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Abstract
This study aims at exploring the availability of talent management
component at al agsa voice radio station from its employees perspectives
.the study depends on a comprehensive survey that consists of all employees
at al Agsa voice radio station. A guestionnaire was distributed to measure
the variables , their availabilitydm 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 ariables, the results showed that the level of talent
management at al agsa 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 componenksey should also concern to be
an employer of choice and have amaattiveness 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 companiés retain talent employees by
enhancing a good conditions for work and give more attention onherk

balance.
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Chapter one

Background context



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 adapdivesponsive to
change around them. In essence, the talented people are an asset for any organization and
behind the success of the organizatighisbasietal ,2013 .

Organkations have to attract, develop and retain their talented employees, and,
as long as possible, especially those who are extraordinary talented (Horvathova ,2011) .
Talent has become the key differentiator for human capital management, and the
management of talent seems to be one of the key functionshtin@n recourses

managemen 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 tmobilize 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 powétavhiso,2009)

To address challenges assoaangth 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 fiavhiso,2009)

Radio statios play vital rolein developing the social, political and economical
situation of the Palestinian Peopladio stations build Palestinian Peoplawareness
about different issueg¢El shareef ,2010)

Therefore, identifying thevailability of talent management componeatsAl
agsa voice radio statiois very important to helpt in determining weakness and

shortage skills of its stafb developghem.



1.2 Problem statement

The researcher selectéd agsa voice radigtation for this study due to the
shortage of lalled human capitaéind their need tdevelop effective training and staff
retention strategies such as staff development courses, -gbttraining, staff bonding
and motivational incentives as remedial action against skills shortage and stafhattrit

it will be possible to uphold quality programming, consistency and predictability
all of which are pivotal in the station image (tavhiso,2Q09)

This research is a trial to explore the availability of talent management and its
componentsfrom empbyee perspective. Therefore, this research attempts to answer the
following main question:

ATo wh at extent ar e t a toepohentsrawailabley ame n t
empl oyee perspective?o0

1.3 Hypotheses:

Hypothesis (1):

H1: There is astatistical significan differenceat @ U 0.05 in the level of the
components oftalent managemeit Al agsa voice radio station

Sub Hypothesis:

H1 (a): There is astatistical significantifferenceata U 0.05 in the level oftalent
recruitment afl agsa voice radigtation.

H1 (b): There is astatistical significantifferenceata U 0.05 in the level of talent
development af\l agsa voice radio statian

H1 (c): There is astatistical significantlifferenceata U 0.05 in the level of talent
retention a#\l agsa voice radio station

Hypothesis (2):

H2 : There is a statistical significant difference &at0 0.05 in the level of talent
management and its componentsAihagsa voice radio statioattributed to some of

personal & organizational factors

and



1.4 Regarch variables:

The independent variable:

1 Recruitment of talent
1 Development of talent
I Retention of talent

The dependent variables:

1 The level of talent management

There are three elements that shape tdlent Management; they are the
recruiting, the development, which include therturing, and the retention, which
is about motivation ancommitment. the followingfigure (1.1) shows the
conceptual map of talent management.

Figure (1.1): Conceptual Map

talent
recruitement

talent
development

talent retention

talent
management

(Sources: Adapted by Researchegccading to Tarakji 2010 )



1.5 Research objectives:

The main objective of the study is to explore the availability of talent
management in media fiepecially inal Agsa voice radio station
Sub objectives:

1 To explore the availability of recruitment ¢élent inAl agsa voice radio station

1 To explore the availability of development of talentAh agsa voice radio

station
1 To explore the availability of retention of talentAhaqsa voice radio station

1 Increase awareness of the concepatEnt nanagementand its importance in the

workplace.

1 To suggestrecommendations that may improve takent management process at

radio stations.

1.6 Importance of the research:

1 Study Importance to the Researcher

The study provides the researcher with goodkadge and new zones of
researching in the field where he works. Moreover, the study is a good chance of a
career development for the researchacording to the researcher and his knowledge :

1 This is the first study (all over the world) that concemth talent

managementt local radio station.

1 This is the first academic study locally that engaigdsnt management

and its components

1 There are a rare in studies at the university that focus on Employer of
brandings ,employees value propositionVH ,employer of choice
(EOC),worklife balance ,and retention management

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

researching topic.



Al agsa voice radio statiowill gain through the current study the followjibenefits:

1 An explanation of the essence of talent and talent management

1 Identification of the employee perspectives about the l¢akeint managemenprocess at

Al agsa voice radio station

1.7 Research Limitations
1 The researcher has recognizedftilwing limitations:
There has been a shortage in the Arabic references since the talent management has
been rarely studied in the Arabic literatuféere are no study focus in radio stations
management
1.8 Previous studies
1.81 Hejase, et al, 2012 Tal ent Management : An Assessm
Empl oyeesd Knowl edgeo.
Purpose of the study

This paper is an exploratory in nature and aims at assessing a sample of Lebanese
empl oyeesod knowl edge, attitude ata@gnt perf or |
managment .

Research methodology

The researclhasan 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 wittuman recoursesmanages of SETS Compny. SETS
is aLebanese 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 benefitsatht Management
although they donot know much of i ts proc
companies adopt this concept in its management
Management 6s efforts need to be concentrate
guarantee a successful acquisitaf talentmanagement
Efforts must be done to retain talented employdbs fact thatPe opl e donoét | e

companies; they leave bosses



Retention depends on really giving employees their opportunities in life which will also
draw ot her tattdntontd thedorganeatignl e 6 s
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 skillgpb and for the betterment of the company
f 182 Stan , 20127 Tal ent Management and the Cult
Human Resource Management Processes A comparison lbbaman recourses

managementpr acti ces between companies from Sw

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 cultueeanhav
impact on talents.

1 Research Methodology:

The research is based on a survey conducted on four international Swedish companies
and four Romanian onesvhere data was collected through a -selnpletion
guestionnaire.

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 fand.
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



1.83 AHMADI , et al 2012 fiTalent ManagementAnd SuccessionPlanningo .
Study Purpose:

The present research intended to investigate the talent management as well as succession
planning (SP) processes for talent absorption, retention and development

1 Research Methoddogy:

Using of descriptive and inferential statistics and its statistical community included
managers and experts of the Iranian Reflaegaran Bank branches within Tehran
province.

1 Research Findings and Recommendation

The present research implied thia¢ talent management and succession planning within
government organizations, presently, do not meet the requirements
1 To promote the existing talent absorption policies and systems by providing

talented individuals with financial and néinancial incetives
1 To create an educational and scientific training environment within the Bank

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

performance experiences and views of the relevant field directors and managers.
1 To promote the taht development system

1 To implement plans and programs includaygling coach job, job mentoring and
360 degrees assessment

1 To preserve the talents retention system by giving rewards

1 To promote communication between the senior managers and direntanse

side and talented individuals on the other side

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

respect in the managers



T 185Uusi-Aut t i, 2011. iThe effect of tal ent

program participation on talent engagement and organizational commitment
0.

Study Purposes:

The objective of this study are to:

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

single company.

1 Find out if talent pool inclusion and parpation in a talent development
program can affect the work engagement and organizational commitment of

talents.

1 Research Methodology:

This research takes a qualitative approach to the research question.
Semistructured interviews were conducted with engpks who have been included in
the talent pool of the company
Research Findings and Recommendation
9 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.

1 Findings related to work engagement are-fald 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

1 Talent management processes dze utilized to enhance positive employee

related outcomes, such as engagement and organisational commitment.

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

especially for the HR of the company.

R



1.86Ver hoevengc2p@PtiomBemabout Retention Managemi

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 whibt influence their intention to stay or to leave.

1 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 purposeof the study, 14 of the employees were interviewed during work time in
separate rooms

1 Research Findings and Recommendation

The results of the study indicated that the human resource practices pointed out as
important in the existing literature are natline 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 ofamgation 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

1.87 Horvathova, Mikug ov § , Talert IMandgement And Its Use By
Organization In The Morvian -Silesian Regiord .

Study purposes.

The article is aimed at describing the nature, significance, benefits and particular
processes of talents management (tfegruitment, developnent 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 Mor&ilasian Region.

Research MethodologyOn the basis of data acquired by a goesitaire survey.

10



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 recommendethlent managememhust be wider application in the Czech
practice.
1.87 Roman, 2011. NnAssessing tal ent manageme:
Provincial Treasury (WCPT)Oo.
Study Purposes:
The objectives of this thesis are :

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

WCPT.

