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PREFACE

Employee retention refers to the ability of organization of holding the talented
employees by applying various strategies and practices to ensure the employees stick
to an organization for a longer period of time. Employee retention and turnover
intention differs from each other. Employee retention refers to how long an
organization retain the employees in a given period of times whereas turnover
intention is where the employees intent to leave their workplace or whether the

organization aim to exclude employees from position.

The telecommunications industry is an immense industry, consists of companies that
make hardware and software, and arrange services such as telephone and internet
services. It plays the important role in the evolution of mobile communications and

the information society.

In this study, researchers will determine the reasons that will affect employee
retention in the telecommunication industry. This research is carry out due to the
employee turnover in telecommunication industry has rising sharply as the primary
reason would be the low rewards and compensation paid. Other than low paid salaries,
there are also some others factors that will significantly hinder the retention rate of

the employees.

Hence, this study will be continue as to discover further and in details about the
factors which will affect employee retention of telecommunication industry in Klang

Valley as it is useful for future research.
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ABSTRACT

The retention of employees has been shown to be significant to the accomplishment
of the organizations’ objectives especially in building competitive advantage over
other organizations. The objective of this research is to identify the factors of career
development, rewards and compensation, performance management, job design, and
talent acquisition contributing to employee retention in telecommunications industry.
The research is significant to investigate the determinants that affect the employee

retention in telecommunications industry in Klang Valley.

The primary data of this investigation was assembled by allocating 380
questionnaires to respective employees in Klang Valley. The Cronbach’s Alpha
reliability test was executed on every variable which exhibited reasonable reliability
results with more than 0.7 alphas.

Pearson Correlation Coefficient is utilized to analyze the strength of responses from
the questionnaires that were collected. Therefore, all the variables obtained
coefficient ranging from £0.6 to £ 0.90 which indicated moderate to high strength of
association. Moreover, Multiple Linear Regressions Analysis discovered that all

variables had significant relationship with employee retention.

In a nutshell, the analysis on the major findings, implications of the research, and
limitations for the study and proposals for future research are deliberated in the end of

this study.
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CHAPTER 1: INTRODUCTION

1.0Introduction

The purpose of this study is to investigate the relationship between talent
management and employee retention in telecommunication industry in Malaysia. This
research provides further understanding about how talent management manages to
increase the rate of employee retention. This chapter outlines the research background,
problem statement, research objectives, research questions, hypotheses of the study,

significance of the study and chapter layout.

1.1 Research Background

According to the National ICT Association of Malaysia (PIKOM) research committee
chairman, Mr. Woon Tai Hai, 6.6% of GDP in 2015 was contributed by the ICT
sector alone and it is estimated to reach to 7% by end of 2016 (The Star Online, 2016).
Mr. Woon said that the share of the overall Information and Communications
Technology (ICT) industry to the economy increases from 16.5% in 2010 to 17.6% in
2015 and is expected to reach 20% by 2020 (The Star Online, 2016).In view of this,
ICT industry plays an important role in the economy growth of the nation. Thus, the
developments and trends of Malaysia ICT industry had improved over years as

accessing internet anytime at anywhere becomes more and more important nowadays.
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ICT industry in Malaysia breaks into four main clusters which are creative content &
technologies, global business services and information technology according to the
official portal of MSC Malaysia and telecommunication industry is grouped under
information technology ("Status Company", 1996). In this study, the bandwidth and

coverage of telecommunication sector will be the main focus.

According to the Australian Trade and Investment Commission by Australian
Government, Malaysia is an IT hub in the Asia-Pacific, the broadband demand is
increasingly important and popular due to the advance technology of mobile devices
(“ICT and fintech,” 2017). Based on a research by the Australian Trade and
Investment Commission, the top 10 telecommunication companies in Malaysia are
Telekom Malaysia, Maxis, Celcom, Digi, U Mobile, Axiata, Time dotcom, Astro,
PacketOne and YTL Communication (“ICT and fintech,” 2017).

EY conducted a study names “The 2015 Global Telecommunication Study” that
participate by senior executives from 40 companies over Asia, Europe, Africa, the
Middle East and North America. As the smart devices have developed over the years,
mobile data becomes very important for the consumers in order to access the Internet.
This is one of factors the telecommunication industry changed rapidly in the past 10
years as consumers’ consumption pattern has change whereby they are focused on
data nowadays. In 2010 the traffic for media and video was less than 10%, but in year
2015, it increased to almost 50%. Thus, telecommunication operators invest heavily
on network capabilities in order to provide efficient and effective bandwidth for their
customers as smartphones play an important role nowadays. The figure below shows
the percentage distribution of gross output and value added of information and
communication services by activity in 2014 that adopted from Department of

Statistics Malaysia and it shows the importance of telecommunication industry.
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Figure 1.1 Percentage Distribution of Gross Output and Value Added of Information

and Communication Services by Activity, 2014

62.5%
62.0%

Telecommunication services

Computer programming, consultancy and related
activities

Programming and broadcasting 9 6.1%
5.4%

Information services 4.2% u Value of gross output
5.0% (RMS99.8 billion)
Motion picture, video and television programme | 2.3% .xg’::: :Jd Zielzon )
production, sound recording and music publishing 2.3% : Z
publishing | @ 2.1%
2.1%
0.0% 20.0% 40.0% 60.0% 80.0%

Sources: Department of Statistics Malaysia. (2017). Retrieved June 24, 2017, from

https://www.dosm.gov.my

Recently, Malaysia’s digital free trade zone (DFTZ) jointly with the founder of
Alibaba, Jack Ma has launched whereby this project is expected to generate trade
worth RM 286 billion by year 2025 and this becomes a new source of growth for the
nation’s gross domestic product (GDP) (Ho, 2017). So, how does telecommunication
industry plays an important role in this matter? According to Ho (2017), Malaysia’s
ICT infrastructure is far behind Beijing since several years ago, so telecommunication
industry has to catch up with the technology as reliable broadband with wide
coverage and bandwidth play a critical role in order to ensure the successful of the

project. Thus, this becomes a challenge for the telecommunication industry.

Turban, King, Lee, Liang and Turban (2012) said that mobile device has become

more powerful which it can perform many tasks and in this century it is a culture that
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everyone owns a mobile phone. According to Turban et al. (2012), the service
economy is performed by mobile devices as well for example, online payment and
even business transaction thus this encourages mobile commerce (m-commerce).
Thus, bandwidth is still the main concern in order to ensure the proper conduct of m-
commerce in order to transmit the information and for instance 4G technology
provides better capabilities to support the activities of m-commerce (Turban et al.,
2012).

Griffeth and Hom (1995) defined employee retention as to take steps to remain the
employees to stay in the organization for a maximum duration. In view of this, the
employers have to make a great effort in order to retain the talented employees to
ensure that they remain in the organization and contribute to bring success to an
organization. Thus, employee should be motivated in order to engage and involve
themselves more in the activities of an organization. Then, when they are satisfied
and have sense of being appreciated by the organization, they will tend to stay in the
organization for longer period of time. In view of this, talent management plays a
significant role towards the long term growth of telecommunication industry by
retaining the talented employees.

1.2 Problem Statement

According to the Department of Statistics Malaysia, it mentioned that Malaysia’s
populationhas reached 31.7 million people in 2016 (“‘Current Population Estimates,”
2016). This also means that Malaysian which is inthe 15 to 64 years old that engaged
in or available for work be sure increased. In 2016, the labour force has increased 1.0%
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compared to previous year, and this movement is anticipating continuing growth from
now on. However, the unemployment rate is 3.4% which indicates still have around

504,100 Malaysian does not have a job(“Infographics - Principal Statistics,” 2017).

Based on Babcock (2005), comprehend employee turnover and utilize employee’s
advantages, it can improve the system of human resource and established and
effective workplace. High employee turnover apparently become a concern on human
resource management because it might bring bad influence and reputation towards the
company. The negative impact of employee turnover might be superfluous financial
cost, waste company time and effort, affect feelings of other employees in same
workplace(Lee & Chon, 2000). Beer and Nohria (2000) noticed that employee
turnover will create opportunity cost to company. As senior employees are take
places by freshman, the effectiveness of company might be decreased. Compared to
senior employees, the new hired employees are not so efficient. The expenses of
advertisement and cost of person who identifies and approaches suitable candidates

employed elsewhere to fill particular positions also need to consider as well.

Besides, based on Glassdoor — a website for job searching with the reviews of
employees of the particular company, there are many employee from
telecommunication industry advice the management to improve the performance
management system and career development in order to retain the existing talented
employees. Moreover, according to a research with 2000 employees as participants
by Paychex, the primary reason that employees would leave a job due to low rewards
and compensation (“Employee Retention: What,” 2016). According to the statistic of
human resource conducted by Department of Statistics Malaysia, the total number of
members who registered with Jabatan Hal EhwalKesatuan Malaysia (JHEKS) shows

that the number of members in information and communication industry is declining
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from year 2016 to 2017 which is decline from 18, 102 to 13, 487 with a total decrease

of 4, 615 employees in a year.

Figure 1.2 Total Number of Worker Association and Membership Based on Different

Industry
2016 2017
i SLET Bilangan | Anggota |Bilangan | Anggota
1 |Pertanian, Perhutanan dan Perikanan L1 74,063 (1 73,758
2 |Perlombongan dan pengkuarian 3 156 3 156
3 |Pembuatan 168 §7,162 168 83,178
4 |Bekalan Elektrik, Gag, Wap dan Pendingin Udara 17 34,454 17 34,606
5 Eiel'ial.a.n Aiir, P_embentungan. Pengurusan Sisa dan 22 9333 22 9. 684
Aktiviti Pemulihan
& |Pembinaan 7 2,145 T 2,145
Perdagangan Borong dan Runcit, Pembaikan
7 Kenderaan Bermotor dan Motosikal 36 38,476 36 37813
& |Pengangkutan dan Penyimpanan B2 51,863 B3 53,044
9 F"a_!nglnapan dan Aktiviti Perkhidmatan Makanan dan 18 13.561 18 13.535
Minuman
10 |Maklumat dan Komunikasi 24 18,102 24 13,487
11 |Aktiviti Kewangan dan Insurans/ Takaful 47 44 310 47 44 37T
12 |Aktiviti Hartanah 5 224 4 145
13 |Aktiviti Profesional, Saintifik dan Teknikal 3 3,280 3 3,280
14 |Aktiviti Pentadbiran dan khidmat Sokongan 15 945 16 937
Pentadbiran Awam dan Pertahanan; Aktiviti
15 Keselamatan Sosial Wajib 124 133,086 124) 132,241
16 |Pendidikan 59 346,710 61 350,673
17 |Aktiviti Kesihatan Kemanusiaan dan Kerja Sosial 40 69,121 39 70,987
18 [Kesenian, Hiburan dan Rekreasi 5 54 5 92
19 [Aktiviti Perkhidmatan Lain 4 727 4 723
Aktiviti Isi rumah sebagai Majikan; Aktiviti
30 mengeluarkan Barangan dan Perkhidmatan Yang Tidak 0 0 0 0
Dapat Dibezakan Oleh Igi rumah untuk kegunaan
sendiri
21 |Aktiviti Badan dan Pertubuhan Luar Wilayah 0 ] ] ]
JUMLAH T34 927,802 736 924,861
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Sources: i-statistics from Ministry of Human Resources. (2017). Retrieved June 24,

2017, from http://www.mohr.gov.my

Moreover, the founder of Alibaba, Jack Ma has said that having a good team and to
retain the talents of an organization is very important in order to ensure the success of
an organization (Tho, 2017). Research by Deery and Jago (2015) support that talent
management is the key driver to retain the talented employees in an organization. The
turnover rate of employees could be reduced when the training programs able to
develop an employee, employees able to get promoted to better career path, rewards
and compensation that able to improve the well-being of employees and their family
(Deery&Jago, 2015).

1.3 Research Objective

1.3.1 General Objective

The general objective of this research is to identify the relationship between
talent management (career development, rewards and compensation,
performance management, job design, talent acquisition) and employee

retention in telecommunication industry.
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1.3.2 Specific Objectives

1. To identify whether there is a significant relationship between career
development and employee retention.

2. To identify whether there is a significant relationship between rewards
and compensation and employee retention.

3. To identify whether there is a significant relationship between
performance management and employee retention.

4. To identify whether there is a significant relationship between job
designand employee retention.

5. To identify whether there is a significant relationship between talent
acquisition and employee retention.

6. To identify whether there is significant relationship between all
independent variables (career development, rewards and compensation,
performance management, job design, talent acquisition)and influence the

dependent variable (employee retention) significantly.

1.4 Research Questions

The following are the research questions for this study:

1.  Does career development has a significant relationship with employee retention
in telecommunication industry?

2. Does rewards and compensation has a significant relationship with employee
retention in telecommunication industry?

3. Does performance management has a significant relationship with employee

retention in telecommunication industry?
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Does job design has a significant relationship with employee retention in
telecommunication industry?

Doestalent acquisitionhas a significant relationship with employee retention in
telecommunication industry?

Do all independent variables (career development, rewards and compensation,
performance management, job design, talent acquisition) influence the
dependent variable (employee retention) significantly?

1.5 Hypotheses of the Study

H1:

H2:

H3:

H4:

H5:

H6:

There is a significant relationship between career development and employee

retention.

There is a significant relationship between rewards and compensation and

employee retention.

There is a significant relationship between performance management and

employee retention.
There is a significant relationship between job design and employee retention.

There is a significant relationship between talent acquisition and employee

retention.

All independent variables (career development, rewards and compensation,
performance management, job design, talent acquisition)and influence the

dependent variable (employee retention) significantly.
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1.6 Significance of the Study

Theoretically, talented employee is a valuable asset for an organization whereby
employees play an important role to achieve company’s business objective. By
retaining talented employee, it could be a competitive advantage for an organization
to sustain in the market for a long term. Moreover, the proposed conceptual
framework able to contribute the knowledge of talent management and employee
retention for telecommunication industry. Thus, the findings of this research study is

useful for future study research.

