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There is no question that effective talent management requires a well-defined process.

Talent

management includes all talent processes needed to optimise people within an organization. The
processes include: attracting, recruiting targeted selection, performance management, succession
planning, talent reviews, development planning and support, career development, and workforce
planning. The hired employees should be developed to mould into the organization culture so that
they support the vision and mission of the organization. Industries must be able accommodate expect
technological advances and compete with other businesses around the world in this ever-evolving
contemporary environment. This necessity makes it important for a company to evolve through the
learning and continuous development of its employees. The safeguarding and retention of professional
workers is crucial in the process because the expertise and abilities of our employees are essential to
the success of businesses. As retention of employees is very important to a company's operations and
competitiveness, this study focuses on the organizational and personal factors that affect the retention
of employees. The research problem in this study was to investigate how successfully Talent
Management in retaining and managing technical specialists in Oil & Gas industry. To achieve this
objective a comprehensive study was undertaken on talent management and employee retention. The
study involved conducting a literature survey to understand the processes that are necessary for
implementation of talent management and employee retention in an organization. An empirical study
was later conducted to investigate whether the processes of talent management and employee
retention have been successfully implemented. The survey was compared to the literature review to
determine whether the organization complied with the findings in the literature review.
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CHAPTER 1
INRODUCTION

1.1 Background

“

We are living in an age where technological advances are fast and, consequently,
technological, cultural, social, and political changes are inevitable. Attracting talented
employees to the business, maintaining them and satisfaction their loyalty to the business,
availability of education and career development opportunities, career management,
Succession Planning and service of coaching by the managers to their staffs are
considered as important points (MacLennan, 2017). The staffs now prefer business
environments in which they will develop, renovate themselves, learn continuously and in
which their ideas are supported and encouraged. Talent management has become a main
issue in the public and private organizations and business administration field from the
end of the nineties and as a new stage talent management is becoming a way of
applying human resource management functions in the organizations (Garvey, Garvey, et
al. 2017).”

“

The labour market has entered a new era as a result of innovation, knowledge
development, globalization and increased competition (Serrat, 2017). On the other, the
costs of recruiting employees, and low retention of expert employees, are major expenses
for any organization. The success of organizations depends on employee retention which
helps the organization in reducing employees turnover intention and enhancing
organizational efficiency (DaviD, 2016). So, organizations pay more attention on
retention

and

attraction

rather

than recruitments

and selection

to survive

in

competitive environment (Naim, and Lenka, 2018) and talent management plays an
important role in this process. According to Naim over half of the researchers agreed that

talent management is one of the most important issues today and will be a growing
concern in the future. This leads to the conclusion that even though companies are aware
of talent management and value it, the first steps in adopting talent management have been
taken by very few companies, and furthermore, there are few companies that have a
holistic point of view on talent management (Buers, Karpinska, et al. 2018). Despite a lot
of academic work from several researchers, more exploration is needed to understand the
effects of talent management on employee retention. Thus, the purpose of this research is
to empirically investigate the impact of Talent Management – Retaining and managing
technical specialists in Oil & Gas Industry in Malaysia.”

1.2 Problem Statement

“

Retention of talent has been a principal topic of discussion in the academic
Human Resource Management (HRM) literature for some time now and has become
increasingly important since knowledge has grown to be a key corporate asset (Ohunakin,
Adeniji, et al. 2019). Employee retention is commonly considered to mean the ability to
maintain a stable human resource. It is often linked to spirit and to organizational trust.
Retention is a complex concept and there is no single recipe for keeping employees
with a company (Gupta, 2019). Employee retention can also refer to the outcome of how
many is retained per year. Patterson, (2019) supports this belief and are talking about the
concept of employee retention.”

“

Employee retention refers to all those efforts, done by the organization, which
increases the chances for an employee to stay in the organization for a longer time. High
employee turnover in addition to shortage of labor and an increasing business sector calls
for employee retention. Attraction and retention of talent technical specialists for a
reasonable time in an organization is a major challenge facing Oil & Gas Industry in
Malaysia. The benefits of an effectively implemented talent management strategy include
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improved employee recruitment and retention rates. Retention of knowledge workers can
become a source of competitive advantage for a company (Gan, and Yusof 2019). One of
the greatest benefits of a talent management is its effect on

the recruitment and

retention of valuable employees. According to Shojaei, and Beheshtifar (2019) employee
retention is the biggest challenge faced by HR in Oil & Gas industry in Malaysia the
modern economy. The author suggested some effective retention strategies and
Procedures i.e. employer branding, changing hiring practices, talent management, and exit
interview. Thus, this study intent to identify how should talent management be applied in
organizations to retain and manage technical specialists in a technical career like O&G
industry.””

“

Letchmiah, and Thomas (2017) in Research "A strategy for Retention of highpotential employees in a development finance company" investigated the effect of
talent management on employee recruitment, retention and engagement. The study
revealed that the benefits of an effectively implemented talent management strategy
include improved employee recruitment and staffs retention rates, and enhanced
staffs engagement. These outcomes have been associated with improved operational and
financial performance. Radhakrishnan, (2019)

investigated

talent

management

strategies and employee engagement implemented in three leading cement companies in
Ireland. The study revealed that robust talent management planning, well supports of
the management, organizational unity, balance of work and Routine life, and other
environmental and organizational factors were important factors that keep talent staffs to
organizations. McCracken, Currie, et al. (2016) investigated the strategies and practices
of talent management and their impact on employee retention and effectiveness of its
execution. The study revealed that age of employees is independent from satisfaction
but experience of employees does affect the satisfaction with the practices of talent
management. Walsh and Ambrosius, (2018) in article “Developing in-house careers and
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retaining management talent” revealed that although compensation and work and life
balance are important, it is the absence

of

opportunity

for

professional

and

organizational growth and development that affects management retention (Pandita, and
Ray 2018). Johennesse, and Chou (2017) revealed that the retention war starts at the
hiring stage, with companies recruiting employees whose talents and interests fit with
both the short- and long-term needs of the organization. Gupta, (2019) considered Effects
of talent management on organizational trust in Ankara O&G and revealed that changing
mid-range and senior hotel executives perceptions of talent management in a positive way
will have a positive impact on trust in the organization Thus it is important to identify how
does the talent management role will be affected the retention of technical employees.”

1.3 Research Question

1.

To what extent has talent management in the organisation affected retention
of technical specialists?

2.

Which are the most significant factors influencing retention of technical
specialists?

1.4 Research Objective

1.

To examine the effect of talent management on employee retention of
technical specialists in a large Oil and Gas company.

2.

To investigate which factors are important in influencing employee retention
of technical specialists.

4

1.5 Scope and Limitation of Study

“

This study was investigated on talent Management –Retaining and managing

technical specialists in Oil & Gas Industry in Malaysia. On other hand this study also
intent to clarify how should talent management be applied in organizations to retain
and manage technical specialists in a technical career like O&G industry. The studies
setting which will be conduct among all staff in Sapura Energy Berhad in The Mines
Selangor area. The results of this study are expected to identify how does the talent
management role will be affected the retention of technical employees. This issue is
very important to be studied as the impact of talent management effect on retention of
technical employees.””

“

The limitation of this study is there are only one issue was examined in this study
it was the how the Oil & Gas Industry organizations strives to retain and manage
technical specialists. Thus it was advisable in future to explore further on the issue of
what are the challenges that faced by Oil & Gas Industry during Covid-19 pandemic
(negative oil price). On other hand this study also intent to collect data using
questionnaire were the researcher only choose only place which was head office area
to collect data. This phenomena reflect bias in data collection were the researcher only
collect data among the one particular group which was Oil & Gas Industry. Therefore
in future it was important to conduct a research overall Malaysia in order to explore
further on the study in order to gain knowledge on this subject.”

1.6 Significance of Study

1. This study will give new awakening to the Malaysian researchers and Oil & Gas
Industry in Malaysia in conducting a further analysis to explore on how to retention
the technical employees.””
5

2. The Oil & Gas Industry in Malaysia may use the results of this study as a reference to
restructure their strategy in considers and resolve the issue of retention the technical
employees.”

3. This study will give an appropriate action as suggestions on how to overcome possible
barriers that inhibit retention the technical employees in Oil & Gas Industry.”

4.

Academicians can use this study to explore further on the issue of how talent
management be applied in organizations to retain and manage technical specialists in
a technical career like O&G industry and they can propose suggestion that actually
lead to possible barriers that inhibit retention the technical employees in Oil & Gas
Industry.”

5.

Besides that, all the researcher in Malaysia can take systematic steps in develop the
better knowledge in retention the technical employees in Oil & Gas Industry issues
that can give greater impact among all researcher and readers.”

1.7 Definition of Variables
Talent management


Talent management refers to the anticipation of required human capital for an
organization and the planning to meet those needs.” (Cappelli and Keller 2017)

Technical Specialists


Technical specialists are highly skilled and educated individuals that work closely
with network analysts to monitor diagnose and treat technical issues related to
almost all aspects of computer networking operations.”(Zhukovskiy,Vasilev, et al.
2017)
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Retaining Employees


“Employee retention refers to the ability of an organization to retain its
employees.” (Goldstein, Pulakos, et al. 2017)

1.8 Research Framework

Independent Variable

Dependent Variable

Employee Retention

Appreciation &
Stimulation

Leadership Skills

Pressure of Work

Application of Talent
Management

Figure 1: Research Framework

Based on table above we found that there are total 4 independent variables and it was
(appreciation & stimulation, leadership skills, pressure of work and application of talent
management. Moreover, there are only one dependent variable and it was employee
retention. The researcher will reveal the actual relationship of those five independent
variables toward dependent variables after data analysis was conducted.
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1.9 Research Hypothesis

H1:

Appreciation and stimulation is perceived to be positively related to employee
retention in the organisation.

H2:

Leadership skill is perceived to be positively related employee retention in the
organisation.

H3:

Pressure of work is perceived to be positively related to employee retention in the
organisation.

H4:

The application of talent management is perceived to be positively related to
employee retention in the organisation.
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CHAPTER 2
LITERATURE REVIEW

2.1 Introduction

“

This chapter will discuss the method of data collection if the researcher discusses
all the procedures that will be used to collect the data on talent management be applied in
organizations to retain and manage technical specialists in a technical career like O&G
industry.

2.2 Concept of Talent Management

Talent management has become a central component of corporate human resource
strategies and has recently gained increasing interest in the area of HRM/HRD research
(Berger and Berger, 2003; Burbach and Royle, 2010; Capelli, 2008). And also, it‟s better to
develop talent rather than acquiring talents. But the industries do develop and recruit the
talents and managing. Hence the importance of talent and talent management has been
prioritized in life cycle of human resource activities. According to Lewis and Heckman‟s
(2006) Talent Management comprises of three different conceptions which are as follows a)
a collection of typical human resource department practices, b) the flow of human resources
throughout the organization, and thirdly c) sourcing, developing and rewarding employee
talent. Organizations that have declared their commitment to talent management, a sense of
“passion”, and “pride” can be found amongst those responsible for its implementation
(Morton, 2005). Chambers e t al (1998) mentioned that organizations need to “elevate talent
management to a burning corporate priority. Talent management emerges as being different
from traditional HRM, incorporating new knowledge rather than being a simplerepackaging
of old techniques and ideas with new labels (Chuai, Preece, and Iles, 2008). (Evans, 1999)
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argues that companies have begun gradually to realize that talented employees play a
critical role to the success of the organization. Talent management meets the demands that
are associated with increased complexity and uncertainty. To achieve sustainable success,
an organization should align these processes with its business strategies ((Nilsson and
Ellström, 2012). Having talented individuals on the payroll is one thing; leveraging their
capabilities to secure competitive advantage is another (Lawler, 2009). Talent management
practices in industry practices are of different dimensions such as Workforce planning,
recruitment, on boarding new hires, training and development, coaching, employee
engagement, high performance development, rewards and recognition, succession planning,
record keeping reporting and analysis, culture and values (Joel, Alemibola Andelegbe,
2012).

2.3 Talent Management

“

Since 1998 when McKinsey coined the term war for talent, it has become a topic
of debate in board rooms and academia both. Michaels, Jones, and Axelrod (2001)
observe that talent management has become a hot topic everywhere. A review of the
literature brings to light that there is a lack of clarity regarding the meaning and scope of
talent management. The various definitions (Stahl et al, 2012; Joshi and Agarwal, 2011;
Hajimirarab, Nober and Ghalambor, 2011; Serrat, 2010; Collings and Mellahi, 2009;
Grobler and Diedericks, 2009) of talent management point out three set of approaches
regarding the scope and objectives of talent management. The first approach is general in
nature. It seems that there is hardly any difference between human resource management
and talent management. Like human resource management, talent management is
concerned about everybody in the organization. The advocates of this approach are of the
view that every person is important for an organization. Armstrong (2006) believes that
talent management seeks to achieve the extraordinary results with the ordinary people.
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Ashton and Morton (2005) state that talent management attempts to yield superior
performance among all levels in the workforce thus allowing everyone to reach his or her
potential, no matter what that might be. According to Redford (2005) talent management
is an approach to management that ensures that everyone at all levels works to the top of
his/her potential and eventually enhance organisational performance. This approach to
talent management believes that every individual has the potential or the ability that needs
to be taped and harnessed. For example, Williams (2000) believes that there is often a
wealth of potential competence waiting to be tapped, released and creatively channelled.
Therefore, it is the management practices and processes that need to be designed and
implemented in such a way that they bring the best out of the people. Talent management
is essential to catalyze and facilitate organisational learning and use of collective
knowledge.”

