the long-term in my organisation,’ with 

an average mean = 3.36 (above the threshold of 3). Therefore, the results are compatible 

with Ng and Butts (2009), and Chami-Malaeba and Garavan (2013), Daleure (2017), and 

Hafez et al. (2017). Daleure pointed out that the UAE is ranked highest in the list of 

neighbouring countries with respect to retention, which is attributed to multiple economic 

and social factors. For instance, Hafez et al. (2017), in their research at Ain Shams 

University in Egypt found significant relationship between TM strategies (motivating 

distinct employee performance, development and job enrichment by means of delegating 

authority and challenging tasks) and talent retention. The literature offers contradictory 

findings about turnover intentions, e.g. Ibrahim’s (2015) research found that turnover 

rates for Emirati workers in three governmental banks in Dubai and Sharjah within the 

UAE climbed in 2009 and 2010. Albawaba.com’s Middle East News (2017) report noted 

that 56% of the surveyed employees would prefer to quit their organisations. More 

recently, the 2019 survey report of the Nadia agency (the leading recruitment firm in the 

UAE) on employee turnover made a forecast consistent with the above result, observing 

that turnover rates have recently dropped. The report has noted the new tendencies as 

mainly attributable to new government initiatives aimed at building employee loyalty, 

which has also entailed a salary hike according to Nadia’s annual GCC Salary Report 

2018–2019. On the other hand, the drop in employee turnover projections was perhaps 

associated with the UAE’s uncertain job market, which in turn witnessed more employee 

retention, as employees decided to stay at their jobs rather than moving between 
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employers. Turnover percentages decreased from 11% to 8% between 2018 and 2019 as 

a result of new loyalty strategies that were recently introduced in the workplace by 

employers (Zawya.com 2020). The above findings are consistent with other theories that 

counter the argument that TM strategies (implicit in HR) are linked to retention 

(Applebaum et al. 2000; Macky and Boxall 2007; Chew and Chan, 2008; Wright et al. 

2013). In addition, the finding subscribed to the study by Laabs (1993) who found that 

implementing training programmes mitigated employee turnover at Bell Helicopter; 

whilst Singh (2000) notes that the frequency and quality of performance appraisals 

conducted within the organisation are correlated with employee turnover behaviour. 

Similarly, Poon (2004) notes the influence of discontent with performance appraisals on 

job satisfaction, and consequently employee retention. Harel and Tzafrir (1999) also 

found that the provision of career exposure opportunities significantly enhances 

employee motivation to continue working at an organisation. Hence, it was proposed that 

ADG implement successful TM strategies to nurture the potential from leaders, and 

sufficient empirical evidence has been found to support this suggestion. 

7.4 The effectiveness of talent management programme implementation on 

talent satisfaction at ADG  

The fourth research objective aimed to assess the effectiveness of strategic TM 

programme implementation on talent satisfaction at ADG departments. As addressed in 

the literature review chapter, much of the available discrete literature on talent retention 

outlines the critical role of employee job satisfaction and its association with employee 

intention to stay or leave, as stressed by Deery and Jago (2015). According to this study, 

the definition of talent satisfaction implies that workers’ attitudes and perceptions of their 

jobs are mediated by a sense of their needs being met by the employer. This study 

attempted to measure talent satisfaction with their roles. Therefore, in accordance with 



 

404 
 

 
 

abundant studies e.g. Allen and Meyer (1990), Podsakoff et al. (1990), Meyer et al. 

(1993), Braun et al. (2013), Jeske and Santuzzi (2015), and El Dahshan et al. (2018), 

talent satisfaction was revealed, as the scores mean was 3.35 (which lies above the 

threshold of 3), indicating an acceptable level of talent satisfaction among the study’s 

respondents. As identified previously by many academics and hence referred to in the 

literature review chapter, motivation has been identified as a major contributing factor to 

employee satisfaction (Maslow 1954; Vroom 1964; Harel and Tzafrir 1999; Gandossy 

and Kao 2004). From the emerged result and the above analysis, various themes can be 

identified that support earlier studies such as Aon Hewitt’s (2011) Middle East study, 

which suggested that motivating GCC national talent is associated with offering 

designations and job titles, as well as the power of authority in hierarchy. An efficient 

way to attract and keep GCC national talent is by granting them an ‘early mid-career,’ 

which has recently been a tendency; meanwhile, there has been a crisis across the middle 

leadership roles. Therefore, since the study respondents are all leaders, their motivation, 

engagement and, hence satisfaction could be projected, to some extent. Moreover, the 

aforementioned ‘Qudurat Report’ pointed out that employee engagement rates have 

recently risen in the GCC region, in comparison with the western context (Aon Hewitt 

2011). On the other hand, an emerging theme could be the demonstration of effective HR 

practices, e.g. providing talents with rewards, extrinsic compensation such as career 

progression and development paths and meaningful jobs, employers’ fulfillment of 

promises, fair performance appraisals, as well as affective organisational commitment, 

which were all found to have significant positive impact, leading to talent motivation and 

in turn improving their satisfaction level. Hence, the aforesaid finding strongly supports 

the propositions of Maslow (1954), Jaiswal (1982), Wimalasiri (1995), Ellickson and 

Logsdon (2001), Gandossy and Kao (2004), Poon (2004), McGrath (2008), Braun et al. 
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(2013), Benoy and Gracias (2015), as well as Vroom’s expectancy theory (Vroom 1964). 

In accordance with Vroom’s motivational theory and the present results, a previous study 

by Benoy and Gracias (2015) in India investigated building a talent bank through 

adopting motivation-related strategies. Their study demonstrated that promoting and 

employing motivational strategies is a catalyst to the association between talent 

development and talent implementation for project management, and that motivated 

employees contirbute to achieving an organisation’s goals. An implication of this finding 

is that talent satisfaction could possibly indicate talent retention, as emphasised by Deery 

and Jago (2015). In addition, the level of satisfaction could show the adoption of certain 

leadership styles as claimed by Lok and Crawford (1999, 2004), Ogbonna and Harris 

(2000), Gibbons (2006) as well as Zeffane and Al Zarooni (2008), who all found 

correlation and influence between leadership skills and worker satisfaction. This and 

other aspects, such as probable lower talent turnover rates, as discussed by Allen and 

Meyer (1990) and Oehley and Theron (2010), are predicted outcomes of affective 

commitment, engagement, and satisfaction. Moreover, talent satisfaction could be 

evidence of Organisational Citizenship Behaviour (OCB) ‘conscientiousness,’ based on 

the proposition of Allen and Meyer (1990), Meyer et al. (1993) and Jeske and Santuzzi 

(2015). Similarly, building on Herzberg et al. (2008), Beechler and Woodward (2009), 

DeConinck and Johnson (2009) and Bethke-Langenegger et al. (2011), a positive impact 

on TM outcomes is expected, and thus talent commitment, motivation, and satisfaction 

are attained when employees obtain appreciation and recognition from their employer. 

Emphasis is given to aspects related to the working environment and working conditions 

as the core determinants of job satisfaction, according to Rad and Yarmohammadian 

(2006). They also found a link between a lack of autonomy and low levels of satisfaction; 

thus it can be presumed that the Abu Dhabi public sector possesses the patterns of an 
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appropriate workplace for its national talent. The current study revealed a considerable 

level of talent satisfaction, which perhaps proves the existence of employee job 

autonomy. These results are congruent with published studies referred to earlier, i.e. El 

Dahshan et al.’s (2018) inquiry in Egypt, which reported the satisfaction of nurses with 

attraction, development, and retention strategies. However they differ from Manafa et 

al.’s (2009) investigation in Malawi, in which health employees showed their 

dissatisfaction with retention strategies when it came to their emplowyers providing key 

ingredients for their career development and progression. 

 

7.5 The Employer branding manifested in the prevailing leadership behaviour at 

ADG-affiliated departments 

The fifth research objective aimed to analyse the prevailing leadership behaviour at 

ADG. The aim of integrating this measure with the strategic TM practices is based on 

the suggestions of Aon Hewitt (2011) and Singh et al. (2012) to adapt distinct reward 

dynamics such as becoming ‘an employer of choice,’ a differentiated, broader 

psychological way to recognize GCC national potentials, remote from monetary 

measures. Employer branding embodies attributes relevant to the organisation such as its 

culture, staff qualities, the leadership style, staffing image, and customer perspectives 

towards the products of the firm, as well as the quality of the service provided (Sullivan 

2002). Moreover, this study sought to identity the prevailing leadership behaviour at 

ADG departments. The themes identified from talent responses confirm that both 

participative and supportive leadership styles are adopted by the senior management of 

ADG. This was revealed in the descriptive tests in Chapter 5, section 5.3.1.1, where 

scores’ means were 3.40 for participative leadership and 3.69 for supportive leadership 

(in which both results lie above the threshold of 3), indicating acceptance across the 
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study’s respondents about the adoption of both managerial traits, which denotes that such 

competences have been acquired by Emirati executive leaders at ADG.  

 The results affirm the successful implementation of such participative and 

supportive approaches by management, specifically in the area of the superior’s role in 

facilitating employee participation and empowerment. In addition to ascertaining 

subordinates’ needs, results emphasise the importance of inspiring and motivating 

workers and awarding them the autonomy to improve their performance. The findings 

accord with Bass and Avolio (1993), Schein (1992) and Ogbonna and Harris (2000) and 

Sowmya et al. (2018) in their research on public sector performance, which found that 

the public sector in the UAE is more effective because of its leadership styles. The result 

partially accords with Ali’s (1989) study, which revealed that participative leadership 

competence is the prevailing leadership trait within the UAE. The same study found that 

the instrumental leadership style is not embraced, in accordance with the emerged 

findings. The potential effect of the participative and supportive leadership styles was 

empirically shown to contribute to change and enhancement in certain organisational 

cultures; nonetheless, the instrumental leadership contribution was not supported by 

Ogbonna and Harris (2000). It is also worth pointing out talent satisfaction rates, as 

revealed from this study, that tend to demonstrate good leadership style based on the 

authors’ suggestion that leadership behaviour would undoubtedly influence the level of 

talent satisfaction and the prospect of their retention, as emphasised by Lok and Crawford 

(1999, 2004), Ogbonna and Harris (2000), Gibbons (2006) and Zeffane and Al Zarooni 

(2008). It has been found that ADG needs to foster a transactional behaviour in its 

leadership competencies.  
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 7.6 The impact of TM strategy on talent retention  

Talent retention has become a crucial and pressing dilemma worldwide, and nurturing 

talent is a major challenge for senior management (Singh and Sharma 2015). The sixth 

research objective aimed to explain the influence of the individual factors of the 

integrated TM system and their impact on talent retention levels at ADG departments. 

            In order to answer the questions relevant to this objective and as a result of 

reviewing the Human Resources Management acceptance literature, nine hypotheses 

were constructed to test the direct influence of independent variables on the research 

dependent variable (IS), using SEM (see Chapter Five). The nine hypotheses developed 

are H1, H2, H3, H4, H5, H6, H7, H8, H9. 

          Leading HRM and TM relevant theories, as seen through the lens of Collings 

and Mellahi’s (2009) TM philosophies/framework, SET theory by Blau’s (1964), RBV 

framework by Coff (1997), organisational support theory (Eisenberger et al. 1997) and 

talent pipeline by the CPID (2007), all provide a theoretical foundation for this study to 

examine and explain the variability of the strategic TM factors influencing Emiratis’ 

intentions to stay at ADG-affiliated departments. After an extensive review of the 

relevant literature, various factors were identified and then justified to be deemed 

important parameters in the strategic TM acceptance context. The included dimensions 

could be categorised under organisational support and were empirically proven 

successful determinants for the employer’s desired behavioural outcomes in Western 

contexts, but evidence in the Eastern hemisphere is scarce (Isa et al. 2018). Those factors 

were included into the proposed model presented in chapter three; nine factors were 

proposed to influence talent intentions to stay at ADG organisation. These factors were 

split into three main categories based on the nature of their influence: strategic TM-

related factors, employer branding-related factors, and other-related factors. Strategic 
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TM-related factors represent HRM practices implied in managing talent, and which tend 

to influence retention decisions. These factors were originally obtained from the CIPD 

Talent Pipeline (2007). LDP and LDE, PA, EMP and IWR represent the original TM 

constructs. Employer branding-related factors represent one aspect of the organisational 

culture, which is leadership behaviour as classified into three styles, PL, SL, and IL. 

Another external related factor is represented by TS. Both employer branding and 

satisfaction have been found to affect the level of talent retention across a variety of 

nations over the decades. Thus, the aforementioned factors were theoretically presumed 

to have focal influence on GCC national talent, according to the contextual similarities. 

          Later, CFA using SPSS 26.0 and SEM using AMOS 26.0 were employed to 

analyse the quantitative data and generate a model based on appropriate fit with the 

observed datasets. CFA was employed to test the convergent and discriminant validity 

of the proposed survey questions/items (measurement theory). Moreover, SEM was used 

to examine the structural model, which involves testing the relationships and reasonable 

hypotheses between the latent variables to examine the scale ability to measure the 

intended concept (reliability).  

   Hence, SEM was subsequently applied in two steps, the first involving 

confirmation of the constructs CFA, together with verification of the related validity and 

reliability, and the second stage involving testing of the research hypotheses pertaining 

to the causal relationships established among the identified factors. Table 7.1 lists these 

ten factors as verified by CFA. 
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Sr. Factor 

One Leadership Development Program (LDP) 

Two Leadership Development Effectiveness (LDE) 

Three Performance Appraisal (PA) 

Four Attraction and Retention by Empowering (EMP) 

Five Attraction and Retention by Incentives, Work Conditions, and 

Performance Rewards (IWR) 

Six Talent Satisfaction (TS) 

Seven Participative Leadership (PL) 

Eight Supportive Leadership (SL) 

Nine Instrumental Leadership (IL) 

Ten Intention to Stay (IS) * 

*Dependent variable. 

Table 7.1. The factors CFA. 

 
- The individual influence of TM determinants on the level of talent retention 

(Factor one: leadership development)  

 The impact of leadership development programmes on talent retention (H1). 

The literature has reported a strong relationship between a leadership development 

programme and enhanced retention levels. Accordingly, a hypothesis was formulated of 

the direct positive impact of a leadership development programme on talent intention to 

stay at ADG-affiliated departments. The inferential analysis revealed a significant 

positive influence at a level of p< 0.05 (p=0.004). Meanwhile, the emerged relationship 

indicates strong significance, and according to standardised regression weights (β = 
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0.266), the relationship yields LDP factor exerts the second greatest influence over the 

other employed factors affecting talent intent to stay. Therefore, the null hypothesis fails 

to be accepted and the alternate hypothesis is accepted (LDP positively influences IS). 

That is, any increase in LDP would positively influence talent intention to stay in ADG-

affiliated departments. This result is similar to several previous studies on HRM 

generally and strategic TM particularly, which all have buttressed a positive and 

significant relationship between LDP and IS, and found the direct positive influence of 

leadership development on the acquisition and retention of talents. This research includes 

Highhouse et al. (1999), Fulmer et al. (2003), Deloitte (2005), Lievens et al. (2005), 

Towers Perrin (2005); Harrison (2009), Stewart and Rigg (2011), Chami-Malaeba and 

Garavan (2013), Isa et al. (2018), Khan (2018), Ohunakin et al. (2020), Al Mheiri et al. 

(2021), Mangal (2021) and Al Ali (n.d.). Khan’s (2018) study found that training can 

predict and impact the rate of employee retention in the UAE private sector. Al Mheiri 

et al.’s (2021) qualitative study at Abu Dhabi Healthcare Sector (PHS) in the UAE ranked 

training and development the highest influential factor in the retention of medical staff. 

As well, a recurrent theme in the interviews in Al Ali’s (n.d.) research established that 

the provision of intensive language and technical training for Emirati workers during 

employment is essential to increase the retention of UAE nationals. 