Appiah, Kontar, & Asamoah (2013) mentioned that about the employee retention
issue are obtainable to offer a helping hand to company to avoid employee turnover
by offerprovisions on employee retention strategies. Thus, the employers will be
beneficial by understanding the needs of their employees and the benefits of retaining
talented employees as telecommunication industry is playing a significant role
nowadays. Ways to improve retention rate will be provided in this thesis in order to
help the organizations to cope with turnover issues. So, this may help the organization
in achieving their goals and vision and beneficial to the nation in large as
telecommunication industry plays an important role in assisting the nation to grow in
the digital world. In view of this, by retaining the talented employees in the

organization is a way to bring success to an organization.
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1.7 Chapter Layout

Chapter 1: Introduction

In this chapter, the factors that could give impact to employee retention in
telecommunication industry will be introduced. It outlines the research background,
problem statement, research objectives, research questions, hypotheses of the study,

significance of the study, chapter layout and conclusion.

Chapter 2: Literature Review

The content includes review of the literature, review of relevant theoretical models,
proposed theoretical/ conceptual framework and hypotheses development will be

discussed in Chapter two.

Chapter 3: Research Methodology

Chapter three describes overview of the research methodology which is including
research design, data collection methods, sampling design, research instrument,

constructs measurement, data processing and data analysis.

Chapter 4: Research Results

This chapter presents the patterns of the results of the questionnaires constructed and
analyses of the results which are relevant to the research questions and hypotheses.

The analytical results will be processed by SAS Enterprise Guide.
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Chapter 5: Discussion and Conclusion

Chapter five will relate to chapter four on the final discussion and conclusion of the
study. This chapter also presents the summary of statistical analyses, discussions of
major findings, implications of the study, limitations of the study and

recommendations for future research.

1.8 Conclusion

In this chapter, a better understanding on the importance of talent management
towards employee retention has reviewed. The problem statements outline the impact
of low employee retention towards the organization. The research objective, research
question and hypotheses of this study have developed as well. The significance of
study from both theoretical and managerial perspective is defined in the end of the
chapter and it provides a link to literature review in the next chapter.

12| Page



Employee Retention

CHAPTER 2: LITERATURE REVIEW

2.0 Introduction

In this chapter, the in-depth discussion for both independent variable which is talent
management and dependent variable which is employee retention has been provided.
This chapter starts with literature review about the employee retention and
dimensions of the talent management including career development, rewards and
compensation, performance management, job design, and talent acquisition.Moreover,
this study provides a more detail about the correlation among independent variable
and dependent variable. This chapter deduces by showing a theoretical framework for
factors of talent management toward employee retention in telecommunication

industry.

2.1 Review of the Literature

2.1.1 Employee Retention (Dependent Variable)

Based onlsukapally (2006), the fundamental for the enduring well-
being and an achievement of any business is employee retention.

Concept of employee retention is not just about retaining one or a few
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employees but is about the future of retaining competitive
sustainability of most valuable asset of any organization and it should
be understood clearly by organizations (Isukapally, 2006). Fox (2012)
defined employee retention as the capability of an organization to
sustain its employees. Panoch (2001) said that good employees are
increasingly more difficult to find and companies today are interested
in retaining valuable employees. Mandhanya (2015) highlights that
employee retention leads to satisfied employees, employees who are
satisfied guide to satisfied customers, customers satisfaction will cause
to improved bottom line, thus the bottom line of the company is
impacted by employee retention directly. Confidence of investors
would be improved by retaining employees because Mandhanya
(2015)proved that retaining the best employees would guarantee the
achievement of organization goals, succession planning and customer
satisfaction whereby this could give a positive impact to the value of

investment in the company.

Besides, according to Yamamoto(2013) said in order so as to retain
employees, a firm should first understanding the reasons for
employees to retain in the organization and thus high levels of
employees’ commitment help an organization to ensure high quality
services and achieve organizational objectives. Steel, Griffeth, and
Hom (2002) defined employee retention as a procedure in which
employees to retain with the organization for the peak of time period
or until the completion of a contract. Why employee retention is so
important for an organization? According to Nora Heer, a HR and
Leadership Expert, the founder of Loopline-Systems.com which is a
tool to witness the difference that performance reviews that can make
for employee development and satisfaction, said that employee

retention is very important for every company because she always

14| Page



Employee Retention

2.1.2

believed that employees are the most valuable resource a company has
as she has over 10 years in HR and her working experience as a

certified business coach (“How Important is,” 2016).

Employee retention is extremely important to any organization
because turnover costs are very high because HR will continue to fill
positions, training, terming, and over and over if an organization does
not have retention plan, so this cycle can be extremely costly for an
organization (Gizelle Will, 2015).

Talent Management (Independent Variable)

Oladapo (2014) defined talent management as implementation of
strategies to increase employee productivity by developing processes
to attract, develop, retain and utilize employee with the knowledge and
skill to achieve the organization goals and objectives. Moreover,
Trotsky (2009) supports that by adopting talent management, a
revolutionary state would occur and create a brand-new type of human
being, this new person inculcates with turning passion and obligation,
will become incomparably stronger, more intelligent, more subtle. His
body will be more harmonious, his movements more rhythmical, his
voice for musical; the forms of daily existence will acquire a dynamic
theatrically (Holden &Vaiman, 2013). Every researcher defines talent
management differently. Based on Cappelli (2009), for some
researchers talent management is purely about human capital, some
researchers said that talent is the key for a success of an organization
according to (Mellahi and Collings, 2010; Farndale, Scullion, &
Sparrow, 2010; Kim & Scullion, 2011) there are some researchers see
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a linkage of talent management between business strategy and

corporate culture.

Lewis and Heckman (2006) identified three essential construct of
talent management, the first construct of talent management consists of
a collection of typical human resource department practices such as
recruiting, selection, development and career and succession
management with additionally involves technology like software and
internet to carry out these functions. The second construct of talent
management concerned on modelling or predicting the movement of
human resources supported by elements like manpower acquirement,
supply and demand of employees, and development and attrition
(Lewis & Heckman, 2006).The third construct of talent management
concerned on sourcing, growing and appreciated employee

contribution.

The two important reasons of talent management are effective talent
management helps organizations to acquire and retain essential talent
and to ensure the engagement of employees (Julia &Evelina, 2008).
Morton (2005) said thattalent management is integral to engaging
employees in the organization. This becomes determinant of
organizational success and even survival of an organization by

having talent management (Julia & Evelina, 2008).

Lewis and Heckman (2006) said that the concept of talent
management is still open to literary criticism in terms of explanation,
hypothetical development and applicable information. Susana (2015)
suggests that talent management initiates attraction, identification,

retention and development of the right assets.
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Career Development

Career development is a lifelong procedure of learning during activity
and thus this process determines the quality and nature of an
individual’s lives; the person they become and their income level
(Karodia, Pillay &Dawood, 2015). According to Karodia et al. (2015),
career development includes an employee’s employed period which
begins from employee’s orientation, on-job preparation, experiences,

short courses, business courses, post graduate degrees or diplomas.

The major cause of employee dissatisfaction and turnover is lacking of
career development (Paul, 2015). According to Paul (2015),
employees expect a lot more than just a salary nowadays, for example,
professional development which it happens more quickly and
frequently compare to previous generations. According to Cardy and
Lengnick-Hall’s study (2011) the way to increase employee
commitment to stay in the organizations is to provide development
opportunities and this statement is confirmed by previous researchers
(Arnold, 2005; Herman, 2005; Hiltrop, 1999). Moncarz, Zhao and Kay
(2009) have found that career development is an important retention
factor whereby employees that receive proper training needed to

assume greater responsibility and thus turnover rate tends to be lower.

Acton and Golden (2013); Ansari, Hung, and Aafaqgi (2000) suggest
that training is not only help to develop employees but also help to
enhance their commitment to the organization. According to Aruna
and Anitha (2015) as long as the organization provides meaningful
work and self-development program to the employees, they will be

loyal to the organization, if not they will not hesitate to quit the job
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anytime if they are not satisfied. Employees are more likely to stay in
the organization when the employer is making an investment on them
through training to create and enhance their existing skill level (Thite
& Russell, 2010).

Study by Alias, Noor and Hassan (2014) outlines that employee career
development provides a holistic talent management initiative for
employees of all level of the organization and it ensures the
opportunities for employees to grow in future. Nevertheless, by
implementing employee development programs are to engage and
retain their potential employee and at the same time to support them in
developing career. In view of this, employees today are concerned
about career development that organizations offer to them (Alias et al.,
2014)

Rewards and Compensation

Jiang, Xiao, Qi & Xiao (2009) has stated that payoff is the
compensation which an employee obtains from an organization for the
service that he or she has done. It does include direct money and other
forms that can be converted into money, but the reward also may
consists of a cozy workplace, friendly relationship among the
employees, desirable growth opportunities and various kinds of forms
which are hard and unable to be quantifiable. Every people work for
own purpose, some for the society, some for their own interest, but
most of the people work for getting paid in money. Thus rewards and

compensation are given to acknowledge their effort.
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Based on Jiang et al. (2009), it shows that the reward system in this
generation not only concentrate on the employee’s payment but also
promoting irresistible non-financial benefits in the motivation
management. It could be implied in both public and private sector.
Heathfield (2016) declared that even some jobs in the public sector
have unsatisfied pay rates, but they gave favorable benefits such as
health insurance and pensions which will attract people to take over
those jobs. This tactics can be used to fill the empty position in the
organization or promoting an employee to another position. However,
it would be very costly for the organization if the size of the

organization is too small.

According to Rao (2012), employees must be rewarded and feel
appreciated by the company. This can be done by raising the salary of
the employees periodically or promoting them to higher position in
order to retain staff. The study disclosed that employee looking for
change is due to the monetary dissatisfaction from the company. A
company should always consider the salaries of among individuals that
are working at the same level which is to ensure that the salary of
those should be more or less equal to each other to avoid major
argument and dissatisfaction. A high potential employee should be
given a higher salary than the existing industry average to make the
employee to stay within the organization (Metha, Kurbetti & Dhankar,
2014). Therefore, with good rewards and compensation, employees

will more committed to the organization and stay loyal.
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Performance Management

Performance management are defined as sustained procedure of
determine, estimating, and growth the capability of each person and
team and link the performance with the long term objective of the
company (Aguinis, 2014). According to Aguinis (2014), sustained
procedure and link with long term objectives are two primary elements
in this definition. Performance management is an unceasing activity of
establish company goals, review capability of employees, and provide
and obtain continuous advice and criticism. Performance management
claims that top management to make sure employees job task are
related to company goals and results in helping company become more

effectiveness and efficiency.

Performance management is one of the elements in talent management
practice that applicable in company. Effective performance
management is the essential factors to link the company and
employees to work together regardless the size of company and
business model. Based on Lin & Lee (2011), the earliest purpose of
applied performance management in private company that only have
finite capital is to deal with cost efficiently, transformation, and
accomplish higher performance objectives. For example, performance
management in early stage usually concentrated on fostering the
ability and obligation of employees to attain the goals of company. By
way of explanation, the early phase performance management is a
procedure of motivate employees to fulfil the company’s expectations

to improve the effectiveness and efficiency in workplace.
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Marr (2005) considered performance management that management
measurement sticks to administrative and aligned with company
objective and goals. In order to comply with performance management,
company should be based on own business model and size to company
to decide the way, form, objectives and plan of performance
management. Lunger (2006) discovered that contemporary
performance management should initiate from company growth
strategies, objectives and standard, fulfil the needs and expectation of
customers, emphasize on individual and group capability, observed the
performance growth, the developing of performance measurement and

continuous growth.

Apart from that, Lockett (1992) stated that performance management
targets at evolving employees with the essentials compliance and
ability for working towards common goals within company framework.
Performance management is targets to create high productivity culture
for both employees and company hence they able to work together to
take opportunity of enhanced the operation processes on constant basis
and meantime increase the capability by improving their skill and
knowledge. Besides, Armstrong (2006) view that the purpose of
performance management is to form a culture that both employees and
company have obligation to persist enhanced in operation process, for
their own knowledge and gain experience, and dedicate within a
framework offer by productive management. Its main objectives are to
reach company goals through emphasizing employees on doing

appropriate things.
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Job Design

Job design has been considered as one of the elements in talented
management which we used in this study. In the early job design
research, most of the companies were only focused on job
simplification in order to hire less skilled and low-cost employees,
they also eliminated all the unnecessary activities to carry out a
particular task in order to perform the work activities with the most
efficient ways (Oldham & Hackman, 2010). However, in the new era
with technological evolution and changes of organizational demands,
nowadays companies are designing and applying different kinds of
work organization such as working in a team instead of working
individually and increasing the level of challenges in every job
(Oldham & Hackman, 2010).

Moreover, job design can also be defined as alternating the content and
way to perform of a task (Musara & Ngirande, 2014). The main
objective of job design is to increase employees’ satisfaction,
motivation and productivity (Knapp & Mujtaba, 2010). Job design also
refers to one of the most effective ways or tools that employer used to
optimize employee’s work performance in the organization. Parvin
(2011) stated that objective of job design is refer to the increased the
level of job satisfaction which can definitely result in the better
performance of the employees. In addition, job design can help to lead
the right person to the right things in order to approach to the
organization’s goals. According to Bates (2004); Harter (2002); Bauru
(2004), an effective job design can create the involvement of an
employee in work related activities which is clearly predicts of

employee’s output, departmental productivity and organizational
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success as well. According to Rush (1971), the primary goal of job
design is to increase the motivation and productivity of employees. For
instance, improving in quality and quantity of products and services
can lead to decrease in operation costs, turnover and training costs as

well.

Job design is also concerned with the relationship between employees
and the nature and content of the work and the task functions (Mullins,
2002). In the traditional model of job design, it is more concerned
about the task structures of works, such as task identity, variety and
feedback (Hackman & Oldham, 1976). In addition, Kuriloff (1963) has
claimed that job design can help to increase in learning of new skills
by training among each other of the members. According to Buchanan
(1979), the process of the job design has been defined as specification
of the contents, methods, and relationships of jobs in order to satisfy
the technological and organizational requirements as well as the social

and personal requirement of the employees.

Alam Sageer (2012) claimed that job design’s purpose was referred to
the enhancement of job satisfaction and performance methods which
included job rotation, job enlargement and job enrichment. A job with
a proper job design, desirable work-related behaviour of employees
which refers to the higher work quality, low absenteeism as well as a
lower likelihood of employee leaving the job may be achieved
(Florence& Weiyan, 2014). Morrison (2005) has found that the job
design provided a high levels of employee control and aslo the
increased in opprotunities for the development and execute of skills.

