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ABSTRACT

This study examined the impact of talent management practices (realistic job previews,
performance-based compensation, work-life balance, perceived organizational
support, mentoring, training and development) on employee performance.
Additionally, this study also investigated how leadership competencies mediate the
relationships between realistic job previews, performance-based compensation, work-
life balance, perceived organizational support, mentoring, training and development,
and employees’ performance in the department of housing in UAE. A total of 378
questionnaires were distributed to employees across all departments of government
housing in UAE, encompassing management, supervisors, and managers. Out of these,
299 were completed and returned. However, only 280 of the returned questionnaires
were utilized for analysis using Structural Equation Modeling (SEM) - Partial Least
Squares (PLS). The findings of the study showed a significant effect of talent
management practices (realistic job previews, performance-based compensation, work-
life balance, perceived organizational support, mentoring, training and development)
on employees’ performance. The results also revealed the mediating effect of
leadership competencies on the relationships between realistic job previews,
performance-based compensation, work-life balance, perceived organizational
support, mentoring, training and development and employees’ performance. The
current study also discussed the implications of the findings, recommendations for
future research and addressed its limitations.

Keywords: Realistic Job Previews, Performance-Based Compensation, Perceived
Organizational Support, Training and Development, Employees
Performance



ABSTRAK

Kajian ini dijalankan bagi mengkaji kesan teknik pengurusan bakat (pratonton kerja
yang realistik, pampasan berasaskan prestasi, keseimbangan Kkerja-kehidupan,
sokongan organisasi yang dirasakan, bimbingan, latihan dan pembangunan) terhadap
prestasi pekerja. Di samping itu, kajian ini juga mengkaji kecekapan kepimpinan yang
menjadi pembolehubah pengantara di antara pratonton kerja yang realistik, pampasan
berasaskan prestasi, keseimbangan kerja-kehidupan, sokongan organisasi yang
dirasakan, bimbingan, latihan dan pembangunan terhadap prestasi pekerja di jabatan
perumahan di UAE. Sebanyak 378 soal selidik telah diedarkan kepada pekerja tetap
yang terdiri daripada peringkat pengurusan, penyelia dan pengurus yang bekerja di
jabatan perumahan kerajaan di UAE. Terdapat sebanyak 299 daripada 378 soal selidik
telah dilengkapkan dan dikembalikan. Walau bagaimanapun, hanya sebanyak 280 soal
selidik digunakan dalam analisis yang menggunakan kaedah Structural Equation
Modeling (SEM) - Partial Least (PLS). Keputusan kajian ini menunjukkan terdapat
kesan yang signifikan di dalam teknik pengurusan bakat (pratonton kerja yang
realistik, pampasan berasaskan prestasi, keseimbangan kerja-kehidupan, persepsi
sokongan organisasi, bimbingan, latihan dan pembangunan) terhadap prestasi pekerja.
Keputusan kajian ini juga mendedahkan bahawa terdapat kesan pengantara di antara
kecekapan kepimpinan di dalam hubungan antara pratonton kerja yang realistik,
pampasan berasaskan prestasi, keseimbangan kerja-kehidupan, sokongan organisasi
yang dirasakan, bimbingan, latihan dan pembangunan terhadap prestasi pekerja.
Kajian ini juga membincangkan tentang implikasi hasil penyelidikan, cadangan
penyelidikan masa depan, dan batasan kajian.

Kata kunci: Pratonton Kerja Realistik, Pampasan Berasaskan Prestasi, Sokongan
Organisasi yang Ditanggap, Latihan dan Pembangunan, Prestasi Pekerja
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CHAPTER ONE

INTRODUCTION

1.1 Background of Study

The process of enhancing organizations value to achieve their goals via strategic
human resource planning is referred to as "talent management.” The ability of the
organizations to recruit, hire, reward, organize, and use highly qualified individuals in
future leadership positions (Kaleem, 2019). Employee retention is becoming a top
focus as a key component of the talent management program, according to recent HRM
study. Included performance management, HR development, training, the supply and
demand of competent workers, overall strategic talent management planning, and
career development. However, the main objective of talent management is to develop

and keep leaders for the achievement of the organization (Altaee, 2018).

Over the past ten years, the importance of talent management (TM) has grown as a
strategic component of organizations (Jafari & Khanmohamadi, 2016). By reducing
the cost of hiring, TM has a substantial impact on an organization's performance. When
an organization leverages TM, and universe of opportunities for competitive advantage
becomes available (Schuler et al., 2011). An organization's status in each industry is
determined by its ability to attract, motivate, and develop its workforce. Consequently,

TM has an impact on whether a company succeeds or fails.



In the present day, academics have always attempted to connect TM, employee
performance, and HRM. The issue is that TM and HRM are only the two faces of the
same issue (Luna-Arocas & Morley, 2015). In contrast, TM concentrates on certain
staff groups based on their strengths and output (Schiemann, 2014). TM has a broader
vision because it focuses on company goals and expected results, whereas HRM has a

narrower vision because it focuses on people.

The process of discovering talent and developing its practices in employees is one of
the main responsibilities that the organization and its leaders must pursue to constantly
update the knowledge and skills of employees (Myers, 2020). In TM, the first aspect
and basic structure of employee growth is the design and implementation of
competencies (Golubovskaya et al., 2019). Each employee is analyzed according to
the required competency scores as well as the results of competency analysis that will
certainly be used to create all employees so that employees can perform tasks as
expected and do well, in some situations exceeding expectations (Ennis, 2008). It is
normal for some organizations to invest more in high potential employees than regular
employees as a result of assumptions about payments that are more appropriate for the

organization (Kim & Leach, 2020).

