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Abstract 

This study aims at exploring the availability of talent management 

component  at al aqsa voice  radio station from its employees perspectives  

.the study  depends on a comprehensive survey that consists of all employees 

at al Aqsa voice radio station.  A questionnaire was distributed to measure 

the variables , their availability from all of the employees perspectives ,and 

to determine the difference between their  levels due to some of personal & 

organizational factors . Such variables are the talent recruitment , talent   

development, and talent retention  . 

Through exploring the variables, the results showed that the  level of talent 

management  at al aqsa voice  radio station are available  with  63.75%, the 

level of talent recruitment  is 64.39%, the level talent development  is 

6.46%, and the level of talent retention  is 69.78%. 

The study has many recommendations for researchers ,companies and  radio 

staions. The researcher recommends that companies should pay attention to 

Talent management  and its components They should also  concern to be 

an employer of choice and have an attractiveness brand  to attract the skilled 

talent  

The  recommendations  can be fulfilled through spending  more efforts in 

determining the training needs of the companies employees with  a special  

budget for it. 

Moreover, it is important for  companies to  retain talent employees  by 

enhancing  a good conditions for work and give more attention on work-life 

balance. 
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1.1 Introduction  

Today's markets have become global and highly competitive. And, therefore, it 

has become essential for the survival of the firms they become adaptive and responsive to 

change around them. In essence, the talented people are an asset for any organization and 

behind the success of the organizations.(Abbasi etal ,2013) . 

 

Organizations  have  to attract, develop and retain their talented employees, and, 

as long as possible, especially those who are extraordinary talented (Horváthová ,2011) . 

Talent has become the key differentiator for human capital management, and the 

management of talent seems to be one of the key functions that human recourses 

management   is playing strategically in organizations (Bhatnagar, 2004) . 

 

Communication is increasingly recognized by many agencies as a development tool- 

with the ever- evolving world of information technologies (i.e. radio, internet, mobile 

phones) being used to mobilize social change. 

Radio can be regarded as most appropriate medium of mass communication in 

developing countries with very low literacy rates, poor transportation systems and very 

low purchasing power(tavhiso,2009). 

 

To address challenges associated with human resource fluidity and skills shortage 

in radio stations, there is need to conduct a regular skills audit to create a skills resource 

data base  to facilitate the establishment of a skills plan .(tavhiso,2009) . 

 

Radio stations  play vital role in developing the social, political and economical 

situation of the Palestinian People, radio stations build  Palestinian People awareness 

about different issues. (El shareef ,2010) . 

Therefore, identifying the availability of talent management components at Al 

aqsa voice  radio station is very important to help it in determining weakness and 

shortage skills  of its staff to develop them . 
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1.2 Problem statement 

 

The researcher selected Al aqsa voice   radio station  for this study due to the 

shortage of skilled human capital and their   need to develop effective training and staff 

retention strategies such as staff development courses, on the-job training, staff bonding 

and motivational incentives as remedial action against skills shortage and staff attrition. 

 it will be possible to uphold quality programming, consistency and predictability 

all of which are pivotal in the station image (tavhiso,2009) . 

This research is a trial to explore  the availability of talent management  and its 

components  from employee perspective. Therefore, this research attempts to answer the 

following main question:  

ñTo what extent are talent management and its components available from 

employee perspective?ò 

1.3 Hypotheses: 

Hypothesis (1): 

H1: There is a statistical significant difference at àŮ  0.05   in the level of the 

components of  talent management at Al aqsa voice  radio station. 

Sub Hypothesis : 

H1 (a): There is a statistical significant difference at àŮ 0.05   in the level  of talent 

recruitment at Al aqsa voice  radio station . 

H1 (b): There is a statistical significant difference at àŮ 0.05   in the level of  talent 

development at Al aqsa voice  radio station . 

H1 (c): There is a statistical significant difference at àŮ 0.05   in the level of  talent 

retention  at Al aqsa voice  radio station  . 

Hypothesis (2): 

H2 : There is a statistical significant difference at àŮ 0.05 in the level of talent 

management and its components in Al aqsa voice radio station attributed to some of 

personal & organizational factors . 
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1.4 Research variables:  

The independent variable: 

¶ Recruitment of talent . 

¶ Development of talent . 

¶ Retention of talent .  

The  dependent variables: 

¶ The level   of talent management . 

There are three elements that shape the talent Management; they are the 

recruiting, the development, which include the nurturing, and the retention, which 

is about motivation and commitment. the following figure  (1.1) shows the 

conceptual map of talent management.  

¶  

Figure (1.1): Conceptual Map 

 

(Sources: Adapted by Researcher, according to Tarakji 2010 ) 
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1.5 Research objectives: 

The main objective of the study is to explore the availability of talent 

management in media field specially in al Aqsa voice radio station . 

Sub objectives : 

¶ To explore the availability of recruitment of  talent in Al aqsa voice radio station. 

¶ To explore the availability of development of  talent in Al aqsa voice radio 

station. 

¶ To explore the availability of retention of  talent in Al aqsa voice radio station. 

¶ Increase awareness of the concept of talent management  and its importance in the 

workplace. 

¶ To suggest  recommendations that may improve the talent management process at 

radio stations. 

1.6 Importance of the research: 

¶ Study Importance to the Researcher 

The study provides the researcher with good knowledge and new zones of 

researching in the field where he works. Moreover, the study is a good chance of a 

career development for the researcher . according to the researcher and  his knowledge :  

¶ This is the first study (all over the world) that concern with talent 

management  at local radio station. 

¶ This is the first academic study locally that engages talent management  

and its  components . 

¶ There are a rare in studies  at the university that focus on Employer of 

brandings ,employees value proposition (EVP) ,employer of choice 

(EOC),work-life balance ,and retention management  . 

Therefore the study provides the academic libraries in Gaza with a significant new 

researching topic. 
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Al aqsa voice radio station  will gain through the current study the following benefits: 

¶ An explanation of the essence of talent and talent management . 

¶ Identification of the employee perspectives about the level  talent management  process at 

Al aqsa voice  radio station. 

1.7 Research Limitations 

¶ The researcher has recognized the following limitations: 

There has been a shortage in the Arabic references since the talent management  has 

been rarely studied in the Arabic literature. There are no study focus in radio stations 

management. 

1.8 Previous studies 

1.8.1 Hejase, et al, 2012. ñTalent Management: An Assessment of Lebanese 

Employeesô Knowledgeò.  

Purpose of the study  

This paper is an  exploratory in nature and aims at assessing a sample of Lebanese 

employeesô knowledge, attitude and performance within the context of talent 

management . 

Research methodology  

The research has an exploratory and uses an Internet survey questionnaire as the 

research tool in addition to an interview to validate some of the results. 

an interview was conducted with human recourses managers  of SETS Company. SETS 

is a Lebanese market leader in information technology established in Beirut in 1990; it 

covers a wide range of customers in the Middle East. 

Research results and recommendations :  

The majority of the survey participants know the benefits of talent Management 

although they donôt know much of its process. Currently in Lebanon, not many 

companies adopt this concept in its management. 

Managementôs efforts need to be concentrated on achieving an integrated approach to 

guarantee a successful acquisition of talent management . 

Efforts must be done to retain talented employees, the fact that People donôt leave 

companies; they leave bosses. 
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Retention depends on really giving employees their opportunities in life which will also 

draw other talented peopleôs attention to the organization. 

New strategies will allow the companies  incorporate and involve into the economic 

advances globally. 

companies should invest more time in what employees are interested in learning, and in 

what is essential for their skills, job and for the betterment of the company . 

¶ 1.8.2 Stan , 2012. ñTalent Management and the Cultural Influences on 

Human Resource Management Processes A comparison on human recourses 

management  practices between companies from Sweden and Romania)ò. 

Purposes of the study : 

The purpose of the present paper is to identify if there are any differences or 

similarities in talent management practices in companies from Sweden and Romania. 

Since previous researches argue that organizational and national cultures have an 

impact on talents. 

¶ Research Methodology: 

The research is based on a survey conducted on four international Swedish companies 

and four Romanian ones, where data was collected through a self-completion 

questionnaire. 

Research Findings and Recommendation: 

It has been confirmed that companies from both countries are familiar with talent 

management on the three main processes of human resource management 

(recruitment, selection and retention), but some differences and similarities in their 

practices were found. 

it seems that companies from Romania have not developed human resource 

management so far as have the Swedish firms.  

A talent management mindset is also perceived as being more common in the 

Swedish companies than in the Romanian ones. 
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1.8.3 AHMADI , et al  2012. ñTalent Management And Succession  Planningò.  

Study Purpose: 

The present research intended to investigate the talent management as well as succession 

planning (SP) processes for talent absorption, retention and development  . 

¶ Research Methodology: 

Using  of descriptive and inferential statistics and its statistical community included 

managers and experts of the Iranian Refahe Kargaran Bank branches within Tehran 

province.  

¶ Research Findings and Recommendation: 

The present research implied that the talent management and succession planning within 

government organizations, presently, do not meet the requirements . 

¶ To promote the existing talent absorption policies and systems by providing 

talented individuals with financial and non-financial incentives. 

¶ To create an educational and scientific training environment within the Bank. 

¶ To use the outcome of the performance assessment reports as well as the 

performance experiences and views of the relevant field directors and managers. 

¶ To promote the talent development system . 

¶ To implement plans and programs including cycling coach job, job mentoring and 

360 degrees assessment. 

¶ To preserve the talents retention system by giving rewards . 

¶ To promote communication between the senior managers and directors on one 

side and talented individuals on the other side. 

¶ To promote succession planning system and create a strategic approach in this 

respect in the managers .  
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¶ 1.8.5 Uusi-Autti, 2011. ñThe effect of talent pool inclusion and development 

program participa tion on talent engagement and organizational commitment 

ò. 

Study Purposes: 

The objective of this study are to: 

¶ Explore the talent management process of forming talent pools in the context of a 

single company.  

¶ Find  out if talent pool inclusion and participation in a talent development 

program can affect the work engagement and organizational commitment of 

talents. 

¶ Research Methodology: 

This research takes a qualitative approach to the research question. 

 Semi-structured interviews were conducted with employees who have been included in 

the talent pool of the company. 

Research Findings and Recommendation: 

¶ Talent pool inclusion and participation in the talent development program can 

have a positive effect on organizational commitment of those employees who 

have been included in the talent pool. 

¶ Findings related to work engagement are two-fold talent pool inclusion shows to 

have a positive effect on the overall engagement, but at the same time its impact 

on daily work is limited . 

¶ Talent management processes can be utilized to enhance positive employee 

related outcomes, such as engagement and organisational commitment.  

¶ The study has provided valuable feedback from the participants in the program 

especially for the HR of the company.  
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1.8.6 Verhoeven,2011 ñPerceptions about Retention Management? ò. 

Study Purpose: 

This study investigates the perceptions of employees in a medium size, creative 

organization in Sydney, Australia, on retention management and furthermore investigates 

the human resource factors which do influence their intention to stay or to leave. 

¶ Research Methodology: 

This study has been accomplished through the eyes of the employees using a qualitative 

approach with observations made in the work environment and narrative interviews. For 

the purpose of the study, 14 of the employees were interviewed during work time in 

separate rooms. 

¶ Research Findings and Recommendation: 

The results of the study indicated that the human resource practices pointed out as 

important in the existing literature are not in line with the agreements with the human 

resource practices mentioned by the employees. While the literature noted the importance 

of all the human resource practices mentioned above, the employees of Mass Media 

Studios mentioned only the importance of organization culture and work environment, 

remuneration and recognition, teamwork relationships and challenging opportunities and 

moreover two extra dimensions, which are the product the organization is selling and the 

financial crisis. 

1.8.7 Horváthová, Mikuġov§, 2011 ñTalent Management And Its Use By 

Organization In The Morvian -Silesian Region ò.  

Study purposes :  

The article is aimed at describing the nature, significance, benefits and particular 

processes of talents management (their recruitment , development and retention)  

And  at bringing information on the scope and the level of use of talent management by 

organizations in one of the Czech Republic regions, in the Moravian-Silesian Region.  

Research Methodology: On the basis of data acquired by a questionnaire survey  . 
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Research results and recommendations: 

The  organizations are implementing the system of talent management on a small scale: 

this approach is used by 3.8 % of organizations only that is 9 from 237 (100 %) of the 

approached respondents.  

The main reasons why this approach is not used is either that organizations have no 

knowledge of it or there is lack of financial and personnel resources.  

The authors recommended  talent management must be  wider application in the Czech 

practice. 

1.8.7 Roman, 2011. ñAssessing talent management within the Western Cape 

Provincial Treasury (WCPT)ò. 

