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Abstract

Our study examines how talent management affects both job satisfaction and employee retention at a public university
in Egypt. The sample for the field study consists of a 105 administrative employees who work at Ain Shams University
(a public university). The study instrument is a questionnaire that consists of four parts: talent management, job
satisfaction, employee retention and the sample’s demographic variables. The study uses Cronbach’s Alpha, Ordinary
Least Squares Regressions and the Kruskal-Wallis test. We find that the components of talent management (motivating
outstanding performance, training and development, job enrichment) have a significant impact on job satisfaction and
on employee retention but have no significant impact on the sample’s demographic variables (gender, age, education
and experience). The contribution of the study is to examine how talent management affects job satisfaction and
employee retention in a higher educational institution in Egypt, an Arab, Muslim, Middle Eastern country. Talent
management research in Arab/Muslim countries, such as Egypt, remains mostly unexamined. By researching new
countries and regions, we can help provide further insight for organizations on how to adapt their talent management
practices to fit different national and cultural contexts.

Keywords: Egypt, talent management, job satisfaction, employee retention, education
1. Introduction

In today’s rapidly changing and constantly evolving global market, organizations have come to the conclusion that one
of their greatest assets is the talent, skill and knowledge of their employees (Tucker, Kao and Verma, 2005; Lewis and
Heckman, 2006; Collings and Mellahi, 2009). Managing talent has become a major challenge for organizations across
the globe (Tarique and Schuler, 2010; Schuler, Jackson and Tarique, 2011; Scullion and Collings, 2011). The topic of
talent management has started to garner a lot of attention from corporate leaders and academics since the late 1990s
when McKinsey consultants coined the phrase “war of talent” in referring to the increasing importance the role of
talented leaders and highly performing employees played in the success of their organizations globally (Boudreau and
Ramstad, 2007; Scullion, Collings and Caligiuri, 2010; McDonnell, 2011). In a 2007 report, the Boston Consulting
Group pointed out that talent management was one of the key challenges facing the HR profession in the near future
(Boston Consulting Group, 2007).

2. Literature Review
2.1 Talent Management

There has been no consensus on how previous researchers view talent management. Some researchers view talent
management from a human capital point of view (Cappelli, 2008), some view it as a mindset where talent is used to
achieve organizational success (Creelman, 2004), or as an essential component for effective succession planning
(Cheloha and Swain, 2005), or as a way to ensure that employees at all organizational levels are performing to the best
of their capabilities (Redford, 2005). This lack of consensus and the absence of a precise definition, is seen by some
researcher as contributing to our limited understanding of talent management (Collings and Scullion, 2009; Mellahi
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and Collings, 2010). On the other hand, there are some researchers who admit to not being able to define talent
management (Frank and Taylor, 2004; Ashton and Morton, 2005).

There are three main streams of research when it comes to talent management. The first stream defines talent
management as the functions, practices and activities that are typically performed by human resource departments,
such as, recruitment, selection, training and development, and career and succession management (Hilton, 2000; Olsen,
2000; Byham, 2001; Heinen and O’Neil, 2004; Mercer, 2005). In this case, managing talent entails the Human
Resource departments doing what they usually do but at a much faster pace, using the internet and outsourcing, and
across the entire organization, rather than within the department.

The second stream of research on talent management addresses the issue of talent pools. In this case, talent management
is viewed as a set of processes that are designed to facilitate the flow of the right employees at the right time into the
appropriate jobs throughout the organization (Kesler, 2002; Pascal, 2004). The abovementioned processes can also be
viewed as human capital planning or succession management (Jackson and Schuler, 1990; Rothwell, 1994) but can
also entail regular human resource processes such as recruiting and selection (Lermusiaux, 2005). Central to these
processes is forecasting the organizational staffing needs and managing the flow of employees through positions
(Pascal, 2004).

The third stream of research on talent management focuses on talent generically without regard for specific positions.
Accordingly, high performing individuals should be sought after, recruited, hired and handsomely rewarded regardless
of their specific positions and in some cases, regardless of the organization’s staffing needs. The studies by Michaels,
Handfield-Jones and Axelrod (2001) and by Axelrod, Handfield-Jones and Michaels (2002) both advocate for rating
employees based on their performance levels (top performers, competent performers and bottom performers) and stress
that human resource departments should seek to terminate their bottom performers. In essence, the human resource
departments would be viewed as “top grading” the organization by solely hiring top performers (Smart, 1999). Top
grading can be viewed as staffing an entire firm, from the CEO position to the intern positions, with top performers.
This stream of research regards generic talent as critical to an organization’s success because it assists the Human
Resource goal of managing employees to elevated performance (Buckingham and Vosburgh, 2001; Walker and
Larocco, 2002) and because previous research on demographic trends views generic talent as extremely valuable
(Romans and Lardner, 2005; Tucker, Kao and Verma, 2005).