Keeping in mind that talent management has become a worldwide challenge for
enterprises, the Talent Management Practices (TMP) handles the manpower or
manpower force that includes on the skills and expertise of the workers (Alzbaidi,
2020). TM is a proactive approach to bettering job opportunities, internal mobility,
and user quality (Alparslan & saner, 2020). The TM places emphasis on finding talent,

combining, and adapting skill, growth, training, incentives, and participation. The



proficient workers implies that organizations must recognize exactly how to identify,
take care of, establish maintain and get the most effective out of their right people, as
well as strategically execute ability as well as guarantee that there are enough ability

networks to support the organization strategic goals (O'Halloran, 2020).

However, TMP alone will not improve an organization's performance; instead, it is the
hearts and minds of its employees that will determine the organization's true success.
TM techniques also enable staff members to devote themselves wholeheartedly to their
work by encouraging both heart and mind engagement (Kaleem, 2019). As a result,
TM should enable organizations to help employees feel at ease and in line with the
demands of their jobs (Harsch & Festing, 2020). The research will attempt to review
talent management practices from the point of view of the concept of social exchange
in its partnership with organizational campaigns as well as employee engagement

(Narayanan et al., 2019).

The principle of leadership competencies by influencing TMP depends on the
experiences, qualities and choices of executive leaders, the direction of the
organization and influences strategic decisions (Samimi et al., 2020). The competency
leadership process is greatly influenced by the talent management practices of the
organization. Effective activities to maintain tactical competitiveness and effective
leadership activities are linking the vision, establishing, or maintaining core
competencies, and advancing human resources and employee capabilities and the

performance of the organization as a whole (Al-Ayoubi et al., 2020).



Likewise, leadership competency focuses on the partnership between the leader and
supervisor within the organization, while the entrance is in the workplace and displays
high expectations and high ability (Babalola et al., 2020). Leadership competence
requires focusing on the right strategies for creating and retaining employees.
Otherwise, leadership development is fundamentally linked to TMP that serve as the
source for leadership competence (Afsar et al., 2020). Some scholars have identified
that management professional assistance provides an incubator for applying TMP and
improving leadership competency capabilities and thus automatically affects

employee performance improvement (Shareef & Atan, 2019).

Another distinction arises in terms of staff selection; TM prioritizes important workers
and high performers. Key workers, according to Morgan and Jardin (2010), are
individuals that often astound their superiors with their level of performance,
exhibiting favored behaviors, and adhering to the company's code of conduct. They
are also very interested in self-improvement (Cheloha & Swain, 2005). These workers
are the primary reason for increased client attraction and employee motivation
(Collings & Mellahi, 2009). TM examines the abilities required for an organization's
success before attempting to create them. TM is a strategy of improving employee
performance on the workplace by offering wage increments to employees., which
assists in psychologically tying the company’s employees (Sonnenberg et al., 2014).

Workforce planning, talent acquisition, and talent development are the three core talent
management techniques that are critical components of the TM process and build
important links in an organization's talent supply chain (Anlesinya et al., 2019).
Successful workforce planning allows firms to concentrate on addressing particular

workforce requirements; hence, talent management is all about finding the appropriate



people for the right tasks. Additionally, adopting particular rules to recruit and retrain
personnel, as well as assessing future requirements via talent audits, is an important

element of an organization's talent management strategy (Mehdiabadi et al., 2016).

TM development necessitates effort and long-term strategies; yet, although designing
a development plan is simple, sustaining and analyzing its effectiveness is challenging
(Ananthan et al., 2019). Employee retention and performance may be improved by
educating and training them through efficient personnel management methods
(Schiemann, 2014). Wiwczaroski and Richter (2017) present a more in-depth
overview and specific instances of employee training, demonstrating how the TM
process influences employee performance and how it aligns with the organization's

future goals.

Talent management methods and their influence on the behavior of human resources
with suitable talents and skills, as well as the performance of workers, are crucial in
all organizations, regardless of their sector of activity (Dajnoki et al., 2018). Scholars
and practitioners have been drawn to the issue of talent management. Despite its rising
popularity, the notion of TM remains a little hazy. Furthermore, there is a lack of
attention to how TM and other management views, such as employee performance and
leadership competency, are handled (Anlesinya et al., 2019). Because of its relevance
and influence on the entire performance of the organizations, TM has become a priority
for companies all over the world leadership efficiency in particular (Cascio &

Boudreau, 2016).



Moreover, the issue of retaining talented employees, particularly the talented
workforce in the UAE public organizations is reckoned to influence their employee
performance (Mossarah, 2023). In this instance, the UAE cabinet emphasized that
attracting more talent is a critical aspect since the employee turnover rate is relatively
high at 18 percent in the UAE (Federal Authority for Government Human, 2024). Such
a turnover rate among employees in the public sector in the UAE is considered high,
in line with the studies by Mossarah (2023) and Firdous (2020) whereby talent
retention of employees in the public sector and their intention to leave is becoming an
issue of concern to the employee performance. Without the proper practices of
managing key talent, the ability of public organizations to sustain and compete in the

industry will decline.

