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Testing the mediation effect of personal attributes on the relationship between
talent management and employee turnover in Lebanon.

Youness Abou Saleh

Abstract

Research on talent management (TM.) has seen an uprising in recent studies and
has been introduced across various fields. Yet, only a limited handful of studies have
investigated and addressed the connection of talent management (TM) and employee
turnover in Lebanon. Due to TM, employees will be highly influenced by its introduction
and could affect employee turnover due to its initiatives carried out by the organization.
In my paper, I intend to bridge the gap between TM and employee turnover. This study is
to show how employees are impacted by TM and their turnover intentions, mediated by
personal attributes, defined as motivation and risk averseness.

The results of the study show that there is a link between employees perceived
turnover intentions and TM. Two mediators, namely risk averseness (RA) and motivation
that eventually did not affect the relationship had also been identified.

Keywords: Talent Management, Employee Turnover, Motivation, Risk

averseness
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CHAPTER 1
INTRODUCTION

1.1General background:

Lebanon is considered the 80" most competitive nation in the world out of 140
countries ranked in the 2018 edition of the Global Competitiveness Report published by
the World Economic Forum (2018). With a competitive index of Index at 57.72 Points,
Lebanon faces below benchmark of competitiveness. The country has been trying to fix
this damage and compete globally yet with an Unemployment Rate at 6.30 percent
(which has increased from 2016), Lebanon is losing its already mediocre competitive
advantage. Companies in the regions such as companies in both Dubai and Jordan have
adopted talent management and its practices in order to employ the highest qualified
employees they could find. With a population of 6.09 million, Lebanon can not only
benefit from its supply of talent that have already not been properly employed but can
also move on to a bigger scale of employment in order to employ high potential or highly
efficient employees that are qualified and show potential growth in both aspects, personal
and in the market. The need for qualified employees in Lebanese companies especially
those who are talented are highly needed in order to fix this impediment. The ease of
doing business in Lebanon is ranked 142 out of 190 economies. This has led many
companies in Lebanon to adopt TM. Since its introduction many scholars and
practitioners have had interest in understanding talent management and its effect on
successfully retaining employees when properly applied leading to a decrease in
employee turnover. This has guided further research to dig deeper on the levels of how
TM can be altered and affected to disrupt its linkage with employee turnover intentions.
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This disruption will be labeled as personal attributes in the study which covers both risk
aversion and motivation. The figure below displays a model which will be further

discussed in the study:

MOTIVATION

A 4

1 RISK | »

L

Figure 1.1. Hypothesized relationship among study variables.

1.2 Need for the study:

In recent years “An array of evolutions, such as globalization, increasing
knowledge work, accelerating technological advancement and rising competition,
makes it vital that institutions acquire distinctive human capital for competitive
advantage and organizational success (Holtom et al., 2008, as cited in Fahim, 2018,
p-21). Also, the retention of valuable and high performing employees has become a
necessary strategy for HR managers in this environment. There is a significant
amount of data that proves that retention of talented employees has been of serious
concern to organizations, in face of the constantly rising high rates and costs of
employee turnover (Samuel and Chipunza, 2009, as cited in Fahim, 2018, p.21).
Granted that there have been many studies done on talent management in general and
on employee retention, however, there was no attempt to study the impact of TM

factors that lead to adopting this newly trending concept in Lebanon. One of the



many reasons for implementing talent management are the economic alterations that
pose significant challenges for the respective companies. A worldwide increase for
the demand for qualified workers has resulted from globalization and the resulting
intensification of competition (Schuler et al., 2011, as cited in Ewerlin & Siif3, 2016,
p.142). The market when discussing talent has reflected a “decrease in the supply of
labor” when comparing high potential labor supply (Baruch et al., 2007, as cited in
Ewerlin & Siif3, 2016, p.142). “Talent management is therefore arguably being
positioned by some as the latest weapon in the HRM arsenal, in the ongoing struggle to

elevate the practice of HRM to one of strategic importance”( Christensen Hughes and

Ro0g,2008, p.746). Many reasons have also been considered while talking about
retention which focuses on maintaining the talented employee. “The various reasons
for people leaving the organizations have been found as external inequity of salary,
limited growth opportunities, role stagnation, underutilization of skills, and lack of
recognition” (Ghosh & Sahney, 2011, p.34). “However, the mechanisms through
which TM affect talented employees’ outcomes still needs more research”
(Thunnissen & Gallardo-Gallardo, 2019). This presents the gap present between TM and
retention. To further understand this gap, personal attributes such as motivation and risk
aversion will be mediated in the study to further understand the linkage between TM and
employee turnover and if the mediation of personal attribute can help decrease the gap.

1.3 Purpose of the study:

Previous studies suggested that talent management (TM) is related to employee
turnover. However, only a few have examined the elements of talent through which TM

leads to employee turnover due to lack of retention strategies. The purpose of this paper



is to examine the mediating role of personal attributes (motivation and risk aversion) on
the relationship between TM and employee turnover. This will help further understand
employee’s perception of talent management, the personal attributes and turnover

intentions.
1.4 Statement of research problem

This study investigates the mediation of both motivation and risk aversion on the
relationship between TM and employee turnover in Lebanon. This thesis attempts to
answer this basic question: “Does personal attributes (motivation and risk aversion) affect

the link between TM and employee turnover?”
1.5 Research hypothesis:

H1: TM has a significant effect on employee turnover.

H2: The impact of TM on employee turnover is mediated by risk aversion.
H2.A: TM is significantly related to risk aversion.

H3: The impact of TM on employee turnover is mediated by motivation.
H3.A: TM is significantly related to motivation.

1.6 Operational definition of terms:

1- Motivation:

Motivation refers to “the reasons underlying behavior” (Guay et al., 2010, p. 712).
Paraphrasing Gredler, Broussard and Garrison (2004) they broadly define motivation as
“the attribute that moves us to do or not to do something” (p. 106). Intrinsic motivation is
motivation that is animated by personal enjoyment, interest, or pleasure. As Deci et al.
(1999) observe, “intrinsic motivation energizes and sustains activities through the

spontaneous satisfactions inherent in



effective volitional action. It is the manifest in behaviors such as play, exploration, and
challenge seeking that people often do for external rewards” (p. 658). Researchers and
scholars differentiate intrinsic motivation with extrinsic motivation, which is motivation
that is regulated by packages and reinforcement contingencies. Traditionally, they also
consider intrinsic motivation to be a more desirable type of motivation that also results in
a better learning outcome than extrinsic motivation” (Lai, 2011, p.3)

2- Talent:

According to McKinsey, talent is “the sum of a person’s abilities ... his or her
intrinsic gifts, skills, knowledge, experience, intelligence, judgement, attitude,
character and drive. It also includes his or her ability to learn and grow” (Michaels,
Hanfield-Jones, & Axelrod,2001, as cited in Ruél, Bondarouk & Dresselhaus, 2013,
p.219).

3- Retention:

Retention is defined as “a voluntary move by the firm to create an
environment which engages employees for the long term” (Chaminade, 2006, as
cited in Fahim,2018, p.24). It is the other side of the recruitment coin, as they are
both hot issues. However, experts suggest that it is quite easy to recruit people,
whereas it is much more difficult to retain them. Retention implies “the desire of
organizations to keep and hold on to their competent employees and the measures of
this.” It involves three basic elements: economics, supply chain and workforce
(Hemalatha and Savarimuthu, 2013, as cited in Fahim, 2018, p.24). So, employee

retention means “the various policies and practices that let employees stick to an



organization for a longer period of time” (Francis, 2014, as cited in Fahim, 2018,
p.24).

4- Talent management:

According to Collings and Mellahi,2009, as cited by Chung & D’ Annunzio-
Green,2018, p.102, TM can be defined 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.

5- Frontline managers:

The lowest level of managers. They display managerial characteristics where they
are responsible for a group under their supervision yet are considered the least
experienced of managers and is the first step in the managerial hierarchy.

6- Risk aversion:

In general, the notion of risk comprises two components: the uncertainty of an
outcome and the importance of negative consequences associated with the outcome of a
choice (Rousseau et al., 1998, as cited in Matzler, Grabner-Kréuter, and Bidmon,2008,
p.155). Researchers show that the tendency to take risks (risk-taking) or to avoid risks
(risk aversion) among individuals is rather consistent, and term the consistency risk

propensity (MacCrimmon and Wehrung, 1990, as cited in Zhang, and Cain,2017, p.797).



7- Employee turnover:

March & Simon, 1958, as cited in Hancock et al.,2013, p.574, defined turnover as
the departure of an employee from “the formally defined organization”. The interest in
this phenomenon has been prevalent within the management, psychology, sociology, and
popular business literatures throughout the past half century. As the business world

continues to move toward a knowledge-based economic structure (Adler, 2001, as cited

in Hancock et al.,2013,p.574).
1.7 Overview:

This paper is set to understand the mediating effects of a) Risk Averseness and b)
Motivation on the relationships between TM and Employee turnover intentions. The
structure of the paper is as follows:

Chapter I — Introduction

Chapter II — Literature Review

Chapter III — Theoretical Framework and Research Hypotheses

Chapter IV — Methodology

Chapter V — Data Analysis and Results

Chapter VI — Discussion and Conclusion



Chapter 11
Literature Review

2.1 Theoretical implication and empirical study

2.1.1 Talent Management:

In 2011, Koustab Ghosh and Sangeeta Sahney believed that the issue of
maintaining and retaining talent has been lighted upon now more than ever because of the
change in the market that has made the business environment today both highly
competitive and challenging. They also believed that the only way of achieving complete
development in a business and the reach of customer satisfaction can only be adopted by
hiring the most suitable and capable managers distributed in all levels of the organization.
They conducted a study which was based on examining what the causes of managerial
turnover could be on an industry wide scale, this study was titled “the impact of
organizational sociotechnical system on managerial retention”. Due to an ongoing rivalry
between organizations that has led to a presence of constant better job opportunity offers,
countless need for human capital mobility and the rareness of competent managers which
have caused an alarming situation. The study focused on studying the organizational
sociotechnical system to see if there is any significance between social and technical
subsystems and managerial retention to further understand what causes managerial
turnover. “The various reasons for people leaving the organizations have been found
as external inequity of salary, limited growth opportunities, role stagnation,
underutilization of skills, and lack of recognition” (Ghosh & Sahney,2011, p.34). The
three social subsystems identified and used, are the relationship between both

managers and their superiors, the managers interpersonal relationship with their



respective peers and the fit of the individual with the organization’s social
atmosphere characterized as norms and practices. All three showed significant impact
towards managerial retention in both managerial levels studied. With the results
provided, the organizations top management should consider creating a positive
impact towards these elements which would provide a more suitable social structure
for managerial positions within the organizations. The three technical subsystems
tested in the study are the characteristics needed for a managerial position, the
technological support provided in the workplace and the organizational facilities
used for support. The combination of both social and technical strategies would
provide a recognizable competitive advantage in both attaining and retaining a better
pool of effective quality managers in junior and middle levels. “The senior
management along with the HR professionals have to develop suitable retention
initiatives that become more effective in retaining managerial talents and reducing
attrition rates. The balanced sociotechnical design of managerial jobs gives more job
satisfaction to the managerial personnel, which brings more commitment to work and
organization and reduces attrition rates” (Ghosh & Sahney,2011, p.55).