“

Unlike the first approach, the second approach examines talent management as the
exclusive concept which is just concerned about a particular set of people. It focuses only
on talent or high potentials rather than the entire work force. According to the proponents
of the exclusive approach, talent management is a set or a bundle of practices designed to
meet the demands for talent in the organisations, for example Kesler, (2002) and Pascal,
(2004) explain the term as a bundle of practices to make sure that the organisation has the
adequate supply of talented employees. Talent management is the strategic management
of the flow of talent through an organisation (Duttagupta, 2005). These views have been
echoed by other authors also. Garrow and Hirish (2008) are of the view that talent
management is about positive things – doing things for your best people, investing in
developing them, building on potential and therefore helping people make the best use of
their strengths and improve on their weaknesses. Wilcox (2005) believes that talent
management is a mechanism to provide an accelerated development paths for highest
potential employees. According to Smith and Campbell (2008) talent management is
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concerned with designing and implementing the strategies, culture, systems and processes
needed for talent sustainability The essence of these definitions is to attract, develop and
retain such individuals that are considered talented and are critical for the success of the
organisation.”
“
Besides these two extreme views (inclusive and exclusive) on talent there is one
very specific approach (Huselid et al, 2005) to talent that believes that the people who
occupy the key positions or key roles should be considered as talented employees. This
approach is position oriented. It calls for identification of the key roles first then
identifying those players who can fulfil the requirements of those jobs. Iles, Chuai and
Preece (2009) have presented the different approaches of talent management in the
graphical form (figure 1.0). It is evident from the above discussion and that there is a great
degree of difference in the understanding whether talent management should be focusing
on certain group of people or the entire workforce should be its concern. Besides the
difference of opinion regarding the scope of talent management (i.e. whether TM should
focus on a few selected groups of employees or it should consider all the employees of the
firm) the different definitions of talent management brings out a new set of discussion.
These definitions not only differ in terms of the scope, but they also create confusion
about the objectives of talent management. To get the deep insight about the talent
management, we explored various models proposed by different consultants and
researchers for implementing talent management in organisations to get competitive
advantage and prevent themselves from talent shortage that has become a vital problem
across the world today.”

“

DiRomualdo (2005) suggested four steps model that companies can adopt to
quickly access their talent management process and begin improving their talent
management competency. The model states that TM process begins with the identification
of key roles that are critical for the survival and growth of the organisation. Identification
12

of key roles is very important as it helps the organisations to ensure that it has the right
people at the right job and roles and responsibilities are properly matched. Once the key
roles are identified the next step is to take an inventory of the skills to determine the
availability of the skills for the critical jobs and to identify the possible solutions in case of
unavailability of the same. The most important aspect of the talent management process is
to have the scientific and systematic measurement tools and techniques in place to
evaluate the talent management processes and efforts. Every aspect of the process is to be
measured in terms of efficiency, impact and effectiveness. Finally, the talent management
efforts of the organisation will be able to deliver results only when there is a provision for
process wide feedback loop to ensure minimum loss of information and proper
dissemination of the objectives.

Bersin (2006) proposed a model that depicts talent management as a continuous
process that stems from the business plan or the strategic objectives of the organisation.
Business plan sets the direction and strength of the talent efforts that further helps the
organisation in identifying talent related challenges; design the relevant HR processes and
talent strategies. The model proposes that job roles and the competency management are
the foundations for the talent management. Competencies set the tone for descriptions,
provide the needed guidelines for workforce planning, recruitment, training and
development, compensation planning and decide the benchmark for performance
management. Knowledge Infusion (2006) proposed a talent management model that seeks
to create a road map to realise the organisational objectives. The model is based on the
concept of “Talent DNA” that has three components: 1. Identification of key roles, 2.
Identification of competencies required for the key roles and 3. Creation of database of the
competencies. Talent DNA is the building block of talent management that serves as the
link among the various HR processes such as succession planning, career planning and
performance management. The model provides a mechanism to make the effective and
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efficient talent related decisions. It further emphasises that TM is not about the effective
people management practices (such as procurement and succession planning) only. It
involves the integration of data, people, processes and analytics.”

Smith and Campbell (2008) proposed a descriptive model of talent management.
According to them “talent management is the work of designing and implementing the
strategies, culture, systems and processes needed for talent sustainability”. The
organisational systems and processes that are central to talent management include 1.
Executive commitment and engagement, 2. Critical talent identification, development and
succession, 3. Learning and development, 4. Competency model development and
deployment 5. Sourcing and recruiting, 6. Rewards and recognition, 7. Performance
management and 8. Knowledge management and the measurement of the effectiveness of
the systems and processes used for the purpose of talent sustainability. Talent
Sustainability is an organisation’s ability to continuously attract, develop, and retain
people with the capabilities and commitment needed for current and future organisational
success. They further believe that everyone in the organisation has a role to play in talent
management. The roles that they had identified are- “Talent orchestrators”, “Talent
accelerators” and “Talent influencers”.
”
“

Taleo consultants (2009) define talent management as the implementation of
integrated strategies or systems designed to improve processes for recruiting, developing
and retaining people with the required skills and aptitude to meet current and future
organisational needs. Like other models of TM, Taleo’s model also stresses the need for
the integration of talent management processes with business goals and thus become the
driver of business performance. The model also calls for strong executive commitment
and engagement along with the requisite infrastructure to ensure that the organisation has
the right quality and quantity of people. Bearing Point Management and Technology
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(2008) proposes that for success of the organisational mission, an integration of
organisational and employee based human capital strategies is very important. An
effective talent management programme needs an alignment between the overall
organisational strategic intentions, people management practices and the technology.
BearingPoint recognises that competencies serve as the critical foundation for creating a
high-performance organisation and therefore must be integrated into the core of any talent
management system. Appelbaum (2005), Senior Consultant, Development Dimensions
International defines talent management as the system in which people are recruited,
developed, promoted, and retained to optimize the organisation’s ability to realize positive
business outcomes in the face of shifting competitive landscapes and labor requirements.
DDI’s talent optimization model clearly explains that the talent management efforts of the
organisation must begin with the end in mind. (i.e. all the TM decisions must be focused
on the strategic intensions and desired outcomes.) The model emphasises at four levels of
organisational analysis to ensure that TM builds leadership capability and create flexible
organisation to meet rapidly changing market conditions.”

2.4 The critical components of the TM are:

“

1. scanning of the business environment, 2. Identification of the needed talent to
meet the challenges of the environment, 3. Preparation of the game plan and 4. A proper
policy to ensure that the plans are executed and implemented the way the organisation
wants them to be implemented. It can be concluded that the model shows a tight linkage
between talent management processes and outcomes of business. Morton, (2005) suggests
that there are several ways to begin talent management work. He believes that talent
management is holistic in nature and therefore there is no linear path to become talent
centric organisation. He concludes that wherever we begin with talent management, it
should enable the organisation to get moving.
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According to him the important components of talent management are: 1.
Identification of critical jobs, 2. Development of competency framework, 3. Creating tools
and processes for talent conversations, 4. Determining workforce vulnerability, 5.
Enhancing the performance management process and 6. Structuring the ways for the CEO
to be visibly involved. Hajimirarab, Nober and Ghalambor (2011) are of the view that
talent management has three principle components: talent identification, talent
development and talent motivation and retention. Regardless of the perspective taken, the
fundamental idea is that talent management has the strategic importance and can
differentiate an organisation when it becomes the core competence and when its talent
significantly improves strategy execution and operational excellence (Ashton, and
Morton, 2005). They suggest that the talent management must be integrated with the
business strategy, business planning and the organisation’s approach to people
management. Boudreau and Ramstad (2004) have tried to link the TM with the strategic
management of the firm by developing a model, which they call as the HC Bridge model.
They state that Human resource management adds value to organizations by focusing on
delivery of HR practices (such as staffing, development, compensation etc.).”

2.5 Factors of Talent Management

“

Based on the review of the studies and the experience interviews with executives
from oil and gas industry, the following factors of talent management have been identified
Executive Commitment and Engagement Executive commitment and engagement reflects
the degree to which company leaders involve with the talent management drive of the
organization and show their commitment to the details of talent management. Executive
commitment and engagement refer to the sense of ownership of the process on the part of
the top management and the support (time, efforts, budgets, guidance) it provides to the
organisation and the people. The organisation’s talent management efforts will not be able
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to deliver results if the top management is not committed to it Key Role or Positions Key
roles or positions refer to those jobs or roles or positions which are strategically important
for the organization. The roles that are critical in employing the strategic capabilities in
the execution of the strategy and have the performance variability are called as Key
roles/positions. Identification of Talent Pool Talent Pool refers to the individuals, who are
considered to have the competencies to carry out the jobs which are strategically
important.

It refers to the people who are able to work in “A” positions. Identification means
spotting of talent. That spotting may be from internal and or external sources. Attracting
the Talent Attracting the talent is critical first step in the talent management cycle. It refers
to the recruitment and selection of talent. It is the hiring strategy that is clearly linked with
the requirements of the jobs. It clearly calls for the differentiated staffing strategy for the
critical role incumbents and the others. Attracting of talent refers to strategic talent
acquisition.”

2.6 Performance Management and Reward

“

Performance management is a process that aims to enhance organizational
performance by positively impacting the contributions of individuals and groups within an
organization. It is a systematic process through which the organization seeks to achieve its
objectives. Development of talent refers to all those training and development activities
such as coaching, mentoring etc which are meant for the development of talent pool.
Drawing on the strengths and weaknesses revealed in the performance evaluations, people
in the key roles are required to undergo a continuous development programme. Succession
and retention of talent involves the creation of the pipe line of the talent that is ready for
the promotion as and when the need arises. Succession planning refers to identification,
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development and tracking of key individuals who eventually may assume the critical jobs
or key positions.”

2.6.1 Talent Management System (TMS)

“

Talent management system refers to the organization wide knowledge, skills and
abilities inventory management system which supports talent management planning and
decision making. It is a database of employees that shows the existence of critical talent in
the organization.”

2.6.2 Process Control and Measurement (PMS)

“

Process control and measurement refers to the system that ensures the compliance
with all aspects of the talent management processes. PMS is an audit of the processes,
people and the technology.”

2.7 Outcome of Talent Management

“

Besides the difference of opinion regarding the scope of talent management (i.e.
whether TM should focus on a few selected groups of employees or it should consider all
the employees of the firm) the different definitions of talent management bring out a new
set of discussion. These definitions not only differ in terms of the scope, but they also
create confusion about the objectives of talent management. Some of the researchers view
talent management as a tool to create competitive advantage whereas others aim to ensure
the availability of right kind of people or to create an organizational culture or to bring
change in the organization. Boudreau and Ramstad 92005) observed that talent
management is critical to organizational strategic success. Heinen and O’Neill (2004) also
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believe that talent management can be the best way to create a long-term sustainable
competitive advantage. Morton (2005) believes that talent management provides a host of
benefits to all the three parties (The individual employee, the organisation and the HR
professionals) who are involved in the process of talent management. He further cites the
research works such as Wyatt (1999, 2001) and Hewitt Associate’s Best employers in
Asia study (2005) that have mentioned the positive and significant correlation between
talent management and the employee and organisational level of outcomes such as
creativity and innovativeness, competence development, flexible work places, financial
results and organisational culture. It clearly brings out that talent management benefits the
individuals by providing them with tools and processes to learn, grow and remain
committed and engaged. Besides these individual levels of outcomes, it helps
organisations to create flexible work places. Collings and Mellahi (2009) argue that the
strategic talent management system has a positive impact on critical individual and
organisational level of outcomes. They clearly bring out the positive and significant
correlation between talent management and employee commitment and motivation and
career development. Morton (2005); (Mac- Beath (2006); Steinweg (2009) believe that the
important outcomes of talent management are career development and organisational
flexibility. Schuler, Jackson, and Tarique (2011); Grobler and Diedericks (2009); Tansley
et al. (2007) argue that competency development is one of the most important outcomes of
talent management.”
“
According to Cheese (2008) Talent management generates high performance
which in turn attracts new talent and creates means to reward it. It also helps improve
innovation. Horton (2002); Gandossy and Kao(2004);DiRomualdo et al.(2009) argues that
performance based reward system which is an important component of talent management
helps people to feel engaged (committed and motivated ) and helps organisations to create
flexible work force. Grobler and Diedericks (2009); Kontoghiorghes and Frangou (2009);
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Sullivan and John (2009) state that innovation and creativity and motivation and
commitment are the important outcomes of talent management.”