Additionally, research has shown that effective leadership is a key component in
maximizing employees' performance (AlShehhi et al., 2021). Researchers have
observed that while studying the effects of leadership competencies on employee
performance, they found a significant correlation (Altay et al., 2018; Chong et al.,
2018; Ebrahim, 2020; Gochhayat et al., 2017; Krishnan et al., 2020). The acquisition
of leadership competencies improves employees' ability to carry out their duties
(AGARWAL, 2018; Mensah, 2019). That's why the study's author anticipates an
important effect of leadership competencies on employee performance in UAE public
bodies. Furthermore, it is anticipated that this study will add a new knowledge about
the Middle East and North Africa (MENA) region's developing nations, including the
UAE, as well as to the body of literature that has already been written about the links
between talent management practices, leadership competencies and employee

performance.



From the literature it has been observed that most of the research on the relationships
between talent management practices, leadership competencies and employee
performance were carried out in Latin America, East Asian countries, Western Europe,
Canada, USA, and in the same region where the socio-economic condition, culture,
level of education, perception of people and living standard are almost similar and
quite different than that of developing countries (Bibi, 2019; Abdullahi et al., 2020).
Therefore, the findings of developed countries cannot be implemented in developing
settings like UAE particularly due to its sociocultural situations (Gupta et al., 2019).
Hence, this study is expected to bring new insights into the context of a developing
country like the UAE and is also intended to enrich the existing literature for
generalizing the relationships between talent management practices, leadership

competencies and employee performance.

While the private sector has been identified as an engine for economic growth, public
sector organizations, on the other hand, are expected to facilitate economic
development by providing the necessary support system. Undeniably, public sector
organizations made a significant contribution to national income by adding a huge
contribution to GDP through the agriculture, industrial, service sectors, and housing in
the UAE. The public utility organizations such as housing, public transport, and public
services. The UAE Government allocates land or provides free housing or housing
loan, residential facilities and maintenance to deserving Emiratis (The United Arab
Emirates' Government portal, 2024). This way, the UAE ensures access for all to
adequate, safe and affordable housing and basic services. The Government of UAE
implements a modern approach towards citizen housing development by building

integrated villa communities in the Emirate according to the highest standards. A



significant sector of the public sector can play a vital role in the economy of any

developing country such as the UAE.

1.2 Problem Statement

Academic researchers have been concerned about employee performance over the
previous ten years. According to empirical research, how well employees perform has
a strategic impact on how well a firm responds to challenges (Yoon et al., 2019). The
main justification for this is the close relationship between productivity and employee
performance. Declining employee performance will be associated with both
organizational success and failure, claim (Englert & Helmig, 2018). Talent
management is one defining trait that can be used to explain the success of both high-
level and low-level employees (Nguyen & Watanabe, 2017). Most organizations

across the world are struggling with a significant talent management conundrum.

The statistic in 2024, 45% of organizations reported they were battling high employee
turnover rates indicates that nearly half of the companies surveyed were facing
challenges related to retaining their employees (Jannik, 2024). High employee
turnover rates can have various implications for organizations, and potential negative
impacts on organizational performance (Li et al., 2023). Moreover, McKinsey (2024)
recently revealed in a study that 87% of CEOs are facing or anticipating skills gaps
within their organizations. This issue is critical and requires organizations to
effectively upskill, manage, and monitor their employees. Hence, talent management
plays a pivotal role in the overall success of an organization. Organizations are forced
to compete for the same talent in order to successfully and efficiently maintain,

expand, and achieve the organization's goals when there is a lack of talent. According



to earlier studies by Lubitsh & Smith (2007), Ingram & Gold (2016), and Nojedeh &
Ardabili, effective human management is one of the crucial success factors for

organizations to establish a long-term competitive edge (2015).

The success of a company is related to employee performance. In addition to finding,
developing, and evaluating talent, talent management can result in personal
development, employee satisfaction, and performance improvement. So far, however,
suitable talent management practices give employees commitment, leading to an
increase in contribution to improving employees’ performance (Barkhuizen et al.,
2014). The quantity of studies on talent management and employee performance has
increased. The talent management practices have a favorable effect on employees'
performance in the public sector in the United Arab Emirates, according to research

by Al-Dalahma and Haider from 2021.

For a developing nation like the UAE, classifying and identifying the factors that
influence public organizations' employee performance is crucial and relevant. Several
factors or talent management practices were identified as predictors of employee
performance in this study. These talent management practices are realistic job
previews (Al Awadhi, 2018; Neri & Wilkins, 2019; Pareek, 2018), performance-
oriented compensation (Bostjanc¢i¢ & Slana, 2018; Dahshan et al., 2018; Froese et al.,
2020), work-life balance (Barkhuizen et al., 2017; Maurya & Agarwal, 2018; Ogbari
etal., 2018; Praise et al., 2020), perceived organizational support (AGARWAL, 2018;
Damarasri & Ahman, 2020; Al Aina & Atan, 2020), Mentoring (Jing & E, 2003; Masri
& Abubakr, 2019; Meyers, 2020; Salau et al., 2018), and training and development

(Chong et al., 2018; Dubey et al., 2017; Hoque, 2018; Nguyen & Watanabe, 2017,



Santos & Gongalves, 2018). The researcher developed these talent management
practices after conducting an in-depth examination of the literature to verify the
theoretical and practical significance of these talent management practices within the

context of the study.

