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ABSTRAK  

Kajian ini menyelidik hubungan antara pengurusan bakat, gaya kepemimpinan 
transformasi dan prestasi organisasi. Amalan pengurusan bakat termasuklah tarikan, 
pembangunan, motivasi, pengekalan dan perancangan penggantian.  Satu kerangka 
kajian dibina dan sebanyak dua hipotesis utama dibangunkan untuk diuji.  Kajian ini 
berasaskan reka bentuk tinjauan dan bersifat keratan rentas. Sebanyak 300 borang 
soal selidik dikutip daripada kakitangan pengurusan Bank Simpanan Nasional (BSN) 
di seluruh Malaysia dan digunakan dalam analisis statistik.  Unit analisis adalah 
organisasi BSN melalui borang yang diedarkan kepada kakitangan pengurusan BSN 
seluruh Malaysia menggunakan kaedah sampel rawak mudah. Semua hipotesis diuji 
menggunakan analisis SPSS 24 – (Statistical Package for the Social Sciences).  Hasil 
kajian menyokong semua hipotesis utama yang dikemukakan.  Keputusan ini 
menunjukkan pengurusan bakat mempengaruhi prestasi organisasi.  Hasil daripada 
analisis Korelasi Pearson menunjukkan pengurusan bakat mempunyai korelasi yang 
signifikan dengan pemboleh ubah gaya kepemimpinan transformasi dan prestasi 
organisasi.  Selain itu, keputusan analisis korelasi juga menunjukkan pemboleh ubah 
gaya kepemimpinan transformasi dan prestasi organisasi mempunyai korelasi yang 
signifikan antara satu sama lain.  Keputusan analisis komponen utama dan regresi 
linear berhierarki menunjukkan wujud hubungan yang signifikan antara pengurusan 
bakat dengan gaya kepemimpinan transformasi serta prestasi organisasi.  Akhir 
sekali, hasil kajian berkenaan hubungan berstruktur antara ketiga-tiga pemboleh 
ubah mengesahkan peranan gaya kepemimpinan transformasi sebagai penyederhana 
dalam hubungan antara pengurusan bakat dengan prestasi organisasi.  
Kesimpulannya, hasil kajian ini dapat menyumbang dalam peningkatan pengetahuan 
dan kefahaman tentang hubungan antara pengurusan bakat, gaya kepemimpinan 
transformasi dan prestasi organisasi. Oleh itu, ini membolehkan pihak pengamal 
industri memperoleh pengetahuan yang lebih mendalam berhubung dengan model 
pengurusan bakat terhadap prestasi organisasi Bank Simpanan Nasional. 
 
Kata kunci: Pengurusan bakat, gaya kepimpinan, prestasi organisasi 
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ABSTRACT 

This study investigates the relationship between talent management, transformational 
leadership style and organizational performance. Talent management includes 
attraction, development, motivation, retention and succession planning.  A research 
framework was developed, and two main hypotheses were posited and tested.  The 
study was based on a survey design and cross sectional.  A total of 300 
questionnaires were collected from the management staff of Bank Simpanan 
Nasional (BSN) all over Malaysia, and were used in subsequent statistical analysis.  
Organisation of BSN as a unit analysis and all management staff around Malaysia 
were selected by using simple random sampling method.  All hypotheses were tested 
using SPSS 24 – (Statistical Package for the Social Sciences). The results support all 
the hypotheses posited for the study, suggesting that talent management can 
influence organizational performance.  Pearson correlation indicates that, all of the 
talent management practices have significant correlation with transformational 
leadership style and performance variables.  Result of correlation shows that a set of 
talent management, transformational leadership style and organizational performance 
have significant correlation with each other.  The results of principle component 
analysis and hierarchical linear regression indicates significant relationship between 
talent management, transformational leadership style, and organizational 
performance.  Finally, the test highlights the role of transformational leadership style 
as moderating variable the relationship between talent management and 
organizational performance. In conclusion, this study provided an insight and further 
understanding of the inter-relationship between talent management, transfromational 
leadership and organizational performance, and hence allowing practitioners to gain 
an indepth knowledge about the model of talent management on organizational 
performance for Bank Simpanan Nasional (BSN).  
 
Keywords: Talent Management, Leadership Styles, Organizational Performance.  
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1 

BAB SATU 

PENGENALAN 

1.0 PENDAHULUAN 

Pertumbuhan industri perbankan di Malaysia diramalkan berkembang dalam 

persekitaran yang positif. Malaysia diunjurkan terus berada pada landasan 

pertumbuhan yang stabil sebanyak 5.5% – 6.0% (2017: 5.9%) (BNM, 2018).  

Berdasarkan konteks ini, industri perbankan memainkan peranan yang lebih besar 

dan menjadi pemangkin bagi transformasi Malaysia ke arah ekonomi bernilai dan 

berpendapatan tinggi (Bank Negara Malaysia, 2016).  Institusi perbankan sama ada 

perbankan Islam atau konvensional mengalami pertumbuhan yang pesat disebabkan 

oleh inovasi produk secara berterusan yang ditawarkan, lantas mengakibatkan 

persaingan yang sengit antara kedua-dua institusi berkenaan.  Penekanan juga 

diberikan pada pembangunan modal insan melalui peningkatan pelbagai program 

pasaran pekerja aktif selaras dengan aspirasi Transformasi Nasional 2050 supaya 

sumber ditumpukan pada pembangunan kemahiran yang berkaitan dengan masa 

depan (BNM, 2018).  Ekonomi yang berkembang seperti Malaysia tidak terkecuali 

daripada implikasi kemelesetan ekonomi yang melanda dunia.  Situasi ini penting 

agar institusi sentiasa berdaya saing dan mengekalkan pekerja terbaik dalam 

organisasi mereka.   

Kajian ini memberi tumpuan kepada prestasi Bank Simpanan Nasional (BSN) dari 

sudut pengurusan bakat.  Industri perbankan secara umum memerlukan tenaga kerja 

yang ramai dalam pelbagai cabang kemahiran dari penghantar surat sehinggalah ke 

jawatan pengurusan.  Dalam industri ini, pakar teknikal, kumpulan pengurusan, dan 

individu utama yang boleh memacu pembangunan organisasi secara amnya dianggap 

sebagai bakat.   



 

  

 174 

 

RUJUKAN   

Abbott, A., & Collins, D. (2004). Eliminating the dichotomy between theory and 

practice in talent identification and development: considering the role of 

psychology. Journal of Sports Sciences, 22(5), 395–408. 

https://doi.org/10.1080/02640410410001675324 

Abdullah, Z., Ahsan, N., & Alam, S. S. (2009). The effect of human resource 

management practices on business performance among private companies in 

Malaysia. International Journal of Business and Management, 4(6), 65–78. 

Abualaei, B., & Ghafari A. (2007). Future Managers: Theory and practice in talent 

management and succession planning. Industrial Management Publications, 

3ed., 3ed, 95. 

Ackerman, P. L. (2014). Nonsense, common sense, and science of expert 

performance: Talent and individual differences. Intelligence, 45(1), 6–17. 

https://doi.org/10.1016/j.intell.2013.04.009 

Acock, A. C. (2005). Working with missing values. Journal of Marriage and 

Family, 67, 1012–1028. 

Acuna, E., & Rodriguez, C. (2004). The treatment of missing values and its effect in 

the classifier accuracy. In D. Banks, L. House, F.R. McMorris,P. Arabie, W. 

Gaul (Eds).Classification, Clustering and Data Mining Applications. Springer-

Verlag Berlin-Heidelberg, 639-648. 

Adobor, H. (2004). Selecting management talent for joint ventures: A suggested 

framework. Human Resource Management Review. 



 

  

 175 

 

https://doi.org/10.1016/j.hrmr.2004.05.001 

Ahmadi, A. A., Ahmadi, F., & Abbaspalangi, J. (2012). Talent Management and 

Succession Planning. Interdisciplinary Journal of Contemporary Research in 

Business, 4, 213–224. 

Al Ariss, A., Cascio, W. F., & Paauwe, J. (2014). Talent management: Current 

theories and future research directions. Journal of World Business, 49(2), 173–

179. https://doi.org/10.1016/j.jwb.2013.11.001 

Allio, R. (2003). (2003). Interview: Noel M. Tichy explains why the virtuous 

teaching cycle is integral to effective leadership. Strategy & Leadership, 31(5), 

20–6. 

AlMaian, R., Needy, K., Walsh, K., & Alves, T. (2015). Supplier quality 

management inside and outside the construction industry. Engineering 

Management Journal, 27(1), 11–22. 

Altinay, L., Paraskevas, A., & Jang, S. S. (2015). Planning research in Hospitality 

and Tourism. Routledge.Retrieved from 

https://books.google.com/books?id=98XMCgAAQBAJ&pgis=1. 

Alvarez, S. A., & Barney, J. B. (2002). Resource-based theory and the 

entrepreneurial firm. Strategic entrepreneurship: Creating a new mindset. 

Amran, A. (2006). Orientasi keusahawanan Jirrna dan prestasi perusahaan kecil 

dun sederhana (PIC$) Bumiputera: Kajian impak penyederhana beberapa 

faktor persekitaran yang ditanggap. (Unpublished PhD thesis). Universiti Sains 

Malaysia, Pulau Pinang. 

Anderson, D. R., Sweeney, D. J., & Williams, T. A. (2014). Modern business 



 

  

 176 

 

statistics with Microsoft excel. Cengage Learning. Retrieved from 

https://books.google.com/books?id=cD4aCgAAQBAJ&pgis=1. 

Anderson, T. W. (1957). Maximum likelihood estimates for a multivariate normal 

distribution when some observations are missing. Journal of the American 

Statistical Association, 52(278), 200–203. https://doi.org/. 

doi:101080/01621459.1957.10501379 

Andrew, S. A., & Leon-Cazares, F. (2015). Mediating effects of organizational 

citizenship behavior on organizational performance : Empirical analysis of 

Public employees in Guadalajara, Mexico. Economics and Business Journal, 

12(2), 71–92. 

Antonakis, J., Avolio, B. J., & Sivasubramaniam, N. (2003). Context and 

leadership : an examination of the nine-factor full-range leadership theory 

using the Multifactor (Vol. 14). https://doi.org/10.1016/S1048-9843(03)00030-

4 

Aqdas Rana, R., Zirwa Rana, F., & Ahmad Rana, H. (2017). Strategic planning role 

in non profit organizations. Journal for Studies in Management and Planning, 

3(6), 166–170. 

Armstrong, M. (2006). A handbook of Human Resource Management practice (10th 

edition). Kogan Page, London and Philadelphia. 

Armstrong, M., & Baron, A. (2005). Managing performance: Performance 

management in action. CIPD Publishing. 

Autry, C. W., Griffins, S. E., Goldsby, T. J., & Bobbit, L. M. (2005). Warehouse 

management systems: Resource commitment, capabilities, and organization. 



 

  

 177 

 

Journal of Business Logistic, 26(2), 165–183. 

Avolio, B. J., Bass, B. M., & Jung, D. I. (1999). Re-examining the components of 

transformational and transactional leadership using the Multifactor Leadership 

Questionnaire. Journal of Occupational and Organizational Psychology, 

72(441–462). 

Avolio, B. J., Waldman, D. A., & Einstein, W. O. (1988). Transformational 

leadership in a management game simulation. Group & Organization Studies, 

13(1), 59–80. 

Babatunde Joseph, O. (2015). The effect of employees ‘ motivation on 

organizational performance. Academic Journals, 7(4), 62–75. 

https://doi.org/10.5897/JPAPR2014.0300 

Babbie, E. (1990). Survey research methods. California: Wadsworth Publishing. 

Babbie, E. (2014). The basics of social research. (Sixth edition ed.). Belmont, Calif.: 

Wadsworth Cengage. pp. 303–04. ISBN 9781133594147. 

Baker, G., Gibbs, M., & Holmström., B. (1994). The internal economics of the firm: 

Evidence from personnel data. ” Quarterly Journal of Economics, 109(4), 881–

919. 

Ballesteros, S. R. (2010). Talents : The key for successful organizations, 74. 

Bank Negara Malaysia. (2016a). Financial Sector Blueprint 2011-2020 

Strengthening our future. Financial Sector Blueprint 2011-2020 (Vol. 1). 

Bank Negara Malaysia. (2016b). Lapuran Tahunan BNM, 2015. 

Bank Negara Malaysia. (2017). Lapuran Tahunan BNM, 2016. 

Barbuto, J. E. (2005). Motivation and transactional, charismatic, and 



 

  

 178 

 

transformational leadership: a test of antecedents. Journal of Leadership and 

Organizational Studies, 11(4), 26–40. 