As pointed out in Chapter two, past research demonstrated the role of 

developing leaders in gaining favourable behavioural outcomes through affected 

commitment, which predicts leader willingness to remain in the organisation. For 

instance, Chami-Malaeba and Garavan (2013)’s empirical study, which explored talent 

and leadership development practices in Lebanon, found a positive relationship between 

talent and leadership development on each of the affective commitment and talent 

intention to stay. The finding also confirms results obtained from Harel and Tzafrir’s 
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(1999) research, that the provision of career exposure opportunities significantly 

enhances employee motivation to continue working at an organisation. Moreover, Eisen 

et al.’s (2005) survey of an American manufacturing workforce found that learning and 

talent development is linked with a 70 percent rise in employee retention rates. 

Furthermore, Isa et al.’s (2018) study held in an Asian context has empirically proven 

the relationship and positive implications of talent development on the behaviour of 

Malaysian workers, indicating a lesser likelihood of them leaving their jobs. Likewise, 

Ohunakin et al. (2020) examined retention strategies and talent behavioural outcome in 

the hospitality industry in Nigeria and confirmed a significant and positive linkage 

between talent development and talent commitment, which created employer branding 

and hence increased the level of retention. The findings in relation to hypothesis H1 

support the view that the effect of adopting and implementing successful learning and 

talent development events is significant. Based on the above results, it could be suggested 

that leadership development is a critical tool in an appropriate strategic TM and retention 

strategy for nurturing talents, and that there is a significant and direct impact on 

enhancing talent retention at ADG-affiliated departments. Therefore, ADG should be 

aware of the significance of developing its long-serving talented leaders, in alignment 

with the organisational strategic approach. This investment is expected to be returned by 

a robust form of competitive advantage, in addition to guiding employee behaviour 

through strengthening their bond to the organisation, and therefore their intention to 

remain in their respective departments. This is especially so in a time of recession, where 

talents can be a prime supporting source to the organisational objectives. Learning and 

talent development are effectively harnessed and thus learning can be transferred to the 

organisation.  
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- The individual influence of TM determinants on the level of talent retention. 

(Factor two: leadership development effectiveness) 

The impact of leadership development effectiveness on talents’ retention 

(H2). 

The second question of the study’s sixth objective sought to determine the potential 

influence of leadership development effectiveness on keeping the best workforce for a 

long-term prospect. Hence, Hypothesis (H2) tested the influence of LDE on IS. It 

assumed that the effectiveness of leadership development programmes would positively 

affect talent attitudes towards longer service at ADG Departments. There was a lack of 

existing evidential research on the relationship between the effectiveness of leadership 

development with regards to employee retention (Jayawarna et al. 2007; Nikandrou et 

al. 2009). Surprisingly, the obtained results of testing the aforementioned hypothesis 

uncovered that the parameter estimates were statistically insignificant. Therefore, the null 

hypothesis was supported by the current study results. It was subsequently accepted, 

leading to a rejection of the alternate hypothesis. This finding suggests that LDE do not 

influence talented leaders to remain at ADG Departments. Therefore, this study has been 

unable to demonstrate and endorse the work of Kontoghiorghes and Bryant (2004), 

Anderson (2007), Beynon (2015), Kibui (2015), Singh (2017), and Baharin and Hanafi 

(2018). Hence, the result contradicts the findings of Kontoghiorghes and Bryant’s (2004) 

study, which explored employees’ attitudes as an outcome of training and found the 

effectiveness of training positively linked to organisational commitment, which leads to 

employee retention, in a service organisation in the health care insurance industry. 

Moreover, the result differs from conclusions in another study of 12 organisations in the 

UK, held by the CIPD, which found a significant impact of learning on organisational 

strategic value. Nonetheless, the findings of the current study support two facets of 
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Beynon et al.’s (2015) findings related to employee behaviour towards retention, as a 

result of leadership development effectiveness through the acquisition of job-related 

skills and management competences. Their research provides a novel contribution to 

knowledge, exploring the implications of training on employees in SMEs, and finding 

positive associations between the provision of alternative training (such as e-learning, 

training held in the workplace or in a local college, and training intervention through a 

government programme) and enhancing employee retention, thus losing fewer 

employees to a competitor; while contrary results emerged from the independent training 

delegation, which revealed a diminishing association between employees and employer 

and, consequently, a greater tendency for them to look for different job opportunities. 

This means that in contrast to earlier findings, no evidence of an effective alternative 

learning impact on employee retention was detected, i.e. one that would increase the 

employee association and loyalty to employer after undertaking the national leadership 

development programme, and which could indicate employees’ willingness to look for 

other opportunities. This may subscribe to Collings and Mellahi (2009) who emphasised 

that developing talent was cited in the literature without declaring the best facets and 

practice in the area of the talent development mechanism. This finding may also advocate 

Sidani and Thornberry (2013) who argued that there were shortcomings within the 

Emirati talent development, economic system, and labour market (TM), which created 

obstacles to generating a sufficient number of engineers, computer specialists, teachers, 

accountants, nurses, doctors and business managers. Additionally, the result supports 

Haladay et al.’s (2016) qualitative study in the UAE private sector and semi-government 

organisations, which pointed to insufficient evaluation and measurement of the long-term 

impact of training and development outcomes on talent development. 
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 The result also does not accord with Singh’s (2017) research, exploring the 

effectiveness of the corporate training programme in Pune city in India. Singh’s study 

showed the positive impact of a corporate education programme on the knowledge and 

skill level of employees, in terms of an increased set of competences, as well as increased 

employee retention and reduced turnover. Based on the findings related to this factor, a 

possible explanation for negative results might be a deficiency or lack of action learning, 

as it could be inferred by talents that they are not yet qualified to hold senior positions or 

occupy strategic roles. Moreover, the finding could be related to the competences 

anticipated to be acquired by learner talent, and the requisite job skills imparted among 

talents, as an indicator of the capabilities profile being built. That is, when measuring the 

efficiency of training interventions, if the training and development offered are not 

interwoven with critical aspects associated to organisational corporate plan and the set 

strategic priorities, it could be stated that leadership development has not achieved its 

intended outcomes, as debated by Anderson (2007), Davins and Smith (2010) and 

Stewart and Rigg (2011).  

 According to TM and the leadership development function, equipping leaders 

with the competences required both to occupy a strategic position and qualify them to 

occupy a higher-grade job is a primary objective. However, failing to fulfil this function 

may indicate a failure in TM implementation. Hence, such a result does not match the 

findings of Anderson (2007), who found that senior management is keen to equip leaders 

with the readiness to occupy a strategic role. As Anderson’s (2007) research suggests, 

measuring a return of expectations (ROE), in other words the strategic value of training, 

can be embedded in the overall enhanced performance addressed by leaders, the fruitful 

management of leader succession, the new set of observed behaviours that attest to their 

improvement, as well as the extent of strategic capabilities development and the size of 
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the talent population within the organisation. Stewart and Rigg (2011) add that in order 

to gain the anticipated expectations, communication and clarity of the predefined ROEs 

are essential initiatives in the design phase of such tailored leadership development 

interventions. Based on the study’s survey, and in particular this factor, it assesses 

building job-relevant competencies, in terms of related knowledge, skills and attitude that 

are essential to perform the job role effectively and efficiently (Chauhan and Srivastava 

2013; Jain et al. 2013; Yuvaraj 2011). Hence, the result of this factor differs from the 

quantitative investigation of Baharin and Hanafi (2018) who examined the influence of 

competency mapping practices within a TM strategy for talent retention in the Malaysian 

industry sector, in which TM was measured as four independent variables and talent 

retention as a dependent variable. The results of the above study demonstrated a 

significant and positive effect of each TM parameter on talent retention and support the 

similar academic work of Kibui (2015) held in Kenya. 

 Another factor could be insufficient allowances being allocated for training 

delegation in the UAE, as already documented, against hotel and other related trainee 

expenses, which makes LDE an ineffective variable in predicting Emirati talent 

behaviour towards remaining with their employer for the long term. Moreover, as the 

critical effectiveness of promoting learning and talent development can be assessed based 

on talent readiness to occupy a strategic position or a higher grade job, these learning 

outcomes could not be achieved in the context of this study, which could also suggest 

that those leaders will not have the chance to be promoted, whilst the factor constituting 

the sense of promotion possibility carries heavy weight in retaining talent, as identified 

by Vandana (2017). Thus, it may be stated that promoting talent learning and 

development within ADG organisations is a key initiative within an effective strategic 

TM strategy, which alone does not exert significant influence on Emirati talented leaders’ 
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views, and hence would not encourage them to increase their stay with their employers. 

This result indicates that effectiveness of talent development is not an important 

determinant of talent remaining with the employer. Hence, the above result is of 

particular importance to decision-makers in the government, in order to identify what 

sort of change is required and to explore other potential factors within the leadership 

development function at ADG departments. Findings indicate the need to continue 

training and developing leadership talent for potential critical roles, to identify possible 

gaps in their knowledge, and then implement appropriate initiatives to enhance their 

competencies. This is in addition to involving all leaders (including middle managers) in 

the strategic aspects of the organisation, and ensuring they are not segregated from the 

strategic TM function in general, and leadership development in particular, in the pursuit 

of augmenting talent retention levels. The findings of the present research show that ADG 

needs to focus on the solid approach of the national leadership programme – as in a 

corporate management training programme – to address organisational objectives and 

development, employing action learning effectiveness and critical action learning in 

developing leaders in public service, such as in through the PSLS (Public Services 

Leaders Scheme) (Rigg and Trehan 2004; Mead 2007; Rigg and Richards 2006). It is 

also urged that organisations carry out employee training audits frequently to assess the 

competences and supply the skills needed by the organisation, in addition to assessing 

the efficiency of the leadership development provided and addressing any potential gaps. 

In conclusion, although talent development plays a vital role in cultivating retention, it 

could be inappropriate if other organisational associated systemic obstacles are not sorted 

(Johenness and Chou 2017). 
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- The individual influence of TM determinants on the level of talent retention. 

(Factor three: performance appraisal) 

The impact of performance appraisal on talent retention (H3) 

This study hypothesised that managing talent appraisal effectively has a significant and 

positive relationship with talent retention in ADG Departments (H3). Performance 

appraisal is an HRM tool employed to convey an appreciative message for employees for 

being effective members of the team within the organisation, which implies development 

review and perhaps involves appropriate individual interventions (Levy and Williams 

2004). Nura and Osman (2013) argue that effective performance management is the best 

HRM instrument to lower turnover to the barest minimum. Several studies in HRM and 

organisational behaviour literature have empirically affirmed the significant relationship 

between the way employers appraise their talents and their probable intent to have long 

tenure. Such studies include the work of Singh (2000), Poon (2004), Zhang et al. (2015), 

Nura and Osman (2013), Mbugua et al. (2015), Johenness and Chou (2017) and Isa et al. 

(2018). Based on this study’s findings, a positive relationship between the variables was 

shown at the significance level of (p<0.05) (p=0.012), indicating moderate significance, 

and to standardised regression weights (β = 0.169), the emerged relation shows that PA 

exerts the second least influential factor over the other employed factors affecting talent 

intent to spend long-term service in ADG departments. The findings support the idea of 

Singh (2000), who argues that the frequency and quality of performance appraisals 

conducted within the organisation are correlated with employee behaviour in respect of 

turnover intent. This argument is also consistent with Poon’s (2004) research, which 

debated that discontent with performance appraisals influences job satisfaction, may 

avert conflicts, and consequently may affect employee retention in terms of individual 

willingness to continue working for the employer. Moreover, Zhang et al.’s (2015) study 
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concludes that performance management practice contributes to greater talent retention, 

which empirically reported that successful retention levels result from identifying talent 

through performance appraisals by task-focused managers. This supports an inevitable 

relationship between the performance appraisal function, employee development, 

evaluation, and retention. The results also match those of Mbugua et al.’s (2015) 

empirical research, which was conducted on commercial banks in Kenya, where a 

significant, though weak, relationship and influence was found between strategic 

performance management and enhancing retention rates across the workforce through 

action planning, target setting, allocating a reasonable budget, prediction, performance 

measurements, performance review, and performance-based rewards. Additionally, 

Johenness and Chou’s (2017) research on Taiwanese companies found a significant 

relationship between employee appraisal and feedback and employee retention. As well, 

Isa et al.’s (2018) investigation in an Asian context has empirically proven the positive 

implications of organisational support, through the management of employees such as 

providing performance feedback by supervisors, on the behaviour of Malaysian workers 

and a decreased likelihood of them leaving their jobs. Based on the findings in respect of 

H3, it could be stated that the appraisal and management of talent performance has a 

significant influence on their retention at the organisation. Having extensively 

established the association between managing employee performance and retention in 

previous TM studies using various meta-analyses (e.g. Crook et al. 2008), the result of 

this study supports RBV theoretical unified approach (Ambrosius 2018), through pay 

satisfaction and compensation system. As it is posited, the unique and valuable human 

capitals are significant in shaping business strategies and maintaining the firm’s 

sustainable competitive edge (Thunnissen and Gallardo-Gallardo 2017). Talents here 

constitute the competitiveness (Lepak and Snell 2002). 
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 As its service sector is one of the leading sectors in the UAE economy, the ADG 

ought to take initiatives towards developing a superior approach to the strategic 

management of leader appraisal. This would include, but not be limited to, linking 

performance management to organisational performance and employee retention, setting 

appropriate performance targets, conducting periodic performance review meetings, 

binding performance to incentive pay schemes, and the provision of fair and frank 

appraisals while assessing talented leaders. Talent is also urged to contribute to the 

effective performance management function, via acquiring certain skills, commitment, 

and engagement in this process with the aim of improving retention levels within ADG 

Departments. Thus, ADG should employ strategic performance management to increase 

its competitiveness and preserve its key asset of talented leaders, since competitiveness 

means that employees tend to be happy to remain with their employer, thus supporting 

employee retention.  

- The individual influence of TM determinants on the level of talent retention. 

(Factor four: attraction and retention by enabling and empowering).  

The impact of attraction and retention by enabling and empowering on 

talent retention (H4) 

Prior studies that have noted the importance of attracting and retaining talents by means 

of enabling and empowering strategies as a means to poach and keep key staff in the 

organisation. As stated earlier and widely cited, employee behaviour is influenced by 

internal and external considerations such as employee empowerment and management 

style and its employed instruments (Collings and Mellahi 2009). This measure is 

underpinned by the application and implication of the RBV theoretical framework, 

organisational support theory and the foundation of SET’s behavioural theory, of which 

OST was referred to in the previous chapters. These theories imply three types of 
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employer treatments: supervisor support, fairness, organisational rewards, supplemented 

by working conditions (Eisenberger et al. 1986). Empowerment can be defined as 

‘entrusting the power of decisions, thereby allocating more power, responsibility and 

ability to employees in order to complete their duties’ (Johenness and Chou 2017, 49). 

Enabling and empowering talents was indicated by numerous studies on TM practices 

for its relationship to employee retention (Birt et al. 2004; Pan et al. 2012; Ambrosius 

2018; Al-Ali, n.d.).  

 This is because good empowerment practices facilitate decision-making by 

employees, which enables them to perform their job tasks independently. This in turn 

translates into higher loyalty, which would stimulate talent to enhance their capabilities, 

increase self-confidence and trust in management, and encourage them to go the extra 

mile (ibid). Hypothesis (H4) posited and tested the influence of EMP on IS. It proposed 

that attracting and retaining talents by enabling and empowering them would positively 

affect their attitudes to staying longer at ADG departments. The parameter estimate 

results for hypothesis H4 (path coefficient = .153, critical ratio = 2.883) failed to support 

the null hypothesis, where statistically significant positive influence was revealed at a 

level of p<0.05 (p=0.004), indicating strong significance. According to standardised 

regression weights (β = 0.139), the relation indicates an EMP factor, of which attraction 

and retention by enabling and empowering exerts the least effect over others influencing 

talent retention at ADG departments. Hence, the alternative hypothesis was supported 

and accepted (EMP positively influences IS).  