To gain competitive advantage, multinational corporations have been racing to
attract and retain talent. In the study titled “Global talent management in multinational
corporation and the role of social networks”, The focus was the necessity of talent
management in organizations in order to ensure that the right people with the right
competencies and motivation needed for the task are at a specific time and location.
Lately Talent management has been taken more seriously as an approach for

organizations to implement by multinational corporations and organizations that want to



gain a global scale competitive advantage. Especially after the introduction of issues
concerning the attraction, development, retention and motivation factors of talent. Social
networking is defined in this focus as an interconnected system where in the 21 century
has been used as a tool for connecting, obtaining and transmitting information. This
makes it play the role of a social hub on a worldwide scale. This tool has presented both
advantages and disadvantages since its implementation. Even though it is a highly
reliable tool that has been proved to be highly beneficial, users have shown a high
dependence tendency towards it. These changes and challenges in the market have been
the reason for global talent management to be implemented. Due to the functionality and
convenience of social networking, researchers have asked the question “does social
networking benefit and support global talent management in multinational
corporations?”. A two round Delphi method had been presented, in which three
distinctive groups where addressed with the used questionnaire. The method used was
used to its high flexibility and previous success regarded in the exploration of new
concepts. The groups surveyed where divided into defined groups which where HR
managers, HR researchers and students in a Master of Science program in business
administration. In the survey the graduate students (derived from different universities)
where assumed to have no to minimal access to working life and executive experiences
and so where given sections that go into general questions, employer brand, social
network and talent management. HR researchers where given the exact same sections but
with an additional part tackling HR challenges due to their presumed knowledge and
work around global talent management and social networks but where also considered to

have minimal managerial responsibility in the company. The amplest questionnaire
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regarding the same sections with additional questions where given to HR managers
because of their highest responsibility among the other groups and knowledge towards
the topic, acknowledging the fact that they would provide the most information. The
findings show that each group had a diverse opinion towards the subject. The HR
managers believed that multinational corporations should focus on new HR techniques as
well as the focus on the lack of professionals and managers. Researchers on the other
hand added that there are more HR challenges that the questionnaire neglected to add and
believed that recruitment and replacement of the leading positions should be a main focus
of a multinational corporation seeking competitive advantage through talent management.
Concerning social media usage students believed in the borderless usage of it, while
managers believed it is better option to block some services. Both students and
researchers believed that it is also a decent enhancement tool that would work with
recruitment of new employees and also with employer branding. Managers, however, did
not state them as a recruiting instrument but could be a good alternative to be used for
applicant reviewing and constructing employees as ambassadors of the company. The
study shows that social networks for a majority of people plays a crucial role in their
daily life, including the three distinctive groups discussed. Students in particular
have a higher dependence due to them growing up with social networks making them
know how to use them better and do use them constantly for daily activities, even for
job searches (Ruél, Bondarouk, Dresselhaus, 2013). Multinational corporations
should encourage the use of social networks since it can be useful for feedbacks and
as an internal communication platform used among coworkers which can benefit

talent management drastically. If used properly can be a significant element since it
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can provide both workplace acceptance and employee satisfaction due to its tendency
to allow fellow coworkers to identify with their employer. “The HR managers
stressed the implementation of HR techniques, lack of professionals, and lack of
managers. Therefore, it is evident that creating a TM system within an organization
is often the key to success” (Ruél et al., 2013, p.239).

Talent management has been acclaimed the most discussed topic in this era
between academics and HR practitioners and has been empirically investigated in a
vast part of Europe except for certain countries such as Germany. This concept has
been considered under researched in Germany due to its unclear and questionable
implementation in its market. A research has been conducted titled “dissemination of
talent management in Germany”, to diminish the gap presented in the addressed
topic. The study focused on understanding why talent management is implemented in
Germany, its causes and configurations through a quantitative empirical study. This
has been investigated due to the current significant challenges presented by the
constant economic changes such as intensified competition and globalization. This
made the strive for competitive advantage more desired and highly needed to stay on
top, leading companies worldwide to search for qualified workers in a market facing
a decrease in supply of highly skilled labor. Workers that are highly skilled or
referred to as talented are becoming an important key factor in the race for
competitive advantage. Due to this reason a staggering decrease has been presented
in talented employees because of their high importance and the companies desire to
attain them. There is no exact agreement to what talent and talent management are

defined as. Talent is the collection of specific individual characteristics that
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depending on the organization, type of work and circumstances can be considered as
highly qualified and recognizable. It is usually accompanied with employees who
have been classified as being high performers or have high potential to be one. Even
with the vast collection of definitions talent management has been accompanied with
two characteristics. The first is the drive to do something properly which enables the
person to accomplish the work with better results than that of a person lacking it.
Examples of this drive can be expressed as skill, creativity and leadership skills. The
second characteristic is the assumption that talented employees are highly
responsible and execute their assignments well, thus making them accounted for
having a higher potential then the average employee. Even though there is no exact
definition that accommodates talent management, most of these definitions also
include tasks such as identifying, selecting, developing, motivating and retaining that
help achieve competitive advantage. In the study four functions where identified
belonging to talent management. The functions are identifying and attracting talent
externally and internally, qualification and the link to deployment, the time and place
needed for the specific talent in the organization. In order to prove the purpose of the
study two rounds of online surveys had been used to collect the necessary data
needed. Most of the companies addressed where in Germany and the others where
based in the United States but had company branches in germany. “The
dissemination of talent management is analyzed in the first step. Talent management
packages are generated in the second step using a factor analysis. These packages
serve first to condense the talent management instruments investigated and second to

differentiate between various alignments of talent management. This provides a basis

13



for assessing the intensity with which the different packages are used. In the third
step, the variables responsible for introduction and configuration of talent
management are investigated through a regression analysis. In the fourth step, using
a cluster analysis, companies are grouped together according to the similarity of their
talent management” (Ewerlin & Siif3, 2016, p.146). The study highlighted the
widespread increase of talent management in Germany both in practice and
literature. It also highlighted that there is no standardized use of talent management
and depends mostly on the instruments used in the company. The instruments that
have been adopted from HRM can be divided into three categories which are
“attraction and compensation”, “development and career planning” and “appraisal
and deployment”. The use of the second and third categories where used vigorously
towards talented employees as compared to other employees. The first category has
been used as vigorously and sometimes less vigorous as compared with the other
categories. The study showed that economic factors showed a significant effect on
the use of talent management in both instruments two and three. The first instrument
was only identified through isomorphism variables as an influence on its use. “While
“development and career planning” instruments are used (very) intensively in most
of the companies, they regard “appraisal and deployment” instruments as a general
necessity rather than a way for them to differentiate themselves from other
companies. “Attraction and compensation” instruments are at the bottom of the rank
order. First, they precede the entrance of talent into the company and thus seem to be
regarded by companies as a recruitment task. Second, as compensation instruments

focus exclusively on extrinsic incentives, that are often of little relevance for talent
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and thus do not represent a distinguishing feature of companies in the long term”
(Ewerlin & Siif3, 2016, p.155). This study could not justify if talent management is a
trend that would disappear. Talent managements rigorous use in many organizations,
combined with hyped trends such as demographic change and globalization
emphasizes the need of attracting, retaining and developing talent for future
economic purposes. Therefore, talent management will become instituted and this
does not rule out that certain organizations introduce it merely for authenticity
purposes (Ewerlin & SiiB3, 2016).

Talent management has been linked to organizations displaying success and
have strived for obtaining a competitive advantage. Attaining, retaining and
development of talent pools have been focused on more by organizations which has
led to uncommon challenges that was not present before. Till this day no specific
claim or definition has been given to define talent management. “In the present
study, we adopt the talent management definition 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 (HR) architecture to facilitate filling
these positions with competent incumbents and to ensure their continued
commitment to the organization” (Collings and Mellahi, 2009, as cited Golik
&Blanco,2014, p.24). The field of study suggests the presence of several steps for
the implementation of talent management to take place. A gap has been found to be

present in studies addressing talent management due to the lack of understanding of
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whether talent identifications presence promotes the use of talent development tools.
The paper titled “Talent identification and development tools: two to tango?” focuses
on answering two questions to decrease the gap which focus on the influence of
talent identification on the use of talent development tools and if the tools differ
among companies that have a different talent identification process. The purpose is to
see if there exists a relationship between talent identification and the development
tools. The study shed some light on different elements of talent management which
involved identification, development, appraisal, attaining and retaining of high
performers. Three key aspects of talent management where also stated which where
maintaining linkage between talent and corporate strategies, identifying the needs for
talent and their effective management. Talent identification process is considered the
basis of talent management and performance management is considered the first step
of a process done by talent identification. Performance managements only drawback
is it can only present past knowledge on the employee’s performance and in turn
cannot identify any potential the employee might portray while taking more
strategical roles. Depending on the researcher, Talent development process can be
used in different methods and will be identified differently. The study focused on
developmental relationship, the developmental assignments and formal programs.
Developmental relationships are a way used for building a person’s talent and
helping that person in workplace development while coaching and mentoring the
talented employee in order to achieve the most of that talent. Developmental
assignments are tasks which are offered to the employee to execute in order to

develop the person while granting the desired experience needed for proper
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development. Formal programs are beneficial for the employee’s improvement both
vertically and horizontally in the company and provides short term training programs
which prepare the employee for career advancement. Three hypotheses where
proposed, the first is to prove if companies using both potential identification and
performance management (PMP companies) use more development tools than
companies that use only performance management process (OPM companies) and
companies that doesn’t use any of the processes stated (NONE companies). The
second hypothesis was that talent identification process will show different
percentages while using development tools in the company (PMP vs OPM vs NONE)
and each chosen development tool was considered a subcategory in the hypothesis to
see each tool separately in order to understand their significance. The expertise of
both senior management and HR professionals where used. The third hypothesis
stated that both identification and development tools implementation where
encouraged by the existence of development departments. The first hypothesis
showed significance even when applying size and capital origins as factors where
PMP groups displayed the most amount of development tool usage, while both OPM
and NONE groups showed significantly less. The second hypothesis also showed
significance where PMP showed higher percentage than OPM and OPM showed
compared to NONE in mentoring programs, job moves, coaching programs and
formal training programs altogether. The study to see any significance between
OPM, PMP and NONE companies and job rotation deduced that no significance
where present. “Talent identification processes and formal programs. Results showed

no statistically significant relations between OPM, PMP, NONE and formal
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education. Companies with different talent identification processes in place showed a
similar percentage of formal training: NONE (53.6 per cent), OPM (61 per cent) and
PMP (76.7 per cent)” (Golik &Blanco,2014, p.32). The third hypothesis showed
significance which proved that companies having development department had
higher usage for talent identification and talent development tools than companies
lacking this department. “A more sophisticated HR infrastructure (systems and
methods) in the identification phase drives the presence of more varied and
sophisticated tools in the development phase. Organizations tend to focus on highly
customized development (i.e. tailoring development activities to a leader’s strengths,
developmental needs and career potential)” (McCauley, 2008, as cited in Golik
&Blanco,2014, p.34). As perceived, talent identification was present when
companies used development tools.