Barney, J. (1991). Firm Resources and Sustained Competitive Advantage. Journal of 

Management. 

Barney, J. B. (1986). Organizational Culture: Can it be a Source of Sustained 

Competitive Advantage? Academy of Management Review, 11(3), 656–665. 

Barney, J. B. (1997). Gaining and sustaining commpetitive advantage. Reading, MA: 

Addison Wesley. 

Barney, J. B. (2001). Resource-based theories of competitive advantage: A ten-year 

retrospective on the resource-based view. Journal of Management, 27(6), 643–

650. https://doi.org/10.1016/S0149-2063(01)00115-5 

Barney, J. B., & Hesterly, W. (2006). Strategic management and competitive 

advantage: concepts and cases. Upper Saddle River, New Jersey: Prentice 

Hall. 

Barney, J. B., & Hesterly, W. S. (2010). VRIO framework: In strategic management 

and competitive advantage, 68–86. 

Bass, B. M., & Riggio, R. E. (2006). (2006). Transformational leadership (2nd ed.). 

Mahwah, NJ: Lawrence Erlbaum, (January). 

Bass, B. M. (1985). Leadership and performance beyond expectations. New York: 

Free Press. 

Bass, B. M. (1997). Does the Transactional-Transformational Leadership Paradigm 

Transcend Organizational and National Boundaries ?, 52(2). 

Bass, B. M. (2000). The future of leadership in learning organizations. Journal of 



 

  

 179 

 

Leadership & Organizational Studies, 7(3), 18–40. 

https://doi.org/10.1177/107179190000700302 

Bass, B. M., & Avolio, B. J. (1989). Manual for the multifactor leadership 

questionnaire. Palo Alto: CA: Consulting Psychologist Press. 

Bass, B. M., & Avolio, B. J. (1990). Developing transformational leadership: 1992 

and beyond. Journal of European Industrial Training., 14(5), 21–27. 

Bass, B. M., & Avolio, B. J. (1994). Improving organizational effectiveness through 

transformational leadership. Thousand Oaks, CA: Sage Publications. 

Bass, B. M., & Avolio, B. J. (2006). Transformational leadership. Mahwah, NJ: 

Lawrence Erlbaum. 

Bass, B. M., Avolio, B. J., Jung, D. I., & Berson, Y. (2003). Predicting unit 

performance by assessing transformational and transactional leadership. The 

Journal of Applied Psychology, 88(2), 207–218. https://doi.org/10.1037/0021-

9010.88.2.207 

Bass, B. M., & Riggio, R. E. (2006). Transformational leadership. (2nd ed.). 

Mahwah, NJ: Lawrence Erlbaum. 

Becherer, R. C., & Maurer, J. G. (1997). The moderating effect of environmental 

variables on the entrepreneurial and marketing orientation of entrepreneur-led 

fums. Entrepreneurship: Theory & Practice, 47(5), 8. 

Becker, B. E., & Huselid, M. A. (2006). Strategic Human Resources Management : 

Where do we go from here ? Journal of Management, 32(6), 898–925. 

https://doi.org/10.1177/0149206306293668 

Becker, B. E., Huselid, M. A., & Ulrich, D. (2002). Six key principles for measuring 



 

  

 180 

 

human capital performance in your organization. Academic Research Supports 

Human Capital-Firm Performance Link, (May). 

Becker, B., & Gerhart, B. (1996). The impact of resource management on 

organisational performance, progress and prospects. Academy of Management 

Journal, 39(4), 779-801., 39(4), 779–801. 

Beechler, S., & Woodward, I. C. (2009). The global ―war for talent.‖ Journal of 

International Management, 15(3), 273–285. 

https://doi.org/10.1016/j.intman.2009.01.002 

Behera, R. (2016). Motivation as a Tool of Retaining Talent Pools : An Empirical 

Study, 4(4), 286–293. 

Bennett, N., & Miles, S. (2006). Riding shotgun: The role of the COO. Stanford 

Business Books: Stanford, CA. 

Berg, B. L. (1954). Qualitative research methods for the social sciences. Author 

Lune, Howard, 1962- (Eighth edition ed.). Boston. p. 3. ISBN 9780205809387. 

Berke, D. (2005). Succession planning and management: A guide to organizational 

systems and practices. Retrieved from Business Source Complete database. 

Bertram, D. (2008). Likert scales...are the meaning of life. 

Bharadwaj, A. S. (2000). A resource-based perspective on information technology 

capability and firm performance: An empirical investigation. MIS quarterly. 

Bhatnagar, J. (2007). Talent management strategy of employee engagement in Indian 

ITES employees: key to retention. Employee Relations, 29(6), 640–663. 

https://doi.org/10.1108/01425450710826122 

Björkman, I., Fey, C. F., & Park, H. K. (2007). Institutional theory and MNC 



 

  

 181 

 

subsidiary HRM practices: Evidence from a three-country study. Journal of 

International Business Studies, 38, 430–446. 

Blass, E. (2007). Talent management: Maximising talent for business performance. 

Chartered Management Institute with Ashridge Consulting. 

Blass, E., & April, K. (2008). Developing talent for tomorrow. Develop, 1, 48–58. 

BNM. (2018). Prospek dan dasar pada tahun 2018. 

Boerner, S., Eisenbeiss, S. A., & Griesser, D. (2007). Follower behavior and 

organizational performance: The impact of transformational leaders. Journal of 

Leadership & Organizational Studies, 13(3), 15–26. 

Bollen, K. A. (1989). Structural equations with latent variable. New York: Wiley 

Bossert. https://doi.org/10.1108/IJBM-07-2013-0069 

Bolman, L. G., & Deal, T. E. (2003). Reframing organizations: Artistry, choice, and 

leadership. John Wiley & Sons. 

Bono, J. E., & Judge, T. a. (2004). Personality and transformational and transactional 

leadership: a meta-analysis. The Journal of Applied Psychology, 89(5), 901–

910. 

Borg, W., & Gall, M. (1983). Educational research: An introduction. New York: 

Longman. 

Boxall, P., & Purcell, J. (2003). Strategy and human resource management. 

Basingstoke: Palgrave Macmillan. 

Boyne, G. A., Meier, K. J., O‘Toole, L. J., & Walker, R. M. (2005). Where Next? 

Theoretical and Methodological Issues in the Study of Public Service 

Performance. Journal of Public Administration Research and Theory., 15:5 



 

  

 182 

 

pp6(5), 633–9. 

Brewer, G. A. (2005). In the eye of the storm : Frontline supervisors and federal 

agency performance. Journal of Public Administration Research and Theory, 

15(4), 505–527. https://doi.org/10.1093/jopart/mui031 

Brewer, G. A., & Selden, S. C. (2000). Agencies Why Elephants Gallop : Assessing 

and Predicting Organizational Performance in Federal Agencies. Journal of 

Public Administration Research and Theory, 10(4), 685–711. 

Brislin, R. W. (1970). Back translation for cross cultural research. Journal of Cross-

Cultural Psychology, 1(3), 185–216. 

Brown, D. (2011). Succession planning 101. Graphic Arts Monthly, 83(11). 

Bryman, A., & Bell, E. (2011). Business research methods. New York: Oxford 

University Press. 

BSN. (2017). Lapuran tahunan 2016. 

Burke, A. ., Fraser, S., & Greene, F. J. (2010). Multiple effects of business plan on 

new ventures. Journal of Management Studies., 47(3). 

Burns, J. M. (1978). Leadership. New York: Harper & Rowe, NY. 

Burns, J. M. (1998). Transactional and transforming leadership. In G. R. Hickman, 

Leading Organizations: Perspectives for a New Era (pp. 133-134). United 

States: SAGE Publications. 

Bushe, B., Chiwira, O., & Chawawa, M. (2012). The impact of academic staff 

recruitment, development and retention policies at Ba Isago University College 

on their commitment to the College. Research Journal of Business Management 

and Accounting, 1(4), 84–97. 



 

  

 183 

 

Campbell, J. W., Im, T., & Jeong, J. (2014). Internal efficiency and turnover 

intention: Evidence from local government in South Korea. Public Personnel 

Management, 43(2), 259–282. https://doi.org/10.1177/0091026014524540 

Canny, G. (2006). Retreived Oct 1, 2013, from 

http//:geovan.searchwarp.com/swa69773.htm. 

Capelli, P. (2008). Talent on demand: Managing talent in an uncertain age. Boston, 

MA, Harvard Business School Press. 

Capelli, P. (2009). A supply chain approach to workforce planning. Organizational 

Dynamics, 38(1), 8–15. 

Carmeli, A., & Tishler, A. (2004). Resources, capabilities, and the performance of 

industrial firms: A multivariate analysis. Managerial and Decision Economics, 

25(6–7), 299–315. 

Carroll, C. (2004). Succession planning: Develping leaders for the future of the 

organization. Leadership Abstracts, 17(2), 2. 

Chambers, E. G., Foulton, M., Handfield-Jones, H., Hankin, S. M., & Michaels III, 

E. G. (1998). The war for talent. McKinsey Quarterly, (3), 44–57. 

https://doi.org/10.1080/03071840308446873 

Chang, P. L., & Chen, W. L. (2002). The effect of human resource management 

practices on firm performance: Empirical evidence from high-tech firms in 

Taiwan. International Journal of Management, 19(4), 622–631. 

Chartered Institute of Personnel and Development. (2007). Recruitment, retention 

and turnover, 1–40. Retrieved from 

http://www.cipd.co.uk/binaries/recruitment_retention_turnover_annual_survey_



 

  

 184 

 

2009.pdf 

Cheese, P. (2008). Driving high performance in the talent-powered organization. 

Strategic HR Review. https://doi.org/10.1108/14754390810880507 

Chiang, C. F., & Wang, Y. Y. (2012). The effects of transactional leadership and 

transformational leadership on organizational commitment in Hotels: The 

mediating effect of trust. Journal of Hotel and Business Management, 1(1), 

1(1). 

Cho, Y. J., & Lewis, G. B. (2012). Turnover intention and turnover behaviour: 

Implications for retaining federal employees. 32(1), 4–23. http://doi.org/ Choi,. 

Review of Public Personnel Administration, 32(1), 4–23. 

https://doi.org/10.1177/0734371X11408701 

Choo, S., & Bowley, C. (2007). Using training and development to affect job 

satisfaction within franchising. Journal of Small Business and Enterprise 

Development, 14(2). 

Chua, L. C. (2006). Sample Size Estimation Using Krejcie And Morgan And Cohen 

Statistical Power Analysis: A Comparison. Jurnal Penyelidikan IPBL, 7, 78–86. 

Chun, Y. H., & Rainey, H. G. (2005). Goal ambiguity and organizational 

performance in U.S. Federal agencies. Journal of Public Administration 

Research and Theory. Retrieved from ProQuest Database., 15(4), 529–557. 

Chun, Y. H., & Rainey, H. G. (2005). Goal Ambiguity in U . S . Federal Agencies. 

Journal of Public Administration Research and Theory, 15(1), 1–30. 

https://doi.org/10.1093/jopart/mui001 

CIPD. (2010). The talent perspective: What does it feel like to be talent-managed? 



 

  

 185 

 

CIPD, London, available at: www.cipd.co.uk/NR/rdonlyres/95D2D604-36C6-

450A-996A-01F45F0B17C5/ 0/5262_Talent_Perspective.pdf (accessed 18 May 

2014). 

CIPD. (2011). Learning and talent development annual survey report. London: 

CIPD. 

CIPD. (2012). Learning and talent development. Retrieved from http://www.cipd.- 

co.uk/hr-resources/survey-reports/learning-talent-development-2012.aspx. 

Coakes, S. ., & Steed, L. G. (2003). SPSS analysis without anguish version 11.0 for 

windows. John Wiley and Sons: Australia. 

Cohn, J. M., Khurana, R., & Reeves, L. (2005). Growing talent as if your business 

depended on it. Harvard Business Review, 83(10), 63–70. 

Cole, M. S., & Bruch, H. (2006). Organizational identity strength, identification, and 

commitment and their relationships to turnover intention: Does organizational 

hierarchy matter? Journal of Organizational Behavior, 27(5), 585–605. 

https://doi.org/10.1002/job.378 

Collings, D. G., & Mellahi, K. (2009). Strategic talent management: A review and 

research agenda. Human Resource Management Review, 19(4), 304–313. 

https://doi.org/10.1016/j.hrmr.2009.04.001 

Collings, D. G., Scullion, H., & Vaiman, V. (2011). European perspectives on talent 

management. European J. International Management, 5(5), 453–462. 

https://doi.org/10.1504/EJIM.2011.042173 

Cooper, D. R. (2008). Business research methods (10th Edition). Boston, MA: 

McGraw-Hill. 