 Although empirical research pertaining to antecedents and results of empowering 

employees is in its infancy (Spreitzer 2006; Shafiezadehgarousi 2011), the result here is 

consistent with the findings of the very few cited studies, which explored and 

demonstrated a strong and positive relationship between EMP and IS [(e.g. Birt et al. 
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(2004), Wahab et al. (2014), Singh and Sharma (2015), Johenness and Chou (2017), 

Refan and Suciratin (2021), Al Mheiri et al. (2021) and Mangal (2021)]. Al Mheiri et 

al.’s (2021) empirical research established that empowerment was found to be one of the 

most influential attraction and retention factors on medical staff in the public health 

sector in the UAE. Therefore, this research offers a new contribution to knowledge, to 

the human resource management literature in general, and strategic TM in particular, by 

providing empirical evidence to support the theoretical models in managing the top 

talent. Birt et al.’s (2004) study tested the influence of empowering talent via integrating 

them, ensuring their involvement, and assigning new responsibilities and challenges, and 

found significant correlation between these determinants and retention, which confirms 

their significance to the retention of South African talents, based on their perceptions. 

Similarly, Ugboro’s (2006) research determined the relationship between job redesign 

and employee empowerment, which was tested by affective organisational commitment. 

That research notes that empowerment, together with job redesign, has been shown to be 

effective though indirect interventions for mitigating intent to quit and sustaining 

employee retention, particularly by restructuring and downsizing the work environment. 

Thus, Ugboro’s (2006) result shows statistically significant positive relationships 

between the three variables. The current result is supported by Wahab et al.’s (2014) 

findings, in which their research on the Malaysian manufacturing sector evidenced a 

negative relationship between the perceived organisational support, which implies 

management support (e.g. empowering employees), and turnover intention. In other 

words, the higher the rate of perceived organisational support by talent, the lesser 

likelihood of talent intending to leave their employers. Similarly, the finding supports 

RBV which encompasses the extrinsic and intrinsic as well as the financial and non-

financial reward’s role in their major benefits to the organisation when they are properly 



 

423 
 

 
 

complemented. As emphasised by Brynne (2016), and accords with this study that the 

tradition of realising monetary rewards to poach and nurture the top employers no longer 

sufficient exclusively. Nowadays, pay satisfaction constitutes single portion beside the 

multiple variables proposed to talents and potential employable personnel.  In addition, 

the finding supports Iqbal and Hashmi’s (2015) empirical study showing the relationship 

between the POS variable, grounded by SET, and the employee retention variable in 

higher educational organisations in Pakistan, as mediated by psychological 

empowerment. The result, however, disproves Singh and Sharma’s (2015) study on 

private industry in the UAE, which demonstrated the need to address long-term retention 

strategies in UAE organisations, such as supporting personal growth, succession 

planning, and developing leadership-related competences. These practices appealed 

more to the valued leaders, based on the most important ranked strategies by participants. 

Short-term strategies such as high salaries and performance-driven rewards seem more 

common and are given more focus by employers in the UAE region, to attain enhanced 

employee retention. Singh and Sharma’s (2015) study surveyed the managerial 

workforce and concluded that strategies for employee value propositions were lacking, 

despite the region’s position as a leading competitive market while offering such 

incentives as employee stock option schemes (ESOS). Such a conclusion confirms the 

findings of Ashton and Morton (2005) and Collings and Mellahi (2009), who emphasised 

the significance of organisational growth and job security drivers over monetary and 

performance-driven incentives to the quest of retaining talent. Moreover, the finding of 

this study agrees with Johenness and Chou’s (2017) research on Taiwan, which targeted 

critical HRM practices, including employee empowerment, which was found to have 

significantly and positively impacted on employee retention.  
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 Overall, in agreement with the findings of prior pertinent studies, this study 

confirmed a significant and positive influence of EMP on retaining top talent, thereby 

suggesting that ADG management in the UAE ought to pay appropriate attention towards 

supporting its talent, since it has been proven that such strategies are key to obtaining 

their commitment. Empowerment policies encompass setting goals together with 

employees, as this creates a sense of empowering talents via their participation and 

involvement (Johenness and Chou 2017), with employee interaction a major factor in 

measuring whether talents are empowered (Verhulst and Boks 2014). Thus, employees 

exhibit feelings of commitment and engagement and are subsequently more inclined to 

stay with such empowering employers, which results in their sense of belonging to the 

organisation (Johenness and Chou 2017). Support could also include enabling employees 

to apply their potential, being flexible and ethical in granting talents the autonomy in 

performing their jobs, supporting their career progression (as emphasised earlier), 

following a credible and fair approach in compensating and rewarding, and last but not 

least providing the best talent with global exposure (Srivastava and Bhatnagar 2010), as 

will be discussed in the following subsection. Promoting psychological empowerment 

implies that supervisors provide talented employees/leaders with support and autonomy 

and consider their contribution; it is considered the most important dimension, coupled 

with positive results such as increasing employees’ sense of self-determination, their 

creativity in carrying out tasks, and their greater control and impact (Keller and 

Dansereau 1995; Pan et al. 2012).  
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- The individual influence of TM determinants on the level of talent retention. 

(Factor five: attraction and retention by incentives, work conditions and 

performance rewards).  

The impact of attraction and retention by incentives, work conditions, and 

performance rewards on talent retention (H5) 

In reviewing the literature, there has been much emphasis on encouraging and retaining 

employees by rewards, pointing to numerous strategic TM practices and their 

implications on employee retention, such as incentives, work conditions, and 

performance rewards (Rynes et al. 2004; Singh and Sharma 2015). Hypothesis H5 was 

developed, proposing that attraction and retention strategies (such as incentives, good 

work conditions, and performance rewards) have a positive impact on talent retention in 

ADG departments. After testing the above hypothesis, the obtained results showed that 

the parameter estimates were statistically insignificant, and therefore, the null hypothesis 

was supported and subsequently accepted by these research findings, which led to the 

rejection of the alternative hypothesis. Hence, this result suggests that IWR does not 

influence IS; that is, talent’s stay at ADG Departments. The finding of this construct 

contradicts previous findings from compensation research such as Rynes et al. (2004), 

Iqbal and Hashmi (2005), Hytter (2007), Scott et al. (2010), Ibrahim (2015), Singh and 

Sharma (2015), Almaaitah et al. (2017), Alferaih et al. (2018), BaniMelhem et al. (2019), 

Mangal (2021) and Al Ali (n.d.) who all found a significant influence in this relationship, 

in studies set in the UK, France, Sweden, and the UAE ,respectively. For example, 

Ibrahim (2015) found monetary incentives to be the most preferred retention strategy for 

Emirati workers in governmental banks with the UAE. Al Ali’s (n.d.) qualitative research 

considered it crucial to revise salaries, benefits, and incentives regularly in order to 

increase retention rates across UAE locals. Alferaih et al.’s (2018) study found extrinsic 
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rewards to be the highest influential factor on workers in tourism sector organisations in 

Saudi Arabia. BaniMelhem et al.’s (2019) investigation revealed a positive relationship 

between compensating employees and their retention in the UAE public healthcare 

sector. Al Mheiri et al. (2021) provided empirical evidence that monetary rewards are 

one of the most significant ways to poach and nurture administrative staff in the UAE 

medical health sector. The approach to retaining talent within the UAE was described by 

some to be more monetary, as discussed earlier in the literature debate (Singh and Sharma 

2015). The results are inconsistent with the study’s RBV theoretical framework, in which 

previous TM empirical research emphasized the crucial impact of employing the various 

meta-analyses tangible and intangible rewards on enhancing talents’ retention (Luna-

Arocas et al. 2020). The finding also does not accord  Iqbal and Hashmi’s (2015) and 

Almaaitah et al.’s (2017) investigations respectively. Iqbal and Hashmi’s (2015) study 

was conducted on Pakistan’s educational institution workers. As well, Almaaitah et al.’s 

(2017) empirical research on the public health sector of the Arab countries confirmed 

that compensation and career development positively related to employee retention. 

Therefore, it can be concluded that showering talent with financial compensations alone 

does not motivate them enough to encourage them to stay at ADG departments. It is also 

worth pointing out that performance rewards are not an active practice across the majority 

of the organizations studied, as stated earlier from the research findings, which could 

suggest potential reasons for the obtained result.  

Overwhelming evidence was provided to demonstrate incentives as one of the top 

factors in poaching and retaining talents; although the relationship between employee 

satisfaction with TM compensation and incentives strategies and organisational 

commitment is still under exploration (Luna-Arocas et al. 2020). Also, to Benest’s (2004; 

2008) argument, exploring local government agencies, it is imperative to offer 
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competitive packages; meanwhile, such financial benefits are insufficient for poaching 

and nurturing new generations of talent. This debate is based on the assumption that 

marketing the organisational culture as a benefit is the main driver to win or otherwise 

lose rare talent. For example, executives ought to be engaged in enhancing and creating 

a positive culture perceived as a ‘benefit.’ In the meantime, numerous studies conclude 

that non-monetary compensation, alongside the quality of the working environment, is 

most important to nurturing employees, which subsequently leads to mitigating their 

turnover rates and enhancing retention, as presented by Rynes et al. (2004). Likewise, 

Hytter’s (2007) study explored retention strategies in France and Sweden and indicated 

some workplace factors that exerted indirect impact on employee retention, such as 

physical working conditions, career opportunities, balance between professional and 

personal life and others, rewards, and provision of training and developing skills. Scott 

et al. (2010) studied social support, flexibility, and WLB and concluded that all of these 

have a direct effect on employee retention. However, this result has previously been 

described by Bohassan and Muhammad’s (2021) research in the Kingdom of Saudi 

Arabia’s education industry, in which no significant relationship was detected between 

support from their employers and employees’ attitudes towards staying longer. The result 

does not match findings drawn by Singh and Sharma (2015) whose research was held in 

the UAE and shed great emphasis on promoting employee stock option schemes (ESOS), 

which was evidenced as a powerful practice in attracting and retaining talent. This 

retention strategy encompasses granting employees the privileged ‘option’ to buy shares 

at a certain price for long-term retention; and nurturing employees, for example by 

promoting the organisational identity, encouraging employee welfare; providing suitable 

and friendly work environment, establishing social security, gathering feedback, 

providing mentoring and coaching interventions, off-the-job training and onsite/external 
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career development programmes. The result was a surprising conclusion, because to 

Kong et al. (2012), this measure involves career development, which emphasizes 

improving the core competencies of the employee. In other words, it focuses on career 

motivation, identification, personal meaning, networks, and communication, in addition 

to career-related skill and knowledge. Therefore, it was envisaged that this dimension 

should have posed great variance among other studied factors in encouraging and 

retaining the capable talent. Overall, this hypothesis was not supported from the findings 

of the survey related to ADG in the UAE, although incentives, good work conditions, 

and giving performance rewards are powerful ingredients in keeping their star performers 

of talents. Moreover, despite the above-given elucidations from the literature, it has been 

an unexpected result, and hence further research is needed to explore and trigger further 

argument to provide a possible explanation.  

 

 
- The influence of other factors towards explaining the level of talent retention. 

Factor six: the impact of job satisfaction on talent retention (H6) 

Within this investigation, an extremely significant and positive correlation was 

hypothesised between job satisfaction and retention, indicating that highly committed 

employees tend to have longer tenure in the organisation (H6). Job satisfaction is defined 

as the behaviour, attitudes, and feelings of employees toward their experience at work 

(Armstrong 2003). Some workplace norms were mentioned in the literature to improve 

talent retention and minimise turnover intention, such as the psychological contract, 

WLB, organisational behaviour, satisfaction, commitment, and level of fairness (Deery 

and Jago 2015). Organisational Citizenship Behaviour (OCB) refers to a class of 

individual behaviour that is beneficial for the organisation but is not formally associated 

with the reward scheme (Organ 1988); OCB is manifested by one of Organ’s five 
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proposed dimensions i.e. conscientiousness (examples could be attendance and following 

the set rules). In this study, talent satisfaction is measured via the behavioural outcomes 

influenced by HRM practices (e.g. monitoring, incentive pay schemes), such as affective 

organisational commitment (Meyer and Allen 1991) and individually achievable OCB 

(Podsakoff et al. 1990; Jeske and Santuzzi 2015) that lead their attitudinal commitment 

and guide their behavioural intention either to exert their efforts, as a result of enjoying 

the membership to the organisation or to quit. Numerous HRM research, such as 

Podsakoff et al. (1990), Meyer and Allen (1991), The study of the Government of 

Alberta, Human Resources and Employment (2003), Light (2004), Deery and Jago 

(2015), Jeske and Santuzzi (2015) and Alferaih et al. (2018), have established the 

significant positive correlation between talent job satisfaction and their retention and 

intent to stay (H6). Allen and Griffeth (2001) demonstrate job satisfaction as an effective 

and strong predictor of talent turnover intent and retention. Several studies have found a 

direct negative relationship between talent job satisfaction and intent to leave the 

organisation (Cotton and Tuttle 1986; Costen and Salazar 2011; Trevor 2001). Shah and 

Asad’s (2018) investigation on banking sector staff in Lahore found that intrinsic and 

extrinsic motivation exerts a significant influence on employee retention, in which 

motivation enhances employee satisfaction. The relationship is mediated by the POS 

(part of SET).  

 Hence, data revealed an extremely significant and very strong relationship 

between the talent job satisfaction and their level of retention (P<0.001). The result 

indicates agreement with prior research, which supports the influence of job satisfaction 

on talent intention to stay in the workplace. This finding subscribes to Light (2004) where 

job satisfaction was explored positively, as it is related to employee intent to remain with 

the employer. The results are also compatible with Meyer and Allen’s (1991) study, 
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which revealed that ongoing organisational commitment has a positive impact on 

employee behaviour in binding the individual to the employer, which organisational 

psychological state would obligate talents to stay. Clearly this would make them less 

likely to leave the organisation. Moreover, Alferaih et al.’s (2018) study pointed that 

satisfaction was one of the most significant determinants in sustaining the flow of 

potential and current talent in the tourism sector in Saudi Arabia. In the same vein, 

various studies (Cotton and Tuttle 1986; Tett and Meyer 1993; Trevor 2001; Omar et al. 

2013) have tested the relationship between employee satisfaction and turnover and 

concluded that there is a negative association. A Human Resources survey in 2008 found 

that staff who are not satisfied with their jobs would probably vacate those jobs (Vandana 

2017). If it is likely that employees will quit their employers when they feel dissatisfied 

in their job, then satisfaction is a predictor for employee turnover. The present result 

confirms that conclusion, suggesting that greater satisfaction, through emotional and 

affective attachment as well as increased OCB, adheres to satisfaction and turnover 

among talented leaders in ADG Departments, therefore influencing them to remain 

longer at their organisations. The finding also indicates that the governmental 

departments have taken steps to adopt HR policies to ensure their leadership talents are 

happy and satisfied when they perceive them as useful to the organisation. This enables 

the government to nurture them and keep them longer in the organisation.  

 

- The influence of other factors towards explaining the level of talent retention. 

Factors seven, eight and nine: the influence of employer branding on the 

level of talent retention. (H7, H8 and H9) 

Research on the subject has been mostly restricted to a direct influence and strong 

relationship between employer branding, implied in cultural dimensions, which is 
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manifested in three leadership styles, and talent retention, for example, in the work of 

Hodges (2008), Dimaculangan and Aguiling (2012), Grissom (2012), Zhang et al. 

(2015), and Ariyabuddhiphongs and Kahn (2017). Therefore, this research offers a new 

contribution to knowledge on human resource management literature in general and 

strategic TM in particular by providing empirical evidence to support the theoretical 

models in managing and retaining the top talent. Hence, in this study, job satisfaction, 

affective commitment, and other factors were inferred, as they entail employee retention 

or turnover, provided the relationship between job satisfaction and turnover intentions 

was previously well established by many studies (Halbesleben and Wheeler 2008; Braun 

et al. 2013; Mulki et al. 2015). Satisfaction with job, pay, and supervisor (the core 

elements in SET) was shown to be a strong predictor of employee intention to leave the 

employer (DeConinck and Stilwell 2004; Jauhar et al. 2017). In addition, studies show 

that supervisor behaviour with subordinates that causes employee dissatisfaction is 

deemed a critical factor in talent deciding to leave their jobs (Jones et al. 1996; Mulki et 

al. 2006; Mulki and Jaramillo 2011). In respect to affective commitment, turnover rates 

tend to result as an outcome of affective commitment and satisfaction (Oehley and 

Theron 2010). Furthermore, the consistency of organisational commitment has a positive 

impact in making it difficult for an employee to leave an organisation (Meyer and Allen 

1991). 