Study Purposes: 

The objectives of this thesis are : 

¶ Obtaining an understanding for why talented employees left or are leaving 

WCPT. 

¶ Exploring the concept of talent management in organizations globally. 

¶ Exploring the legislative context for talent management in the South African 

public service e. 

¶ Determining what WCPTôs approach to talent management is by using WCPT as 

a case study. 

¶ To draw inferences between the practice and theory in the literature review to 

understand why talented employees left and are leaving WCPT and what WCPTôs 

approach to talent management is . 

¶ Research Methodology: 

A qualitative case study research design with unstructured interviews, a survey 

questionnaire and documentation were used to conduct this study. The case study of 

WCPT was used . The survey questionnaires were e-mailed to all current WCPT 
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employees (255 employees) of which 86 responded. This constitutes a sample of 33 

percent out of a sampling frame (the whole WCPT) of 255. 

Research Findings and Recommendation: 

¶ Job dissatisfaction was the broad reason why talented employees left WCPT. 

¶ Job dissatisfaction includes dissatisfaction about competitive salaries, sufficient 

training and development, a career planning programme, work-life balance, and 

so on. 

¶ A draft talent management strategy has been formulated for WCPT . 

¶ The  draft talent management strategy be implemented, despite the absence of the 

Human Resources department, as part of a broader strategy to establish WCPT as 

an employer of choice. 

¶ 1.8.8Yaqub&Aslam Khan , 2011. ñThe role of Employer branding and 

Talent Management for Organizational Attractivenessò. 

¶ Study purpose 

¶ The purpose of this study is to know about the perception of the university 

students about employer branding and different ways through which employers 

hire and manage the future talent. This study will also help to know about the 

importance of talent management and student' s approach for the potential 

employer. 

¶ Research Methodology: 

¶ The sample size of this research study consists of 100 respondents from three 

universities of Rawalpindi and Islamabad. 

¶ Research Findings and Recommendation: 
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¶ The findings of the study show that students are well aware of organizations 

recruitment techniques and they prefer to join those organizations where they can 

find better career growth.  

1.8.9  Piti, 2010. ñThe Influence Of Talent Management  On Strategy ò. 

Study Purpose: 

This study focused on investigating  Volkswagen South Africa VWSA Group Service 

divisionôs employee talent management process as seen or perceived by employees. 

The employee attitude and understanding of the 2010 strategy was also evaluated. 

Research Methodology: 

 In achieving this objective a literature review on talent management was conducted and 

questions formulated which formed part of the survey. 

The questionnaire was self-administered and sent to the stratified random sample of 

individuals who were eligible for survey. 

Research Findings and Recommendation: 

¶ Effective talent management is essential in achieving organizational excellence 

and is a driving force for business success. 

¶ Seventy seven percent of the respondents understand the 2010 strategy and what it 

is all about. 

¶ Employees were uncertain that compensation and leadership style are variables 

that influence or promote talent management. 

¶ For talent management to be effective it must be aligned to organizational 

strategy.  

¶ The formation of talent pools from which to recruit high talented staff and whose 

skills will be required to meet the objectives of the organizational strategy. 

¶ Companies need to be aware of brand profiles most desired by highly talented 

individuals. 
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¶ Companies also need to be aware of various recruiting strategies as well as 

acknowledge that different employees are at different levels of the motivational 

hierarchy. 

1.8.10 Tarakji, 2010. ñHow do the best employers in Kuwait understand and apply 

Talent Management? ò. 

Study Purpose: 

To answer the following questions: 

¶ How is talent management explored and capitalized in the Kuwaiti firms? 

¶ What has researchers found within the talent management area ? 

¶ How well do this correlate with the companies in the Kuwait market of today? 

¶ Research Methodology: 

Direct observations and interviews were selected with semi-structured interview due time 

limitation given by some organizations. personal interviews with 15 human recourses  

managers, out of which, 3 are Training & Development Managers., the interviews were 

prearranged with them and tape- recorded.  

Research Findings and Recommendation: 

¶ The most of the investigated firms are familiar  with the concept of talent 

management and its theories and are aware about it . 

¶ Locating talents in Kuwaiti firms is mostly done internally . 

¶  Some recruitment needs to outsource providers due difficulty or confidentially of 

the post. 

¶ Competencies of talents are more essential than their qualifications. 

¶ The development plans are mostly job rotation, on-the-job training and coaching. 

¶ The retention process focuses on career management, relocation and recognition. 



15 

 

¶ Special training and development for high potentials should be in place to be able 

to fill the pivotal positions when required. 

¶ Finally, a comprehensive human resources structure should be in place in order to 

support all the stages from attracting to retaining talents. 

1.8.11 Kollsrud, 2010. ñThe  Perception  Of  talent  Management  From  The 

Perspective  Of A Middle  Manger  In A Five  Star  Hotel  Company  ò. 

Study Purpose: 

To answer the  research question is how middle managers in a five star hotel company 

perceive talent management. 

¶ Research Methodology: 

A qualitative study was used and unit of analysis was by question. 

Research Findings and Recommendation: 

¶ Middle managers perceive talent management as a process of developing 

individuals using appraisals, development plans and mentoring . 

¶ . They believe talent management promotes retention and differentiation and that 

they have an important role in the talent management process. 

1.8.12 AL Garaawi, 2010. ñTalent Management Infrastructure & its Dimensions & 

Their Effect on Organizations High Performance Achievementò. 

Study Purpose: 

To answer the following questions: 

¶ What are the main effective dimensions of talent management  in Universities? 

¶ What are the critical success factors and the components of the main 

infrastructure talent management  ? 

¶ How does talent management  participate in improving the signs of high 

performance ? . 

¶ Research Methodology: 



16 

 

The research was implemented a questionnaire consists of 8 dimensions and 43 items. 

The sample consisted of 123 leadership development candidates within this organization.  

Research Findings and Recommendation: 

¶ Talent is the most important resource for achieving competitiveness and 

sustainability of organization. 

¶ There  is no significant differences in talent management  in both universities on 

the level of dimensions and infrastructure . 

¶ Developing the strategic awareness of the Universities leadership in the field of 

talent management  role in improving the competitiveness of the Universities and 

its performance  . 

¶ Conducting more studies and researches in the future concerning the field of 

talent management and its role in improving the resources of competitive 

advantage . 

1.8.13 OLangenegger et al  2010 ñEffectiveness of Talent Management Strategies in 

Swiss Companiesò.  

Study Purpose: 

to investigate how talent management strategies affect organizational performance in 

Swiss companies. 

¶ Research Methodology: 

This paper draws on a survey of 138 organizations  

Research Findings and Recommendation: 

¶ It appears that the choice of talent management strategy massively affects 

organizational performance.  

¶ Analyzing the sample from financial and nonfinancial perspectives, the 

researchers  identified higher corporate profit and increased corporate 

attractiveness as statistically highly significant main effects of pursuing a talent 

management strategy.  

¶ the researchers  also highlight the motivational character and impact on talentôs 

trust in leaders of talent management practices in Switzerland. 
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¶  Talent management practices with a strong focus on business strategy have a 

statistically highly significant impact on corporate profit, more than any other 

focus of talent management has. 

1.8.14 Timisjarvi, 2009. ñAttracting Future Talent Through Graduate Trainee 

Programs-Preliminary Empirical Findings From Six Finnish and Swedish 

Multinationals ò. 

Study Purposes: 

The main purposes of this masterôs thesis are to:  

¶ Research how Finnish and Swedish multinational companies (MNCs) are tackling 

the ñwar for talentò. 

¶ Study MNCsô international graduate trainee programs that were launched 

recently. 

¶ Illustrate multinationalsô activities in the field of talent management describing 

the characteristics and aims of trainee programs .  

Research Methodology: 

The research was implemented using a qualitative, and more specifically inductive 

research method, which was chosen in order to be able to conduct a multiple case study 

that draws from in-depth interviewees and develops new theories by generalizing the 

findings so that they can be applied to a bigger setting of companies. 

The data was gathered by interviewing seven (7) human recourses  professionals who 

have been involved in launching or managing of the trainee program in their company. 

Research Findings and Recommendation: 

¶ The international graduate trainee programs of Finnish and Swedish 

multinationals are rather similar, even when provided at very diverse companies.  

¶ Most of the studied programs were launched in order to attract recent, 

inexperienced, yet, talented graduates while others aim at hiring experienced, top 

talent. 
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1.8.15 Al-Awamleh2009 ñDeveloping Future Leaders: The contribution of Talent 

Managementò. 

Study purpose: To identify how the most desirable leaders work with talent 

management, and implications following its practices. 

Research Methodology: 

Drawing on a series of in-depth case studies into the talent management  processes of 7 

complex, multinational organizations 

Research results and recommendations :  

The amount of work experience an individual had correlated with levels of ethical 

behavior, such that the more experienced an individual is, the more ethical their behavior 

is likely to be.  

The  seniority within the company hierarchy seems to lower the levels of ethical decision 

making, such that the more senior within the organization a person becomes, the less 

ethical their decisions become. Taking these two findings in parallel suggests that some 

talent management ideas might actually lead to the development of less ethical leaders in 

the future. 

1.8.16 Oehley, 2007. ñThe Development  And Evaluation  Of A Partial  Talent  

Management  Competency  Model ò. 

Study Purposes: 

The study set about to : 

¶ Identify the talent management competencies required by line managers in order 

to successfully implement the organizationôs talent management strategy. 

¶ Formulate these competencies within a model. 

Research Methodology: 

The research was implemented a questionnaire consists of 8 dimensions and 43 items. 

The sample consisted of 123 leadership development candidates within this organization. 

A total of 357 questionnaires were obtained. A comprehensive talent management 

competency model was developed that defines and describes the line manager behaviors 
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required in order to successfully carry out the talent management strategies within an 

organization. 

1.9 Comments on the previous studies: 

The review of previous studies that are directly related to the subject facilitate the 

preparation of the study's theoretical framework, also the findings and frameworks of the 

previous studies enrich the researcher study .unfortunately , the Arabic studies that deal 

with   talent management are rare, so these research focused mainly  on explore the 

availability of talent management components and the managers perspectives about talent 

management and their awareness about it . 

This study is the first one according the knowledge of the researcher which is done on 

talent management and its components  in the Gaza Strip in particularly in radio station. 

 

Since talent management  is relatively  new topic, the previous studies seek to explore its  

nature and to assess the organization   knowledge, attitude and awareness about it . 

From the researcher point of view, the most shared areas of research   from the previous 

studies are : 

This study shares all over  previous studies in  presenting  the definition  of talent 

management and its components , while some of those studies focused on  the 

perception of talent management as it represent a new field of research  by (Hejase, et 

al, 2012;  Tarakji, 2010; AL Garaawi, 2010(which are  of them searched about Arabic 

population , while  (Verhoeven,2011; Kollsrud, 2010; Roman, 2011) are foreign .The 

studies  also paid more attention to have talent management  as a  mindset 

perspectives .Many studies  aimed at describing particular processes of talent 

management namely recruitment , development and retention . 

 

Others  researchers  namely (AHMADI ,et al  2012;  , Mikuġov§, 2011 ) found that 

the availability of talent management and its components , presently do not meet the 

requirements and the researchers attributed the results  due to small awareness of the 

concept and its strategies. 
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The researcher shared  (Yaqub&Aslam Khan , 2011; Roman, 2011; Tarakji, 2010; 

Langenegger et al  2010; Al -Awamleh2009) in trying to seek and suggest a proper 

strategies and practices that develop and rise talent management and its components 

Talent management  components have many strategies to implement , ie. Recruitment 

strategies such as  being an employer of choice , by having  a reasonable degree of 

job security , interesting work and other strategies . Talent development strategies   

like job rotation, on-the-job training and coaching are considered at studies that 

focused on talent management  components. Further more talent retention  strategies 

as compensation ,work-life balance . 

From the researcher point of view, the most different areas of research  from the 

previous studies that this  study focused on exploring the availability of  talent 

management  and its components , while the previous studies focused on measuring talent 

management  effect on specific terms as strategy, organizational commitment, Job 

dissatisfaction, and etc (Uusi-Autti, 2011; Roman, 2011; Piti, 2010). 

 

¶ The researcher noticed the diversity of methodology used in the previous studies 

between descriptive approach, analytical approach and a case study, also the 

varied method of population determination as most of the studies defined the 

population,while others depends on theory-based literature , case studies 

frameworks and empirical studies. 

In line with the previous studies, this research is exploring the availability of 

talent management and its components from the employees perspectives at Al aqsa voice  

radio station. It also aims at shedding the lights on the talent management concept and its 

components . 