2.8 Origins of the term ‘Talent’ and Its development

“

Tansley (2011, p. 267) states that “the word talent is more than thousands years
old”; and further noted that it has various interpretation and identification which are all
dependent on time, people, and locality. Therefore, to better understand the concept of
‘talent’ one needs to trace how the concept has evolved over time. Thus in ancient times
and in the Western context, ‘talent’ generally referred to the amount or unit of weight or
money. This narrative originated from the ancient Greek word ‘talanton’ meaning
‘balance’ or ‘weight’. The Latin language then borrowed it as ‘talentum’, and used it
metaphorically

to denote ‘mental inclination’ (Ayto, 2005). By contrast, in the Eastern context, for
example, Japan, the equivalent term for talent in Japanese was ‘saino’ meaning ‘ability
and skill or accomplishment.’ Tansley (2011) views talent as an accomplishment acquired
(or developed) to attain perfection (Tansley, 2011). The view of ‘talent’ as combinations
of ‘mental inclination’ and ‘talanton’ (‘balance’ or ‘weight’ of money) is also
demonstrated when the word is used in the parable of talents. In the parable (Matthew
25:14-30), the master gave his servants talents (or money) based on their ability, in which
two of them invested wisely and thus earned them interest and also their master’s
approval; while the other less enterprising servant simply buried his talent. According to
Tansley (2011) the word ‘talent’ was a synonym to the word ‘capital’ when the parable
was translated from the Greek language to English. This led to the word ‘human capital’
and ‘talent’ becoming synonymous within the world of management.”
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“In the thirteenth century talent was more focused on ‘inclination’ or
‘disposition.’ According to Gallardo-Gallardo et al (2013) talent was viewed as the
inherent interest of individuals to do something, or the inherent qualities and
characteristics of individuals. Accordingly, they suggested that talent could be either
viewed from ‘subject’ (talent as natural ability, talent as a commitment, etc.) or from the
‘object’ (talent as all people, talent as some people, etc.) approach. This is in-line with the
old French word of talent which viewed talent as ‘will’ or ‘desire’, therefore, it can be
argued that talent used in the thirteenth century laid the background of the meaning of
talent used today only with more aspects such as competence and contribution added.
From the fifteenth to seventeenth centuries, talent meant a person's mental ability or
particular special abilities or attitudes (otherwise gifted talent). According to this view,
this gift was a gift from God and although this was a gift from God, this gift could be
‘improved’ (Gallardo-Gallardo et al., 2013) which implies that there was a big element of
learning or acquired skill involved. During this time, talent referred to the individual’s
‘aptitude or ability’; the focus was on the competencies of individual and thus competence
was very important.”

“

By the nineteenth century when there was a more agreed definition of talent the
concept began to be ‘exported’ into the domain of management and thus became linked to
human resource management (HRM). The issue of talent had become more pronounced
and as a result, the McKinsey Consultancy Company coined the phrase ‘war for talent’
due to the general lack of talent in the workforce. Here talent referred to high potential
workers who can contribute to high performance; and thus the business success (Michaels
et al, 2001). To achieve high performance, Ulrich and Smallwood (2012) note that this
entails ‘competence x commitment x contribution.’ It is clear that across the period of
history examined, the meaning of the concept of talent has developed (see Figure 2.1
below). However, there is no consensus in using this term, with its interpretation and
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identification dependent on time, people, and place. For example, Tansley (2011, p. 266)
argued “…there is no single or universal contemporary definition of talent in any one
language.” Part of the issue here has to do with the development of the concept of talent
in that talent can be viewed either as ‘natural ability’ or ‘mastery’ or a combination of
both.”

2.9 Why Organisations need talent?

“

Since the coinage of the phrase ‘the war for talent’ by the McKinsey Consultancy
Company, there has been a lot of focus on the concept of ‘talent’ by both practitioners and
researchers (Beechler & Woodward, 2009; Iles, Chuai, & Preece et al., 2010; Iles, Preece,
& Chuai, 2010; Lewis & Heckman, 2006; Lynton & Beechler, 2012). Part of the reason
for this intense focus on talent is due to the fact that it is one of the most important
resources with regards to organisational success (He, Li, & Keung Lai, 2011; Huselid,
Beatty, & Becker, 2005). Goffee and Jones (2007) suggested that talented workers are
able to combine their potential (good ideas, knowledge, and skills) and other resources
that the organisation

provides, in order to create ‘added value for the organisation’. Similarly, Lawler (2005, p.
5) noted that “the right talent is the fundamental building block when it comes to creating
an organisation capable of innovating and changing and using this as a source of
competitive advantage”. Thus, having the right talent at the right position can greatly
contribute to the business success. This view is also supported by Michaels et al., (2001)
who argues that organisations should be more focused on ‘A’ players who are believed to
contribute greatly to organisation performance, and within the same vein encourages
organisations to terminate the contracts of ‘C’ players whose contribution to performance
is low. Furthermore, Goleman (2006) argued that ‘talent’ adds value to the organisation;
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and it is has been estimated that it could be as high as ten times more than co-workers
could. Meanwhile, Lunn (1992, p. 46) argued that managers with different levels of talent
contribute to organisation profit differently — high talent increases profit by
approximately 37 per cent, while average talent increases it by 4 per cent, and finally low
talent decreases it by approximately 7.6 per cent.”

“

In fact, the contributions and benefits of talent are not merely limited to profit
generation but rather they spill over to other tasks as well. Thus, for example, Lunn (1992,
p. 13) indicated that they also performed much better than average workers in different
tasks 23 low complexity at 52 per cent better than average; medium complexity at 85 per
cent better than average; and in high complexity task at 127 per cent better than average.
From the above discussion, it is clear that talent is an important driver of business success,
and this explains why organisations fight for the best talent (‘war for talent’). Dries (2013,
p. 273) concluded that the ‘war for talent’ is rooted in two main assumptions that:”

“

The knowledge economy based traditional source of competitive advantage is
losing its edge, whereas the human talent source is a renewable resource and cannot be
easily copied or stolen by competitors; Attracting and retaining talented people is
becoming

increasingly difficult, mainly due to demographic trends. For example, in the Western
countries, the problem is that there are fewer younger workers, and this has been attributed
to the quality of education (hence, quality of workforce) not meeting the requirements of
the employers. In contrast, in Eastern countries, such as Thailand, there is an oversupply
of young workers; but these lack experience and education to fill key role. Therefore, we
conclude that talent is one of the most important resources for organisations. As observed,
“without better talent, most of the other actions (performed by organisations) would not
have been successful” (Lewis & Heckman, 2006, p. 142).”
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2.10 How the concept of talent is defined in Business and Management?

“

Given the above discussion about the evolution of the concept of ‘talent’, the
question therefore, becomes ‘What are talented workers in the 21st Century?’ The 15th
century debate implied that Talent was an ‘aptitude’, an ’ability’, etc. Before attempting to
answer the questions posed above and a few other questions that might arise thereof, we
will initially explore the different definitions of ‘Talent’ in business and management. The
McKinsey consultancy company introduced the phrase ‘war for talent’, and essentially
brought the concept of ‘talent’ to the forefront of the domain of business and management.
This was due to the shortage of talent, and they thus defined talent asthe sum of an
individual's abilities, their intrinsic gifts, skills, knowledge, experience, intelligence
judgment, attitude, character and drive’ (Michaels et al., 2001, p. xiii). Talent also
includes a person’s ability to learn and grow. Their view was that talent refers to the best
and the brightest top 10-20 per cent of employees (Michaels et al, 2001) or the top 25 per
cent according to Chabault, Hulin, and Soparnot (2012).”
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Table 2.1: Definitions of Talent in Business and Management

“

These definitions of ‘talent’ are wide ranging, and some of the general themes
include people “who show potential in the company; namely the leadership, top
performers, employees with leadership potential, and employees in “pivotal roles”. Thus,
for example, D'Annunzio-Green (2008, p. 810) argued that talented workers are high
potential and high-performance workers who are identified as promotable and have talent,
that is, people with talent that organisation values at all levels. D’Annunzio-Green (2008,
p.810) further argue that these people have specific skills or knowledge or possess special
expertise, which differentiates them from other employees and makes it hard to replace
them. This point-of-view is also propounded by Stahl et al. (2012, p. 4) who contended
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that ‘talent’ relates to “a select group of employees – those that rank at the top in terms of
capability and performance – rather than the entire workforce.”

2.11 How to Identify Talent?
“

Shortages of talent has become one of the world’s more pressing issues in the
business and management domain, and this is usually coupled with confusion about the
concept of talent. Lewis and Heckman (2006, p. 140) noted that the vague meaning of the
concept of talent in business and management “… confuses outcomes with processes, and
with decision alternatives.” Recently, researchers such as Tansley (2011) and GallardoGallardo et al. (2013) have made a great contribution to the definition of talent in the
business area, aimed at avoiding this confusion. Gallardo-Gallardo et al. (2013, p. 292),
thus noted that in the 13th century talent was viewed as the feeling that makes a person
want to do something or the natural qualities of a person’s character. In this regard, talent
can be viewed as an ‘object’ or talent as natural ability, talent as a commitment, etc. as
opposed to ‘talent’ as a ‘subject’ or talent as all people, talent as some people, etc. In the
‘object approach’ talent is viewed as the characteristic that people possess such as natural
talent, commitment to work etc., while in the subject approach talent is viewed as people
in the organisation. With acknowledgement of these great contributions to the study of the
concept talent, this research will borrow their contributions in investigating talent within
the domain of the O&G industry.”

Generally, talent workers are accepted as those individuals who give direct
contribution to the business strategy and goal, and also assist the organisation to stay
competitive (e.g. Bethke-Langenegger, 2012; He et al, 2011; Huselid et al 2005; Michaels
et al, 2001; Phillips & Roper, 2009). In the subsections below, the discussion on how
talent is identified is explored in more detail.
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In defining ‘talent’ it is almost inevitable that organisations would also
concentrate on the qualities that are needed from potential workers, and these qualities are
likely to be the ones that set ‘talented workers’ apart from other workers. These qualities
would vary widely from industry to industry, and indeed Tansley (2011) observes that
there are a number of ways of identifying talent e.g. talent as natural ability, and talent as
high-performance. Therefore, it is not easy to choose one over the other. In this thesis
some of these aspects on the nature of ‘talent’ will be discussed. Therefore, the question is
whether talent within the context of the O&G industry should be modelled based on talent
as natural vs. acquired ability; talent as all vs. some workers; talent as transferable vs.
context dependent; and also the qualities needed of a ‘talented worker.’ These aspects are
explored in detail below.”

2.12 Talent as ‘natural ability’ or ‘mastery’/versus acquired ability

“Part of the issue in defining and identifying talent emanates from the
development of the word talent. Talent can either be viewed from ‘a natural ability’ or
‘mastery’ point of view. The interpretation of the term talent differs according to different
areas (Tansley, 2011, p. 267) and also a debate about the role of nature versus nurture in
talent development. This is more so within the context of businesses and therefore not
surprising that Tansley (2011) noted that it is important to have a clear definition of talent,
as this will help the business to align their workforce with the business strategy and as a
result meet the business objectives. The debate about talent has long centred on whether
talent is innate meaning a natural gift, and genetic or acquired meaning nurture. For
example, research by Meyers, van Woerkom, and Dries (2013) and Howe et al. (1998)
have focussed on this debate. On one side of the debate are those who argue that ‘talent’ is
a natural ability or inborn trait and at the other extreme are those who argue that ‘talent’
can be taught and acquired through learning. Examples of advocates of talent as a ‘learnt
skill’ include Csikszentmihalyi (1998); Gagné (2004); Gallardo-Gallardo et al (2013); and
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Iles (2013) (See also Figure 2.2). Thus, for example, Gagné (1999) contends that talent
emerges from learning and is thus a mastery of a skill that is developed through practice
(cited in Iles, 2013, p. 301). Professor John A. Sloboda of the University of Keele pointed
out that “there is absolutely no evidence of a fast track for high achievers” (Colvin, 2008,
p. 19). Gagné (1999) further made the point clear by arguing that ‘talent’ is a mastery; that
it is systematically developed skills or training) rather than mere ability (cited in Iles,
2013).”

“

Csikszentmihalyi (1998, p. 411) points out that talent is not an all-or-nothing gift
but a potential that needs to be cultivated.” This idea is similar to the definition of talent in
Eastern countries such as Japan, in which the equivalent term to talent is ‘saino’ meaning
an ability, skills and accomplishment (Tansley, 2011), which implies that ‘talent’ can be
acquired and developed. Meanwhile, the advocates of the view of talent as a natural ability
generally view talent as a natural skill or natural gift (Lunn, 1992; Mosing, Madison,
Pedersen, Kuja-Halkola, & Ullén, 2014). Innate talents are more associated with some
particular fields (Tansley, 2011). Examples of such fields include art, music, sport, and
composers (Colvin, 2008). This view assumes that ‘talent’ in the main cannot be taught,
and thus for example Lunn (1992) argues that the spontaneous behaviour of talent is a
natural ability and not primarily acquired through effort.”

2.13 Talent: ‘All people’ or ‘Some people’?

“

Another important issue within this area is whether ‘talent’ refers to ‘some
people’ or ‘some workers’ or ‘all people’ or ‘all workers’? To fully understand the
qualities that workers bring to the organisation, it is important for organisations to look at
who is talent in the organisation (Stahl et al, 2012). Gallardo-Gallardo et al (2013) argued
that in the object approach (or those characteristics of people) talent is conceptualised as
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exceptional abilities and attitudes demonstrated by an individual i.e., talent as natural
ability, talent as mastery, talent as commitment, and talent as fit. The subject approach
focuses on people be it exclusive for example high performers and high potentials or
inclusive for example all employees. The object approach is discussed in Section 2.2.4.4.
Below, the focus is on the qualities of talent. Meanwhile, in this section, we focus on the
subject approach, and specifically on questions that might arise when adopting the subject
approach. Thus, if the subject approach is adopted, the question therefore is whether all or
some of the workers can be viewed as ‘talent’? Furthermore, how would adopting a
particular definition and viewpoint of talent influence the strategies adopted by the
research respondents/participants in managing talent in the O&G industry. The researcher
aims to get answers to this question during the fieldwork (through the use of interviews,
observations and documentation).”