1 Exploring the concept of taié management in organizations globally.

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

public servicee.

1T Determining what WCPT6s approach to talert

a case study.

1 To draw inferences between theagtice and theory in the literature review to
understand why talented employees | eft an

approach to talent management is
1 Research Methodology:

A qualitative case study research design with unstructured interviews, vay sur
guestionnaire and documentation were used to conduct this study. The case study of

WCPT was used The survey questionnaires weremailed to all current WCPT

11



employees (255 employees) of which 86 responded. This constitutes a sample of 33

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

Research Findings and Recommendation

T

T

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

Job dissatisfaction includes dissatisfaction about competitive salaries, sufficient
training and dvelopment, a career planning programme, wibekbalance, and

SO0 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 pa# bfoader strategy to establish WCPT as

an employer of choice.

188Yyaqub&Asl am Khan : 2011. nThe rol e of

Talent Management for Organizational
Study purpose

The purpose of this study is to know about the perceptiothe 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 astlidents 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

12
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1 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.

189Piti, 2010. AThe Influence Of Talent Mana
Study Purpose:
This study focused on investigating Volkswagen South AMEESA Group Service
di vi sion6és employee talent management proces
The employee attitude and understanding of the 2010 strategy was also evaluated.
Research Methodology:
In achieving this objective a literature review tatent management was conducted and
guestions formulated which formed part of the survey.
The questionnaire was se&lfiministered and sent to the stratified random sample of
individuals who were eligible for survey
Research Findings and Recommendation
1 Effective talent management is essential in achieving organizational excellence

and is a driving force for business success.

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

is all about.

1 Employees were uncertain that comime and leadership style are variables

that influence or promote talent management.

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

strategy.

1 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

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

individuals.

13



1 Companies also need to be aware of various recruiting strategies as well as
acknowledgehat different employees are at different levels of the motivational

hierarchy

1.810Tar akj i, 2010. AHow do the best employer s
Talent Management? 0.

Study Purpose:

To answer the following questions:

1 How istalentmanagemengxplored and capitalized in the Kuwaiti firms?
1 What has researchers found within talentmanagement area ?
1 How well do this correlate with the companies in the Kuwait market of today?

1 Research Methodology:

Direct observations and interviews were sel@eteh semistructured interview due time
limitation given by some organizations. personal interviews witthfan recourses
managers, out of which, 3 are Training & Development Managers., the interviews were
prearranged with them and tapecorded.
Research Findings and Recommendatian

1 The most of the investigated firms are familiar with the conceptaleint

management and its theories and are aware dbout
1 Locatingtalents in Kuwaiti firms is mostly done internally .

1 Some recruitment needs totsource providers due difficulty or confidentially of

the post.
1 Competencies of talents are more essential than their qualifications.
1 The development plans are mostly job rotationthasjob training and coaching.

1 The retention process focuses on caremmagement, relocation and recognition

14



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

to fill the pivotal positions when required.

1 Finally, a comprehensiieuman resourcestructure should be in place in order to

supportall the stages from attracting to retaintatents

1811 Kol | srud, 2010. nThe Perception of t
Perspective of A Middl e Manger Il n A Five
Study Purpose:

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

perceive talent management.

1 Research Methodology:

A qualitative study was used and unit of analysis was by question.
Research Findings and Recommendation
1 Middle managers perceive talent management as a proceskevefoping
individuals using appraisals, development plans and mentoring
1 . They believe talent management promotes retention and differentiation and that
they have an important role in the talent management process
1.812AL Gar aawi |, 2 0 1lgeément finfrastiucunet & itdvdimeasions &
Their Effect on Organizations High Perf or man
Study Purpose:
To answer the following questions:

1 What are the main effective dimensiongalént managemenn Universities?

1 What are the critical suess factors and the components of the main

infrastructurgalent managemer?

1 How doestalent management participate in improving the signs of high

performance ? .

1 Research Methodology:

15



The research was implemented a questionnaire consists of 8 dinseasr3 items.
The sample consisted of 123 leadership development candidates within this organization.
Research Findings and Recommendation

1 Talent is the most important resource for achieving competitiveness and
sustainability of organization.

1 There isno significant differences italent managemenin both universities on
the level of dimensions and infrastructure

1 Developing the strategic awareness of the Universities leadership in the field of
talent managementole in improving the competitivene®f the Universities and
its performance.

1 Conducting more studies and researches in the future concerning the field of
talent management and its role in improving the resources of competitive
advantage .

1.8130Langenegger et al Tak® MénagéniehtSteategiessmeness o
Swiss Compani eso.

Study Purpose:

to investigate how talent management strategies affect organizational performance in

Swiss companies.

1 Research Methodology:

This paper draws on a survey of 138 organizations
Research Findngs and Recommendation
1 It appears that the choice of talent management strategy massively affects

organizational performance.

1 Analyzing the sample from financial and nonfinancial perspectives, the
researchers identified higher corporate profit and aszd corporate
attractiveness as statistically highly significant main effects of pursuing a talent

management strategy.

1T the researchers al so highlight the mot.i

trust in leaders of talent management practicesitz8rland.

16



1 Talent managemendractices 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.

1.814Ti mi sjarvi, 2009. i At dugh &@duatenTgaindeut ur e Tal e
Programs-Preliminary Empirical Findings From Six Finnish and Swedish

Mul tinationals 0.

Study Purposes:

The mainpurpoe s of this masterds thesis are to:
1 Research how Finnish and Swedish multinational companies (MNCs) are tackling

then war for talent o.

T Study MNCs 6 i nternational graduate trai
recently.
fI11TlTustrate multinational sé activities in

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 irdepth 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 sevenh{ifpan recoursesprofessionals who
have been involved in launching or managing of the trainee program in their company
Research Findings ad Recommendation

1 The international graduate trainee programs of Finnish and Swedish

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

1 Most of the studied programs were launched in order to attract recent,
inexperienced, yetalented graduates while others aim at hiring experienced, top
talent.

17



1.815AFAwaml eh2009 fADeveloping Future Leaders
Management o.
Study purpose To identify how the most desirable leaders work withlent
management&ndimplications following its practices.
Research Methodology:
Drawing on a series of idepth case studies into thent managemenprocesses of 7
complex, multinational organizations
Research results and recommendations :
The amount of work experiencan 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 ethicalifeaders

the future.
1.816 Oehl ey, 2007. AThe Devel opment And Eval
Management Competency Model 0.

Study Purposes:
The study set about to :

1 Identify thetalentmanagement competencies required by line managers in order

tosuccessfl | 'y i mpl e me nt taléntmanagementstnategyat i on 6 s
1 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 Wgraent candidates within this organization.

A total of 357 questionnaires were obtained. A comprehenilent management

competency model was developed that defines and describes the line manager behaviors
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required in order to successfully carry out théent 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 andwakseof the
previous studies enrich the researcher studjortunately , 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 managersqgtimespabout 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 radia station

Since talent maagement iselatively newtopic, the previous studies seekdaplote its

nature ando assesshe organizationknowledge, attitude aralvareness about it .

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

studes 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 @lejase,
al, 2012; Tarakji, 2010; AL Garaawi, 2010(which are of them searched about Arabic
population , while (Verhoeven,2011; Kollsrud, 2010; Roman, 2011) are foiiign
studies also paid more attention to have talent management asinadset
perspecties .Many studies aimed at describing particular processes of talent

managementamely recruitmentdevelopment and retention

Ot her s researchers namely (AHMADI , et
the availability of talent management and ¢tsmponents , 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 201@&l-Awamleh2009) in trying to seek and suggest a proper
strategies and practices that develop and rise talent management and its components

Talent managementomponents have many strategies to implement , ie. Recruitment

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

job security , interesting work and other strategies . Talent development strategies
like job rotation, orthejjob training and coaching are considered at studies that
focused ortalent managementomporents. Further more talent retention strategies

as compensation ,woilife 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
managenent and its components , while the previous studies focused on measuring talent
management effect on specific terms as strategy, organizational commitment, Job
dissatisfaction, and etc (Uud8utti, 2011; Roman, 2011; Piti, 2010

1 The researcher noticetle 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
populationwhile others depends on thedrgsed literature , case studies

frameworks and empirical studies

In line with the previous studies, this research ipl@aing the availability of
talent managemenind its components from the employees perspectivikaajsa voice
radio stationIt alsoaims at shedding the lights on tladent managememwbncept and its
components .
The main distinction othis research from other researches is that it is conducted in a
radio station Theradio stationsare known tchave a special work placand staff .This
research will provide conclusions and recommendations based on the findings and results
for Al agsa voice radio statiananages and radio stons in general.
1 This study is the first study in the local environment, to the knowledge of the
researber, dealing with talent management and the availability for each

component®f talent management
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1 It highlights the new conceptsf talentmanagemento increase the interest in it,
and to create the right climate to increase the effectiveness ofmparfce, and to
issue the necessary recommendations to fill the gaps that hinder the effective

implementation of the talent management.