• Factor seven: the impact of participative leadership style on talent 

retention (H7).  

This study set out with the aim of assessing the importance of the participative leadership 

approach in retaining the best talent at ADG departments. Hence, Kaliprasad (2006) 

argues that despite the fact that an employer may attract and nurture talent by bringing 

all available measures into play to increase employee retention, yet talent may still decide 
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to quit the workplace due to bad management. As explained earlier, exploring employer 

branding implies a management style that varies by the regional culture. Based on Bass 

and Avolio (1993) and Schein (1992), participative leadership encourages and welcomes 

subordinate involvement in decision-making, discussion, and suggestions related to work 

matters. Hence, hypothesis H7 proposes that a participative leadership style has a positive 

impact on talent retention in ADG Departments. The parameter-estimated result for 

hypothesis H7 was positive and statistically extremely significant, and there was a very 

strong relationship between participative leadership and talent retention (p<0.001). 

Therefore, the result supports the argument that leadership style could potentially create 

opportunities to enhance employee retention. The finding is also aligned with the 

conclusions reached by Scott et al.’s (2010) investigation on work-life balance, social 

support, and flexibility, which found that cultural variance and diversity was the greatest 

factor in influencing employee retention. Moreover, the result is in line with findings of 

Pawar (2020) who argues that employer brand improves employee engagement, and is 

an inevitable influence in attracting and retaining talent. Furthermore, the finding accords 

with Clarke (2001), Jones and Skarlicki (2003) and Taplin and Winterton (2007), who 

purport that leadership style can undoubtedly affect employee satisfaction, and the 

prospect of retention, as well as the overall performance. Yet, the results are broadly 

inconsistent with the earlier inquiry by Mulki et al. (2015), conducted in India, which 

yielded a weak or insignificant relationship between a salesperson’s satisfaction with 

his/her participative supervisor and turnover intention. This study strengthens the 

previous work of Grissom (2012) which evidenced a positive, though contingent, impact 

of managerial competences on teachers’ turnover and retention across the public sector 

in America, ascribed to the necessary leadership traits that effectively promote the 

participation of employees in organisational decision-making. That study emphasised 
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that appropriate implementation to make participation work well could be maintained via 

senior staff’s effectiveness in facilitating such participation and empowerment. This is to 

avoid negative effects such as role ambiguity among employees or inadvertent frustration 

due to ineffective management or lack of related communication skills in sharing 

decision-making. For instance, it was reported by Smylie’s (1992) research, that there 

was teacher unwillingness to engage in organisational decisions because of principals’ 

leadership characteristics, e.g. unsupportive, controlling, and closed. Likewise, the 

findings provide support to Walker (2001), who found that leadership style is an indirect 

factor influencing talent retention. This study demonstrated leadership behaviour as a 

direct determinant to talent intention to stay in the organisation. Furthermore, this 

research supports Hodges’s (2008) study which advocates leadership as the focal 

contributing factor to talent departure. Further, the finding of this study is compatible 

with Zhang et al.’s (2015) case study, investigating the influence of all leadership styles 

on talent retention strategies and talent retention in the context of China. The said 

investigation argues that the effective leadership style (namely Task-focused leadership, 

Communication-focused leadership, and Relationship-focused leadership) positively 

affects talent retention in China, which in turn is arguably distinct from the style 

compatible with Western contexts. Meanwhile, the former study revealed a variance in 

talent attitude to management style, which undermines the leadership style as an 

uninfluential factor, based on the Chinese tendency to not participate or negotiate with 

leaders in decision-making. On the other hand, Ogbonna and Harris’s (2000) research on 

UK companies supports the potential contribution of participative leadership styles to 

changing certain organisational cultures. Thus, it can be seen that the success of STM 

programmes in ADG is highly dependent on the leadership style in the organisation. The 

results also suggest that investing in improving leadership and management competence 
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is potentially extremely important, and an essential precondition for the public sector to 

engage in an appropriate participative management strategy, such as group strategic 

planning, employee consultation, and shared decision-making. This is in order to gain 

the benefits of increasing talent participation in organisational decision-making, such as 

positive outcomes on turnover and retention. 

 

• Factor eight: the impact of supportive leadership style on talent retention 

(H8) 

A strong relationship between supportive leadership behaviour and employee retention 

has been reported in the literature. Hence, with respect to the influence of the supportive 

leadership style on talent intention to stay in ADG departments, the preliminary research 

model anticipated a positive influence of SL on IS. Therefore, hypothesis H8 was 

formulated and later tested by SEM. The results of testing the above hypothesis 

uncovered a significant causal path between both factors (constructs) at the level of (p < 

0.001), indicating a stronger and positive relationship. Consequently, this result provided 

no support towards failing to accept the null hypothesis, which leads to accepting the 

alternative hypothesis, thus demonstrating that SL does positively influence IS. The 

current result was able to demonstrate the relational parties that SET involves (Blue 

1964). Based on Bass and Avolio (1993) and Schein (1992), supportive leadership 

emphasizes subordinates’ needs and welfare, reinforces compassion and equality among 

them to attain further satisfaction in the workplace. The current result subscribes to Pawar 

(2020) who argues the employer brand improves employee engagement, and the 

influence is affirmed to attract and retain talent. In addition, Ariyabuddhiphongs and 

Kahn’s (2017) investigation of Thai café employees (salesmen) in which 

transformational/supportive leadership seemed to negatively predict turnover intent, 
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supports the results of this study. As well, Dimaculangan and Aguiling (2012) 

empirically tested a US-based scale in the Philippines, and their SEM model 

demonstrated a significant and direct negative impact of the transformational/supportive 

leadership on salesmen’s turnover intentions. The findings corroborate the work of Scott 

et al. (2010), Clarke (2001), Jones and Skarlicki (2003) and Taplin and Winterton (2007), 

Bushra et al. (2011), Dimaculangan and Aguiling (2012), Ariyabuddhiphongs and Kahn 

(2017), Jauhar et al. (2017), and Almaaitah et al. (2017). The result was consistent with 

those findings in the literature, in line with Clarke (2001), Jones and Skarlicki (2003), 

and Taplin and Winterton (2007), that leadership style can undoubtedly affect employee 

satisfaction and commitment, and lead to the prospect of retention. For instance, 

Almaaitah et al.’s (2017) empirical study on Arab countries’ staff in the health care sector 

demonstrated the argument underpinned by SET’s and, hence, disclosed a relationship 

between the transformational/supportive management style and higher retention rates 

among employees. The finding is also aligned with the conclusions reached by Scott et 

al.’s (2010) investigation around work-life balance, social support, and flexibility, which 

ranked cultural variance and diversity the greatest factor influencing employee retention. 

In Dartey-Baah (2015), transformational leadership was also known as supportive 

leadership. Bushra et al.’s (2011) research in Pakistan states that the 

transformational/supportive style has a positive relationship with employee satisfaction, 

which in turn will result in lowering the intention to quit. Ariyabuddhiphongs and Kahn’s 

(2017) investigation demonstrated that transformational/supportive leadership adopted 

by Thani managers would negatively predict café employees’ turnover intention, through 

the role of trust in their superiors and how they perceive their performance. Moreover, 

the finding is supported by Jauhar et al.’s (2017) study in Malaysia, which detected a 

negative relationship between supportive/transformational leadership and turnover 
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intentions. On the other hand, Ogbonna and Harris’s (2000) research on UK companies 

supports the potential contribution of the supportive leadership styles in changing certain 

organisational cultures; leaders in turn are influenced and later shaped by the resulting 

culture, making both concepts intertwined, and hence, improving organisational 

outcomes as observed by Schein (1992). As was pointed out in the literature, an effective 

leader is one who is able to grasp and work within the boundary of the prevalent culture 

(Hennessey 1998). Therefore, since this study deals with a certain batch of leadership 

styles, having developmental and supportive leadership are implied in transformational 

leadership, as contended by Rafferty and Griffin (2006). Empirical research surrounding 

transformational leadership were deduced by this research to support the obtained result, 

in light of the shortage of empirical claims exploring the impact of the supportive 

leadership style solely on retention. The nature of transformational leadership is 

supportive (Bass and Avolio 1993) as it ascertains subordinates’ needs and emphasizes 

motivating workers and giving them the autonomy to improve their performance (Bass 

et al. 2003). Therefore, the finding is in agreement with Yaghoubipoor et al. (2013), 

Ahmad et al. (2017), Lavoie-Tremblay et al. (2016), Visvanathan et al. (2018), in Iran, 

Canada, Pakistan, and Malaysia respectively. For example, Ahmad et al.’s (2017) 

research probed and found a positive impact of training and development and the 

transformational/supportive leadership style on academic staff’s commitment in 

Pakistani institutions. The result is also supported by the notion of SET (Blau 1964); that 

is, subordinates react with positive behaviour as a result of their perceived support from 

their superiors (Tansky and Cohen 2001). Similarly, it supports Lavoie-Tremblay et al.’s 

(2016) investigation in a nursing context, which showed that nurses quit rapidly in certain 

stage during their employment. The former study was held in the province of Quebec 

(Canada), and showed that a positive relationship of supportive (transformational) 
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leadership factor could predict nursing intention to stay. Likewise, other reviews of 

evidence, i.e. Cummings et al. (2010), indicated the positive effect of adopting 

supportive/ transformational leadership practices to improve the retention level across 

nurse managers. Yaghoubipoor et al.’s (2013) research and Visvanathan et al.’s (2018) 

study found a significant and positive relationship between supportive/transformational 

leadership and job satisfaction in the Iranian automobile industry and among Malaysian 

manufacturing employees; hence, satisfaction is vital to the aim of attaining retention in 

such industries (Yaghoubipoor et al. 2013; Visvanathan et al. 2018). To this effect, SL 

appeared as a major determinant of talent behavioural intention toward their stay at ADG. 

A possible explanation is that supportive leadership is about attaining subordinates’ job 

satisfaction, as purported by Yukl (1999), and an indication to employees of a superior’s 

concern for their occupational welfare. Therefore, adopting such leadership traits has a 

healthy effect on keeping the best talent. Moreover, the result may support Lavoie-

Tremblay et al. (2016, 583), who contended that ‘the transformational leadership remains 

the better known and most frequently studied leadership approach,’ and is seen as the 

ideal and favourable leadership style according to employees, as argued by Dartey-Baah 

(2015) and Visvanathan et al. (2018). Therefore, the public service industry ought to put 

more emphasis on job satisfaction-related strategies as embedded in leadership 

characteristics, owing to the inevitable association between leadership competencies, job 

satisfaction, and retention, as well as intention to quit the organisation. In addition, 

leaders must be delegated to training courses to enhance their interpersonal skills, and 

hence, their relationship with subordinates (Jauhar et al. 2017). 
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• Factor nine: the impact of instrumental leadership Style on talent retention 

(H9) 

Very little evidence was found in the literature on the question of the relationship and 

direct influence of the instrumental leadership style on talent retention. Instrumental 

leadership is manifested in leaders who focus on assigning tasks and setting up 

procedures, and who emphasize a high level of performance (Bass and Avolio 1993; 

Schein 1992; Ogbonna and Harris 2000). Instrumental leadership traits are meant to be 

encompassed in the transactional style of leadership paradigm (Bass and Avolio 1993; 

Ogbonna and Harris 2000). Thus, instrumental leadership is more task-goal oriented than 

employee-oriented (Russell 2011). Dartey-Baah (2015) indicated that the roots of the 

transactional leadership approach belong to the traditional leadership style. Rowold 

(2006) contends that substantial traits in instrumental leadership are prerequisites for 

supportive leadership, where the skills of correcting mistakes are important, such as in a 

coach. Therefore, after reviewing the leadership literature, it could be said that leadership 

traits are perhaps intertwined, and that different names for leadership attributes are 

coupled with leadership styles according to the argument put forward by certain theorists. 

Subordinates tend to appreciate instrumental leaders and respond to their directives 

positively, due to the presence of guidelines, assistance, and reward schemes, as argued 

by Tjosvold (1984). Also, in most situations, subordinates believe that following the 

leader’s directives leads to organisational success, as superiors know most about the best 

strategies for the organisation’s benefit (Agarwal et al. 1999). Hence, this would suggest 

subordinates’ acceptance of the instrumental style of management stems from their trust 

in their superiors’ capabilities and their assumption and belief that directive leadership 

would assist in better performance in their jobs, which in turn makes them more 

successful. The above theory proposes that such leadership traits are more convenient in 
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industries such as high-powered distance organizations, e.g. the police, civil defence 

(Euwema et al. 2007). Thus, this study speculated H9 and hypothesises that the 

Instrumental Leadership style has a positive impact on talent retention in ADG 

Departments. The result contradicts hypothesis H9. Unlike various related studies, this 

research did not demonstrate the adoption of the instrumental leadership factor to be an 

important predictor of talent intent to stay (retention) in the UAE. That is, it appears that 

for the majority of talent, there is no significant impact from being supervised by 

effective leaders who employ/exhibit instrumental leadership traits. This null result was 

unanticipated in light of plentiful previous studies, e.g. Pawar (2020), who argues that 

employer brand improves employee engagement and the influence is affirmed inevitable 

for attracting and retaining talent. In addition, the finding was not supported by a handful 

of research; for example, Visvanathan et al.’s study (2018) of Malaysian manufacturing 

employees and Yaghoubipoor et al. (2013) in the Iranian automobile industry. 

Visvanathan et al.’s (2018) study found a significant and positive relationship between 

transactional/instrumental leadership and job satisfaction among Malaysian 

manufacturing employees, in which satisfaction is indeed vital for enhancing their 

retention in the sector, where the relationship between subordinates’ satisfaction and their 

intention to stay long term has been well established in the literature. Indeed, the 

relationship could be described as inevitable. Aside from that, Yaghoubipoor et al.’s 

(2013) research proved a significant and positive relationship between the traditional 

leadership style (referred to as transactional/instrumental) and job satisfaction, where 

satisfaction is key to the aim of retaining workers for long-term prospects, as is the case 

in such an industry.  

 Meanwhile, the result is consistent with other literature, for example Wu (2009), 

Epitropaki and Martin (2005), Dartey-Baah (2015), and Mulki et al. (2015). That is, Wu 
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(2009), Epitropaki and Martin (2005) recorded higher satisfaction rates among workers 

with transformational leaders than those managed by the transactional leadership style, 

and hence the outcome was attributed to the rewards usually provided by 

transactional/instrumental superiors for fulfilling certain assigned job tasks. The 

imperative association between talent satisfaction and retention was extensively 

demonstrated empirically in the previous sections. The findings also tally with other work 

of Dartey-Baah (2015) in Ghana, which showed that the supportive/transformational 

leadership is more preferred by subordinates than the instrumental/transactional traits of 

leadership, as employees are inclined to be more attached and have a sense of belonging 

with the supportive type of leadership. Mulki et al.’s (2015) inquiry in India found a 

weak or insignificant relationship between a subordinate’s satisfaction with his/her 

instrumental supervisor and turnover intention.  

 Considering the conflicting employee behavioural outcomes gained from prior 

research, further research is needed to augment the understanding of the effective 

leadership style traits and paradigms, and to conceptualise justifications attributed to the 

non-impact of the instrumental leadership style on talent retention at ADG. Another 

potential explanation could be related to subordinates themselves, and is not entirely 

dependent on the effective type of leadership traits appropriate for them; hence, 

reviewing the leadership behaviour theories buttresses the notion that leadership style is 

not fixed, as argued by Rotemberg and Saloner (1993). It may also be that the leadership 

style is not proper for all postures and situational needs, as claimed by Visvanathan et al. 