The main distinction of this research from other researches is that it is conducted in a 

radio station . The radio stations  are known to have a special work place  and staff .This 

research will provide conclusions and recommendations based on the findings and results 

for Al aqsa voice  radio station managers and radio stations in general. 

¶ This study is the first study in the local environment, to the knowledge of the 

researcher, dealing with talent  management and the availability for each 

components of talent management . 
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¶ It highlights the new concepts  of talent management, to increase the interest in it, 

and to create the right climate to increase the effectiveness of performance, and to 

issue the necessary recommendations to fill the gaps that hinder the effective 

implementation of the talent management. 

¶ Based on the previous studies , there is a need for more effective studies regarding 

talent management  at public service organization . 

1.10 Conclusion: 

This Chapter tackles the items of research problem and the research question; in 

addition to, the research hypothesis, objectives, importance, variables, structure, and 

limitations. It also handles the previous studies and the literature of talent management  in 

previous studies . 
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Literature Review 
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2. 1 Introduction 

This chapter will provide a review of talent and talent management definitions, 

The Importance of talent management, talent management perspectives ,The elements of 

talent management, Effective  talent management conditions, Implementation of talent 

management, talent management components, talent attraction strategies, talent 

development, and retention of employees. Throughout this chapter an extensive review of 

the literature and arguments will be presented to provide the reader with a comprehensive 

view of the topic. 

The growing effects of the information economy, globalization and changing 

demographics are coinciding to create a new era in business, the era of talent (Gubman, 

1998). Whether it is called people, labor, intellectual capital, human resources, talent or 

some other term, the resource that lies within employees and how they are organized is 

increasingly recognized as critical to strategic success and competitive advantage 

(Boudreau & Ramstad, 2007).  

 

Talent Management is a new terminology rose in the space of Human Resources 

Management. talent management is not only about leadership development or succession 

plan. It is an integrated approach of recruiting, developing and retaining talents within the 

firm for its future benefit. It expands beyond the elements listed above to include 

modifying management, strategy and organizational culture. (Tarakji,2010) . 

2.2  What is talent 

          The Chartered Institute of Personnel and Development (CIPD) (2006c) raises the 

challenge that human recourses  professionals and their clients need to understand how 

they define talent and who they regard as talented in their organizations. Therefore, for 

this study, definitions of talent and talent management are of considerable importance. 

There are several definitions of the term talent according to the field of work and 

in dictionaries ; the following are taken from two English dictionaries: (Kabwe, 2011) 

 (i) endowment: natural abilities or qualities (Longman Dictionary of Contemporary 

English, 2006) 

 (ii) a special aptitude or faculty; high mental ability, a person or persons of talent 

(Concise Oxford Dictionary, 1990). 
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2.2.1 Talent , creativity and innovation : 

In his book ñOutliersò Malcolm Gladwell (2008) offers an account on the 

importance of context and environment which set the opportunities for the expression of 

talents. He shows why some people achieve more than others and ñthe secret of their 

successò. Talent is as much as consequence of the date of birth, hard work, emotional 

intelligence, historical circumstances, demographics or social contexts as analytical 

intelligence .  

For Gladwell creative people are more the result of the world in which they grew 

up, the circumstances which provide the opportunity to shine (birth date, location, family 

values, etc.) and hard work (10,000 hours of practice in a chosen field) ï rather than raw 

talent alone ï in the emergence of extraordinary accomplishment. 

Research on innovation in workplaces stresses that the majority of workers, given 

supportive conditions, can think out of the box, generating inventions that streamline, 

improve, and even innovate.  

2.2.2 Talent in business world 

The commonest way to define talent  is by making reference to an individual's 

performance , authors note that most managers have a tendency to define talent in terms 

of outcomes. (Kabwe, 2011) . 

Talents in the organization refer to core employees and leaders that drive the 

business forward. They are the top achievers and the ones inspiring others to superior 

performance. Talents are the core competencies of the organization and represent a small 

percentage of the employees (Berger & Berger, 2004). 

 

| Talent refers to unique characteristics, qualities, traits or abilities of people who 

utilize this to reach the objectives of organizations. Below is a graphic illustration of an 

equation for talent as suggested by Glen (2007) . 
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Figure (2.1) 

An equation for talent 

 

(Source: Glen  2007:4) 

2.3 Talent management  

2.3.1 Introduction:  

   Since a group of McKinsey consultants coined the phrase the War for Talent in 

1997, the topic of talent management has received a remarkable degree of practitioner 

and academic interest. (Collings & Mellahi, 2009). 

Talent Management has  recently received most attention , it  is not just a new 

fancy word for finding and developing employees. talent management is an 

ongoing, proactive activity it is about attracting, identifying, recruiting, 

developing, motivating, promoting and retaining people that has a strong potential 

to succeed within an organization (Al-Awamleh, 2009). 

Companies in a wide variety of businesses are finding that people can be their 

number one source of competitive advantage. But it's not enough for leaders to say that 

people are important, or to put issues high on their mental to-do list. What is needed are 

organizations that are designed and managed in ways that optimize talent attraction, 

retention.(Hejase et al,2012) . 

2.3.2 Definitions of talent management: 

 One of the key challenges that scholars have experienced over the past decade has 

been the unanswered questions regarding the definition and goals of talent management  , 

there is ña disturbing lack of clarity regarding the definition, scope and overall goals of 

talent managementò.( Lewis& Heckman, 2006). 

http://www.google.ps/url?sa=i&source=images&cd=&cad=rja&docid=xkgy7b3N2NyQtM&tbnid=RuewFV3iOAiSGM:&ved=0CAgQjRwwAA&url=http://www.emeraldinsight.com/journals.htm?articleid=1626557&show=html&ei=ljMzUYCoBYOM4ATQ8YD4Dw&psig=AFQjCNEMYr9oIX3lKCcKXN2OloijxrbOqQ&ust=1362396438140917
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Many researchers defines Talent Management around different concepts and 

dimensions. This research will, however, distinguish and be built upon the three parts of 

the process; recruiting , developing and retaining talent . 

Kumari & Bahuguna (2012) argues that  talent management point out three set of 

approaches regarding the scope and objectives of talent management. The first approach 

is general in nature, It seems that there is hardly any difference between human resource 

management and talent management. Like human resource management, talent 

management is concerned about everybody in the organization. The advocates of this 

approach are of the view that every person is important for an organization. Armstrong 

(2006) believes that talent management seeks to achieve the extraordinary results with the 

ordinary people. 

The second approach examines talent management as the exclusive concept which 

is just concerned about a particular set of people. It focuses only on talent or high 

potentials rather than the entire work force. According to the proponents of the exclusive 

approach, talent management is a set or a bundle of practices designed to meet the 

demands for talent in the organizations,  

Besides these two extreme views ( inclusive and exclusive) on talent there is one 

very specific approach to talent that believes that the people who occupy the key 

positions or key roles should be considered as talented employees. This approach is 

position oriented. It calls for identification of the key roles first then identifying those 

players who can fulfill the requirements of those jobs (Huselid et al, 2005) 

Several definition of talent management are listed in (table 2.1) from different sources 

and the researcher try to arrange them according to their dates . 
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Table (2.1) Definitions Of Talent Management . 

 Definition  Source 

1 

a systematical approach of human resource management that 

formalizes the mechanism of sourcing, screening, selection, on 

boarding, deploying, and retention; through motivation, career 

progression and succession planning . 

Abbasi etal (2013) 

2 

The process of developing and integrating new workers, 

developed and retaining current workers and attracting highly 

skilled workers to work for a company. 

Jain (2012) 

3 

A conscious, deliberate approach undertaken to attract, develop 

and retain people with the aptitude and abilities to meet current 

and future organizational needs 

Ibrahim (2011) 

4 

Additional management processes and opportunities that are 

made available to people in organizations who are considered 

to be talent. 

 

Blass (2009) 

5 
A matter of anticipating the need for human capital and then 

setting out to plan to meet it. 
Cappelli (2008a, 2008b) 

6 

It is about attracting, identifying, recruiting, developing, 

motivating, promoting and retaining employees with strong 

potential to succeed within the organization. 

Baron and Armstrong (2006); Berger and Berger 

(2004); Laff (2006) 

 

7 
Recruitment, development, measurement and management of 

high-potential employees. 
Stahl et al. (2007) 

8 

The identification, development, engagement, retention and 

deployment of those individuals with high potential who are of 

particular value to an organizational context 

CIPD (2006c) 

9 

Involves integrated human recourses  practices charged with 

attracting and retaining the right people in the right jobs at the 

right time 

Heinen and O'Neill (2004) 

10 

talent management represents an integrated process of 

ensuring the organisation has a continuous supply of highly 

productive individuals in the right job, at the right time. 

Sullivan (2004) 

11 
The process of attracting, recruiting and retain talented 

employeesò 
Creelman (2004) 
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In summation talent management is about sourcing, recognizing, recruiting, 

developing, promoting and retaining people that are high potentials and can grow within 

the organization (tarkji,2010). 

In this research  we will distinguish and concentrate in the main three  parts of 

Talent Management process; recruitment, development,  and retention of talent . 

2.3.3 The problems of  talent &talent managements definitions:-  

       After having defined talent and talent management, we will look at the problems that 

arise concerning the definition of talent management. One of the problems is that it might 

be difficult to formulate one universal definition, appropriate for all organizations. 

 

 How talent is defined, is dependent on several factors including the type of industry an 

organization is operating in and the dynamics of the organization i.e. its likelihood to 

change over time. For organizations, it seems more valuable to develop their own 

definition of talent rather than applying a universal one (Kabwe,2011). 

In the researcher  opinion, this is because it gives organizations the chance to 

focus on specific groups that are important for the success of that organization. 

 

The term óhigh potentialô is sometimes used, but this should not be seen as a 

synonym for ótalentô. A high potential is a ñrating based on assessment of the employeeôs 

capability to perform at some higher level of responsibility in the organization .This 

assessment focuses on the future, but looks at performance in the past and current 

performance (Heinen & OôNeill, 2004). 

 In the researcher  opinion, it is important to distinguish between the two terms, 

since they are not the same. talent goes deeper than being assessed as capable of moving 

to a higher level in the organization. 
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2.4  Importance of talent management: 

The growing worldwide demand for talent, along with the shrinking availability 

of exceptional talent, has made talent acquisition, development and retention a major 

strategic challenge in many companies ,The business world is changing in many ways 

and there are a number of factors that have contributed to the critical significance of 

talent: 

¶ An increasing worldwide demand for talented leaders and executives with the 

growth of emerging markets in Asia and Latin America 

¶ A shrinking pool of experienced and talented leaders in the Americas, Europe, 

and Japan. 

¶ The complexity and faster pace of global business and the need to have talent 

available to adapt quickly to changing business conditions. 

¶ The realization that within an industry there are specific organizational 

capabilities necessary to achieve competitive advantage and a need to recruit and 

retain the leading talent with specialized competence to build that capability . 

¶ The difficulty of retaining critical talent due to a shift to self -managed 

professional careers where talented individuals aggressively pursue their careers 

and actively seek advancement by moving across different companies and 

geographic boundaries . 

Nowadays, talent management requires a high degree of attention from three internal 

stakeholders: top management, the human recourses  functions and line managers. The 

notion of talent management transformed the agenda of CEOs from different types of 

corporations, since they spend approximately 30-50 percent of their time in talent 

management, according to The Economist Intelligence Unit report. (Stan,2012) . 

Parry (2008) argues that failure to make investment in employees  mean that the 

organization will  lose people ï the wrong people - and lose along with them much of the 

richness and diversity of its  future talent . 
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Table (2.2) : Benefit Of Talent Management  
 

From an Employerôs Perspective 

Talent management can bring significant 

business benefits: 

From an Employeeôs Perspective 

When organization invest in talented people 

they are more likely to: 

Ensure work force diversity  Engage with their work and be more effective�  

Build a high performance workplace Leads to job satisfaction 

Encourage a culture of learning and development Increases employee referral 

Ensures values for money Have a good opinion of their managers 

Employee engagement. Leads to high morale 

Retain talented people . Accomplishment of personal and professional growth 

Enhance company image and position in the employment 

market 
 

 

(Source: Saxena  2013 p: 53) 

 

2.5  Talent management perspectives through human resources  practices 

As a concept in itself, talent management is actually quite difficult to define. It 

can be viewed from a number of perspectives, all of which give a different interpretation 

to the same activities within different organizations as the following organization (Al-

Awamleh, 2009). 

¶ The process perspective in which  talented individuals are expected to find the 

best opportunities for themselves within the organization. they can succeed 

depend on  their  performance . 