 

  

 186 

 

Corrine., G. (2011). Becoming qualitative researchers : An introduction. (4th ed.). 

Boston: Pearson. ISBN 0137047975. 

Creswell, J. W. (2009). Research design: Qualitative, quantitative, and mixed 

methods approaches. (4th ed.). Thousand Oaks, CA: Sage Publications, Inc. 

Davies, B., & Davies, B. J. (2010). Talent management in academies. International 

Journal of Educational Management, 24(5), 418–426. 

https://doi.org/10.1108/09513541011055983 

Davis, T., Cutt, M., Flynn, N., Mowl, P., & Orme, S. (2007). Talent assessment: A 

new strategy for talent management. Gower, Aldershot. 

Dawson, E., Gilovich, T., & Regan, D. T. (2002). Motivated reasoning and 

susceptibility to the ―Cell A‖ bias. Manuscript Submitted for Publication. 

De Long, D. W. (2004). Lost knowledge: Confronting the threat of an aging 

workforce. New York, NY: Oxford University Press. 

Delaney, J. T., & Huselid, M. A. (1996). The impact of Human Resource 

Management practices on perceptions of organizational performance. The 

Academy of Management Journal, 39(4), 949–969. 

Delery, J. E, Doty, D. H. (1996). Modes of theorizing in strategic human resource 

management. Academy of Management Journal, 39(4), 802–835. 

Delery, J. E., & Doty, D. H. (1996). Modes of theorizing in strategic human resource 

management. Academy of Management Journal, 39(4), 802–835. 

Deloitte. (2004). It’s 2008: Do you know where your talent is ? Deloitte Research, 

LP. 

Demirbag, M., Tatoglu, E., Tekinkus, M., & Zaim, S. (2006). An analysis of the 



 

  

 187 

 

relationship between TQM implementation and organizational performance: 

Evidence from Turkish SMEs. Journal of Manufacturing Technology 

Management, 17(6), 829–847. 

https://doi.org/http://dx.doi.org/10.1108/09564230910978511 

DeVaro, J., Kauhanen, A., & Valmari., N. (n.d.). Internal and external hiring: The 

role of prior job assignments. In Paper presented at the Fourth SOLE–EALE 

World Meeting, Montréal, Canada, June 26–28, 2015. 

DeVaro, J., & Morita., H. (2013). Internal promotion and external recruitment: A 

theoretical and empirical analysis. Journal of Labor Economics, 31:2 (2013(2), 

227–269. 

Dillon, W. ., Madden, T. J., & Firtle, N. . (1994). Marketing research in a marketing 

environment. Burr Ridge, Ill: Irwin. 

Dionne, S. D., Yammarino, F. J., Atwater, L. E., & Spangler, W. D. (2004). 

Transformational leadership and team performance. Journal of Organizational 

Change Management, 17(2), 177–193. 

Doane, D. P., & Seward, L. E. (2011). Measuring skewness : A forgotten statistic ? 

Journal of Statistic Education, 19(2), 1–18. 

https://doi.org/10.1080/10691898.2011.11889611 

Dobre, O. (2013). Employee motivation and organizational performance. Review of 

Applied Socio-Economic Research, 5(1), 53–60. 

Dollinger, M. J. (1995). Entrepreneurship: Strategies and resources, Austen: Irwin. 

Dollinger, M. J. (2003). Entrepreneurship: Strategies and resources. (3rd ed.) New 

Jersey: Prentice Hall. 



 

  

 188 

 

Dou, R., Shen, J., & Qi, E. (2013). The 19th International Conference on Industrial 

Engineering and Engineering Management. In The 19th International 

Conference on Industrial Engineering and Engineering Management. Springer. 

http://doi.org/10.1007/978-3-642-38391-5. 

Duerksen, G. J. (2012). Winning the war for talent. International Food and 

Agribusiness Management Review, 15(SPECIALISSUEA), 13–17. 

https://doi.org/10.2118/112102-MS 

Duncan, T., Scott, D. G., & Baum, T. (2013). The mobilities of hospitality work: An 

exploration of issues and debates. Annals of Tourism Research, 41, 1–19. 

https://doi.org/10.1016/j.annals.2012.10.004 

Dvir, T., Eden, D., Avolio, B. J., & Shamir, B. (2002). Impact of transformational 

leadership on follower development and performance: A field experiment. 

Academy of Management Journal, 45(4), 735–744. 

https://doi.org/10.2307/3069307 

Dyer, L., & Reeves, T. (1995). Human resource strategies and firm performance: 

What do we know and where do we need to go. The International Journal of 

Human Resource Management, 6(3), 656–670. 

Ekpunobi, D. G. N. (2015). Impact of talent management on organisational 

performance of Nigerian. International Journal of Science Research and 

Technology, 1(2), 38–43. 

Elia, P. T., Ghazzawi, K., & Arnaout, B. (2017). Talent management implications in 

the Lebanese Banking Industry. Human Resource Management Research, 7(2), 

83–89. https://doi.org/10.5923/j.hrmr.20170702.02 



 

  

 189 

 

Emory, C. W., & Cooper, D. R. (1991). Business research methods. Homewood, IL: 

Irwin. 

Fahy, J., & Smithee, A. (1999). Strategic marketing and the resource based view of 

the firm. Academy of Marketing Science Review., 10, 1–20, 1–20. 

Farrell, G. (2010). Crash of the titans: Greed, hubris, the fall of Merrill Lynch, and 

the near- collapse of Bank of America. [Kindle Reader version]. Retrieved from 

http://amazon.com/. 

Fernandes, B. H. R., Mills, J. F., & Fleury, M. T. L. (2005). Resources that drive 

performance: An empirical investigation. International Journal of Productivity 

and Performance Management, 54(5/6), 340–354. 

Festing, M., & Schäfer, L. (2014). Generational challenges to talent management: A 

framework for talent retention based on the psychological-contract perspective. 

Journal of World Business, 49(2), 262–271. 

https://doi.org/10.1016/j.jwb.2013.11.010 

Fiedler, F. (1996). Research on leadership selection and training: one view of the 

Future. Administrative Science Quarterly, 41, 241–250. 

Field, A. P. (2000). Discovering statistics using SPSS for windows: Advanced 

techniques for the beginner. Sage Publications. Retrieved from 

https://books.google.com/books?id=LhEPlzgwRdQC&pgis=1. 

Field, J. (2009). Lifelong Learning in Scotland: Cohesion, Equity and Participation. 

Scottish Educational Review, 41(2), 4–19. 

https://doi.org/10.1080/13678868.2014.954191 

Fulmer, R. M., & Conger, J. A. (2004). Growing your company’s Leaders: How 



 

  

 190 

 

great organizations use succession management to sustain competitive 

advantage. New York: AMACOM. 

Gagné, F. (2011). Academic talent development and the equity issue in gifted 

education. Talent Development and Excellence, 3(1), 3–22. 

Gallardo-gallardo, E., Dries, N., & González-cruz, T. F. (2013a). Human Resource 

Management Review What is the meaning of ‗ talent ‘ in the world of work ? 

Human Resource Management Review, 23(4), 290–300. 

https://doi.org/10.1016/j.hrmr.2013.05.002 

Gallardo-gallardo, E., Dries, N., & González-cruz, T. F. (2013b). Human Resource 

Management Review What is the meaning of ‗ talent ‘ in the world of work ? 

Human Resource Management Review, 23(4), 290–300. 

https://doi.org/10.1016/j.hrmr.2013.05.002 

Garland, R. (1991). The mid-point on a rating scale: It is desiable? Marketing 

Bulletin, 2, 66–70. 

Gay, L. R., & Diehl, P. L. (1992). Research methods for business and management. 

New York: Macmillan Publishing Company. 

George, D., & Mallery, P. (2010). SPSS for Windows step by step : a simple guide 

and reference. Boston: Allyn & Bacon. 

Ghadi, M., Fernando, M., & Caputi, P. (2010). Transformational leadership , 

workplace engagement and the mediating influence of meaningful work : 

Building a conceptual framework, 1–15. 

Ghozali, 1. (2006). Aplikasi analisis multivariate dengan program SPSS (4"’ ed.): 

Badan Penerbit Uniiversitas Diponegoro. 



 

  

 191 

 

Glantz, J. (2002). Finding Your Leadership Style. A Guide for Educators; 

Association for Supervision and Curriculum Development. 

Goertzen, M. J. (2017). Introduction to quantitative research and data. Library 

Technology Reports, 53(4), 12–18. 

Gothard, S., & Austin, M. J. (2013). Leadership succession planning : Implications 

for nonprofit human service organizations. Administration in Social Work, 

37(3), 272–285. https://doi.org/10.1080/03643107.2012.684741 

Green, R. (2009). Management matters in Australia: Just how productive are we? 

The findings from the Australian Management Practices and Productivity 

Global Benchmarking Project. Available 

http://www.enterpriseconnect.gov.au/media/Documents/DIISR_Final_Report 

_091109_FINAL.pdf. [2010, July 25th]. 

Gruman, J. A., & Saks, A. M. (2011). Performance management and employee 

engagement. Human Resource Management Review, 21, 123–136. 

https://doi.org/10.1016/j.hrmr.2010.09.004 

Hair, J. F. Jr., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate 

data analysis: A global perspective (7th ed.). Upper Saddle River, NJ: Prentice 

Hall. 

Hair, J. F. (2015). Essentials of business research methods (revised). M.E. Sharpe. 

Retrieved from https://books.google.com/books?id=MpAAnXiBTW4C&pgis=1. 

Hair, J. F., Anderson, R. E., Tatham, R. I., & Black, W. C. (1998). Multivariate Data 

Analysis,. Prentice-Hall International, New Jersey, USA. 

Hair, J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (2010). Multivariate data 



 

  

 192 

 

analysis. 7th Ed. Prentice Hall : USA. 

Hair, J. F., Babin, W. C., Anderson, R. E., & Tatham, R. L. (2006). Multivariate 

data analysis (6th ed). New Jersey: Pearson Prentice Hall International. 

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate data 

analysis. In Mutivariate Data Analysis (7th ed). Upper Saddle River, NJ: 

Prentice-Hall. 

Hair, J. F. J., Money, A. H., Samouel, P., & Page, M. (2007). Resarch method for 

business. West Sussex: John Wiley & Sons Ltd. 

Hair, J. J. F., M.Hult, G. T., M.Ringle, C., & Sarstedt, M. (2014). A primer on 

partial least squares structural equation modeling (PLS-SEM). Sage 

Publications Inc. https://doi.org/10.1016/j.lrp.2013.01.002 

Hair Jr, J. F. (2007). Knowledge creation in marketing : the role of predictive 

analytics. European Business Review, 19(4), 303–315. 

https://doi.org/10.1108/09555340710760134 

Hallgren, M. (2007). Manufacturing Strategy, Capabilities and Performance. 

Hampton, R., Dubinsky, A. J., & Skinner, S. J. (1986). A model of sales supervisor 

leadership behavior and retail salespeople‘s job-related outcomes. Journal of 

the Academy of Marketing Science, 14(3), 33–43. 

Harris, D., & Helfat, C. (1997). Specificity of CEO human capital and compensation. 

Strategic Management Journal, Retrieved from 

Http://Smj.Strategicmanagement.Net/, 18, 895–920. 

Hartmann, E., Feisel, E., & Schober, H. (2010). Talent management of western 

MNCs in China: Balancing global integration and local responsiveness. Journal 



 

  

 193 

 

of World Business, 45, 169–178. https://doi.org/10.1016/j.jwb.2009.09.013 

Hills, A. (2009). Succession planning - or smart talent management? Industrial and 

Commercial Training, 41(1), 3–8. https://doi.org/10.1108/00197850910927697 

Hitka, M., & Balážová, Ž. (2015). Comparison of Motivation Level of Service 

Sector Employees in The Regions of Slovakia and Austria. Procedia Economics 

and Finance, 23(October 2014), 348–355. https://doi.org/10.1016/S2212-

5671(15)00393-7 

Howell, J. M., & Hall-Merenda, K. E. (1999). The ties that bind: The impact of 

leader- member exchange, transformational and transactional leadership, and 

distance on predicting follower performance. Journal of Applied Psychology, 

84(5), 680. 

Huang, T. C. (1997). The effect of participative management on organizational 

performance: The case of Taiwan. International Journal of Human Resource 

Management., 8(5), 677–689. 