(2018), or is dependent on the context and the prevailing culture, such as in emerging 

markets, as concluded by Mulki et al. (2015), or even that these traits of leadership may 

be grouped or mixed in one leadership style, known as resilient leadership, that was 

shown to yield effective outcomes as proposed by Dartey-Baah (2015). 
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 Overall, the above discussion, which is relevant to research objective 6 also 

subscribes to the study’s theoretical pattern, which advocates the provision of HR bundles 

such as HPWS to convey the employer’s appreciation, support, and commitment (Alfes et 

al. 2013; Choi 2019), and thereby engender a corresponding commitment from staff. This 

reasoning is justified by the psychological contract theory (Rousseau 1995) and the social 

exchange theory (SET) (Cropanzano and Mitchell 2005). 

 7.7 Strategic TM framework 

The seventh objective in this research was to develop and test a conceptual framework 

that captures the critical factors influencing talented leaders’ intention to stay, and to 

confirm the research model in terms of its empirical validity to strengthen the 

understanding of TM and talent behaviour to stay in the Emirati public sector (ADG). 

Hence, in order to achieve research objective 7, the following research question (no. 4) 

was formulated:  

• ‘Is the proposed model effective in attempting to explain and predict talents’ 

behaviour in respect of their intention to stay in public sector organizations of 

ADG?’ 

The sub-section below discusses how the findings of this research have answered the 

above research pertaining to the developed contextual model of talent intention to stay in 

the Emirati public sector. 

 

 7.8 Revised structural model  

As discussed in previous sections, this study used empirical data, confirmatory factor 

analysis, multiple regression, and SEM to gain a deeper understanding of strategic TM 

systems through a context-based retention model appropriate to the developing region. 



 

442 
 

 
 

The purpose was to improve retention of the best talent and mitigate turnover intentions 

in developing countries or regions such as the UAE. If the government can anticipate 

talent retention predictors, they will be able to harness resources and enact the necessary 

initiatives and interventions to keep talent in place. 

 Causal models such as the proposed strategic TM framework will be able to assist 

organisations to understand a TM strategy that will help them optimise talent flow and 

retention where those unique human resources are scarce, which includes most industries. 

Models such as SEM are widely applicable across social research (Bollen and Pearl 

2013), but need to comply with a TM strategy and fit the empirical data for this study 

(isomorphic) (Frank 2002). Conceptual frameworks are of limited use to actual TM 

practitioners, but study results might inform their planning. The results of the study 

measurement model goodness-of-fit indices, reported in Table 6.37, support the final 

research model portrayed in figure 6.21, 6.22 on page 383, according to the causal 

relationships among the model’s explanatory variables. The emerged SEM of this 

investigation examined and demonstrated a set of acceptable fit indices, indicating that 

the developed model has an acceptable fit with the collected data. Therefore, the results 

of the current research strengthen the understanding of TM strategy and hence the 

applicability and adoption of the final model in the Emirati context of emerging countries. 

Three of the study’s proposed factors, (Leadership Development Effectiveness—LDE, 

Attraction and Retention by Incentives, Work Conditions, and Performance Rewards—

IWR and the Instrumental Leadership Style—IL) had an ineffectual impact on the 

dependent variable, Talent Intention to Stay—IS, and hence were excluded from the 

research final model. Thus, talent intention to stay (IS) can be significantly influenced by 

six constructs, along with twenty-eight variables. The latent variables are: Leadership 

Development Programme—LDP, Performance Appraisal—PA, Attraction and Retention 
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Strategies by Enabling and Empowering talents—EMP, Participative Leadership—PL, 

Supportive Leadership—SL, and Talent Satisfaction—TS. 

 According to the results of the stepwise regression analysis (MRA) employing a 

stepwise method, the effective factors were reported (Table 6.24). MRA yields the 

independence of variances explained by each predictor as it fairly examines and ranks 

the predictors in terms of the ‘more explanatory’ ones compared with other predictors 

within the employed sample. Based on the final model emerged by stepwise regression 

analysis, the explanatory variable of instrumental leadership was excluded as ineffective 

on the dependent variable. Moreover, the rank of the predictors according to their 

importance to the dependent variable (retention: intention to stay) are: 1. Job Satisfaction, 

2. Supportive Leadership, 3. Participative Leadership, 4. Leadership Development 

Programme, 5. Performance Appraisal, 6. Leadership Development Effectiveness, 7. 

Attraction and Retention by Empowering talents, 8. Attraction and Retention by 

Incentives, Work Conditions, and Performance Rewards; hence, they are the most 

explanatory predictors of talents’ intention to stay. It is very important for the senior 

leaders to recognise the levels of explanation exhibited by each factor, so that they decide 

to allocate the appropriate resources accordingly. The researcher chose to adopt the SEM 

model for its efficiencies over the regression model.  

 Furthermore, in assessing the explanatory power of the final research model, 

Squared Multiple Correlations (SMC) analysis was run for SEM and the calculated 

estimates show that the explanatory power of the proposed model of this research (in 

respect of DV: talent’s intention to stay) is rated at 0.377, indicating that the predictors 

of IS explain 37.7% of variance. As well, the path statistics (total effects of the research 

construct on the main research dependent variable IS) exhibited in table 5.39 revealed 

that the largest impact on talent intention to stay in ADG organisations is ‘Talent’s Job 
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Satisfaction’ TS regression weight = 0.302), (p-value <0.001), followed by, in order of 

importance, the determinants: ‘Leadership Development Programme LDP’ (standardised 

regression weight= 0.292) (p-value <0.05), then ‘SL Supportive Leadership’ 

(standardised regression weight= 0.244); then PL ‘Participative Leadership’ (0.207) (p-

value <0.001) and ‘Performance Appraisal PA’ (0.187) (p-value <0.05). However, the 

smallest effect was obtained from SMC analysis was the influence of ‘Attraction and 

Retention by Empowering EMP’ on the study dependent variable IS (standardised 

regression weight= 0.153) (p-value <0.05).  

 The above discussion has demonstrated how the proposed SEM model of this 

study imparts appropriate understanding of the pivotal factors influencing talent intention 

to stay for the long-term prospect in governmental departments in UAE. The emerged 

TM insights into developing country or regional settings are applicable to senior 

management and human resource practitioners in similar contexts. Moreover, the final 

retention model can guide attention and redirect efforts to reform TM strategies based on 

the core areas that are potentially the most relevant determinants to attract and retain 

talents. 

 7.9 Chapter summary  

A discussion about the study questionnaire results was offered in this chapter. It has 

highlighted the key findings associated with the individual research question within the 

frame of the literature, in order to demonstrate how the research objectives have been 

achieved. 

 

Overall, six of the nine variables tested in the research model were shown to have a 

significant and direct impact on talent intention to stay. Hence, the variables: Leadership 

Development Programme—LDP, Performance Appraisal—PA, Attraction and Retention 
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Strategies by Enabling and Empowering talents—EMP, Participative Leadership—PL, 

Supportive Leadership—SL and Talent Satisfaction—TS, have been integrated in the 

final model. Meanwhile, LDE, IWR and IL had no significant influence on IS and since 

then have been excluded.  

 The final retention model offered in the study was, therefore, validated, 

confirmed, and proved to be effective in explaining talent intentions to stay for the long-

term prospect. 

 In the final summarizing chapter, as the thesis turns towards conclusions, the 

limitations of the study are listed and the recommendations emerging from its findings 

are highlighted. Finally, various directions for future research are suggested. 
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CHAPTER EIGHT: SUMMARY AND CONCLUSION 

This chapter has seven sections, including this introduction. Thus, section 8.2 offers the 

key findings of the study, in compliance with the research objectives stated in Chapter 

one. The theoretical and practical contributions of the research are displayed in section 

8.3, while section 8.4 puts forward recommendations for ADG and developing countries 

in the quest to attract and keep high-potential talent for the long term in public service 

organisations. The limitations of the current study are detailed in section 8.5. Finally, 

section 8.6 describes some possible directions for future research. 

8.1 Key findings  

This section presents the study’s key findings and demonstrates how the results have 

fulfilled its research objectives. As stated earlier, the study aims to examine and test 

appropriate TM strategies for Abu Dhabi public sector departments, with the aim of 

gauging their impact on rare talent retention in order to sustain the flow of Emirati 

talented leaders. (Applying strategic TM to the UAE context, with its distinctive 

organisational and cultural settings, will also offer a new perspective. on the practice.) In 

view of the current economic downturn and various other troubles, the UAE government 

is facing growing pressure to promote and support its citizens’ national interests, 

including their employment and career development. There is a shortage of talent in the 

UAE, due to a lack of appropriate TM strategies to address the need to develop and retain 

a talented workforce. As such, this research was inspired by the Abu Dhabi Economic 

Vision 2030 (2008, 6), and its goals for social and human resources development, which 

state: ‘The Government aims to ensure the availability of a stable supply of high quality 

labour to staff the economy, and especially to encourage full employment among 

Nationals.’ Empirical data from the study questionnaires produced strong evidence and 
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interesting findings, and the research objectives were fulfilled, as seen in in sections 

8.2.1–8.2.6 below, by obtaining answers to the following central questions:  

- ‘What are the TM strategies adopted by the UAE government in the public service 

sector?’ 

- ‘What is the influence of selected factors related to TM on talent satisfaction and 

retention at ADG?’ 

- ‘Is the proposed model effective in attempting to explain and predict talent 

behaviour in respect of their intention to stay in the public sector organisations of 

ADG?’ 

The subsection below will offer a brief summary and critique of the findings and illustrate 

how they answered the above research questions.  

 

 8.1.1 Research Objective 1  

The first research objective aimed to review the strategies and practices related to 

strategic TM and its implementation at ADG departments. This objective was achieved 

via a critical review of the key strategic HRM literature on strategic TM and retention. 

Through this review, the aim was to identify key strategies, evaluate theoretical models 

by Collings and Mellahi (2009), among many others, and examine the adoption of 

strategic TM in the UAE and their impact on talent retention. In addition, the intention 

was to review SHRM theories and core practices in the literature on strategic TM 

implementation that have been identified as promoting talent retention (see Chapters two 

and three), particularly in the public service sector. This was the basis for developing the 

proposed theoretical and conceptual framework for the measurement model and the 

structural equation model, which have been found appropriate for the ADG context. This 

framework serves as the guide for this investigation. A robust review of the academic 
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work consulted had not been conducted in previously published strategic TM studies. 

Based on this review, nine factors were considered significant, and were included in the 

theoretical model and relevant hypothesis in order to assess the relationship between 

predominant/identified strategic TM factors and talent retention.  

 This assessment was achieved by surveying UAE national talent perceptions 

across the public service sector. Factors identified were: LDP = Leadership Development 

Programme, LDE = Leadership Development Effectiveness, PA = Performance 

Appraisal System, IWR = Attraction and Retention Strategies by Incentives, Work 

Conditions, and Performance Rewards, EMP = Attraction and Retention Strategies by 

Empowering and Enabling Talent, TS = Talent Satisfaction, PL = Participative 

Leadership, SL = Supportive Leadership, and IL = Instrumental Leadership.  

 

 8.1.2 Research Objective 2  

One main goal of the current study was to determine the TM strategies adopted at ADG 

departments through the perspective of talent themselves. It was essential to identify 

these strategies in order to implement this study and to understand the issues affecting 

retention. This objective was achieved from the descriptive statistics analysis of 

quantitative data (Chapter six, section 6.5.3 and Chapter seven, section 6.2), in which the 

relatively high scores revealed the TM strategies implemented by ADGDs. These were: 

Leadership Development Programme – LDP, Leadership Development Effectiveness – 

LDE, Performance Appraisal – PA, Attraction and Retention by Incentives, Work 

Conditions, and Performance Rewards – IWR, Talent Satisfaction – TS, and Supportive 

Leadership – SL. Accordingly, these practices are deemed key to the strategic TM in the 

UAE government context, while two others were not significant (and not in use by 

ADGD).  
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As revealed from the quantitative data analysis, the strategies adopted are common 

practice in organisations (see Chapters two and three). ADGDs implement them to help 

retain executive talent. Thus, one of the more significant findings to emerge from this 

study is that it has been affirmed that key elements of strategic TM are implemented by 

ADG. Moreover, the relevance of strategic TM to employer branding, as ADG is seen to 

nurture its executive talents, is clearly supported by the current findings, which are 

foundational to the other research goals. 

 8.1.3 Research Objective 3  

The third research objective was to explicitly assess the effectiveness of strategic TM 

programme implementation on talent retention at ADG departments. Hence, the most 

obvious finding to emerge from this study is that talented leaders do intend to remain at 

ADG organisations, although the emerging literature from 2019 suggests that one reason 

may be the uncertain UAE job market, and that workers may be staying in their jobs 

owing to that uncertainty. The research findings of this study align with the literature and 

the various theories about the inevitable association that exists between HRM practices 

and retention across employees; in addition, the published survey results, pointed to a 

turnover drop from 11% to 8% between 2018 and 2019.  

 8.1.4 Research Objective 4  

The fourth research objective was to assess the effectiveness of the strategic TM 

programme implementation in enabling talent satisfaction at ADG departments. This 

objective was achieved by analysing the descriptive statistics (see Chapter 6, section 

6.5.3.7 and Chapter 7, section 7.4). Abundant studies have addressed the critical 

association between employee job satisfaction and talent intention to stay or leave. The 
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results of this investigation show talent satisfaction from the perspective of study 

respondents. Some established determinants of job satisfaction for GCC national talent 

were found to have been adopted by ADG departments. These are: designations, job titles, 

and the power of hierarchical authority which stimulates talent commitment, motivation, 

engagement, and satisfaction in middle leadership roles. In addition, other HR practices 

such as intrinsic and extrinsic rewards (career progression and the provision of learning 

and development interventions) and affective organisational commitment are also 

implemented. Based on study participant scores, other core contributors to talent 

satisfaction were appropriate work environments and working conditions, and job 

autonomy. Leadership styles were also found to play a part. Hence, the present results 

show the significance of at least two major aspects: talent retention and Organisational 

Citizenship Behaviour. It can be said that the inclusion of the talent satisfaction dimension 

is a vital element in ADGDs’ talent retention strategy; hence, this study proposes that an 

integrated talent satisfaction factor strengthens an effective TM strategy, and specifically 

in the context of local public departments in the UAE. 

 8.1.5 Research Objective 5  

The fifth objective was attained by using a descriptive test to analyse prevailing leadership 

behaviour at ADG. Analysis of the test offers empirical evidence that two of the leadership 

behaviours are being implemented at ADG departments, which reinforces the integrated 

approach of employer branding with strategic TM facets. The study result supports 

leadership behaviour theories, and affirms the adoption and effect of participative and 

supportive leadership skills. The literature stresses that talent intention and actions to stay 

may be inseparably linked to leadership style, and therefore an integrated leadership style 

is significant to nurturing the best leadership talent from at ADG departments. This finding 

enhances our understanding of talent behaviour and retention. All the study findings will 
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doubtless be closely scrutinised, but there are some immediately reliable conclusions, such 

as the fact that it is clearly necessary that employer branding be embodied by a TM strategy 

that assesses the whole picture rather than isolated aspects. 

 8.1.6 Research Objective 6  

Objective 6 aimed to probe the impact of each factor relevant to the strategic TM 

(including the ones mentioned above) on talent retention levels at ADG departments, and 

to identify the causal relationships among those factors, in order to make a solid connection 

with the study’s theoretical grounding. The results demonstrated that six variables directly 

determine talent intentions to stay in ADG departments: Leadership Development 

Programme – LDP, Performance Appraisal – PA, Attraction and Retention Strategies by 

Enabling and Empowering talents – EMP, Participative Leadership – PL, Supportive 

Leadership – SL and Talent Satisfaction – TS. Leadership Development Effectiveness – 

LDE, Attraction and Retention by Incentives, Work Conditions, and Performance Rewards 

– IWR and Instrumental Leadership – IL were not found direct and reliable predictors and 

had no significant influence on talent’s intention to stay – IS. 