Futhermore, Love and Edward (2005) stated that the peceived work
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demands, job control and social support through job design can lead
the organization to a higher productivity. There are lot of advantages
in job design, Armstrong (2003) and Durai (2010) stated one of the
advantages is increased of employees’ job satisfaction and motivation,

as well as enhancement of employees’ skills (Morrison et al., 2005).

Talent Acquisition

Talent acquisition defined as the process of acquiring and finding
people who has talent skills to meet organizational needs and
expectations (Kumar, 2016). Talent acquisition is important in
developing the businesses in order to accomplish the long term
achievement and also to assist pivot a startup towards productivity and
efficiency (Verma, 2016). According to Verma (2016), recruiting a
talent is better than recruiting more normal employees who less
experience because it can cost so much and the company has limited
cash flow. Recruiting a talent is a key of succession planning and

succession management.

Talent acquisition is one of the components in talent management
practices that lead the organization to achieve their future planning and
long term success. Talent acquisition play an important role in the
organization because the employees who have talent skills most likely
will leave the organization first (Galpin, Whittington, &Maellaro,
2012). According to Galphin et al., the talent employees are significant

to the organization so there will be many other organization trying to
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recruit them by higher salary. For example, talented employees can
replace human labor who less skills and they can handle many task at
one time, hence, it can increase the productivity and achieve the
organizational goals.

Apart from that, talent acquisition acquires an individual who can
possess the necessary skills, experience, and qualities of the job task.
They do not need much description and them highly with much
promise. Talent acquisition is targeted to achieve the organization
goals and objectives in order to become a more successful company
with a good management (Shaheen, 2010). Besides, talent acquisition
plays an important role in the relationship an organizational with
external stakeholders. A quality or talented employee able to change
the employer as the talent skills which the organizational needs able to

gain the competitive advantage (Zhang et al., 2015).
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2.2 Review of Relevant Theoretical Models

Fiqure 2.1: Theoretical Model 1

TALENT MANAGEMENT
PRACTICES

EMPLOYEE EMPLOYEE

1. Managerial Support ENGAGEMENT RETENTION

2. Emplovee Career
Development

3. Rewards &

Eecognitions

INDEPENDENT MEDIATING DEPEMDENT
VARIABLES VARIABLES VARIABLES

Source: Alias, N. E., Noor, N., & Hassan, R. (2014). Examining the mediating effect
of employee engagement on the relationship between talent management practices
and employee retention in the Information and Technology (IT) organizations in
Malaysia.Journal of Human Resources Management and Labor Studies, 2(2), 227-
242.

According to Alias, Noor and Hassan (2014), the overall model showed how talent
management factors from the perspective of managerial support, employee career

development and rewards and recognitions affect employee retention through
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mediating variable (employee engagement). They found that there is positive and
significant correlation between talent management practices (management support,
employee career development, rewards and recognitions) and employee engagement.
Besides, a significant relationship is also found between employee engagement and
employee retention. However, they found that managerial support does not make a
significant contribution towards employee retention. Somehow, employee career
development and rewards and recognitions show significant contribution towards
employee retention. The research involves 840 employees in the selected three IT

companies in Selangor by using convenience sampling.

Preacher and Hayes’s study (2008) found that a significant indirect effect of
employee engagement between talent management practices and rewards and
recognition and employee retention. According to Preacher and Hayes (2008) the
result is significant when the significant value is above zero or positive value. The
regression-based approaches by using Andrew Hayes matrix, employee engagement
on the relationship between talent management practice (employee career
development) and employee retention is significant at value 0.2598. Moreover, the
value of 0.2349 also determined that there is an indirect effect of employee
engagement on the relationship between talent management practice (rewards and

recognitions) and employee retention.
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Figure 2.2: Theoretical Model 2
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Source: Turkyilmaz, A., Akman, G., Ozkan, C., &Pastuszak, Z. (2011). Empirical
study of public sector employee loyalty and satisfaction.Industrial Management &
Data Systems, 111(5), 675-696.

The theoretical model shown above is conducted by Turkyilmaz, Akman, Ozkan &
Pastuszak (2011). It showed that there are five components which are empowerment
and participation, conditions on workplace, reward and recognition, teamwork, and
training and development will be the element that affecting job satisfaction. The study
indicates that between all of the components listed and job satisfaction there has a
significant relationship. While job satisfaction stands for an valid answer to particular
the job task characteristic and behavioural toward a job, then employee commitment
is an predominate response to the organization (Chen, 2006). According to
Turkyilmaz et al. (2011), they suggested that job satisfaction is the moderating
variables to the employees’ loyalty. Thus, this give the meaning that the faithfulness
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of employees advances from job contentment and the faithfulness negotiate the

influential of job satisfaction on issues of turnover (Chen, 2006).

Fiqure 2.3: Theoretical Model 3
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Source: Kibui, A., Gachunga, H., &Namusonge, G. (2014). Role of Talent
Management on Employees Retention in Kenya: A Survey of State Corporations in
Kenya: Empirical Review. International Journal of Science and Research, 3(2), 414-
424,

According to the research model done by Kibui, Gachunga&Namusonge (2014), it
showed talent management practices have important impact on employee retention.
The talent management practices included in the research model are competency
mapping, employee engagement, performance management, and employee career
development. These practices will affect the job satisfaction thus has an impact on
employee retention in Kenya. From the research of Kumar (2013), it agreed that
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competency mapping proved the prospect for quality of performance, develop in
systematic approach to expertise enlargement, increase employee contentment and
more retention. The study has found that the effect of employee engagement and
employee satisfaction consists of off duty, being late, and retention (Lambert &
Hogan, 2009). Employees who are unsatisfied and low engagement in company will
anticipate to reports low retention rates. On other hand, satisfied employees will be
willing to perform beyond the tasks assignedin order to enhance their current
performance (Harter, Schmidt & Hayes 2002). Employee satisfaction and retention

has significant relationship with performance management.

Figure 2.4: Theoretical Model 4
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Source: Hlanganipai, N., &Mazanai, M. (2014). Career management practices:
Impact of work design on employee retention. Mediterranean Journal of Social
Sciences, 5(4), 21.
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According to research done by Musara and Ngirande (2014), the research framework
was framed aroundJob characteristics model (JCM) by Heckman and Oldham (1976).
In the research framework, they outlined the positive performances and well-being
outcomes, for instance, employee retention, will result from employee’s working
experiences which refers to the work design variables. Hence, they are having a study

to investigate the relationship between work design variables and employee retention.

The work design variables which in their research contains of the use of own
imagination, job design, job description, control of work schedule, challenging work,
variety of tasks in job, realistic standards of performance, developmental group
assignment, job enrichment and freedom of judgment (Bergh & Theron, 2012).
Moreover, the research has also adopted conception of employee retention (Coetzee
&Schreuder, 2012) which refers to the initiatives taken by employer to keep

employees from leaving the company.

In their correlation analysis, job design shows statistically significant positive
correlations with control of work schedule, freedom of judgment as well as job
descriptions which in turn have significantly positive correlations with employee
retention. To support these findings, a research that carried out by Batt and Valcour
(2001) also found that flexible of scheduling practices, freedom of judgment as well

as a clear job description was all associated with a lower turnover intention.
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Fiqure 2.5: Theoretical Model 5
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Source: Kigo, S. K., &Gachunga, D. H. (2016). Effect of talent managemnt strategies
on employee retention in the insurance industry.The strategic journal of
business & change management, 977-1004.

Based on the study of Kigo and Gachunga (2016), it focuses on the finding the factors
of talent management strategies affected employee retention. According to the
theoretical framework, the independent variables include talent acquisition, talent
development, talent compensation strategies, and succession planning while the

dependent variable is employee retention.
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First and foremost, talent acquisition plays an important role in affecting the
employee retention because it includes recruitment and talent attraction. It may result
in achieving the organizational goals and objectives easily by using talent employees.
Secondly, talent development is one of the variable affected employee retention and it
includes career development and performance management. Thirdly, talent
compensation strategies affect employee retention because of it rewards the
employees based on their performance and contribute. Last but not least, succession
planning is also one of the variables affecting employee retention.
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2.3 Proposed Theoretical/ Conceptual Framework
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Source: Developed for this research

There will be a main variable in this study which is talent management with
dimensions of career development, rewards and compensation, performance
management, job design and talent acquisition with the reference of theoretical
models from previous section. In order to determine the relationship between the
independent variable (talent management) and dependent variable (employee
retention), this framework had been proposed. Besides, this study shows how the

dimensions of talent management give an impact to employee retention in details.
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2.4 Hypotheses Development

2.4.1 The Relationship between Career Development and

Employee Retention

According to the survey that conducted by Davis (2015), a professor at
the Department of Management and Marketing in KIMEP University,
Almaty, Republic of Kazakhstan. A research is carried out in Sydney
with target respondent of 297 HR specialists shows that one of the top
three reasons that 205 out of 297 of them left their job due to lack of
career opportunities. Thus, this shows that there is a significant positive

relationship between career development and employee retention.

The study showed that career development plays an important role in
employee retention (Sharmila, 2016). Based onO’toole, Aaron, Chin,
Horowitz & Tyson (2003), the career development opportunities supports
the employees who perpetually search for opportunities to improve their
cognition and marketability. Therefore, employees feel appreciated by the
organizations that provide career development opportunities and thus
they will stay with the organization (Sharmila, 2016).

According to the research that have conducted by Aruna and Anitha
(2015), career development is very important for employees especially
for the Generation Y employees, career development gets a mean score of
5.94 out of the scale of 7. When the organization provides a platform for

the employees for self-development and lifelong learning, the employees
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tend to stay longer with the organization as they could enhance their
skills and knowledge (Aruna&Anitha, 2015).

Training plays an important role in employee retention as a=0.736 which
indicates it is an important factor that could affect employee retention
(Thite & Russell, 2010). According to Alias et al. (2014), employee
career development contributes to employee retention significantly as if
employees are satisfied with the career development that provided by the
organization, they will engage more in the organization and lead to retain

in the organization in the long future.

Therefore, the following hypothesis id developed as follow:

Hypothesis 1:

Ho: There is no significant relationship between career development and

employee retention.

Hi: There is significant relationship between career development and

employee retention.
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2.4.2 The Relationship between Rewards and Compensation and

HoZ

Employee Retention

Rewards and compensation are indirect monetary and non-monetary
payments that employees acquire for carry on their engagement with an
organization(Goodale, Koerner & Roney, 1997). Khan, Aslam and Lodhi
(2011) implied that rewards and compensation is used to preserve and
enhance the employees’ behavior in an organization and also used to
encourage and sustain their most important and valuable possession. A
well-developed reward and compensation from an organization can affect
the performance of the employee and how likely they would committed
with the organization (Macduffie, 1995). Rewards and compensation
plays an important role in motivating the employees as employees have
expectation that to get the same value of reward that match with their
skills and knowledge that they have contribute to the organization. In
order to keep the employee working for the organization, organization

must plan the reward and compensation system wisely.

Therefore, the following hypothesis id developed as follow:

Hypothesis 2:

There is no significant relationship between rewards and compensation and

employee retention.

Hi: There is significant relationship between rewards and compensation and

employee retention.
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2.4.3 The Relationship between Performance Management and

Employee Retention

Mahapatro (2010) stated that improve focusing on talent management
also indicate that company are re-evaluate performance management to
link it to requirement, to determine, develop and sustain employee.
According to Armstrong (2006), performance management is the method
enhanced employee engagement and incentive of employees through

providing affirmative review and endorsement.

Lawler and McDermott (2003) claims that it is very hard to manage
employees if lack of system that able to evaluate employee’s performance.
That why company need a performance management system that able to
recognize employee performance so that they be able to control
employees projects, comply strategies actively and supervise employees

in workplace.

Mbugua, Waiganjo and Njeru (2015) describe performance management
as a model of employees practices that able successfully assists a
company to fulfil retention target, and also other strategy objectives.
Therefore, Mbugua et al. (2015) are mentioned to the procedure
employee’s performance appraisal that is intently link to the business
goals, which give positive comment to employees and makes them
understand about their career development in the company. Employee’s
consciousness towards performance appraisal system is similar to other
retention practices, it have important influences on their judgment to

retain in the company. Other than that, an efficient performance
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management need a system that is impartial, and in term of process and
hidden advantages from assessment such as training and career
development. Without a doubt, equitable and openness about the
appraisal procedure are the major concern when performance

management is linked to certain compensation.

Therefore, the following hypothesis id developed as follow:

Hypothesis 3:

Ho: There is no significant relationship between performance management and

Hi:

244

employee retention.

There is significant relationship between performance management and

employee retention.

The Relationship between Job Design and Employee

Retention

Job design causes increased in the motivation of the employees which
determine the degree of job satisfaction of employees. Consequently,
degree of satisfaction is in turn related to the turnover in the organization.
When the employees consist of high level of satisfaction, they have been
found to be positively related to the intent to remain with the company
(Light, 2004) and negatively related to intention to quit and turnover
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(Clark, 2001; Kristensen et al., 2004; Levy-Garboua et al., 2004,
Bockerman & limakunnas, 2004; Schields& Price, 2002; Lum et al.,
1998). Based on study of Humphrey, Nahrgang&Morgeson (2007), work
design characteristics are predictors of job satisfaction and organizational

commitment as well as turnover intention.

A well-job-design leads to the higher the level of satisfaction, therefore,
employees will have higher intention to stay in company. Job satisfaction
has been repeatedly identified as the main reason why employees leave
their jobs (Barak et al., 2001). Employees with a job design due to their
determination, invest their hand, head and heart to job (Ashforth &
Humphrey, 1995) will decrease the intention to leave the company.
Furthermore, based on the research of Florence and Weiyan (2014), with
a proper job design, desirable work-related behavior such as higher work
quality, low absenteeism and a lower likelihood of leaving the job may be

achieved.

Therefore, the following hypothesis id developed as follow:

Hypothesis 4:

Ho: There is no significant relationship between job design and employee

Hi:

retention.

There is significant relationship between job design and employee

retention.
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2.45 The Relationship between Talent Acquisition and

Employee Retention

According to Kigo and Gachunga (2016), talent acquisition is recruiting
and retaining the talented employees to increase the competitive
environment. It is to identify the individuals who are a source of
competitive advantage and advocate the strategies to retain, attract, and

develop higher performance and higher potential employees.