The realistic job previews are a technique to make sure that workers are efficient and
successful in their work as well as to give prospective applicants information, both
good and bad, about the position and the company (Kaur & Dubey, 2020). Realistic
job previews is considered as an important individual predictor of employee
performance (Pareek, 2018). Most of the recent studies illuminate that realistic job
preview influences the environments within which people reside and plays a vital role
to choose a state within which people attempt to stay in. It was found to be directly
connected with employee performance (Neri & Wilkins, 2019). Additionally, Realistic
job previews impact both individual and organizational behavior. Moreover, a realistic
job preview is making it easier for the firms to develop the employees and see the
performance variance by getting rid of low-performing employees (Kaleem, 2019).
According to the resource-based view theory, an organization can attain its goal (e,qg.,
employee performance) from such resources as realistic job previews (Mehta, Kurbetti
& Dhankar, 2014). However, this study addresses a neglected aspect of the relationship
between realistic job previews and employee performance among public organizations

in the UAE.

Another important organizational predictor of employee performance is performance-

oriented compensation. One of the main pillars of human resources management

(HRM) is performance-oriented compensation management, which is concerned with
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developing and implementing strategies and policies to pay people fairly, equitably,
and consistently in line with their value to the organization (Hoffman and Shipper,
2018). Compensation or remuneration based on employee performance goes above
and beyond standard salaries to show appreciation for hard work (Froese et al., 2020).
Any company using such methods must be ready to set clear goals, monitor progress
toward them, and provide incentives like bonuses when those goals are achieved
(Rawashdeh, 2018). In light of previous studies have concluded that performance-
based compensation may help boost employee performance (Botjani & Slana, 2018;
Froese et al., 2020). For employees to improve their performance, compensation
should be tied directly to that improvement (Ochieng’Ojwang, 2019). The study
suggested that a substantial effect of performance-based compensation on employee

performance in UAE government enterprises is expected.

An additional organizational factor placed by the researcher in this study as an
important predictor of employee performance that helps in enlarging the positive
message of the organization is the work-life balance. Work-life balance is a significant
instrument for improving employee performance, as stated by Thevanes and
Mangaleswaran (2018). Organizations are concentrating on implementing many high-
performance human relations measurements and action plans. Maintaining a healthy
work-life balance is crucial to the productivity of employees and the overall
profitability of any organizations. Orogbu, Onyeiugbe, and Chukwuemeka (2015)
argue that as the person is crucial to the functioning of the family and the community
at large, achieving a healthy work-life balance is a major priority for organizations and

government agencies alike.
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The extent to which an employee's work responsibilities and his additional
responsibilities mesh well is a major element in determining his productivity. A
company that relies on its employees to accomplish its objectives should prioritise
work-life balance regulations. A better work-life balance is making workers happier,
which has a significant impact on their productivity (Khan, 2019; Sigilai, 2019). The
need of balancing work and personal life is increasingly recognised by today's
organizations and workers. More and more people are starting to consider the impact
that their jobs have on their personal lives and the lives of their families. Because of
this, there has been a lot of research done on the topic of people's lives at work.
Therefore, in this age of fast-paced globalization and competition, it is difficult for
most people to strike a healthy balance between their job and personal lives (Sivatte,

Gordon, Rojo, & Olmos, 2015).

Apart from the work-life balance, the next important factor affecting competitive
advantage in this study is the organizational predictor, which is perceived
organizational support. Researchers have acknowledged the importance of
investigating perceived organizational support, especially in the western context (e.g.,
Eisenberger, Robert Stinglhamber, Vandenberghe, Sucharski, & Rhoades, 2002;
Eisenberger, Huntington, Hutchison, & Sowa, 1986), but there have been
comparatively few studies of perceived organizational support in the Middle East and
North Africa (MENA) cultures like the UAE. Further, Damarasri and Ahman (2020)
explained that perceived organizational support is arguably one of the least researched
predictors of employee performance, particularly in the developing context, while
Shabbir et al (2021) argued that perceived organizational support is an ignored variable

in the study of employee performance.
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Even if workers are capable of doing their tasks, they will be far less motivated to do
so if they do not feel they have the full backing of the firm. Employees' in-role and
outside-of-role performance are also examined, as are the ripple effects of perceived
organizational support. Also, workers' sense of worth stemming from the
organization's apparent backing has boosted their drive to excel (Damarasri & Ahman,
2020; Vikas Gupta, 2019). The researcher hypothesized that this will lead to a
considerable effect of perceived organizational support on employee performance in

the UAE government agencies.

Mentoring is another organizational factor identified by the researcher in the current
study as a key predictor of employee performance. Due to its emphasis on the
development of specialized skills that benefit the company and the individuals,
mentoring is an important type of training that falls within the spectrum of "talent
management.” Mentoring helps individuals overcome challenges and advance in their
careers by strengthening relationships with more experienced individuals (Meyers,
2020). Mentoring is a sort of informal training that makes use of one-on-one
conversations to boost employees' skill sets and productivity on the job (Masri &

Abubakr, 2019).

Mentoring also improves an organization's bottom line by helping its workers work
more efficiently and effectively, which benefits customers and the company as a whole
(Salau et al., 2018). Mentoring is an effective instrument that may help organizations
boost employee performance in a variety of areas, including productivity, efficiency,
and customer satisfaction (Neupane, 2015). As a result, public sector organizations

may see significant returns on mentoring investments. Employee productivity is
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correlated with expanding their academic and practical acumen and their aptitudes for
success (Sinha et al., 2016). As a result, companies have no choice but to prioritize
performance improvement if they want to stay up with the rapidly evolving business
climate and bridge the gap between their employees' skill sets and the information,

they need to run the organization effectively.