One of the many sectors facing a fast-growing market has been the food and
accommodation service industry. This industry is solely based on providing consumer
experience and is led by chefs and highly oriented business leaders for them to stand out
in the market. Talent management has been introduced to this sector to ensure both
service excellence and to achieve competitive advantage in the market. This is done in
order to attract, retain and develop new talent and existing high performers to increase
their overall performance. The concept of talent management has had a wide variety of
definitions but almost all of them cover the same activities which are talent sourcing,
recruiting, developing, attaining, retaining and deployment of talented employees. The
key to achieve service excellence in this market is the combined efforts of both HR

activities and the strategic approach. “Although many organizations implement a range
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of TM strategies, the extent to which these links together horizontally with other HR
practices or vertically in terms of strategic alignment is debatable. There tends to be
a discrepancy between intended and actual practices. This may especially be the case
within small- and medium-sized enterprises (SMEs) where a lack of resources, time
and HR initiatives or expertise suggests that very few would have adopted a strategic
approach to TM” (Chung & D’Annunzio-Green, 2018, p.102). The study titled
“Talent Management practices in small- and medium- sized enterprises in the
hospitality sectors” has been conducted to give an overview of the nature and
characteristics of this industry and the relevant talent management practices applied
within SMEs. Human capital is stressed on in this market in order to ensure service
quality, customer satisfaction and competitive advantage. Due to its intensely driven
nature as a sector, consumers have many options to choose from in the market,
therefore, in order to be recognized in the market, these organizations depend heavily
on suitably motivated, well trained and qualified workers to represent their
establishment. These industries have also been associated with negative feedback due
to their contributing factors such as low payed jobs, unsocial working hours and
limited opportunities. This negative reputation with the high levels of turnover show
that the industry faces great challenges in both of their attracting and retaining
efforts. The organization’s plans and strategies are responsible for enhancing both the
quality and quantity of hospitality personnel. The employer and service provider
therefore should promote positive perceptions of the industry. A successfully
executed talent management strategy is therefore essential to develop employee

recruitment, retention and commitment (Deery, 2008, as cited in Chung &
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D’ Annunzio-Green, 2018). In the UK, there is a gap in the understanding of talent
management in SMEs because of the studies mostly focusing on global multinational
enterprises. The hospitality sector in the UK is mostly consisted of SMEs and have
been considered one of the contributors to both the economy and to employment.
Small companies, because of their size and visibility have a very different HR than
that in large companies. Due to their size, most SMEs tend to have the owner or CEO
in charge of HR activities such as recruiting which shows the importance of their role
in applying a strategic talent management approach. “The practices varied depending
on the size and type of organization, whereby larger industry-, service- and retail-
oriented SMEs reported having invested more heavily on TM activities, which
include early identification of young talent, employee training and development, as
well as succession and career planning. This is perhaps an indication that the liability
of smallness or resource scarcity may have led to an absence of formalized HR or
TM practices” (Festing et al., 2013, as cited in Chung & D’ Annunzio-Green, 2018,
p.104). Talent management in companies have been overlooked by due to the
prioritization of departments such as marketing and finance. It is believed that it is also a
risk to only focus on key people in SMEs because it undermines the morale of the
workforce majority creating a toxic workplace which is one of the key attractions
presented to employees in this line of work. The lack of talent management awareness in
SMEs does not mean that the company lacks human capital strategies for management
and development. To ensure success of the organization, TM needs to be adaptable to the
context of SMEs and should suit the business, workplace and targeted consumer. “Some

managers of SMEs pointed out that reputation and accolades can in fact increase staff

20



turnover, particularly for chefs, as there comes a point where certain skills and talent
cannot be further developed simply because of the size of the operation, and hence
many leave for better career opportunities after being trained. It is therefore hoped
that the current research can offer some empirical insights to the subject area by
uncovering owner-manager views on issues influencing the ways in which TM
practices are adopted, with a specific focus on the accommodation and food services
sector” (Hwang and Lockwood, 2006 as cited in Chung & D’ Annunzio-Green, 2018,
p.105). The research done had its data collected via face to face qualitative interviews. It
was done with entrepreneurial owners and managers of hospitality centered SMEs based
in Midlothian, UK. The interviewees believed that talent does not only reflect the star
performers but also the reliable employees who are not necessarily senior management
because they play an important role in the industry. “Sometimes the people who do
quietly effective job over a long term have a greater positive effect on the business
than those who might be somebody who has strong effect or notable effect over a
shorter period. Because they may well do far more to develop your business over the
longer period. So, it’s important not to forget those people” (Chung & D’ Annunzio-
Green, 2018, p.106). They also believed that the smaller the industry the better it is
to create a familial culture compared to large companies and should also maintain a
balance and have both, formal culture to maintain control in the company and
informal culture that are key factors of SMEs. They also believe that nurturing high
potential employees and sustaining them is the best way to acquire talent. It is also
the managers role to distinguish the need of employees for training and development

for better opportunities and for professional and personal growth. This increases
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loyalty and decreases turnover. Owners and managers also know the importance of
connection building with present and former employees in the business which also
increases loyalty for the present employees and keeps a positive reputation with the
former ones. Since it is an SME, management may have easier access to connecting
with employees and encourages them to move on in improving in hopes to later
rehire them which is referred to as “Boomerang hires”. The challenges in TM are not
necessarily only present in the hospitality sector but is relevant in other sectors as
well. They believed that without high visibility and market recognition it will be hard
attract talented individuals especially young talent because the reputation will lack
value which leads to a loss in competitive advantage. The concept of social media to
promote reputation was also presented, given the speed of information travelled and
collected on social media, it can amplify corporate reputation if done right.
Entrepreneurs are very committed in providing training and development and has
been very beneficial to employees seeking growth but not all employees want any
given training and developing programs. SMEs are best at this approach of tailoring
employee needs in programs since it is easier to distinguish each employee needs
privately. The interviewees also recommended talent management practices such as
increased communication which helps cope with employees better. Employer
branding was also suggested since it is a less costly approach to attract employees
and construct a competitive brand. Another recommendation is to accommodate
employees’ personal interest which helps employees engage with the industry
through encouraging them to pursue what they find interesting, benefiting both the

employee and the industry.
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In the hospitality sector, human capital plays an important role in attaining
competitive advantage and ensures the company’s success. Strategies proposed in this
literature titled “Revisiting talent management, work life balance and relationship
strategies” are maintaining work life balance (WLB), job satisfaction, organizational
commitment and employee attitudes. This study aims to accomplish two goals. The first
is the use of Deery’s (2008) framework, due to is relevance in portraying the hospitality
sectors environment, to examine employee retention. The second is to examine if any
new findings have been identified that might modify the framework. This study focuses
on the success of talent management through the understanding of employee turnover.
The study’s literature has been divided into four parts which where deduced from both
the hospitality and mainstream management research collected from previous studies.
The boundaries of the research where deduced from Deery’s (2008) and the four parts
where divided into employee attitudes, personal employee dimensions, WLB and
organizational strategies for employee retention. Talent management has been defined in
many ways depending on the organizational goals and the sector it is being defined in.
The hospitality and tourism industry have a different term to define talent management
because of this sectors interest in factors different than that of different sectors in the
economy such as emotional, aesthetic and informational process. Due to newly
introduced trends and globalization attracting and retaining talented workers has become
difficult. Yet, even after facing a harsh economy which ended in downsizing or
eliminating HR departments, talent management is still referred to as a key component of
HR. Research by Davidson and Wang (2011), and Lub ef al. (2012), as cited in Deery

& Jago, 2015, p.455, argue that talent management is the required awareness of the
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different needs and behaviors of the generations. The focus of talent management in
the hospitality industry appears to be different from that of the mainstream
management literature. Hospitality businesses have been attributed with long unsocial
working hours, low pay and limited job opportunities and the industry has been trying to
combat these negative attributes that have been present for a while. These attributes have
been linked with employee turnover and has given the industry a bad reputation which
has damaged many organization’s image. Most mainstream management and hospitality
researches discussed the importance of WLB but was briefly discussed. Many companies
have considered this to be a privilege, yet studies have shown that employees with heavy
workloads displayed huge amounts of stress and with the addition of bad WLB led to
employees being less fixated on their jobs and had poor job performances. The more
unstable the WLB was the more the employee displayed exhaustion which greatly
impacted the quality of life of the employees, which led to job dissatisfaction. Employees
perceive WLB as having enough time off work, work support and flexibility. Work
overload is an employee work attitude that leads to employee turnover and was also
found to impact work life balance with emotional collapse being a mediator
(Karatepe,2012, as cited in Deery & Jago, 2015). Employee attitudes is another factor
in employee turnover, job satisfaction and organizational commitment. Employees that
have been dissatisfied will display negative attitudes which will affect their performance
and commitment to the industry and the employee will eventually display the intention to
leave the organization. WLB has also played a role in personal employee dimensions
since it directly effects the employees job satisfaction and organizational commitment.

Hope has been examined to see its effects on personal employee dimension and has
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shown that it buffers stress and exhaustion which lead to employee turnover. Sufficient
support towards employees by the organization and job security have seen a significance
in increasing employee satisfaction. Work alienation has contributed to the excessive use
of alcohol and substances that hospitality workers endanger themselves and others with.
Recent literature has stressed on the strategies organizations should adopt to improve
employee retention in the hospitality sector and has recommended better programs for
both training and development. This focus on retaining staff has also suggested a focus on
pay levels due to the constant turnover caused by the intention of finding a better paying
job which also included better career advancement and working conditions. The study
shows that the main factors of the framework are still present, but some have decreased in
importance such as presenteeism which in later studies showed less effectiveness. WLB
has been stressed more in the newer researches where WLB has influenced its presence in
present culture and could be due to it becoming a large issue or due to researchers
considering it as a pressing issue in the industry. WLB has also become an important
driver of employee retention where it has a high impact on job satisfaction. “employee
retention and talent management confirmed that the issues identified in the earlier
literature as being the key drivers of staff retention remain important. However, the
importance of managing WLB has been identified as essential to retaining staff,
especially the more talented in the later literature. Although WLB was identified as
an issue in the earlier review, it was not recognized as a key driver of staff
turnover/retention” (Deery & Jago, 2015, p.467). Even though WLB is considered an
impactful factor in talent retention, still there are different strategies presented that also

need to be assessed which also affect retention and decrease WLB problems.
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Seven human resource management and supply chain management research
courses have been identified in the study titled “Human resources management issues in
supply chain management research”. Human interaction is believed to be the drive of
supply chain management. Globalization and the competitively global marketplace that
arose has completely altered supply chain management and created a modernized
profession with newly identified set of skills and competences that are needed to manage
a global supply chain. Any Firm requiring these job positions will suffer a shortage of
these qualified individuals in the future. Supply chain management is people related and
the HRs help is needed to employ the best qualified workers to maintain a successful one.
The research aims to answer two questions, the first being the development of SCM
through HRM and the second being how can HRM literature in SCM be classified into
different research streams. The reviews approach consisted of a six-step process and
elaborated the issues of time horizon, database selection, journal selection, article
selection, article classification and article analysis. Only published journals where used in
the study and where selected by reputation to ensure high quality data. For the article
selection a process was put in order that focused on key words which pointed out the
relevance of that study to the study in progress which then after helped in the article
classification. The result of what was done found seven HRM/SCM research streams:

(1) Skills, knowledge and abilities needed to be gathered by the manager in the
organization in order to execute what is needed to excel. These traits would help
the manager in adding value to the supply chain and would help other acts such as

in problem solving, managing ambiguity, and having great communication skills.
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(2) Training and development showed that not only the employee be equipped with
the necessary skills, knowledge and ability for them to complete their work
accurately but have shown that the employees show a higher job satisfaction
which can be helpful in retaining the employee.

(3) Human resource managements impact on performance is based on is activities
that help in supply chain management by concentrating on the employee for
improved performance which will improve SCMs success. In this field,
competitive advantage is provided by HRM through its strategy in recruiting,
retaining, development and managing the valuable workers.

(4) Both learning and teaching are one of the top processes managers rely on in
supply chain management due to providing a superior quantity and quality of
graduates which will in turn provide a better supply to an already scarce supply.

(5) Hiring and recruiting deliver the greatest pool of skilled using selection practices
that provide competitive advantage.

(6) Compensation and pay are both the tangible financial services and benefits that
appeal to the employee. This use of incentives accompanied with performance can
be used to attract high value workers and make them feel needed in the
organization making them more loyal and perform better.