Zhang et al., 2015 stated that the talented employees are identified and
developed to fill the talent positions in order to develop in a talent pool of
high potential and high performance. The organization should identify the
key business first and monitor the relationships in the pre-deal phase,
then identify the individuals who must be kept to maintain the targeted
relationship. It may have an impact on the organizational competitive
advantage (Zhang et al., 2015).

The study indicated that recruitment and selection has a positive
relationship and significant effect on employee retention. In order to
recruit a talented employee, it may reduce the organizational turnover rate
(Malkawi, 2017).

Therefore, the following hypothesis id developed as follow:
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Hypothesis 5:

Ho: There is no significant relationship between talent acquisition and

employee retention.

Hi: There is significant relationship between talent acquisition and employee

retention.

2.4.6 The Relationship between Talent Management and

Employee Retention

According to Mohsen and Rashed (2007) stated that usually expenses on
hired new employees and low retention of experience and skillful
employees are the challenges that organization will faced. The
achievement of organizations relies on employee retention which
supports the organization in minimizing the intention of employee’s
turnover and improves productivity. In Christensen Hughes and Rog
(2008) mentions the influences of talent management towards employees’
retention. The research disclose that the advantages of efficiently carry
out talent management approach comprise enhance employment and
retention rates, and boost employees commitment at the same time. These
effects have been correlated with enhanced productivity and financial

performance.

Oladapo (2014) found that talent management is the implementation of
overall plans or methods for purpose to improved organization

effectiveness by enhanced development for fascinate and retain make use
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of employees with the essential skills and capability to achieve
organization’s goals. In Oladapo’s study (2014), he agreed that retain
skillful employees is based on organization apply talent management and
make employees learned and believed the fundamental details of talent

management.

Therefore, the following hypothesis id developed as follow:

Hypothesis 6:

Ho: There is no significant relationship between talent management and

employee retention.

Hi: There is significant relationship between talent management and

employee retention.

2.5 Conclusion

In short, this study has provided a review of literature background of how talent
management gives a significant impact to employee retention. With the reference of
journal articles by previous researchers’ study, the dimensions of independent
variable and dependent variable have been explained clearly. The theoretical
framework has been formulated by recover through several of journal articles and
literature reviews. The proposed conceptual framework is formed in this chapter and
the hypotheses determined will be interpreting further in the next following chapter.
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CHAPTER 3: RESEARCH METHODOLOGY

3.0 Introduction

An overview of methodology of research study will be discussed in this chapter three.
The research design (exploratory, descriptive or casual research) will be justified. The
technique that used to collect data for this study which are methods used to collect
primary and secondary data will be discussed. The process of sampling design is
considered to be taken by discussion. Research instrument that involve pilot study
and development of questionnaire, measurement scale, method of data processing and

data analysis will be conducted in chapter three.

3.1 Research Design

The purpose of this studyis to figure out the relationship between talent management
and employee retention in telecommunication industry at Klang Valley. There are
some specific independent variables and dependent variable that are mentioned in the
previous chapter with cited support. It is very essential that the difference between the
research designs must be identified whether it is qualitative or quantitative before the

research design is chosen.
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Quantitative research is more suitable to use in this research study instead of
qualitative research. This is because numbers are able to distinguish level of
agreement in the survey, for example, 5-Point Likert Scale which would be later be
use to tested for its reliability and Cronbach’s alpha for the relationship between the
talent management and employee retention. Furthermore, quantitative research helps
to generalize results from a larger sample population by distributing structured

questionnaires to the respondents.

In addition, there is a need to determine the relationship between independent
variables and dependent variable in this research. Therefore, causal research design
has been adopted. Knowledge or comprehension of the phenomena being discussed
which are able to provide knowledgeable estimation about the cause-and-effect
relationships that would be examined. It will provide a better understanding on how

talent management will influence the employee retention.

3.2 Data Collection Methods

Survey will carry out to collect data from the respondents in this research study. It is
the most suitable method and cost-effective way to gather primary data. The survey
would be conducted by distributing the questionnaires to target respondents.
Therefore, large numbers of respondents can be reached quickly and efficiently using

this survey method. It can be gained advantages on standardization. For instance,
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every respondent will be asked the same question in the same way which structured in

our questionnaires.

3.2.1 Primary Data

Primary data defines as the original or first-hand information that gathered
specifically for the purpose of the research from the targeted respondents. An
advantage of primary data is that it can be specifically tailored to the research
needs. It can be achieved through various ways such as questionnaires,
observations, experiments or interviews. In this research, the data collection
method had been used is questionnaire. The advantages of using
questionnaires method are big quantity of information can be gathered from a
large number of people in a shorter time frame and it is a cost effective way.
Furthermore, questionnaires provides a more accurate and reliable up-to-date

information from respondent.

3.2.2 Secondary Data

Secondary data refers to the data that have been gathered by someone and
publicly accessible from other sources. Secondary data require lower cost and
is easier to obtain compare to the primary data. The advantage of secondary
data is that it is very time-saving and cost efficient. Secondary data can be

obtained from books, directories, newspaper, articles, journals and online
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3.3

database sources. The secondary resource that had been chosen in this
research is journals. However, the journals that used in this research must be
studied wisely before apply into the research as a reference in order to avoid

misinterpreted or misled information.

Sampling Design

3.3.1 Target Population

Target population need to be set in order to carry out the research study.
According to Paul (2008), target population is the entire set of units for the
research study to be used to collect information to make inferences. For
instance, the target population of this study would be the employees of
telecommunication industry in Klang Valley. In addition, there is over 40,000
people are employed in the telecommunication industry (“Malaysia’s

Telecommunications Industry”, 2012).

3.3.2 Sampling Frame and Sampling Location

Sampling frame is a complete list of all the people in the population which the
sample had been drawn. However, the sampling frame of the

telecommunication industry is unachievable. Thus, the employees from four
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telecommunication companies in Klang Valley have become the sampling
target for this research study. The telecommunication companies are Telekom

Malaysia, Digi, Maxis and U-mobile.

The reason that Klang Valley is chosen as sampling location is due to this

location has the most concentrated population of telecommunication industries.

According to the statistic that carried out by the Department of Statistics
Malaysia, Klang Valley dominated the gross output of information and
communication services with RM95.6 billion thus contributed 95.8% of the
total gross output in year 2014 ("Services Statistics on", 2016). The other
states including Johor, Kedah, Melaka, Negeri Sembilan, Pahang, Perak,
PulauPiang, Sabah, Sarawak and Terengganu have only contributed 4.2% to
the gross output of ICT services ("Services Statistics on", 2016). Thus, Klang
Velley is the most suitable location tobecome the sampling location for this
research study. Besides, all the headquarters of the target companies are
located in Klang Valley which is in Shah Alam, Petaling Jaya and Kuala

Lumpur.

3.3.3 Sampling Elements

The candidates who are involved in the survey are known as sampling element.
The employees in telecommunication industry will be the participants in this
research study. Employees who participate in this study are come from

different position of telecommunication industry such as non-managerial
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employees, manager, middle manager and executive. Respondents from
different telecommunication companies will be chosen in order to ensure the

validity of the data.

3.3.4 Sampling Technique

Sampling techniques can be classified into two groups which are probability
sampling and non-probability sampling. Non-probability sampling method has
been adopted as the sampling techniques to conduct this research study. This
is because the full lists of employees from the companies are unable to
access.Thus, convenience sampling will be chosen as the sampling technique
because the questionnaires will be distributed to the employees who are

conveniently available.

3.3.5 Sampling Size

A suitable sample size should be calculated before collection of data in order
to ensure the reliability of data and result. An unrealistic sample size will
affect the power and value of a study (Nayak, 2010). Krejcie and Morgan
(1970) had come up with a table for determining sample size for finite
population in order to simplify the process of determining sample size. Thus,
according to the table provided, the sample size for employees in
telecommunication industry population of 40000 should be 380. In order to
ensure the reliability and accuracy of the survey questions before the actual
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distribution of questionnaires, a pilot test with sample size of 30 respondents

will be conducted.

The figure below shows the table for determining sample size for a known
population:

Figure 3.1 Table for Determining Sample Size of a Known Population

Table for Determining Sample Sie of a Enown Population
N 5 N S N S N = N S
10 10 100 80 280 162 800 260 2800 8
15 14 110 86 290 163 830 263 000 4
20 19 120 a2 300 169 200 269 3300 4
25 24 130 97 320 173 930 274 4000 3
0 28 140 103 340 181 1000 278 4300 34
3 32 150 108 360 186 1100 285 5000 57
40 36 160 113 380 191 1200 291 6000
43 40 170 118 400 196 1300 297 7000 &
50 44 180 123 420 20 400 302 8000 7
33 43 120 127 440 203 300 6 9000 8
60 32 200 2 460 21 1600 310 10000 7
63 36 210 136 480 214 700 15000 73
70 39 220 140 300 217 1800 317 77
73 63 230 144 330 22 1900 320 379
80 66 240 148 600 234 2000 322 380
83 70 230 152 630 242 2200 327 381
%0 73 260 153 700 248 2400 382
93 7 270 39 730 234 2600 1000000 3g4
Note: N i Popuiation Sie;, 5 i Sample Size Source: Ergicie & Morgan, 1970

Source: Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for
research activities. Educational and psychological measurement, 30(3), 607-
610.
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3.4 Research Instrument

Research Instrument is the measuring tool that used to gather data and
information. Researchers use questionnaire as research instrument for the
intention to collect data efficiency from target respondents. In fact, applied
questionnaire in research able to collect primary data from respondent in short
period of time since respondent only take couple minutes to comprehend and

complete the questionnaire.

3.4.1 Questionnaire

Questionnaire helps to eliminate the possible bias in the response and make
the respondents to be sincere with sensitive questions. Based on this research,
questionnaire is used to collect primary data from the respondents on the
effect of talent management towards employee retention in telecommunication
industry in Klang Valley. Thus, this questionnaire gives likert scale answer to

minimize of time in answering questions.

The questionnaire includes of 3 sections and assigned into Section A (general
information), Section B(dependent variable), Section C (independent variable)
and there are total of 37 questions. Section A is form to obtained personal and
demographic information from target respondents.It consist 7 questions to

need respondents to disclose their personal information, which are gender,
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ethnicity, age, length of service, academic qualification, gross monthly salary,

and administrative job title.

5 points Likert Scale are applied in section B and section C to determine
respondent answers from “strongly disagree, disagree, neutral, agree and
strongly agree”. Section B contains of 5 questions and the question is
designed to measure the dependent variable which is employee retention.
Section C includes 25 questions to evaluate the independent variables which
are the factors affect the employee retention. Each independent variable
involve 5 questions which are career development, rewards and compensation,

performance management, job design, and talent acquisition.

Besides, the researchers contacted the employees from the telecommunication
companies to get their e-mail address. Then, the questionnaires are sent to
them through e-mail by sending them the link of the Google form.

3.4.2 Pilot Studies

Pilot test was carrying out before the actual study to evaluate the reliability of
the research instrument and reduce the possible problems or inaccuracy that
the questionnaires might have.30 set of questionnaires were used for pilot test
and were distributed to respondents in Klang Valley to ensure the consistency
of the questionnaires. The Statistical Analysis System Enterprise (SAS)
software was being applied to run the reliability test of the 30 set of

questionnaires.
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The result of reliability test is shown as below:

Table 3.1 Result for Pilot Test

Variables Dimensions Sum of Cronbach’s

Items Alpha

Dependent Employee 5 0.9691

Variable Retention

Independent Career 5 0.9735

Variables Development

Independent Rewards and 5 0.9260

Variables Compensation

Independent Performance 5 0.9339

Variables Management

Independent Job Design 5 0.8955

Variables

Independent Talent Acquisition 5 0.9262

Variables

From the table on above, it shown that the reliability test for dependent

variable which is employee retention is more than 0.9 consider as excellent

reliability result. For the independent variables, which are career development,

rewards and compensation, performance management, job design, and talent

acquisition have a very good reliability indeed with Cronbach’s Alpha value

of where they fall in the range of more than 0.9.
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3.5 Constructs Measurement

Table 3.2: Constructs Measurement of Dependent Variable

Dependent Number of Sources Scales
Variable question
Employee 4 Salman, Ahmad, | Five point Likert
retention Matin(2014) Scale  (Strongly

Disagree -

Strongly Agree)
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Table 3.3: Constructs Measurement of Independent Variable

Independent Number of Sources Scales

Variables guestion

Talent Management:
Career 5 Alice (2015) Five point Likert Scale

development (Strongly Disagree -

Strongly Agree)
Rewards and 5 Kikoito (2014) Five point Likert Scale

compensation (Strongly Disagree -

Strongly Agree)

Performance 5 Alice (2015) Five point Likert Scale
management (Strongly Disagree -

Strongly Agree)

Job design 5 Morgeson, Five point Likert Scale
Humphrey(2006) (Strongly Disagree -
Strongly Agree)

Talent acquisition 5 Kaur (2013) Five point Likert Scale
(Strongly Disagree -

Strongly Agree)

3.6 Data Processing

Data processing covers with checking, editing, coding, and tabulating of research data.
It is the process of morphing of the answers on questionnaire into a condition that can

be operated to produce statistics. While doing data processing, the techniques of the
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processing must be consistent and also be recorded to ensure the data is

trustworthiness and completely adequate.

3.6.1 Data Checking

The function of data checking is to make sure that all of the questionnaires
distributed are completely filled and answered. Researchers will segregate out
the irrelevant answers from the data and reforming the data to be more related
to the objective. A reliable of end results will be formed during this step. Thus,
it is crucial that every single detail in the questionnaires is confirmed to be

reply without leaving any blank questions behind.

3.6.2 Data Editing

Data editing is similar with data checking but go with more detailed and may
include some amendment of the data. When there are some missed data or
information, the editor may replace the data or information by analyzing the
answer given by respondents (Francis, 2017). Some drastic high or low value
data may be neglect or bracketed with fitting scale interval so that they are

ready for tabulation.
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3.6.3 Data Coding

Data coding is needed for systematic analysis and through this process, the
answer will be minimized to a small number of classes which only hold the
useful information required for analysis. Data coding provides the easiest
method to store data as a few-digit code, compared to wordy alphabetical
descriptions which very hard to be grouped. The example are when measuring
in section B and C, 5 likert scale has been used in which number 1 = strongly
disagree, 2 = disagree, 3 = neutral, 4 = agree, 5 = strongly agree, 99 = missing
data.