Another important organizational predictor of employee performance is training and
development. Training and development have the ability to improve employee
performance in public organizations (Khuselwa Nama et al., 2022). However, poor
employee performance may result from a lack of training and development
opportunities for staff. Further, wider human resource development is disregarded due
to a lack of investment in training and development and poor mentoring and coaching
targeted at developing new graduates and a pool of experienced technical managers
(Govender, 2016; Ngobese, 2017). Therefore, it is critical to invest in training and
development initiatives in order to boost productivity in the workplace. Employee
performance, as defined by Pawirosumarto et al. (2017), includes originality, initiative,

dedication, and the final product of an employee's efforts.

Employee performance may be enhanced by both formal and informal training
initiatives, according to research by Hee et al. (2019). Good training, according to the
research (Sharma & Taneja, 2018), boosts learning culture, which in turn increases
employee performance and motivation. Training not only equips workers with the
information and abilities their jobs now need, but also prepares them for the future
needs of their organizations by enhancing their proficiency in areas such as

interpersonal communication, technology literacy, problem-solving, and fundamental
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education. (Otoo, 2018). However, this study addresses a neglected aspect of the
relationship between training and development, and employee performance among

public organizations in the UAE.

Apart from studying the effect of talent management practices, the present study also
focuses on the mediating effect of leadership competencies on employee performance.
The researcher in this study has derived this factor to be a mediator due to its important
role in the literature and in predicting employee performance. Better results can be
achieved through organizations that develop people through appropriate management
of employees based on effective leadership competencies (Hejase, 2016). Dealing with
talent management practices, managing employee performance, and creating
leadership competency are among the most important tactics of an organization
(Waxin et al., 2018). These types of activities are carried out by talent management
with a high level of strategy and professional practice, which are based on various
variables, including leadership competency (Singh & Sharma, 2015). According to the
McKinsey Global Purchasing Survey of more than 200 companies. The ability to hire
talent, how employers view them, and their willingness to engage with them are all
characteristics and features of talent-driven leadership competence (Altaee et al.,

2015).

For improving the performance of employees, the company needs to be able to run
effectively even when some of its personnel are not present. This will only be
achievable if talent management practices are used (Ahmed, 2016). Inclusion will
occur if everyone has contributed fully to the operation of the organization. However,

prior studies have not looked at how talent management practices affect employee
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performance in the UAE when leadership competency acts as a mediating factor
(Halim, 2022). This study aims to add to the body of knowledge as well as highlight

the effects of talent management on employee performance in the UAE.

Talent management practices are applied by leadership competencies if each employee
inevitably plays his or her overall function in the performance of the organization
(Wassem et al., 2019). However, the effect of talent management practices on
employee performance in the United Arab Emirates government sector has not been
fully examined in prior research papers (Kaleem, 2019). Since leadership competency
has an impact on employee performance, it is necessary to investigate the extent to
which talent management practices has improved employee performance. Various
articles on different aspects of talent management practices have appeared in journals
of a restrictive nature that does not give a comprehensive picture (Mullet et al., 2017).
Despite the growing interest among academics, there is a scarcity of research, and there
are various questions about talent management and employment in the UAE
government sector that need to be addressed. Although there is an increase in the
contribution of talent management to improving employee performance in light of the
potential mediating effect of leadership efficiency conceptually, the research problem
is how to employ the leadership efficiency variable as an influence on talent
management practices correctly in the UAE government sector to reach a state of
Improvement in staff performance, not to mention academic research on this building
is still lacking, especially in developing countries such as the UAE (Al Aina & Atan,
2020). As a result, the purpose of this research is to obtain a better knowledge of talent
management and employee performance in the UAE government sector, given the

mediating role of leadership competency.
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1.3 Research Questions
In consistent with the research aim, the study is exploring the following questions:
1) Do talent management practices significantly influence the employees’
performance in the department of housing in UAE?
2) Do talent management practices significantly influence the leadership
competencies in the department of housing in UAE?
3) Do the leadership competencies significantly influence the employees’
performance in the department of housing in UAE?
4) Do leadership competencies mediate the relationships between talent
management practices and employees’ performance in the department of

housing in UAE?

1.4 Research Objectives
In consistent with the research aim, the study is exploring the following objectives:
1) To examine the talent management practices that significantly influence the
employees’ performance in the department of housing in UAE.
2) To examine the talent management practices that significantly influence the
leadership competencies in the department of housing in UAE.
3) To examine the leadership competencies that significantly influence the
employees’ performance in the department of housing in UAE.
4) To examine the leadership competencies mediating the relationships
between talent management practices and employees’ performance in the

department of housing in UAE.
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1.5 Significance of the Study

This study seeks to expand the understanding of the employee performance subject in
the UAE context by addressing the gaps in literature through the direct effect of
realistic job previews, performance-based compensation, work-life balance, perceived
organizational support, mentoring, training and development on employee
performance, and indirect effect through the mediating effect of leadership
competencies. By providing resource-based view theory, this research aims to add to
the body of knowledge and empirical data by explaining how employee performance
in government organizations in the UAE may evolve. The study will present a model
for employee performance in government enterprises in the UAE. In the sense that it
incorporates the variables into a model, this study is distinctive. The relevance of talent
management practices in this study is being recognized by government organizations
in the United Arab Emirates, and this research places special emphasis on the
relationship between talent management practices and employee performance. The
findings of this study will assist researchers in many fields of study in examining
problems relating to government organizations in the United Arab Emirates and their

social attitude.