Hughes, J. C., & Rog, E. (2008). Talent management recruitment , retention and 

engagement within hospitality organizations, 20(7), 743–757. 

https://doi.org/10.1108/09596110810899086 

Huselid, M. A. (1995). The impact of human resource management practices on 

turnover, productivity, and corporate financial performance. Academy of 

Management Journal, 38(3), 635–672. 

Huselid, M. A., Becker, B. E., & Beatty, M. (2005). The workforce scorecard: 

Managing human capital to execute strategy. Harvard Business Press, Boston, 

MA. 



 

  

 194 

 

Huselid, M. A., Jackson, S. E., & Schuler, R. S. (1997). Technical and strategic 

human resource management effectiveness determinates of firm performance. 

Academy of Management Journal, 40, 171–188. 

Huselid, M., & Becker, B. E. (1996). Methodological issues in cross-sectional and 

panel estimates of the human resource–firm performance link. Industrial 

Relations, 35(3), 400–22. 

Hutcheson, G., & Sofroniou, N. (1999). The multivariate social scientist: 

Introductory statistics using generalized liner models. Thousand Oaks, CA: 

Sage Publications. 

Hvidman, U., & Andersen, S. C. (2014). Impact of performance management in 

public and private organizations. Journal of Public Administration Research & 

Theory, 24(1), 35–38. 

https://doi.org/http://dx.doi.org/doi:10.1093/jopart/mut019 

Ibidunni, S., Osibanjo, O., Adeniji, A., Salau, O. P., & Falola, H. (2016). Talent 

retention and organizational performance: A competitive positioning in 

Nigerian Banking Sector. Periodica Polytechnica Social and Management 

Sciences, 24(1), 1–13. https://doi.org/10.3311/PPso.7958 

Ichniowski, C., Shaw, B. M., & Prennushi, G. (1997). The effects of human resource 

management practices on productivity: A study of steel finishing lines. 

American Economic Review, 87(3), 291–313. 

Iles, P. (2013). Commentary on ―The meaning of ‗talent‘ in the world of work.‖ 

Human Resource Management Review, 23(4), 301–304. 

https://doi.org/10.1016/j.hrmr.2013.08.002 



 

  

 195 

 

Iles, P., Chuai, X., & Preece, D. (2010). Talent Management and HRM in 

Multinational companies in Beijing: Definitions, differences and drivers. 

Journal of World Business, 45, 179–189. 

https://doi.org/10.1016/j.jwb.2009.09.014 

Institute, S. (2013). JMP 11 reliability and survival methods. SAS Institute. Retrieved 

from https://books.google.com/books?id=wi3pAAAAQBAJ&pgis=1. 

Ivancevich, J. M. (2010). Human resource management. (11th ed.). New York: 

MCGraw-Hill. 

Jensen, M. C., & Meckling, W. H. (1976). Theory of the firm: Managerial behavior, 

agency costs and ownership structure. Journal of Financial Economics. 

https://doi.org/10.1016/0304-405X(76)90026-X 

Jiang, T., & Iles, P. (2011). Employer-brand equity, organizational attractiveness and 

talent management in the Zhejiang private sector, China. Journal of Technology 

Management in China, 6(1), 97–110. 

https://doi.org/10.1108/17468771111105686 

Joarder, M. H. R., Mohmad Yazam, S., & Ahmmed, K. (2011). Mediating role of 

affective commitment in HRM practices and turnover intention relationship: A 

study in a developing context. Business and Economics Research Journal, 2(4), 

135–158. 

Jobber, D. (1989). An examination of the effects of questionnaire factors on response 

to an industrial mail survey. International Journal of Research Marketing, 6, 

129–140. 

Jong, J. P. J., & Hartog, D. N. D. (2007). How leaders influence employees‘ 



 

  

 196 

 

innovative behavior. European Journal of Innovation Management, 10(1), 41–

64. 

Judge, T. A., Bono, J. E., Ilies, R., & Gerhardt, M. W. (2002). Personality and 

leadership: A qualitative and quantitative review. Journal of Applied 

Psychology, 87, 765–780. 

Judge, T. a, & Piccolo, R. F. (2004). Transformational and transactional leadership: a 

meta-analytic test of their relative validity. The Journal of Applied Psychology, 

89(5), 755–68. https://doi.org/10.1037/0021-9010.89.5.755 

Kagaari, J. R. K. (2011). Performance management practices and managed 

performance: the moderating influence of organisational culture and climate in 

public universities in Uganda. Measuring Business Excellence, 15, 36–49. 

https://doi.org/10.1108/13683041111184099 

Kamalian, A. R., Yaghoubi, N. M., & Moloudi, J. (2010). Survey of relationship 

between organizational justice and empowerment (A case study). European 

Journal of Economics, Finance and Administrative Sciences, 24, 165–171. 

Katou, A., & Budhwar, P. (2006). The effect of human resource management 

systems on organizational performance: Test of a mediating model. 

International Journal of Human Resource Management, 17(7), 1223–1253. 

Kehinde, J. (2012). Talent management: Effect on organization performances. 

Journal of Management Research, 4(2), 178–187. 

https://doi.org/10.5296/jmr.v4i2.937 

Kehinde, J. S. (2012). Talent management : Effect on organizational performance. 

Journal of Management Research, 4(2), 178–187. 



 

  

 197 

 

https://doi.org/10.5296/jmr.v4i2.937 

Keller, R. T. (2006). Transformational leadership, initiating structure, and substitutes 

for leadership: a longitudinal study of research and development project team 

performance. Journal of Applied Psychology, 91(1), 202–210. 

Kennedy, F. A., Kohlmeyer, J. M., & Parker, R. J. (2009). The roles of 

organizational justice and trust in a gain-sharing control system. Advances in 

Accounting Behavioral Research, 12. 

Khan, M. (2010). Effects of Human Resource Management Practices Organizational 

Performance – An Empirical Studyof Oil and Gas Industry in Pakistan. 

European Journal of Economics, Finance and Administrative Sciences., 24, 

157–175. 

Khandelwal, M. K. (2016). Retaining talented employees in insurance sector - 

challenges and possible solutions. Kaav International Journal of Economics, 

Commerce & Business Management, 3(4), 279–289. 

Khatri, N. (2000). Managing human resource for competitive advantage: A study of 

companies in Singapore. International Journal of Human Resource 

Management, 11(2), 336–365. 

Khatri, P. (2010). Talent Management. Journal of Management and Strategy, 1, 39–

46. https://doi.org/10.5430/jms.v1n1p39 

Kim, J. O., & Mueller, C. W. (1978). Factor analysis statistical methods and 

practical Issues. Beverly Hills: Sage Publications. 

Kim, S. (2005). Factors Affecting State Government Information Technology 

Employee Turnover Intentions. The American Review of Public Administration, 



 

  

 198 

 

35(2), 137–156. https://doi.org/10.1177/0275074004273150 

Kimani, S. M., & Waithaka, S. M. (2013). Factors affecting implementation of talent 

management in state corporations: A case study of Kenya broadcasting 

corporation. International Journal of Business and Social Research (IJBSR), 

3(4), 42–49. 

Kline, R. B. (2011). Principles and practices of structural equation modeling (Third 

Edition). The Guilford Press, A Division of Guildford Publications Inc. 

https://doi.org/10.1038/156278a0 

Knies, E., Boselie, P., Gould-Williams, J., & Vandenabeele, W. (2015). Special issue 

of International Journal of Human Resource Management : Strategic human 

resource management and public sector performance. The International Journal 

of Human Resource Management, 26(3), 421–424. 

https://doi.org/10.1080/09585192.2014.980127 

Knies, E., & Leisink, P. (2014). Linking people management and extra‐role 

behaviour: Results of a longitudinal study. Human Resource Management 

Journal, 24(1), 57–76. 

Konting, M. M. (1998). Kaedah penyelidikan pendidikan. Kuala Lumpur: Dewan 

Bahasa dan Pustaka. 

Koontz, H., & Donnell, C. (1993). Introduction to Management. New York: 

McGraw-Hill Inc. 

Kothari, R. C. (2004). Research methodology – methods & techniques. SA, New Age 

International (P) Ltd. 

Kouzes, J. M., & Posner, B. Z. (2007). The leadership challenge: How to get 



 

  

 199 

 

extraordinary things done in organizations. (4rd ed.). San Francisco: Jossey-

Bass. 

Krauss, J. A. (2007). Succession planning and talent management recommendations 

to reduce workforce attrition and prepare for an aging population. (Diss, 

Wilmington University, 2007). Dissertation Abstracts International (UMI No. 

3292900). 

Kreitner, R., & Kinicki, A. (1998). Organizational Behavior. (4 ed.). Boston: Irwin 

McGraw-Hill. 

Krejcie, R. V, & Morgan, D. W. (1970). Determining sample size for research 

activities. Education and Psychological Measurement, 30, 607–610. 

https://doi.org/10.1177/001316447003000308 

Kucherov, D., & Zavyalova, E. (2012). HRD practices and talent management in the 

companies with the employer brand. European Journal of Training and 

Development, 36(1), 86–104. https://doi.org/10.1108/03090591211192647 

Lado, A. A., & Wilson, M. C. (1994). Human resource systems and sustained 

competitive advantage: A competency-based perspective. Academy of 

Management Review, 19(4), 699–727. 

https://doi.org/10.5465/AMR.1994.9412190216 

Lee, P. K. C., Cheng, E. T. C., Yeung, A. C. L., & Lai, K. (2011). An empirical 

study of transformational leadership, team performance and service quality in 

retail banks. Omega, 39(6), 690–701. 

Leech, N. L., Barret, K. C., & Morgan, G. A. (2005). SPSS for intermediate 

statistics : Use and interpretation second edition. Lawrence Erlbaum 



 

  

 200 

 

Associates, Publishers, Mahwah, New Jersey, London. 

Leonard-Barton, D. (1992). Strategy process: Managing corporate self renewal. 

Strategic Management Journal, 13, 111–125. 

Lepak, D. P., & Snell, S. A. (1999). The human resource architecture: Toward a 

theory of human capital allocation and development. Academy of Management 

Review, 24, 31–48. https://doi.org/doi:10.1016/j.hrmr.2009.04.001 

Lewis, P. (2003). New China - old ways? A case study of the prospects of for 

implementing human resource management practices in a Chinese state-owned 

enterprise. Employee Relations, 25(1/2), 42-61, 25(1/2), 42–61. 

Lewis, R. E., & Heckman, R. J. (2006a). Talent management: A critical review. 

Human Resource Management Review, 16(2), 139–154. 

https://doi.org/10.1016/j.hrmr.2006.03.001 

Lewis, R. E., & Heckman, R. J. (2006b). Talent management: A critical review. 

Human Resource Management Review, 16(2), 139–154. 

https://doi.org/10.1016/j.hrmr.2006.03.001 

Li, J. (2013). What causes China‘s property boom? Property Management, 31(1), 4–

21. 

Liu, P., Lei, L., & Zhang, X. . (2004). A Comparison Study of Missing Value 

Processing Methods,. Computer Science, 31(10), 155–156. 

Lockwood, N. R. (2006). Talent management: Driver for organisational success. 

Society for Human Resource Management (SHRM). 

Long, C. S., Thean, L. Y., Khairuzzaman, W., Ismail, W., & Jusoh, A. (2012). 

Leadership styles and employees‘ turnover intention: Exploratory study of 



 

  

 201 

 

academic staff in a Malaysian College. World Applied Sciences Journal, 19(4), 

575–581. https://doi.org/doi: 10.5829/idosi.wasj.2012.19.04.155 

Long, D. W. De, & Davenport, T. (2003). Better Practices for Retaining 

Organizational Knowledge : Lessons from the Leading Edge. Wiley 

InterScience, 51–63. https://doi.org/10.1002/ert.10098 

Lunn, T. (1992). The talent factor: Key strategies for recruiting, rewarding and 

retaining top performers. London: Kogan Page. 

Lyria, R. K. (2013). Role of talent management on organizational performance in 

companies listed in Nairobi Security in Kenya: Literature riview. International 

Journal of Humanities and Social Science, 3(21), 285–290. 

Lyria, R. K., Namusonge, P. G. S., & Karanja, K. (2017). The effect of talent 

attraction on organizational performance of firms listed in the Nairobi Securities 

Exchange The effect of talent attraction on organizational performance of firms 

listed in the Nairobi Securities Exchange. Journal of Human Resource and 

Leadership (JHRL), 1(3), 18–30. 