 The preceding chapter has shown these findings to be support the assessments of 

previous studies on STM, satisfaction and leadership behaviour in predicting talent 

intention to stay at ADG departments. As well, the results obtained from SEM analysis 

suggest that, among the final model factors (see Figure 6.22), talent job satisfaction (TS) 

was the most impactful/influential predictor of intention to stay (IS). Therefore, SEM 

analysis concluded that those who stay are indeed those more satisfied with their jobs. 

From this, job satisfaction and affective organisational commitment were inferred to entail 

positive outcomes on employee retention or turnover. In a sense, Organisational 

Citizenship Behaviour (OCB) or ‘conscientiousness,’ is the psychological contract, and 



 

452 
 

 
 

affective organisational commitment will make it difficult for an employee to leave an 

organisation. Much research emphasis was directed at the inevitable and well-established 

relationship between job satisfaction and talent intention stay or leave. 

  The second greatest causative influence on talent intention to stay is a 

Leadership Development Programme. Leadership development is the central strategy of 

SHR and STM practices. Hence, some authors have speculated, TM could be another 

name for leadership development (Armstrong 2006; Lewis and Heckman 2006; Iles et 

al. 2010). A strong relationship between a leadership development programme, talent 

acquisition, and enhanced retention levels has been well reported in the literature. It has 

been proven that providing development paths and equipping exceptional talents with 

job-related competencies, as well as career progression opportunities (all implicit in 

employer branding), positively influences talent to stay with an organisation. Likewise, 

this finding was empirically supported by numerous earlier studies on talent learning and 

development as discussed in the previous chapter, where both were considered a key 

approach to maximise talent stock.  

 Furthermore, the results revealed that TS and LDP were important 

determinants of IS. The SEM analysis of squared multiple correlations denote that they 

explain 59.4% of the variance in IS. This suggests that IS is more likely to be held by 

talents if their perception of their job is satisfactory to begin with, then enhanced by 

training and development opportunities that foster their capabilities, knowledge and 

skills. In addition, the result suggests that the ideal strategy to achieve talent commitment 

and retention is by developing and managing their competences through an LDP. The 

provision of long-term investment is valued by top talent and perceived as an 

appreciation of their distinct contribution and hard work. It also indicates the employer’s 

adherence to the psychological contract, which encourages talent to stay. 
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 Based on the study results, the third influential factor – and a major determinant 

– on talent intention to remain at Abu Dhabi public service organisations is supportive 

leadership (SL, as a result of the leaders’ traits and their focus on occupational welfare 

(and hence employee satisfaction. Thus, the adoption of such leadership characteristics 

was proven to be successful in keeping the best talent at ADG.  

 Participative leadership (PL) represents the fourth most important factor to 

retaining the best talent at ADG (IS). This suggests that, in accordance with the Social 

Exchange Theory, talents who are headed by leaders with participative management traits 

feel more committed, and inclined to reciprocate their superiors’ supportiveness via their 

behaviour towards their organisation. The literature has pointed out the implications of 

adopting an employee participation approach. Meanwhile, it stresses the role of leaders’ 

competences in facilitating such an approach in order to support and empower 

subordinates, while avoiding any potential deleterious effect resulting from lack of 

communication or ineffective management, as argued by Kaliprasad (2006). The results 

thereby suggest that leadership characteristics such as the participative features would 

potentially influence key talent decisions to serve longer at ADG organisations. 

 As revealed from the results of this investigation, the fifth important factor is the 

performance appraisal system (PA). This factor plays a pivotal role in reflecting talent’s 

decision and intention to remain or quit the organisation of ADG. Singh and Sharma 

(2015) stress that managing performance is a powerful means of nurturing and retaining 

the best performers in the organisation. Their study, conducted on public industry in the 

UAE, concluded that managing employee performance is tied to retention through the 

provision of informative and fair feedback. The current study supports that conclusion, 

and is consistent with earlier research which has found that managing employee 

performance is perceived by the best talent as an appreciation of their distinct 
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contribution to organisational success. This is likely to result in better behavioural 

outcomes in terms of talent sustainability (see Chapter 7). Consequently, it has been 

widely agreed that PA will influence turnover intent, based on the frequency and quality 

of performance appraisals conducted within the organisation. One example of such an 

appraisal is the 360-degree feedback which was broadly noted for its merits in the 

evaluation process and its role in assessing staff competencies through the eyes of more 

than one assessor. 

 Attraction and retention strategies by empowering and enabling talents (EMP) is 

the last variable directly influencing talent intent to stay at ADG departments in the UAE, 

as revealed by SEM results. EMP presents the least significant direct impact on key 

staff’s intention to stay or quit ADG-affiliated departments. Nevertheless, it does affirm 

the importance of the leader’s role in nurturing domestic talent and managing their 

workflow by granting them the power, responsibility, and autonomy to accomplish their 

duties. This is reinforced by Organisational Support Theory (OST), which emphasizes 

holistic organisational support to retain the organisation’s key performers. Hence, OST 

involves the various facets of support, fairness, organizational rewards, and good work 

conditions, given that each individual element has a potential effect on employees’ 

behaviour, from an emerging market perspective here in the UAE. The obtained results 

suggest that EMP would encourage talent to stay, which is consistent with numerous 

studies that suggest strategies to attract, nurture and retain talent through enabling and 

empowerment. 

 

 8.1.7 Research Objective 7 

The last research objective was to test and validate the study’s retention-prescient model 

that could effectively explain and predict talent behavioural intentions to remain or quit 
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ADG departments, while considering the peculiarity of the UAE context. The obtained 

results indicated that in contrast to other developed models, the final research model is 

able to explain a good percentage of the variance in intention to stay (IS). This 

demonstrates that the inquiry has accomplished its mission in depicting the vitally 

important determinants influencing talent intention to stay (IS) at ADGD. The model was 

presented to explain 37.7% of the variance in talent intention to stay or quit ADGD. 

Hence, the results of this study indicate that the proposed model is valid and has 

acceptable explanatory power; it is, therefore, rigorous in predicting talent intentions to 

stay at ADGD. 

 The discussions and perceptions above which were established in this research 

have been confirmed to be reliable means to understand the significant predictors of the 

DV, through portraying the nature and features of these factors. Of the variables 

examined, Leadership Development Effectiveness (LDE), Attraction and Retention by 

Incentives, Work Conditions and Performance Rewards (IWR) and Instrumental 

Leadership (IL) were found to have no significant influence on the DV; therefore, they 

were excluded from the SEM final research model (see chapter five for extra details). 

This is the most striking result, as previous studies in distinct contexts found these factors 

to be influential for the successful adoption of strategic TM and an implementation 

strategy for retention. Those studies include: Kontoghiorghes and Bryant (2004), Rynes 

et al. (2004), Anderson (2007), Hytter (2007), Scott et al. (2010), Yaghoubipoor et al. 

(2013), Beynon (2015), Kibui (2015), Singh and Sharma (2015); Singh (2017), Baharin 

and Hanafi (2018), and Visvanathan et al. (2018). From these context-specific 

perceptions, significant implications can emerge for how a TM strategy ought to be 

conceptualised and evaluated by strategic and TM leaders of ADG departments, ‘owners 

of talent,’ and policy makers. Other multiple stakeholders include line managers, 
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employee unions in the UAE, the General Secretariat of the Executive Council, and the 

Human Resources Authority. Using this research, these stakeholders can put in place the 

appropriate initiatives and interventions, and allocate suitable resources accordingly.  

 

 8.2 Theoretical contributions to knowledge 

As previously pointed out, strategic TM literature has scarce empirical research findings 

surrounding the determinants of talent intention to stay with the employer in the public 

sector setting, particularly in developing countries and the Middle East region. Along the 

same line, this is the first study which is devoted to STM, specifically strategies of talent 

acquisition and retention in the public sector among ADG departments. In addition, it 

adopts a clear and appropriate definition of strategic TM for the local public service 

sector in the UAE, as encouraged by Hughes and Rog (2008), Glenn (2012), and 

McDonnell et al. (2017). This is besides the role of management leadership style and its 

impact in forming an effective STM process, with an emphasis on talent belonging to the 

local demographic of the GCC region. Another contribution to the field of knowledge is 

the notion of integrating STM dimensions, thus manifesting the HR role alongside the 

organisational environment/employer branding as manifested in leadership style and its 

effect on employee satisfaction. To the best knowledge of the researcher, this facet of 

SHRM research, using these dimensions, was not formerly accounted for, whether in 

Western settings, developing countries, or the specific context of the UAE. Thus, this 

investigation may be one of the few inquiries to examine the reliability of the 

measurement scale; in other words, to validate the structure of TM strategies scales in 

Abu Dhabi, which affirms the study’s constructs and constitutes a comprehensive and 

consolidated TM strategies scale. This investigation could be considered more 

comprehensive in the explored areas, with multiple strategic TM-related and other 
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environmental variables (guided by the study conceptual framework and encompassing 

all strategic TM, in aggregate 5 factors plus 4 for organisational culture and satisfaction). 

The findings of the present research reinforce earlier work in this particular discipline; 

however, even though adopting TM strategies has shown significant advantages, with 

compelling evidence at both the individual and organisational level, this study offered 

some surprising findings. For example, that 1) the provision of leadership development, 

2) attraction and retention by incentives, work conditions, and performance rewards, and 

3) instrumental leadership were not significant, and thus not influential in attracting and 

retaining Emirati inimitable talent at Abu Dhabi local public service establishments. Such 

contradictory findings create a new, diverse, and better understanding of the strategic TM 

approach and the holistic view of its practices, plus additional evidence with respect to 

evaluating strategic TM outcomes globally, and the benefits of investing in talent 

development. The above discussion addresses the significance of the contextual factors 

embodied in the alignment of the organisational environment. Hence, this research hopes 

to extend the strategic TM focus by providing important insights into TM strategy by the 

Emirati government and bridging previous gaps in understanding. To that end, it was 

successful in measuring the merits of adopting an appropriate TM strategy individually 

and collectively. Therefore, this study assessed the advantages of strategic TM in 

sustaining the required level of talent retention, as well as obtaining talent satisfaction.  

 The second contribution of this doctoral research is that it offers reliable evidence 

about the relationship between each dimension of strategic TM and talent retention. Thus, 

this academic work considered other parameters, with new implications for the 

theoretical development of strategic TM. Strategic TM deals with the influence of TM 

systems rather than individual TM bundles, since talents simultaneously undergo 

multiple strategic TM practices, in which the assumption suggests each these individual 
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elements depend on and complement each other. However, in the sizable body of 

literature exploring TM strategies, the fundamentals of these synergistic systemic effects 

and measurement of strategic TM are still nascent and developed consensus is lacking or 

have not yet been agreed. Therefore, this study addressed how a wide set of TM strategies 

exist and are distinct, in respect of the HR-related inclusive or exclusive practices, and 

how the adopted strategies fulfil the broad aims of TM, with an emphasis on the outcome, 

which was sufficiently addressed in exploring talent retention and intention to stay. The 

study articulates the strategic importance of TM to ADG when a talent plan is directly 

embedded in ADG’s strategic fabric and business strategy. This study also expands on 

how the diverse interactive components of TM strategy illuminate talent retention for 

business leaders who acquire strategic prospects to implement their business integration 

initiatives. It also advances HRD theory through portraying the organisational and 

national determinants that influence TM theory and practice, to benefit HRD scholars. 

This occurs through validating the employed measurements and theory and providing the 

TM constructs and attitudinal outcomes to build a leadership bench—according to ADG 

Vision 2030. This would aid organisations and HRD practitioners to understand and 

implement strategic TM best practices in emerging markets, particularly in the UAE, 

such as designing TM strategy via corresponding TM system’s conceptualisation and 

measurement in order to offer balanced understanding of strategic TM system. This study 

contributes to the knowledge of contextual factors that inevitably influence TM’s 

conceptualisation, implementation, and effectiveness. For instance, rather than the 

frequently cited practices for retaining top talent such as training and development and 

job performance, this contextually based model offers the inclusion of factors such as 

performance appraisal and career growth, and underlines leadership style as an 

embodiment of organisational culture. Previous scholarship in the strategic TM field has 



 

459 
 

 
 

not paid much attention to these constructs. The study takes the opportunity to highlight 

the strategic relevance of institutional mechanisms such as internal pressures related to 

the predominant social, cultural, regulatory, and organisational dimensions of ADG. 

Through empirical research, the study explains certain relationships and existing links 

between each of the individual independent variables (LDP, PA, EMP) and the dependent 

variable (talent intention to stay). In addition, this investigation maps the relationships 

between other determinants of talent retention such as the characteristics of management 

style (PL, SL and IL). Finally, the study explores the association between Talent 

Satisfaction (TS) and the dependent variable, Intention to Stay (IS), a connection that has 

received little attention to date. Indeed, the significant relationships within the research 

constructs model have not been conceived or tested in previous research , which means 

that this model can serve as a benchmark for further analysis in the emerging economies 

of the Arab world—regions that have similar features culturally and otherwise, and that 

subscribe to a comparable economic vision to ADG 2030: “Developing a highly skilled, 

highly productive workforce” (Abu Dhabi Economic Vision-2030 2021).  

 This study tested its own theoretically based model, which by surveying national 

talented leaders and obtaining data from all ADG public service departments on talent 

behaviour and intention to stay in their jobs in this developing Arab nation which is both 

typical and unique.  

 The findings of this empirical research make several noteworthy contributions to 

the existing body of knowledge, contributing new evidence to the study of STM that 

suggests the influence of theory-based HRM and strategic TM factors on Emirati talent 

behaviour (intention to stay) in an emerging economy setting. Various TM and strategic 

TM research was reviewed in the context of different economies and sectors worldwide, 

to demonstrate the need for further research. Analysing the extant literature on strategic 
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TM shed light on the lack of studies in certain areas, especially talent satisfaction and 

leadership behaviours in emerging countries. Altogether, this analysis of TM and STM 

literature makes an original contribution to the existing literature and presents a call for 

more.  

 The third core contribution of this investigation is the validation of the SEM 

research, STM and retention strategies model, using empirical data to convey leadership 

talent perceptions from the local service departments in Abu Dhabi, as part of the UAE, 

and a Middle Eastern developing country. The study output model is a novel integrated 

strategic TM and retention model underpinned by blended theories, strategic TM models 

and well-established constructs. This study contributes academically to theories such as 

Blau’s (1964) Social Exchange Theory (SET), Coff’s (1997) Resource-Based View 

(RBV) framework, and Eisenberger et al.’s (1997) Organisational Support Theory 

(OST). This is in addition to the inclusion of TM strategies drawn from the talent pipeline 

variables proposed by CPID (2007), which are: Leadership Development, Performance 

Appraisal System, Attraction and Retention by Incentives, Work Conditions, and 

Performance Rewards; Attraction and Retention by Empowering. As well, this study 

incorporates Collings and Mellahi’s (2009) model, which stresses identifying pivotal 

positions and then cascading talents across the organisation, as well as restructuring the 

positions and revising incentive schemes to engage those talented employees. In addition, 

the study encompasses other variables such as employer branding through behaviour 

(Participative leadership, Supportive leadership and Instrumental Leadership), and talent 

job satisfaction. The result is an appropriate model of talent retention, with a reasonably 

good percentage level of variance in talent retention and intention to stay. Hence, the 

above nine factors were synthesised and tested together for the first time to form an 

integrated model, a tailored bundle of strategic TM activities on a country scale/level. 
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The model was next tested to demonstrate its predictive and explanatory power to depict 

which factors influence talent intentions to stay (IS) in ADG. As mentioned, this 

predictive capacity can be applied to analogous geographical and economic regions. The 

findings of the current study provide validation evidence of the research final (refined) 

model, which also exhibits (good) explanatory power in predicting/explaining talented 

leaders’ intentions to stay (IS) with their organisations. As a base for future studies, the 

developed model is transferable to other fields, the oil and gas industry, private sector 

companies, and to other public service establishments within the UAE seven cities, such 

as Dubai, Sharjah, etc.  