“

The debate on who should be included as part of ‘talent’ offers contrasting
standpoints. There are those who advocate focusing on certain grades or skills within the
business as constituting ‘talent’. As an example, one view is expressed by Davies et al.
(2007, p.2) who argues that talent should not be restricted to particular grades or area of
responsibility, and thus contends that it appears at all work levels and in all functions. By
contrast, McDonnell and Collings (2011) argued that ‘talent management’, and by
implication ‘talent’ as well, should be focused, rather than including every employee in
the organisation. Focusing on highly skilled or business critical positions is referred to as
the ‘differentiated approach limited to high-potential employees’, in contrast to the nondifferentiated approach or inclusive approach, in which all employees are available (Al
Ariss et al., 2014). It is argued that there has been a change in the views on who should be
regarded as ‘talent in organisation’. Whereas in the past talent referred more to all
workers; in the more recent talent has tended to be more focused on some people.
Therefore, the recent trend has been to focus on those who can deliver the best
contribution to the organisation rather than all workers.”
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2.14 Employee Retention

Employee retention concept started to appear in business in the 1970s. Employee
retention means the ability of an employer to retain employees in the company (Chandra,
2016). Employee retention is a process to encourage employees to remain in the
organization for the maximum period of time (Raminder, 2017). Employee retention is
one of the cost saving measures for the company. Retaining existing employees help to
save company cost. Employee retention is the important backbone assets for the company.
The cost for employee turnover increases the company expenses such as cost for hiring,
training new employees and productivity losses. It is difficult to estimate the exact amount
for turnover cost. However, industry experts estimated 25% of an employee salary as a
conservative number for a replacement. Besides monetary lost, the resignation of an
employee leads to lengthy of time needed for hiring process and training of new
employees. Moreover, the efficiency of new employee is yet to be assured. In addition,
when an employee resigns, his valuable knowledge about the organization, customers,
current projects and experience will be left together with the employee.

The investment of the company includes time and money spent on the employee
is wasted as the expectation of a future return will not be realised (Prashant & Megha,
2013). There are three important theoretical models on employee retention. They are
Zinger Model, Employee Retention Connection’s Model and Integrated System for
Retaining Employees (Raminder, 2017). In Zinger Model, employee retention is targeted
to achieve a desired result. In order to achieve the result, strategy is needed for the
company. Connection or engagement is the central key for employee retention. Powerful
recognitions are needed to retain talent. This theory emphasizes that performance
management is contributed by employee retention, which engagement and retention
improve and boost the company performance. The organization esteem should be built by
aligning the employee with the company objectives. Disconnection between employee and
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organization should not be existed. Company expected a strong relationship between
employee engagement and retention, which in return helps to serve the customers
effectively. Employees should develop personal abilities and professionalism through
work to cultivate their strength, visibility and value. Work and task should contribute to
employee’s well-being. The organization performance is depending on health and
productivity of the employee individually (Sultana & Bushra, 2013). On the other hand,
Employee Retention Connection’s model stated that stimulating work, leadership,
recognition and rewards are the main elements which affect employee retention. Work can
be stimulating by giving several assistances such as decision-making authority, resources
and support, learning opportunities and personal recognition. Motivational leadership
encourage leaders to accept changes and open to new ideas. They should provide direction
of the organization vision, help others to develop their capabilities and become a model
that reflects the organization values. The company should focus on recognition and
provide rewards for those do well in their jobs. Success should be appreciated to build
self-esteem and enhance companionship and teamwork (Sultana & Bushra, 2013). Finally,
in integrated system for retaining employees, it stated that employee retention transforms
organization culture and enhances competitive edge of the company. The processes of
transformation include analysing organization climate, designing stimulating work,
training motivational leaders, competency building, career development, recognizing and
rewarding performance (Sultana & Bushra, 2013).

2.15 Talent Retention Strategy — Motivations and Drivers

“

Talent essentially means the total of all the experiences, knowledge, skills, and
behaviours that a person possesses and brings to work. Today’s business success is
dependent on having the right match of talent in the organisation (Boxall & Purcell, 2003;
Phillips & Roper, 2009). Thus, whatever its business or activity, the organisation’s
survival depends on the ability to define, discover, develop and deploy talent. Talent, thus
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need to be acquired, developed, and retained effectively in order to meet the business
goals (Cheese et al., 2008; Luthans, Luthans, & Luthans, 2004). For talent to meet its
targets as set by the organisation it needs the attention and support from the organisation.”

“

The retention of ‘talented’ employees is considered to be central to the success
and health of organisations (Suff, 2014). Talent generally has a very high turnover and the
O&G industry is not exempt from this major problem. Therefore, there is need to pay
considerably attention on how to retain talent. Improving employee retention should be
unique to the organisation; the organisations have to understand the reason why
employees are leaving their jobs. This will help them to improve employee retention
(Suff, 2014). Thus, Suff (2014), also recommended that organisations have to develop
sophisticated short-term and long-term strategies for promptly acting on issues of high
resignations. However, Horowitz (2011) almost takes an opposite view to that expressed
above. He argues that maybe organisations should not worry about retaining talent as it
may be too expensive to retain them. In fact, he sees talent as a potential source of
problems. His view is that having talent can reduce the performance in the organisation
because they misbehave in some cases (e.g. complaining constantly, rebelling, etc.), and
his recommendation is that any talent who misbehaves has to be fired rather that kept in
the organisation.”

“The other argument is that some talents stop trying once labelled as such. More
so, some researchers have reservations about the idea of recruiting talent for organisations.
For example, Horowitz (2011) argues that he would not keep the smart workers (high
performance talented worker) as these kinds of workers have too high a standard and too
high expectation in everything and they think they are better than anyone else. Despite
arguments such as that of Horowitz (2011); clearly there are far more benefits from talent
as already discussed.
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For example, Tansley et al. (2007, p.8), defined them as “…

“individuals who can make a difference to organisational performance, either
through their immediate contribution or in the longer-term by demonstrating the
highest levels of potential.”

In addition, as they are super-keepers, they can make the difference (Berger &
Berger, 2011). Employee retention is an important ongoing process in which the
organisation aims to retain employees for the maximum period of time or until the
completion of the project. It refers to the various policies and practices that let the
employees stick to an organisation for longer periods. To achieve employee satisfaction
and hence retention, organisations have to keep on learning how to keep their employee’s
satisfaction at the highest level, as employee retention is positively correlated to customer
retention and to quality of services (Lockyer, 2010; Walsh & Taylor, 2007). Therefore,
effective recruitment and development reduces turnover rate. Employee satisfaction is
concerned with trying to keep talented workers in the company; and this can be achieved
through job satisfaction and a work-life balance is also important (Deery, 2008). This is
especially true for the ‘Y’ generation who are the main workforce and have very high
expectations. Additionally, constantly motivating employees also plays a significant role
in employee satisfaction (Hagel & Brown, 2009). Individuals who classified as high
potentials are not only seeking well-paid jobs but that their payments and or returns based
on their performance (Katzenbach, 2006; Ryan & Sagas, 2009), that is, this group wants to
‘produce’ performances and contributions that they can be proud-of.”
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2.16 Conceptualising Approaches to Employee Development and Retention

2.16.1 Employee Retention

Previous research has identified several factors that have an influence on
employee retention. First important indicator of employee retention is their organisational
commitment (Curtis and Wright 2001).

Employees with a high organisational commitment are those who have a strong
identification with the organisation, value the sense of membership within it,
agree with its objectives and value systems, are likely to remain in it and, finally,
are prepared to work hard on its behalf. (Curtis and Wright 2001, p. 60).

This commitment is influenced by the organisation’s norms and practices,
especially the organisational climate (Kaliprasad 2006), and is not job specific (Bashaw
and Grant 1994). Next to organisational commitment, personal commitment and the
compliance with reciprocal obligations are important (Hytter 2007). Consequently, there is
a need to consider both organisational and personal factors in considering employee
retention. Several studies have investigated the relationship between job satisfaction and
turnover and found a clear negative relationship (e.g., Cotton and Tuttle 1986; Muchinsky
and Morrow 1980; Tett and Meyer 1993; Trevor 2001), meaning that when employees do
not feel satisfied in their job, the turnover is high and they are likely to leave the company.
Walker (2001) identified seven factors that can enhance employee retention: (i)
compensation and appreciation of the performed work, (ii) provision of challenging work,
(iii) chances to be promoted and to learn, (iv) invitational atmosphere within the
organisation, (v) positive relations with colleagues, (vi) a healthy balance between the
professional and personal life, and (viii) good communications.
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Together, these suggest a set of workplace norms and practices that might be
taken as inviting employee engagement. Hytter (2007) found that the personal premises of
loyalty, trust, commitment, and identification and attachment with the organisation have a
direct influence on employee retention. She also demonstrated that workplace factors such
as rewards, leadership style, career opportunities, the training and development of skills,
physical working conditions, and the balance between professional and personal life have
an indirect influence (Hytter 2007). Moreover, Tang et al. (2000) found that earning more
money has only an indirect influence on employee retention; it is of influence when the
job satisfaction of an employee is low. Other researchers confirm that effective training
and opportunities to learn and develop enhance employee retention (Arnold 2005; Herman
2005; Hiltrop 1999). High integrity and involvement on the part of the manager,
empowerment, responsibility, and new possibilities/challenges are also important for
employee retention (Birt et al. 2004). Finally, the positive influence of work experience
and tenure has been confirmed by other researchers (Gunz and Gunz 2007). Birt et al.
(2004) also found that the perception and experience of the employees with regard to these
factors has the greatest influence on employee retention. Despite the fact that a company
may try to bring all these factors into play to enhance employee retention, an employee
can still choose to leave the workplace because of, for example, bad management
(Kaliprasad 2006). The relationship of different personal variables such as age, gender,
number of children, and level of education to employee retention have yet to be fully
investigated. However, a clear negative relationship has been found between the level of
education and organisational commitment (Angle and Perry 1983; Glisson and Durick
1988). Expectations are that the level of education will relate to employee retention in a
similar manner, since organisational commitment is an important positive indicator for
employee retention (Curtis and Wright 2001). Research on the relationship between age
and gender on the one hand, and job satisfaction and organisational commitment on the
other, has not resulted in a clear conclusion.
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2.16.2 Learning and Working Climate

In considering this issue through the literature, the distinction between workplaces
adopting a ‘gap’ and an ‘appreciative’ approach has been made. In a company with a ‘gap’
approach in terms of organisational development (i.e., a gap between the skills needed and
those available in the workplace), change and development happen because a problem
needs to be solved (Verheijen 2005). This gap approach emphasizes what is wrong or
what does not function well in the organisation, constituting a deficit model. It is based on
the assumption that organisations are machines and, consequently, broken parts can be
fixed or replaced. To solve problems employees are retrained from less skilled to more
skilled, so that the organisational goals which were formulated in advance can be fulfilled.
It is assumed that everyone can become somewhat competent in almost everything, and
that weak points give the most opportunities to grow (Verheijen 2005). Problems can be
fixed by following a step-by-step plan consisting of four parts (Visser 2001).

Firstly, a problem is identified; an actual need has to be experienced. Secondly, a
thorough analysis of the possible causes is undertaken. Thirdly, possible solutions are
explored, and, finally, an action plan is developed. Visser (2001) states that this approach
often leads to short-term solutions and often misses important topics, thereby causing new
problems and worsening the initial situation (Visser 2001). Hence, a deficit attributed to
skill shortages is to be redressed by a linear rational approach to skill development
focusing on skills rather than the employees’ vocations, as Dewey (1916) would have
preferred. The ‘appreciative’ approach is based on the assumption that the basis for the
desired future is already present within the company (Cooperrider et al. 2007; Verheijen
2005). It is a person-centred approach, perhaps more in keeping with what Dewey (1916)
proposed and is in contrast to the gap approach, which assumes that weak points can be
transformed into strong points. The appreciative approach focuses on positive topics (Van
der Haar and Hosking 2004). Employees appear to participate much more fully and
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effortfully when they can do more of what they are good at (Bouwmans 2006), and are
interested in. Moreover, when applying an appreciative approach, a feeling of continuity is
intended to arise in ways that avoid negative reactions and indifference. Visser (2001) and
Rowden (2002) state that when employees are directly involved in organisational
development, their participation is likely to increase. This participation contributes to the
durable character of the organisational development and may arise from a continuous
dialogue between employees concerning their mutual future, which enhances cooperation
and team spirit (Hoogenboom 2002).

Five key distinctions can be made between the gap and the appreciative
approaches. The first distinction is related to the selection procedure. The appreciative
approach is interested in future employees’ strengths that can make the company stronger,
while the gap approach looks for a match between the shortages in the company and the
competence of the future employees. A second distinction concerns the development of
the organisation and the individual, and the motives for change. The appreciative approach
focuses on what can make the company successful. Individuals are supported in following
their interests and in further developing their strengths (Cooperrider et al. 2007) in so far
as they broadly contribute to the company. Within the gap approach, a problem that
prevents the accomplishment of the organisational goals is the reason for change. Training
of employees is possible only when there is a shortage in competence or skills. The third
distinction is related to the way problems are solved within the company. The appreciative
approach allows and even desires employees to take the initiative, while the gap approach
relies on already existing rules and procedures. The appreciation of employees is a fourth
area where the two approaches can be differentiated. The appreciative approach
appreciates employees for their strengths and initiative, while the gap approach
appreciates employees for fulfilling the expectations of the company. The final distinction
concerns the degree of stimulation of reflection by the organisation and the content of
those reflection processes.
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When these reflection processes focus on deficiencies, the gap approach is more
dominant within the organisation. The appreciative approach focuses more on the
strengths of the employees and is more directed towards new opportunities. In summary,
an appreciative learning and working climate contributes positively to employee retention
because it makes people feel acknowledged for their strengths and it creates possibilities
to develop people’s qualities (Cooperrider et al. 2007; Visser 2001). This approach is
consistent with what Dewey (1916) proposed about the importance of having a personal
trajectory as part of the concept of vocation. The gap approach may lead to a decrease in
motivation and engagement on the part of the employees and, thus, reduce employee
retention (Visser 2001). It has to be noted that, in particular, the way employees perceive
and experience the working and learning climate is found to be important for their
retention (Birt et al. 2004). This finding underlines the need to consider both personal and
organisational factors in considering initiatives to enhance the retention of skilled
employees.