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

talent management at public seevmrganization .

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 studiesthediterature ofalent managemerin

previous studies
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Chapter 2

Literature Review
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2. 1 Introduction

This chapter will provide a review aélent and talent managemaidfinitions,

The Importance of talent managemeatent managememerspectives ,The elements of
talent management, Effective talent management conditioydementation of talent
management,talent management components, talent attraction strategies, talent
developmentandretention of employeed hroughout this chagt 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 neavierbusiness, 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 criticab strategic success and competitive advantage
(Boudreau & Ramstad, 2007).

Talent Management is a new terminology rose in the space of Human Resources
Managementtalent managemeig not only about leadership development or succession
plan. It is an itegrated approach of recruiting, developing and retaitailegts 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 (CI[R2DJ6c¢) raises the
challenge thahuman recoursegrofessionals and their clients need to understand how
they define talent and who they regard as talented in their organizationsforégefor
this study, definitions of talent adlent managemeiatre of considerable importance.

There are several definitions of the term takettording to the field of work and
in dictionaries the following are taken from two English dictionariésabwe, 2011)
() endowment: natural abilities or qualities (Longman Dictionary of Contemporary
English, 2006)
(i) a special aptitude or faculty; high mental ability, a person or persons of talent
(Concise Oxford Dictionary, 1990).
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2.2.1Talent, creativity and innovation :

I n hi s book AOut | i @008)offerdvanl accountmon e ad we | |
importance of context and environment which set the opportunities for the expression of
talents. He shows why some peopl etheichi eve n
successo. Tal ent i's as much as consequence
intelligence, historical circumstances, demographics or social contexts as analytical
intelligence.

For Gladwell creative people are more the result of thédwo which they grew
up, the circumstances which provide the opportunity to it date, location, family
values, etc.) and hard work (10,000 hours of practice in a chosenifigtherthan raw
talent alond in the emergence of extraordinarycamplishment.

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

2.22 Talent in business world

The commondsway 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 thatthleiv
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 mique 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 GERO07).
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Figure (2.1)
An equation for talent

Talent = Ability + Motivation + Opportunity

4 U £

* Education « Engagement
¢ Training « Satisfaction
* Experience » Morale

* Role
* Promotion prospects
¢ Learning opportunities

* Adaptability * Wellness
* Flexibility * Change
* Trainability

» System of identification
« System of assessment
* Mentorship

(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 otalent managemertas received a remarkable degreeactitioner
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 employed¢slent management an

ongoing, proactive activity it is abouattracting, identifying, recruiting,
developing, motivating, promoting and retaining people that has a strong potential

to succeed within an organization {Alvamleh, 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 menti ist. What is needed are
organizations that are designed and managed in ways that optimize talenioajtrac
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 geallsndfmanagement
therei s fAa disturbing |l ack of clarity regardin

talent managememt. ( Lewi s& Heckman, 2006) .
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Many researchers defines Talent Management around different concepts and
dimensions. This research will, however, distinguaskd be built upon thehreeparts of
the process; recruiting , developing and retainabgnt.

Kumari & Bahuguna (2012) argues that talent management point out three set of
approaches regarding the scope and objectives of talent managéheefitst aproach
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
appoach 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 exansigpt 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 practidgeedkeso meet the
demands for talent in the orgaaiions,

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 lm®nsidered 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 otalentmanag@mentarelisted 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) DefinitionsOf Talent Management.

Definition

Source

a systematical approach of human resounamagement thg
formdizes the mechanism of sourcing, screening, selectio
boarding, deploying, and retention; through motivation, ca

progressiorand succession planning

Abbasi etal (2013)

The process of developing and integrating new work
developed and retding current workers and attracting high

skilled workers to work for a company.

Jain (2012)

A conscious, deliberate approach undertaken to attract, de
and retain people with the aptitude and abilities to meet cu

and future organizational nezd

Ibrahim Q011)

Additional management processes and opportunities are
made available to people in organizations who are consiq

to be talent.

Blass (2009)

A matter of anticipating the need for human capéall then

setting out to plan to eet it.

Cappelli (2008a, 2008b)

It is about attracting, identifying, recruiting, developing
motivating, promoting and retaining employeeith strong

potential to succeed within the organization.

Baron and Armstrong (2@); Berger and Berge
(2004); Ldf (2006)

Recruitment, development, measurement and managearhg

high-potential employees.

Stahlet al.(2007)

The identification, development, engagement, retention
deployment of those individuals with high potentiaio are of

particular vale to an organizational context

CIPD (2006c)

Involves integratechuman recoursespractices charged with
attracting and retaining the right peopie the right jobs at the
right time

Heinen and O'Neill (2004)

10

talent managemeniepresents an integrateprocess of

ensuring the organisation has a continuous supply of hi

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

Sullivan (2004)

11

The process of attracting, recruiting and retain tale

empl oyeeso

Creelman (2004)
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In summationtalent management is about sourcing, recognizing, recruiting,
developing, promoting and retaining people that are high potentials and can grow within
the organizatiorftarkji,2010).

In this research we will distinguish and concentrate in the mé#inee pars of

Talent Management processgruitmentdevelopment,and regntion oftalent.

2.3.3 The problems of talent &talent managements definitions:
After having defined talent artdlent managemenive will look at the problems that
arise concermig the definition otalent managemen®ne 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 @it&bwe,201).

In the researar 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 o6high potentiald is someti mes
synonym for pdtad mtnit®dl. iAs ha gir ati ng based on
capability to perform at some higher level of responsibility in the organizafiois
assessment focuses on the future, but looks at performance in the past and current
performance €flR@ednen & OO6N

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:
1 An increasing worldwide demand for talented leaders and executives with the
growth of emerging markets in Asia and Latin America
1 A shrinking pool of experiencednd talented leaders in the Americas, Europe,
and Japan
1 The complexity and faster pace of global business and the need to have talent
available to adapt quickly to changing business conditions
1 The realization that within an industry there are specifiganizational
capabilities necessary to achieve competitive advantage and a need to recruit and
retain the leading talent with specialized competence to build that capability
1 The difficulty of retaining critical talent due to a shift to sethanaged
professional careers where talented individuals aggressively pursue their careers
and actively seek advancement by moving across different companies and
geographic boundaries
Nowadaystalent managememéquires a high degree of attention from three interna
stakeholders: top management, theman recoursedunctions and line managers. The
notion of talent managemeritansformed the agenda of CEOs from different types of
corporations, since they spend approximately5@0percent of their time inalent
management according to Th&conomist Intelligence Unit report. (Stan,2012)
Parry (2008) argues thatafiure to make investmenh employees meanthat the
organizatiorwill lose peoplé the wrong people and lose along with them much of the

richness andiversity ofits future talent
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Table (22) : Benefit Of Talent Management

From an Employerés Pg
Talent management can bring significant
business benefits:

From an Employeebs
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 meg

Have a good opinion of their managers

Employee engagement

Leads to high morale

Retain talented people

Accomplishment of personal and professiograiwth

Enhance company image and position in the employn
market

(Source:Saxena 2013 p: 53)

2.5 Talent managemenierspectives throughhuman resourcespractices

As a concept in itselftalent managemens$ actually quite difficult to define. It

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

to the samectivities within different organizations as the following organizatior (Al

Awamleh, 2009).

1 The process perspective in which talented individuals are expected to find the
best opportunities for themselves within the organization. they can succeed

depend a their performance .

1 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.