There is a fourth emerging stream of research on talent management that focuses on the identification of key positions
in organizations rather than on the recruitment of highly talented individuals (Collings and Mellahi, 2009). This stream
of research is concerned with the identification of key positions which will have a tremendous impact on the
organization’s competitive advantage (Bourdreau and Ramstad, 2005; Hueslid, Beatty and Becker, 2005). After those
positions are identified, the talent management strategy focuses on the development of talent pools that include highly
performing and talented employees to fill those positions.

2.1.1 Talent Management in a Global Context

As the field of talent management gets more developed, it is essential that academics try to come to a consensus on
how to define it and how to determine its intellectual boundaries (Collings, Scullion and Vaiman, 2011). However, it
is key not to lose sight of the differences in how talent management will be defined, developed and applied in different
national, cultural and ethnic contexts. As the field of talent management matures, comparative studies will become
more and more essential. The reason being, that such studies will help counteract the over reliance on an Anglo-Saxon
conceptualization when it comes to talent management which would not be an accurate reflection of the practice in
different parts of the world (Luthans, Zhu and Avolio, 2006; Mellahi and Collings, 2010; Tymon, Strumpf and Doh,
2010; Scullion and Collings, 2011).

Talent management is likely to become a challenge for organizations all across the globe. Recent research has indicated
that talent management will be more of a challenge for organizations operating in emerging markets (Yeung, Warner
and Rowley, 2008; Tymon, Strumpf and Doh, 2010; Vaiman and Holden, 2011). Yet, with the exception of India and
China, there is a scarcity of research on talent management in emerging markets (Teagarden, Meyer and Jones, 2008).
It is important to note that managing employees takes different formats in different parts of the world as opposed to
the U.S. where most of the research on the talent management theory has originated (Brewster, Mayrhofer, and Morley,
2004; Holt Larsen and Mayrhofer, 2006; Dickmann, Brewster and Sparrow, 2008). It is also important to note that
results of previous studies conducted in the U.S. and other Western countries cannot be directly applied to Middle
Eastern countries such as Egypt. Scholars and academics need to consider the cultural context when examining talent
management, job satisfaction and employee retention.
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2.1.2 Egyptian Socio-Cultural Context

Our study examines how talent management affects both job satisfaction and employee retention in Egypt. To the best
of our knowledge, very few studies have attempted to study the talent management practices in Middle Eastern, Arab
and Muslim countries, like Egypt. Scarcity of data is usually cited as the main reason for the lack of research on talent
management practices in in Middle Eastern, Arab and Muslim countries. One of the main contributions of the study is
that by researching new countries and regions, we can help provide further insight for organizations on how to adapt
their talent management practices to fit different national and cultural contexts.

In his research, Hofstede (1980) finds that Arab societies demonstrate strong uncertainty avoidance, moderate
masculinity, high power distance and low individualism. Parnell and Hatem (1999) find the Egyptian culture to be a
mix of Middle Eastern and Arab influences and suggest that Islam is a significant indicator of work-related values,
attitudes and behaviors. There is a scarcity of research that examines the culture’s impact on human resource
management practices and work-related values in Middle Eastern and Arab countries (Parnell and Hatem, 1999;
Yousef, 2001).

The Middle Eastern/Arabic culture affects both the human resource management practices and the organizational form.
HRM practices will be focused on relationships and teams (Leat and El-Kot, 2007). Compensation and promotion are
usually based on seniority and employment is viewed as long term. The organizational form, that is considered
appropriate, will be hierarchical in nature, tasks will be very clearly defined and reporting relationships will be clear
and based on seniority (Leat and EI-Kot, 2007).

There has been significant support for Hofstede’s (1980) findings. For example, Nydell (1996) reports that employees
in Arab countries, including Egypt, prefer to work in one organization doing the same jobs for long periods of time,
thus avoiding and reducing uncertainty. Parnell and Hatem (1999) indicate that employees in Egypt tend to always
agree with their superiors and that seeking out participation from subordinates is often regarded as weak management.
In the same vein, Nydell (1996) report the importance of respecting seniority in Arab countries and in Egypt.

2.2 Hypotheses

According to Smith, Kendall and Hulin (1969), job dissatisfaction can be defined as “the degree to which individuals
feel negatively about their jobs. It is an emotional response to the tasks, as well as to the physical and social conditions
associated with the workplace.” However, understanding job dissatisfaction is no easy task. Personal biases and
individual perspectives make it extremely difficult to specifically identify what job dissatisfaction means (Burmeister,
2004). On the other hand, Locke (1976) has defined job satisfaction as “a positive relationship characterized by
pleasurable or positive state of mind resulting from the job experience.” Spector (1997) explains job satisfaction as
the positive emotional state that workers derive from their jobs. In Spector’s (1997) view the job satisfaction is derived
from certain facets or components of the job rather than the job as a whole.