8.3 Practical Contributions  

This doctoral thesis has expanded the scope of STM practices in research in the context 

of the GCC and particularly in the Emirati local public sector. The research has several 

practical applications and recommendations that evolve from the study’s findings, 

targeting human resources managers, middle managers, and strategic stakeholders, e.g., 

senior management at ADG departments across the different sectors. First, the study 

framework identifies the most significant factors that strategic management/planners at 

ADG ought to know when designing and implementing strategic TM programmes, since 

the organisational setting affects how strategic TM processes generate results. The study 

highlighted the direct determinants for talent retention to focus on: a Leadership 

Development Programme, Performance Appraisal System, Attraction and Retention by 

Empowering, and other environmental and external components such as Supportive 

Leadership Style, Participative Leadership Style, and Talent Satisfaction. The validated 

framework acts as a management model with the causal relationships identified between 

the contextual factors of STM and talent intention to stay in UAE service organisations, 

which can help guide specific STM and HRD practice. In the meantime, the generalisable 
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data provides evidence of the benefits of STM to organisations and more understanding 

of the obstacles and challenges facing ADG departments while implementing such 

practices. For stakeholders to sustain the flow of talented leaders at ADG departments, 

they need to thoroughly grasp the effectiveness of the strategic influences on talent 

attraction and retention. The study framework can act as a management instrument and 

an implementation map to guide leaders who are engaged in the process of designing TM 

strategies to take the correct steps, and to gear their initiatives, interventions, and 

decisions towards allocating suitable resources and investing them to enhance the 

retention level in government departments in the UAE. Evidence that emerged from this 

study confirms that the ability to nurture the rare leaders who are identified as talents 

from an ADG perspective hinges on the interaction of STM practices with the 

organisational culture, and other external determinants, i.e. job satisfaction. Hence, the 

findings advocate the need for an integrated view of talent retention. The study model 

provides a comprehensive approach to strategic TM implementation to constitute an 

integrated contextual model that offers a bundle of strategic and competitive merits to 

ADG. Six important factors were identified as core drivers for talent intention to stay at 

public service sector establishments (Table 6.36 on page 378 lists them in ascending 

order, according to their weight/influence on DV). The three other contextual factors—

Leadership Development Effectiveness, Attraction and Retention by Incentives, Work 

Conditions, and Performance Rewards; and Instrumental Leadership, were considered 

insignificant from the UAE’s perspective. The study’s emerged model is analogous to 

models by others such as Al Mheiri et al. (2021), whose qualitative study on the UAE 

Public Healthcare Sector (PHSS) used an Analytical Hierarchy Process (AHP) decision-

making model with predetermined multi-criteria (Saaty 2012), to rank the selected 

variables and emphasise one that most shapes talent decision to remain in the 
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organisation. There were differentiating motivating factors based on the various 

specialisms (e.g. researchers, medical staff, administrators). For instance, recognition in 

terms of financial and non-financial rewards was a top priority retention factor for non-

clinical staff at UAE PHS. Career development was ranked as the most important variable 

for clinical staff, whilst empowerment was found the most influential strategy to nurture 

and retain medical researchers. Performance management, organisational culture, and job 

satisfaction factors were not included in Al Mheiri et al.’s (2021) study. In comparison, 

in Alferaih et al.’s (2018) SEM turnover model from a tourism industry perspective, 

extrinsic rewards were found to be the highest influential factor, with a negative impact 

on talent turnover. Talent satisfaction and its effect on talent intention to leave is a 

significant factor in the research study reported on here. Talent identification was not 

emphasised in the two studies mentioned above, whereas in the frame of this study it is 

distinct and exclusive to UAE national leaders in the UAE public sector. It is pertinent 

also to mention that Alferaih et al.’s (2018) model did not rank the main factors which 

play a crucial role in attracting and retaining the best talent in Saudi Arabia tourism 

sector. Pawar (2020)’s prognostic model, a non-empirical study, bolsters the proposition 

that elements of the employer brand (employee value proposition, HR procedures and 

consistently communicating and evaluating the employer brand) improve employee 

engagement with that brand, which has been affirmed as critical to attracting and 

retaining talent. Anlesinya and Amponsah-Tawiah’s (2020) conceptual study for a 

responsible TM model espouses supporting talent development for career growth 

(experiential learning, coaching, and mentoring) for organisational competitiveness and 

sustainable innovation through identifying talent strengths across various contexts. An 

emphasis was given to the performance management construct in order to identify 

training needs and the top performers for performance rewards. In the same vein, life 
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satisfaction, job satisfaction and work engagement are crucial elements of the TM model 

to boost employee wellbeing, which in turn reinforces the organisation’s wellbeing. In 

respect of talent identification and the inclusive approach of TM, Anlesinya and 

Amponsah-Tawiah (2020) argue that talent includes employees at different levels, by 

which it is important to adopt a fair approach to talent identification and to plan 

development interventions for those who fall short. The above provides a guide for 

decision-makers to gear their interventions and efforts towards the top context-specific 

factors that appeal more to Emirati talent. However, models vary by organisation, which 

may pose a challenge to figuring out which is the most effective, based on the needs and 

practices of individual organisations (Anlesinya and Amponsah-Tawiah 2020). 

 The effect of the EMP – Attraction and Retention by Enabling and Empowering 

was found to have a significant and positive, yet relatively weak, correlation to talent 

retention at ADG departments in the UAE. However, management of the ADG sector in 

the UAE should continue to promote psychological empowerment for its talent, since 

this strategy has been proven to maintain talent commitment. Employee empowerment 

practices lead to attitudinal commitments which shape employees’ behavioural intentions 

to remain with the empowering organisation. Empowerment practices promote employee 

participation and stimulate their involvement, grant autonomy for employees while doing 

their tasks, provide fair appraisals, and work exposure opportunities.  

 The strongest and most significant influence on talent retention was talent 

satisfaction, which suggests that the management at ADG should pay extra attention to 

satisfying their exceptional performers and talents in order to retain them. Therefore, 

senior managers and decision-makers in ADG ought to strengthen the emotional and 

affective attachment of experienced talents, who tend to go beyond expectations, through 
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adopting HRM practices such as monitoring and incentive pay schemes, in addition to 

achieving the Organisational Citizenship Behaviour (OCB) of their excellent performers.  

 Taken together, the study findings suggest a significant role for adopting and 

implementing a Leadership Development Programme to promoting the nurturing of 

talent as the next highest influencing factor among the other five counterparts. This 

investigation revealed LDP to be a significant factor due to its considerable effect in 

attracting and retaining the most talented employees at ADG establishments. This finding 

uncovered the fact that the provision of career exposure opportunities by ADG exerts 

great influence over talent intention to stay in the local public service sector in the UAE. 

Therefore, this finding is relevant to practice at all UAE public service departments, in 

that it emphasises the inevitable impact of designing and deploying learning and 

development interventions in gaining favourable behavioural outcomes through the 

affected commitment and motivation, which results in strengthening employee bonds 

with the employer and boosting leaders’ retention and willingness to stay in the 

organisation. 

 Managers are urged to understand the organisational environment 

comprehensively, as well as any factors that contribute to the management of the flow of 

talent, before making decisions on TM strategy. On this, ADG should consider informing 

its strategic partners, who may help implement the proposed integrated model into 

business processes. As such, the second main implication to practice was the relatively 

strong and significant relationship found by this study between supportive leadership and 

talent retention. The research established the effective role of applying supportive 

leadership practices in increasing talent service length and enhancing their retention by 

their current employers in the context of ADG departments. Hence, these leadership traits 

correspond with the Social Exchange Theory (SET) (Blau 1964), which focuses on 
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ascertaining talent needs and motivating them by offering them the necessary autonomy 

to perform their jobs. This elicits positive behaviour in exchange for the support they 

perceive from their superiors. It was explained earlier that the supportive leadership type 

is a feature in attaining subordinate satisfaction in their jobs (Yukl 1999), which also 

reflects superiors’ concern for the occupational welfare of hardworking and talented 

workers. Hence, ADG should promote the adoption of such management traits to keep 

their best and unique talents. It is recommended that ADG convince management and 

HR departments of the merits and strategic value of supporting TM in their retention 

strategy, and to persuade them to play a proactive role in the implementation stage via 

allocating the sufficient time and budget to delegate leaders of ADG to attend specialised 

training courses to improve their leadership skills, hence their relationship with 

subordinates. In addition, the successful adoption of such a TM strategy, is considered a 

driver for ascertaining talent retention. 

 Pertaining to the role of STM in the future of HRM, it might be argued that STM 

is a succession planning tool which can help move HRM from an administrative role to 

a more strategic function, which would be expected to improve the quality of the public 

services working environment. Across this setting, cultivating an organisational culture 

can facilitate STM and retention, smooth the integration of talent attraction and retention 

into organisational processes, and support the collaboration within various divisions, 

such as strategy and HR, in the pursue of institutionalising the organisational culture and 

norms so as to consolidate the intended change.  

8.4 Research limitations  

Despite the extraordinary efforts made to conduct this research as thoroughly as possible, 

and to bridge the existing lacuna in the academic domain of strategic TM, and from a 

developing countries’ perspective, any study has limitations that arise when generalising 
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its results or applying its model to other contexts. Therefore, a considerable amount of 

research is required to wholly fill the gaps outlined in this section. As to the 

methodological issues, this research was conducted within the ADG sectors, and was 

restricted to senior management at the government (who are identified talents in ADG 

affiliated departments). Other levels of workforce talent were excluded while collecting 

data. The researcher is aware that the 360-degree instrument could be powerful in 

assessing TM strategies, particularly with the participation of the junior workforce, as 

pointed out in Bethke-Langenegger et al. (2011). 

 Meanwhile, the generalisability of these results is subject to certain limitations. 

That is, the UAE is formed of seven emirates/cities, but the study was restricted to the 

Abu Dhabi area; the investigator therefore considered including other cities, which could 

have improved the representativeness and the generalisable results, in addition to the 

appropriate subset of the population being studied in this research. However, the study 

scrutinised the entire population of local talented leaders at ADG departments, with no 

sampling frame, and so the study findings can confidently be seen as transferrable to the 

population. Including leaders of talent from the other six emirates would require more 

time, effort, and funds on the part of the investigator, in order for the findings to be 

generalised to the whole country, which consists of other emirates, Dubai, Sharjah, 

Ajman, Fujairah, Um Alqiwain, and Ras Al Khayma (Milanzi et al. 2015). Moreover, 

the actual study participants were nationally representative of UAE national leaders who 

are considered talent according to criteria set by the ADG. The research’s population 

tends to abandon talented leaders who were excluded from the national leadership 

development programmes which are designed by the Human Resources Authority, as 

they are not UAE nationals or are not fluent in the English language. It is also unfortunate 

that the study did not include non-national talent who are not involved in TM strategies 
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run by the government due to government-related constraints and applicable 

considerations pertaining to the workforce and nationalisation schemes.  

 There are additional limitations on the generalisability of these results. For 

instance, whilst considering the contextual variance, there are some restrictions to 

applying the study’s offered model to other geographical zones and countries which may 

have various or vast conflicting conditions and may therefore be subject to other legal 

and regulatory variances and effects. Hence, the results should be generalised with 

caution. As well, the current research was not specifically designed to evaluate indirect 

factors related to strategic TM and indirect determinants to talent retention such as 

employee turnover, employee engagement, and organisational performance, or other 

external variables. The current study has examined only the direct determinants and core 

dimensions of the strategic TM, plus other integrated factors, e.g. employer branding and 

management style.  

 In addition, this research employs a quantitative approach that underlies a 

singular perspective (the assumption being that only a single reality exists) and measures 

a handful of variables to be studied, so the inquirer may neglect other potential 

contributors to the phenomenon under investigation. In this, a web-based structured 

questionnaire survey was used, where respondents returned their responses online, with 

a five-point Likert scale employing closed-ended questions. This is to explore the 

relationship between the strategic TM primary factors, via viewing the responses 

acquired from the sample population. Although this tool was found sufficient to 

understand the potential and existing influence of the STM variables and talent’s 

intention to stay at ADG departments, such empirical investigations lack in-depth 

understanding of all contributing angles of employees’ intention to remain in the 

organisation. Hence, this limitation can be addressed in future research, by employing 
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other qualitative research methods, to triangulate the findings from a diverse array of 

evidence (Johnson and Long 2000). Triangulation is ‘a validity procedure for 

convergence among multiple and different sources of information to form themes’ 

(Creswell and Miller 2000, 126). This is in addition to obtaining detailed and sharpened 

understanding and considering other factors and concepts relevant to TM (Johnson 1997) 

that may be uncovered from the analysis of the semi-structured interviews and focus 

groups the researcher would engage at different level of the workforce, in regards to 

offering new and rich insights relevant to human behaviour, rather than the limited factors 

involved in the survey; thus constituting a holistic picture of the strategic TM 

phenomenon and talent retention. For instance, ten participants can be interviewed from 

various establishments under ADG (Guba and Lincoln 1985). Likewise, the researcher 

can coordinate repeated tests to enforce reliability via sending the draft analysis for the 

participants to add more comments, to give them additional opportunity and thus assuring 

accuracy of the analysis as well as consistency of the findings (Joppe 2000). This would 

also tackle weaknesses of qualitative methods in measuring human experiences; for 

instance, respondents are influenced by policies, as suggested by Crishna (2006).  

 While the study discussed the supportive leadership style. which is encompassed 

in transformational leadership, the core dimension of transformational traits resides in its 

developmental side. This is attributed to the transformational effect on subordinates of 

such leadership characteristics (Rafferty and Griffin 2006). This research dealt with the 

supportive aspect without focusing on the developmental aspect of transformational 

leadership traits, although the correlation between training and development and 

transformational leadership is significant in the literature (Ahmad et al. 2017) and in the 

region, and is clearly part of UAE’s vision going forward. Therefore, further 

investigation is required to broaden knowledge about the effect of all features implied in 
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the transformational style, including developmental leadership, on talent intention to 

stay. 

 The current study developed and validated a model to forecast and explain the 

variance in talents’ intentions to stay or leave their jobs in local public service 

departments. Local private/profit establishments which operate under different 

regulations may embrace considerably distinct TM strategies and measures to retain their 

employees, so the study should be generalised with caution, as already indicated. 

 Control variables (extraneous/demographic variables that are not being 

investigated) have not been measured and controlled in the subsequent sophisticated 

statistical analysis of this study so as to reinforce the internal validity, eliminate their 

potential influence, and ensure that the cause absolutely relies on the employed variables, 

which in turn avoids inaccurate explanation of the relationship between the other 

independent and dependent variables of interest to the researcher. This is because the 

ANOVA test revealed variance in respondents’ scoring by position and age of 

respondents, that is likely to affect the outcome and inferences if left uncontrolled. 

Another limitation of this study might be measuring the study’s constructs/variables 

using different scales, as well as the analysis performed, such as factor analysis which 

was not performed - a justification was given in previous sections. Lastly, another 

limitation undermining this empirical study is that it did not focus on shedding light on 

any underlying market mechanisms and conditional boundaries that impact on talent 

retention in the UAE, such as market forces, demands emerging from interrelated 

product-market integration, and applicable technology aimed at accomplishing firms’ 

efficiency, flexibility, innovation, strength, and quality.  
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8.5 Recommendations for future research  

This research offered substantial evidence about strategic TM and retention strategy at 

ADG departments. Further research is needed to account for the additional areas of 

investigation to be explored. Hence, the study considers several recommendations for a 

natural extension of this specific work into other academic studies.  

 First, a number of possible future studies using the same or a different 

methodological set-up can be conducted to test the research model in other industries of 

developing countries beyond the Arab world. This is in order to gauge how far the study’s 

mainstream factors can be applied, and what kind of results will be obtained in the wider 

context, through recruitment of different participants with different mindsets, and 

observation of TM decision-makers and senior management at the government level. 

This would help us to establish the study model’s transferability.  