¶ The  cultural perspective, where talent is believed to be critical for success  , and 

the talent is the  king ,talented people can succeed or fail according to  their own 

merit.  

¶ The competitive perspective where talent management is concerned with 

identifying talented people, finding out what they want, and giving it to them ï if 

not, your competitors will (organization have to be an employer of choice . 

¶ In  the developmental perspective, talent management is about accelerated 

development paths for the highest potential employees and maximizing  

opportunities for high potentials. Increments based on development as well as 

performance. 
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¶ Finally human recourses  planning perspective mean that talent management is 

about having the right people matched to the right jobs at the right time, and doing 

the right things . 

2.6 The elements of talent management 

      For talent-management initiatives to be effective, organizations need formal 

processes, with many stakeholders involved and strong links between leadership and 

talent to translate into specific organizational value-based behavior talent management  

takes the form of a óbundleô of interrelated processes, as shown in Figure (2.2) 

Figure (2.2) 

The elements of talent management 

 

(Source: Armstrong ,2006) 

 The key elements of a complete talent-management system will include an 

employer brand, a recruitment and selection process, a training and development process, 

a performance management system that is tied effectively to a reward system and an 

information system that includes data on satisfaction, motivation, talent development, 

talent utilization and performance.  
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2.6.1 The resourcing strategy 

The business plan provides the basis for human resource planning, which defines human 

capital requirements and leads to attraction and retention policies and programmes for 

internal resourcing. 

2.6.2Attraction and retention policies and programmes 

These policies and programmes describe the approach to ensuring that the organization 

both gets and keeps the talent it needs. The outcome of these policies is a talent flow that 

creates and maintains the talent pool (Armstrong ,2006). 

2.6.3 Talent audit 

Talent audits can be used to indicate the possible danger of talented people 

leaving and what action may need to be taken to retain them. 

Every journey starts with a single step. Obtaining meaningful understanding of 

your organizationôs strengths, weaknesses and potential requires an honest assessment of 

your workforce. An effective way to start a journey towards relevant workforce data and 

better business decisions is to start with a talent audit (Hall  Group, 2012). 

According to Association of European Businesses Conference (2013).Talent audit 

allows an organisation to get a current understanding of its talent at a  single point in 

time, it is  often driven by a specific and current issue or organizational 

objective/strategy. 

2.6.4 Role design 

talent management is concerned with the roles people carry out. This involves 

role design ïensuring that roles provide the responsibility, challenge and autonomy 

required to create role engagement and motivation  (Armstrong ,2006).  

Role design and development policies should aim to place talented people in roles 

that will give them scope to use and develop their skills, and provide them with autonomy 

and challenging work. Talent management policies should also focus on role flexibility 

ð giving people the chance to develop their roles by making better and extended use of 

their talents  (Kravtsova,2012). 
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2.6.5 Talent relationship management 

There  is no clear cut definition of talent relationship management. Even though 

many of the parameters used within the concept have been around for a long time, they 

have been part of more general human resource management rather than having their own 

special focus. Furthermore, as still more top managers start caring about it and believing 

in the concept, it needs to be defined from this perspective rather than a pure human 

recourses management  perspective. 

According to Armstrong ( 2006) talent relationship management is the process of 

building effective relationships with people in their roles. It is concerned generally with 

creating a great place to work, but in particular it is about treating individual employees 

fairly, recognizing their value, giving them a voice and providing opportunities for 

growth (Mortensen,2010).  

2.6.6 Performance management 

Performance management (the ability of the organization to measure its results to 

improve its business),everyone  in the organization must be  aligned before adopting the 

most common organizational capability cited by top performers, which is holding line of 

business leaders accountable for recruiting, development, performance management, and 

/ or other aspects of talent management within their teams. (Aberdeen Group ,2005) . 

Performance management processes provide a means of building relationships 

with people, identifying talent and potential, planning learning and development 

activities, and making the most of the talent possessed by the organization. performance 

management is a means of increasing the engagement and motivation of people by 

providing positive feedback and recognition. This is part of a total reward system 

(Armstrong,2006) 

2.6.7 Learning and development 

Organizations today are looking to create a culture around learning and 

development As a result, both formal and informal learning are deeply ingrained in any 

successful (Aberdeen Group ,2013). are essential components in the process of talent 

management ï ensuring that people acquire and enhance the skills and competencies they 

need (Armstrong ,2006). 
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2.6.8Management succession planning 

Succession planning is the first apparent fruit of talent management. The 

succession planning is to check the existing human resources strengths, and linking these 

to anticipate for future needs. It focuses on developmental processes of the individual 

workers to prepare an heir for the key positions. Its main goal, at the end, is create strong 

leadership teams and diminish uncertainty in terms turnover (Abbasi,2013). 

2.6.9 Career management 

Career management, is concerned with the provision of opportunities for people 

to develop their abilities and their careers in order to ensure that the organization 

has the flow of talent it needs and to satisfy their own aspirations 

2.7  Effective  talent management conditions  

 Talent must be viewed by senior management as a strategic asset, and its 

importance for the company must be regularly communicated to everyone in the 

organization. 

Å Sufficient resources (funds) should be made available to support all the talent 

management efforts. 

Å An effective talent-management plan and programme must be aligned with the 

companyôs vision, culture and overall strategy. 

Å People and positions must be tracked through a technology-based talent management  

system. 

Å It is not the talented individual that is important, but the processes that create, manage 

and organizes talent. These include having the right structures, systems, processes and 

practices fitting together in a consistent whole. For example, organizations may have 

talented personnel but may not manage to support them correctly. 

The key elements of a complete talent-management system will include an 

employer brand, a recruitment and selection process, a training and development process, 

a performance management system that is tied effectively to a reward system and an 

information system that includes data on satisfaction, motivation, talent development, 

talent utilization and performance. There should also be a process to assess an 

organization's competencies and capabilities (Roman , 2011). 
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2.8  Implementation and constrains  of talent management: 

2.8.1 Implementation of talent management: 

      Literature provides multiple reasons why an organization should implement talent 

management.  

talent management should be able to help the organization to seize opportunities and the 

employees to perform at their best.  

Most companies agreed that the implementation of talent management positively 

influenced competitive advantage, Heinen and O'Neill (2004) argued that talent 

management is the most effective approach in constructing a durable competitive 

advantage.  

Talent management is most effective when thoughts and actions become so 

embedded in an organization, they become part of the organizational culture. While it is 

often seen as something to do, it should become something to be, namely a way of 

working through which an organization tries to accomplish short and long-term success 

(Al -Awamleh, 2009).  

The first step the organization has to take is to identify key roles. In connection 

with that the organization has to assess whether there are available employees with key 

competencies who will be needed in the future in dependency with business strategy. 

Organization may identify its talents  among its present employees, from the internal 

resources or obtain them from the external resources. 

 The identification of talents is made on the basis of assessment of their current 

performance and a forecast of their potential. Performance appraisal is the measurement 

of actually achieved results within those areas for which the specified individual is 

responsible . 

For a certain type of employee it is always necessary to choose such kinds and 

combinations that would lead both to performance appraisal and a forecast of potential.  

 

After performance appraisal and a potential forecast, the very group of talented 

employees is specified a talent-pool is formed. Individuals meeting in advance 

determined criteria can be jointly indicated as talents or this group of talented individuals 
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can be furthermore divided into three groups - top talents, talents and potential talents 

(Fig. 2.3). 

Figure 2.3: Talent Management -9 Box Matrix  Potential 

 

(Source : Horváthová,2011) 

The identification of high-potentials is increasingly becoming a problem for most 

organizations and was the force behind studies such as the ĂWar for talentΖ by the 

McKinsey consultants (Michaels et al., 2001). 

2.8.2 Constraints of implementation of talent management   

Human Capital Institute & Hewitt Associates (2008) asserted that companies still lack 

the ability to integrate talent management programs and assess the return on their talent 

investments. The most important reasons are the following: 

¶ Human Capital is not Adequately Associated with Business Strategy . 

¶ Lack of Accountability and Capability for Talent Development . 

¶ Inconsistent Execution and Integration of Talent Programs . 
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¶ Limited Use of Meaningful Talent Analytics . 

2.9 Talent Management  Components : 

There is some emerging agreement on which human recourses activities should be 

included under the umbrella of talent management, and includes activities that benefit or 

focus on individuals such as recruiting, staffing, development, performance management 

and retention.  

2.10  Talent Attraction Strategies : 

Talent attraction is considered as one of the elements of talent management  and 

includes systems that are implemented by organizations to ensure that they attract and 

recruit talented employees of a high quality. 

Talent attraction strategies  includes employer branding, employee value proposition and 

employer of choice (Armstrong, 2006) . 

2.10.1 Recruitment and selection  

Any organization can employ various techniques to ensure that it selects the right 

candidates to match the culture and values of this organization . 

According to Armstrong (2006) an organization must identify what sort of people 

it needs in terms of qualifications and experience in order to ensure a cultural fit. 

When we are talking about recruitment within the concept of talent managementwe have 

to primarily deal with high-potential employees. High-potential employees enjoy the 

following traits: 

1- Result guidance 2- Individual skill 3- Mental ability 4- Lifelong learning 5- Mental 

cohesion 6- Flexibility 7- Energy (AHMADI etal ,2012)   

2.10.2 Employee value proposition: 

An employee value proposition is a marketing-orientated strategy detailing the 

qualities of the organization which allow it to be considered an employer of choice. 

An organizationôs employee value proposition consists of what an organization has to 

offer that prospective or existing employees would value and which would help to 

persuade them to join or remain with the business. 
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It will include remuneration and  non-financial factors which  may be vital in 

attracting and retaining people, the degree to which it acts responsibly, respect ï, workï

life balance and opportunities for personal and professional growth. 

 (Armstrong ,2006).Candidates also rate  higher value on challenging jobs, flexibility, 

training opportunities, work environment, and the reputation of an organization and its 

management (roman, 2011) . 

2.10.3 Employer branding  

Armstrong (2006) suggests that ñemployer branding is the creation of a brand 

image of the organization for prospective employeesò. 

Employer branding entails a marketing strategy of an organization to attract 

talented employees and is influenced by its reputation as a good employer, a great place 

to work and the way people are treated  

Gaddam(2008) argues that Employer Branding is a ñconcept where the demand is for 

skills and competenceò and continues ñby creating brand images, employers are 

struggling to differentiate themselves in both internal and external environmentò. The 

main message here is also that Employer Branding is about branding a company to 

current and potential employees. 

The employer brand has an indirect influence on the profitability through increased 

performance and commitment as well as increased customer satisfaction. (Gaddam, 

2008). 

Figure 2.4 .How employer branding create value for 

organizations

 

(Source : Adapted from Gaddam, 2008) 
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2.10.4 Employer of choice 

There are different views found in literature regarding a definition for the notion 

of an employer of choice. An employer of choice is defined as a company or organization 

that, because of its status and reputation, is always the first choice (or at least on the short 

list) of high quality candidates (Ahlrichs, 2000).  

According to Ahlrichs, (2000). an employer of choice is characterized by 

ñcomparative high compensation based on performance, sensitivity to work, health and 

family needs, good growth opportunities, job security, high level of delight in work and 

company, openness, good communication, fairness, reduced status distinctions and 

barriers, friendship and as well as talented staff membersò.  

To become and remain an employer of choice presents a major challenge for 

organizations as it involves acquiring the best talent for the organization, motivating 

employees to improve performance, keeping them satisfied and loyal, developing them so 

they can grow and contribute skills.  

Table (2.2) demonstrates the shift that must take place in an organization to become an 

employer of choice (roman ,2011) . 

Table (2.3) : The shift fr om normal  employer to employer of choice. 

Then Now 

ñNo time to trainò ñHire people who can learnò 

ñCareer development is the employeeôs 

responsibilityò 

ñCareer development is the responsibility of the 

organization and the employeeò. 

ñIf you donôt like it here, leaveò ñIf you donôt like it here, whyò. 

ñYou should be grateful just to have a jobò ñThank you, your contribution mattersò. 

ñAnyone off the street could do your jobò. ñOnly you will doò. 

ñItôs not personal, itôs just businessò. ñItôs all personalò. 

(Source: Ahlrichs, 2000p.228) 

It is important to recognize that there is a difference in perceptions between managers and 

employees of what are the most important things in working environment.  
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2.11 Talent Development: 

Talent Development is the process of changing an organization, its employees, its 

stakeholders, and groups of people within it, using planned and unplanned learning, in 

order to achieve and maintain a competitive advantage for the organization (Rothwellet al 

,2005 ). 

Talent development includes career management, performance management, 

succession planning as well as training and development processes within the 

organization (Armstrong, 2006). 