It is important to note that Hulin (1991) argues that job characteristics that are found to lead to job satisfaction in one
culture might not lead to job satisfaction in a different culture. For example, Rawashdeh, Al-Saraireh and Obeidat
(2015) found a positive relationship between organizational culture and job satisfaction in Jordanian private aviation
companies. Crossman and Abou-Zaki (2003), in their study of job satisfaction of Lebanese banking staff, found that
job satisfaction is not independent in all facets and that satisfaction with one specific job facet could lead to satisfaction
in another facet. In general, there have been numerous studies that have examined the antecedents and consequences
of job satisfaction across different cultures (Kirkman and Shapiro, 2001; Vecernik, 2003; Huang and Van de Vliert,
2004; Spector, 2008).

Talent management strategies have to cater to what makes employees feel satisfied with their jobs. For example,
professional training and development, work assignments that demand use of the employees’ skills and fuel their
passion and feeling connected to a large group of fellow employees. These are things that employees need in order to
feel motivated and committed to their organizations.

H1. There is a correlation between the components of talent management (motivating outstanding performance,
training and development, job enrichment) and job satisfaction.

As a general rule of thumb, the loss of talented employees is detrimental to any organization’s performance and future
success. Talented employees leave an organization for a myriad of reasons but mainly due to being unmotivated and
dissatisfied with their jobs (Coff, 1997). The importance of employee retention can be examined through the Resource
Based Theory of Competitive Advantage (Barney, 1986, 1991, 1997). The Resource Based Theory proposes that firms
have “bundles” of resources that lead to competitive advantages. The more unique and difficult to replicate these
bundles of resources the stronger the firm’s competitive advantage (Shrader, Blackburn and lles, 1997). Human capital
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resources, such as talented employees, are among the most difficult to imitate and are key to competitive advantage
(Singh, Terjesen and Vinnicombe, 2008).

Training is seen as an investment into the employee development. It is one way for firms and organizations to
emphasize to their employees that they are valued and respected and in turn get rewarded with employee retention and
loyalty. Previous research has shown that successful organizations have a philosophy of investing in their employees
(Maguire, 1995). Employees tend to remain loyal and stay at organizations that provide them with a sense of pride and
value. Some of the factors that play a pivotal role in employee retention are career opportunities, organizational justice,
work-life balance, potential for growth and development, organization’s image and work environment (Cappelli,
2000).

H2. There is a correlation between the components of talent management (motivating outstanding performance,
training and development, job enrichment) and employee retention.

Previous research has examined the effect of organizational demographic characteristics, such as, gender, age,
education and tenure on job satisfaction (Clark, 1993; Clark, Oswald and Warr, 1996; Hickson and Oshagbemi, 1999;
Oshagbemi, 1998, 2000a, 2000b; Kavanaugh, Duffy and Lilly, 2006). The results have been mixed between positive
and negative effects and could be attributed to the interactions between the individual demographic variables.

Previous research has determined that demographic factors, such as, gender, age, education and tenure with the
organization are predictors of employee turnover (Blankertz and Robinson, 1997; Jinnett and Alexander, 1999). The
younger, more highly educated and less trained employees are more likely to leave than their counterparts (Manlove
and Guzell, 1997). Employees who are different than their colleagues in their respective departments, when it comes
to age, gender and/or ethnicity, are more likely to leave than their counterparts (Milliken and Martins, 1996). The
longer the employee tenure with the organization the less likelihood of employee turnover (Gary and Phillips, 1994;
Somers, 1996). Employees with advanced degrees and employees with a low-level of education are less likely to leave
the firm when compared to their counterparts with moderate levels of educations (Todd and Deery-Schmitt, 1996).
Vicker, 2003 used exit interviews to examine the effect of organizational demographic characteristics on voluntary
employee turnover. The inclusion of demographic variables in exit interviews should help organizations identify the
managerial issues impacting each demographic group and as a result do a better job in employee retention (Vicker,
2003).

To the best of our knowledge, there is no previous research that examines the relationship between talent management
and the organizational demographic information, such as, gender, age, education level and years with the firm.

H3. There is a correlation between the talent management process and the sample’s demographic variables (gender,
age, education and experience).

3. Method
3.1 Questionnaire

The study instrument is a questionnaire that consists of four parts. The first part contains questions regarding talent
management (the independent variable). The second and third part contain questions regarding job satisfaction and
employee retention (the dependent variables). The fourth part contains questions about the sample’s demographic
variables. The authors use a Likert scale that has five points ranging from 1 for “strongly disagree” to 5 for “strongly
agree.” Table 1 shows the reliability coefficients that were calculated using Cronbach’s Alpha. The Cronbach’s Alpha
values for talent management, job satisfaction and employee retention all exceed 0.7, which is an acceptable level for
the reliability of the variables.