2.16.3 High Potential Employees

Understandably, the retention and further development of highly skilled (or
valued) employees is often the key priority in terms of a company’s human resource
management strategy (Dibble 1999). Some companies have in place strategic policies to
respond to the upcoming global competition for the most skilled employees, which
include looking to the future. Presciently, Dibble (1999, p.3) suggested “If you think that
it is hard to retain your employees now, be aware that in the future it will be worse.”
Therefore, such companies may focus not only on high achievers at the present time, but
also on those with potential to become high performance in the future. High potential
employees are defined as those who are recognised by senior management as persons with
the potential to fulfil an executive function within the company (Cope 1998; Dries and
Pepermans 2008; Pepermans et al. 2003).
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The potential of these employees is such as these may differ from high achievers
because the term potential denotes possibilities, promise, and latent action (Altman 1997).
The scarce literature concerning high potential employees suggests that these employees
have multiple characteristics: intelligence, team spirit, negotiation skills, social skills, and
proactivity (e.g., Conner 2000; Lombardo and Eichinger 2000; Pepermans et al. 2003;
Snipes 2005). Further, other research studies have consistently found a number of
characteristics: creativity (Pepermans et al. 2003), leadership skills (Pepermans et al.
2003), learning potential (Conner 2000; Lombardo and Eichinger 2000), and autonomy
(Dries and Pepermans 2008; Snipes 2005). These characteristics can, therefore, be seen as
possible core characteristics of high potential employees. Finally, some general
characteristics are associated with high potential employees; these characteristics are the
ability to cope with stress, flexibility, and the courage to take risks (Pepermans et al.
2003). Previous research has shown that high potentials, in general, have a strong
organisational commitment (Bennis and Nannus 1985; Dries and Pepermans 2007), and
have a more traditional career path than do other employees, because companies prefer an
internal successor when it comes to top management functions. This preference causes
companies to invest more in these high potential employees than in other employees
(Dries and Pepermans 2008). In summary, the literature shows that high potential
employees are employees who are likely to become the future leaders of an organisation
because they possess several core characteristics like creativity, autonomy, being able to
cope with stress, et cetera. Since it is common for companies to invest more in these high
potential employees than in other employees (Cope 1998; Dries and Pepermans 2008), it
is expected that these employees will have a relatively high employee retention rate.
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CHAPTER 3
METHODOLOGY

3.1 Introduction
This chapter will discuss on the data collection method were the researcher will
discuss on the all the procedure will be used to collect the data regarding the Talent
Management-Retaining and managing technical specialists in Oil & Gas Industry in
Malaysia.

3.2 Research Design
The intention of this study is to examine the talent Management – Retaining and
managing technical specialists in Oil & Gas Industry in Malaysia. This study mainly
used quantitative approach to collect evident, whereby the data will be gathered
based on the answer from the respondent to the questionnaire. The reason behind the
structured questionnaire was using for collect data from Oil & Gas Industry in
Malaysia to assess the (talent management be applied in organizations to retain and
manage technical specialists in a technical career like O&G industry) variables under
investigation and to test the multiple hypotheses of this study. Sekaran (2013)
described that a research design is used to measure the relationships among variables
in order to explain, predict, and manage the phenomenon.”

3.3 Measurement of Variables / Instrumentation

Surveying is one of the sources that will be used to collecting data from
respondents to achieve the research goal. In supporting that Sekaran (2009)
postulated that, survey method is a suitable method in conducting quantitative study,
it save time, immediate response and cheap and reliable method in terms of cost if
compared to other data collection method. The design of research instrument was
described in Table 3.1:””
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Content/ No of Question
Section

Title/Variable

Section A

Demographic details








Section B

Application of Talent Management (TM)

Section C
Section D
Section E
Section F

Appreciation and Stimulation
Pressure of Work
Leadership Skills
Employee Retention

Gender
Age
Educational
Qualification
Work Experience
Current Designation
1 Questions
7
7
7
7
7

Table 3.1 Summary of Research Instrument

“

Based on above table 3.1 the researcher was listed the summary of research
instrument that used to collect data. The source of questionnaire was adapted from
various studies. The researcher was using seven-point likert scale from section 1 till 6 to
measure the perception of the respondent. The questionnaire was adopted form various
studies and some modification was done to the item to applicable in this study. To
measure the listed variables from section two till six the researcher as used the five point
likert scales which anchored at “1” Strongly disagree “to Strongly disagree “5” will be
used to measure should talent management be applied in organizations to retain and
manage technical specialists in a technical career like O&G industry.
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3.4 Population and Sample size

“

According to Sekaran and Bougie, (2013) Population refers to a group of people
in of organization that are chose by the researcher. Moreover Sekaran (2013)
postulated that population of a study should contain entire group of people, events, or
things of interest to be used by researcher in the investigation. The population for this
study all people works at Sapura Energy Berhad which is Oil & Gas provider in
Malaysia. The total population were choose for this study was N:750 and the sample
size was S:254 choose base on Krejcie and Morgan (1970) sample size diagram. The
sampling procedure that was adopted in this study for data collection was
convenience sampling method through questionnaire survey with a pre-planned
sample size but unfortunately only 110 feedback received. The questionnaire survey
was distributed in all respondents.
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3.5 Techniques of Data Analysis

There are various statistical techniques that conducted by many researchers to
draw accurate conclusion about their research interest. However, for this empirical
study the data was analyzed by using (SPSS) for further analysis.

3.6 Reliability and Validity

Reliability and validity are of vital importance in the measurement scales.
Reliability analysis is a measure of the internal consistency of indicators for a
construct (Hair et. al,1998). The purpose of reliability analysis is to determine how
well a set of items taps into some common sources of variance (Viswanathan, 2015),
and is frequently measured with Cronbach’s coefficient alpha. Cronbach’s coefficient
alpha is “the ratio of the sum of the covariances among the components of the linear
combination (items), which estimates true variance, to the sum of all elements in the
variance-covariance matrix of measures, which equals the observed variance”
(Bernstein and Nunnally, 2014).Validity is the extent to which a scale or set of
measures accurately represents the concept of interest. Content validity (Sireci, 1998)
was established during preparation of the questionnaire by using scales already
validated in the literature, carefully analysing the items.”

All the traditional measures are based after previously validated steps (Venkatesh
and Morris, 2015), and their reliabilities were considered acceptable. Then, construct
validity test was performed which contains discriminant abilities and convergent
validity. Discriminant validity reflects the level to which two conceptually similar
constructs are specific, and the correlation here should be low. Connection analysis
can be used to determine this type of validity. If the relationship result indicated that
the correlation between variables were not higher than 0.8 (Bagozzi, 1994), this
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would conclude that the various constructs are certainly not measuring the same
thing.”
Convergent abilities refer to the level to which the steps of the same construct are
correlated, and the correlation here should be high. It can be accessed via
confirmatory factor analysis (CFA) the common accepted method for this test
(Netemeyer et al., 2016). CFA allows the researcher to verify the factor structure of a
group of observed variables based on the existing knowledge of the theory, empirical
research, or both. If the measurement items of each build have individual factor
charge at least 0.50 and everything measurement items are significant (level of. 01)
for Bartlett's test of sphericity (Sanzo et al. , 2014) and index for Kaiser-Meyer-Olkin
(KMO) is at least 0.6 (Pallant, 2015), the scale is concluded has convergent quality.”

3.7 Factor Analysis

Factor analysis is commonly used to identify the validity of factors or dimensions
of each of the variables in order to reduce the large number of observed variables on a
small set of fundamental factors. In addition Emory and Cooper (1991) defines factor
analysis technique as to reduce a large number of variables to a smaller number, by
addressing which variables is belonging to which variables seems to say the same
thing. In other hand (Hair, 1998) stated that factor analysis can often be conducted on
rotated or is not rotating basis. This is where if a factor analysis conducted on a
rotating basis, it is has various technique but one of the popular techniques that widely
used in research is varimax rotation technique that tend to be give a clear separation
(Hair et al.2015).”
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3.8 Sampling Adequacy

Kaiser Meyer-Olkin (KMO) will be used in this study in order to measure the
adequacy of sampling among proposed variables. According to Verbeke and Viaene
(1999) (KMO) value should be greater than 0.60, while the value of 0.90 or higher is
considered to be excellent. Meanwhile, Kinnear grey (1994) classifies the (KMO)
value and its acceptance level; If KMO value was greater than 0.50 it can be good
factors.”

3.9 Measurement of Reliability

Carmine Zeller (1979) defines reliability analysis as a measure of freedom from
errors and at the same time, producing consistent results, in which the degree of
validity is defined as structural measures are unbiased, consistent measurements across
time and across various items in the instrument. Sekaran (2009) pointed that if the
reliability analysis result for the proposed variable is less than 0.50 it considered as
poor and if in range of 0.60-0.80 it was at acceptable or good level.”

3.10 Regression Analysis

In the regression process, R indicates

the bivariate correlation between the

detected values of the dependent variable and expected values based on the regression
equation, while, the (r) in lower case, is indicating partial regression coefficient in the
coefficient table that gives the regression equation of the model. R² (R square) in table
of regression model summary is representing the coefficient of multiple determinations.
Adjusted R² indicates the goodness of fit of the research model and the number of
independent variables involved.
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CHAPTER 4
DATA ANALYSIS

4.0

Introduction
In this fourth chapter, the data analysis result recorded will be elaborated based on

the research objectives prepared for this study. At the beginning of this research, the main
aim of this study has been stated which is to identify how should talent management be
applied in organizations to retain and manage technical specialists in a technical career
like O&G industry. Based on the main aim of this study, there were two research
objectives prepared by the researcher in order to achieve the main aim of this study. These
research objectives are as follow:
Ro1

:

To examine the effect of talent management on employee
retention of technical specialists in a large Oil and Gas company.

Ro2

:

To examine the effect of talent management on employee
retention of technical specialists in a large Oil and Gas company.

4.1

Reliability Analysis
In the early process of data analysis, reliability analysis was conducted at the first

place to determine the consistency reflect the construct measuring. In order to gain the
reliability analysis result, Cronbach Alpha test conducted on the samples gathered by the
researcher. Table 4.0 shows the result of Cronbach Alpha for this study:
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Variable

No. of

Cronbach

Items

Alpha

Section

Particulars

7

Section B

Application of Talent Management
(TM)

Section C

Appreciation and Stimulation

7

Section D

Pressure of Work

Section E

Leadership Skills

Section F

Employee Retention

Indication

Value
.848

.920

Good

High Internal
Consistency

.929

High Internal
Consistency

7

.937

High Internal
Consistency

7

.898

7

Good

Table 4.1: Cronbach Alpha Analysis Result

4.2

Demographic Profile
In order to gain more understanding on the respected respondents that participated

this study, respondents’ demographic profile were gathered and analysis by the researcher.
There were four questions prepared for this section which consists of respondents’ gender,
age, education qualification, year of working experience, and current designation.
Referring Table 4.1 and pie chart below, there were 75 respondents (68.2%) of the total
respondents were male respondents while 35 respondents (31.8%) of the respondents were
female respondents. As for the age of respondents, 44 respondents (40%) were age
between 23 to 30 years old; 38 respondents (34.5%) were age between 31 to 40 years old;
and 28 respondents (25.5%) were aged 41 years and above.
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Figure 2: Age of participants

Figure 3: Gender of participants

For the education background, the analysis result shows that 71 respondents
(64.5%) were Bachelor holder; 21 respondents (19.1%) were Diploma holder; 14
respondents (12.7%) were Masters or higher degree holders; and 4 respondents (3.6%)
were certificate holder. As for the year of working experience, it was found that 41
respondents (37.3%) have been working for 6 to 11 years; 37 respondents (33.6%) have
been working for 1 to 5 years; and 32 respondents (29.1%) have been working for more
than 12 years.
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Figure 4: Educational qualification of participants

Figure 5: Year of experience of participants

For the current designation, it has been recorded that there were 17 respondents
(15.5%) are manager; 26 respondents (23.6%) are working as Executive; 22 respondents
(20%) are non-executive; 8 respondents

(7.3%) are Head of Department while 1

respondents (0.9%) are VP and above. Other than that, it was also discovered that 106
respondents (94.4%) are positive that they like to work in the Oil and Gas sector while
only 4 of the total respondents (3.6%) does not like to work in this respected sector.
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Figure 6: Current designation of participants

Figure 7: Do you like to work in Oil & Gas sector?

50

Demographic Profile

Frequency

Percentage

Male

75

68.2%

Female

35

31.8%

23 to 30 years old

44

40%

31 to 40 years old

38

34.5%

40 years old and above

28

25.5%

Certificate

4

3.6%

Diploma

21

19.1%

Bachelor

71

64.5%

Master’s Degree or higher

14

12.7%

1 to 5 years

37

33.6%

6 to 11 years

41

37.3%

12 years and above

32

29.1%

Non-executive

22

20%

Executive

26

23.6%

Senior Executive

36

32.7%

Manager

17

15.5%

Head of Department

8

7.3%

VP and Above

1

0.9%

Yes

106

96.4%

No

4

3.6%

Gender

Age

Education Background

Year of Working Experience

Current Designation

Do you like to work in Oil and Gas Sector

Table 4.2: Respondents’ Demographic Profile
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4.3

The Effect of Talent Management on Employee Retention of Technical
Specialists in Oil and Gas Company

In this section, the data analysis has been recorded and presented to show the
effect of talent management on employee retention of technical specialists in a large oil
and gas company. This section consists of four dimensions which is the application of
Talent Management (TM); appreciation and stimulation; pressure of work; and leadership
skills.