Moreover, leadership competencies as a mediating variable in this study's framework
will fill the literature gap as suggested by the researcher. In addition, as per the best
knowledge of the researcher, there is no related research that consists of all variables,
namely realistic job previews, performance-based compensation, work-life balance,
perceived organizational support, mentoring, training and development, and employee

performance. Therefore, the current study contributed to the literature.
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The study applies to UAE government agencies in general and the housing department
in UAE in particular. The UAE's personnel management methods on leadership
competencies might benefit from the findings to boost worker productivity. In terms
of realistic job previews, performance-based compensation, work-life balance,
perceived organizational support, mentoring, training, and development, talent
management practices are important in assessing employees' performance.
Organizations in the UAE will also gain knowledge and understand top management's
perspective on which aspects of talent management practices have a stronger

connection to employee performance.

The study can be used by policymakers and practitioners to update their policies,
procedures, and strategies to boost performance in the UAE. This research would be
useful not just for the UAE organization, but also for other emerging nations,
particularly those in the MENA region that share UAE's political, economic, and
cultural characteristics. When deciding which talent management strategies to
implement, the research will also benefit potential leadership capabilities to enhance
staff performance. Last but not least, it might have broad repercussions on other
industries in various fields, including practitioners, owners, decision-makers,

researchers, and academics.

1.6 Research Scope

The goal of the study was to ascertain how talent management strategies affected
worker performance in United Arab Emirates' Department of Housing. The dependent
variable was employee performance, while the independent factors were realistic job

sampling, performance-oriented remuneration, work-life balance, perceived
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organizational support, mentorship, training, and development. All employees and

staff members of United Arab Emirates' Department of Housing made up the target

group.

According to their leadership skills and talent management strategies, the study's
participants are evaluated on their performance. In particular, the people (workers) of
the Department of Housing in United Arab Emirates, make up the site. The middle
management workforce is the target population, and quota sampling is the sampling
method. The information is original and was gathered through a carefully planned

survey as cross-sectional data. The data should be gathered in the current year—2023.

1.7 Operational Definitions

Therefore, the key terms that are frequently utilized in this study are as follows:

e Realistic Job Preview:

A realistic job preview is the presentation of both positive and negative information
about the job and the organization to prospective applicants; this is aimed at showing
a realistic picture of the job and organization to applicants (Kaur & Dubey, 2020).
Employees who are given realistic work previews throughout the recruitment and
selection process are thought to have a better job satisfaction rate (Igbal et al., 2020).
Employees' pre-hiring expectations about the company and the work are set via
realistic job previews (Lingadkar, 2020). Employee work satisfaction is obtained after
induction into the company if the employee's pre-hiring employment expectations are
met with the post-hiring job experience. The certainty that a job offers to an employee

is referred to as work satisfaction (Bilal & Bashir, 2016).
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The realistic job previews' are a technique for ensuring employee efficiency and
effectiveness while executing their duties, as well as the presentation of information,
both good and bad, about the work and the company to prospective applicants (Kaur
& Dubey, 2020). The information offered by the company is intended to provide
candidates a true image of the organization, and the recruiting and selection process is
defined as a two-way information process (Muduli & Trivedi, 2020). The major goal
of this information flow is to get to a point where the employer's and applicant's
expectations are aligned, and the exchange of information will improve the quality of
the employer's choice on the application, as well as the hiring or joining of the position.

(Miskiewicz & Wolniak, 2020).

e Performance-Oriented Compensation:

Performance-Oriented Compensation is a system for rewarding employees financially,
outside of their regular salaries, companies who utilize these systems must be prepared
to define and track performance, as well as provide compensation, such as bonuses,
when objectives are met according to benchmarks (Haraldsdéttir, 2020).According to
Hoffman and Shipper (2018), performance-oriented pay management, as the name
implies, entails creating a compensation system in which workers who do better are
paid more than those who perform averagely. As an entitlement for being an employee
of the firm, or as a reward for a job well done, they use performance-based
compensation as a return in trade between their employees and themselves (Seifu,
2017). Human resources are the most important resource for every business, as they
are accountable for every choice made, every task completed, and every outcome

(Gupta, 2018).
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Performance-based compensation processes are based on compensation philosophies
and strategies and include policies, strategies, guiding principles, structures, and
procedures that are devised and managed to provide and maintain appropriate types
and levels of pay, benefits, and other forms of compensation (Feyissa, 2018). One of
the central pillars of human resources management (HRM) is performance-oriented
compensation management, which is concerned with the formulation and
implementation of strategies and policies aimed at compensating people fairly,
equitably, and consistently in accordance with their value to the organization (Muraga,

2015).

e Work-Life Balance:

Work-life balance involves looking at how working people manage time spent at and
outside of work, time outside of work may include managing relationships, family
responsibilities, and other outside interests and hobbies (Dominguez et al., 2020).
Work-life balance is described as achieving satisfactory experiences in all areas of
life, and achieving good experiences in all areas of life necessitates an equitable
allocation of personal resources such as energy, time, and dedication across all areas
(Fung et al., 2020). According to Chang et al (2019), if employees' duties, demands,
and obligations at work are excessively high, or if working hours are excessively long
and resources are unequally allocated, the quality of life may be harmed, leading to

poor physical and mental health.