2.11.1 Talent Development  Strategies 

2.11.1.1 Performance management systems: 

performance management is: óA process for establishing a shared understanding 

about what is to be achieved and how it is to be achieved, and an approach to managing 

people that increases the probability of achieving success. (Armstrong ,2006). 

Performance management processes provide a means of building relationships 

with people identifying talent and potential, planning learning and development activities, 

and making the most of the talent possessed by the organization  (Armstrong, 2006). 

It is recommended that talented employees should be managed according to their 

performance levels. Highly competent performers are sought, hired and differentially 

rewarded in order to retain their abilities .One such approach classifies employees by 

performance level as ñAò ,ñBò , and ñC Playersò )to indicate top, competent and bottom 

performers, respectively) and encourages the development of A players, the retention of 

B players and the development or termination of C players .( Oehley, 2007). 

Michaels, et al. (2001) propose the differentiation of employees into A, B and C 

players: ñA players define the standard for exceptional performance; B players are solid 

performers who meet expectations, but who may have limited upward mobility; and C 

players deliver just acceptable resultsò. 

 In order to maximize employee retention, it is necessary to prioritize the 

development of A players and compensate them on a higher level; develop the B players, 

so that they can contribute their best; and act decisively on the C players, as this will help 

them to improve their performance, except where it is necessary to remove them from 

critical positions ( Oehley, 2007) . 
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2.11.1.2 Succession Planning: 

succession planning is an evolving, strategic process that focuses on ensuring that 

there are suitable candidates available to fill key positions within an organization as they 

become availableᴁ( Michael, 2009).  

Succession plan gives a clear vision about the talents needed in the future and how talents 

should be developed within the organization, in order to satisfy the talent demands in 

talents in long perspective . 

2.11.1.3Career planning 

Career development is an approach of an organization ensuring that people with 

the qualifications and experience are available when needed (Cai & Klyushina, 2009). 

. Using career development approach employers can coach the employee in his individual 

career planning, and by realizing the plans of employees can plan the allocation of human 

resources. 

Career management is concerned with the provision of opportunities for people to 

develop their abilities and their careers in order to ensure that the organization has the 

flow of talent it needs and to satisfy their own aspirations. It is about integrating the 

needs of the organization with the needs of the individual. 

 

Herman (2005) states that advancement is not only achieved by getting more promotions 

because nowadays, the corporate world does not necessarily go by these traditional 

concepts. However, Herman's research could be a big turnover by many employees who 

believe in promotions as the only way of achieving advancement. In this case, providing 

more guidance and support for younger employees enhances the communication within 

the organization. (Tarakji,2010). 

One of the systems called to align is the integrated model of succession planning 

and career development . The research of highly successful companies shows that 

company can overcome problems in shortage of talents and other challenges ˈby 

marrying the leadership development and succession planning processesᴁ ( Cai & 

Klyushina, 2009). 
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2.11.1.4Training and development: 

this part of talent management plays a significant role in the retention of talented 

employees eventually and is highly rated by talented employees (Oehley, 2007).  

The  learning and development programmes are essential components in the 

process of developing talent. Talented individuals are allowed to develop in their current 

positions and can proceed to new positions through training and development 

(Armstrong, 2006). 

2.11.2  Other  Talent development strategies: 

The following ˈtypical development strategies can be used for narrowing gaps between 

the current competencies of employee and desirable in future: (Cai & Klyushina, 2009) 

¶ Mentoring . 

¶ Coaching . 

¶ Job rotation . 

2.11.2.1 Mentoring  

Mentoring refers to intensive developmental relationship between the mentor - the 

one who implements mentoring, and the protégé -the one who receives direct benefits 

from mentoring processes.(Cai & Klyushina, 2009) . 

Mentoring can be formal and informal. The formal mentoring is organized by the 

company, which want to develop certain capabilities and skills. The informal mentoring 

can evolve spontaneously and is not regulated by the organization  

A firm can only harvest the benefits of the mentoring process only if it became a rooted 

part of the talent management organizations tactic, mentoring is valuable for developing 

talents (Michaels et al. 2001) . 

2.11.2.2 coaching 

The coaching aims to empower people to create and help them to discover their 

potential abilities and talents, instead of focusing on what they canót do. 

Coachers believe that in this way the overall mental health and quality of personal and 

professional life are improved dramatically. Staff should be aware of their strengths and 

the areas where they can excel in order to develop in the best manner. (Michaels et al., 

2001). 
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2.11.2. 3 Job rotation 

 Job rotation is associated with providing an opportunity for employees to change 

their jobs in order to develop additional competencies and develop themselves.  

The job rotation can support better relations between managers and employees, also is 

less costly, than recruitment the person from outside. 

Thus company can retain and motivate personnel their by organizing processes 

for job rotation and making accessible new careers opportunities for existing employees 

(Cai & Klyushina, 2009) 

2.12  perceptions of why employees leave companies  

There is a difference between perceptions of why employees leave companies. 

According to employees the main reasons are base pay, stress and career development 

opportunities, whereas employers think that base pay, career development and 

promotion opportunities are most important.  

According to employees the main reasons are base pay, stress and career development 

opportunities, whereas employers think that base pay, career development and 

promotion opportunities are most important. 

 

Table 2.4 perceptions of why employees leave companies 

 

(Source: Roman , 2011 ) 

 

This is very important information to know for talent management, since then 

managers are aware of areas to focus on for attraction and retention of employees. 
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2.13 Retention of employees 

Organizations are not always successful at retaining talented workers but can use 

tried and tested strategies to retain their best employees (Armstrong, 2006). 

The retention is  the final struggle of the talent war, aiming to take measures to encourage 

employees to retain in the organization for the maximum period of time.(Echols ,2007)   

talent retention by its nature tends to include succession planning. In the international 

organizations mangers  want to know who their top people are (talent identification) and 

how to develop them, getting them into the identified key positions and building 

succession cover for these positions. (Brewster et al. ,2007) . 

2.13.1 Retention strategies  

The most significant retention strategies discussed by researchers in the literature 

are as follows: Competitive pay, challenging work, work-life balance, (roman,2011). 

2.13.1.1 Competitive pay  

Competitive pay packages are considered as one of the most popular and highly 

effective retention strategies that any organization can use. Organizations should deal 

with uncompetitive, inequitable and unfair pay systems and ensure that salary criteria are 

fair and consistent (Armstrong, 2006).  

Organizations should therefore ensure that the salaries of top performers are considerably 

higher than average performers. A fair compensation alone does not, however, guarantee 

employee loyalty (roman, 2011). 

CIPD (2010) reminds "people who feel they are treated unfairly or perceive 

distribution of rewards being un logical  will probably leave". The theoretical background 

is founded on the concept of distributive justice explaining under which conditions 

people become unsatisfied  

Employees who are dissatisfied with their jobs would not stay much longer even if they 

received a pay increase. Pay can be important but  it does not alone increase retention of 

staff, and companies should focus on benefits that could be adapted by employees and 

which are harder to imitate by competitors such as: training and support, promotion 

possibilities, flexible working hours and pleasant working environment (Samotyj,2008). 
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2.13.1.2 Challenging work: 

The provision of exciting and challenging work is a leading factor for engaging and 

retaining talent. Challenging assignments are perceived to be attractive to talented 

employees if they require the achievement of results through influencing others, have 

increased responsibility, involve problem solving or taking on assignments that will 

stretch their abilities (roman ,2011) . 

 2.13.1.3 Work-Life Balance 

Work-life balance is defined as ña satisfactory level of involvement or ófitô 

between the multiple roles in a personôs life,ò and it linked with the concept of 

equilibrium, that ñmaintaining an overall sense of harmony in lifeò (Sukanya, 2010).  

It is important to remember that commitment is an emotional bond that is based largely 

on intangibles, such as feelings of being valued and appreciated. For this reason, the 

inclusion of non-financial rewards, such as giving employees more control over their 

work and their schedule can add quality to their work life .Reducing stress by means of 

having a good balance between work and home.( Oehley, 2007) . 

 

Work-life balance policies can assist employees achieve a balance between their work 

and personal commitments. Our work and personal lives change across the life span with 

associated responsibilities, and thus the need for work-life balance policies, change all the 

time (Sukanya, 2010). 

 

Control over the factors that can improve work-life-balance is considered to be within the 

domain of line managers. Work-life balance policies are an important way for employers 

to identify their commitment to quality of life and social responsibility (Samotyj,2008). 
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2.14 Al  aqsa voice: back ground : 

Al-Aqsa Voice radio station  is a public and realistic  radio station .Which care 

particularly  about Issues of the Palestinian people and the issues of the Islamic nation 

Al -Aqsa voice is not  limited to a particular color it is a  religious, political, Social, 

educational, cultural station. It had been established in June  2003. 

Al aqsa voice  radio station Covers all the Gaza Strip and some parts of the occupied 

West Bank, including Hebron, Bethlehem and parties from Ramallah, Jenin and other 

areas, on  frequency: 106.7 FM. It  also covers parts of the Egyptian territories such 

parties Arish and Rafah in Egypt, and Sheikh Zuwaid city 

The station has a satellite frequency: 12053 on Arab sat  with horizontal coding 

27500, and its and with a web site WWW.ALAQSAVOICE.PSAl aqsa voice  radio 

station is able to broadcast all over the world . 

2.14.1Al aqsa voice  radio station objectives: 

¶ Fulfill the Audience listening needs of the Palestinian people specially in Gaza 

strip 

¶ Expand broadcast coverage and market share outside of Gaza strip 

¶ The Call to Allah 

¶  .Media and News and get right  the message to the public 

¶ Communication, Education and Public Awareness committed to the spirit of 

Islamic law. 

¶ Support the Palestinian education in all its stages. 

¶ Dissemination of political terminology and Islamic. 

¶ Outstanding radio advertising complying with Islamic law. 

¶ Strengthen the national affiliation of the Palestinian people. 

 

http://www.alaqsavoice.ps/
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2.14.2Al aqsa voice radio station staff  

People who work at radio generally fall into one of four categories: 

¶ Management/administrative . 

¶ Sales/Sales support/Underwriting . 

¶ Engineering/Technical/Computer . 

¶ Production/Programming/News . 

Each station is unique in its staff structure, and no two stations are organized in the same 

fashion. The size of a station and of the market it serves often dictate the number and 

types of jobs available. 

As Al aqsa voice  radio station broadcast around the clock to serve its audiences , it have 

a variety staff distributed in 5 departments and 15 sections , with a total number of 94 

employees. 

Figure (2.5) Al aqsa voice radio station hierarchy 

 

(Source: al aqsa voice report , 2004) 
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2.14.2.1 Department of  programs include: 

¶ Broadcasters section : In terms of delivering the news and various programs as 

well as to monitor  broadcast the programs offered hand on the air. 

¶ Program preparing  section: Where the preparation of various programs and 

proofreading to facilitate the work of broadcasters through specialized staff. 

¶ Drama section : this section produce all dramas of Series, and make breaks 

sketches dramatic, in addition to produce ads representative, There are a special  

studio equipped with all the necessary tools. 

¶ Section of sports programs: This dealing with sports news and editing the Web 

site sports news  . 

¶ 2.14.2.2 Department of News include: 

¶ News section :News editors follow the local, Arab and international news 

communicate  with reporters who cover all governorates of the Gaza Strip and 

some parts of the occupied West Bank. 

¶ Reporter section : They are  distributed to all governorates of the Gaza Strip, as 

well as two reporters in the occupied West Bank, and most prominent reporters 

tasks in field radio news coverage, political and business news reports and 

human interest to the audience. 

¶ Website section : where include technicians supervisors website radio, and news 

editors on the site who feed the  site with news and different topics in addition 

to publishing programs recorded voice that broadcast on the air through the 

site, also contains the website of the radio special branch broadcast live over 

the time . 

2.14.2.3 Department of Production and include : 

Radio Engineering section : broadcast everything published materials on the air and that 

goes according to plan engineer daily. 
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Montage section : It functions producing reports and recorded programs and 

advertisements. 

¶ Section of directing  : 

Radio program directors have a wide array of duties that vary based on the size of their 

station they  aim to make sure every second of the broadcast, whether it be news shows or 

commercials, comes off without a problem. 

2.14.2.4 Department of Administration and include : 

Secretary section: follow-up administrative matters entrusted him by the Director 

General and the Executive Board, And preserving and archiving everything related to the 

work of the radio interior, and foreign affairs . 

Accounting section : work monthly financial reports, and annual And cash management, 

manage the employees' salaries after handling all affairs accompanying the salary, such 

as discounts and bonuses. 

Archive Section: audio archive material that has been in the air, on a special device, 

Department of Archive; not e for access to any audio material at any moment, and the 

archived on CDs, and saved.Authorizing and drivers section. 