1 The competitive perspective wheralent managements concerned with

identifying talented people, finding out what they want, and giving it to thé&m

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

1 In the developmental perspectiviglent managemenis about accelerated

devebpment paths for the highest potential employees and maximizing

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

performance.
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1 Finally human recoursesplanning perspective mean thatent managemens
about having the righgeople matched to the right jobs at the right time, and doing
the right things .
2.6 The elements of talent management
For talentmanagement initiatives to be effective, organizations need formal
processes, with many stakeholders involved and stliokg between leadership and
talent to translate into specific organizational vdbased behaviotalent management
takes the form of a 6bundl eFigue2.2)i nterrel at ed
Figure (2.2)
The elements of talent management
Attraction

and retention
policies

Continuin,
Business wlent 3

Strategy audit

Resourcing Career

strategy management

Talent
relationship
management

Management Management
development succession

External
resourcing

Internal Performance Learning and
resourcing management development

(Source: Armstrong ,2006)

The key elements of a complete talemnagement 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 sysiean
information system that includes data on satisfaction, motivation, talent development,

talentutilization and performance.
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2.6.1The 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 an#teeps the talent it needs. The outcome of these policies is a talent flow that
creates and maintains the talent p@oinstrong ,200%h

2.6.3Talent audit

Talent audits can be used to indicate the possible danger of talented people
leaving and what actiomay need to be taken to retain them.

Every journey starts with a single step. Obtaining meaningful understanding of
your organizationbés strengths, weaknesses ar
your workforce. An effective way to start a jouyn@wards relevant workforce data and
better business decisions is to start with a talent gddit Group, 2Q.2).

According to Associationf European Business€onferencg2013)Talentaudit
allows an organisation to get a curremderstanding of itelent ata single pointin
time, it is often driven by a specific arairrent issue or orgazational

objective/strategy.

2.6.4Role design

talent managemerns concerned with the roles people carry out. This involves
role designiensuring that roles pvide the responsibility, challenge and autonomy
required to create role engagement and motivafammstrong ,200%

Role design and development policies should aim to place talented people in roles
that will give them scope to use and develop thellsskind provide them with autonomy
and challenging work. Talent management policies should also focus on role flexibility
0 giving people the chance to develop their roles by making better and extended use of
their talents(Kravtsova2012).
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2.6.5Talent 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 managementhathleaving 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 hupuae
recoursesnanagemenperspective.

According toArmstrong( 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, recogmzing their value, giving them a voice and providing opportunities for
growth(Mortensen,2010).

2.6.6Performance management

Performance management (the ability of the organization to measure its results to
improve its business),everyone in the orgarmnamust 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 aspectsf talent managementitin their teams. (Aberdeen Group (B).

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 posselgdtie 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,200%

2.6.7Learning and development

Organizationstoday 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 ,2018je essential components in the processalent
managemerit ensuring thapeople acquire and enhance the skills and competencies they
need(Armstrong ,200R
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2.68Management succession planning

Succession planning is the first apparent fruit of talent management. The
succession planning is to check the existing human resastreagjths, 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 uncertaintierms turnoverAbbasij2013).
2.69 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 atudsatisfy 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.
A Suf fresources rffinds) should be made available to support alitaleat
managemergfforts.
A An ef f emanagement ptamdnapnogramme must be aligned with the
companyé6és vision, culture and overall strate
A People and posi tougb a®chnolagpdsediblent mamageméne d t h
system.
A 1t is not the talented individual that is
and organizes talent. These include having the right structures, systems, processes and
practices fitting togéter in a consistent whole. For example, organizations may have
talented personnel but may not manage to support toeractly.

The key elements of a complete taleminagement system will include an
employer brand, a recruitment and selection procesainig 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 di®o 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 organizatiorulshomplementtalent
management
talent managemeishould be able to help the organization to seize opportunities and the
employees to perform at their best.

Most companies agreed that the implementatiotaleht managemermuositively
influenced competive advantage, Heinen and O'NeilR004) argued thatalent
managementis the most effective approach in constructing a durable competitive
advantage.

Talent managements most effective when thoughts and actions become so
embedded in an organizationethbecome part of the organizational culture. While it is
often seen as something tlo, it should become something b, namely a way of
working through which an organization tries to accomplish short andtésngsuccess
(Al-Awamleh, 2009).

The firststep 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.
Organizaton 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 po@ntPerformance 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 Ihoto performance appraisal and a forecast of potential.
After performance appraisal and a potential forecast, the very group of talented

employees is specified a talgmol is formed. Individuals meeting in advance

determined criteria can be jointly ilcdted as talents or this group of talented individuals
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can be furthermore divided into three group®p talents, talents and potential talents
(Fig. 23).

Figure 2.3: Talent Management-9 Box Matrix Potential

7 Enigma 8 Growth 9 Next Generation
High | Role Mismatch/ Employee Leader
New to Role
Future 4 Dilemma 5 Core Employee 6 High Impact
Potential Medium Role Dilemma/ Performer
New to Role
1 Under 2 Effective 3 Trusted
Low performer Professional
Does not meet/ Meets Exceeds
Partially Meets Expectations Expectations
Expectations
Current Performance

(Source: Horvathova,2011)

The identificaton of highpotentials is increasingly becoming a problem for most
organi zations and was the force Zibethe nd
McKinsey consultants (Michaels et al., 2001).
2.8.2 Constraints of implementation of talent management

Human Capital Institute & Hewitt Associat€¥08) asserted that companies still lack
the ability to integratéalent managememrograms and assess the return on their talent
investments. The most important reasons are the following:

1 Human Capital is not dequately Associated with Business Strategy

1 Lack of Accountability and Capability for Talent Development

1 Inconsistent Execution and Integration of Talent Programs
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1 Limited Use of Meaningful Talent Analytics

2.9 Talent Management Components:

Thereis some emerging agreement on whiciman recourseactivities siould be
included under the umbrella of talent managemamd, includes activities that benefit or
focus on individuals suchs recruiting, staffing, development, performance management
and reéention.

2.10 Talent Attraction Strategies:

Talent attraction is considered as one of the elemeritdasft managemenand
includes systems that are implemented by organizations to ensure that they attract and
recruit talented employees of a high dgtyal
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
candicates to match the culture and values of this organization

According to Armstrong2006) 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 reament within the concept délent management have
to primarily deal with higkpotential employees. Higpotential employees enjoy the
following traits:

1- Result guidance-2Individual skill 3- Mental ability 4 Lifelong learning 5 Mental
cohesion 6Flexibility 7- Energy (AHMADI etal ,2012)

2.10.2 Employee value proposition:

An employee value proposition is a marketorgentated strategy detailing the
qualities of the organization which allow it to be considered an employer of choice.

An organizat on6s empl oyee value proposition consi
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 ndmancial factors which may be vital in
attracting and retaining people, the degree to which it acts responsibly, liespeck
life balance and opportunities for personal and professional growth.
(Armstrong ,206).Candidates also rate higher value on challengobg, flexibility,
training opportunities, work environment, and the reputation of an organization and its

management (roman, 2011)

2.10.3 Employer branding
Armstrong(2 0 0 6 ) suggests that Aempl oyer brand
image oftheorganz at i on f or prospective employeeso.
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

Gaddan2008) a gues t hat Empl oyer Branding i s A c
skills and competenceo and continues Aby |
struggling to differentiate themselves in b

main message here is @alshat 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 satisf{Gamdam
2008).

Figure 24 .How employer branding create value for

organizations

I Retention Brand

f Advocacy d

El:clxployfae ] Emplloyee l Ci_lls.'tom.er i Customer Profitability
Satisfaction| "] Commitment [ "] Satisfaction Loyalty

. A

Performance

Employee
Attraction

[

(Source :Adapted from Gaddam, 2008

38



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 employerahoice 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 afacterized by
Acomparative high compensation based on per
family needs, good growth opportunities, job security, high level of delight in work and
company, openness, good communication, fairness, reduced stdinstidiss and
barriers, friendship and as well as talented
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 impre 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 choicéroman ,2011)

Table (2.3) : The shift from normal employer to employer of choice

Now Then

=t

Hire people who can|iNo time to traino

iCareer devel opment AiCareer devel opment
organization and the|responsibilityo

il f you donodét | ike itAlf youidormaatreli Reav
AThank you, your conffiYou should be gratef
Aonly you wil|l doo. AAnyone off the streg
iltods naallld.per so Ailtés not personal , i

(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 thequess 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 (Retthivell
,2005).

Talent developn& 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 mnagement i S: OA process for estab
about what is to bachieved and how it is to be achieved, and an approach to managing
people that increases the probability of achieving sucf&sastrong ,200).

Performance managementopesses 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 organiZAtiomstrong, 2006).