Maintaining a steady staff is an important part of any efficient personnel management

plan, but it has proven to be difficult in the past (Shepherd et al., 2020). In recent years,

challenges linked to achieving work-life balance have gotten a lot of attention, notably
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in the field of modern organizational research (Wood et al., 2020). The influence of
work-life balance, on the other hand, has received less attention (Kaya & Karatepe,
2020). Non-work issues such as job stress and burnout have an influence on an
employee's desire to quit an organization, and these writers focus on the roles that job
stress, work-family conflict, and job features play in this critical choice (Asbari et al.,

2020).

e Perceived Organizational Support:

Employee performance and well-being have been found to be significantly impacted
by perceived organizational support, which is defined as employees' sense of how
much the organization values their contributions and cares about their well-being (Li
etal., 2019). Workers use the organization's treatment as a stimulus to gather data that
they then interpret as a sense of the organization's support (Ridwan et al., 2020). The
phrase "perceived organizational support” refers to assistance that gives someone the
impression that their company values their work and is interested in their welfare
(Ridwan et al., 2020). Also known as "perceived organizational support,” this type of
support evaluates the extent of the contribution, considers welfare, hears concerns,
considers quality of life, and treats staff members fairly. Perceived organizational
support refers to how much employees believe their employers value their

contributions and are concerned about their well-being.

Employees generally pay attention to how the organization's commitment to them is
perceived because their perceptions of organizational support are an organizational
view of them, and if the organization values employee loyalty and dedication as a form

of employee commitment to the organization. But there are three general organizations
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practices that are regarded as excellent and can give workers a greater sense of
organizational support: 1) fairness; 2) supervisor support; and 3) rewards from

organizational rewards and employment conditions.

e Mentoring:

Mentoring is to support and encourage people to manage their own learning in order
that they may maximize their potential, develop their skills, improve their performance
and become the person they want to be (El Fardi, W. 2020). Mentoring businesses are
prevalent in the organizations landscape and most developing countries, and they are
widely recognized as important contributors to employment, entrepreneurship,
community development, economic growth, and development (Cascante & Suess,
2020). Furthermore, mentoring firms are owner-managed enterprises with members
who are primarily active in the administration, management, and strategic planning of
the company's future (Ogoro, 2018). Employee mentoring is an unavoidable criterion
that will have a beneficial influence on the organization in the near future, as adequate
training of their subordinates to increase performance is vital for all businesses

(Antony, 2018).

Mentoring is one of the few methods used/needed to prepare tomorrow's talented
workers, as well as to develop organizational capacities, intelligence, establish
organizational knowledge, and maintain the competitive advantage of the
organizations (Nbabuife & Okoli, 2017). Mentoring refers to the actions that
management frequently designs and encourages in order to develop its employees and
guarantee that they enhance and retain the company's competitive edge (Younas &

Bari, 2020). Organizations that are interested in mentoring are social systems in which
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human resources are the most important factors for effectiveness and efficiency, and
organizations that need effective managers and employees to achieve their goals and
cannot succeed without their personnel efforts and improved performance (Ayinde et

al., 2021).

e Training and Development:

Training and development refer to educational activities within a company created to
enhance the knowledge and skills of employees while providing information and
instruction on how to better perform specific tasks (Bahador & Haider, 2020). One of
the three most critical difficulties facing businesses today, according to worldwide
trends in human resource management (Stachova et al., 2019), is to transform and
accelerate organizational training and development. Employees at all levels want their
companies to provide them with dynamic and ongoing learning opportunities, which
is frequently in contrast to obsolete development and a static approach to training (Lee
et al., 2019). As a result, it is clear that development must be modified, and a fresh
strategy must be used to pique employees' interest in personal growth (Armstrong &

Landers, 2018).

By identifying the recruiting talent pool, establishing a competitive remuneration plan,
training and developing talent, and reviewing employee performance, a company may
increase its competitive edge and sustain its organizations (Pandita & Ray, 2018). The
capacity of any company to retain and sustain its best talent influences its performance,
profitability, and sustainability, and the major difficulty for most organizations is how

to keep bright employees once they have been trained (Al Aina & Atan, 2020).
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e Talent Management:

The term "talent management™ is used to describe the process of identifying,
developing, and retaining the human resources needed by a firm, as well as the
standards for applying strategic human resource planning to increase an enterprise's
bottom line and facilitate the attainment of its objectives (Edward, 2008). Talent
management may be seen as the major factor in an organization's success in today's
highly competitive global market. An organization's ability to attract, develop, and
actively retain people who possess the skills, knowledge, and attitude to fulfil the
present and potential future organizational needs is the ultimate goal of talent
management. This is accomplished through the creation and use of improved and
tested Practices of attracting, carefully developing, and actively retaining people with

these characteristics.

e L eadership Competencies:

By employing a competency-based approach to leadership, companies may more
effectively identify and train the next generation of leaders. Leadership competencies
are the leadership qualities and behaviors that contribute to great performance, a focus
on leadership competencies and skill development promote better leadership
(Gopinathan, 2020). Management is a subject that is highly favored and loved. For
years, organizations and individuals have been increasingly interested in the topic of
leadership, looking for more knowledge on how to become great innovators (Jiang &
Jia, 2018). On the subject of management, a large number of publications, research
study reports, and training as well as sessions have been produced. Management is
seen to be a means of enhancing personal development, social development, and

professional development (Afonso, 2019). Organizations are convinced that leadership
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skill provides favorable features to their firm, resulting in increased growth and
profitability. Organizations all across the world invest billions of dollars on

management education and advancement (2019, Fahlevi et al.).