While for demographic variables, the questions are in nominal and ordinal
scale to be answered. For example, 1 is coded for male, 2 is coded for female;
1 is coded for respondents age 20 years old and below, 2 is coded for
respondents age between 21-30 years old, 3 is coded for respondents age 31-
40 years old and 4 is coded for respondents age 41-50 years old and 5 is code
for respondent above 50 years old.

3.6.4 Data Tabulating

Data tabulation is the process of summarizing all the raw data and transcribing
it in compress form for further analysis. A well designed table would make the
data more understandable and enable the reader to follow quicker on the

results.
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3.7 Data Analysis

After gathering the data, the data will be analyzed and interpreted by the Statistical
Analysis System Enterprise Guide (SAS) software.

3.7.1 Descriptive Analysis

A descriptive study is a statistic used to describe or summarize information
about a sample or population (Zikmund, Babin, Carr & Griffin, 2010). It helps
to modify large amounts of data in a conscious way because it can cut down
lots of data into a casual summary. It measures central tendency and
variability, or spread. Measures of central tendency include mode, medium,
and mean while measures of variability include standard deviation and

variance.

In Part A of questionnaire, questions about respondents’ personal detail has
been identified. Bar chart or pie chart was used in Part A because it is
generally used to describe nominal or ordinal variables. For example, the bar
chart shows frequency distribution with five categories of age ranges defined.
Histogram was suitable used in Part B and C because it is usually used when

the data are collected by using a ratio or interval scale.
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3.7.2 Scale Measurement

Scale measurement used to check the reliability of the study. Reliability test is
to measure the consistency or stability of test scores (Andale, 2016). In this
study, the reliability coefficient is calculated based on the Cronbach’s alpha
formula by using SAS Enterprise Guide. The Cronbach’s Alpha will result in
0-1, O is the lowest level reliability, however, 1 is highest the internal
consistency reliability. The table below stated the standard of Cronbach’s

Alpha values.

Figure 3.2: Interpretation of Cronbach’s Alpha

Very Good Reliability 0.8t00.95
Good Reliability 0.7t0 0.8
Fair Reliability 0.6t0 0.7
Poor Reliability Less than 0.6

Source: Sekaran, U., &Bougie, R. (2016). Research methods for business: A
skill building approach. John Wiley & Sons.
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Table 3.4: Result of Pilot Test

Variables Cronbach’s | Level of Reliability
Alpha

Independent | Career development 0.9735 Very Good
Variable Reliability
Rewards and 0.9260 Very Good

compensation Reliability

Performance 0.9339 Very Good

management Reliability

Job design 0.8955 Very Good

Reliability

Talent acquisition 0.9262 Very Good

Reliability

Dependent | Employee retention 0.9691 Very Good
Variable Reliability

Source: Developed for this research
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3.7.3 Inferential Analysis

Pearson Correlation Coefficient

Pearson correlation test will be conducted to test the following hypotheses:

H1:

H2:

H3:

H4:

H5:

There is a significant relationship between career development and

employee retention.

There is a significant relationship between rewards and compensation

and employee retention.

There is a significant relationship between performance management
and employee retention.

There is a significant relationship between job design and employee

retention.

There is a significant relationship between talent acquisition and

employee retention.

According to Andale (2012), Pearson correlation coefficient shows the linear

relationship between independent variable and dependent variable. The results

will falls within the rangeof -1 to 1. When the value of correlation coefficient
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isl, it implies that there is a perfect positive relationship between the two
variables while the value of -1 indicates that there is a perfect negative
relationship between the two variables. The value of r greater than 1 indicates
that there is association between X and Y. If the value of r is equal to zero,

then there is no association between X and Y.

Multiple Regression

H6:  All independent variables (career development, rewards and
compensation, performance management, job design, talent acquisition) and

influence the dependent variable (employee retention) significantly.

Multiple regression is to evaluate two or more independent variables toward
the dependent variable. We used the multiple regression analysis to measure
the percentage on IV and DV. The adjusted R Square will represent the
percentage of the relationship between talent management and employee
retention in telecommunication industry at Klang Valley. As result, the higher
percentage of IV that influences DV will show the significance relationship

between talent management and employee retention.

Formula : Y=a+ biX;+ byXy + b3Xz + by Xs + bsX5
- Y represent the dependent variable (Employee retention)
- arepresents the intercept or constant,

- b was the partial regression coefficients, also mean the expected

change in the dependent variable
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- X; ,X; ,X3,... represent independent variables (career development,
rewards and compensation, performance management, job design,

talent acquisition)

3.8 Conclusion

The research methodology that includes research design, data collection methods,
sampling design, research design, constructs measurement, data processing and data

analysis have been discussed in this chapter.

The purpose of using Cronbach’s Alpha reliability test is to test the reliability of all
the variables in this research for the scale measurement. For inferential analysis, all
the hypotheses are tested in order to evaluate the correlation between the independent
variables and dependent variable by using Pearson Correlation Coefficient Analysis
and Multiple Regression. Thus, the researchers are able to evaluate the significance of
independent variable (talent management) and dependent variable (employee’s
retention). In conclusion, all the parts in Chapter 3 will be analyzed and the
interpretation of the results for the test will be shown in the following chapter.
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CHAPTER 4: RESEARCH RESULTS

4.0 Introduction

Descriptive analysis, scale measurement and inferential analysis are conducted
according to the primary data which is the survey collected from the previous chapter
and the results of questionnaire were evaluated. The number of respondents that
involved in this study is 380 from Klang Valley and the data is analyzed by using
Statistical Analysis System (SAS) version 7.1 in order to ensure the validity of the
research study. The analyzed results will be separated into five sections which are
respondent demographic profile, central tendencies measurement of constructs,

reliability test, Pearson Correlation Analysis and Multiple Regression Analysis.
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4.1 Descriptive Analysis

4.1.1 Respondent Demographic Profile

4.1.1.1 Gender

Table 4.1: Gender

Gender Frequency Percentage Cumulative Cumulative
(%) Frequency Percentage
(%)
Male 178 46.84 178 46.84
Female 202 53.16 380 100.00

Figure 4.1: Gender

u Male

H Female

Source: Developed for this research
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Based on the result that shows in the table and figure 4.1, the male
respondents are 46.84% and 53.16% female respondents. There are 380

respondents who were take part in answering the questionnaires; there are 178

male respondents, while 202 respondents who are female.

4.1.1.2 Ethnicity

Table 4.2: Ethnicity

Ethnicity | Frequency | Percentage Cumulative Cumulative
(%) Frequency Percentage (%)
Chinese 155 40.79 155 40.79
Malay 123 32.37 278 73.16
Indian 95 25.00 373 98.16
Others 7 1.84 380 100.00
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Figure 4.2: Ethnicity

2%

u Chinese
u Malay
 Indian

. Others

Source: Developed for this research

The frequency of various ethnicities of respondents which are Chinese, Malay,
Indian and others who involved in the questionnaires is shown in table and
figure 4.2. Out of 380 respondents, there are 155 of respondents or 40.79% are
Chinese, 123 of respondents or 32.37% are Malay. Indian occupied 25% or 95
respondents and there is 7 respondents or 1.84% other races been participated

for the questionnaire.
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4.1.1.3 Age
Table 4.3: Age
Age Frequency | Percentage | Cumulative Cumulative
(%) Frequency Percentage (%)
20 years old 51 13.42 51 13.42
and below
21-30 years old 163 42.89 214 56.31
31-40 years old 104 27.37 318 83.68
41-50 years old 41 10.79 359 94.47
51 years old 21 5.53 380 100.00
and above

Figure 4.3: Age

m 20 years old and below
m 21-30 years old
= 31-40 years old
= 41-50 years old
m 51 years old and above

Source: Developed for this research
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From the result that shown in the Table 4.3 and the Figure 4.3, there are
frequency of few age groups of respondents who had been take part in the
questionnaire. Out of the 380 respondents, 51 of respondents with 13.42% are
20 years old and below. The largest groups of respondents are falls under
category 21 to 30 years old which contributes 42.89 % and consists of 163
respondents. Then, the category of 31 to 40 years old has a number of 104
respondents and contributes 27.37% in the questionnaire. 41 of respondents or
10.79% are age between 41 to 50, the age group that which are more than 51
years old and above is the smallest group which has of 21 respondents and

consists of 5.53%.

4.1.1.4 Length of Service

Table 4.4 Length of Service

Length of Frequency | Percentage | Cumulative Cumulative
service (%) Frequency Percentage (%)
less than 1 year 63 16.58 63 16.58
1- 3 years 120 31.58 183 48.16
4 - 6 years 109 28.68 292 76.84
7 -9 years 49 12.89 341 89.73
10 years and 39 10.26 380 100.00
above
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Figure 4.4: Length of Service

M |less than 1 year
W 1-3 years
I 4-6 years
[ 7-9 years

H 10 years and above

Source: Developed for this research

The table and figure 4.4 shows the data of different service length of 380
respondents who contributed in the questionnaires. The largest groups of
respondents are fall under the service length of 1 to 3 years has 120
respondents or 31.58%. There are 63 of respondents or 16.58% who have
working experience of below 1 year, 109 of respondents or 28.68% who have
working experience between 4 to 6 years, 49 of respondents or 12.89% who
have working experience between 7 to 9 years, 39 of respondents or 10.26%

who have working experience 10 years and above.
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4.1.1.5 Academic Qualification

Table 4.5 Academic Qualification

Academic Frequency | Percentage | Cumulative | Cumulative
qualification (%) Frequency Percentage
(%)
PMR/SPM 87 22.89 87 22.89
Diploma/Advanced 113 29.74 200 52.63
Diploma
Bachelors 149 39.21 349 91.84
Masters 28 7.37 377 99.21
PhD 3 0.79 380 100.00
Other 0 0 380 100.00

1%

H PMR/SPM

Figure 4.5: Academic Qualification

M Diploma/Advanced

Diploma

m Bachelors

[ Masters

H PhD

H Other

Source: Developed for this research
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From the result that shown in the Table 4.5 and the Figure 4.5, most
respondents had a bachelor degree holder who accounted for 149 respondents
which contribute 39.21%. Then, 113 respondents or 29.74% owned
Diploma/Advanced Diploma certificate. 87 respondents were having
PMR/SPM educational level, which contributes 22.89%. There are 28
respondents having a Master Degree, which contributes 7.37%. Lastly, 3
respondents are PhD educational level that contributes 0.97% and no

respondents is other educational level.

4.1.1.6 Salary
Table 4.6: Salary
Salary Frequency Percentage | Cumulative Cumulative
(%) Frequency Percentage (%)
Less than 25 6.58 25 6.58
RM1000
RM 1001 - 105 27.63 130 34.21
2000
RM 2001 - 99 26.05 229 60.26
3000
RM 3001 - 69 18.16 298 78.42
4000
RM 4001 - 39 10.26 337 88.68
5000
Above 43 11.32 380 100.00
RM5001
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Figure 4.6: Salary

M Less than RM1000
B RM 1001 - 2000
B RM 2001 - 3000
1 RM 3001 - 4000
H RM 4001 - 5000
H Above RM5001

Source: Developed for this research

According to the result that shown in the table 4.6 and the figure 4.6, there are
25 respondents which are 6.58% had less than RM1000 as their monthly
salary. Followed by there are 105 respondents which are 27.63% had received
between RM 1001 - RM2000 as their monthly salary. In addition, there are 99
respondents which are 26.05% had received salary between RM2001 -
RM3000 at the same time there are 69 respondents which are 18.16% had
between RM3001 - RM4000 monthly salary. Then, there are also 39
respondents which are 10.26% had received their monthly salary between the
ranges of RM4001 - RMS5000. Last of all, there are leftovers of 43
respondents which are 11.32% had received more than RM5001.
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4.1.1.7 Job Title
Table 4.7: Job Title
Job title Frequency | Percentage | Cumulative Cumulative
(%) Frequency Percentage (%)
Executive 28 7.37 28 7.37
Middle 37 9.74 65 17.11
manager
Manager 59 15.53 124 32.64
Non 256 67.37 380 100.00
managerial
employees

Figure 4.7: Job Title

 Executive

u Middle manager

I Manager

= Non managerial employees

Source: Developed for this research
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The frequency of respondents with their job title who involved in the
questionnaires is shown in table and figure 4.7. There are 28 of respondents or
7.37% who acted as executive in their company, 37 of respondents or 9.74%
who acted as middle manager in their company. Next, 59 of total respondents
who acted as manager in their company, contributes 15.53%. Lastly, there are

256 respondents are non-managerial employees, which contributes 67.37%.
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4.1.2 Central Tendencies Measurement of Constructs

Central tendencies are make use of present the value of mean and standard
deviation of all the five intervals scaled questions in the questionnaires. SAS
system version 7.1 has been used to define the value of mean and standard
deviation of each of the question.

4.1.2.1 Employee Retention

Table 4.8: Central Tendencies Measurement of Constructs: Employee

Retention
No. Statement Mean | Standard | Mean | Standard
Deviation | Ranking | Deviation
Ranking
ER1 My company means | 3.437 1.159 5 5
something for me.
ER 2 | am satisfy with my | 3.500 1.170 2 4
current job.
ER 3 | have no plan to 3.484 1.232 3 3
search for new job.
ER 4 I intend to stay and | 3.526 1.253 1 2
continue with my
company.
ERS5 | stay with my 3.458 1.281 4 1
company because |
feel appreciated.
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Table 4.8 has shown the mean and standard deviation as well as the rankings
for both of each five statements of employee retention. The statement with the
highest value of mean is ER 4 with the value of 3.526 and ER 5 with the
highest value of standard deviation which is 1.281. The second highest
ranking in mean is statement of ER 2 with 3.500, followed by ER 3 with 3.484
and ER 5 with 3.458. On the other hand, the second highest ranking in
standard deviation is the statement of ER 4 with 1.253, followed by ER 3 with
1.232 and ER 2 with 1.170. Lastly, the statement of ER 1 has the lowest mean
which is 3.437and the lowest standard deviation which is 1.159.
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4.1.2.2 Career Development

Table 4.9: Central Tendencies Measurement of Constructs: Career

Development

No. Statement Mean | Standard Mean Standard
Deviation | Ranking | Deviation

Ranking

CD1 My company always | 3.503 1.257 3 1
plans on employee
career growth.