(7) Global mindset is acquiring specific skills, understandings and awareness of the
global market, which will assist the employee in competing more globally for the
company. This will help attribute a borderless global supply chain management

strategy and improve the business globally.
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2.1.2 Employee turnover:

Globalization with its adoption has been considered one of the many factors that
has played an important role in the progression of talent management along with the
increase of competition internationally and the endeavor for technological advancement
that has allowed easier accessibility to the desired information needed. This has also
given employees new perspectives in which they tend to drift their focus on skill and
reputation which falls under self-improvement, which they believe gives them a self-
investment opportunity that allows them to move between organizations, rather than
focusing on progressing in one organization. This trend is referred to as boundaryless
career path. Employers nowadays struggle due to this path because of organizations aim
to gain competitive advantages through their dependence on talent. This led to the focus
on more talent management strategies in order to reduce the loss of talented employees.
According to Arthur and Rousseau (as cited by Seopa, Wocke & Leeds, 2015), in the
study “The impact on the psychological contract of differentiating employees into talent
pools”, Individuals with a boundaryless career orientation will likely portray a
decrease in dependence on the organization itself for both career based decisions and
career progression and are more concerned with enhancing both their marketability
and employability within the larger labor market rather than limiting their career
progression within their current organization due to their beliefs of self-improvement
rather than trust in the organization. The strive towards retention of talent in
organizations has been a reason for this study. This led to a quantitative and
descriptive study of employees that are considered as talent or part of talent pools

and those who do not identify as talent in order to compare their psychological
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contracts. Results for the transactional relationship between talent pool classified
employees and non-talent classified employees showed no significance which
indicates that both groups perceive their relationship with their employers as less
transactional. On the other hand, there was a display of significance when comparing
the perceiving of relational orientation. Talent pool employees displayed a more
relational orientation between the organization than that of the non-talent pooled
employees. In the case of commitment, a significance was present which indicated
talent pool classified employees where more optimistic towards organizational
commitment than that of non-talent pooled employees. Both where uncertain when
addressed with the idea of trust towards the organization and had no significance
towards the element addressed. When testing both groups regarding citizenship
behaviors towards the organization. The results showed significance which indicated
that if expectations are not met, talent pool groups would show a higher tendency to
withdraw from citizenship behaviors in the organization. Even though both where
segmented, they both showed the same intention and likelihood of leaving the
organization. Managers that seek to retain and obtain top performing talented
employees, must grasp deeply the basic construct of their psychological contracts
(Seopa, Wocke & Leeds, 2015). Segmenting employees is an important strategy that
companies should adopt due to its ability to allow further understanding of what to
look for in seeking employee’s skill and performance. This helps avoid any mismatch
in employment that may lead to any further organizational troubles. Maintaining a
long-term employee relationship while also maintaining a pre-determined balance of

both groups of employees could decrease the likeability of oversupply of talent that
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leads to employee turnover and can also offer an important source of potential for the
future. Managers should also focus on avoiding any breach of any psychological
contract due to the fact of its probability of negatively effecting the willingness of
talented employees to commit to the organization.

Due to globalization and the shift for talent management as a tool for gaining
competitive advantage, intense studies have been centered around strategic human
resource managements use in modern organizational strategies. The trend nowadays
has been aligning HR with the company’s strategies to maintain an efficient work
environment which leads to competitive advantage. The attraction of employees
talented enough to partake in the company has become a race in today’s market due
to its increasing difficulty in acquiring unique human capital to reach market success.
Attaining these employees is very crucial but retaining these skilled workers is as
important. This has been one of the concerns managers have been facing which can
be seen through the high turnover rates in companies, which HR has been actively
trying to decrease. Human resource management is an approach which deals with the
companies most valuable asset, the human capital of the company. Strategic
management has been added to HRM which has been addressed as strategic human
resource management. This is the act of finding the gap which links both HR
approach and the company’s strategy. SHRM includes “designing and implementing
a comprehensive set of proactive HR policies/practices that assure the organization’s
human assets contribute to the achievement of its corporate objectives” (Allui and
Sahni, 2016, as cited in Fahim, 2018, p.22). SHRM also states that not only are

people the source of competitive advantage but they are also the ones that implement
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the strategic plan and for this organizations. This means the company’s strategies
should be achieved through HR activities such as recruiting, selecting, training and
compensation. Recruiting and selecting refers to the recruitment of the talented
employees needed for the company’s strategy at a minimum cost while finding the
perfect candidate for the job. Training and development are constant activities done
in the company which after being executed grant the employee the experience, skill,
knowledge and ability desired to perform both current and future jobs. Performance
appraisals are processes in which employees are assessed to see if their performance
meet the company standards. Compensations are both intrinsic and extrinsic rewards
granted by the company to the employees in return for their efforts. There is a gap
when discussing the relation between SHRM and employee retention in the public
sector, due to the lack of information provided on the Arab world and the main focus
on developed countries. The main objective of this research titled “Strategic human
resource management and public employee retention” was to understand the role of
SHRM in the retention of talented employees in the National Bank of Egypt (NBE).
The study will focus on the most valuable SHRM activities which are identified as

99 ¢¢

“recruitment and selection”, “training and career development”, “performance
appraisal” and “compensation and benefits”. Employee retention has been what
managers have been thriving maintain due to a high increase in employee turnover.
Managers are trying to understand what causes an employee to maintain their loyalty
to one company especially when they are talented and have more job opportunities in

the market. It is very costly to the organization when an employee decides to leave. A

vacuum is created when a well-trained and talented employee leaves the
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organization, due to the employee having necessary skills, experience and business
relationships needed by the organization (Latha, 2017, as cited in Fahim, 2018). Job
dissatisfaction, lack of competitive compensation, lack of recognition and a
venomous workplace have all been linked with to employee turnover. This shows
that both intrinsic and extrinsic factors influence both retention and turnover.
“employment relationship Traditionally discusses how workers exchange their
loyalty and hard work in the company for the promise of providing job security like
the public sector. In the current working environment, the movement towards more
flexible organizational structures and the decline in job security have changed the
psychological contract between the company and employee. Now, psychological
contract is articulated in placement practices such as part-time employees to gain
more flexibility at lower cost. Due to these alterations, employees perceive
attachment has differed when discussing organizational loyalty (Embuhira, 2011, as
cited in Fahim, 2018). Public sectors have been faced with cutbacks in resources and
have been pressured to improve their service quality and increase their efficiency.
New public management has been the change in HRM in the public sector which
made their approach more strategical in achieving the sectors missions. It is also
proven that not all HRM practices are suitable and applicable in the public sector and
have neglected motivational enhancing activities. This is due to the employee’s
preference since public sector employees have shown motivation through having a
better work life balance rather than financial rewards and career development. In
contrast development to attract and retain qualified employees should be done in

public sectors. The study done was both descriptive and quantitative. The results
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concluded that there are significant impacts done by SHRM at the NBE. This
identifies how SHRM can impact retention positively and help in the decrease of
employee turnover. This study has provided the practices that should be implemented
that would provide a more pleasant experience for workers in the public sector,
weakening the intents to leave. The implementation of SHRM should be taken into
consideration in public sectors even though HR confronts a variety of barriers to
attract and keep a qualified workforce while also maintaining funding. The results of
this study showed evidence that SHRM has contributed to the retention of employees
by using various SHRM practices. This study also showed poor compatibility
between SHRM strategies and employee retention policies at the bank studied, along

with the presence of other factors (Fahim, 2018).

2.1.3 Motivation:

Creative industries mostly rely on talented thinkers and creators on a global scale
in order to develop and present innovations and solutions that fill the needs of the
employer. They usually focus on matching expectations but only the talented exceed
them. To further understand the role of lean talent management in positively effecting
creativity in architectural design firms through a novel approach a study was therefore
conducted titled “Lean talent management a novel approach for increasing creativity in
architectural design firms”. A mixed methodology consisting of both quantitative and
qualitative methods where used to achieve three desired objectives. The first objective
focuses on reviewing the literature side of the study to further understand the concepts of
creative industries and their motivation, demotivation, talent management, talent

utilization, lean thinking and lean innovation. The second objective focuses on analyzing
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five case studies to understand the links and integrations between three elements to
overcome the barrier of creativity. These elements will be talent management, lean talent
and lean innovation. Third, after collecting the survey questionnaire conducted, the
analyzation of the results is collected from an Egyptian architectural design firm to be
evaluated to see if talent management is a creativity facilitator. Complexity of design
increases with diversity and highlights the importance of creativity in this field to achieve
satisfaction to all users without the use of luxurious solutions because even the people
coming from poverty can also feel satisfaction and belonging (Tay and Diener, 2011, as
cited in Othman et al.,2018). Motivation plays the role of the spark that arouses
human behavior to be more productive in order to attain organizational goals.
Unmotivated employees whenever given the chance, would avoid the workplace and
their work would show low productivity and little efforts in completing their tasks
which ends in a low-quality project. These unmotivated employees show a high
turnover rate. Demotivation has not been shed light on and given little attention.
factors such as organizational injustice, poor working environment, inadequate
rewards, workload pressures and separation from decision making have been linked
to demotivation, even when motivation had existed. Managers should use motivation
to enhance the work of their employees and to maximize their efforts. Managers
should therefore aim towards the enhancement of motivation and the reduction of
demotivation. The study conducted found that demotivation’s two most effective
factors had been completely abolished with talent management. Both projects
induced stress and organizational injustice where solved by introducing recreational

facilities and yearly shared rewards. Lean talent was the cause of eliminating poor

34



conditions. Yet motivation and eliminated demotivation from introducing talent
management did not guarantee creativity in the field, since talent utilization can act
as another barrier. To conclude, the industry is considered highly dependent on the
factor of creativity. Talent management is important in the industry since it was able
to resolve six out of the seven identified factors of demotivation. The seventh which
uses the fragmentation of architectural, engineering and construction industry which
caused poor coordination between the industries design teams was solved through
lean talent. This indicates that lean talent management should also be adopted.