Mackelprang, A. W. (2012). Are Internal Manufacturing and External Supply Chain 

Flexibilities Complementary Capabilities ? Journal of Operations Management, 

30(3), 180–200. https://doi.org/10.1016/j.jom.2012.01.004 

Mackey, J. A. (2008). Community college leadership succession: Perceptions and 

plans of community college leaders. Doctoral dissertation, North Arizona 

University, Arizona, United States. Retrieved from Dissertation & Theses: A&I 

database. (Publication No. AAT 3318486). 

Mahoney, J. T., & Pandian, J. R. (1992). The resource‐based view within the 



 

  

 202 

 

conversation of strategic management. Strategic Management Journal, 13(5), 

363–380. 

Marc J. Dollinger, P. A. G. (1992). Interorganizational and Collective Strategies in 

Small Firms: Environmental Effects and Performance. 

Marks, S., & Richardson, P. (1984). International labour migration: historical 

perspectives. popline.org. 

Martel, L. (2003). Finding and keeping high performers: best practices from 25 best 

companies. Employee Relations Today, 30(1), 27–43. 

Mastrangelo, A., R. Eddy, E., & J. Lorenzet, S. (2014). The relationship between 

enduring leadership and organizational performance. Leadership & 

Organization Development Journal, 35(7), 590–604. 

https://doi.org/10.1108/LODJ-08-2012-0097 

Mathis, R. ., & Jackson, J. H. (2008). Human resource management. (12th ed). 

Mason, United States: Thompson South Western. 

Mbengue, A. (2011). Strategic planning flexibility and firm performance: The 

moderating role of environmental dynamism. In A conference paper: 1361. 

Miami: University of Reims. 

McCauley, C., & Wakefield, M. (2006). Talent Management in the 21st Century: 

Help Your Company Find, Develop, and Keep its Strongest Workers. Journal 

for Quality & Participation, 29, 4–7. Retrieved from 

http://search.ebscohost.com/login.aspx?direct=true&db=buh&AN=23965959&l

ogin.asp?custid=uamster&site=ehost-live 

Mccracken, M. I., Mcllwain, T. F., & Fottler, M. D. (2001). Measuring 



 

  

 203 

 

organizational performance in the hospital industry : an exploratory comparison 

of objective and subjective methods. Health Services Management Research, 

14, 211–219. 

McDonnell, A., G.Collings, D., & Mellahi, K. (2017). Talent management : A 

systematic review and future prospects. European J. International 

Management, 11(1), 86–128. 

Mcdonnell, D. A., Lamare, R., Gunnigle, P., & Lavelle, J. (2010). Developing 

tomorrow ‘ s leaders : evidence of global talent management in multinational 

enterprises Early version of paper later published in Journal of World Business , 

full citation as follows : McDonnell , A ., Lamare , R ., Gunnigle , P . & L 

avelle ,. Journal of World Business, 45(2), 150–160. 

McGrath, G. ., & MacMillan, I. C. (2000). Entrepreneurial mindset: Strategies for 

continuously creating opportunity in an age of uncertainty. Harvard Business 

School Press Books. Retrieved from http://www.cluteinstitute-

onlinejournals.com/PDFs/956.pdf 

McKiernan, P. (1997). Strategy past; strategy futures. Long Range Planning, 30(5), 

790–798. https://doi.org/doi:10.1016/S0024-6301(97)00080-0 

McKiernan, P., & Morris, C. (1994). Strategic planning and financial performance in 

UK SMEs: Does formality matter? British Journal of Management, 5, 31–41. 

McLaurin, J. R., & Al Amri, M. B. (2008). Developing an understanding of 

charismatic and transformational leadership. Allied Academies International 

Conference. Academy of Organizational Culture, Communications and 

Conflict, 13(2), 15–19. 



 

  

 204 

 

Meier, K. J., & Brudney, J. L. (1996). Applied Statistics for Public Administration, 

4th edition. New York: International Thomson Publishers. 

Mellahi, K., & Collings, D. G. (2010). The barriers to effective global talent 

management: The example of corporate elites in MNEs. Journal of World 

Business, 45(2), 143--9. 

Mertens, D. M. (2005). Research and evaluation in education and psychology: 

Integrating diversity with quantitative, qualitative, and mixed methods. (2nd 

ed.). Thousand Oaks, CA: Sage. 

Meyer, G. D., & Heppard, K. A. (2000). Entrepreneurial strategies: The dominant 

logic of entrepreneurship. New York, NY: Irwin University Books. 

Meyers, M. C., & Van Woerkom, M. (2014). The influence of underlying 

philosophies on talent management: Theory, implications for practice, and 

research agenda. Journal of World Business, 49, 192–203. 

https://doi.org/10.1016/j.jwb.2013.11.003 

Michaels, E., Handfield-jones, H., & Axelrod, B. (2014). War for talent – time to 

change direction, 1–2. 

Michaels, E., Handfield-Jones, H., & Axelrod, B. (2001). War for Talent 

(Hardcover). Harvard Business School Press Books, 1. 

https://doi.org/10.1080/03071840308446873 

Millar, P., & Stevens, J. (2012). Management training and national sport 

organization managers : Examining the impact of training on individual and 

organizational performances. Sport Management Review, 15(3), 288–303. 

https://doi.org/10.1016/j.smr.2012.01.003 



 

  

 205 

 

Mostafa, Mohammed Sayed, A., Williams, G., Seymour, J., & Paul Andrew, B. 

(2015). High performance human resource practices and employee outcomes : 

The mediating role of Public service motivation. Public Administration Review, 

75(5), 747–757. https://doi.org/10.1111/puar.12354.60 

Mucha, R. T. (2004). The art and science of talent management. Organization 

Development Journal, 22, 96–100. Retrieved from 

http://search.proquest.com/docview/197974482?accountid=12543 

Mustafa Kamil, B. A., Abdul Hamid, Z., Hashim, J., & Omar, A. (2011). A study on 

the implementation of talent management practices at Malaysian companies. 

Asian Journal of Business and Management Sciences, 1, 147–162. Retrieved 

from http://irep.iium.edu.my/17879/1/-17879.pdf 

Mustafa Kamil, B. A., & Che Mohd Salleh, M. (2013). The need for effectiveness 

talent management practices among Islamic Financial Institutions in Malaysia. 

In Paper presented at the 4th International Conference on Business and 

Economic Research (pp. 296–305). 

Muterera, J. (2008). The relationship between leadership theory behaviors, follower 

attitudes and behaviors, and organizational performance in United States 

county governments. Ph.D. dissertation, Western Michigan University, United 

States -- Michigan. Retrieved March 31, 2010, from Dissertations & Theses: 

Full Text (Publication No. AAT 3303472). 

Nazri, M., Rushdan, M., & Safwan, M. (2017). Integration of Employee 

Development Practices and Organisational Performance of Local Government, 

9(1), 61–79. 



 

  

 206 

 

Nel, P. S., van Dyk, P. S., Haasbroek, G. D., Schultz, H. B., Sono, T., & Werner, A. 

(2004). Human Resources Management. Cape Town: Oxford University Press. 

Northouse, P. G. (2006). Leadership theory and practice. (4th ed.). Thousand Oaks, 

CA: Sage Publications. 

Northouse, P. G. (2010). Leadership: Theory and practice. (5th ed.). Thousand 

Oaks, CA: Sage. 

Novrianti, D., & Santoso, C. B. (2014). The role of transformational leadership as a 

moderating variable for the relationship of justices and counter- productive 

work behavior at the Public Organization. In Proceedings of Annual Tokyo 

Business Research Conference, 15-16 December,2014. 

Nunnally, J. C., & Bernstein, I. H. (1994). Psychometric theory. New York: 

McGraw-Hill. 

O‘Reilly, C. A., & Chatman, J. (1978). Organizational commitment and 

psychological attachment: The effects of compliance, identification, and 

internalization on prosocial behavior. Journal of Applied Psychology, 71(3), 

492. 

Ogbonna, E., & Harris, L. (2000). Leadership style, organizational culture and 

performance: Empirical evidence from UK companies. International Journal of 

Human Resources Management, 11(4), 766–788. 

Okwu, A. T., & Akpa, V. O. (2011a). Effects of leadership style on organizational 

performance: A survey of selected small scale enterprises in Ikosi- Ketu 

Council development area of Lagos State, Nigeria. Australian Journal of 

Business and Management Research., 1(7), 100–111. 



 

  

 207 

 

Okwu, A. T., & Akpa, V. O. (2011b). Effects Of Leadership Style On Organizational 

Performance: A Survey Of Selected Small Scale Enterprises In Ikosi- Ketu 

Council Development Area of Lagos State, Nigeria. Australian Journal of 

Business and Management Research., 1(7), 100–111. 

Oladapo, V. (2014). The impact of talent management on retention. Journal of 

Business Studies Quarterly, 5, 19–36. Retrieved from 

http://search.ebscohost.com.ezproxy.liv.ac.uk/login.aspx?direct=true&db=bth&

AN=95272033&site=ehost-live&scope=site 

Ongel, E. (2010). The relationship between employee engagement and organisational 

performance:Implementations of organisations. The International Journal of 

Social Sciences, 25(1), 1–10. 

Osborn, R. N., Hunt, J. G., & Jauch, R. L. (2002). Towards a contextual theory of 

leadership. The Leadership Quarterly, 13(6), 797–837. 

Osman, I., Ho, T. C. F., & Galang, M. C. (2011). The relationship between human 

resource practices and firm performance: an empirical assessment of firms in 

Malaysia. Business Strategy Series, 12, 41–48. 

https://doi.org/10.1108/17515631111100412 

Otoide, R. (2014). The impact of talent management on organizational efficiency of 

Central Bank of Nigeria, Kaduna. A research project submitted to the 

department of Management Studies, CBMS, Kaduna Polytechnic. 

Pallant, J. (2001). Spss survival manual : a step by step guide to data analysis using 

SPSS for Windows (Version 10). Open University Press. 

Pallant, J. (2005). SPSS survival manual : a step by step guide to data analysis using 



 

  

 208 

 

SPSS. Maidenhead :Open University Press/McGraw-Hill. 

Pallant, J. (2007). SPSS Survival Manual: A step by step gside to data analysis using 

SPSS for Windows (Version 15) 3"* Edition. Australia: Allan & Unwin. 

Pallant, J. (2011). Spss survival manual : A step by step guide to data analysis using 

SPSS version 15. 

Pawlak, M. (2014). Issues in teaching, learning and testing speaking in a second 

language. Springer. Retrieved from 

https://books.google.com/books?id=Jy5gBQAAQBAJ&pgis=1. 

Penrose, E. T. (1959). The theory of the growth of the firm. New York: Wiley. 

Per-Erik Ellstrom, S. N. (2012). ―Employability and talent management: challenges 

for HRD practices.‖ European Journal of Training and Development, 36(1), 

26–45. 

Perrin, T. (2003). Working today : understaning what drives employee engagement. 

Retrived August 27,2007 .Http://Www.Towerperring.Com. 

Perrin, T. (2007). Closing the Engagement Gap: A Road Map for Driving Superior 

Business Performance. 

Peterson, C.& Seligman, M. E. . (2003). Character strengths before and after 

September 11. Psychological Science, 14(4), 381–384. 

https://doi.org/10.1007/s10551-014-2244-2 

Peterson, G. D., Cumming, G. S., & Carpenter, S. R. (2003). Scenario Planning : A 

tool for conservation in an Uncertain World, 17(2), 358–366. 

Peterson, R. S., Martorana, P. V., Smith, D. B., & Owens, P. D. (2003). The impact 

of chief executive officer personality on top management team dynamics: One 



 

  

 209 

 

mechanism by which leadership affects organizational performance. Journal of 

Applied Psychology. Retrieved from ProQuest Database., 88(5), 795–808. 

Pett, M., Lackey, N., & Sullivan, J. (2003). Making sense of factor analysis. 

Thousand Oaks: Sage Publications, Inc. 

Phillios, D. R., & Roper, K. O. (2009). A framework for talent management in real 

estate. Journal of Corporate Real Estate, 11(1), 7–16. 

Podsakoff, P. M., & Organ, D. W. (1986). Self reports in organizational research: 

Problems and prospects. Journal of Management, 12, 531–544. 

Polit, D. F., & Beck, C. T. (2008). Nursing research: Generating and assessing 

evidence for nursing practice. Lippincott Williams & Wilkins. Retrieved from 

https://books.google.com/books?id=Ej3wstotgkQC&pgis=1. 

Powell, M., Durose, J., Duberley, J., Exworthy, M., Fewtrell, C., & Moss, P. (2012). 