It is recommended that taledtemployees 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
perf or manc el Bloandé C & & )adiidlidatedtop, competent and bottom
performers, respectively) and encourages the development of A players, the retention of
B players and the development or termination of C playedehley, 2007)

Michaels, et al. (2001) propose the ditfntiation of employees into A, B and C
pl ayer s: AA players define the standard for
performers who meet expectations, but who may have limited upward mobility; and C
pl ayers deliver .just acceptable resultso

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 positiony 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 ndidates available to fill key positions withém organization as they
become availabke( 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
talents in long prspective
2.11.1.3Career planning

Career development is an approach of an organization ensuring that people with
the qualifications and experience are available when needeé (Klgushina 2009.
. Using career development approach employers can tdoa@mployee 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 care@msorder 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 aelidoy 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 advanoenhe 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 developmentThe research of highly successful companies shows that
company can overcome problems in sharge of talents and other
marrying the leadership development and succession planning preeeS<esai &
Klyushing 2009.
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2.11.1.4Training and development:

this part oftalent managememiays a significant role in the retention of talehte
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).
2.112 Other Talent development strategies:
The following "typical devel opment strategi e
the current competencies of employee and desirable in future& (Kigushing 2009

1 Mentoring.
1 Coaching
1 Job rotation

2.11.2.1 Mentoring

Mentoring refers to intenge developmental relationship between the mentioe
one who implements mentoring, and the protéhé one who receives direct benefits
from mentoring processes.(GaiKlyushing 2009 .

Mentoring can be formal and informal. The formal mentoring isrorga 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 thetalentmanagement organizations ta¢tentoring 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, inatel of f ocusing on what they <ca
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 ortdedevelop 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 rotatio 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 careepoupnities 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 andleastdopment
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 employersinth that base pay, career development and

promotion opportunities are most important.

Table 24 perceptions of why employees leave companies

Company view Employee view

Critical skill employees All employees

Career development

All employees

Top performers

Base pay

Career development
opportunities

Promotion opportunity

Work/life balance

Relationship with
supervisor/manager

opportunities

Promotion opportunity

Base pay

Relationship with
supervisor/manager

Work/life balance

Base pay

Stress levels

Career development
opportunity

Promotion opportunity

Incentive pay opportunity

Base pay
Stress levels
Promotion opportunity

Incentive pay opportunity

Career development
opportunity

(Source:Roman, 2011 )

This is very important information to know fdalent managementsince then

managersra 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 (Armsto@&g, 2
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(Eetels,2007)
talent retention by its nature tends to include succession plannirige 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. (Brewstat ,2007).
2.131 Retention strategies

The most significant retention strategies discussed by researchers in the literature
are as follows: Competitive pay, challenging work, wiifid balance, (roman,2011).
2.13.11 Competitive pay

Competitive pay packages are ddiesed as one of the most popular and highly
effective retention strategies that any organization can @sganizations should deal
with uncompetitive, inequitable and unfair pay systems and ensure that salary criteria are
fair and consistent (Armstrong006).
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 loyaltyroman 2011).

CIPD (2010) reminds "people who fediely 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 ardissatisfied 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 areharder to imitate by competitors such as: training and support, promotion

possibilities, flexible working hours and pleasant working environif&aanotyj2008).
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2.13.12 Challenging work:

The provision of exciting and challenging work is a leading fafiorengaging 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 ongassents that will
stretch their abilitiegroman ,2011)

2.13.13 Work-Life Balance

Work-l i f e balance is defined as fa satisf:
bet ween the multiple roles i n a personods I
equilibrium, t hat Amai ntaining an overall sense of

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
incluson of nonfinancial 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 policiecan 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-liferkalance policies, change all the

time (Sukanya, @L0).

Control over the factors that can improve wdif&-balance is considered to be within the

domain of line manager8Vork-life balance policies are an important way for employers
to identify their commitment to quality of life and social respongib{fsamotyj2008)
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2.14Al agsa voice back ground :

Al-Agsa Voiceradio station is a public and realistic radio statioWhich care
particularly about Issues of the Palestinian people and the issues of the Islamic nation
Al-Agsa voice is not limitedo a particular color it is a religious, political, Social,
educational, culturadtation It had been establish&uJune 2003.
Al agsa voice radio statioGoves all the Gaza Strip and some parts of the occupied
West Bank, including Hebron, Bethleheand parties from Ramallah, Jenin and other
areas,on frequency: 106.7 FMIt alsocovers parts of the Egyptian territories such
parties Arish and Rafah in Egypt, and Sheikh Zuwaid city

The station has satellitefrequency: 12053 on Arab sat with han#al coding
27500, and itsand with a web siteVWW.ALAQSAVOICE.PSAI agsa voice radio

stationis able tobroadcast all over the world .

2.141Al agsa voice radio stationobjectives:
1 Fulfill the Audience listeningheeds of the Palgsian people specially in Gaza

strip
1 Expand broadcast coverage and market share outside of Gaza strip
1 The Call to Allah
1 Media and News and get right the message to the public

1 Communication, Education and Public Awareness committeth@ospirit of

Islamic law
1 Support the Palestinian education in all its stages.
9 Dissemination of political terminology and Islamic.
1 Outstanding radio advertising complying with Islamic law.

1 Strengthen the national affiliation of the Palestinian people.
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2.142Al agsa voice radio stationstaff

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

T

T

T

Management/administrative
Sales/Sales support/Underwriting
Engineering/Technical/Computer

Production/Programming/News

Each station is uniquin 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 agsa voice radio statidiroadcast around the clotk serve itsaudiences , it have

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

employees

Figure (2.5)Al agsa voice radio statiorhierarchy

General manager

Department of
Administration

Al agsa Mubasher
department

Department of
News

Department of
programs

|
Department of
Production
Public Rglatlons Montage section
section

Section of
directing :

Radio Engineering
section

Broadcasters

Website section 5
section

Security Section Reporter section Drama section

Program

Archive Section 5
preparing

Section of sports
programs

Accounting
section

Secretary section

Services

(Source:al agsa voiceeport , 2004)
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2.142.1 Department of programs include
{Broadcasterssection: 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 broadcasters through specialized staff

fDrama 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

f'Section ofsports programs: This dealing with sports news and editing the Web

site sports news .
12.142.2 Department of News include

TNews section:News editors follow the local, Arab and internationaéws
communicag with reportes who coverall governorates athe Gaza Strip and

some parts of the occupied West Bank

fReporter 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,lipcal and business news reports and

human interest to the audience

fWebsite section: where include technicians supervisors website radio, and news
editors on the sitevho feedthe site with news and different topics in addition
to publishing programsecorded voice that broadcast on the air through the
site, also contains the website of the radio special branch broadcast live over
the time .

2.142.3 Department of Production and include
Radio Engineering section broadcast everything published matsion 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

1 Section of directing :

Radio program directors have a wide array of duties that vary based onetlod gieir
stationthey aim to make sure every second of the broadcast, whether it be news shows or
commercials, comes off without a problem

2.142.4 Department of Administration and include

Secretary section follow-up administrative matters entrustédn 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,
managethe enployees' 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 materialyalmament, and the
archived on CDs, and sav@dthorizing and drivers section

Security Section functions are concentrated in Follay security for radio .

Public Relationssection

Which reflect the true image of the organization throegimmunicationswvith internal

and external public and coordination with the institutionstaedublic They channel of
communication between visitors and between parts of the organization various news
studio and editing and other ads

2.142.5 Alagsa Mubasher departmert : where radio maximum direct followp 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 estic and radio transmitters
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Table: 25 Al agsa voice radio stationStaff

Job Title Number Total number
/section /department
Broadcasters section Head of 10
- sectionl
o
~5§€ AProgram prepa 5 -
5 It Head of sectiol
fE Srama e 2
:-} §) g rama section
o s 8 Section of sports programs 1
News sectiorHead of section (1) 10
E = Reporter section Head of section 5
3 & @ 26
E 5k
g © T 5 Website sectionHead of section
Q = & o 6
Q0 O 9
Oz I o 1)
=) Radio Engineering Head of 5
€ section (1)
(4]
é Montage sectionHead of section
S ] 6
= Q 23
= c [} (1)
[} o ©
E 8 5 -
s 32 o AsSecti on oHeaddi r
2 8 g 8
8 &£ £ section (1)
a Secretary section 1
é Accounting section 1
s < £ Archive Section 1
€8 18
s 8 o Security SectionHead of section
E 2 5 8
8 £ g5 @
g5 8
O < T Services & drivers 6
—
Q
s 5 E 5 E 6 !
g5 3% 8
—_ () [} [)
< =2 v I ©
Total number 96
(Source: Al agsa voice radio station2004)
2.14.3 Concludgon:

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

aboutAl agsa voice radio statiand 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 adopteto conduct this research on talent management and its
availability at Alagsa voiceadio station
This chapter therefore consists of:

1 Study methodology and data collection,

1 research population,

1 validity and reliability of questionnaire,

1 analysis opopulation,

1 statistical methods.
3.2.Research Methodologyand 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 céey out t
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 qualitagivand 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 interpretatio
The questionnaire which is especially designed for this research consists of the following
parts:
1. The first part contained geneparsonal 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:

Level Strongly agree 23333333333 Strongly disagree
Scale 10 D =P =P =P =P =D =P =D =D =) =) = 1

3.3 Research Population:

The research population includes all of the employees atjsalvoice except cleaner

,drivers and security personshey do not playritical roles inthe Al agsa voice radio

station Thetotal number of the researched employees equals 83 , andaheumber

of the respondentgjaals(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 reseeahier

utilize the following statistical tools:

1) Kolmogorow+Smirnovtest 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 Mallhitney 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 ectatdita
(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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guestionnaire validity and reliability, the researcher had distributed theaqueste

to the residualql) 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 aggroach
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 todesdlitlity
of the questionnaire.
Table (B.1) clarifies the correlation coefficient for each paragraph of 'th€alent
recruitment "and the total of the fieldThe pvalues (Sig.) are less than 0.05, so the
correlation coefficients of this field are sipantatU = 0. 05, so it can
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 P-
Coefficient Value(Sig.)
1. Al-agsa voice can attract and recruit employee even thoud
o . ) .709 0.000*
limited supply of skilled and talented workers/ candidates
2. Al-agsa voice has a system to attract and recruit talented worke| .867 0.000*
3. The recruitment process at -Afjsa voice succeeds in selecting
.839 0.000*
best talent
4. Managers at Ahgsa voice have the competencies to attract
) ) .843 0.000*
recruit talented workers/ candidates
5. Al-agsa voice identifies its employeeis terms of qualifications
) 749 0.000*
and experience
6. Al-agsa voice reputation attracts the talented workers/ candidq .579 0.000*
7. The work at Afagsa voice is interesting and rewarding 461 0.000*
8. There are opportunities for learning ancevelopment at Ahgsa
) 714 0.000*
voice
9. The talent prefer to work at Algsa voice where opportunities f
. . .738 0.000*
career progression are available
10. | Reasonable degree of security contributes to makeqgséd voice
744 0.000*

an employer of choice

* Correlation is significant at the 0.05 level
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Table @.2) clarifies the correlation coefficient for each paragraph of 'th€alent
development 'and the total of the fieldThe pvalues (Sig.) are less than 0.05, so the
correlation coefficientsaf hi s fi el d ar e

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

significant

No. Paragraph Spearman P-Value
Correlation (Sig.)
Coefficient
1. Al-agsa voice develops a talent pool consisting
) ) 740 0.000*
skilled, engaged and committed workforce.
2. encourages talented employees to develop {
. .801 0.000*
careerdAl-agsa voice
3. Al-agsa voice identifies employees with high poten
.844 0.000*
and formulates personal plans to develop them
4, Al-agsa voice has learning and developn
.840 0.000*
programmes to develop talent
5. Al agsa voice radio statiolllocate a special budget fo
. 776 0.000*
training and development of talented employees.
6. Al-agsa voice identify training needs objectively 762 0.000*
7. The administration monitors the performance
] . .821 0.000*
employees and advise them to improve performance
8. Al agsa voice radio statioprovide an opportunity tc
a . P ) PP Y .806 0.000*
change the employee's job to develop himself
9. Al agsa voice radio statioseeks to transfer experti
) ) . .844 0.000*
from highly skilled staff for the less experienced
10. Al agsa voice adio stationProvides honest feedba
.848 0.000*

about the performance of employees

* Correlation is significant at the 0.05 level
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Table @.3) clarifies the correlation coefficient for each paragraph of "thialent
retention"and the total of thdield. The pvalues (Sig.) are less than 0.05, so the
correlation coefficients of this field
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 P-Value
Correlation (Sig.)
Coefficient
1. The salaries and benefits at#dsa voice are competitiy
.703 0.000*
enough
2. The salaries and benefitat Al-agsa voice are fair an
) .760 0.000*
consistent
3. The salaries and benefits at-#ddjsa voice guarante
771 0.000*
employee loyalty
4, Al-agsa voice actively creates opportunities
o . ) ) .735 0.000*
employee to participate in challenging assignments
5. The work at Afagsa voice matches the employg
617 0.000*
abilities and skills.
6. The employment conditions at -Aljsa voice satisf
) .624 0.000*
work-life balance
7. Al agsa voice radio statioavoids to over the workin
N .644 0.000*
load more than the gutoyees ability
8. There are flexible working hours, at -Atjsa voice .657 0.000*
9. Al agsa voice radio statioallow the employee to wor
.395 0.000*
from home
10. The employees &kl agsa voice radio statioare satisfied
) . 743 0.000*
with their work
11. There is an engagement between workers and thein
744 0.000*

at Al agsa voice

* 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 ssdical test that used to test the validity of the
guestionnaire structure by testing the validity of each field and the validity of the whole

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

of the questionnairthat have the same level of liker scale.

Table @4)
guestionnaireThe pvalues (Sig.) are less than 0.05, so the correlation coefficients of all
t he ssb ¢ nan bd said that thea fields lre walidGa @5 |

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

fields

ar e

clarifies the correlation coefficient for each filed ande whole

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

No. | Field Spearman P-Value
Correlation (Sg.)
Coefficient

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 whedsores 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 nlggiaility 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 quest.
coefficient alpha value between 0.0 and + 1.0, and the higher values reflagtsen

degree of internal consistency. The Cronbacl

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 figldzalues 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
guestionnaire which indicates an exestlreliability 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 questionnare 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 througdentifying 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 questisanareparation 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 Analyss 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 theailability of talent management component.

4.2 Test of Normality for each field:

Table (4.1) shows the results fEolmogorovSmirnov test of normality. From Table
(4.1), the pvalue is less than 0.05 level of significance, then the distribution tis no
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 &econdary school and lesholders
,24.3% of the sample are " Diploma"lters, 63.5% of the sample are Bachelor holders

and that 8.1% of the sample are Master holder . This indicatethtatajority (71.6 %)

of the respondents qualifications are bachelor and more
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This reflects the level of education that the respondemts which reflects on their skills

and abilities to deal with questionnaire sections .

Table (42): 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 "2b Less than 30 years ", 33.8% of the sample are of 'l3ss than 35
years " and 2.7% of the sample are of "35 years and Qlfeis'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 (43): Age

Age Frequency Percent
Less than 25 years 7 9.5

2571 Less than 30 years 40 54.1
307 Less than 35 years 25 33.8

35 years an®lder 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 kaarp " Head of department ".
This study indicates that majority (83.8%) of the research sample are employees . This

reflectsthe structure of the station
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Table (44 ): Job Title

Job Title

Frequency Percent
Employee 62 83.8
Head of section 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 @ the sample have experiencei"3ess than 6 year ",47.3% of the sample have
experience "6less thar® 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 (45): Years of Experience

Years of Experien@ Frequency Percent
Less than 3 year 6 8.1

371 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 Researcland Hypothesis Testing

The one sample-test is used in thdollowing tables to test if the opinion of the
respondent in the content of the sentences are positive (weight mean greater than
"60%" and the pralue less than 0.05) or the opinion of the respondent in the content
of the sentences are neutrabvgdue 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 pvalue less than 0.05).

In this chapter, the researcher sheds light on the levlefit management and its

componerg. Also, the hypotheses test will be examined as followings:
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4 4.1l evel talent management
To measure the level dalent managementat Al agsa voice radio statiorThree
components will be analyzed as follows:
4.4.1.1Talent recruitment
The one ample ttest is used to test the opinion of the respondent about the |aeaédmf
recruitmentand the results are shown in tabléj4s followings:
1. The mean of paragrap¥io.6 , equals 8.12 (81.22%), , and/&®lue = 0.000 which
mean that Abqsavoice reputatiorat t r act s the talented wor
2. The mean of paragraph No.2 ,equals 4.46 (44.59%), arelue=0.000 which
mean that the respondents disagreed that al Agsa voice has a system to attract and
recruit talented workers/ candidates
3. In general themean value of f i e ltatbnt recfuitmenbequal to "6.44", the
weight mean equal to "64.39", and theglue equal to "0.010smaller than the
|l evel of significance U= 0.05.