A study was done to understand the relationship of motivation and talent
management titled “Employee motivation and retention”. Managers and supervisors
have a different approach to worker motivation and retention and has been
considered hard to apply because it is believed that not everyone performs at the
same stage and do not deserve similar treatments (Nithiyanandan, 1999). They fear
that common rewarding systems may end in rewarding bad behavior by accident. They
believe that only a small percentage of employees outperform and do more than their
share while the majority don’t. These people usually face a higher turnover rate due to
them being burnt out and not motivated to continue in this rate. This study focuses on the
motivating tools that help decrease this turnover tendency and therefore retaining these
employees. Contribution based incentives should be done to motivate hardworking
employees and should focus on giving bigger rewards to those who work harder. Even
when a group reaches a set target, incentives should be divided based on each member’s
contribution. Employees who do not contribute in any way or in a minimal fashion

should be excluded from the incentive. A constant standard review should be done and
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updated to see if further improvements and standards are met, in order to further
understand the employee’s motivation. An elite club should be done for qualifying top
performers for them to be treated in a rewarding manner and given more freedom to be
part of the company (Nithiyanandan, 1999). Shared knowledge is always an attractive
incentive when addressing top performers. Including them in programs that aim on
training and improving them is a great approach in giving the chance of further
improvement for these employees which benefits both the worker and the company.
Trouble shooting is another very helpful motivating tool. This helps see if an
underperforming team is facing any trouble and help guide them to improvement, leaving
them motivated and satisfied. Communication is a very important aspect in the business
world and if the employee is left in the dark, it will leave him unmotivated and displaying
turnover tendencies. With these tools, employees should feel more motivated and should
display a more loyal workforce, decreasing employee turnover and help implement talent
management.
2.1.4 Risk Aversion

In this part a study was conducted titled “HR strategy: optimizing risks,
optimizing rewards” discussing how risk can mitigate human capital and lead to risk
optimized decisions. The study used tools and frameworks to understand human capital
risk using behavioral decision theory that have been used before in business fields such as
management and finance. Risk taking has always been a tool used to attain competitive
advantage especially in human resource implementation. Risk can have both uncertainty
and opportunity in its domains. Uncertainty is the idea of whether the decision thought of

will be done or not or the extent of its outcomes whether it is good or bad. People believe
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that opportunity should rise from a risk and whether the extent of it being an opportunity,
the risk taker might act upon. Researchers have examined both risk characteristics which
can be labeled as risk seekers and risk averters. The researchers concluded that risk
seekers tend to bloat the gains from the decision while undermining the risks while risk

averts do the exact opposite (Cascio, & Boudreau, 2014). Being risk averse might lead

many individuals and even organizations to miss out on an opportunity and therefore
avoiding the idea of benefiting from a future that is uncertain. A balance between risk
taking and avoiding is beneficial in any case in business excluding human resources
because risk is weighed more and taken more into consideration. Therefore, human
resources tend to avoid these bad outcomes rather than optimizing them. Areas of risk
have been defined as strategic (such as talent management and succession planning),
operational ( such as training & developing and policies & procedures), compliance

( such as monitoring and fraud detection) and financial ( such as compensation and HR
performance metrics). We can witness how HR over the years has gained popularity in
the business field for gaining competitive advantages and HR has so much to offer as a
field. Failing to address these demands may lead to a corporate struggle and increased

risk which usually lead to financial crises and other related disasters.
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Chapter II1

Theoretical Framework and Research Hypotheses
As previously proposed, this theoretical model highlights the relationship between
talent management, the mediating factors of risk averseness & motivation and the
employee’s turnover intentions. The model in figure 1 shows how TM impacts employee

turnover intentions, with motivation and risk averseness as mediators.

| MOTIVATION N

RISK >

Figure 3.1. Theoretical model of TM, personal attributes and employee turnover

The 1dea that talent management will influence the employee’s intentions to leave
or stay in the organization has been an ongoing case that has been studied in the human
resource management literature and has been the most targeted by companies to be
understood and applied. Similarly, both motivation and risk averseness have been studied
separately to further understand each topics effect and impact on employee behavior. In
my paper, I will pursue the combination of these parts of research and in doing so
extending the literature of these topics.

Furthermore, I seek the investigation of the mediation effect that both motivation

and risk averseness have on the relationship of talent management and the employee’s
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turnover intentions. I believe that motivation will play an important role in this study and
will be a good mediator. An action done by motivation implies that an employee’s interest
in any domain such as a particular job, project or subject inspires the employee to be
continually courteous, observant, concerned and committed to the job or organization

(Kasavana & Brooks, 1995). When individuals are notified of their special talent, they

become motivated. This suggests that a relationship exists between talent management
and employee motivation. the structure of talent management is believed to just have
started to develop and therefore not many studies have been done in that specific area

(Bjorkman et al, 2013). Risk averseness has also been shown to be a highlighted
behavior that effects employee’s decisions. I also believe risk averseness will prove to an
effective mediator in our study. “If an individual quits for a specific work or nonwork
alternative, there are risks involved, such as those associated with unknown job
attributes, changing relationships and environments, and uncertainty regarding future
satisfaction” (D. G. Allen, Renn, & Moffitt, 2003, as cited in Allen, Weeks & Moffitt,
2005, p.982). While a lot of research can be collected involving the relationship between
TM and the personal attributes (motivation & risk averseness) and employee turnover
intentions, there has been little to no research on these personal attributes being a
possible mediator linking the two. This can be considered as a new area that I seek to
further extend. In addition, I had conducted a questionnaire based on the intended study

to collect the necessary data to extend the literature empirically.
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3.1 Antecedent: Talent Management

As previously mentioned, I will be using Colling’s and Mellahi’s (2009)

definition of the term Talent management in the examination and measurement of
talented employees. In their understanding TM involves the processes and activities
to be done to identify key positions found in potential employees and applicants that
can highly contribute in maintaining if not increasing the organizations competitive
advantage. Lewis and Heckman (2006), as cited in Christensen and Rog (2008, p.744),
conducted an extensive and critical review of the talent management literature both
in the professional and academic press and found a “disturbing lack of clarity”
concerning its definition. Scullion et al. (2010), as cited in Marinakou and
Giousmpasoglou, (2019, p.3860), describe TM as the systematic attraction,
identification, development, engagement/retention and deployment of talents. “TM is
seen as a continuous systematic process with a strategic approach to training and
development of talent with the potential to provide opportunities to employees to
grow and progress in the organization. They offer opportunities to all employees to
be developed because they believe that depending on the positions and employees’
characteristics, they may demonstrate talent in what they do” (Marinakou and

Giousmpasoglou ,2019, p. 3871).
3.2 Mediators: Motivation & Risk averseness

3.2.1 Motivation
One of the most vital prerequisites of work-related efficiency and target

achievement in both levels (individual and organizational) is shown to be work
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motivation. The value of the achieved results and the development level of the
organization are directly proportional to the percentage of motivation found in the
organization. All supervisors desire an abundance of highly motivated employees in their
organizations, which can be considered of great value in a planned and systematic work
enviroment to improve both, morale and motivation of the employees, which will in turn
benefit the scope of work in human resource management (Pordevi¢-Boljanovic¢, Pavic,
2011, as cited in Jovanovic & Bozilovic, 2017, p.98). Nahavandi and Malekzadeh (1999),

as cited in Adzei and Atinga (2012, p. 469), relate motivation to organizational

performance. They define motivation as a driver of stable mind, aspiration, force or
interest within the individual that translate into action. It can be inferred from these
definitions that to motivate someone is to stimulate the person’s interest or cause him to
desire to do something. From the manager’s point of view, the objective is to have the
employee behave in ways that are in the organization’s best interest.

3.2.2 Risk averseness

Smallman (1996, p.12), believes that we live in times of increasing dynamism in

the natural, social and business environments; with such dynamism comes fear,
uncertainty and doubt. A risk averse behavior has been defined as a characteristic where a
sense that the more the risk the worse the situation is, and that risk is unwanted (Bell,
1995; Wiseman, GomezMejia, & Fugate, 2000, as cited in Allen, Weeks & Moffitt,2005,
p.982). Allen, Weeks & Moffitt (2005, p. 988), also stated that risk aversion also
moderated the intentions—turnover relationship such that the positive relationship was

stronger for less risk-averse individuals.
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3.3 Outcomes: Turnover Intentions

Pfefter and Sutton (2006), stated that Employee turnover is considered and
recognized as a major concern in the organization’s managements especially in
contemporary work organizations. “Turnover intention reflects the subjective probability
of an employee leaving the organization within a certain period. It serves as an indicator
of the employee’s level of psychological attachment to the organization” (Zhao et al.,

2007, as cited in Alferaih,2017, p.14). In addition, high levels of employee turnover may

impede the quality, consistency and stability of services that organizations provide to
clients and customers (Trevor and Nyberg 2008, as cited in Dysvik and Kuvaas ,2010,

p.623) and in turn increased client dissatisfaction with the services provided by the

organization (Lin and Chang 2005, as cited in Dysvik and Kuvaas ,2010, p.623).
3.4 Hypotheses

As mentioned above in the introduction of our proposed theoretical framework,
Human capital has been established as the most important asset for any organization. It is
widely accepted that in the long run, the organization with the best people wins.
Proportionate to this observation is the fact that the most pressing concerns of business
leaders are those about their people/human capital.

With an increased connectivity and globalization, organizations are more
connected than ever before, giving us a need for international human resource
management. The economies of the world are getting more intimately connected with
each other with every passing second, and so are the people, coming together as a
demographic cohort. This calls for strategies to manage talent globally and in a uniform

manner, further prompting worldwide talent management practices as opposed to local
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ones. These practices include standardized talent attraction, development as well as
retention practices (Deepika & Sampurna, 2018, p.186).Mellahi and
Collings(2010,p.145), defined talent management as a practice in human resource
management, and focuses on balancing the multi-directional forces of labor markets,
employee needs and economic concerns. Talent management and employee turnover are
highly linked. Talent management is considered to constitute of five steps. Forman
(2005), as cited in Deepika & Sampurna, (2018, p.186), stated that the process of talent
management is cyclical, as opposed to being linear and the stages involved in it are talent
planning, talent acquisition, talent development, talent deployment, talent retention and
talent evaluation.Gibbons (2006), stated that when an employee expresses rationality in
their work and a sense of assurance reflected by their employers, the employee in turn
will show higher workplace engagement. This indicates that focusing on the simple
things has become more imperative at present. This sense of safety can be provided to
employees by forging deep emotional and intellectual bonds with an employee,
guaranteeing citizenship behavior and retention in return. Therefore, I propose:
Hypothesis 1: Talent management has a significant effect on employee turnover.
The human capital attraction and retention challenges intensify due to a
combining effect of demographic, social, economic and market-specific factors. In
addition, there is human capital obsolescence risk (Kwon,2014, p.173). Human beings
give what they receive; if they are ignored even within a short space of time, then they
will lose their commitment and passion for the customer and the job (Leary, 2009,as cited

in Sinclair-Maragh, Jacobs-Gray & Brown-Roomes, 2017,p.4). Smallman (1996),

implied that Recent social theory points towards the evolution of a post-industrial society,
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termed the risk society. This phenomenon is evident in all facets of present-day life,
including business life, whereby the operating environment for many companies has
become markedly unpredictable. “the contention that managers with high risk tendencies

are more likely to take short notice decisions” (Smallman, 1996, p.13). Employees

benefit from recognition and reward, while the organization benefits from the building
and strengthening of the brand, and they can create and attract loyal, highly skilled and

motivated employees (Sinclair-Maragh, Jacobs-Gray& Brown-Roomes,2017, p.6). This

shows a common link between talent management and risk averseness. Another link is
the effect of risk averseness on employee turnover intentions. Allen, Weeks & Mofftitt
(2005, p. 982), showed that risk aversion moderates the relationship between turnover
intentions and turnover such that the relationship is weaker for more risk-averse
individuals than it is for less risk-averse individuals. In order to further understand risk
averseness, Moya (2009), believed that risk taking tendencies effected talented
employee’s decision which also included the idea of leaving work or changing their

company for more desired options and to test the market. Verano-Tacoronte, and Melian-
Gonzalez (2008), argued that risk tendencies are set in action by the human resource

team of the organization and if they take care of the employees by allowing them to
participate ( similar to applying talent management ) this risk tendency will decrease and
be avoided. This raises a case of whether this risk tendency can affect the talent
management implication on the employee’s decision to leave the company.

Hypothesis 1 argues that there is a linkage between TM and employee turnover. In

this part, there has been theoretical and empirical support that shows that when an
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individual displays risk-full tendency, then employee turnover intentions increase. As
such, I propose:

Hypothesis 2: The impact of TM on employee turnover is mediated by risk
aversion.

In order to prove this mediation first and with abiding with the conditions as
suggested by Baron and Kenny (1986), we should prove that there is a significance
between talent management and risk aversion which therefore suggests another sub-
hypothesis, which I propose:

Hypothesis 2.A: TM is significantly related to risk aversion.