Talent Management in the NHS Managerial Workforce. National Institute for 

Health Research, Final repo(January 2012), 1–216. 

Priem, R. L., & Butler, J. E. (2001). Is the resource-based ―view‖ a useful 

perspective for strategic management review? Academy of Management 

Review, 26(1), 22–40. 

Pritchard, R. D., & Karasick, B. W. (1973). The effects of organizational climate on 

managerial job performance and job satisfaction. Organizational Behavior and 

Human Performance, 9(1), 126–146. 

Purcell, J., Kinnie, N., Hutchinson, S., Rayton, B., & Swart, J. (2004). 

Understanding the people & performance Link: Unlocking the Black Box. 

Research Report, Chartered Institute of Personnel and Development. 



 

  

 210 

 

https://doi.org/10.5539/ibr.v7n3p91 

Qureshi, M. T., Ayisha, A., Mohammad, A. K., Rauf, A. S., & Syed, T. H. (2010). 

Do human resource management practices have an impact on financial 

performance of banks? African Journal of Business Management, 4(7), 1281–

1288. 

Raykov, T., & Marcoulides, G. A. (2012). An introduction to applied multivariate 

analysis. Routledge. 

Reinelt, C., Foster, P., & Sullivan, S. (2002). W . K . KELLOGG FOUNDATION 

Evaluating Outcomes and Impacts : A Scan of 55 Leadership Development 

Programs. 

Riaz, A., & Haider, M. H. (2010). Role of transformational and transactional 

leadership on jobsatisfaction and career satisfaction. Business Economic 

Horizontal, 1(1), 29–38. 

Richard P . Rumelt, D. S. and D. J. . T. (1991). Strategic Management and 

Economics. Strategic Management Journal, 12, 5–29. 

Robbins, S. (1993). Organizational behavior. (6 ed.). Englewood Cliffs: Prentice-

Hall. 

Robbins, S. P. (2003). Organisational behaviour. (10th ed). San Diego: Prentice 

Hall. 

Robbins, S. P., & Coulter, M. (2007). Management. (9th ed.). London: Prentice- 

Hall. 

Robertson-Smith, G., & Carl, M. (2009). Employee engagement a review of current 

thinking. Published by the Institute for employment studies UK. 



 

  

 211 

 

Rogers, E. W., & Wright, P. M. (1998). Measuring organizational performance in 

strategic Human Resource Management : problems and prospects. Center for 

Advanced Human Resource Studies ( CAHRS), 3(1), 1–27. 

Roth, P. L. (1994). Missing data: a conceptual review for applied psychologists. 

Personnel Psychology, 47, 537–60. 

Rothfelder, K., Ottenbacher, M. C., & Harrington, R. J. (2013). The impact of 

transformational, transactional and non-leadership styles on employee job 

satisfaction in the German hospitality industry. Tourism and Hospitality 

Research, 12(4), 201–214. 

https://doi.org/http://doi.org/10.1177/1467358413493636. 

Rothwell, W. J. (1994). Effective succession planning: Ensuring leadership 

continuity and building talent from within. AMACOM, New York, NY. 

Rothwell, W. J. (2010). the Future of Succession Planning. T + D, 64(9), 6,50-54. 

https://doi.org/10.1145/1929887.1929891 

Rothwell, W. J. (2012). Talent management : in strategic and tactical talent 

management, 12–15. 

Royse, D. (2004). Research methods in social work. London: Thomson Brooks/Cole. 

Rubin, H. (2009). Collaborative leadership: Developing effective partnerships for 

communities and schools. (2nd ed). Thousand Oaks, CA: Corwin Press. 

Sabitha, M. (2005). Kaedah penyelidikan sains sosial. Malaysia: Prentice Hall. 

Sakineh, H., Mehrdad, M., & Hasan, M. (2012). Relationship between talent 

management and organizational success. International Research Journal of 

Applied & Basic Sciences, 3(12), 2424–2430. 



 

  

 212 

 

Santhanam, R., & Hartono, E. (2003). Issues in linking information technology 

capability to firm performance. MIS quarterly. 

Santhoshkumar, R., & Rajasekar, N. (2012). Talent measure sculpt for effective 

talent management : A practical revise. The IUP Journal of Management 

Research, 11(1), 38–47. 

Saridakis, G., & Cooper, C. (2013). How can HR drive growth? New Horizons in 

Management Series (eds) Cheltenham: Edward Elgar Publishing Limited. 

Sarstedt, M., & Mooi, E. (2014). A concise guide to market research: The process, 

data, and methods using IBM SPSS statistics. Springer. Retrieved from 

https://books.google.com/books?id=r5QqBAAAQBAJ&pgis=1. 

Sarwat, N., Hayat, K., Qureshi, J., & Ali, M. (2011). Impact of strategic leadership 

on organizational performance, in the context of job satisfaction and 

organizational commitment, evidence form educational Institutions of Pakistan. 

Interdisciplinary Journal Of Contemporary Research In Business, 3(4), 658–

675. 

Schmalzried, H., & Fallon, L. F. (2007). Succession planning for local health 

department top executives: Reducing risk to communities. Journal of 

Community Health, 32(3), 169–180. 

Schoorman, F. D., Mayer, R. C., & Davis, J. H. (2007). An Integrative Model of 

Organizational Trust: Past, Present and Future. Academy of Management 

Review, 32(2), 344–354. 

Scullion, H., & Collings, D. G. (2011). The Contaext of Global Talent Management. 

Global Talent Management, 1–194. 



 

  

 213 

 

Scullion, H., Collings, D. G., & Caligiuri, P. (2010). Global talent management. 

Journal of World Business, 45, 105–108. 

https://doi.org/10.1016/j.jwb.2009.09.011 

Sekaran, U. (2000). Research methods for business: A skill-building approach. (3rd 

ed.). US: John Wiley & Son. Inc. 

Sekaran, U. (2003). Research methods for Business: A skill building approach. New 

York , Prentice - Hall. 

Sekaran, U. (2006). “Research methods for business” 2006. New York: John Wiley 

& Sons Inc,. 

Sekaran, U., & Bougie, R. (2010). Research methods for business: A skill building 

approach. (5th ed.). West Sussex, UK: John Wiley & Sons Ltd. 

Selden, S. C., & Sowa, J. E. (2004). Testing a multi-dimensional model of 

organizational per- formance: Prospects and problems. Journal of Public 

Administration Research and Theory, 14, 395–416. 

Sharma, S., Durand, R. M., & Gur-Arie, 0. (1981). Identification and analysis of 

moderator variables. Journal of Marketing Research, X(VII), 291–300. 

Shaw, J. D., Gupta, N., & Delery, J. E. (2005). Alternative conceptualizations of the 

relation- ship between voluntary turnover and organizational performance. 

Academy of Management Journal, 48, 50–68. 

Sheridan, J. E., Vredenburgh, D. J., & Abelson, M. A. (1984). Contextual model of 

leadership influence in hospital units. Academy of Management Journal, 27(1), 

57–78. 

Shin, Shung J., Zhou, J. (2007). When is educational specialization heterogeneity 



 

  

 214 

 

related to creativity in research and development teams? Transformational 

leadership as a moderator. Journal of Applied Psychology, 92(6), 1709–1721. 

Shuhymee, A. (2011). Hubungan antara orientasi keusahawanan, gaya kepimpinan 

dan persekitaran luaran dengan prestasi perniagaan: Satu kajian empirikal 

mengenai PKS di Malaysia. (Unpublished PhD thesis). Universiti Utara 

Malaysia, Sintok, Kedah. 

Silva, M. S., Smith, W. T., & Bammer, G. (2002). Telephone reminders are a cost 

effective way to improve responses in postal health surveys. Journal Epidemiol 

Community Health, 56, 115–118. 

Singh, K. (2004). Impact of HR practices on perceived firm performance in India. 

Asia Pacific Journal of Human Resources, 42(3), 301–317. 

Spisak, B. R., O‘Brien, M. J., Nicholson, N., & Vugt, M. Van. (2015). Niche 

construction and the evolution of complexity. Academy of Management Review, 

40(2), 291–306. https://doi.org/10.5465/amr.2013.0157 

Srivastava, P., & Bhatnagar, J. (2008). Talent acquisition due diligence leading to 

high employee engagement: case of Motorola India MDB. Industrial and 

Commercial Training. https://doi.org/10.1108/00197850810886496 

Stahl, G. K., Bjorkman, I., Farndale, E., Morris, S. S., Stiles, P., & Trevor, J. (2007). 

Global talent management: How leading multinationals build and sustain their 

talent pipeline. Working Paper, INSEAD, Fontainebleau. 

Stannack, P. (1996). Perspective on Employees Performance. Management Research 

News, 19(4/5), 38–40. 

Stewart, K. S. (2003). The relationship between strategic planning and growth in 



 

  

 215 

 

small businesses. Unpublished DBA Dissertation, Nova Southeastern 

University. 

Stockley, D. (2007). Talent Management Concept- Definition and Explanation. 

Retrieved January 24, 2015, Http://Derekstockley.Com.Au/Newsletters-05/020-

Talentmanagement.Html. Tansley. 

Stogdill, R. M. (1974). Handbook of Leadership. NYC: Free Press. 

Sullivan, J. (2010). Recruiting Lessons From the Olympics: Learning From Outside 

Your Box. ERE.NET. Retrieved 05-04-2014. 

Swanepoel, B. J., Erasmus, B. J., & Schenk, H. W., Tshilongamulenzhe, T. (2014). 

South African human resource management: Theory and practice. (4th ed.). 

Cape Town: Juta. 

Swanson, R. G., & Johnson, D. A. (1975). Relation between peer perception of 

leader behavior and instructor-pilot performance. Journal of Applied 

Psychology, 60(2), 1(2), 198. 

Tabachnick, B. G., & Fidell, L. S. (2007). Using Multivariate Statistics. 

PsycCRITIQUES (Vol. 28). https://doi.org/10.1037/022267 

Tabachnick, B. G., & Fidell, L. S. (2013). Using multivariate statistics (6th Ed.). 

Boston: Pearson Education. 

Taher, A. R. (2016). Attrition and retention practices in Multi National Companies 

(MNCs) in India. International Journal of Science and Research (IJSR) ISSN 

(Online Index Copernicus Value Impact Factor), 5(4), 1823–1824. 

Tajuddin, D., & Ahmad Saufi, R. (2012). A Preliminary study of the validity of 

talent management practices, talent brand strategies and employee value 



 

  

 216 

 

proposition in the Malaysian Banking Industry. In Proceedings of the 3rd 

International Conference on Business and Economics Research, 12-13 March, 

Bandung, Indonesia. 

Tansley, C., Turner, P. And Foster, C. (2007). Talent: Strategy, management, 

measurement. Research into Practice. London: Chartered Institute Of 

Personnel and Development. Available At: Http://Www.Cipd.Co.Uk/Bookstore. 

Retrieved from http://www.slideshare.net/rkattri/a-systems-model-to-talent-

management-staff-retention-and-bench-strength 

Tansley, C. (2011a). What do we mean by the term ‗― talent ‖‘ in talent 

management ?, 43(5), 266–274. https://doi.org/10.1108/00197851111145853 

Tansley, C. (2011b). What do we mean by the term ―talent‖ in talent management? 

Industrial and Commercial Training, 43(5), 266–274. 

https://doi.org/10.1108/00197851111145853 

Tarique, I., & Schuler, R. S. (2010). Global Talent Management: Literature review, 

integrative framework, and suggestions for further reserach. Journal of World 

Business, 45(2), 122–133. 

Tatoglu, E., Glaister, A. J., & Demirbag, M. (2016). Talent management motives and 

practices in an emerging market: A comparison between MNEs and local firms. 

Journal of World Business, 51(2), 278–293. 

https://doi.org/10.1016/j.jwb.2015.11.001 

Terpstra, D. E., & Rozell, E. J. (1993). The relationship of staffing practices to 

organizational level measures of performance. Personnel Psychology, 46(1), 

27–48. 



 

  

 217 

 

Thomas, S., Suresh, K., & Suresh, G. (2013). Design and data analysis case-

controlled study in clinical research. Annals of Indian Academy of Neurology, 

16(4), 483–487. https://doi.org/doi:10.4103/0972-2327.120429 

Thompson, G., & Vecchio, R. P. (2009). Situational leadership theory: A test of 

three versions. Leadership Quarterly, 20, 837–848. 

https://doi.org/doi:10.1016/j.leaqua.2009.06.014 

Thunnissen, M., Boselie, P., & Fruytier, B. (2013). A review of talent management: 

‗infancy or adolescence?‘ The International Journal of Human Resource 

Management, 24, 1744–1761. https://doi.org/10.1080/09585192.2013.777543 

Tichy, N. M., & Ulrich, D. O. (1984). The leadership challenge: A call for the 

transformational leader. Review, Sloan Management, 26(1), 59–68. 