4.3.1

The Effect of Talent Management on Employee Retention of Technical
Specialists in Oil and Gas Company: Application of Talent Management

In this sub-section, all the result analysis was extracted in Table 4.2 to show the
frequency analysis result for the effect of talent management on employee retention of
technical specialists in a large oil and gas company especially on application of talent
management dimension. There were 7 items of statements prepared for this section.
For the first item of statement (B1), there were 67 respondents (61.8%) were
agreed with the statement; 27 respondents (21.8%) were partially agreed; and 10
respondents (11.8%) were strongly agreed that there the TM processes and activities are
happening gradually in the organisation. As for the second item of statement (B2), it was
found that 61 respondents (56.4%) were agreed; 28 respondents (25.5%) were strongly
agreed; and 18 respondents (16.4%) were partially agreed that the respondents believe it is
good to apply TM for technical roles in the Oil and Gas industry.
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Figure 8: TM processes and activities are happening gradually in the organisation

Figure 9: Respondents believe it is good to apply TM for technical roles in the Oil and Gas
industry

On the third item of statement (B3), the frequency analysis result shows 63
respondents (57.3%) were agreed; 27 respondents (24.5%) were strongly agreed; and 18
respondents (16.4%) were partially agreed that TM transforms how the organisation
practices the right way of hiring people. For item of statement B4, the result analysis
shows that 62 respondents (56.4%) were agreed; 29 respondents (26.4%) partially agreed;
and 14 respondents (12.7%) were strongly agreed with the statement, whereby the
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company applies the TM principles without adopting any tools and protocols provided by
technology companies.

Figure 10: TM transforms how the organisation practices the right way of hiring people

Figure 11: The Company applies the TM principles without adopting any tools and protocols
provided by technology companies

As for the fifth item of statement (B5), it has been recorded that 62 respondents
(56.4%) were agreed that in the company, TM is implemented using a rules-and-planning
based approached compared to a feedback-from-employees approach. Then it followed
with 30 respondents (27.3%) were partially agreed; and 17 respondents (15.5%) were
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strongly agreed for the same statement. On the sixth item of statement, 66 respondents
(60%) were agreed; 24 respondents (21.8%) were partially agreed and 19 respondents
(17.3%) were strongly agreed that HR department in the organisation has been efficient in
its implementation of TM.

Figure 12: In the company, TM is implemented using a rules-and-planning based approached
compared to a feedback-from-employees approach

Figure 13: HR department in the organisation has been efficient in its implementation of TM

As for the seventh item (B7), the result analysis shows that 72 respondents
(65.5%) were strongly agreed; 25 respondents (22.7%) were partially agreed; and 13
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respondents (11.8%) were strongly agreed with the statement, which TM is applied by
empowering teams to manage projects as needs evolve.

Figure 14: TM is applied by empowering teams to manage projects as needs evolve

1

2

3

4

5

No.

Item of Statements

Strongly
Disagree

Disagree

Partially
Agree

Agree

Strongly
Agree

B1

The TM processes and activities
are happening gradually in the
organisation

3

2

24

68

13

2.7%

1.8%

21.3%

61.8%

11.8%

1

1

18

63

27

0.9%

0.9%

16.4%

57.3%

24.5%

1

1

18

62

27

0.9%

0.9%

16.5%

56.9%

24.8%

0

5

29

62

14

4.5%

26.4%

56.4%

12.7%

B2

B3

B4

I believe it is good to apply TM
for technical roles in the Oil and
Gas industry
TM transforms how the
organisation practices the right
way of hiring people

The Company applies the TM
principles without adopting any
tools and protocols provided by
technology companies
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B5

B6

B7

In the Company, TM is
implemented using a rules-andplanning based approach
compared to a feedback-fromemployees approach
HR department in the
organisation has been efficient
in its implementation of TM

1

0

0.9%

1

0

62

17

27.3%

56.4%

15.5%

24

66

19

21.8%

60%

17.3%

25

72

13

22.7%

65.5%

11.8%

0

0.9%

TM is applied by empowering
teams to manage projects as
needs evolve

30

0

Table 4.3: The effect of talent management on employee retention of technical specialists in oil and
gas company especially on application of talent management dimension

4.3.1.1 Descriptive Analysis
Table 4.3 represents the descriptive analysis result conducted in order to determine the
level of the effect of talent management on employee retention of technical specialists in a
large oil and gas company especially on application of talent management dimension.
There were 7 item of statements tested for these analysis where by the lowest mean score
is 3.7393 while the highest mean score is 4.0459. Based on the result findings, it was
found that the level of the effect of talent management on employee retention of technical
specialists in a large oil and gas company especially on application of talent management
dimension were at the average level with the total mean scores 3.7393.

No.

Item of Statement

Mean Score

Indication

B1

The TM processes and activities are
happening gradually in the organisation

3.7393

Average

B2

I believe it is good to apply TM for
technical roles in the Oil and Gas industry

4.0459

Average

B3

TM transforms how the organisation
practices the right way of hiring people

4.0367

Average
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B4

The Company applies the TM principles
without adopting any tools and protocols
provided by technology companies

3.7706

Average

B5

In the Company, TM is implemented
using a rules-and- planning based
approach compared to a feedback-fromemployees approach

3.8716

Average

B6

HR department in the organisation has
been efficient in its implementation of
TM

3.8165

Average

B7

TM is applied by empowering teams to
manage projects as needs evolve

3.8899

Average

3.7393

Average

Total Mean score

Table 4.4: Descriptive analysis result the level of the effect of talent management on employee
retention of technical specialists in oil and gas company especially on application of talent
management dimension

4.3.2

The Effect of Talent Management on Employee Retention of Technical
Specialists in Oil and Gas Company: Appreciation and Stimulation

In this sub-section, all the result analysis was extracted in Table 4.4 to show the
frequency analysis result for the effect of talent management on employee retention of
technical specialists in a large oil and gas company especially on appreciation and
stimulation dimension. There were 7 items of statements prepared for this section.
For the first item of statement (C1), there were 68 respondents (61.8%) were
agreed with the statement; 23 respondents (20.9%) were partially agreed; and 15
respondents (13.6%) were strongly agreed that on the job, respondents have sufficient
opportunity to use their personal talent and use my initiative. As for the second item of
statement (C2), it was found that 65 respondents (59.1%) were agreed; 28 respondents
(25.5%) were partially agreed; and 13 respondents (11.8%) were strongly agreed that the
respondents’ company gives them the opportunity to specialize in their strengths.
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Figure 15: On the job, I have sufficient opportunity to use their personal talent and use my
initiative

Figure 16: My Company gives them the opportunity to specialize in their strengths

On the third item of statement (C3), the frequency analysis result shows 71
respondents (64.5%) were agreed; 21 respondents (19.1%) were strongly agreed; and 15
respondents (13.6%) were strongly agreed that, respondents have the opportunity to do
something with their skills and knowledge in their job. For item of statement C4, the result
analysis shows that 65 respondents (59.1%) were agreed; 26 respondents (23.6%) partially
agreed; and 17 respondents (15.5%) were strongly agreed with the statement, whereby
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respondents’ superior appreciates it when someone has a new way of looking at a
problem.

Figure 17: In my job, I have the opportunity to do something with their skills and knowledge in
their job

Figure 18: My superior appreciates it when someone has a new way of looking at a problem

As for the fifth item of statement (C5), it has been recorded that 67 respondents
(60.9%) were agreed that the managerial staff try to understand the problems employees
experience in their work. Then it followed with 29 respondents (26.4%) were partially
agreed; and 12 respondents (10.9%) were strongly agreed for the same statement. On the
sixth item of statement (C6), there were 71 respondents (64.5%) were agreed; 24
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respondents (21.8%) were partially agreed and 13 respondents (11.8%) were strongly
agreed that respondents have the opportunity to organise their work so that it fits the way
they learn in this Company.

Figure 19: The managerial staff try to understand the problems employees experience in
their work

Figure 20: In this Company, I have the opportunity to organise their work so that it fits
the way they learn in this Company

As for the seventh item (C7), the result analysis shows that 67 respondents
(60.9%) were agreed; 32 respondents (29.1%) were partially agreed; and 11 respondents
(10%) were strongly agreed with the statement, which their Company stimulates them to
think about where they stand and where they need to get to achieve the company goals.
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Figure 21: My Company stimulates them to think about where they stand and where they need to
get to achieve the company goals

No.

1

2

3

4

5

Strongly
Disagree

Disagree

Partially
Agree

Agree

Strongly
Agree

1

3

23

68

15

0.9%

2.7%

20.9%

61.8%

13.6%

My Company gives me the
opportunity to specialize in my
strengths

0

4

28

65

13

3.6%

25.5%

59.1%

11.8%

In my job, I have the
opportunity to do something
with my skills and knowledge

0

3

21

71

15

2.7%

19.1%

64.5%

13.6%

My superior appreciates it when
someone has a new way of
looking at a problem

1

1

26

65

17

0.9%

0.9%

23.6%

59.1%

15.5%

The managerial staff try to
understand the problems
employees experience in their
work

0

2

29

67

12

1.8%

26.4%

60.9%

10.9%

In this Company, I have the
opportunity to organise my
work so that it fits the way I

0

2

24

71

13

1.8%

21.8%

64.5%

11.8%

Item of Statements

C1

C2

C3

C4

C5

C6

On the job, I have sufficient
opportunity to use my personal
talent and use my initiative
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learn
C7

My Company stimulates me to
think about where I stand and
where I need to get to achieve
the company goals

0

0

32

67

11

29.1%

60.9%

10%

Table 4.5: The effect of talent management on employee retention of technical specialists in oil and
gas company especially on appreciation and stimulation dimension

4.3.2.1 Descriptive Analysis
Table 4.5 represents the descriptive analysis result conducted in order to
determine the level of the effect of talent management on employee retention of technical
specialists in a large oil and gas company especially on appreciation and stimulation
dimension. There were 7 item of statements tested for these analysis where by the lowest
mean score is 3.7798 while the highest mean score is 3.9083. Based on the result findings,
it was found that the level of the effect of talent management on employee retention of
technical specialists in a large oil and gas company especially on appreciation and
stimulation dimension were at the average level with the total mean scores 3.7798.
No.

Item of Statement

Mean Score

C1

On the job, I have sufficient opportunity
to use my personal talent and use my
initiative

3.8440

Average

C2

My Company gives me the opportunity to
specialize in my strengths

3.7798

Average

C3

In my job, I have the opportunity to do
something with my skills and knowledge

3.9083

Average

C4

My superior appreciates it when someone
has a new way of looking at a problem

3.8624

Average

C5

The managerial staff try to understand the
problems employees experience in their
work

3.7982

Average
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Indication

C6

In this Company, I have the opportunity
to organise my work so that it fits the way
I learn

3.8532

Average

C7

.My Company stimulates me to think
about where I stand and where I need to
get to achieve the company goals

3.7890

Average

Total Mean score

3.7798

Average

Table 4.6: Descriptive analysis result level of the effect of talent management on employee
retention of technical specialists in oil and gas company especially on appreciation and
stimulation dimension

4.3.3

The Effect of Talent Management on Employee Retention of Technical
Specialists in Oil and Gas Company: Pressure of Work

In this sub-section, all the result analysis were extracted in Table 4.6 to show the
frequency analysis result for the effect of talent management on employee retention of
technical specialists in a large oil and gas company especially on pressure of work
dimension. There were 7 item of statements prepared for this section.
For the first item of statement (D1), there were 35 respondents (31.8%) were
partially agreed with the statement; 31 respondents (28.2%) were agreed; and 24
respondents (21.8%) were disagreed that the constant pressure of work which things that
need to be done, deadlines and competition makes respondents feel tense and sometimes
depressed. As for the second item of statement (D2), it was found that 53 respondents
(48.2%) were agreed; 31 respondents (28.2%) were partially agreed; and 15 respondents
(13.6%) were strongly agreed there is a lot of work to do.
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Figure 21: The constant pressure of work which things that need to be done, deadlines and
competition makes respondents feel tense and sometimes depressed

Figure 22: There is a lot of work to do

On the third item of statement (D3), the frequency analysis result shows 40
respondents (36.4%) were disagreed; 28 respondents (25.5%) were agreed; and 27
respondents (24.5%) were partially agreed that, respondents feels the company focus on
their weaknesses a lot of the time. For item of statement D4, the result analysis shows that
38 respondents (34.5%) were disagreed; 29 respondents (26.4%) partially agreed; and 29
respondents (26.4%) were agreed with the statement, whereby respondents sometimes
think that their job asks too many different things from them.
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Figure 23: Within the Company a lot of the time focus on their weaknesses a lot of the time

Figure 24: I sometimes think that their job asks too many different things from them

As for the fifth item of statement (D5), it has been recorded that 45 respondents
(40.9%) were partially agreed that as an employee, the respondents are put under a lot of
pressure. Then it followed with 29 respondents (26.4%) were agreed; and 18 respondents
(16.4%) disagreed for the same statement. On the sixth item of statement (D6), there were
46 respondents (41.8%) were partially agreed; 26 respondents (23.6%) were agreed and 20
respondents (18.2%) were disagreed that respondents feel the work pressure is too high in
the company.
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Figure 25: As an employee I am put under a lot of pressure

Figure 26: The work pressure is too high in the company

As for the seventh item (D7), the result analysis shows that 43 respondents
(39.1%) were disagreed; 24 respondents (21.8%) were partially agreed; and 22
respondents (20%) were agreed with the statement, which their superior and senior staffs
are not supportive to make sure job delivery in expected time.
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Figure 27: My superior and senior staffs are not supportive to make sure job delivery in expected
time

No.