Human beings are creatures with biological, psychological, and social diverse
needs, and satisfaction of these needs is only possible by working and trying. Nowadays,
one of the problems of organizations is the methods creating determination and interest in
success of manpower of the organizations. Providing the needed motivation for work and
attention to motivational forces of employees are from the most important and
complicated duties of a manager and organization. job motivation is one of the most
important factors of success and backwardness of educational organizations. Job
motivation of the individuals entering the organization may not be the same. Job
motivation isn’t separated from growth needs or social and physiological needs.in fact, it
can be said that job performance is equivalent of ability motivation. Therefore, it can be
indicated that employees would have a high performance in case of having enough ability
and motivation. The components of job motivation are payment, policy of environment,
personal relationships with peers, job security, workplace status, method of supervising,

recognition and appreciation, progress and job development, work nature, and job
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situation. significant relationship between talent management and its dimensions
including attraction and recruitment of talented employees, identification and separation
of employees, using talent, talent development, creation and maintenance of positive
relationships, and talent maintenance with job motivation of the employees. In fact, talent
management assures that every talented and skilled staff has the suitable job. Therefore,
Talent management acts as a job motivational factor for employees (Rastgoo,2016,

p.659). Armstrong (2016), stated that the companies use TM for its activities to guarantee

that the organization attracts, retains, motivates, and develops the talented people for its
long- and short-term achievements.

Employee retention and motivation can be achieved more elegantly and
effectively by focusing on a broader set of retention/motivation elements. For many
organizations, key skills retention, employee motivation and attendance are key
operational, or even strategic issues in that they impact directly on organization costs,

productivity and business performance (Glen,2006, p.45). This shows that motivation has

affected and played a role in affecting both talent management and employee turnover
separately. This leads to the question: can motivation affect the link between talent
management and employee turnover. Therefore, I propose:

Hypothesis 3: The impact of TM on employee turnover is mediated by motivation.

In order to also prove this second mediation and in order to prove hypothesis 3,
we should prove that there is a significance between talent management and motivation
as to satisfy the conditions suggested above for the previous mediating variable.
Therefore, I also propose:

Hypothesis 3.A: TM is significantly related to motivation.
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Chapter IV

Methodology

This chapter will discuss the methodology of the study and will outline the
process in which the research was done, the design of the questionnaire, instruments used
for each variable and the data collection methods will be stated in this chapter. This

chapter will conclude with the analysis methods that were used to examine the data.
4.1 Survey Method:

Surveys are one of the most widely used means of gathering data in the research
field, as it involves the asking of questions to a representative sample of people, in a
fairly short period of time. Therefore, in order to obtain data, a questionnaire was selected
as our survey method of choice. This was because a questionnaire contains recorded
questions that people need only to respond to directly onto the questionnaire form,
without assistance (Monette, Sullivan, & Dejong, 2008). This survey consisted of closed
ended questions which in fact helped benchmark the needed data rather than having open
ended questions which would have made the process more complex. The survey was
done on google docs and was sent to participants as a link through social media platforms
and emails.

4.2 Questionnaire Design:

The study was conducted in Lebanon during the months of October, November
and December of the year 2019. It was conducted via a questionnaire which was designed
in order to collect data for testing the mediation effect of personal attributes on the
relationship between talent management and employee turnover in Lebanon. The survey

consists of 5 sections. The first section discusses the applicant’s demographics such as
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gender, educational level and years of working experience. The other 4 sections adopt a
variable each, the first being turnover intentions, the second being talent management and
the last two discuss risk averseness and motivation. Two scales where used, one was
based on answering either “Yes” or “No” to the question which was used in the Talent
management section. In the other sections a 5-point Likert scale was used, with 1 being
“Strongly Disagree” to 5 being “Strongly Agree”. Please refer to Appendix 1 for

a copy of the questionnaire used.

Before the distribution of the questionnaires to our applicants, the questionnaire had been
reviewed by the Lebanese American University’s (LAU) Institutional Review Board
(IRB). This was done in order to attain diligence, integrity and an approval from an
international standard of research and ethical principles. Approval was then granted by
the LAU IRB and the questionnaires were distributed to the applicants. Refer to

Appendix 2 for the LAU IRB approval letter.

4.3 Measurement Instruments

4.3.1 Independent Variables:

For the measurement of our independent variable, Talent management, I have
adopted the effective perceived talent management scale from Sonnenberg, van
Zijderveld, and Brinks (2014) work. Their scale was developed based on CIPD (2006),
which suggested the presence of TM practices which identified whether their employer is
providing them with opportunities that help them develop in the field. These practices
were identified as eighteen TM practices, they are the following: internal coaching,
external coaching, mentoring/buddying, inhouse development programs, high potential

development schemes, graduate level development programs, cross functional job

48



assignments, internal secondments, external secondments, job rotation, job shadowing,
courses at external institutions, MBA’s, development centers, succession planning,
assessment centers, 360-degree feedback and action-learning sets. The same scale has
also been used by Mensah & Justice (2018) which was used to further understand talent
management and talented employees’ relationship while testing the mediation effect of
person- organization fit on the suggested relationship. This shows that the scale used was
suitable as this encompasses a broader aspect of TM. This scale has shown an overall
high reliability coefficient alpha of 0. 827. These 18 talent management practices that

measures TM were incorporated into the third section of the questionnaire.

Reliability
Statistics
Cronb N
ach's Alpha  of Items

.827 18
Table 4.1. Reliability Statistics of Talent Management

4.3.2 Mediating Variables

To measure risk aversion, I adapted the 3 Likert scale items proposed by Boe,
Gulbrandsen, & Serebe (2015). The scale has a dimension of measuring the perception of
human behavior in terms of risk aversion. These risk aversion behaviors where examined
through three items to evaluate how different situations could affect the employee with
his decision based on risky tendencies. All three measurements were assessed using a
five-point Likert scale ranging from “Strongly Disagree” being the lowest to “Strongly
Agree” being the highest. The proposed questions where whether the applicant prefers a

low-risk and safe working environment, whether the employee prefers a familiar work
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environment rather than a situation including high risk and finally, whether the employee
strongly prefers avoiding risk related to their job. The scale reported high reliability
coefficient alpha of 0.777. A total of 3 items measuring risk averseness were incorporated

into the fourth section of the questionnaire.

Reliability
Statistics
Cronb N
ach's Alpha  of Items

77 3
Table 4.2. Reliability Statistics of Risk Averseness

To measure motivation, I adopted from the study done by Lebel (2016), the scale
done by Hayes (2013). This study used the work-motivation Scale to study self-
motivation at work.7 items where distinguished and used in a five-point Likert scale.
Participants were asked “Why are you motivated to do your work?”” and were asked to
measure (1= Strongly Disagree to 5= Agree Strongly) to the seven items. The items
discussed the reason for the employees motivation which consisted of: benefiting others
through their work, helping others through their work, having a positive impact on others
through their work, doing good for others through their work, enjoying the work itself,
the work is fun and finding the work engaging. The coefficient Cronbach alpha for this
variable was 0.905, which is very high and signifies internal consistency. A total of 7

items were incorporated into the fifth section of the questionnaire.
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Reliability
Statistics
Cronb N
ach's Alpha  of Items
.905 7

Table 4.3. Reliability Statistics of Motivation
4.3.3 Dependent Variables

For the measurement of the dependent variable, I adopted from Donnelly, Quirin,
& O'Bryan (2003) study a three item turnover intention scale which had assessed the
applicants immediate turnover intentions within a two year period, middle term turnover
intentions within a 5 year period, and long term turnover intentions which is until
retirement. This is a multiperiod approach which has been supported by prior studies and
has been used by studies such as in Scandura and Viator (1994), Rasch and Harell (1990)
and Aranya and Ferris (1984). The items in the scale were addressed in a 5-point Likert
scale (1= disagree to 5= agree strongly). These items were reverse scored so that the
higher the values are the higher the intention of turnover. An analysis was undertaken to

test the scales reliability. The resulting Cronbach alpha was 0.921.

Reliability
Statistics
Cronb N
ach's Alpha  of Items

921 3
Table 4.4. Reliability Statistics of Employee Turnover

4.4 Sample & Data Collection:

The survey was filled by applicants having the following criteria: full time

employees above the age of 20 years, working in Lebanon and had been working in their
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respective company for at least a couple of months and have a certain amount of work
experience. This was done in order to guarantee the alignment of the survey with the
purpose of the study which is to understand the mediation effect of personal attributes on
the relationship between talent management and employee turnover in Lebanon.

The surveys were distributed to colleagues, friends and relatives who had fulfilled
the criteria indicated above. This was done by sending the link through social media and
requested from the applicants to send the link to fellow friends and colleagues that also fit
the criteria. The applicants have clicked “I agree” on the consent form and the
participation was entirely voluntary.

Out of the 150 distributed surveys, 77 were collected and studied. This
corresponds to a response rate of 51.3 %. The survey consisted of both males and females
with males being 54.5% of the study and females being 45.5%, with an average age of
20-30 years, the majority of which were single (85.7%),an average of 1 to 3 years of
experience, and an average length of 1 to 3 years of working at their current company and
an average company size of 1 to 50 employees (49.4%). 66.2% of the sample are of
managerial position and have a BA/BS diploma level (58.4%). Most of the employees
worked in financial services (22.1%) and retail (26%). A review of the samples personal

characteristics is found in Table 4.5 below.
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Demographic Variables:

Information
Gender

Education:

Age:

Marital Status:

Your level at your current
company

In which industry is your
current company?

For how long have you
been working in this
company?

TOTAL work experience

Company size:

Options
1-male
2-female
1-BA/BS
2-Masters

3- Doctorate
1-20-30
2-31-40
3-41-50
4-51+
1-single
2-married
3-divorced
4-widowed
1-non managerial
2-managerial

1-Financial services
2- Shipping
3-Health Care
4-1.T
5-Construction
6-Retail
7-Non-Profit
8-Hospitality
9-Others

1-Less than a year
2-1-3

3-4-6

4-More than 6 years

1-Less than a year
2-1-3

3-4-6

4-More than 6 years
1-1-50

2-51-250

3-251+

Table 4.5. Sample Characteristics.
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%
54.4
45.5
58.4
36.4
5.2
84.4
10.4
3.9
1.3
85.7
14.3

66.2
33.8

22.1
3.9
9.1
2.6
9.1
26.0
9.1
11.7
6.5
40.3
32.5
10.4
16.9

23.4
35.1
10.4
31.2

494
26.0
24.7



4.5 Analysis Methods

In order to analyze the collected data attained by the surveys, three methods for
analysis were used. These methods are descriptive statistics, internal consistency and
mediation regression analysis.

4.5.1 Descriptive Statistics

Descriptive statistics can apply to the measurement of various characteristics of a
population (Bickel & Lehman, 1975). The descriptive statistics provides a review of the
sample at hand’s characteristics, along with the typical measures needed such as
measures of location (the mean & median), or the measures of scale (standard deviation
and inter-quartile range). In this study, I incorporated measures such as the mean,
standard deviation and correlations, in order to have a better insight on the attributes
4.5.2 Internal Consistency

Cronbach’s coefficient alpha (Cronbach, 1951) will be calculated in order to
investigate the reliability and internal consistency of each of the studied variables. At
least 0.70 is the coefficient alpha required for an item to be desirable for the study.