CD2 Employee career 3.574 1.177 1 3
developments such as
training are offered

for the employees.

CD 3 My company has in- | 3.559 1.172 2 4
house development
programs to develop

its employees.

CD4 My company has 3.482 1.166 4 5
provision of career

mentors.

CD5 Employees career 3.474 1.229 5 2
development benefits

are provided in my

company.

Table 4.9 has shown the mean and standard deviation as well as the rankings
for both of each five statements of career development. The statement with the
highest value of mean is CD 2 with the value of 3.574 and CD 1 with the
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highest value of standard deviation which is 1.257. The second highest
ranking in mean is statement of CD 3 with 3.559, followed by CD 1 with
3.503 and CD 4 with 3.482. On the other hand, the second highest ranking in
standard deviation is the statement of CD 5 with 1.229, followed by CD 2
with 1.177 and CD 3 with 1.172. The statement of CD 5 has the lowest mean
which is 3.474 and the lowest standard deviation is CD 4 with values of 1.166.
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4.1.2.3 Rewards and Compensation

Table 4.10: Central Tendencies Measurement of Constructs: Rewards and

Compensation

No. Statement Mean | Standard | Mean | Standard
Deviation | Ranking | Deviation
Ranking
RC1 My company will 3.150 1.263 5 1
increase my salary
frequently.
RC 2 My company will 3.234 1.231 4 3
reward me if |
perform well.
RC3 | feel motivated to 3.526 1.154 1 5
work if | get promoted
by my company.
RC 4 | My company provides | 3.476 1.249 2 2
chance for me to learn
and develop.
RC5 | feel appreciated by | 3.473 1.188 3 4
my company
whenever | completed
my task.

Table 4.10 has shown the mean and standard deviation as well as the rankings
for both of each five statements of rewards and compensation. The statement
with the highest value of mean is RC 3 with the value of 3.526 and RC 1 with
the highest value of standard deviation which is 1.263. The second highest
ranking in mean is statement of RC 4 with 3.476, followed by RC 5 with
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3.473 and RC 2 with 3.234. On the other hand, the second highest ranking in
standard deviation is the statement of RC 4 with 1.249, followed by RC 2 with
1.231 and RC 5 with 1.188. The statement of RC 1 has the lowest mean which
is 3.150 and the lowest standard deviation is RC 3 with values of 1.154.
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4.1.2.4 Performance Management

Table 4.11: Central Tendencies Measurement of Constructs: Performance

Management

No. Statement Mean | Standard Mean Standard
Deviation | Ranking | Deviation

Ranking

PM 1 Promotion in my 3.505 1.147 5 5
company is based on
individual

performance.

PM 2 My company hasa | 3.537 1.183 2 2
system to ensure

performance and
feedback.

PM 3 | understand the 3.671 1.155 1 4
expectations and
requirements of my

performance.

PM 4 My company 3.518 1.195 3 1
conducts
performance reviews

regularly.

PM 5 Performance criteria | 3.518 1.161 4 3
IS appropriate and

fair to me.

Table 4.11 has shown the mean and standard deviation as well as the rankings
for both of each five statements of performance management. The statement
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with the highest value of mean is PM 3 with the value of 3.671 and PM 4 with
the highest value of standard deviation which is 1.195. The second highest
ranking in mean is statement of PM 2 with 3.537, followed by PM 4 with
3.518 and PM 5 with 3.518. On the other hand, the second highest ranking in
standard deviation is the statement of PM 2 with 1.183, followed by PM 5
with 1.161 and PM 3 with 1.155. The statement of PM 1 has the lowest mean
which is 3.505 and the lowest standard deviation is PM 1 with values of 1.147.

83|Page



Employee Retention

4.1.2.5 Job Design

Table 4.12: Central Tendencies Measurement of Constructs: Job Design

No.

Statement

Mean

Standard

Deviation

Standard
Deviation

Mean
Ranking
Ranking

JD1

The job requires me
to perform of wide

range of tasks.

3.532

1.145

5 5

JD 2

The job requires me
to utilize a variety of
different skills in
order to complete
the work.

3.666

1.160

JD3

| have an
opportunity to
communicate with

others in my work.

3.674

1.191

JD 4

The job takes place
in an environment
free from health
hazards (e.g.
chemical, fumes,

etc.).

3.750

1.159

JD5

The performance of
my work is likely to
decide the
satisfaction of

customers.

3.655

1.207
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Table 4.12 has shown the mean and standard deviation as well as the rankings
for both of each five statements of job design. The statement with the highest
value of mean is JD 4 with the value of 3.750 and JD 5 with the highest value
of standard deviation which is 1.207. The second highest ranking in mean is
statement of JD 3 with 3.674, followed by JD 2 with 3.666 and JD 5 with
3.655. On the other hand, the second highest ranking in standard deviation is
the statement of JD 3 with 1.191, followed by JD 2 with 1.160 and JD 4 with
1.159. The statement of JD 1 has the lowest mean which is 3.532 and the

lowest standard deviation is JD 1 with values of 1.145.
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4.1.2.6 Talent Acquisition

Table 4.13: Central Tendencies Measurement of Constructs: Talent

Acquisition

No.

Statement

Mean

Standard

Deviation

Standard

Deviation

Mean
Ranking
Ranking

TA1

My company
provides me a
comprehensive list of
duties and

responsibilities upon

reporting the first day.

3.566

1.189

3 3

TA?2

My company briefs
me on the structure,
mission and vision or

the organization.

3.587

1.222

TA3

My company took me
around the premises
and introduced me to

other departments.

3.747

1.182

TA4

My company always

takes a long view of

building a candidate
talent pool for the

future.

3.547

1.178

TAS

My company places
the right people in the
right jobs.

3.492

1.195
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Table 4.13 has shown the mean and standard deviation as well as the rankings
for both of each five statements of talent acquisition. The statement with the
highest value of mean is TA 3 with the value of 3.747 and TA 2 with the
highest value of standard deviation which is 1.222. The second highest
ranking in mean is statement of TA 2 with 3.587, followed by TA 1 with
3.566 and TA 4 with 3.547. On the other hand, the second highest ranking in
standard deviation is the statement of TA 5 with 1.195, followed by TA 1 with
1.189 and TA 3 with 1.182. The statement of TA 5 has the lowest mean which
is 3.492 and the lowest standard deviation is TA 4 with values of 1.178.

Summary of Central Tendencies Measurement

Table 4.14: Summary of Central Tendencies Measurement

Variables Dimensions Mean Standard
Deviation
Dependent Variable Employee Retention 3.481 1.219
Independent Variables | Career Development 3.518 1.200
Rewards and 3.372 1.217
Compensation
Performance 3.550 1.168
Management
Job Design 3.655 1.172
Talent Acquisition 3.588 1.193

The mean and the standard deviation of dependent variable and independent
variables are being showed in table 4.14. Based on the table, job design has

the highest value of mean which is 3.655 whereas employee retention has the
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highest value of standard deviation with 1.219. On the other hand, rewards
and compensation has the lowest ranking in mean which is 3.372 while
performance management has the lowest ranking in standard deviation which
is 1.168.

4.2 Scale Measurement

4.2.1 Reliability Test

Reliability test had been conducted for pilot test in the previous chapter before
proceeding to Chapter 4 in order to examine the accuracy and consistency of
the survey questions. In this chapter, the result shown below is tested on 380
sets of questionnaires that used in the actual study in order to determine the

reliability of the research study.
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Table 4.15 Results of the Reliability Test

Variables Dimensions Cronbach’s Alpha

Talent Management

Career Development 0.926

Independent Variables Rewards and 0.891
Compensation

Performance 0.914
Management

Job Design 0.905

Talent Acquisition 0.915

Dependent Variable Employee Retention 0.925

Based on the table above, the Cronbach’s Alpha value of employee retention
of the actual study is 0.925 which is slightly lower than the result of pilot test
(0.969). However, the Cronbach’s Alpha value of employee retention still

falls in the range of very good reliability.

Next, there are five measures in independent variables (talent management).
For career development, the Cronbach’s Alpha value of actual study is 0.926
and the Cronbach’s Alpha value is lower as compare to the pilot study’s result
(0.974) but it is still remain in the range of very good reliability. The
Cronbach’s Alpha value of rewards and compensation is 0.891 in actual study,
and it is lower than the value in pilot study (0.926) yet the value is still stay
within the very good reliability range. The Cronbach’s Alpha value of
performance management of the actual study is 0.914 which is insignificantly
lower than the result of pilot test (0.934). However, its Cronbach’s Alpha
value still remains in the range of very good reliability. The Cronbach’s Alpha
value of job design (0.905) in actual study is slightly higher than the value of
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pilot study (0.896) which indicates that job design has a very good reliability.
For talent acquisition, the Cronbach’s Alpha value of actual study is 0.915 and
the Cronbach’s Alpha value is lower as compare to the pilot study’s result

(0.926) but it is still staying in the range of very good reliability.

4.3 Inferential Analyses

Based on Burns and Bush (2000), inferential statistics is the techniques that enable
one to make generalizations of samples which were drawn from the populations.
Hence, the sample drawn is exactly representing the population that is under
examination. This process in which to achieving the result is being called as sampling.
In this research, the sampling methods have been used are Pearson‘s Correlation
Coefficient and Linear Regression Analysis. These methods will indicate the
correlation result and the summary of the model and coefficient respectively.

4.3.1 Pearson’s Correlation Coefficient

The Pearson’s correlation coefficient is a measure of the significant of the linear
relationship between two variables (Lane, 2013). It is also known as Pearson's
correlation or correlation coefficient. When there is not linear in the relationship
between the variables, then the correlation coefficient will not show the strength of

relationship between variables.

A table of interpretation of correlation coefficients is shown below:
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Table 4.16 Interpretation of correlation coefficients

Range of l.:n.rrelal:mn Degree of correlation
coefficients
0.80-1.00 very strong positive
0.60-0.79 strong positive
0.40-0.39 maoderate positive
020-0.39 weak positive
0.00-0.19 very weak positive
0.004-0.19} very weak negative
(-0.2004-0.39) weak negative
(-0.4004-0.59) moderate negative
(-0.60-0.79) strong negative
(-0_804-1.00) Very strong negative

Source: Chowdhury, A. K., Debsarkar, A., &Chakrabarty, S. (2015). Novel
Methods for Assessing Urban Air Quality: Combined Air and Noise Pollution

Approach. Journal of Atmospheric Pollution, 3(1), 1-8.

Hypothesis 1

HO: There is no significant relationship between career development and

employee retention.

H1: There is significant relationship between career development and

employee retention.
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Table 4.17 Correlations between Career Development (CD) and Employee
Retention (ER)

ER
CD Pearson Correlation 0.855
p-Value <0.0001
N 379
Pearson Correlation 1
p-Value
N 379

Source: Data generated by Statistical Analysis System (SAS) version 7.1

Based on the figure shown in the table 4.17, there is positive relationship
between career development and employee retention.The career development
has 0.855 correlation with the employee retention. This indicates that when
career development is high, the employee retention is high. The value of
correlation coefficient is +0.855 which falls between the coefficient range of
0.80 — 1.00. Therefore, the correlation between career development and
employee retention is very strong. In view of this,ithere is significant
relationship between career development and employee retention as the p-
value is less than 0.0001. Thus, null hypothesis (HO) is being rejected and
alternative hypothesis (H1) is accepted.

Hypothesis 2

HO: There is no significant relationship between rewards and compensation

and employee retention.

H1: There is significant relationship between rewards and compensation and

employee retention.
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Table 4.18 Correlations between Rewards and Compensation (RC) and
Employee Retention (ER)

ER
RC Pearson Correlation 0.815
p-Value <0.0001
N 380
Pearson Correlation 1
p-Value
N 380

Source: Data generated by Statistical Analysis System (SAS) version 7.1

Based on the table 4.18, the relationship between rewards and compensation
and employee retention is positive. The rewards and compensation has 0.815
correlation with the employee retention. Thus, when rewards and
compensation is high, employee retention is high. The value of correlation
coefficient is +0.815 which falls between the coefficient range of 0.80 — 1.00.
Therefore, the correlation between rewards and compensation and employee
retention is very strong. P-value that lesser than 0.0001 indicates a significant
relationship between rewards and compensation and employee retention. Thus,
null hypothesis (HO) is being rejected and alternative hypothesis (H1) is
accepted.

Hypothesis 3

HO: There is no significant relationship between performance management

and employee retention.

H1: There is significant relationship between performance management and

employee retention.
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Table 4.19 Correlations between Performance Management (PM) and

Employee Retention (ER)

ER
PM Pearson Correlation 0.851
p-Value <0.0001
N 380
Pearson Correlation 1
p-Value
N 380

Source: Data generated by Statistical Analysis System (SAS) version 7.1

Based on the table 4.19, the relationship between performance management
and employee retention is positive. The performance management has 0.851
correlation with the employee retention. This shows that when performance
management is high, employee retention is high. The value of correlation
coefficient is +0.851 which falls between the coefficient range of 0.80 — 1.00.
Therefore, there is a very strong correlation between performance
management and employee retention. Moreover, there is significant
relationship between performance management and employee retention as the
p- value is less than 0.0001. Thus, null hypothesis (HO) is being rejected and
alternative hypothesis (H1) is accepted.

Hypothesis 4
HO: There is no significant relationship between job design and employee
retention.

H1: There is significant relationship between job design and employee

retention.
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Table 4.20 Correlations between Job Design (JD) and Employee Retention

(ER)
ER
JD Pearson Correlation 0.783

p-Value <0.0001
N 380
Pearson Correlation 1
p-Value
N 380

Source: Data generated by Statistical Analysis System (SAS) version 7.1

Based on the table 4.20, the relationship between job design and employee
retention is positive. The job design has 0.783 correlation with the employee
retention. Hence, when job design is high, employee retention is high. The
value of correlation coefficient is +0.783 which falls between the coefficient
range of 0.60 — 0.79. Therefore, the correlation between job design and
employee retention is strong. There is significant relationship between job
design and employee retention as the p- value is less than 0.0001. Thus, null

hypothesis (HO) is being rejected and alternative hypothesis (H1) is accepted.