Leadership is both a study topic and a practical skill set that refers to a person's or a
company's ability to "lead" or guide other individuals, teams, or entire organizations
(Smith, Minor, Brashen, & Remaly, 2017). Professional literary works debate different
points of view, separating Eastern and Western approaches to leadership, as well as
United States vs European ways (within the West). Management is defined as "a
technique of social influence in which a person may enlist the cooperation and support
of others in the achievement of a normal activity" in the United States (Kebede &

Demeke, 2017).

e Employee Performance:

Employee performance is defined as the effectiveness, quality, and efficiency of an
employee’s output as they carry out their job responsibilities and necessary tasks, and
performance contributes to our assessment of how valuable an employee is to the
organization (Jaures, 2020). Employees who believe that an organization's treatment
of them is exceptional may have higher levels of psychological commitment,
according to the positive relationship between emotional commitment and employee
performance (Hafiz, 2017). Furthermore, employees with high continuation
commitment feel a strong obligation to conduct their work in a way that is aligned with
the firm's goals, whereas employees with low continuation commitment feel no such
obligation to maintain the firm's goals (Diamantidis & Chatzoglou, 2019). Workers

who have a high level of normative commitment are "stuck™ in no-choice situations,
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such as being forced to stay in the firm even if they do not want to (Zhao et al., 2020).
They operate in a passive manner, and their productivity gradually declines

(Diamantidis & Chatzoglou, 2019).

The efficiency of the employee is assessed against the organization's performance
criteria (Rodriguez & Walters, 2017). When evaluating performance, a variety of
techniques can be considered, including productivity, efficiency, high quality,
profitability, and effectiveness (Ha et al., 2017). Effectiveness is the power to produce
desired outcomes with as little resources as possible, whereas efficiency is the capacity
of people to meet the intended purposes or aim (Gregory et al., 2019). It is the job of
corporate executives to ensure that organizations strive for and attain high performance

levels (Abbas, 2020).

1.8 Research Structure
Content of this research is enclosed and organized into five main chapters as the

following figure.

| Chapter One: Introduction to the Study

Chapter Two: Review of Previous Studies

Chapter Three: Scientific Research Methods

Chapter Four: Findings and Discussions

| Chapter Five: Conclusions and Recommendations

Figure 1. 1 Research Structure
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The context body of the thesis is formulated of five chapters as the following:

Chapter The thesis's first chapter is titled one. Its purpose is to provide an
overview of the study, describe the issue description and the research
questions and objectives.

Chapter Two This chapter evaluates pertinent prior research that is
accessible in light of the justification of the aforementioned research
questions as well as the study's research purpose. It talks about the literature
that is pertinent to the present research. Therefore, the current study's main
focus is on how talent management strategies can enhance employees'
performance in the public sector in the Emirates Housing Department - and
how leadership effectiveness can mediate this relationship.

Chapter Three This chapter examines the theoretical underpinnings of the
conceptual framework. The conceptual framework is described, serving as
the foundation for the theories this investigation is testing. The research
approach used for this study is also covered in this chapter. It describes the
procedures and approaches used to respond to the study's research question
and validate the elicited hypotheses.

Chapter Four The results of the statistical analysis of the data gathered were
proposed in this chapter. In a well-interpreted description, the procedures for
data screening, demographic analysis, descriptive statistics, structure model
assessment, measurement model assessment, and moderation assessment are
presented.

Chapter Five This chapter illustrates the summary, conclusions, extra

discussions, limitation, implications, and recommendation of the research.
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1.9 Summary

The fundamental justification for this study is the improvement of employee
performance in UAE government enterprises through the influence of talent
management methods on leadership competencies. The study is allowing this research
on employee performance by filling in the gaps between the available data and its
practical applications. In order to accomplish this, the research examined the following
goals: first, to determine the effects of realistic job descriptions on employee
performance in UAE government organizations; and, second, to determine the effects
of performance-based pay on employee performance in UAE government

organizations.

According to the third objective, which measures the impact of work-life balance on
employee performance in government organizations in the UAE, the fourth objective,
which measures the impact of perceived organizational support on employee
performance in government organizations in the UAE, is followed by the third
objective, which examines the impact of mentoring on employee performance in
government organizations in the UAE, and the sixth objective, which examines the
impact of organizational commitment, and the seventh objective, which examines the

impact of organizational commitment on employee performance,

This study's focus is only on employee performance, leadership skills, and talent
management procedures. Employee performance in UAE government organizations
makes up the study's population. The government organizations in the United Arab
Emirates will especially benefit from the study's findings. Additionally, it may have

implications for other fields, practitioners, organizations owners, organization
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policymakers, researchers, and academics. The model this study will present, which
systematically explains how employee performance can be improved by materializing
the performance of talent management practices on leadership competencies, is

another significant contribution it will make to the sectors.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter tries to evaluate prior research that is pertinent to the setting of this
investigation. The evolution of talent management in the UAE and organizational
methods for it are the first two topics covered in the review. Then, the conceptual
framework of talent management practices links employee performance to leadership
competencies through the use of realistic job previews, performance-oriented
compensation, work-life balance, perceived organizational support, mentoring,
training, and development. The six main independent variables that make up the
model's hypotheses are combined with the supporting theories that explain them. The
theory includes the resource-based view theory shows different antecedents for
employee performance that go beyond knowledge-based factors and can be accounted

for by organizational resources like processes, competencies, and technology.

2.2 Talent Management

The most valuable resource is talent, which is also 