4.5.3 Mediation Regression Analysis

Mediation regression analysis will be the analysis applied, so that we can verify
whether our mediating variables have any influence on the dependent variables. This
assessment contains the estimation of a series of regression models (Baron & Kenny,
1986). For us to test for mediation we will have three regression equations that will be
assessed:

1) Regressing the mediator on the independent variable

2) Regressing the dependent variable on the independent variable
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3) Regressing the dependent variable on both the independent variable and
on the mediator
Distinct coefficients for each equation therefore will be assessed and examined,

which will then permit us to determine mediation.
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Chapter V

Data Analysis and Results

In this chapter, [ will analyze the results of the study that have been obtained
from the data collected and obtained through the computer program IBM SPSS version
26. the results obtained on the descriptive statistics have been presented in the past
chapter (IV). In this chapter, I will examine the mean, standard deviation, reliability and
correlation of the selected variables, followed by a symposium of the mediation
regression analysis result.

5.1 psychometric properties of the study

In order to analyze and evaluate the internal consistency of the variables in the
study, the use of Cronbach’s (1951) coefficient alphas. The proper alpha ranges between
0 and 1, with 1 being the highest number and the closer the alphas are to the number the
higher the internal consistency of the variable in the study (Tavakol & Dennick, 2011).
This explains that the higher the alpha is, the more reliable the variable being studied is
and can be of assistance in aiding what I wish to conclude. Many researchers have
offered suggestions and benchmarks to specify the reliability level and stage the variable
can be labeled as, but for our study we will be abiding by Nunnally (1978) which has
stated that 0.7 and above is considered acceptable. Table 5.1 shows the descriptive
statistics of the studied variables that have been collected by the 77 applicants. The
descriptive statistics referred to by the study are the mean and the standard deviation of
the variables. Table 5.2 shows the correlation of the variables generated from the results.
Correlation estimates with one asterisk (*) is used in order to show significance at P<0.05

(2-tailed) while correlations with two asterisks (**) show significance at P<0.01 (2-
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tailed). The Cronbach coefficient alphas for the variables have been addressed in the
previous chapter and have shown high internal consistency. The alphas of all the
variables have been recorder to be above 0.7 and as such has achieved an acceptable
internal consistency. Both motivation and employee turnover recorded alphas above 0.9,
risk aversion recorded an alpha of 0.777 which was the lowest while talent management
recorded an alpha of 0.827. this means that in terms of mediation motivation showed a
higher internal consistency than that of risk averseness. Regardless, they all have

achieved high internal consistency making all the variables in this study reliable.
5.2 Mediation Regression Analysis

as previously mentioned, this study will focus on using mediation regression
analysis to test if there is any mediation. In the first section of the submitted
questionnaire, demographic information was obtained and as seen in table 5.2, we see
that three of these demographic variables have shown a level of significant correlation
with some of the research variables. Therefore, they will be selected as control variables.
The following regression equations were performed in the study:
1- Testing the regression of the mediating variable on the independent variable
(motivation and risk aversion on Talent management).
2- Testing the regression of dependent variable on the independent variable (talent
management on employee turnover).
3- Testing the regression of the dependent variable on both the independent variable
and mediating variable (talent management on motivation, risk aversion and

employee turnover).
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In order to prove mediation, three conditions should be proved and met, first, the
independent variable must have a significant impact on the mediating variables. The
second, is that the independent variable must have a significant effect on the dependent
variable and third, the mediating variable must have a significant impact on the
dependent variable. Once these circumstances are achieved, and when controlling he
mediation variable, the independent variable should no longer have a significant effect on
the dependent variable then we can say we have resulted in full mediation. If the
independent variable still influences the dependent variable, then it supports partial
mediations. If the mediating variables did not show any mediation towards the linkage
between the dependent and independent variable than the mediating variable do not show

any mediation at all in this spectrum of the study.

Descriptive Statistics

Mean Std. Deviation M
TURMOVER 338310 1.37725 7T
T AEE3 24274 7T
RISK 3.0303 1.06711 77
rmotivation 39128 BEG23 T
Gender 1.45 A T
Educational Level 1.47 548 T7
four level atyour current 1.34 ATE i7

company

Table 5.1. Descriptive statistics
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Correlations

Your level at
Educational your current
TURKNOWVER ™ RISK mativation Gender Level company

TURNOVER Pearson Carrelation 1 244 -7 -.061 108 -.065 346"

Sig. (2-tailed) 033 138 B01 350 576 002

M 77 T 77 7 77 7 77

™ Pearson Correlation 244 1 -010 2017 -252" -012 170

Sig. (2-tailed) 033 928 010 027 8916 140

M 77 7 77 77 77 77 77

RISK Pearson Correlation A7 -010 1 047 3137 2417 -055

Sig. (2-tailed) 138 928 687 008 035 632

M 77 7 77 77 77 77 77

motivation Fearson Correlation -.061 291" 047 1 045 181 132

Sig. (2-tailed) 601 010 687 698 114 254

M 77 i 77 7 77 7 77

Gender Pearson Carrelation 108 -252" 3137 045 1 160 -317

Sig. (2-tailed) 350 027 006 698 165 004

M 77 77 77 77 77 77 77

Educational Level Fearson Carrelation -.065 -012 241" 181 60 1 .039

Sig. (2-tailed) AT6 816 035 114 165 736

M 77 7 77 7 77 7 77

Yourlevel atyour current  Pearson Correlation 346" 170 -.055 132 -3" 039 1
eIy Sig. (2-tailed) 002 140 B32 254 004 736

M 77 T 77 77 77 77 77

* Correlation is significant atthe 0.05 level (2-tailed).

** Correlation is significant atthe 0.01 level (2-tailed).

Table 5.2. Correlation table
5.3 Regression of Independent variable on dependent variable

This set of regression results concerns the link between the independent variable
and the dependent. In the resulting model summary, we can see that a correlation between
the observed and predicted values of the variables is R= 0.244 which means a correlation
is present regardless of it being a low correlation. 6 % of the variance can be predicted
from the independent variable while 4.7% is explained by that variable. This means that
even though the used study did not fully venture into the other variable’s options for
variance, the R showed a noticeable correlation. This shows a correlation between Talent

management and employee turnover.
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Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate
1 2442 .060 .047 1.34451

a. Predictors: (Constant), TM

Table 5.3.1. Model Summary

After isolating each variable to understand the effects they portray, a coefficient
table has been obtained. In the coefficient table in order to prove the first hypothesis in
the study which stated that talent management has a significance effect on employee
turnover, we need to have a p value being 0< P-value < 0.05 in order to show significance
in the study. In the coefficient we obtain a standardized coefficient standardized Beta of
-.244 meaning that there is a noticeable effect between the independent and dependent
variables even though the result is of a low to medium score. The significance showed a
P-value of 0.033 which means that there is a significance between talent management and
employee turnover. Which proves hypothesis 1 stating that talent management is

significantly and positively related to employee turnover.

Coefficients®

Standardized
Linstandardized Coefficients Coefficients

Madel B Std. Error Eeta i Sig.
1 (Constant) 4029 335 12.040 .0oo
T -1.384 B35 -.244 -2.178 033

a. DependentYariable: TURMOWVER

Table 5.3.2. Coefficients
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5.4 the regression of talent management on turnover with risk

In order to prove there is a mediation, we first study the link of talent management
and risk aversion. We conduct a regression analysis in order to further study this link. In
the model summary we see that in the model summary, R was equal to .299 which means
there is a noticeable correlation even though it is slight but still a correlation is present. R
squared showed a result of .09 meaning that 9% of the variance concluded can be
predicted from the independent variable while 6.5% was explained by the independent

meaning that not all psychological predictors where not fully grasped.

Model Summary
Adjusted R Std. Error of

Maodel F R Square Square the Estimate
1 2448 060 047 1.34451
2 29gb 080 {065 1.331749

a. Predictors: (Constant), TM
b, Predictors: (Constanf), TM, RISK

Table 5.4.1. Model summary (Risk)

As previously deduced, another coefficient has resulted and this one is the result
of regression of talent management and risk aversion on the dependent variable which is
employee turnover. The results of talent management have been studied in section 5.3,
we interpret the results of risk aversion. The standard coefficients Beta was equal to -.173
which shows a noticeable effect between the dependent and the independent variable in
the study. For risk aversion to show significance p value should be between zero and
0.05. The results show that risk aversion shows a P value of 0.123 which means we
cannot conclude that a significant difference exists. As seen in the table 5.4.2 the

significance of talent management was almost completely unaffected with the
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introduction of risk aversion which concludes that risk aversion is not a mediator. This
shows us that both hypotheses related to risk aversion have been rejected. The first being
hypotheses 2.a stating that there is a significance between talent management and risk
aversion and the second the second being hypothesis 2 stating that risk aversion mediates
the link between talent management and employee turnover. The second was rejected as

not abiding by the conditions stated by Baron and Kenny (1986).

Coefficients®

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig

1 (Constant) 4.029 335 12.040 .000
™ -1.384 635 -.244 -2179 .033
2 (Constant) 4718 552 8.552 .000
™ -1.394 629 -.246 -2.216 .030
RISK -.226 145 -173 -1.562 A23

a. Dependent Variable: TURNOVER

Table 5.4.2. Coefficients (Risk)
5.5 The regression of talent management on turnover with motivation

For the mediation to take place we firstly try to fit the conditions stated by Baron
and Kenny (1986) which asks as to prove hypothesis 3.a which states that talent
management is significantly related to motivation. If this is proved, then one of the
conditions of mediation is met. The results from running a regression for these variables
has been deduced. The model summary done shows us that the R score received is similar
to that of the R score of talent management meaning that the variable has a correlation
even though it is of a low score, but it still contributes. The results also showed a 6% of

the variance can be predicted and 3.4% is explained.
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Model Summary
Adjusted R Std. Error of

Maodel F R Square Square the Estimate
1 2440 {060 047 1.34451
2 244° {060 034 1.35348

a. Predictors: (Constant), TM

b, Predictors: (Constant), TM, motivation

Table 5.5.1. Model summary (Motivation)

This table of coefficients shown in table 5.5.2 discusses the coefficients of the
regression done to see the effects of both talent management and motivation on employee
turnover which is the dependent variable. As you can see from the previous parts the
talent management part has been discussed. As a start in order to prove that there is a
significance between both talent management and motivation in order to prove
hypothesis 3.a we look into the significance of motivation in the table and has recorded a
P value of 0.923 which obviously does not fit in the acceptable P value range of being in
between zero and .05 which means we cannot conclude that a significant difference
exists. Due to such results we fail to accept hypothesis 3.a stating that there is a
significance between talent management and motivation. We can also see it has a low
degree of change and when introduced in to the model has shown an insignificant change
in the significance of talent management which means it does not, in this study, affect the
link between talent management and employee turnover and has also failed to abide by
the conditions of mediation concluding that motivation does not mediate between the

variables given.
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Coefficients”

Standardized
Linstandardized Coefficients Coefficients

Madel B Std. Error Eeta i Sig.