Uzondu, C. N., N., S. K., & E., O. P. (2015). The relationship between job stress, 

perceived organizational politics and turnover intention. International Journal 

of Development Research, 5(2), 3240–3245. 

Venkatraman, N., & Ramanujam, V. (1986). Measurement of business performance 

in strategy research: a comparison of approaches. The Academy of Management 

Review. https://doi.org/10.2307/258398 

Vermeeren, B., Kuipers, B., & Steijn, B. (2014). Does leadership style make a 

difference ? Linking HRM, Job satisfaction, and organizational performance. 

Review of Public Personnel Administration 2014 34: 174 Originally Published 

Online 14 November 2013, 34. https://doi.org/10.1177/0734371X13510853 

Veskaisri, K., Chan, P., & Pollard, D. (2007). Relationship between strategic 

planning and SME success: Empirical evidence from Thailand. In In 



 

  

 218 

 

Proceedings of the 9th International DSI and the 12th APDSI Joint Meeting. 

Voon, M. L., Lo, M. C., Ngui, K. S., & Ayob, N. B. (2011). The influence of 

leadership styles on employees‘ job satisfaction in public sector organizations in 

Malaysia. International Journal of Business, Management and Social Science., 

2(1), 24–32. 

Vural, Y., Vardarlier, P., & Aykir, A. (2012). The effects of using talent 

management with performance evaluation system over employee commitment. 

Procedia - Social and Behavioral Sciences, 58, 340–349. 

https://doi.org/10.1016/j.sbspro.2012.09.1009 

Wade, D., & Recardo, R. (2001). Corporate performance management: How to 

build a better organization through measurement-driven, strategic 

alligment.Oxford: Butterworth-Heinemann. 

Wakabi, B. M. (2016). Leadership style and staff retention in organisations. 

International Journal of Science and Research (IJSR) ISSN (Online Index 

Copernicus Value Impact Factor, 5(1), 412–416. 

Waldman, D. A., Bass, B. M., & Yammarino, F. J. (1989). Adding to leader-follower 

transactions: The augmenting effect of charismatic leadership. ONR Technical 

Report No.3. Binghamton, NY: Center for Leadership Studies, State University 

of New York. 

Webster, D. (1998). Local unemployment statistics and the diagnosis of Britain’s 

unemployment problem. BURISA No.134 (British Urban and Regional 

Information Systems Association), September. 

Weihrich, H., Cannice, M., & Koontz, H. (2008). Management – A global and 



 

  

 219 

 

entrepreneurial perspective. 12thed, McGrawHill. Wells. 

Wernerfelt, B. (1984). A resource-based view of the firm. Strategic Management 

Journal, 5(2), 171–180. 

West, J., & Tonarelli-Frey, S. Leadership in the hospitality industry., In Olsen M., 

Zhao J. (Eds.), Handbook of hospitality strategic management (pp. 357-374). 

Oxford, England: Butterworth-Heinemann. § (2008). 

Williams, M. R. (2000). The war for talent: Getting the best from the best. CIPD 

Publishing. 

Wilson, A., Zeithaml V, A., Bitner M., J., & Gremler D, D. (2008). Services 

marketing: integrating customer focus across the firm. 1st European Edition. 

McGraw-Hill Education. 

Wofford, J. C., Goodwin, V. L., & Whittington, J. L. (1998). A field study of a 

cognitive approach to understanding transformational and transactional 

leadership. The Leadership Quarterly, 9, 55–84. 

Wright, P., Gardner, T., Moyniham, L., & Allen, M. (2005). The HR performance 

relationship: Examining causal direction. Personnel Psychology, 58, 409–46. 

Xirasagar, S., Samuels, M. E., & Stoskopf, C. H. (2005). Physician leadership styles 

and effectiveness: An empirical study. Medical Care Research and Review, 

62(6), 720–740. 

Yates, D. S., Moore, D. S., & Starnes, D. S. (2003). The practice of statistics. (2nd 

ed.). New York: Freeman. ISBN 978-0-7167-4773-4. 

Youndt, M. A., Snell, S. A., Dean, J. W. J., & Lepak, D. P. (1996). Human resource 

management, manufacturing strategy and firm performance. Academy of 



 

  

 220 

 

Management Journal, 39(4), 836–866. 

Yukl, G. (2002). Leadership In Organizations ( 5 th Edition ) Gary Yukl Fag : 

Organisation. Management, 7(2), 1–19. https://doi.org/10.2307/257314 

Yukl, G. (2009). Leading organizational learning: Reflections on theory and 

research. The Leadership Quarterly, 20(1), 49–53. 

Yukl, G. A. (1994). Leadership in Organization. Englewood Cliffs, NJ: Prentice 

Hall Inc. 

Yukl, G. A. (2006). Leadership in organizations (6th ed.). Upper Saddle River, NJ: 

Pearson/Prentice Hall. 

Yukl, G., & Mahsud, R. (2010). Why flexible and adaptive leadership is essential. 

Consulting Psychology Journal: Practice and Research, 62(2), 81–93. 

https://doi.org/10.1037/a0019835 

Zahra, S. (2008). Being entrepreneurial and market driven: Implications for company 

performance. Journal of Strategy and Management, 1(2), 125–142. 

Zhang, Y., & Rajagopalan, N. (2010). CEO succession planning: Finally at the 

center stage of the boardroom. Business Horizons. 

https://doi.org/10.1016/j.bushor.2010.05.003 

Zheng, A. Y., & Kleiner, Brian, H. (2001). Developments concerning career 

development and transition. Journal of Management Research, 24(3), 33–39. 

Zikmund, W. . (2005). Business research methods. Bangalore, Thomson Business 

Information India Pvt. Limited. 

Zikmund, W. ., Babin, B. J., Carr, J. C., & Griffin, M. (2010). Business Research 

Method. 8th Edition. South-Western Cengage Learning. 



 

  

 221 

 

Zikmund, W., Babin, B., Carr, J., & Griffin, M. (2012). Business research methods. 

Cengage Learning. 

Zikmund, W. G. (2000). Business research methods. Orlando: Harcourt Inc. 

  



 

  

 222 

 

Appendix A 

 



 

  

 223 

 

1.Questionnaire

 

 



 

  

 224 

 

 

 

 

 



 

  

 225 

 

APPENDIX 

1 
 

 
 
KEBERKESANAN PENGURUSAN BAKAT DALAM MENINGKATKAN 

PRESTASI  ORGANISASI DI  BSN: GAYA KEPIMPINAN SEBAGAI PERANTARA 

 

EFFECTIVENESS OF TALENT   MANAGEMENT   TO   IMPROVING 

ORGANISATIONAL   PERFORMANCE  IN BSN: LEADERSHIP  STYLE AS  A 

MODERATOR 

 

Sila tandakan (√) pilihan yang sesuai seperti berikut: 
Please tick (√)the appropriate option as follows:  

 

1. Cawangan / Branch …………………………. 

 
2.    Jawatan / State your job category 
       (      ) Pengurusan tertinggi  
                High Management                   
       (      ) Pengurusan Pertengahan 
                Middle Management  
       (      ) Pengurusan bawahan  
                Low level Management  
 
3.   Pengalaman bekerja dalam bidang perbankan 
       Working experience in banking?  
       (      )  Kurang dan sehingga 5 tahun                              (      ) 6-10 tahun  
                  Less and equal to 5 years                                                    6-10 years 
       (      ) 11-15 tahun                                                          (      )16-20 tahun  
                 11-15 years                                                                                     16-20 years 
       (      ) Lebih dari 20 tahun  
                 More than 20 years 
 
4.   Gender 
       (      ) Lelaki/ Male           (      ) Perempuan/Female 
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5.    Age 
       (      ) Bawah 20 tahun                                         (      ) 21-25 tahun 
                 Below 20 years                                                                   21-25 years 
       (      ) 26-30 tahun                                                (      ) 31-35 years 
                 26-30 years                                                                         31-35 years 
       (      ) 36 tahun dan ke atas  
                36 and above years 
 
6.   Bila dijangka anda akan bersara ? 
       When do you expect to retire?  
        (     )  Sekitar 0-5tahun                                            (      ) Sekitar  11-15tahun                                   
                   In the next 0-5 years                                                                 In the next 11-15 years 
        (      ) Sekitar 6-10 tahun                                         (      ) Lebih dari 15tahun   
                  In the next 6-10 years                                                               In the more 15 years                                 
 
7.   Adakah anda bercadang untuk mencari pekerjaan baru dalam masa 5   
       tahun ini? Do you expect to change the place of your employment within the next 5  years ?   
 

      (      ) Ya /Yes       (      ) Tidak/No  
  
8.  Adakah terdapat perbezaan antara seorang pemimpin yang berbakat dan  
      seorang pemimpin biasa pada sesuatu yang boleh dibangunkan?   
       Is the difference between a talented leader and an average leader something that can be   
        developed?   
       (      ) Ya/Yes      (      ) Tidak/No   
 
9.  Adakah penting bagi organisasi untuk mengenal pasti pemimpin masa  depan?  
      How important to your organisation is the identification of future  leaders?  
       (      ) Sangat penting               (     ) Agak penting           (     ) Tidak penting 
                Very important                       Somewhat import                       Not important 

Instruction for filling in the questionnaire: 

 Jangan tinggalkan sebarang soalan tidak berjawab  
 Please do not leave any question unanswered 

 Untuk kenyataan berikut sila ikut contoh format yang disediakan 
 For the statements give in the following format :  

 
 

18   Induction programme helps to learn organization 
policies and procedures. 

 

1 
 

 
 

 
 

 
 

5 

Please tick one of the boxes as per the five-point scale given below: 

 
1                                                                                                                 5 

    

    Sangat tidak setuju     Tidak setuju         Bebas           Setuju            Sangat setuju 

    Strongly Disagree         Disagree          Neutral        Agree             strongly Agree 
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 Boleh memilih N jika tiada jawaban yang sesuai.   
 Neutral can be taken to mean unable to agree or disagree with the given statement 
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SEK B 
 
  TARIKAN BAKAT/ ATTRACTION 

PEMBOLEH UBAH TARIKAN / VARIABLES 

SDA DA N A SA 
1    5 

 
1  Proses temuduga adalah penting bagi  

mengenal   
 pasti bakat dan pengetahuan   kakitangan  
Interview process is essential to   identify 
staffs skill and talent. 

     

 
2 Penemuduga yang berkesan adalah faktor yang 

akan mempengaruhi imej organisasi.  
An Effective interviewer is an influencing factor 
of organization brand image. 

     

 
3 Program induksi di organisasi saya 

memberikan keyakinan tentang persekitaran 
kerja,polisi dan prosedur. 
My organization induction programme gives 
confidence about work environment, policies and 
procedures. 

     

 
4 Di organisasi ini, saya bebas memberikan idea 

bernas diantara ketua dan pengurus. 
In my organization, there is free and open 
talk wisdom between superiors and 
managers. 

     

 
         
      
      5  

Organisasi menggunakan penanda aras 
budaya, nilai kerja dan sikap perilaku 
sebagai kriteria dalam pemilihan pekerja. 
Using benchmarking organization's culture, values 
and attitudes of behavior as a criterion in the 
selection of workers. 

     

 

SEK C 
 

     PENGEKALAN/ RETENTION 

PEMBOLEH UBAH  / VARIABLES 

SDA DA N A SA 
1    5 

 
6 

Organisasi saya memastikan suhu, lampu dan 
pengudaraan yang bersesuaian dengan suasana  
kerja di dalam pejabat. 
My organization provides a suitable temperature, 

  suitable lighting and circulation of fresh air inside the 
  organization. 

     

 

7 Organisasi saya menyediakan kemudahan kad  
rawatan kepada kakitangan.  
My organization provides a Proper medical 
service  
to the staffs in the organization. 

     

 

8 Organisasi saya mengamalkan resolusi  
mematuhi peraturan kepada kakitangan. 
My organization adopts a compliant resolution 
 procedure in the company to the staffs. 
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9  
Pihak majikan akan menemuduga kakitangan  
bagi mengenal pasti punca kenapa  
kakitangan meninggalkan organisasi 
Exit interview helps to identify the reason for staffs 
leaving from the organization. 