This means that the respondents indicated that the talent recruitment level is
acceptedand this may battributed to the interesting work , reputation , and the
opportunities for learning and developm . 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
AEngagmmigoyees through vyour brando, found
felt that their corporate brand was a highly important tool in recruiting, retaining and
organizing employees:

1 61% helping employees
T internalize the. organi zationds values
1 45% achievig reputation as ammployer of choice

1 38% recruiting employees.

6 3



According toAHMADI ,et al ( 2012the talent management and succession planning
systems within the Refah Bank do not produce desirable results. the existing methods
and mechanisms used inetlRefah Bank in absorbing and recruiting talented
wor kforce do not produce desirable result s

growth and development

A relative situation arises when we look at #tedy of Roman (20119he argue that the
Western @pe Provincial Treasur@WCPT) adopted a sherérm 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 developemt, 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 recruitnbechniques and they prefer to
join those organizations where they can find better career growth, The respondents at
Al agsa voice radio station agreed that there are opportunities for learning and
development at the station.

Born & Heers (2009pereives reputation as key by orgamitions and managing this
reputation has become a strategic issue. Especially in the knowledge society, where
organkations depend on intangible assets such as creativity, high levels of service,
intellectual capital, anchnovation, this has become crucial.

, 0 ( Fo mb ddlines Regutatidrs..)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 and so affectthe bottomline .
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Table(46) : Means and Test valoes for fATal
weight P
Item Mean | mean | T value Rank
value
1. Al-agsa voice can attract and recruit employee €
though the limited supply of skilled and talented 5.31 53.11 -0.90 0.183 |8
workers/ candlates
2. Al-agsa voice has a system to attract and recruit
i 4.46 4459 | -3.63 0.000* | 10
talented workers/ candidates
3. The recruitment process at -Atjsa voice succeeds if
. 5.43 54.32 | -0.00 0.500 |7
selecting the best talent
4, Manages at Alagsa voice have the competencies
_ _ 5.30 52.97 | -0.24 0.403 |9
attract and recruit talented workers/ candidates
5. Al-agsa voice identifies its employees interms
o ) 6.78 67.84 | 3.08 0.001* | 4
qualifications and experience
6. Al-agsa voice ragation attracts the talented worke
) 8.12 81.22 | 6.48 0.000* | 2
candidates
7. The work at Alagsa voice is interesting and
) 8.14 81.35 |6.81 0.000* |1
rewarding
8. There are opportunities for learning and developme
) 6.97 69.73 | 3.88 0.000+ |3
at Al-agsa voice
9. The talent prefer to work at Algsa voice where
N ) ] 5.96 59.59 |-1.24 0.107 |5
opportunities for career progression are available
10. | Reasonable degree of security contributes to make
) ) 5.85 58.51 | -0.00 0.500 |6
Al-agsa voice an employer of choice
All paragraphs of the filed 6.44 64.39 | 2.34 0.010*

* The mean is significantly different from 6
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44.1.2. Talent development
The one sampletest is used to test the opinion of the respondent about the |aeaédmf
development afl agsa voice radigtationand the results shown in table {4as
follows :
1- The mean of paragrapto.l , equals 6.85 (68.51%), anev&®lue = 0.000
whi ch me an-agsdvaite develeps a talént pool consisting of a
skill ed, engaged and committed workfor
2- The man of paragrapiNo5 , equals 4.14 (41.37%), anevBlue =0.000
which mean does not that agsa voice radio statiofllocate a special
budget for training and development of talented employees.
31 n gener al the mean valued oefgauafi el d
"56.46",but the pvalue equal to "0.®hichis greater than 0.05and that
means that the level of talent development at Al agsa voice radio station
is neutral.
This means that the respondedts not know the talentdevelopnent
level at al agsa voice radio stationand this may belue 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 stéfiout 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 whiclid@sstmilar

situation at al agsa voice.

The findings are consistent with studyf Barlow (2006) which_finds that talent
development is a more complex activity than many in human resources recognize,
and that standardized approaches that assume thaethaferdple 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 agsa voice radidastahe 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 formaland informal training, employee
improvement and communication strutcures to improve talent resources

throughout the different levels of the organisation

The analysis resulsre relevant to the study Bbper(2009) which argues that
organkation aligns its valuable employees (talent) with new plans thrasgig
formal and informal training, employee development and communication structures

to improve talent resources throughout the different levels of the organisation.

According to Horvathova,(2011) only 9 from 237 (100 %) of the approached
respondents , the Mor@an-Silesian in Czech Republic regions using the approach of
talent management, and haviagspecial development plan that shape the integral
program for theexactly specified group of talents supplemented by particular

participants' individual needs.
There are similarity in some results of this study and study&jase(2012)

1 Just 5% of the companiasay their managers have the right skills to help
advance/ enrich people at their jobs or to provide d¢bastructive
feedback that supports and encoertay const ant empl oyeesd

across the company

1 63.4 % of the respondents are not satisfied with their training. This result
shows thatthe espondent sé corresponding orgat

development programs.
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Table (47): MeansandTest values for @&Tal ent
Weight P-
ltem Mean | mean T-value value Rank
(Sig.)
1. Al-agsa voice develops a talent pool consisting
. ) 6.85 68.51 3.57 0.000* | 1
a skilled, engaged and committed workforce.
2. Al-agsa voice encourages talented empeyte
. 6.32 63.24 2.65 0.004* | 3
develop their careers
3. Al-agsa voice identifies employees with high
potential and formulates personal plans to devel 5.72 57.16 -1.33 0.091 6
them
4, Al-agsa voice has learning and development
4.64 46.35 -2.88 0.002* | 9
programmes to develomlént
5. Al agsa voice radio statiohllocate a special
budget for training and development of talented | 4.14 41.37 -3.88 0.000* | 10
employees.
6. Al-agsa voice identify training needs objectively| 4.82 48.22 -2.09 0.018* | 8
7. The adnmistration monitors the performance of
employees and advise them to improve 6.73 67.30 3.13 0.001* | 2
performance
8. Al agsa voice radio statigerovide an opportunit
a qﬂ PP ) Y 5.19 51.89 -1.33 0.091 |7
to change the employee's job to develop himself
9. Al agsa voiceradio statiorseeks to transfer
expertise from highly skilled staff for the less 5.88 58.78 -0.74 0.228 |5
experienced
10. | Al agsa voice radio statidProvides honest
6.18 61.76 1.74 0.041* | 4
feedback about the performance of employees
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 sampletest is used to test the opinion of the respondent about the |aeaédmf

development afl agsa voice radio statioand the esults shown in table @). as

follows .

1- The mean of paragrapg¥io.7 , equals 7.74 (77.43%), anevBlue = 0.000 which
me a n  Altafisa voicefi radio statioavoids to over the working load and
working stress more .than the employees ab

2- The mean bparagraphNo.4 , equals 6.36 (63.65%), andvBlue=0.018vhich
mean that the employees creates opportunities for employee to participate in
challenging assignments

3- In general the mean value of field "taleatention” equal t0"69.78", and the p
value equal to "0.000%which issmalker than 0.05

This means that the respondemisrceived the talentretentionlevel at Al agsa
voice radio station is relatively high and this may be due to therking load

and working stress ,flexible workingtirs, 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, fand that
1 47% of the 585%human recoursesespondents offered flexible working to
help retain staff, with 43% offering flexible working to meet employee

needs
I and over 30% to aid recruitment

According Roman (2011) a negative factor for employee tieteis 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 retent

issues

According toTarakji (2010) the major strategies for retaining employees adopted
by most best employers were recognizing employees, giving unambiguous
feedback and development.