Hypothesis 5

HO: There is no significant relationship between talent acquisition and
employee retention.
H1: There is significant relationship between talent acquisition and employee

retention.
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Table 4.21 Correlations between Talent Acquisition (TA) and Employee

Retention (ER)

ER
TA Pearson Correlation 0.853
p-Value <0.0001
N 380
Pearson Correlation 1
p-Value
N 380

Source: Data generated by Statistical Analysis System (SAS) version 7.1

Based on the table 4.21, the relationship between talent acquisition and
employee retention is positive. The talent acquisition has 0.853 correlation
with the employee retention. Hence, when talent acquisition is high, employee
retention is high. The value of correlation coefficient is +0.853 which falls
between the coefficient range of 0.80 — 1.00. Therefore, the correlation
between talent acquisition and employee retention is very strong. There is
significant relationship between talent acquisition and employee retention as
the p- value is less than 0.0001. Thus, null hypothesis (HO) is being rejected

and alternative hypothesis (H1) is accepted.

4.3.2 Multiple Linear Regressions

Multiple linear regressions helps to evaluate the values for two or more than

one independent variables toward the dependent variable by substituting the
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data obtained to a linear equation. Each value from the independent variable x

is comes with a value of the dependent variable y.

Hypothesis 6

HO: There is no significant relationship between independent variable (talent
management) and the dependent variable (employee retention).
H1: There is significant relationship between independent variable (talent

management) and the dependent variable (employee retention).

Table 4.22: Analysis of Variance

Source Degree Sum of Mean F value Pr>F
of Squares Square
Freedom
Model 5 351.63853 70.32771 321.34 <.0001
Error 373 81.63303 0.21886
Corrected 378 433.27156
Total

Source: Data generated by Statistical Analysis System (SAS) version 7.1

According to table 4.22, the p-value shown is less than 0.0001 which is lower
than the alpha of which is 0.05 as stated in the table thus the F-value is
showed to be significant. The independent variable (talent management) has
been proven by data that they have significant relationship with dependent
variable (employee retention).
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Table 4.23: Model Summary of R-square Value

Root MSE | Dependent | Coefficient | R-Square Adjusted
Mean Variance R-Square
0.46782 3.48232 13.43413 0.8116 0.8091

Source: Data generated by Statistical Analysis System (SAS) version 7.1

R-square value is the explanation of the relationship between independent
variables and dependent variables. The R-square of the independent variable
(talent management) is 0.8116 which propose that the model is 81.16%
explain the dependent variable variation. There are 18.84% of the variation
cannot be explained through this model which tell that there are some other

factors can be used to explain employee retention.

Table 4.24: Parameter Estimates

Variable | Degree of | Parameter | Standard |t Value Pr> [t]
Freedom | Estimate | Error

Intercept 1 -0.03541 0.09479 -0.37 0.7089
CD 1 0.28762 0.05563 5.17 <.0001
RC 1 0.29966 0.04088 7.33 <.0001
PM 1 0.16777 0.07076 2.37 0.0182
JD 1 0.02559 0.05663 0.45 0.6515
TA 1 0.22419 0.06620 3.39 0.0008

Source: Data generated by Statistical Analysis System (SAS) version 7.1

The table above is reflecting the significance of explanation of each of the
independent variable towards dependent variable.
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Career development has a significant result to interpret the dependent variable
(employee retention) as the p-value for career development with a p-value of
<0.0001 which lesser than the alpha value of 0.05.

Rewards and compensation shows a significant result to interpret the
dependent variable (employee retention) for the study with a p-value of
<0.0001 which is less than the alpha value of 0.05.

Performance management are showing a significant result to explain the
dependent variable (employee retention) as the p-value for performance
management with a p-value of 0.0182 which lesser than the alpha value of
0.05.

On the other hand, job design could not significantly describe employee
retention due to the p-value which is 0.6515 is higher than the alpha value of
0.05.

Lastly, talent acquisition has a significant result to interpret the dependent
variable (employee retention) as the p-value for talent acquisition with a p-

value of 0.0008 which lesser than the alpha value of 0.05.
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Regression Equation:

Y =a+ bl (x1) + b2 (x2) + b3 (x3) + b4 (x4) + b5 (x5)

Employee retention = -0.03541 + 0.28762 (career development) + 0.29966
(rewards and compensation) + 0.16777 (performance management) + 0.02559
(job design) + 0.22419 (talent acquisition)

From the table above, the parameter estimate shows the contribution of each
independent variable to dependent variable. Rewards and compensation has
the strongest variable impact on employee retention as the value of parameter
estimate is 0.29966. The second strongest contributor is career development
with parameter estimate of 0.28762. The ranking is then following by talent
acquisition and performance management with a value of 0.22419 and
0.16777 respectively. Whereas, job design contributes the least with only a
value of 0.02559. Rewards and compensation has the give the highest
contribution and showing its impact to employee retention. Therefore, in order
to increase employee retention, rewards and compensation is suggested to be

used heavily to remain talented employees.

4.4 Conclusion

There are three analyses were carry out to analyze the data obtain from the
questionnaires which are descriptive analysis, reliability analysis and

inferential analysis. The result of the research has shown that there is a
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significant relationship between the dependent variable (employee retention)
and the independent variable (talent management). The in-depth discussion
will be conducted in the chapter five based on the analysis outcome and
clarifications. Thus, the major findings will be discussed in the following

chapter.
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CHAPTER 5: DISCUSSION AND CONCLUSION

5.0 Introduction

In this chapter, the outline of the descriptive and inferential analysis will be further
discussed after obtain the outcome for analysis in chapter 4. The following is more
focusedon discussion about major finding that how independent variables give impact

on the dependent variable employee retention.

In addition, this chapter will also discuss of the shortcomings that limit this research
and provided some recommendations for futureresearch. An overall conclusion has

been providedthe clear picture and summarizes the whole research study.

5.1 Summary of Statistical Analyses

5.1.1 Summary of Descriptive Analysis

There are 178 male employees (47%) and 202 female employees (53%) who
are participated in answering the questionnaires that are conducted in the
research study. Moreover, a well diversification of ethnicity of respondents is
shown in the analyzed result whereby 155 of them are Chinese (41%), 123 are
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Malay (32%), 95 are Indian (25%) and total of others ethnicity is 7
respondents (2%).

For the age group, 51 of the employees (13%) are aged 20 and below, 163
employees (43%) are within the age of 21 to 30, 104 of them (27%) are age
from 31 to 40, 41 employees (11%) are within 41 to 50 years old and 21 of

them (6%) are 51 years old and above among the total respondents.

Based on the analyzed data, the highest percentage of employees’ length of
service is 1 to 3 years which have contributed 32% (120 employees). The
second highest service length will be 4 to 6 years whereby it occupied by 29%
(109 employees) of total respondents. There are 17% (63 employees) of them
have been working for less than 1 year, 13% (49 employees) have been
working for 7 to 9 years and 10% (39 employees) have been working for 10

years and above.

For the academic qualification, Bachelors holder’s employees dominate
among the respondents who are involved in the survey questionnaires with the
highest portion which is 39% (149 employees). Diploma or advanced diploma
has engaged 30% (113 employees) which consider as the second highest
among the total respondents. Employees with PMR or SPM, Masters and PhD
have engrossed 23% (87 employees), 7% (28 employees) and 1% (3

employees) respectively.

Besides, the salary that earned by respondents has divided into different range.
There are 25 employees (7%) receive a monthly salary that is less than RM
1000. 105 employees (28%) get an income within the range of RM 1001 to
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RM 2000 monthly whereby this income level dominates the highest
percentage among the other income level. 99 respondents (26%) receive an
income range that falls within RM 2001 to RM 3000. 69 employees (18%)
receive an income within the range of RM 3001 to RM 4000. For the income
range of RM 4001 to RM 5000, 39 employees (10%) are represented in this
segment. Lastly, there are 43 employees (11%) get an income that is above
RM 5001.

For job title, there are 256 employees (67%) who are involved in the survey
questionnaires among the total respondents are non-managerial employees.
Employees with the job title of manager, middle manager and executive have
engaged 15.53% (59 employees), 9.74% (37 employees) and 7.37% (28

employees) respectively.
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5.1.2 Summary of Inferential Analysis

5.1.2.1 Pearson Correlation Analysis

Hypotheses r — Value Conclusion
p — Value
Hypothesis 1 r=0.926 | H;is supported.
Hi: There is significant relationship | p <0.0001
between career development and employee | (p <0.1)
retention.
Hypothesis 2 r=0.891 | H; is supported.
Hi: There is significant relationship | p <0.0001
between rewards and compensation and | (p<0.1)
employee retention.
Hypothesis 3 r=0.914 | Hsis supported.
Hi;: There is significant relationship | p <0.0001
between performance management and | (p<0.1)
employee retention.
Hypothesis 4 r=0.905 | Hyis supported.
Hi;: There is significant relationship | p <0.0001
between job design and employee | (p<0.1)
retention.
Hypothesis 5 r=0.915 | Hsis supported.
Hi: There is significant relationship | p <0.0001
between talent acquisition and employee | (p<0.1)

retention.
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In conclusion, all the independent variables are correlated with employee
retention significantly as the result of p-value for all the independent variables

are less than 0.01.

5.1.2.2 Multiple Linear Regressions

Regression Equation:

Y =a+ bl (x1) + b2 (x2) + b3 (x3) + b4 (x4) + b5 (x5)

Employee retention = -0.03541 + 0.28762 (career development) + 0.29966
(rewards and compensation) + 0.16777 (performance management) + 0.02559
(job design) + 0.22419 (talent acquisition)

Hypothesis 6

Hi: There is significant relationship between independent variable (talent

management) and the dependent variable (employee retention).
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5.2 Discussions of Major Findings

5.2.1 Career Development

Hi: There is significant relationship between career development and

employee retention.

Based on the SAS result generated in Chapter 4, it shows a significant
relationship between career development and employee retention for Pearson
correlation as the p-value is equal to 0.0001 and the value is less than 0.01. It
indicates that by providing career development, the greater the employee
retention rate. The result of multiple regression result also shows that there is
a significant relationship between career development and employee retention
as it is the second strongest contributor.

According to Hossein and Robert (2013), when an opportunity of career
development is offered to an employee, it increases the intention of an
employee by staying with an organization. It is because career development is
an important benefit from the perspective of an employee and thus this
increases the obligation and attachment of the particular employee towards the

organization and thus increases the rate of retention (Hossien& Robert, 2013).

Besides, career development is not a cost but an investment because
employees will feel supported and motivated through career development
programs and thus reduce the turnover rate of employees (Donald & Nancy,
2009). According to Donald and Nancy (2009), career development programs

able to increase employee empowerment and thus lead to satisfaction due to
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their well-being in an organization are improved. So, the employees will be
able to perform better and they have a strong sense of belonging whereby they
think that the organization is the platform for them to perform, thus, they will
stay to the organization and increase the rate of employee retention (Donald &
Nancy, 2009).

Moreover, the research finding of Umamaheswari and Krishnan (2016) have
also proved that career development is the strongest predictor of employee
retention. Umamaheswari and Krishnan (2016) mentioned that an
improvement in career is every employee’s wants and by providing employees
the career development programs, employees will feel appreciated by the

organization and thus the retention rate will be improving from time to time.

Connley (2015) mentioned that on-site career development is a huge benefit
for both employees and the organization. In view of this, the skills and
knowledge that the employees gained from the professional development
programs able to bring their career to a new level and this satisfy their wants
and thus the organization able to retain the talented employees (Connley,
2015).
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5.2.2 Rewards and Compensation

H1: There is significant relationship between rewards and compensation and

employee retention.

The result shows that rewards and compensation is the strongest factor that
affecting employee retention. Salary is an essential element of human resource
management as it is the ultimate purpose that why people work for. Rewards
and compensation does not radically remunerate employees for their efforts,
but it also has an impact on the recruitment and most importantly in help with
retention of talented person.

The results generated can be supported by the research done by Liu (2010).
Liu (2010) suggests by designing a mix of financial and non-financial
remuneration, which especially focus on individuals and teams will yield a
positive results for IT companies to today’s international environment in
retaining employees. He also stated that in the near future, those companies
who will still standing and unbeatable in fierce competition is the companies
that heavily centralize in attracting and retaining the talents by implementing

effective reward strategy.

Another study which is done by Jain and Tandon (2016) also indicate that
there is an excessive positive correlation between rewards and compensation
and employee retention. They found out that one of the main problems for
rapid jobs switching in IT industry was the salary hike. Many of the feedbacks
given by experts in the sector are claiming that they should be getting a
righteous amount of salary and other monetary or non-monetary benefits that
suit to their skill and talent. Without doubt, the study by Jain and Tandon
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(2016) assume that the employees will have higher motivation to perform
their jobs if they are getting paid relatively for the work they have done, and
thus resulting in retaining great potential for the organization.

5.2.3 Performance Management

H1: There is significant relationship between performance management and

employee retention.

According to the SAS result, there is positive relationship between
performance management and employee retention in telecommunication
industry. The positive outcome of correlation coefficient has indicate
performance management that when the higher degree of the performance

management, the higher the employee’s intentions to stay in the organization.

Mbugua, Waiganjo, and Njeru(2015) study demonstrated a strong related
relationship between performance management and employee retention. Absar
and Mahamood (2011) disclosed that if the employees are being ignored about
their capability, they could feel less responsibility and put less commitment to
the organization. The appropriate and proper implementation of better
performance management is theelements that able to increased the employee
retention in the organization (Chowdhury 2011; Huda et al., 2007).Aslam and
Sarwar (2010) claimed that performancemanagement can minimize
jobdissatisfaction, improve employee productivity, and enhanced employee
retention.Grumanand Saks (2011)also stated that performance management
can establish and encourage employeeengagement, which guides to enhanced

employee retention.

110 |Page



Employee Retention

5.2.4 Job Design

H1: There is significant relationship between job design and employee

retention.

There is a strong positive correlation between job design and employs
retention in telecommunication industry regarding to the SAS result.
Pearson’s correlation was run in chapter 4 to determine the relationship
between job design and employee retention in telecommunication industry.
The result shows there was a significant positive correlation between job
design and employee retention (r = 0.905, n =380, p <0.1).