 Second, this research explored a group of factors (the direct determinants and 

core dimensions of strategic TM, plus other integrated factors e.g. employer branding 

and management style) for the aim of developing and validating an appropriate model 

for the ADG. In order to extend the study, it is suggested that the association of strategic 

TM factors is investigated in future studies, which might evaluate direct/indirect 

relationships between factors related to the strategic TM and its determinants, such as 

employee turnover, employee engagement, and organisational performance, or other 

external variables. There may be numerous additional constructs that would create new 

ways to comprehend their relevance to strategic TM implementation, and the talent 

retention.  

 Third, further qualitative inquiries and their analysis are recommended to be 

carried out for a holistic perspective, i.e. in eliciting new views from interviewees not 

encompassed in other study questions, and hence, acquiring in-depth understanding of 
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other aspects of strategic TM, as well as the responses of talent to the retention strategies 

adopted. The closed-ended questions are less effective in denoting respondents’ views, 

and it is open-ended questions that can capture talent’s conceptions. In the same vein, 

analysing secondary data, for instance examining documents such as talents’ periodical 

performance review reports, attendance reports, and the overall organisational 

performance, could add deeper knowledge of STM implementation. Moreover, the TM 

and retention strategies in use can be assessed based on the additional dimensions 

disclosed by the study’s participants pertaining to their intention to serve ADG for the 

long term or lean towards turnover. This will help senior management and SHRM to gain 

further information and review the implemented strategies and examine their 

effectiveness in sustaining talent flow across the governmental entities.  

 Employing qualitative secondary research enables gaining more insights 

concerning talent experience and their perceptions towards TM strategies i.e. LDP, PMS 

and RS (Cooper and Schindler 2006). Semi-structured-interviews can be conducted to 

triangulate their outcome with the results generated from quantitative primary research – 

Survey, in order to validate the tested theories (Glaser and Strauss 1967; Strauss and 

Corbin 1990; Silverman 2000; Punch 2005; Bougie and Sekaran 2010), as a means to 

reach convergent results among both quantitative and qualitative data, according to 

Creswell (2014). This is owing to the assertion pertaining to the capacity of qualitative 

studies to disclose the emic (insider) perspective and yield enormous insights into 

participants’ behaviour (Glaser and Strauss 1967; Strauss and Corbin 1990). Also, 

qualitative study prevents ambiguities that reside when it is ‘inapplicable to generalise 

data to individual cases,’ and through the occurrence of the ‘nomothetic/idiographic 

disjunction’ problem (Guba and Lincoln 1994, 106), i.e., comprehensive understanding 

of the narrow phenomenon and generalisation to the large scale of society. This will allow 
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the researcher to address reasons behind TM evaluation (Denzin and Lincoln 1998; 

Crishna 2006; Kumar 2011) and therefore provide answers to the problems and 

challenges hindering the implementation of strategic TM at the ADG. 

Fourth, findings gained from the current study and its validated model were 

obtained from recruiting certain respondents according to ADG specifications of their 

identification of talent, which is also relevant to the appropriateness of the study model. 

Therefore, the sample of this study can be extended by potential research to include UAE 

national talent from the remaining six emirates of the UAE, as well as non-local or 

expatriate talents and other local/nonlocal talents in the private sector, to predict and 

explain the variance in talent behavioural decisions to stay or leave those other sectors, 

to enhance the representativeness of the sample and, hence, to generalise the conclusions; 

in addition, to examine, attain, and enhance the model validity.  

 Potential research could extend the findings of the current study to broader 

knowledge, by a greater focus on exploring management style generally and the 

developmental aspects of transformational leadership traits, which were deemed a good 

explanatory and TM implementation factor, owing to the correlation between training 

and development and transformational leadership as has been emphatically cited in the 

literature (Ahmad et al. 2017). Hence, future investigation would produce interesting 

findings for the decision-makers at ADG, in examining the effect of possible features 

included in the supportive/transformational style, and the impact of the external and 

organisational culture, particularly in second world countries where it could exert a 

significant influence on talent intention to stay. Lastly, future research could also adopt 

robust theoretical groundings to explore the potential influential factors that impact talent 

retention at macro (country), meso (institutional) and micro (individual) levels in terms 

of the employed analysis. This is to examine TM strategies according to the political or 



 

474 
 

 
 

legislative environment, or in various groupings, teams, or entities and establishments, 

implicating national schemes, governance or cultures, as well as measuring talent 

retention based on the individual level, involving employee beliefs, intentions, and 

feelings.  
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Jones and Skarlicki (2003); Taplin and Winterton (2007); Bushra et 

al. (2011); Dimaculangan and Aguiling (2012); Ariyabuddhiphongs 

and Kahn (2017); Jauhar et al. (2017); Clarke (2001); Jones and 

Skarlicki (2003); Taplin and Winterton (2007); Rafferty and Griffin 

(2006); Dartey-Baah (2015); Yaghoubipoor et al. (2013) and 

Visvanathan et al. (2018). 

In
str

um
en

ta
l l

ea
de

rs
hi

p 
sty

le
 

Hodges (2008); Grissom (2012); Zhang et al. (2015); Halbesleben 

and Wheeler (2008); Braun et al. (2013); Mulki et al. (2015); 

DeConinck et al. (2004); Jauhar et al. (2017); Jones et al. (1996); 

Mulki et al. (2006); Mulki and Jaramillo (2011); Oehley and Theron 

(2010); Meyer and Allen (1991); Bass and Avolio (1993); Schein 

(1992); Ogbonna and Harris (2000); Dartey-Baah (2015); Russell 

(2011); Tjosvold (1984); Agarwal et al. (1999); Visvanathan et al. 

(2018); Yaghoubipoor et al. (2013); Wu (2009), Epitropaki and 

Martin (2005), Dartey-Baah (2015) and Mulki et al. (2015); Dartey-

Baah (2015) and Rotemberg and Saloner (1993). 

Table 1: Key literature on Talent Management, developed by the researcher 
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Appendix 2: Pilot Survey Questionnaire 
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Appendix 3: Letter to Gatekeeper  
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Appendix 4: Tests of Normality 

 

Gender 
Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 
I intend to work for 
the long-term in my 
organisation. 

Male .244 215 .000 .869 215 .000 
Female .309 72 .000 .806 72 .000 

Position 
 General 

Manager 
.299 36 .000 .764 36 .000 

Executive 
Director 

.222 63 .000 .869 63 .000 

Division 
Manager 

.270 92 .000 .837 92 .000 

Head Section .337 96 .000 .768 96 .000 

Age Group 
 23 - 34 .282 30 .000 .830 30 .000 

35 - 44 .260 164 .000 .846 164 .000 
45 - 54 .266 79 .000 .869 79 .000 
55 - 60 .249 14 .019 .883 14 .065 

Tenure 

Qualifications 
 
 
 
 

 

 

Table 1 of Appendix 4: a. Lilliefors Significance Correction 

 4 - 7 .256 11 .043 .893 11 .150 
8 - 12 .265 61 .000 .852 61 .000 
13 - 17 .256 82 .000 .864 82 .000 
18 - 24 .270 93 .000 .830 93 .000 
25 and plus .257 40 .000 .842 40 .000 

 Degree or 
equivalent 

.264 86 .000 .860 86 .000 

Masters or 
equivalent 

.234 121 .000 .867 121 .000 

PhD or equivalent .300 66 .000 .800 66 .000 
High School .307 4 .000 .729 4 .024 
Diploma .272 10 .035 .802 10 .015 
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Appendix 5: Approved Ethics Package 

  

07/12/2021, 01:05 Approved - AbouabidAlla

https://excasowa.ljmu.ac.uk/owa/projection.aspx 1/2

Dear Eman
 
With reference to your application for Ethical Approval:
 
16/LBS/021 - Eman AbouabidAlla, PGR - INVESTIGATING TALENT MANAGEMENT LEADERSHIP
PROGRAMS AT ABU DHABI GOVERNMENT IN LIGHT OF THE 2021 UAE VISION (Patricia Harrison, Bob
McClelland)
 
The University Research Ethics Committee (UREC) has considered the above application by proportionate review. 
I am pleased to inform you that ethical approval has been granted and the study can now commence.
 
Approval is given on the understanding that:
 

·         any adverse reactions/events which take place during the course of the project are reported to the
Committee immediately;

·         any unforeseen ethical issues arising during the course of the project will be reported to the Committee
immediately;

·         the LJMU logo is used for all documentation relating to participant recruitment and participation e.g. poster,
information sheets, consent forms, questionnaires. The LJMU logo can be accessed at
http://www.ljmu.ac.uk/corporatecommunications/60486.htm

                                               
Where any substantive amendments are proposed to the protocol or study procedures further ethical approval
must be sought.
 
Applicants should note that where relevant appropriate gatekeeper / management permission must be obtained
prior to the study commencing at the study site concerned.
 
For details on how to report adverse events or request ethical approval of major amendments please refer to the
information provided at http://www.ljmu.ac.uk/RGSO/93205.htm
 
Please note that ethical approval is given for a period of five years from the date granted and therefore the expiry
date for this project will be December 2021.  An application for extension of approval must be submitted if the
project continues after this date.
 
 

Mandy Williams, Research Support Officer
(Research Ethics and Governance) 
Research and Innovation Services 
Kingsway House, Hatton Garden, Liverpool L3 2AJ 
t: 01519046467 e: a.f.williams@ljmu.ac.uk

 
 

Approved - AbouabidAlla

 Reply |h

Inbox

�
Williams, Mandy &
Wed 21/12/2016, 14:26

Abouabidalla, Eman; Research Ethics Proportionate Review; Harrison, Patricia; Mq

You replied on 22/12/2016 08:52.

h

Download  

Ethics Application Eman…
2 MB

Reply |h& Delete# Junk |h > ;
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Appendix 6: Survey Factor Loading 

Sr. Item Label/Path/Construct Name  Factor Loading Retained Deleted 

1.  LDE4 <--- Leadership_Devpt_Effectiveness  .729 R £ 

2.  LDE3 <--- Leadership_Devpt_Effectiveness  .758 R £ 

3.  LDE2 <--- Leadership_Devpt_Effectiveness  .435 £ R 

4.  LDE1 <--- Leadership_Devpt_Effectiveness  .743 R £ 

5.  LDE5 <--- Leadership_Devpt_Effectiveness  .701 R £ 

6.  LDE6 <--- Leadership_Devpt_Effectiveness  .597 R £ 

7.  LDE7 <--- Leadership_Devpt_Effectiveness  .623 R £ 

8.  LDE8 <--- Leadership_Devpt_Effectiveness  .621 R £ 

9.  PA4 <--- Performance_Appraisal  .621 R £ 

10.  PA3 <--- Performance_Appraisal  .717 R £ 

11.  PA2 <--- Performance_Appraisal  .504 R £ 

12.  PA1 <--- Performance_Appraisal  .645 R £ 

13.  PA5 <--- Performance_Appraisal  .709 R £ 

14.  PA6 <--- Performance_Appraisal  .456 £ R 

15.  PA7 <--- Performance_Appraisal  .625 R £ 

16.  PA8 <--- Performance_Appraisal  .513 R £ 

17.  PA9 <--- Performance_Appraisal  .847 R £ 

18.  PA10 <--- Performance_Appraisal  .752 R £ 

19.  EMP3 <--- Attraction_Retention_Empowering .837 
 

R £ 

20.  EMP2 <--- Attraction_Retention_Empowering  
 

.914 R £ 

21.  EMP1 <--- Attraction_Retention_Empowering .509 
 

R £ 

22.  EMP4 <--- Attraction_Retention_Empowering .585 
 

R £ 

23.  EMP5 <--- Attraction_Retention_Empowering  
 

.677 R £ 
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Sr. Item Label/Path/Construct Name  Factor Loading Retained Deleted 

24.  IR3 <--- Attraction_Retention_Rewards .707 R £ 

25.  IR2 <--- Attraction_Retention_Rewards  
 

.916 R £ 

26.  IR1 <--- Attraction_Retention_Rewards .880 
 

R £ 

27.  IR4 <--- Attraction_Retention_Rewards  
 

.736 R £ 

28.  IR5 <--- Attraction_Retention_Rewards .117 £ R 

29.  IR6 <--- Attraction_Retention_Rewards .596 
 

R £ 

30.  SL3 <--- Supportive_Leadership .815 
 

R £ 

31.  SL2 <--- Supportive_Leadership .652 
 

R £ 

32.  SL1 <--- Supportive_Leadership .859 
 

R £ 

33.  SL4 <--- Supportive_Leadership .747 
 

R £ 

34.  SL5 <--- Supportive_Leadership .790 
 

R £ 

35.  IL1 <--- Instrumental_Leadership .670 
 

R £ 

36.  IL2 <--- Instrumental_Leadership .737 
 

R £ 

37.  IL3 <--- Instrumental_Leadership .716 
 

R £ 

38.  IL4 <--- Instrumental_Leadership .724 
 

R £ 

39.  TS3 <--- Job_Satisfaction .837 
 

R £ 

40.  TS2 <--- Job_Satisfaction .677 
 

R £ 

41.  TS1 <--- Job_Satisfaction .709 
 

R £ 

42.  TS4 <--- Job_Satisfaction .748 
 

R £ 

43.  TS5 <--- Job_Satisfaction .717 
 

R £ 

44.  PL2 <--- Participated_Leadership .785 
 

R £ 

45.  PL1 <--- Participated_Leadership .782 
 

R £ 

46.  PL3 <--- Participated_Leadership .373 £ R 
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Sr. Item Label/Path/Construct Name  Factor Loading Retained Deleted 

47.  PL4 <--- Participated_Leadership .588 
 

R £ 

48.  LDP1 <--- Leadership_Devpt_Programme .520 
 

R £ 

49.  LDP2 <--- Leadership_Devpt_Programme .722 
 

R £ 

50.  LDP3 <--- Leadership_Devpt_Programme .725 
 

R £ 

51.  LDP4 <--- Leadership_Devpt_Programme .813 
 

R £ 

 

Table 1 of Appendix 4 – Developed by the researcher 
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Appendix 7: Model Fit Summary 

CMIN 

Model NPAR CMIN DF P CMIN/DF 

Default model 128 1220.029 862 .000 1.415 

Saturated model 990 .000 0   

Independence model 44 6188.608 946 .000 6.542 

RMR, GFI 

Model RMR GFI AGFI PGFI 

Default model .057 .843 .820 .734 

Saturated model .000 1.000   

Independence model .193 .418 .391 .400 

Baseline Comparisons 

Model 
NFI 

Delta1 

RFI 

rho1 

IFI 

Delta2 

TLI 

rho2 
CFI 

Default model .803 .784 .933 .925 .932 

Saturated model 1.000  1.000  1.000 

Independence model .000 .000 .000 .000 .000 

Parsimony-Adjusted Measures 

Model PRATIO PNFI PCFI 
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Default model .911 .732 .849 

Saturated model .000 .000 .000 

Independence model 1.000 .000 .000 

NCP 

Model NCP LO 90 HI 90 

Default model 358.029 269.605 454.470 

Saturated model .000 .000 .000 

Independence model 5242.608 4997.224 5494.615 

FMIN 

Model FMIN F0 LO 90 HI 90 

Default model 4.266 1.252 .943 1.589 

Saturated model .000 .000 .000 .000 

Independence model 21.638 18.331 17.473 19.212 

RMSEA 

Model RMSEA LO 90 HI 90 PCLOSE 

Default model .038 .033 .043 1.000 

Independence model .139 .136 .143 .000 
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AIC 

Model AIC BCC BIC CAIC 

Default model 1476.029 1523.830 1944.443 2072.443 

Saturated model 1980.000 2349.710 5602.887 6592.887 

Independence model 6276.608 6293.040 6437.626 6481.626 

ECVI 

Model ECVI LO 90 HI 90 MECVI 

Default model 5.161 4.852 5.498 5.328 

Saturated model 6.923 6.923 6.923 8.216 

Independence model 21.946 21.088 22.827 22.004 

HOELTER 

Model 
HOELTER 

.05 

HOELTER 

.01 

Default model 219 226 

Independence model 48 49 

 