D1

D2

D3

D4

D5
D6
D7

Item of Statements

1

2

3

4

5

Strongly
Disagree

Disagree

Partially
Agree

Agree

Strongly
Agree

The constant pressure of
work—things that need to be
done, deadlines and
competition—make me tense
and sometimes depressed
There is a lot of work to do

5
4.5%

24
21.8%

35
31.8%

31
28.2%

15
13.6%

5
4.5%

6
5.5%

31
28.2%

53
48.2%

15
13.6%

Within the company a lot of the
time the focus is on my
weaknesses
I sometimes think that my job
asks too many different things
of me
As an employee I am put under
a lot of pressure
The work pressure is too high
here
My superior and senior staffs
are not supportive to make sure
job delivery in expected time

5
4.5%

40
36.4%

27
24.5%

28
25.5%

10
9.1%

4
3.6%

38
34.5%

29
26.4%

29
26.4%

10
9.1%

7
6.4%
5
4.5%
10
9.1%

18
16.4%
20
18.2%
43
39.1%

45
40.9%
46
41.8%
22
20%

29
26.4%
26
23.6%
24
21.8%

11
10%
13
11.8%
11
10%

Table 4.7: The effect of talent management on employee retention of technical specialists in a large
oil and gas company especially on pressure of work dimension
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4.3.3.1 Descriptive Analysis
Table 4.8 represents the descriptive analysis result conducted in order to
determine the level of the effect of talent management on employee retention of technical
specialists in a large oil and gas company especially on pressure of work dimension. There
were 7 item of statements tested for these analysis where by the lowest mean score is
2.8073 while the highest mean score is 3.5872. Based on the result findings, it was found
that the level of the effect of talent management on employee retention of technical
specialists in a large oil and gas company especially on pressure of work dimension were
at the average level with the total mean scores 2.8073.
No.

Item of Statement

Mean Score

Indication

D1

The constant pressure of work—things
that need to be done, deadlines and
competition—make me tense and
sometimes depressed

3.2661

Average

D2

There is a lot of work to do

3.5872

Average

D3

Within the company a lot of the time the
focus is on my weaknesses

2.9541

Average

D4

I sometimes think that my job asks too
many different things of me

3.0734

Average

D5

As an employee I am put under a lot of
pressure

3.1560

Average

D6

The work pressure is too high here

3.1835

Average

D7

My superior and senior staffs are not
supportive to make sure job delivery in
expected time

2.8073

Average

Total Mean score

2.8073

Average

Table 4.8: Descriptive analysis result level of the effect of talent management on employee
retention of technical specialists in a large oil and gas company especially on pressure of
work dimension
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4.3.4

The Effect of Talent Management on Employee Retention of Technical
Specialists in Oil and Gas Company: Leadership Skills

In this sub-section, all the result analysis was extracted in Table 4.8 to show the
frequency analysis result for the effect of talent management on employee retention of
technical specialists in a large oil and gas company especially on leadership skills
dimension. There were 7 items of statements prepared for this section.
For the first item of statement (E1), there were 66 respondents (60%) were agreed
with the statement; 31 respondents (28.2%) were partially agreed; and 10 respondents
(9.1%) were strongly agreed that when respondents speaking in a group, they draw
everyone’s full attention. As for the second item of statement (E2), it was found that 66
respondents (60%) were agreed; 29 respondents (26.4%) were partially agreed; and 11
respondents (10%) were strongly agreed that respondents able to motivate others to do
their tasks as well as possible.

Figure 27: When I am speaking in a group, they draw everyone’s full attention
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Figure 28: I am able to motivate others to do their tasks as well as possible

On the third item of statement (E3), the frequency analysis result shows 66
respondents (60%) were agreed; 31 respondents (28.2%) were partially agreed; and 9
respondents (8.2%) were strongly agreed that, respondents feels others in the company see
them as someone who takes the lead easily. For item of statement E4, the result analysis
shows that 75 respondents (68.2%) were agreed; 18 respondents (16.4%) partially agreed;
and 14 respondents (12.7%) were strongly agreed with the statement, whereby
respondents use their creativity and inventiveness when doing their work.

Figure 29: Others in the company see them as someone who takes the lead easily
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Figure 30: When doing my work, I use my creativity and inventiveness

As for the fifth item of statement (E5), it has been recorded that 66 respondents
(60%) were agreed that respondents find themselves capable of taking on a managerial
function in the company. Then it followed with 25 respondents (22.7%) were partially
agreed; and 13 respondents (11.8%) strongly agreed for the same statement. On the sixth
item of statement (E6), there were 69 respondents (62.7%) were agreed; 27 respondents
(24.5%) were partially agreed and 12 respondents (10.9%) were strongly agreed that
respondents feels they can convince everyone of the necessity of the actions they propose.

Figure 31: I find myself capable of taking on a managerial function in the company
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Figure 32: I can convince everyone of the necessity of the actions they propose

As for the seventh item (E7), the result analysis shows that 58 respondents
(52.7%) were agreed; 34 respondents (30.9%) were partially agreed; and 12 respondents
(10.9%) were strongly agreed with the statement, which respondents easily can take a lead
when they are working in a team.

Figure 33: When I am working in a team I can easily take the lead
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No.

E1

E2

E3

E4

E5

E6

E7

Item of Statements

When I am speaking in a group,
I draw everyone’s full attention
I am able to motivate others to
do their tasks as well as possible

Others in this Company see me
as someone who takes the lead
easily

When doing my work I use my
creativity and inventiveness
I find myself capable of taking
on a managerial function in this
Company
I can convince everyone of the
necessity of the actions I
propose
When I am working in a team, I
easily take the lead

1

2

3

4

5

Strongly
Disagree

Disagree

Partially
Agree

Agree

Strongly
Agree

1

2

32

65

9

0.9%

1.8%

29.4%

59.6%

8.3%

1

3

29

66

10

0.9%

2.8%

26.6%

60.6%

9.2%

1

3

31

66

8

0.9%

2.8%

28.4%

60.6%

7.3%

1

2

18

75

13

0.9%

1.8%

16.5%

68.8%

11.9%

3

3

25

66

12

2.8%

2.8%

22.9%

60.6%

11.0%

2

0

27

69

11

24.8%

63.3%

10.1%

1.8%
2

4

33

58

12

1.8%

3.7%

30.%

53.2%

11.0%

Table 4.9: The effect of talent management on employee retention of technical specialists in a large
oil and gas company especially on leadership skills dimension

4.3.4.1 Descriptive Analysis
Table 4.9 represents the descriptive analysis result conducted in order to
determine the level of the effect of talent management on employee retention of technical
specialists in a large oil and gas company especially on leadership skills dimension. There
were 7 item of statements tested for these analysis where by the lowest mean score is
3.6789 while the highest mean score is 3.8899. Based on the result findings, it was found
that the level of the effect of talent management on employee retention of technical
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specialists in a large oil and gas company especially on leadership skills dimension were
at the average level with the total mean scores 3.6789.
No.
E1

Item of Statement
When I am speaking in a group, I draw
everyone’s full attention

Mean Score
3.7248

Indication
Average

E2

I am able to motivate others to do their
tasks as well as possible

3.7431

Average

E3

Others in this Company see me as
someone who takes the lead easily

3.7064

Average

E4

When doing my work I use my creativity
and inventiveness

3.8899

Average

E5

I find myself capable of taking on a
managerial function in this Company

3.7431

Average

E6

I can convince everyone of the necessity
of the actions I propose

3.7982

Average

E7

When I am working in a team, I easily
take the lead

3.6789

Average

Total Mean score

3.6789

Average

Table 50: Descriptive analysis result level of the effect of talent management on employee retention
of technical specialists in a large oil and gas company especially on leadership skills dimension

4.4

Important factors in influencing employee retention of technical specialists.

In this section, recorded data analysis from the regression analysis conducted will
be presented in order to determine important factors in influencing employee retention of
technical specialist. Regression analysis were done between four dimensions of affected
retention with employees’ retention among the technical specialists in a large oil and gas
company.
Based on the analysis findings, the R Square value in Table 4.10 are .644 while
the R value are .803ᵃ . The R square value recorded are considered as percentages on how
the predictors variable could influence the employee retention variable where the value of
.644 could be converted into 64.4%. With this percentage, it could be assumed that these
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independent variables that consists of application of Talent Management, Appreciation
and stimulation; pressure of work and leadership skills could be the influence factors
towards employees’ retention up to 64.4%.

Table 4.10: Model Summary

Mod
el

R

R
Square

Adjusted R
Square

Std. Error of
the Estimate

1
.803a
.644
.630
2.50443
a. Predictors: (Constant), Leadershipskills, PressureWork,
ApplicationTM, Appreciationstimulation
Other than that, the Sig value from the ANOVAᵃ table below also shows that the
Sig. value recorded are .000ᵇ < 0,05 which are smaller than 0,05. Based on these findings,
it could be assumed that these factors have influence upon the employees’ retention in this
sector.
ANOVAa
Sum of
Squares

Mean
Square

Model
df
F
1
Regressio
1180.371
4
295.093
47.048
n
Residual
652.308
104
6.272
Total
1832.679
108
a. Dependent Variable: Employeeretention
b. Predictors: (Constant), Leadershipskills, PressureWork, ApplicationTM,
Appreciationstimulation

Sig.
.000b

Coefficientsa
Unstandardized
Coefficients
Model
1

B
(Constant)
ApplicationTM

Std. Error

1.452
.110

2.044
.088

.368

PressureWork
.009
Leadershipskills
.433
a. Dependent Variable: Employeeretention

Appreciationstimulation
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Standardize
d
Coefficients
Beta

t

Sig.

.098

.710
1.239

.479
.218

.103

.338

3.572

.001

.040
.086

.013
.449

.219
5.057

.827
.000

4.5

Research Hypothesis Testing
There were four hypotheses prepared for this study and the test result of these

hypotheses will be elaborated based on the data analysis that has been gathered and
recorded. Below are four hypothesis that were used for this study:
H1: Appreciation and stimulation is perceived to be positively related to employee
retention in the organisation.
H2: Leadership skills is perceived to be positively related employee retention in the
organisation.
H3: Pressure of work is perceived to be positively related to employee retention in the
organisation.
H4: The application of talent management is perceived to be positively related to
employee retention in the organisation.

The first hypothesis of this study stated that appreciation and stimulation is
perceived to be positively related to employee retention in the organisation. Based on the
regression analysis that were conducted, it was found that appreciation and stimulation
dimension are factors that perceived to be positively related with employee retention in
the organisation. Referring to the regression analysis result, the recorded percentages on
how these predictor variables could influence the employee retention are 64.4% which is
based on the R square value recorded at Table 4.10.
As for the second hypothesis of this study, the researcher has to discover if the
leadership skills are perceived to be positively related to employee retention in the
organisation. Similar to the first hypothesis, pressure of work was also found as predictor
variable that able to influence the employee retention are 64.4% which is based on the R
square value. These findings are also same applied to the third and fourth hypothesis of
this studies in discovering if the pressure of work and the application of talent
management are perceived to be positively related to employee retention in the
organisation.
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CHAPTER 5
DISCUSSION AND CONCLUSION
5.0

Introduction
As the final part of the writing report on this study, this chapter will be a place for

discussion on previous chapters that has been done before including the result analysis
that has been gathered in chapter 4. Apart from that, there are several recommendations
that will be highlighted as reference for future research regarding on this topic. With that,
it is hope that this research findings could bring some contribution that could be used as
reference or reading material for future researchers.

5.1

Discussion on effect of talent management on employee retention of technical

specialists in a large Oil and Gas company
A study by Letchmiah and Thomas (2017) showed that talent management has an
impact on employee recruitment, retention and commitment.
In this section descriptive analysis result conducted in order to determine the level
of effect of talent management on employee retention of technical specialists in a large Oil
and Gas company. There were four dimensions tested for these analyses. Based on the
result findings, it was found that the level of effect of talent management on employee
retention of technical specialists in a large Oil and Gas company were at the average level
for each dimensions of this main variable.
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5.2

Discussion on Important Factors in Influencing Employee Retention of
Technical Specialists
Talent retention has long been the main topic of debate in human resources

management academics (HRM) literature and has become increasingly relevant as
information has become a primary corporate commodity (Ohunakin, Adeniji, et al . 2019).
The retention of employees is generally considered the ability to maintain a stable human
resource. It is also connected with spirit and organizational trust. Conservation is a
complex concept and it is not possible to keep employees in the company on a single
recipe (Gupta, 2019).
In this section, recorded data analysis from the regression analysis conducted will
be presented in order to determine important factors in influencing employee retention of
technical specialist. Regression analysis were done between four dimensions of affected
retention with employees’ retention among the technical specialists in a large oil and gas
company.
Based on the regression analysis findings, it was found that The R square value
recorded are could be assume that these independent variables that consists of application
of Talent Management, Appreciation and stimulation; pressure of work and leadership
skills could be the influence factors towards employees’ retention up to 64.4%. Other than
that, the Sig value from the ANOVAᵃ table shows that the Sig. value recorded are .000ᵇ <
0,05 which are smaller than 0,05. With these findings, it could be assumed that these
factors have influence upon the employees’ retention in this sector.
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5.3

Research Implications
There were numbers of research implications that could be derived from this study.