Parvin (2011) proposed that thegain the level of job satisfaction of the
employees is the objective of the job design which should drive the good
performance of the employees. According to the research of Riyasa (2008),
she concerned on outcome of jobdesign on employee’ssatisfaction in Daya
Garments in Ampara. Besides, job design aims to increase the job satisfaction
and performance methods of the employees included job rotation, job
enlargement and job enrichment(AlamSageer, 2012). When the employees
received the higher satisfaction with their job, this will increased their
intention to stay in the particular company.
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5.2.5 Talent Acquisition

H1: There is significant relationship between talent acquisition and employee

retention.

Based on SAS result, it determined that there is a positive relationship
between talent acquisition and employee retention in telecommunications
industry. The value of Pearson shows that it is less than 0.01, so, it indicated
that talent acquisition has a positive relationship between employee retention.
However, the result of Multiple Linear Regression also shows that there is a
significant relationship between employee retention in telecommunications

industry.

According to Kigo and Gachunga (2016), the study has proved that there is a
significant relationship between talent acquisition and employee retention
because talent employees will perform their unique and specific skills in their
job duties and able to contribute to the organization. Besides, a talented
individual develops higher performance in the organization. Recruiting a
talent individual tend to increase the chances of staying longer in the
organization. This will lead to higher performance and increase the job
satisfaction (PUDia & Sharma, 2008).

Malkawi stated that recruiting a talent individual will reduce the
organizational turnover. So, this shows that there is positive relationship
between talent acquisition and employee retention (Malkawi, 2017). Zhang, et
al., 2015 stated that develop a talent pool is much more high potential and
high performance in the organization. Other than that, talent position is

essential to affect the competitive advantage of the organization. Talent
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individual has much more experience and enhance the employee retention
(Zhang et al., 2015).

5.3 Implications of the Study

5.3.1 Theoretical Implications

This research study shows a framework that integrated the elements of talent
management and employee retention from the perspective of theoretical
implications. Since there is lack of study between the relationship between
talent management and employee retention in Malaysia especially in
telecommunication industry, therefore, this research study is considered useful
for further study by other researchers in the future.

Furthermore, the framework of this study shows a good fit to the data as this
research study has identified the significant relationship between talent
management and employee retention. In short, the findings have identified the
dimension of talent management that has significant impact towards the

employee retention level.
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5.3.2 Managerial Implications

Telecommunication industry has been acknowledged as a potential prospect in
the growth of the ICT industry and it considered as one of the expeditious
growing industry as the global technology change and improve rapidly
nowadays. However, the high turnover rate of the employees in
telecommunication industry becomes the obstacle for the growth and causing
many problems to the industry as more talented employees are needed in order
to support the growing rate of the industry. Thus, it is important for the
management to identify the ways to retain their talented employees to ensure

the productiveness of the organizations.

This research findings reinforce the common-thought credence that career
development, rewards and compensations, performance management, job
design and talent acquisition are positively connected with employee retention.
In view of this, the organizations should emphasize on all these dimensions in
order to increase the rate of employee retention. By retaining the talented and
experienced employee, the profitability of an organization will be enhanced

and thus help the organization to achieve its business goals and objectives.
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5.4 Limitations of the Study

Participation of respondents

This research has used online survey for respondent to participate in the whole
research process. However, this method seems like not getting much attention from
respondents. The respondents might ignore or participate to complete when only they
have some free time. However, despite of time and cost constraint, it is the only way

to use during our research.

Questionnaires

The whole questionnaires were set as a closed ended question with interval scale that
range from 1 to 5 only. Some of the respondents may just answer the questionnaires
without thinking. Besides, some respondents are only able to select the answer
provided which some of them might want to choose the scale out of the answer that is
already provided. Moreover, there are some questions in the questionnaire that which
some respondents might feel troublesome to answer. Thus, the respondents may
simply skip the question or just randomly select an option during the process when
answering the questionnaire. This may slightly affect the outcome when running the

SAS system. However, the result is still acceptable in overall.

Time Constraint

The time that used to complete this research has been taken longer than the time that
set by researches. Initially, the researchers have planned to complete Chapter 4 in two
weeks, however, there are some problems on the data running. Thus, it caused the
researchers have to spend more time on the data running in order to run all the data

again. Besides, the researchers have also consuming more time on sending
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questionnaires to the targeted respondents through email and used the longer time to
wait the targeted respondents to reply the questionnaires. Moreover, before the
researchers started to do this research, researchers have limited time to decide on the
independent variables. All these are required a longer time to complete in the research,
however, these would not affect the progress of the research if researchers put more

efforts and have an efficient time management.

5.5 Recommendations for Future Research

For the future researchers who wanted to use primary data, it is time consuming in
sending questionnaires to targeted respondents through email and has to wait for their
reply or return the questionnaires to the researchers. Future researchers should adopt
or use phone call interview or face-to-face interview with the targeted respondents to
get the information which is needed for the research.

In addition, some questionnaires that send through email would be ignored by the
targeted respondents due to lack of interest and participation to the questionnaires.
Therefore, researchers recommended future researchers could distribute the
questionnaires to the targeted respondents’ company doorstep in order to make sure
targeted respondents participate in the survey and researchers can collect it at the
moment. This ensures the increased in the participation of targeted respondents to the

guestionnaires.
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Future researchers could have a more efficient and smoothly progression on their
research, the questions that set in the questionnaires should be concise and
comprehensive in order to ensure targeted respondents could understand the questions
and fill up the questionnaires. Moreover, the questions in the questionnaires should
have been in multi-language due to some respondents in future research might not
have received proper education. Multi-language questions ensure all the future

research respondents could clearly understand the questions in the questionnaires.

5.6 Conclusion

In short, the findings in this research show there are strong relationship between talent
management (career development, rewards and compensation, performance management,
job design, and talent acquisition) and employee retention in telecommunication
industry. After accomplished this researchthe understanding about the talent
management toward employee retention in telecommunication industry had been

improved.

The outcomes of this research shown a beneficial information to all companies no matter
the size of organizationsparticipated in telecommunication industry which are struggling
in these days that to promote talent management which could give impact towards the
employee retention. Thus, further study should becarried out to increased intention of
employees to continue stay at organization in order to help organizations improved the

productivity.
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Appendix: Questionnaire

S UNIVERSITI TUNKU ABDUL

RAHMAN
U T R Faculty of Business and Finance

UNIVERSITI TUNKU ABDUL RAHMAN

BACHELOR OF BUSINESS ADMINISTRATION (HONS)

FINAL YEAR PROJECT

TITLE OF TOPIC: ASTUDY ON THE RELATIONSHIP

BETWEEN TALENT MANAGEMENT AND EMPLOYEE
RETENTION IN TELECOMMUNICATION INDUSTRY IN

KLANG VALLEY

Survey Questionnaire

Dear respondent,

| am final year undergraduate student of Bachelor of Business Administration
(HONS), from UniversitiTunku Abdul Rahman (UTAR). The purpose of this survey
is to identify the relationship between talent management and employee retention in
telecommunication industry in Klang Valley.

Thank you for your participation.

Instructions:

1.

2.
3.
4.

There are THREE (3) sections in this questionnaire. Please answer ALL questions in
ALL sections.

Completion of this form will take you approximately 5 to 10 minutes.

The contents of this questionnaire will be kept strictly confidential.

Please be informed that in accordance with Personal Data Protection Act 2010
(“PDPA”) which came into force on 15 November 2013, UniversitiTunku Abdul
Rahman (“UTAR?”) is hereby bound to make notice and require consent in relation to
collection, recording, storage, usage and retention of personal information.

Acknowledgment of Notice:
By completing this survey question, | have been notified by the student and that |
hereby understood, consented and agreed per UTAR notice (refer to Appendix 1).

Name: Siew Cheng Li E-mail address: siewchengli95@gmail.com
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Section A: General Information

The following questions refer to the general information of the respondents. Please tick the
appropriate box to represent your answer. Your answer will be kept confidential.

1. Gender:
[1 Male

[l Female

2. Ethnicity:
[ Chinese
[] Malay

[] Indian

[] Others (please specify)

3. Age:

[] 20 years old and below

[121 - 30 years old
[131-40years old
[1 41- 50 years old

[] 51 years old and above

4. Length of service:
[] Less than 1 year
[11-3years

[14 -6 years
[17-9years

[] 10 years and above
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5. Highest academic qualification:

[l PMR /SPM
[] Diploma / Advanced Diploma
[] Bachelors

[1 Masters

7 PhD

[ Others (Specify) .................
6. Gross Monthly Salary:

[J Less than RM 1000

7 RM 1000 — 2000

"1 RM 2001 — 3000

7 RM 3001 — 4000

7 RM 4001 — 5000

[ Above RM 5001

7. Administrative Job Title:
[ Executive

[J Middle Manager

[1 Manager

[J Non managerial employees
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Section B: Dependent Variable

The statement in this section is related to employee retention in telecommunication
industry.
Please circle the number that best reflects your opinion about the statement using 5
Likert scale which that [(1) = strongly disagree, (2) = disagree, (3) = neutral, (4) =
agree and (5) = strongly agree]

Employee Retention:

N

o

Statement

SD

My company means something for me.

I am satisfy with my current job.

I have no plan to search for a new job.

| intend to stay and continue with my company.

OB IWIN|F-

I stay with my company because | feel appreciated.

RlR (kR

NN NN (N T

Wwlwwlw|lZ

INFNENENEND -

gljojorforjo
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Section C: Independent Variables

The statement in this section is related to the talent management factors (career
development, rewards and compensation, performance management, job design,
talent acquisition) affecting employee retention. According to your experience as
anemployee in telecommunication industry, please circle the number that best reflects
your opinion about the statement using 5 Likert scale which that [(1) = strongly
disagree(SD) , (2) = disagree(D) , (3) = neutral(N) , (4) = agree(A) and (5) = strongly
agree(SA) ]

Talent Management:

Career Development

Statement SD|D|N|A|SA
1. My company always plans on employee career growth. 1 (2[3|4] 5
2. Employee career development programs such as training areoffered | 1 |2 | 3 |4 | 5
for the employees.
3. My company has in-house development programs to develop its 1123|145
employees.
4. My company has provision of career mentors. 1 (2[3|4] 5
5. Employee career development benefits are provided inmycompany. | 1 |2 | 3[4 | 5
ii. Rewards and compensation
Statement SD|D|N|JA|SA
1. My company will increase my salary frequently. 1 1213(4]| 5
2. My company will reward me if | perform well. 1121314 5
3. | feel motivated to work if I get promoted by my company. 112|134 5
4. My company provides chance for me to learn and develop. 11213141/ 5
5. | feel appreciated by my company whenever | completed my task. 112|134/ 5
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Performance management

Statement SDID|N|A|SA
1. Promotion in my company is based on individual 1 1213|145
performance.
2. My company has a system to ensure performance and 1 1213|145
feedback.
3. lunderstand the expectations and requirements of my 112(3|4]|5
performance.
4. My company conducts performance reviews regularly. 1 1213|465
5. Performance criteria is appropriate and fair to me. 112(3|4]|5
Job design
Statement SDID|N|A|SA
1. The job requires me to perform of a wide range oftasks. | 1 |2 |3 |4 | 5
2. The job requires me to utilize a variety of differentskills | 1 |2 |3 |4 | 5

in order to complete the work.

3. | have the opportunity to communicate with othersinmy | 1 |2 |3 |4 | 5
work.

4. The job takes place in an environment free from health 112(3|4|5
hazards (e.g. chemicals, fumes, etc.)

5. The performance of my work is likely to decide the| 1 |2 |3 |4 | 5
satisfaction of customers.

Talent acquisition

Statement SD

INlw)
w|Z
>

<

1. My company provides me a comprehensive list of duties | 1
and responsibilities upon reporting the first day.

2. My company briefs me on the structure, mission and 112(3|4]|5
vision of the organization.

3. My company took me round the premises and introduced | 1 |2 |3 |4 | 5
me to other departments.

4. My company always takes a long view of building a 1 1213|145
candidate talent pool for the future.
5. My company places the right people in the right jobs. 1 12|3|4]5

Thank you for taking time out to participate in our survey. We truly value the
information you have provided.
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Appendix I
PERSONAL DATA PROTECTION STATEMENT

Please be informed that in accordance with Personal Data Protection Act 2010 (“PDPA”) which
came into force on 15 November 2013, Universiti Tunku Abdul Rahman (“UTAR”) is hereby
bound to make notice and require consent in relation to collection, recording, storage, usage and
retention of personal information.

Notice:

1. The purposes for which your personal data may be used are inclusive but not limited to:-

* For assessment of any application to UTAR

® For processing any benefits and services

® For communication purposes

* Foradvertorial and news

® For general administration and record purposes

® For enhancing the value of education

® For educational and related purposes consequential to UTAR

* For the purpose of our corporate governance

* For consideration as a guarantor for UTAR staft/ student applying for his/her scholarship/

study loan

2. Your personal data may be transferred and/or disclosed to third party and/or UTAR
collaborative partners including but not limited to the respective and appointed outsourcing
agents for purpose of fulfilling our obligations to you in respect of the purposes and all such
other purposes that are related to the purposes and also in providing integrated services,
maintaining and storing records. Your data may be shared when required by laws and when
disclosure is necessary to comply with applicable laws.

3. Any personal information retained by UTAR shall be destroyed and/or deleted in accordance
with our retention policy applicable for us in the event such information is no longer
required.

4. UTAR is committed in ensuring the confidentiality, protection, security and accuracy of your
personal information made available to us and it has been our ongoing strict policy to ensure
that your personal information is accurate, complete, not misleading and updated. UTAR
would also ensure that your personal data shall not be used for political and commercial
purposes.

Consent:

1. By submitting this form you hereby authorise and consent to us processing (including
disclosing) your personal data and any updates of your information, for the purposes and/or
for any other purposes related to the purpose.

2. If you do not consent or subsequently withdraw your consent to the processing and disclosure
of your personal data, UTAR will not be able to fulfill our obligations or to contact you or to
assist you in respect of the purposes and/or for any other purposes related to the purpose.

3. You may access and update your personal data by writing to us at siewchengli95@gmail.com

Thank you for your time and opinion.
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