This study m&ch Verhoeven (2011) the employeesperceived 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 Levelalent development

is "56.46,and the Level of Talent retention is 69.78. see figurg (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 (48): Means and Testvalues or A Tal eat retenti on
weight
Test | P-value
Item Mean | mean . Rank
value | (Sig.)
1. The salaries and benefits Atagsa voice radio
' N 7.12 71.22 | 457 | 0.000* 5
stationare competitive enough
2. The salaries and benefits Atagsa voice radio
) ) ) 7.04 70.41 | 4.47 | 0.000* 8
stationare fairand consistent
3. The salaries and benefisl agsa voice radio
) 6.80 67.97 | 3.71 | 0.000* 9
stationguarantees employee loyalty
4, Al-agsa voice actively creates opportunities for
o ) _ ) 6.36 63.65 | 2.09 | 0.018* 10
employee to participate in challenging assignmel
5. The work at Alagsa voice matches the employeg
. ) 7.30 72.97 | 5.79 | 0.000* 3
abilities and skills.
6. The employment conditions at -Aljsa voice
. ) 7.27 72.70 | 4.28 | 0.000* 4
satisfy worklife balance
7. Al agsa voice radio staticawoids to over the
working load and working stress more than the | 7.74 7743 | 6.11 | 0.000* 1
employees ability
8. There are flexible working hours, at -Atjsa voice | 7.57 75.68 | 5.30 | 0.000* 2
9. Al agsa voice radio statiadlow the employee to
5.38 53.78 | -0.62 | 0.269 11
work from home
10. | The employees &l agsa voice radio staticare
7.05 70.54 | 4.09 | 0.000* 7
satisfied with their work
11. | Thereis an engagement between workers and
o _ 7.12 | 7122 |455 |0.000* |5
their jobs at Al agsa voice
All paragraphs of the filed 6.98 69.78 | 4.21 | 0.000*

45 Research Hypothesis tests:

First hypothesis: there isa statistical significantdifference a t

of the components of talent management at al agsa voice.

U O the lewl5

From the hypothesis above a suypothesis ca be derived as the following :
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H1 (a): There is astatistical significantifferenceata U 0.05 in the level of Talent
recruitment afl agsa voice radio statian

H1 (b): There is astatistical significantlifferenceata U 0.05 in the level of HRlent
development aAl agsa voice radio statian

H1 (c): There is astatistical significantlifferenceata U 0.05 in the level of Talent

retention a#l agsa voice radio station

The one the one samphetst was used and the results are illusttan table (4.9), which
shows that there is difference among tlespondentsas a result of the particular
discussion towardialent recruitment, talent developmentalent retentionand all field
together and the difference comes in favorteentretention and talent recruitmerds
illustrated in table (49).

Table (49) shows that the-galue (Sig.) is smaller than the level of significance a
=0. 05 f or Talenh recruitmemdndiTalentiréentioro , then there
difference inrespondents' answers toward these fieltiés may beattributed to the light
working load , flexible working hourfor the level of talent reéention, and due to
interesting work , reputation ,and opportunities for learning and development at Al
agsa voicdor talent recruitment .

Table (4.9) also shows that theva@lue (Sig.) is greater than the level of significance a =
0.05 for the other components, namely " talent developmemaj@braphs of the filéd
then there is insignificant differeadn respondents' answers toward the level of these

components .
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Table (49): Means and Test values for each field

ey
©
(O]
Item £ ~
© 2
S 5 e
g g E
C - = 4
§ | 88| % -
= o <= = o o’
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 significantifferencea t U i®thedleved 5
of talent management and itscomponentsin Al agsa voice radio stationattributed

to some ofpersonal & organizational factors.

The Mann-Whitney Test : is used to examine if there is a statistical significant
difference betweetwo means among the respondents towartthe availability of
talent management and @temponentsn Al agsa voice radio statidnom employee
Perspective due t@ualification,Age, Job Title and Years of Experience).

Table (410) shows thatthe pvalue (Sg.) is greater tharthe level of significance
a=0.05or each field, therthere is insignificant differenciem respondents' answers
toward each field due {@ualification,Age, and Years of Experience).

In India, different age groups surveyed reflecteded#nt 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, overezis 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 respondé@salification,Age, and Years of Experiendeaveno
effect on each fieldThis is due to the fadhatall employees have the sametau ,and
the same work environmero it is reasonable and logic that theee factordhave no
effect talent management

Table (410) shows thathe pvalue (Sig.) is greater thdhe level of significanca=0.05

for each field, therthere is insignificant difference respondents' answers toward
each field due t¢ob title

Table (410):Mann-Whitney Test of the Factors for personal & organizational

factors
) Talent Talent retention | All factors together
) Talent recruitment
Field development
Test ) Test ) Test ) Test ]
Sig. Sig. Sig. Sig.
Value Value Value Value
Diploma and less
<
% 0.204 0.84 0.324 0.75 0.67 0.49 0.12 0.91
o Bachelor and High
< study
(o4
Less than 30 years
o 1.264 0.21 0.034 0.97 0.70 049 0.68 0.5
< 30 years andOlder
Employee
Head of section &
2 2.399 0.016* 3.14 .002* | 274 .006* | 3.014 .003*
= Head of
Qo
S Department
5 Less than 6 years
3]
S 0.349 0.727 0.235 0.82 1.22 0.22 0.300 0.764
05 6 years andmore
g o
(Y] x
> W

The analysis results showisat the perceptions of the Heads of section and Heads of

Department For each field are higher than employBes. is due to the fact that the
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perceptions depends on personal tendereidghat the positiomay be affect the views
and perceptions

This result agreed withSaxena(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 presentsdascription of the data type and the discussion and testing of the
study hypothesedhe scientific studyries to shed light on thevailability of talent
management componené Al agsa voice radio statipand to identify the levebf each

componety and to identifypersonal& organizational factotisat 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,
recommendation® radio stationsprganizationsand 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 managemer&ind ts components from the employees

perspectives at al agsavoiceand the findings are illustrated as follows:
-5.2.1 Level of Talent recruitment:

This field hasa weight mean equal t®%4.39", and the {value equal to "0.010",
which means that the levef talent recruitment aAl agsa voice radio statias accepted

5.2.2 Level of Talent development:

this field has a weight mean equal"&6.46", and the jwalue equal to "0.5", which
means that the level of talent developmenilagsa voice adio statioris neutral;and
the employees perceptions are not clear

5.2.3Level of Talent retention:

this field has a weight mean equal6®.78", and the palue equal to "0.000", which
means that the level of talent retentiobafgsa voice rad stationis relatively high
and it is the highest component of talent management at al agsa voice.

5.24 Other important research conclusions :

The study concluded thafalent management and its components are
available at a statistical significant effetAl agsa voice radio statitnom

employee Perspective
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The study also concluded that there are no differencteitevel of talent
management and its componentAlmagsa voice radio statioattributed to

(Qualification, Age, and Years of Expenice ).

The study concluded that there are differences in ldvel of talent
management and its componentsAihagsa voice radio statidoe tothe
respondentsjob 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 fromradio stations managementompanies either at government or NGOS

andresearchers to take them into account and put thenadtitm:

1 Radio stations employees ne®pkcial training and developmesystems with
special budgets to prepare employdese able to fill the pivotal positions when

required.

1 A comprehensive structure should be in place in order to support all the stages

from attracting to retainintalentsin al agsa voice radio station .

1 Al agsaRadio stationis advised to give more concern to be an employer of

choiceby enhancing a good reputation

1 Al agsa voice radio stationis advised to offer a suitable opportunities for

promotion and developmefdr their employees with a clear path of career .

1 Al agsa voiceRadio stations advised to enhance a good conditions for work and

give more attention on wotlife balance.

1 In general adio statios are advised to give more concerntddent management
and its componenby recognizing the strategic importance of adaptialgnt

managementdeveloping their internal talentnd using systematic processes to
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identify firstly their talents and even to identify positions within ¢ihganization

that the ptential can have a positive impact on performance.

1 University library manager is advised to enrich the library with references related

to the topic of research.

1 Arabs researchers are encouraged to take procedures in applying such research to
their areas@mpanies.

54 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 strateggagement , job satisfactiognd

on performance need to be studied .

4. New topic need to concern that are rare in Arabic libraries such deyempf
branding ,employer of choice (EOC), work to life balance , retention management

, and succession planning.

5.5 Proposed Future Studieditles:

"The implementation of Talent Management in major NGOs working in the Gaza
Strip ."

" Evaluation fortalent managemenrdtrategieswhich are presented all localradio
stations in the Gaza Strip."

"The Development And Evaluation Of A Partial Talent Management
Competency Modeadtthe Higher Education Sector in the Gaza Strip

" Talent Managentg and the Cultural Influences on Human Resource Management

Processest Islamic Banks in The Gaza Stfip
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Appendix ( A ): Questionnaire in Arabic
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