These includes;i.

In distinguishing elements, this study will incorporate factors that motivate the
management of oil and gas companies. It will provide all the players in this field
with a justification to contribute to the best possible distribution of different
exercises in a manner that will improve both expat and local staff.

ii.

This study will encourage any group responsible for managing human resources
to find the best way to increase the positive effect on this matter in order to
decrease the income disparities faced by local workers in the field.

iii.
5.4

Conclusions

On the overall, it is concluded that it could be assumed that these factors have influence
upon the employees’ retention in this oil & Gas sector. Other than that, it was found that
the level of effect of talent management on employee retention of technical specialists in a
large Oil and Gas company were at the average level for each dimensions of this main
variable based on the descriptive analysis conducted in this study.
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APPENDIX A–QUESTIONNAIRE

INFORMATION SHEET FOR QUESTIONAIRE

GRADUATE SCHOOL OF BUSINESS
A STUDY ON THE ANTECEDENTS OF EMPLOYEE RETENTION IN AN
OIL AND GAS COMPANY
My name is Mohd Akmal Nasran, a student in the MBA program at University Tun Abdul
Razak (UNIRAZAK). I am working on my research paper entitled: A Study on the
Antecedents of Employee Retention in an Oil and Gas Company. The study will gather
information to examine the effect of talent management on employee retention of
technical specialists in Oil and Gas Company.
Research data will be collected through the questionnaire. I appreciate your collaboration
to validate the instrument that will be used on the research due to your experience in
working with Oil & Gas Company.
Your participation in validating the questionnaire is voluntary. You can decide to not
participate without any penalty.
The risk of participating in this evaluation is minimal. Thank you for your cooperation and
interest in this study.

Respectfully,
Mohd Akmal Nasran
MBA Candidate

87

SECTION A

MBA PROGRAMME
A STUDY ON THE ANTECEDENTS OF EMPLOYEE RETENTION IN AN
OIL AND GAS COMPANY
PREPARED BY MOHD AKMAL NASRAN

Demographic Details
1. Gender: Male

Female

2. Age : 23-30

31-40

41 and above

3. Educational Qualification:
Certificate
Diploma
Bachelor
Master or higher
4. Working Experience (years) : 1-5
5. Current designation:
Non-Executive
Executive
Senior Executive
Manager
Head of Department
VP/SVP
6. Do you like to work in the O&G industry?
YES
NO
88

6-11

12 and above

SECTION B

MBA PROGRAMME
A STUDY ON THE ANTECEDENTS OF EMPLOYEE RETENTION IN AN
OIL AND GAS COMPANY
PREPARED BY MOHD AKMAL NASRAN

Application of Talent Management (TM)
1: Strongly Disagree 2. Disagree 3. Partially Agree 4. Agree 5. Strongly Agree
Code
A1
A2
A3
A4

A5

A6
A7

Question
The TM processes and activities are happening gradually
in the organisation
I believe it is good to apply TM for technical roles in the
Oil and Gas industry
TM transforms how the organisation practices the right
way of hiring people
The company applies the TM principles without
adopting any tools and protocols provided by technology
companies
In the company, TM is implemented using a rules-andplanning based approach compared to a feedback-fromemployees approach
HR department in the organization has been faster and
more deliberate after implementation of TM.
TM approach that cuts back on top-down financial
controls and empowers teams to manage projects as
needs evolve.

89

1

2 3

4 5

Appreciation & Stimulation
1: Strongly Disagree 2. Disagree 3. Partially Agree 4. Agree 5. Strongly Agree
Code
R1
R2

Question

In my job, I have the opportunity to do something with my
skills and knowledge

R4

My superior appreciates it when someone has a new way
of looking at a problem
The managerial staff try to understand the problems
employees experience in their work
In this company, I have the opportunity to organise my
work so that it fits the way I learn
My company stimulates me to think about where I stand
and where I need to get to achieve the company goals

R6
R7

2 3

4 5

On the job, I have sufficient opportunity to use my
personal talent and use my initiative
My company gives me the opportunity to specialise in
my strengths

R3

R5

1

Pressure of Work
1: Strongly Disagree 2. Disagree 3. Partially Agree 4. Agree 5. Strongly Agree
Code
S1

S2
S3

Question
The constant pressure of work—things that need to be
done, deadlines and competition—make me tense and
sometimes depressed
There is a lot of work to do

S5

Within the company a lot of the time the focus is on my
weaknesses
I sometimes think that my job asks too many different
things of me
As an employee I am put under a lot of pressure

S6

The work pressure is too high here

S7

My superior and senior staffs is not supportive to make
sure job delivery in expected time

S4

90

1

2 3

4 5

Leadership Skills
1: Strongly Disagree 2. Disagree 3. Partially Agree 4. Agree 5. Strongly Agree
Code
S1
S2
S3
S4
S5
S6
S7

Question

1

2 3

4 5

When I am speaking in a group, I draw everyone’s full
attention
I am able to motivate others to do their tasks as well as
possible
Others in this company see me as someone who takes the
lead easily
When doing my work I use my creativity and
inventiveness
I find myself capable of taking on a managerial function
in this company
I can convince everyone of the correctness and necessity
of the ideas and actions I propose and undertake
When I’m working in team, I easily take the lead

Retain and Manage Technical Specialists
1: Strongly Disagree 2. Disagree 3. Partially Agree 4. Agree 5. Strongly Agree
Code

Question

S1

In my opinion, the company should give beer salary
and benefits to the employees

S2

HR in the company should hire the right talent at the
beginning of hiring stage and it will be better for
future
The company should find a way to reduce employee
pain
By having a great and quality of leadership leaders no
employees will get under performance result
The company should setup employee engagement
session to retain my success and hear our voice
The company should provide with a training to
develop the skills and match with current client
expectation
It is a great if the company have job rotation to make
sure that the employees are not too long doing the
same role and can learn something new

S3
S4
S5
S6

S7
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1

2 3

4 5

APPENDIX B – SPSS DATA OUTPUT

Reliability

Notes
Output Created
Comments

18-JUN-2020 12:59:32

Input

Data
Active Dataset
Filter
Weight
Split File
N of Rows in Working Data
File
Matrix Input

Missing Value Handling

Definition of Missing
Cases Used

Syntax

Resources

Processor Time
Elapsed Time

Case Processing Summary
Cases

Valid

%
109

a

Excluded
Total

100.0

0

.0

109

100.0

a. Listwise deletion based on all variables in the
procedure.

Reliability Statistics
Cronbach's
Alpha
.848

109

User-defined missing values are treated
as missing.
Statistics are based on all cases with valid
data for all variables in the procedure.
RELIABILITY
/VARIABLES=B1 B2 B3 B4 B5 B6 B7
/SCALE('B. Application of talent') ALL
/MODEL=ALPHA.
00:00:00.02
00:00:00.39

Scale: B. Application of talent

N

C:\Users\User-PC\Documents\Urgent Oil
& Gas.sav
DataSet1
<none>
<none>
<none>

N of Items
7
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Reliability

Notes
Output Created
Comments

18-JUN-2020 13:00:15

Input

Data
Active Dataset
Filter
Weight
Split File
N of Rows in Working Data
File
Matrix Input

Missing Value Handling

Definition of Missing
Cases Used

Syntax

Resources

Processor Time
Elapsed Time

Case Processing Summary
Cases

Valid
a

Excluded
Total

%
109

100.0

0

.0

109

100.0

a. Listwise deletion based on all variables in the
procedure.

Reliability Statistics
Cronbach's
Alpha
.920

109

User-defined missing values are treated
as missing.
Statistics are based on all cases with valid
data for all variables in the procedure.
RELIABILITY
/VARIABLES=C1 C2 C3 C4 C5 C6 C7
/SCALE('C. Appreciation and
stimulation') ALL
/MODEL=ALPHA.
00:00:00.02
00:00:00.06

Scale: C. Appreciation and stimulation

N

C:\Users\User-PC\Documents\Urgent Oil
& Gas.sav
DataSet1
<none>
<none>
<none>

N of Items
7
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Reliability

Notes
Output Created
Comments

18-JUN-2020 13:01:02

Input

Data
Active Dataset
Filter
Weight
Split File
N of Rows in Working Data
File
Matrix Input

Missing Value Handling

Definition of Missing
Cases Used

Syntax

Resources

Processor Time
Elapsed Time

Case Processing Summary
Cases

Valid
a

Excluded
Total

%
109

100.0

0

.0

109

100.0

a. Listwise deletion based on all variables in the
procedure.

Reliability Statistics
Cronbach's
Alpha
.929

109

User-defined missing values are treated
as missing.
Statistics are based on all cases with valid
data for all variables in the procedure.
RELIABILITY
/VARIABLES=D1 D2 D3 D4 D5 D6 D7
/SCALE('D. Preassure of work') ALL
/MODEL=ALPHA.
00:00:00.02
00:00:00.04

Scale: D. Preassure of work

N

C:\Users\User-PC\Documents\Urgent Oil
& Gas.sav
DataSet1
<none>
<none>
<none>

N of Items
7
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Reliability

Notes
Output Created
Comments

18-JUN-2020 13:01:47

Input

Data
Active Dataset
Filter
Weight
Split File
N of Rows in Working Data
File
Matrix Input

Missing Value Handling

Definition of Missing
Cases Used

Syntax

Resources

Processor Time
Elapsed Time

Case Processing Summary
N
Valid
a

Excluded
Total

%
109

100.0

0

.0

109

100.0

a. Listwise deletion based on all variables in the
procedure.

Reliability Statistics
Cronbach's
Alpha
.937

109

User-defined missing values are treated
as missing.
Statistics are based on all cases with valid
data for all variables in the procedure.
RELIABILITY
/VARIABLES=E1 E2 E3 E4 E5 E6 E7
/SCALE('E. Leadership Skills') ALL
/MODEL=ALPHA.
00:00:00.02
00:00:00.05

Scale: E. Leadership Skills

Cases

C:\Users\User-PC\Documents\Urgent Oil
& Gas.sav
DataSet1
<none>
<none>
<none>

N of Items
7
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Reliability

Notes
Output Created
Comments

18-JUN-2020 13:02:28

Input

Data
Active Dataset
Filter
Weight
Split File
N of Rows in Working Data
File
Matrix Input

Missing Value Handling

Definition of Missing
Cases Used

Syntax

Resources

Processor Time
Elapsed Time

Case Processing Summary
N
Valid
a

Excluded
Total

%
109

100.0

0

.0

109

100.0

a. Listwise deletion based on all variables in the
procedure.

Reliability Statistics
Cronbach's
Alpha
.898

109

User-defined missing values are treated
as missing.
Statistics are based on all cases with valid
data for all variables in the procedure.
RELIABILITY
/VARIABLES=F1 F2 F3 F4 F5 F6 F7
/SCALE('F. Employee Retention') ALL
/MODEL=ALPHA.
00:00:00.00
00:00:00.02

Scale: F. Employee Retention

Cases

C:\Users\User-PC\Documents\Urgent Oil
& Gas.sav
DataSet1
<none>
<none>
<none>

N of Items
7
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Regression

Notes
Output Created
Comments
Input

18-JUN-2020 16:32:42
Data

Missing Value Handling

Active Dataset
Filter
Weight
Split File
N of Rows in Working
Data File
Definition of Missing
Cases Used

Syntax

Resources

Processor Time
Elapsed Time
Memory Required
Additional Memory
Required for Residual
Plots

Mode
l
1

Variables Entered/Removeda
Variables
Variables
Entered
Removed
Leadershipskil
ls,
PressureWork,
ApplicationT
.
M,
Appreciationst
imulationb
97

Method

Enter

C:\Users\User-PC\Documents\Urgent
Oil & Gas.sav
DataSet1
<none>
<none>
<none>
109
User-defined missing values are
treated as missing.
Statistics are based on cases with no
missing values for any variable used.
REGRESSION
/MISSING LISTWISE
/STATISTICS COEFF OUTS R
ANOVA
/CRITERIA=PIN(.05) POUT(.10)
/NOORIGIN
/DEPENDENT Employeeretention
/METHOD=ENTER ApplicationTM
Appreciationstimulation
PressureWork Leadershipskills.
00:00:00.11
00:00:00.89
5760 bytes
0 bytes

a. Dependent Variable: Employeeretention
b. All requested variables entered.

Mode
l
1

R
.803a

Model Summary
Adjusted R
R Square
Square
.644
.630

Std. Error of
the Estimate
2.50443

a. Predictors: (Constant), Leadershipskills, PressureWork,
ApplicationTM, Appreciationstimulation

ANOVAa
Model
1

Regression

Sum of
Squares
1180.371

df

Mean Square
295.093

4

F
47.048

Sig.
.000b

t

Sig.

Residual
652.308
104
6.272
Total
1832.679
108
a. Dependent Variable: Employeeretention
b. Predictors: (Constant), Leadershipskills, PressureWork, ApplicationTM,
Appreciationstimulation

Coefficientsa
Standardize
d
Coefficients

Unstandardized
Coefficients
Model
1

B
(Constant)
ApplicationTM
Appreciationstimulat
ion

Std. Error

.098

.710
1.239

.479
.218

.103

.338

3.572

.001

.009

.040

.013

.219

.827

.433
a. Dependent Variable: Employeeretention

.086

.449

5.057

.000

PressureWork
Leadershipskills

1.452
.110

2.044
.088

.368

Beta
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