     

 
10 

   
  Peluang kemajuan kerjaya yang terhad akan 
  menyebabkan pekerja meninggalkan organisasi. 
  
   Limited career advancement opportunities in the  
   Organization will make the person to relieve from 
the   
   organization. 

     

 

SEK D 
 

MOTIVASI/  MOTIVATION 

       PEMBOLEH UBAH/ VARIABLES 

SDA DA N A SA 
1    5 

 

11    Insentif kewangan dan bukan kewangan akan   
   mempengaruhi prestasi saya 
  Financial incentives and non-financial incentive   
  stimulates more the staff performance. 

     

 

12  Motivasi positif adalah penting bagi saya 
untuk    
 melaksanakan kerja dengan jaya. 
  Positive motivation is important to me to perform   
well 
 in my job. 

     

 

13   
 Pasukan pengurusan penting untuk meransang  
 motivasi individu serta menggalakkan inovasi    
 dan kreativiti. 
 Team management is  essent ia l  for  indivudu   
 mot ivat ion ,  encourages innovation and  
creativity. 

     

 

14   
  Latihan diperlukan untuk membangunkan   
  kemahiran interpersonal. 
  Training is needed to develop interpersonal skills. 

     

 

15  
Pasukan pengurusan perlu kerap mengambil  
peranan kepimpinan,  menggalakkan kerja  
yang berkualiti dan prestasi tinggi. 

   Team members frequently should take on   
  leadership roles,encourages quality and high     
  performance. 
 
 

     

 

SEK E 
 

PEMBANGUNAN/ DEVELOPMENT 

PEMBOLEH UBAH/ VARIABLES 

SDA    SA 
1    5 
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16  Organisasi saya membangunkan matlamat 
latihan jangka panjang adalah perlu bagi 
kakitangan  
 My organization is developing long term training 
 goals is necessary to the staffs. 

     

 

17  Latihan adalah perlu untuk pembangunan 
kemahiran    
 Interpersonal.  
 Training is needed to develop interpersonal skill. 

     

 

18  Organisasi saya menyediakan polisi dan strategi   
 perkembangan kerjaya kakitangan . 
 My organization provides career growth policy 
 and strategy to the staffs. 

     

19 Sistem ganjaran boleh membangunkan kecekapan 
dan pencapaian pekerja 
Reward system can develop staff work  efficiency 
and performance. 

     

20 
 

Sistem penilaian berterusan membantu 
mengenalpasti kekuatan dan kelemahan kakitangan 
The continuous appraisal system helps to identify 
 the strength and weakness of the staff. 

     

 

SEK F 
 

PERANCANGAN PENGGANTIAN/ 

SUCCESSION PLANNING 

PEMBOLEH UBAH / VARIABLES 

SDA DA N A SA 
1    5 

 

21   Kesedaran kakitangan dalam dasar-dasar ,  
  prosedur organisasi adalah penting. 
  Staff’s  awareness in the policies and procedures 
of the   
  organisation is essential. 

     

 

22 Kesedaran kakitangan tentang misi,visi, struktur 
organisasi adalah penting. 
Staffs’ awareness in the organization 
mission,vision and structure is essential. 

     

 

23 Organisasi saya menyediakan prosedur kesihatan 
dan keselamatan pekerja. 
My organization provides the employee health and 
safety procedures. 

     

 

24 Organisasi saya menyediakan dasar peluang yang 
sama kepada kakitangan  
My organization provides equal opportunities 
policy. 

     

25  Saya boleh membantu organisasi untuk mencapai 
matlamatnya. 
I can help the organization to achieve its aims. 

     

 

SEK G 

 

GAYA KEPIMPINAN/  LEADERSHIP 

PEMBOLEH UBAH / VARIABLES 

SDA DA N A SA 
1    5 
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26 

Penyelia saya menanamkan rasa bangga dalam diri 

saya kerana dapat bekerjasama dengan beliau. 

My immediate supervisor instills pride in me for 
being associated with him/her 

     

27 

penyelia saya melampaui kepentingan diri untuk 

kebaikan kumpulan  

My immediate supervisor goes beyond self-interest 
for the good of the group 

     

28 

Penyelia saya berkelakuan yang menyebabkan 

saya menghormati beliau.  

My immediate supervisor acts in ways that build 
my respects  

     

29 

Penyelia saya menampilkan ciri - ciri berkuasa dan 

berkeyakinan  

My immediate supervisor displays a sense of 
power and confidence 

     

30 

Penyelia saya bercakap mengenai nilai dan 

kepercayaan yang paling penting kepada beliau 

My immediate supervisor talks about his most 
important values and beliefs. 

     

31 

Penyelia saya menerangkan kepentingan 

mempunyai sesuatu tujuan dengan jelas  

My immediate supervisor specifies the importance 
of having a strong sense of purpose 

     

32 

Penyelia saya mempertimbangkan tentang kesan 

keputusan yang diambil dari segi moral dan etika  

My immediate supervisor considers the moral and 
ethical consequences of decisions 

     

33 

Penyelia saya menekankan kepentingan 
mempunyai misi bersama.  
My immediate supervisor emphasizes the 
importance of having a collective sense of mission 
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34 

Penyelia saya bercakap dengan optimis / positif 
tentang masa hadapan  
My immediate supervisor talks optimistically 
about the future 

     

35 

Penyelia saya bercakap dengan penuh semangat 
apa yang perlu dicapai.  
My immediate supervisor talks enthusiastically 
about what needs to be accomplished 

     

36 

Penyelia saya menyatakan misi dengan jelas lagi 
menarik 
My immediate supervisor articulates a compelling 
vision of the future 

     

37 

Penyelia saya penyelia saya menyatakan dengan 
penuh keyakinan bahawa matlamat boleh dicapai  
My immediate supervisor expresses confidence 
that goals will be achieved 

     

38 

Penyelia saya menialai semula kesesuaian andaian 
beliau yang kritikal sama ada ia sesuai atau tidak  

My immediate supervisor re-examines critical 
assumptions to question whether they are 
appropriate 

     

39 
Penyelia saya mencari perspektif berbeza bila menyelesaikan masalah  
My immediate supervisor seeks differing 
perspectives when solving problem 

     

40 

Penyelia saya membuat saya melihat masalah dari 
pelbagai sudut yang berbeza  

My immediate supervisor gets me to look at 
problems from many different angles 

     

41 

Penyelia saya mencadangan beberapa kaedah baru 
unuk menyiapkan tugasan  
My immediate supervisor suggests new ways of 
looking at how to complete assignments 

     

42 

Penyelia saya meluangkan masa untuk mengajar 
serta membimbing.  
My immediate supervisor spends time teaching 
and coaching 
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43 

Penyelia saya melayan saya sebagai seorang 
individu dan bukan hanya sebagai ahli kumpulan  
My immediate supervisor treats me as an 
individual rather that just as a member of a group 

     

44 

Penyelia saya menganggap saya 
mempunyai keperluan, kebolehan dan inspirasi 
tersendiri  
My immediate supervisor considers me as having 
different needs, abilities, and inspirations from 
others  

     

45 

Penyelia saya membantu saya mengembangkan 
bakat/ kekuatan saya  
My immediate supervisor helps me to develop my 
strengths 
 

     

 

SEK H 

 

PRESTASI ORGANISASI /  

ORGANISATIONAL PERFORMANCE  

 HASILAN OPERASI (KEWANGAN & 

SUMBER MANUSIA) / VARIABLES 

SD

A 

DA N A SA 
1    5 

 

46 Sumber diuruskan dengan cekap. 

Resources are managed efficiently. 

     

 

47 Dana yang diperuntukkan kepada jabatan saya 

adalah mencukupi. 

The funds that are allocated to my department are 

sufficient. 

     

 

48 Kawalan kewangan yang efektif di organisasi. 

  Effective financial control measures are in place. 

 

     

 

49 Prestasi kewangan keseluruhan di jabatan saya 

adalah baik. 

  The overall financial performance of my department 

is   

  good. 

     

 

50  

Jabatan saya sentiasa berjaya mencapai sasaran 

 kewangan. 

My department is always able to meet its financial 

goals. 
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51 Bilangan kakitangan yang ditugaskan untuk 

perkhidmatan kepada pelanggan adalah mencukupi. 

The number of staff assigned to service client 

requirements is sufficient. 

     

 

52 Kualiti kemahiran dan kepakaran ada di jabatan 

saya. 

Quality skills and expertise are available in my 

department. 

     

53 Bilangan kakitangan meninggalkan jabatan saya 

adalah kecil. 

The number of staff leaving my department is small. 

     

 

54   Saya mempunyai peluang untuk mengambil 

bahagian  dalam program-program latihan dan 

pembangunan. 

  I have the chance to participate in training and  

  development programs. 

     

 

55 Komunikasi yang mudah di seluruh jabatan saya. 

Communication flows easily throughout my 

department. 

     

 

56 Dasar dan prosedur dalam jabatan saya adalah baik. 

The policies and procedures in my department are 

good. 

     

 

57 Tahap pembaziran dalam jabatan saya adalah 

rendah. 

The level of wastage in my department is low. 

     

58 Jabatan saya menggalakkan etika korporat yang 

baik. 

My department promotes good corporate ethics. 

     

 

 Sila hantar buku survey yang telah diisi sebelum akhir 15 Februari 2017. 

    Sila tandakan di sini jika anda berminat mendapatkan salinan laporan 
penyelidikan. Sila    

        sertakan kad perniagaan dan alamat e-mail anda di bawah:  

   Alamat e-mail: _________________________ 

 

Terima kasih atas penyertaan anda … 
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Appendix B 

3. Surat kelulusan dari UUM untuk mengumpul data 
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Appendix C 

3. Surat Kebenaran BSN untuk mengambil data 
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Appendix D 
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Appendix E 

4. Cronbach Alpa 

Pemboleh Ubah   Bilangan  Item  
Cronbach’s 

Alpha  (α) 

Pengurusan Bakat     

- Motivasi 5  .898 

- Tarikan 5  .821 

- Pembangunan 5  .681 

- Pengekalan 5  .627 

Kepimpinan Transformasi    20   .963 

Prestasi Organisasi   13  .930 
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Appendix F 

5. Normaliti    

Pemboleh Ubah  Skewness 
Std. Error of 

Skewness 
Kurtosis  

Std. 

Error of 

Kurtosis 

Pengurusan Bakat      

- Motivasi -.996 .141 2.841 .281 

- Tarikan -.421 .141 .931 .281 

- Pembangunan -.250 .141 .545 .281 

- Pengekalan -.841 .141 .873 .281 

Kepimpinan Transformasi  -.119 .141 -.024 .281 

Prestasi Organisasi -.247 .141 1.021 .281 
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Appendix G 

6. Histogram 
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Appendix H 

7. Scatter Plot 
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Appendix I 

8. Mutikolineariti 

 

 

 

 

 

 

Pemboleh Ubah 
Kollineariti Statistikk 

Tolerance VIF 
   

Motivasi .448 2.232 

Tarikan .376 2.663 

Pembangunan .525 1.906 

Pengekalan .595 1.680 

Kepimpinan .480 2.083 

Kepimpinan x Motivasi .263 3.795 

Kepimpinan x Tarikan .276 3.625 

Kepimpinan x Pembangunan .299 3.342 

Kepimpinan x Pengekalan  .473 2.113 
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Appendix J 

9. Gambarajah Analisis Hirarkikal ( Gaya Kepemimpinan, Pengekalan,Prestasi 

Organisasi) 
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Appendix K 

10. Residul 
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Appendix L 

11.  Ringkasan Anova 

ANOVAa 

Model 

Sum of 
Squares df Mean Square F Sig. 

1 Regression 55.811 4 13.953 81.552 .000b 
Residual 50.472 295 .171   
Total 106.283 299    

a. Dependent Variable: Prestasi Organisasi 

b. Predictors: (Constant), Pembangunan, Pengekalan, Motivasi, Tarikan 
 

Appendix M 

12. Ringkasan Koeffisen 

KOEFFISENa 

Model 

Unstandardized 
Koeffisen 

Standardized 
Koeffisen 

t Sig. 

Collineariti 
Statistik 

B 
Std. 

Error Beta Tolerance VIF 
1 (Konstan) .667 .239  2.789 .006   

Motivasi .107 .065 .082 1.631 .104 .632 1.583 
Tarikan .482 .059 .464 8.196 .000 .501 1.995 
Pengekalan -.051 .044 -.055 -  

1.146 
.253 .690 1.449 

Pembangunan .265 .043 .317 6.181 .000 .611 1.636 
a. Dependent Variable: Prestasi Organisasi 
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