1 (Constant) 4029 335 12.040 .00o
™ -1.384 B35 -244 -2.178 033

2 (Constant) 3.967 725 5472 .00o
™ -1.403 il -.247 -2.089 038
motivation 018 187 011 097 823

a. DependentYariable: TURMOWVER

Table 5.5.2. Coefficient (Motivation)

64



Chapter VI

Discussion and Conclusions

Our main purpose for conducting this study is based on the belief that talent
management if performed by an organization and if it is perceived by the workers, this
approach might affect the employee from displaying any turnover intentions and by doing
so affecting overall employee turnover. Through talent management companies might be
able to encourage employees to generate positive outcomes such as increased loyalty and
employee retention which we have focused on in the study. Specifically, I introduced the
mediating effects of risk averseness and motivation and saw how they impact the
relationship between talent management and employee turnover. The mediating effects of
these personal attributes, especially risk averseness, are of great interest as there are
barely any empirical studies previously performed to assess its impact on the relationship

between talent management and the dependent variable.
6.1 Discussion

Hypothesis 1 was supported in our study. The results obtained have shown that
talent management causes desirable decisions when addressed with employee turnover by
influencing the employee to maintain their influence in remaining part of the
organization. The results shown proved the first hypothesis to be true showing that talent
management has a significant impact when dealing with employee turnover. This can be
understood since talent management is believed to focus on employee retention. When
focusing on employee retention, studies show that organizations that have introduced
talent management and have focused on implementing it properly have had a lower

turnover rate and have contributed to employees maintaining a lower intention of leaving
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the organization. Studies done by Fahim (2018) and Christensen Hughes & Rog (2008)
both discussed that when talent management and strategic human resource management
frameworks where properly implemented by HR practitioners, the results led to a
retention of employees and a more loyal group of highly achieving talented employees.
This hypothesis was supported in the case of Lebanon due to the Lebanese working force
and human capital showing positive results when offered knowledge improving
compensations even though these compensations are minimal compared to other
international countries organizations.

We have also concluded that in this study both mediating variables studied did
not display any mediating effects when addressed with talent management and employee
turnover. This does not mean that motivation and risk aversion do not in any way have a
role in these two aspects but have concluded that talent management has an independent
effect on turnover regardless of both motivation and risk averseness. This means that the
approaches sought over in this study which studied the variables mediation did not show
the desired results due to the effect of the independent and dependent variable being on a
different scope but that does not mean that different approaches and views will not show
different results.

This leads to concluding that hypothesis 2 was not supported in this study. I
believe this could have been due to several reasons that have affected the variable. This
can be due to the fact that the influence done by risk aversion is minimal when compared
to the stronger link between talent management and employee turnover. Another factor is
due to the Lebanese economic crisis it had been facing in the time of the study which

interfered with the decisions of the employees due to the scarce job positions in the
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market and the high unemployment rate that has left the Lebanese working capital remain
in their jobs until the economy improves. This has left a huge impact on the riskiness of
decision making and employee turnover intentions in the Lebanese market.

In our study, we also conclude that hypothesis 3 was not supported. This might be
due to the fact that motivations mediation is almost ineffective when talent management
is applied or can be due to the fact that motivation might be influential but, in another
way that this study did not aim to approach. Motivation might also be negligible when
addressing a country facing an economic crisis such as Lebanon, where in this case a
worker is simply motivated by only having a job to maintain because in times like this in
Lebanon it is hard for an individual to land a job as easily as when the market is
booming.

6.2 Limitations

There are specific limitations in the study that should be considered. The first is
the potential problem of having a common method variance (CMV) (Lindell &
Whitney ,2001), which has been brought upon due to the administering of the surveys
which included all the independent, dependent and mediating variables. In the survey, I
tried to decrease the method biases by stating in the introduction of the survey that the
applicants answers would be kept in the strictest confidence and privacy, and that no
matter the answer there are no right and wrong ones and that they should maintain
honesty during the filling out of the survey. This was done with the hope of avoiding any
applicant of responding with answers with concern and to avoid giving answers that they
believed would seem more socially desirable or what they believe I would want them to

answer. Even though many scholars have labeled common method variance as a problem
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that affect survey-based studies, there are others that think otherwise. Spector (2006)
concluded that even though meta-analysis and cross-sectional self-reports produce a
shared bias, the outcome is not as damaging as believed by reviewers and is very limited
with limited impact.

Another limitation found in the study is the application of cross sectional data,
due to the data collected is based on information that define a certain point in time and
that with time the data collected may change and leave the previous data obsolete. It is
also defined that the correlation in cross functional information is complex and a solution
to avoid such complexities is to obtain future data samples associated with time horizons,
which can be achieved through longitudinal data or through time series providing us with
the subjects data change over time.

There are numerous definitions addressing talent management (TM) and therefore
it was very difficult to choose the most operational of the concepts. As mentioned
previously in the study we adapted the definition of TM that was defined by Collings and
Mellahi (2009). The study could have been improved if | had defined talent
management and had designed an original construct of TM through what I have
collected.

My study is prone to selection bias due to the nature the sampling method was
used. This has occurred as the selection of applicants was not entirely random, for the
surveys were circulated to friends and colleagues, who I also asked for their help in
spreading them to their fellow colleagues and friends. Therefore, the applicants do not
entirely define the opinions of the entire Lebanese population. To avoid such bias for

future studies, a larger cast should be added in order to broaden the pool and from
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different sources in order to have a larger scope. Finally, because of the non-response of a
few applicants, attrition bias might also be present but since it is a small percentage its
effects are to be considered negligible.

6.3 Future Research

Even though the study has some limitation, they can be seen as productive basis
for future talent management and employee behaviors studies. This study was conducted
in Lebanon, and only with 77 collected individual surveys. This shows how clearly the
results only reflect to a Lebanese context. Future studies taking respondents from other
countries can be done to provide a more global and larger scale perspective on the issue
at hand. In addition, having a larger sample size should enhance the generalizability of
future studies.

As presented in the previous chapter, the obtained results on the impact the
mediators have on the link between talent management and employee turnover has been
deduced. I hope that in future studies, academics can use this study and further
investigate to what degree these mediators affect employee behaviors. The research on
the impact of talent management can also range to other stakeholders for they too play an
important role in the organization’s environment.

I believe the scope of this study is endless and hope that through this study, others
can attain better knowledge and a better understanding of talent management in Lebanon
and encourage the use, understanding and further studying of the dynamics and benefits

of talent management.
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Demographic Variables:

1-
2-
3-
4-
5-
6-

Gender: 1- male 2-female

Education: 1-BA/BS 2-Masters 3- Doctorate

Age: 1-20-30 2-31-40 3-41-50 4-51+

Marital Status: 1-single 2-married 3-divorced 4-widowed

Your level at your current company: 1-non managerial 2-managerial

In which industry is your current company?
1-Financial services

2- Shipping

3-Health Care

4-1.T

5-Construction

6-Retail

7-Non-Profit

8-Hospitality

For how long have you been working in this company?
1- Lessthan a year

2- 13

3- 4-6

4-  More than 6 years
TOTAL work experience
1- Lessthan ayear

2- 1-3

3- 4-6

4-  More than 6 years
Company size:

1- 1-50
2- 51-250
3- 251+

Employee turnover intentions:

Turnover Intentions (All items reverse scored) 1= Strongly Disagree 5=Strongly Agree

1. I plan to remind with my current organization until I retire.

2. | plan to remain with my current organization for at least two more years.

3. I plan to remain with my current organization for at least five more years.

Perceived TM:

Does your company offer you the following opportunities?

1-

2-

3-

Internal coaching (i.e. coached from an employee inside the company)
1. YESO0.NO
External coaching (i.e. coached by an outside source not in the company)
1.YES 0. NO
Mentoring/buddying. (A buddy system is a procedure in which two people, called buddies, operate together as a single
unit so that they are able to monitor and help each other while also mentoring each other.)
1. YES,0.NO

inhouse development programs. (Programs that are made internally in the company in order to develop employee skills

using its internal resources.)

1. YES 0. NO

Appendix 2 IRB Approval of Research
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Testing the mediation effect of personal attributes on the relationship between talent
management and employee turnover in Lebanon.

Dear participants, thank you for your cooperation in our research study focusing on the
mediation of personal attributes on the relationship between talent management and employee
turnover. Please read each statement and select the answer that best describes you. This survey is
very short, and will only take 5 to 10 minutes of your time. Please be sure to answer every
question, and rest assured that all information will remain confidential and will only be used for
research purposes. Research conducted by Youness Abou Saleh at LAU

There are no known risks, harms or discomforts associated with this study beyond those encountered in
normal daily life. The information you provide will be used to enhance and improve the study . You will
not directly benefit from participation in this study. Completing the survey will take 5 to 10 minutes of
your time.

By continuing with the questionnaire / survey, you agree with the following statements:

1. | have been given sufficient information about this research project.

2. lunderstand that my answers will not be released to anyone and my identity will remain
anonymous. My name will not be written on the questionnaire nor be kept in any other records.

3. When the results of the study are reported, | will not be identified by name or any other
information that could be used to infer my identity. Only researchers will have access to view
any data collected during this research however data cannot be linked to me.

4. | understand that | may withdraw from this research any time | wish and that | have the right to
skip any question | don’t want to answer.

5. lunderstand that my refusal to participate will not result in any penalty or loss of benefits to
which | otherwise am entitled to.

6. | have been informed that the research abides by all commonly acknowledged ethical codes and
that the research project has been reviewed and approved by the Institutional Review Board at
the Lebanese American University

7. lunderstand that if | have any additional questions, | can ask the research team listed below.

| have read and understood all statements on this form.

9. | voluntarily agree to take part in this research project by completing the following
Questionnaire.

®

If you have any questions, you may contact:

Name (PI) Phone number Email address

Youness Abou Saleh 70393955 youness.abousaleh00@gmail.com

If you have any questions about your rights as a participant in this study, or you want to talk to
someone outside the research, please contact the:

Institutional Review Board Office,

Lebanese American University

3rd Floor, Dorm A, Byblos Campus Tel: 00 961 1 786456 ext. (2546) irb@lau.edu.lb
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The IRB operates in compliance with the national regulations pertaining to research under the Lebanese Minister
of Public Health’s Decision No.141 dated 27/1/2016 under LAU IRB Authorization reference 2016/3708, the
international guidelines for Good Clinical Practice, the US Office of Human Research Protection (45CFR46) and the
Food and Drug Administration (21CFRS6). LAU IRB U.S. Identifier as an international institution: FWA00014723
ond IRB Registration # IRBO0006954 LAUIRB#1

Dr. Joseph Stephan
Chair, Institutional Review Board

DOCUMENTS SUBMITTED:
LAU IRB Exempt Protocol Application Received 12 September 2019, amended 13
September 2019
Research Protocol Received 12 September 2019, amended 18
_ September 2019
Informed Consent Form Received 18 September 2019 (amended link)
Questionnaire Received 12 September 2019
- IRB Comments sent: Pl response dated:
18 September 2019 18 September 2019
19 September 2019 19 September 2019 !
NIH Training — Hussein Ismail Cert.# 1343136 Dated (16 November 2015)
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Exemption is 2 years after this notice, as noted above. If the study will continue beyond this date, a
request for an extension must be submitted at least 2 weeks prior to the Expiry date.

MODIFICATIONS AND AMENDMENTS: Certain changes may change the review criteria and disqualify the
research from exemption status; therefore, any proposed changes to the previously IRB reviewed
exempt study must be reviewed and cleared by the IRB before implementation.

ReTenTiON: Study files must be retained for a period of 3 years from the date of project completion.
IN THE EVENT OF NON-COMPLIANCE WITH ABOVE CONDITIONS, THE PRINCIPAL INVESTIGATOR SHOULD MEET WITH THE

REPRESENTATIVES OF THE IRB OFFICE IN ORDER TO RESOLVE SUCH CONDITIONS. IRB CLEARANCE CANNOT BE GRANTED
UNTIL NON-COMPLIANT ISSUES HAVE BEEN RESOLVED.

If you have any questions concerning this information, please contact the IRB office by email at

irb@lau.edu.lb

Tel: +961 1786456 RO.Box 36 Tel +9619548 71262 475 Riverside Drive Tot: +1212870 2502

PO Box: 13-5053 Chouran
Beirut 1102 2801 +9613603703 Bybios v96137913 14 Suite 1846 +1 212870 2761
Lebanon Fax: +961 186 7098 Lebanon Fax +081954 6262 New York, NY 10115  Fax: +1 212 870 2762
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