Security Section: functions are concentrated in Follow-up security for radio . 

Public Relations section . 

Which reflect the true image of the organization through communications with internal 

and external public and coordination with the institutions and the public. They channel of 

communication between visitors and between parts of the organization various news 

studio and editing and other ads . 

2.14.2.5 Alaqsa Mubasher department : where radio maximum direct follow-up and 

cover all local events that reach the radio, in addition to as a substitute for sound 

maximum if a technical fault on the radio, in addition to overseeing the maintenance and 

this is interested in all things artistic and radio transmitters. 
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Table: 2.5 Al aqsa voice  radio station Staff 

Job Title Number 

/section   

Total number 

/department  
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Radio Engineering  Head of 

section (1) 
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Secretary section 1 

          18 

    Accounting section 1 

Archive Section 1 
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6               7 

Total number 96 

(Source: Al aqsa voice  radio station, 2004.) 

2.14.3 Conclusion: 

This chapter presents theoretical basis reviewing the most important concepts of 

talent  management and its components . It mainly focuses on three components 

"recruitment, development, and retention". Moreover, the chapter manifests an overview 

about Al aqsa voice  radio station and its departments and sections and its staff. 
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Chapter three 

 

Research Methodology 
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3.1. Introduction: 

This chapter aims at introducing a detailed presentation of methodology and procedures 

which were thoroughly adopted to conduct this research on talent management and its 

availability at Alaqsa voice radio station. 

This chapter therefore consists of  : 

¶ Study methodology and data collection, 

¶ research population,  

¶ validity and reliability of questionnaire,  

¶ analysis of population ,  

¶ statistical methods. 

3.2. Research Methodology and data collection: 

This research adopts the analytical descriptive method, as it is considered the most used 

in business and social studies. This section presents the methods used to carry out the 

research and answer the research questions. In order to collect the needed data for this 

research, the researcher uses two methods as follows: 

3.2.1. Secondary Data: 

The research uses the secondary data resource which may include: previous studies, 

books, academic magazines, periodicals, websites and electronic versions, articles related 

to the subject, this data is essential to gain understanding of the research area and what 

has already been done. 

3.2.2. Primary Data: 

In order to analyze the qualitative and quantitative data of the research, questionnaire is 

used as a tool for collecting primary data. Although questionnaires may be cheap to 

administer compared to other data collection methods, they are expensive in terms of 

design time and interpretation.  

The questionnaire which is especially designed for this research consists of the following 

parts: 

1. The first part contained general personal data . 
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2. The second part consists of three sections about the talent management component  as 

follows: 

a. The first section is about the recruitment of talent  . 

b. The second section is about development of talent. 

c. The third section is about retention of talent. 

All items pursued the semantics differential scale as the following: 

 

3.3 Research Population: 

The research population includes all of the employees at al aqsa voice except cleaner 

,drivers and security persons   they do not play critical roles in the Al aqsa voice  radio 

station. The total number of the researched employees  equals 83 , and the total number 

of the  respondents equals (74). See table (2.4). 

3.4  Statistical analysis Tools 

The researcher would use data analysis both qualitative and quantitative data analysis 

methods. The Data analysis will be made utilizing (SPSS 20). The researcher would 

utilize the following statistical tools: 

1) Kolmogorov-Smirnov test of normality. 

2) Spearman Rank Correlation for Validity. 

3) Cronbach's Alpha for Reliability Statistics. 

4) Frequency and Descriptive analysis. 

5) Nonparametric Tests (Sign test and Mann-Whitney Test). 

3.5  Pilot Study  

A pilot study was conducted before collecting the primary data. It provides a trial run 

for the questionnaire, which involves testing the wordings of question, identifying 

ambiguous questions, testing the techniques that used to collect data 

(30) questionnaires were distributed to an exploratory sample during December, 2012 

in order to examine the questionnaire validity and reliability. After ensuring the 
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questionnaire validity and reliability, the researcher had distributed the questionnaire 

to the residual (51) employees of the population . 

3.6  Validity of Questionnaire 

Validity refers to the degree to which an instrument measures what it is supposed to be 

measuring. Validity has a number of different aspects and assessment approaches. 

Statistical validity is used to evaluate instrument validity, which include internal validity 

and structure validity.  

3.6.1 Internal Validity                     

Internal validity of the questionnaire is the first statistical test that used to test the validity 

of the questionnaire.  

Table (3.1) clarifies the correlation coefficient for each paragraph of the " Talent 

recruitment " and the total of the field. The p-values (Sig.) are less than 0.05, so the 

correlation coefficients of this field are significant at Ŭ = 0.05,  so it can be said that the 

paragraphs of this field are consistent and valid to be measure what it was set for.  

Table (3.1): Correlation coefficient of each  paragraph of " Talent recruitment " 

and the total of this field 

No. Paragraph Spearman  

Coefficient 

P-

Value(Sig.) 

1.  Al -aqsa voice can   attract  and recruit  employee  even though the 

limited supply of  skilled and talented workers/ candidates 
.709 0.000* 

2.  Al -aqsa voice  has a system to attract and recruit talented workers/  .867 0.000* 

3.  The recruitment process at  Al-aqsa voice  succeeds in selecting the 

best talent 
.839 0.000* 

4.  Managers at  Al-aqsa voice  have the competencies to attract  and 

recruit talented workers/ candidates 
.843 0.000* 

5.  Al -aqsa voice   identifies   its employees   in terms of qualifications 

and experience 
.749 0.000* 

6.  Al -aqsa voice   reputation  attracts  the talented workers/ candidates .579 0.000* 

7.  The work at Al-aqsa voice  is  interesting and rewarding .461 0.000* 

8.  There are opportunities for learning and  development  at Al-aqsa 

voice 
.714 0.000* 

9.  The talent prefer to work at Al-aqsa voice  where opportunities for  

career progression are available 
.738 0.000* 

10.  Reasonable degree of security contributes  to make  Al-aqsa voice   

an employer of choice 
.744 0.000* 

* Correlation is significant at the 0.05 level  
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Table (3.2) clarifies the correlation coefficient for each paragraph of the " Talent 

development " and the total of the field. The p-values (Sig.) are less than 0.05, so the 

correlation coefficients of this field are significant at Ŭ = 0.05,  so it can be said that the 

paragraphs of this field are consistent and valid to be measure what it was set for. 

 

Table (3.2): Correlation coefficient of each  paragraph of " Talent development " 

and the total of this field 

No. Paragraph Spearman  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Al -aqsa voice  develops  a talent pool consisting of a 

skilled, engaged and committed workforce. 
.740 0.000* 

2.  encourages talented employees to develop their 

careers.Al -aqsa voice 
.801 0.000* 

3.  Al -aqsa voice  identifies  employees with high potential 

and  formulates personal plans to develop them 
.844 0.000* 

4.  Al -aqsa voice   has learning and development 

programmes to develop  talent 
.840 0.000* 

5.  Al aqsa voice  radio station Allocate a special budget for 

training and development of talented employees. 
.776 0.000* 

6.  Al -aqsa voice  identify training needs objectively .762 0.000* 

7.  The administration monitors the performance of 

employees and advise them to improve performance 
.821 0.000* 

8.  Al aqsa voice  radio station provide an opportunity to 

change the employee's job to develop himself 
.806 0.000* 

9.  Al aqsa voice  radio station seeks  to transfer expertise 

from highly skilled staff for the less experienced 
.844 0.000* 

10.  Al aqsa voice  radio station Provides  honest feedback 

about the performance of employees 
.848 0.000* 

* Correlation is significant at the 0.05 level  
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Table (3.3)  clarifies the correlation coefficient for each  paragraph of the " Talent 

retention "and the total of the field. The p-values (Sig.) are less than 0.05, so the 

correlation coefficients of this field are significant at Ŭ = 0.05,  so it can be said that the 

paragraphs of this field are consistent and valid to be measure what it was set for.  

Table (3.3)  : Correlation coefficient of each  paragraph of " Talent retention "  

and the total of this field 

No. Paragraph Spearman  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  The salaries and benefits  at Al-aqsa voice  are competitive 

enough 
.703 0.000* 

2.  The salaries and benefits  at Al-aqsa voice  are fair and 

consistent 
.760 0.000* 

3.  The salaries and benefits  at Al-aqsa voice      guarantees 

employee loyalty 
.771 0.000* 

4.  Al -aqsa voice    actively creates opportunities for 

employee to participate in challenging assignments 
.735 0.000* 

5.  The work at Al-aqsa voice  matches the employees 

abilities and skills. 
.617 0.000* 

6.  The employment conditions at  Al-aqsa voice  satisfy 

work-life balance 
.624 0.000* 

7.  Al aqsa voice  radio station avoids to over the working 

load more than the employees ability 
.644 0.000* 

8.  There are flexible working hours, at  Al-aqsa voice   .657 0.000* 

9.  Al aqsa voice  radio station allow the employee to work 

from home 
.395 0.000* 

10.  The employees at Al aqsa voice radio station are satisfied 

with their work 
.743 0.000* 

11.  There is  an engagement  between workers and  their jobs 

at Al aqsa voice 
.744 0.000* 

* Correlation is significant at the 0.05 level  
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3.6.2 Structure Validity of the Questionnaire                          

Structure validity is the second statistical test that used to test the validity of the 

questionnaire structure by testing the validity of each field and the validity of the whole 

questionnaire. It measures the correlation coefficient between one filed and all the fields 

of the questionnaire that have the same level of liker scale.  

 

Table (3.4)  clarifies the correlation coefficient for each filed and the whole 

questionnaire. The p-values (Sig.) are less than 0.05, so the correlation coefficients of all 

the fields are significant at Ŭ = 0.05, so it can be said that the fields are valid to be 

measured what it was set for to achieve the main aim of the study.  

 

Table (3.4): Correlation coefficient of each field and the whole of questionnaire 

No. Field Spearman  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Talent recruitment .920 0.000* 

2.  Talent development .938 0.000* 

3.  Talent retention .849 0.000* 

* Correlation is significant at the 0.05 level  

 

3.7  Reliability of the Research   

The reliability of an instrument is the degree of consistency which measures the attribute; 

it is supposed to be measuring (Polit& Hunger,1985). The less variation an instrument  

produces in repeated measurements of an attribute, the higher its reliability. Reliability 

can be equated with the stability, consistency, or dependability of a measuring tool. The 

test is repeated to the same sample of people on two occasions and then compares the 

scores obtained by computing a reliability coefficient (Polit& Hunger, 1985). 
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3.7.1 Cranach's Coefficient Alpha                            

This method is used to measure the reliability of the questionnaire between each field and 

the mean of the whole fields of the questionnaire. The normal range of Cronbachôs 

coefficient alpha value between 0.0 and + 1.0, and the higher values reflects a higher 

degree of internal consistency. The Cronbachôs coefficient alpha was calculated for each 

field of the questionnaire. 

 

Table (3.5)   shows the values of Cronbach's Alpha for each filed of the questionnaire and 

the entire questionnaire. For the fields, values of Cronbach's Alpha were in the range 

from 0.877 and 0.939. This range is considered high; the result ensures the reliability of 

each field of the questionnaire. Cronbach's Alpha equals 0.958 for the entire 

questionnaire which indicates an excellent reliability of the entire questionnaire. 

 

Table (3. 5)  : Cronbach's Alpha for each filed of the questionnaire 

No. Field Cronbach's Alpha 

1.  Talent recruitment 0.907 

2.  Talent development 0.939 

3.  Talent retention 0.877 

 All paragraphs of the questionnaire 0.958 

The Thereby, it can be said that the researcher proved that the questionnaire was valid 

and reliable. 

3.8 Conclusion: 

This chapter presents a description of the research methodology that is followed in the 

implementation of the field study through identifying different ways and tools used in the 

completion of this study. It also contains a description of the study population and 

sampling that is considered a comprehensive survey of the all population. 

Finally, the chapter addresses the questionnaire preparation and testing its validity 

besides; it presents the statistical methods used in the analysis of results. All this is to 

explore .the availability of talent management and its component from employee 

perspective .
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Chapter Four 

 

Data Analysis and Discussion 
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4.1 Introduction:  

 

    This chapter analyzes the questionnaire; the analysis starting point analyzes the 

normality of the distribution. After this part, the research hypotheses are tested and 

discussed to investigate the availability of talent management component. 

 

4.2 Test of Normality for each field: 

 

Table (4.1) shows the results for Kolmogorov-Smirnov test of normality. From Table 

(4.1), the p-value is less than 0.05 level of significance, then the distribution is not 

normally distributed. Consequently, nonparametric tests will be used to perform the 

statistical data analysis. 

 

Table (4.1): Kolmogorov-Smirnov test 

 

 
Kolmogorov-Smirnov 

Statistic P-value 

Talent recruitment 0.143 0.001 

Talent development 0.117 0.014 

Talent retention 0.093 0.018 

All paragraphs of the questionnaire 0.136 0.002 

 

 4.3 Personal data 

 

a)  Educational Qualification 

 

Table No.(4.1) shows that  4.1 % of the sample are " Secondary school and less " holders 

,24.3% of the sample are " Diploma" holders,  63.5% of the sample are Bachelor holders 

and that 8.1% of the sample are Master holder  . This indicates that  the majority (71.6 %) 

of the respondents qualifications are bachelor and more   
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This reflects the level of education that the respondents have which reflects on their skills 

and abilities  to deal with questionnaire sections .   

 

 

Table (4.2):  Educational Qualification 

Qualification  Frequency Percent 

Secondary school and less 3 4.1 

Diploma 18 24.3 

Bachelor 47 63.5 

Master 6 8.1 

Total 74 100.0 

  

b) Age  

 

Table No.(4.2) shows that 9.5% of the sample are " Less than 25 years "  , 54.1%  of the 

sample are of "25 ï Less than 30 years " , 33.8%  of the sample are of "30 ï Less than 35 

years " and 2.7%  of the sample are of "35 years and Older ".This indicates that majority 

(63.6%) of the respondents age 30 or less. This properly shows that youth was the 

dominant in Palestinian community population and in the station structure .  

Table (4.3 ): Age 

Age  Frequency Percent 

Less than 25 years 7 9.5 

25 ï Less than 30 years  40 54.1 

30 ï Less than 35 years 25 33.8 

35 years and Older 2 2.7 

Total 74 100.0 

 

c) Job Title 

Table No.(4.3) shows that 83.8% of the sample are " Employees  ", 9.5% of the 

sample are " Head of section  ", and  6.8% of the sample are " Head of department ". 

 This study indicates that majority (83.8%) of the research sample are employees  . This 

reflects the structure of the station . 
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Table (4.4 ): Job Title 

Job Title 

 Frequency Percent 

Employee 62 83.8 

Head of section 7 9.5 

Head of Department 5 6.8 

Total 74 100.0 

c) Years of Experience 

Table No.(4.4) shows that 8.1% of the sample have experience " Less than 3 years," 

35.1 %of the sample have experience "3 ï Less than 6 year ",47.3% of the sample have 

experience "6- less than 9 years " and  9.5% of the sample have experience " 9 years and 

more " This clearly shows that most of the respondents have enough experience to 

successfully included in the talent management strategies.  

Table (4.5): Years of Experience 

Years of Experience Frequency Percent 

Less than 3 year 6 8.1 

3 ï Less than 6 years 26 35.1 

6- less than 9 years 35 47.3 

9 years and more 7 9.5 

Total 74 100.0 

4.4 Discussion and Interpretation of the Research and Hypothesis Testing 

The one sample t-test is used in the following tables to test if the opinion of the 

respondent in the content of  the sentences are positive (weight mean greater than 

"60%" and the p-value less than 0.05) or the opinion of the respondent in the content 

of the sentences are neutral (p-value is greater than 0.05) or the opinion of the 

respondent in the content of the sentences are negative (weight mean less than "60%" 

and the p-value less than 0.05). 

In this chapter, the researcher sheds light on the level of talent  management and its 

components . Also, the hypotheses test will be examined as followings: 
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4.4.1Level talent management :  

To measure the level of talent management  at Al aqsa voice  radio station. Three 

components will be analyzed as follows:    

4.4.1.1Talent recruitment 

The one sample t-test is used to test the opinion of the respondent about the level of talent 

recruitment  and the results are shown in table (4.6) as followings:  

1. The mean of paragraph No.6 , equals 8.12 (81.22%), , and P-value = 0.000 which 

mean  that Al-aqsa voice   reputation attracts  the talented workers/ candidatesò 

2. The mean of paragraph No.2 ,equals 4.46 (44.59%), and P-value=0.000 which 

mean that the respondents disagreed that al Aqsa voice  has a system to attract and 

recruit talented workers/ candidates . 

3. In general the mean value of  field  ñtalent recruitment òequal to "6.44", the 

weight mean equal to "64.39", and the p-value equal to "0.010", smaller than the 

level of significance  Ŭ= 0.05. 

 

This means that  the respondents indicated that the talent recruitment level  is  

accepted ,and this may be attributed to the interesting work , reputation , and the 

opportunities for learning and  development  . However it needs further development 

specially in the area of  the mangers competencies and the station recruitment system 

to attract talented employees . 

 

A research study of 137 leading US organizations by the Conference Board, entitled 

ñEngaging employees through your brandò, found that human resources executives 

felt that their corporate brand was a highly important tool in recruiting, retaining and 

organizing employees: 

¶ 61% helping employees . 

¶ internalize the organizationôs values . 

¶ 45% achieving reputation as an employer of choice . 

¶ 38% recruiting employees. 
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According to AHMADI ,et al ( 2012)the talent management and succession planning 

systems within the Refah Bank do not produce desirable results. the existing methods 

and mechanisms used in the Refah Bank in absorbing and recruiting talented 

workforce do not produce desirable results and are not in line with the employeesô 

growth and development . 

A relative situation arises when we look at the study of Roman (2011);she argue that the 

Western Cape Provincial Treasury (WCPT) adopted a short-term strategy to attract 

young students to the organization by offering internships after they completed their 

studies. The talent management strategy addresses recruitment, remuneration, 

learning and development, coaching & mentoring, performance appraisal, delegating 

and assigning work, career management and competency audits.  

Yaqub&Aslam Khan (2011), argue that, The 100 students from three universities of 

Islamabad  are well aware of organizations recruitment techniques and they prefer to 

join those organizations where they can find better career growth, The respondents at 

Al aqsa voice  radio station agreed that there are opportunities for learning and  

development  at the station. 

Born & Heers  (2009) perceives reputation as key by organizations and managing this 

reputation has become a strategic issue. Especially in the knowledge society, where 

organizations depend on intangible assets such as creativity, high levels of service, 

intellectual capital, and innovation, this has become crucial. 

,ò (Fombrun, 2005) defines  Reputation... is a powerful form of economic control because 

it affects the likelihood that investors, customers, and potential employees want to be 

involved with your company ï and so affects the bottom-line . 
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Table ( 4.6): Means and Test values for ñTalent recruitmentò. 

 

Item Mean 

weight 

mean 

 

T value 
P-

value  
Rank 

1.  Al -aqsa voice can   attract  and recruit  employee  even 

though the limited supply of  skilled and talented 

workers/ candidates 

5.31 53.11 -0.90 0.183 8 

2.  Al -aqsa voice  has a system to attract and recruit 

talented workers/ candidates 
4.46 44.59 -3.63 0.000* 10 

3.  The recruitment process at  Al-aqsa voice  succeeds in 

selecting the best talent 
5.43 54.32 -0.00 0.500 7 

4.  Managers at  Al-aqsa voice  have the competencies to 

attract  and recruit talented workers/ candidates 
5.30 52.97 -0.24 0.403 9 

5.  Al -aqsa voice   identifies   its  employees   in terms of 

qualifications and experience 
6.78 67.84 3.08 0.001* 4 

6.  Al -aqsa voice reputation  attracts  the talented workers/ 

candidates 
8.12 81.22 6.48 0.000* 2 

7.  The work at Al-aqsa voice  is  interesting and 

rewarding 
8.14 81.35 6.81 0.000* 1 

8.  There are opportunities for learning and  development  

at Al-aqsa voice 
6.97 69.73 3.88 0.000* 3 

9.  The talent prefer to work at Al-aqsa voice  where 

opportunities for  career progression are available 
5.96 59.59 -1.24 0.107 5 

10.  Reasonable degree of security contributes  to make  

Al -aqsa voice   an employer of choice 
5.85 58.51 -0.00 0.500 6 

 All paragraphs of the filed 6.44 64.39 2.34 0.010*  

* The mean is significantly different from 6 
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4.4.1.2. Talent development 

The one sample t-test is used to test the opinion of the respondent about the level of talent 

development at Al aqsa voice  radio station and the results shown in table (4.7) as 

follows : 

1- The mean of  paragraph No.1 , equals 6.85 (68.51%), and P-value = 0.000 

which mean that the ñAl-aqsa voice  develops  a talent pool consisting of a 

skilled, engaged and committed workforceò . 

2- The mean of paragraph No.5 , equals 4.14 (41.37%), and P-value =0.000 

which mean does not   that Al aqsa voice  radio station Allocate a special 

budget for training and development of talented employees.  

3- In general the mean value of  field  ñtalent development ò equal to 

"56.46", but  the p-value equal to "0.5 which is greater than 0.05 , and that 

means that the level  of  talent development  at Al aqsa voice  radio station 

is neutral . 

This means that  the respondents do not know  the talent development 

level  at al aqsa voice radio station  , and this may be due to the weak 

encouragement  systems and strategies .  

According to Tarakji(2010), Five companies of the fifteen do not have succession plan 

and that explains why they have normal training for their staff without segmenting 

between employee levels. Most of the companies that implement succession plan do 

inform their key competencies that they are possible successors, which mean that  the 

Kuwaiti firms did not develop a proper plan for successors which is the similar 

situation at al aqsa voice. 

The findings are consistent with study  of Barlow (2006) which  finds that talent 

development is a more complex activity than many in human resources recognize, 

and that standardized approaches that assume that talented people are very similar do 

not work effectively. Talented people need and want to take charge of their own 

development but with the right support from the organization. and that it should be 
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personalized for each individual. In Al aqsa voice  radio station the employees need 

special training programs, with special budgets.  

The findings are consistent with study  of Forman, (2005). Which shows that 

Talent development is the use of formal and informal training, employee 

improvement and communication structures to improve talent resources 

throughout the different levels of the organisation  

The analysis results are relevant to   the study of Roper (2009)  which argues that 

organization aligns its valuable employees (talent) with new plans through using  

formal and informal training, employee development and communication structures 

to improve talent resources throughout the different levels of the organisation.  

According  to Horváthová, (2011) only 9 from 237 (100 %) of the approached 

respondents , the Moravian-Silesian  in Czech Republic regions using the approach of 

talent management, and having a special development plan that shape the integral 

program for the exactly specified group of talents supplemented by particular 

participants' individual needs. 

There are similarity in some results of this study and study of  Hejase (2012)   

¶ Just 5% of the companies say their managers have the right skills to help 

advance/ enrich people at their jobs or to provide the constructive 

feedback that supports and encourages constant employeesô development 

across the company . 

¶ 63.4 % of the respondents are not satisfied with their training. This result 

shows that the respondentsô corresponding organizations lack training and 

development programs. 
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Table (4.7): Means and Test values for ñTalent developmentò 

 

Item Mean 

Weight 

mean 

 

T-value 

P-

value 

(Sig.) 

Rank 

1.  Al -aqsa voice  develops  a talent pool consisting of 

a skilled, engaged and committed workforce. 
6.85 68.51 3.57 0.000* 1 

2.  Al -aqsa voice  encourages talented employees to 

develop their careers. 
6.32 63.24 2.65 0.004* 3 

3.  Al -aqsa voice  identifies  employees with high 

potential and  formulates personal plans to develop 

them 

5.72 57.16 -1.33 0.091 6 

4.  Al -aqsa voice   has learning and development 

programmes to develop  talent 
4.64 46.35 -2.88 0.002* 9 

5.  Al aqsa voice  radio station Allocate a special 

budget for training and development of talented 

employees. 

4.14 41.37 -3.88 0.000* 10 

6.  Al -aqsa voice  identify training needs objectively 4.82 48.22 -2.09 0.018* 8 

7.  The administration monitors the performance of 

employees and advise them to improve 

performance 

6.73 67.30 3.13 0.001* 2 

8.  Al aqsa voice  radio station provide an opportunity 

to change the employee's job to develop himself 
5.19 51.89 -1.33 0.091 7 

9.  Al aqsa voice  radio station seeks  to transfer 

expertise from highly skilled staff for the less 

experienced 

5.88 58.78 -0.74 0.228 5 

10.  Al aqsa voice  radio station Provides  honest 

feedback about the performance of employees 
6.18 61.76 1.74 0.041* 4 

 All paragraphs of the filed 5.65 56.46 0.00 0.500  

* The mean is significantly different from 6 
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4.4.1.3.Talent retention 

The one sample t-test is used to test the opinion of the respondent about the level of talent 

development at Al aqsa voice  radio station and the results shown in table (4.8) as 

follows . 

1- The mean of paragraph No.7 , equals 7.74 (77.43%), and P-value = 0.000 which 

mean  that ñAl aqsa voice  radio station avoids to over the working load  and 

working stress more than the employees abilityò . 

2- The mean of paragraph No.4 , equals 6.36 (63.65%), and P-value=0.018,which 

mean   that the employees creates opportunities for employee to participate in 

challenging assignments. 

3- In general the mean value of  field  "talent retention " equal to "69.78", and the p-

value equal to "0.000", which is smaller than 0.05 . 

This means that  the respondents  perceived  the talent retention level at Al aqsa 

voice  radio station is relatively high  , and this may be due to the working load  

and working stress ,flexible working hours, and   matching the employees abilities 

and skills. However it needs further development specially in creating a 

challenging jobs, and on  job  satisfaction factors. 

 

According to The CIPD (2005) survey, Flexible Working: Impact and 

implementation, found that : 

¶ 47% of the 585 human recourses  respondents offered flexible working to 

help retain staff, with 43% offering flexible working to meet employee 

needs . 

¶ and over 30% to aid recruitment. 

According Roman  (2011)  a negative factor for employee retention is the absence 

of work-life balance in WCPT; managers are compelled to work at least 60 hours 

per week . 
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The WCPT Talent Management Strategy is not clear about competitive pay, 

work-life balance and challenging work which are top attraction and retention 

issues. 

 

According to Tarakji (2010) the major strategies for retaining employees adopted 

by most best employers were recognizing employees, giving unambiguous 

feedback and development.  

This study match Verhoeven  (2011)  the employees perceived that , the 

organization culture and work environment, remuneration and recognition, 

teamwork relationships and challenging opportunities were the most important to 

them with regard to retention. 

 

-In summary Level of Talent recruitment is "64.39", the Level of Talent development 

is  "56.46,and the Level of Talent retention is 69.78. see figure (4.9). 

The level of talent management is 63.75, and this level need more improvement 

specially in the field of talent development . 
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Table ( 4.8 ): Means and Test values for ñTalent retentionò 
 

Item Mean 

weight 

mean 

 

Test 

value 

P-value 

(Sig.) 
Rank 

1.  The salaries and benefits  at Al aqsa voice  radio 

station are competitive enough 
7.12 71.22 4.57 0.000* 5 

2.  The salaries and benefits  at Al aqsa voice  radio 

station are fair and consistent 
7.04 70.41 4.47 0.000* 8 

3.  The salaries and benefits  Al aqsa voice  radio 

station guarantees employee loyalty 
6.80 67.97 3.71 0.000* 9 

4.  Al -aqsa voice    actively creates opportunities for 

employee to participate in challenging assignments 
6.36 63.65 2.09 0.018* 10 

5.  The work at Al-aqsa voice  matches the employees 

abilities and skills. 
7.30 72.97 5.79 0.000* 3 

6.  The employment conditions at  Al-aqsa voice  

satisfy work-life balance 
7.27 72.70 4.28 0.000* 4 

7.  Al aqsa voice  radio station avoids to over the 

working load  and working stress more than the 

employees ability 

7.74 77.43 6.11 0.000* 1 

8.  There are flexible working hours, at  Al-aqsa voice   7.57 75.68 5.30 0.000* 2 

9.  Al aqsa voice  radio station allow the employee to 

work from home 
5.38 53.78 -0.62 0.269 11 

10.  The employees at Al aqsa voice  radio station are 

satisfied with their work 
7.05 70.54 4.09 0.000* 7 

11.  There is  an engagement  between workers and  

their jobs at Al aqsa voice 
7.12 71.22 4.55 0.000* 5 

 All paragraphs of the filed 6.98 69.78 4.21 0.000*  

 

4.5 Research Hypothesis tests: 

First hypothesis: there is a  statistical significant difference  at Ŭ Ò 0.05  in the level  

of the components of talent management at al aqsa voice. 

From the hypothesis above a sub-hypothesis can be derived as the following : 
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H1 (a): There is a statistical significant difference at àŮ 0.05   in the level  of Talent 

recruitment at Al aqsa voice  radio station . 

H1 (b): There is a statistical significant difference at àŮ 0.05   in the level of  Talent 

development at Al aqsa voice  radio station . 

H1 (c): There is a statistical significant difference at àŮ 0.05   in the level of  Talent 

retention  at Al aqsa voice  radio station  . 

The one the one sample t-test was used and the results are illustrated in table (4.9), which  

shows that there is difference among the respondents as a result of the particular 

discussion toward talent recruitment  , talent development ,talent retention, and all field 

together  and the difference comes in favor to talent retention  and talent recruitment as 

illustrated in table (4.9). 

Table (4.9) shows that the p-value (Sig.) is smaller than the level of significance a 

=0.05 for the fields ñTalent recruitment, and Talent retentionò, then there is significant 

difference in respondents' answers toward these fields. This may be attributed to the light  

working load  , flexible working hours for the level of talent retention, and  due to   

interesting work , reputation  ,and  opportunities for learning and  development  at Al-

aqsa voice for talent recruitment . 

Table (4.9)  also shows that the p-value (Sig.) is greater than the level of significance a = 

0.05 for the other components,  namely " talent development ,all paragraphs of the filed" 

then there is insignificant difference in respondents' answers toward the level of these 

components  .  
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Table (4.9): Means and Test values for each field 

 

Item 

M
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n
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%
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1.  Talent recruitment 6.44 64.39 2.34 0.010* 2 

2.  Talent development 5.65 56.46 0.00 0.500 3 

3.  Talent retention 6.98 69.78 4.21 0.000* 1 

 All paragraphs of the filed 6.38 63.75 1.28 0.100  

* The mean is significantly different from 6 

Second hypothesis: There is a statistical significant difference at Ŭ Ò 0.05 in the level 

of talent management and its components in Al aqsa voice radio station attributed 

to some of personal & organizational factors . 

The Mann-Whitney Test  : is used to examine if there is a statistical significant 

difference between two means among the respondents toward the  availability of 

talent management and its components in Al aqsa voice radio station from employee 

Perspective due to (Qualification, Age, Job Title and Years of Experience). 

Table (4.10) shows that the p-value (Sig.) is greater than the level of significance 

a=0.05for each field, then there is insignificant difference in respondents' answers 

toward each field due to (Qualification, Age, and Years of Experience). 

In India, different age groups surveyed reflected different preferences specifically in 

relation to compensation increases. For the workforce less than 30 years of age, lack 

of compensation increase is the first reason for looking for a new employment 

opportunity. However, for experienced employees, over 30 years of age, it is the lack 

of career options within the organization that propels them to look for other 

opportunities 
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 We conclude that the respondents(Qualification, Age, and Years of Experience) have no 

effect on each field. This is due to the fact that all employees have the same culture ,and 

the same work environment. So it is reasonable and logic that the three factors have no 

effect talent management . 

Table (4.10) shows that the p-value (Sig.) is greater than the level of significance a=0.05 

for each field, then there is insignificant difference in respondents' answers toward 

each field due to job title 

Table (4.10):Mann-Whitney Test of the Factors for personal & organizational 

factors  

 

Field 

 

 

Talent recruitment  
Talent 

development 

Talent retention All factors together 

Test 

Value 
Sig. 

Test 

Value 
Sig. 

Test 

Value 
Sig. 

Test 

Value 
Sig. 

Q
u

a
li
fi
c
a

ti
o

n
 

 

Diploma and less 

0.204 0.84 0.324 0.75 0.67 0.49 0.12 0.91 
Bachelor and High 

study 

A
g

e 

 

Less than 30 years 
1.264 0.21 0.034 0.97 0.70 0.49 0.68 0.5 

30 years and Older 

J
o

b
 T

it
le

 

 

Employee 

2.399 0.016* 3.14 .002* 2.74 .006* 3.014 .003* 
Head of section & 

Head of 

Department 

Y
e
a

rs
 

o
f 

E
x
p

e
ri
e

n
c
e 

 

Less than 6 years 

0.349 0.727 0.235 0.82 1.22 

 

0.22 

 

0.300 0.764 
6 years and more 

 

 

The analysis results shows that the perceptions of the Heads of section and Heads of 

Department  For each field are higher  than employees. This is due to the fact that the 
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perceptions  depends on personal tendencies and that the position may be affect the views 

and perceptions . 

This result agreed with Saxena (2013)  which shows that there are different 

perception between employees and employer about the benefit of talent management 

see table (2.2). 

 

4.6 Conclusion: 

This chapter presents a description of the data type and the discussion and testing of the 

study hypotheses. The scientific study tries to shed light on the availability of talent 

management components  at Al aqsa voice  radio station, and to identify the level  of each 

component, and to identify personal& organizational factors that affect these levels. 
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Chapter five 

 

Conclusions and  recommendations 
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5.1 Introduction:  

Being the final chapter in this thesis, this chapter outlines the research conclusions, 

recommendations to radio stations, organizations, and finally recommendations to future 

researchers will be outlined.    

5.2 Conclusion: 

In this review, attempts have been made to conclude the current research fields of the 

level of availability of talent management and its components from the employees 

perspectives at al aqsa ,  voice and the findings are illustrated as follows:  

-5.2.1  Level of Talent recruitment:  

This field has a weight mean equal to "64.39", and the p-value equal to "0.010", 

which means that the level of talent recruitment at Al aqsa voice  radio station is accepted 

5.2.2  Level of Talent development: 

 this field has a weight mean equal to "56.46", and the p-value equal to "0.5", which 

means that the  level  of  talent development  at Al aqsa voice  radio station is neutral; and 

the employees perceptions are not clear  . 

5.2.3-Level of Talent retention: 

this field has a weight mean equal to 69.78", and the p-value equal to "0.000", which 

means that the  level  of  talent retention at Al aqsa voice  radio station is relatively high 

and it is the highest component of talent management at al aqsa voice. 

5.2.4 Other important research conclusions : 

· The study concluded that Talent management and its components are 

available at a  statistical significant effect at Al aqsa voice  radio stationfrom 

employee Perspective ·  
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· The study also concluded that there are no differences in the level of talent 

management and its components in Al aqsa voice radio station attributed to 

(Qualification, Age, and Years of Experience ). 

· The study concluded that there are differences in the level of talent 

management and its components in Al aqsa voice radio stationdue to the 

respondents job title attributed to heads of sections and heads of 

departments. 

5.3 Recommendations 

In light of the aforementioned results the researcher recommends the following, 

wishing from radio stations . management, companies either at  government or NGOS 

and researchers to take them into account and put them into action: 

¶ Radio stations employees  need Special training and development systems  with 

special budgets to prepare employees  to be able to fill the pivotal positions when 

required.  

¶ A comprehensive structure should be in place in order to support all the stages 

from attracting to retaining talents in  al aqsa voice radio station .  

¶ Al aqsa Radio  station is advised to give more concern to be an employer of 

choice by enhancing a good reputation . 

¶ Al aqsa voice radio  station is advised to offer a suitable opportunities for 

promotion and development for their employees with a clear path of career . 

¶ Al aqsa voice  Radio station is advised to enhance a good conditions for work and 

give more attention on work-life balance. 

¶ In general radio stations are advised to give more concern to talent management  

and its component by recognizing the strategic importance of adapting talent 

management , developing  their internal talents, and  using systematic processes to 
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identify firstly their talents and even to identify positions within the organization 

that the potential can have a positive impact on performance. 

¶ University library manager is advised to enrich the library with references related 

to the topic of research. 

¶ Arabs researchers are encouraged to take procedures in applying such research to 

their areas companies. 

5.4 Future Work  

1. Researchers are advised to apply further researches on companies in Palestine by 

Studying talent management and its components in more details. 

2. Researchers are advised to apply this field of research on others sectors such as: 

governmental ministries, NGOS , and higher education institutes. 

3. Talent management and its effects on strategy, engagement , job satisfaction,  ,and  

on performance need to be studied .  

4. New topic need to concern that are rare in Arabic libraries  such as employer of 

branding ,employer of choice (EOC), work to life balance , retention management 

, and succession planning. 

5.5  Proposed Future Studies titles: 

"The implementation of Talent  Management in major NGOs working in the Gaza 

Strip ." 

" Evaluation for talent management  strategies  which are presented in all local radio 

stations in  the Gaza Strip." 

"The  Development  And  Evaluation  Of A Partial  Talent  Management  

Competency  Model at the Higher Education Sector in the Gaza Strip ". 

" Talent Management and the Cultural Influences on Human Resource Management 

Processes, at Islamic Banks in The Gaza Strip." 
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Appendix ( A ): Questionnaire in Arabic 
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