Table 1. The effect of talent management on job satisfaction and employee retention
Study Variables Cronbach’s Alpha

Talent Management 0.822
Job Satisfaction 0.735
Employee Retention 0.802

3.2 Sample Selection

The sample for the field study was randomly chosen from the 300 administrative employees who work at Ain Shams
University. The final sample consisted of 105 employees. Of those 105 employees 45 are males and 60 are females.
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Nineteen are under 30 years old, 45 are between 31 to 40 years old, 24 are between 41 to 50 years old and 17 are over
50 years old. Fourteen have no undergraduate degree, 79 have an undergraduate degree and 12 have a graduate degree
(master’s/doctorate). Eighteen have under 5 years of experience, 20 have between 5 and 10 years of experience, 31
have between 11 and 15 years of experience and 36 have more than 15 years of experience.

Table 2. Descriptive statics for the sample’s demographic variables
Panel A: Gender

Gender N %
Male 45 42.9
Female 60 57.1
Total 105 100
Panel B: Age
Age (years) N %
Under 30 19 18.1
From 31-40 45 42.9
From 41-50 24 22.9
Over 51 17 16.2
Total 105 100
Panel C: Education
Education N %
No undergraduate degree 14 13.3
Undergraduate degree 79 75.2
Graduate degree 12 114
Total 105 100
Panel D: Experience
Experience (years) N %
Under 5 18 17.1
From 5-10 20 19
From 11-15 31 29.5
Over 16 36 34.3
Total 105 100

Table 3 reports the descriptive statistics of the questionnaire responses for three dimensions of talent management.
Panel A shows that employees accept the concept of talent management but the majority do not think that the
organization is doing enough to motivate outstanding performance and talent. Panel B shows the employees feel that
there are not enough training courses and development opportunities in the organization. Panel C shows the employees
feel that the organization does not have a clear definition for talent management.

Table 3. Descriptive statistics for talent management components
Panel A: Motivating outstanding performance
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Strongly Mean S.D. C.V.

Strongly
Question agree Agree Neutral Disagree disagree
% N % N % N % N %

N

Question 1 7 6.7 16 15.2 14 133 42 40 26 248 239 12 4184
7
7

6.7 10 9.5 21 20 38 36.2 29 276 231 117 4286
Question 3 6.7 11 105 15 143 38 36.2 34 324 223 12 4395
Mean Avg. 231 105 36.35

C.V. is the Coefficient Variation = (Standard Deviation/Mean) x 100

Question 1: Does the organization motivate outstanding performance?

Question 2

Question 2: Does the organization compensate talented employees?
Question 3: Does the organization motivate talented employees?

Panel B: Training and development

Strongly Mean S.D. C.V.

Strongly
agree Agree Neutral Disagree disagree
Degree N % N % N % N % N %

Questionl 69  65.7 19 18.1 6 5.7 8 7.6 3 29 436 1.07 24.66
Question2 63 60 25 23.8 7 6.7 4 3.8 6 57 429 112 262
Question3 3 2.9 2 1.9 11 10.5 60 57.1 29 276 195 0.85 4349
Question4 38  36.2 29 27.6 14 133 17 16.2 7 6.7 37 129 34.95
Mean Avg. 286 051 18.14

C.V. is the Coefficient Variation = (Standard Deviation/Mean) x 100

Question 1: Does talent management play an important role in employee retention?

Question 2: Does talent management play an important role in job satisfaction?

Question 3: Does the organization have a clear definition for talent management?
Question 4: Does the organization not have enough training and development opportunities?

Panel C: Job enrichment

Strongly Strongly Mean S.D. C.V.
agree Agree Neutral Disagree disagree
Degree % N % N % N % N %

N

Question 1 3 29 9 8.6 17 16.2 48 45.7 28 267 215 100 44.65
7
8

6.7 9 8.6 26 24.8 51  48.6 12 114 2.01 0.93 4279
Question 3 7.6 17 16.2 17 16.2 43 412 20 19 2.08 0.98 4231
Mean Avg. 2.07 0.83 39.98

C.V. is the Coefficient Variation = (Standard Deviation/Mean) x 100

Question 1: Does the organization have a clear definition for who are the talented employees?

Question 2

Question 2: Does the organization provide meaningful job enrichment for the talented employees?
Question 3: Can the organization identify talented employees?

Table 4 reports the descriptive statistics of the questionnaire responses for three dimensions of job satisfaction. Panel
A shows that employees feel that the organization does not treat all its employees equally. They also feel that the
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organization does not value the job satisfaction of its employees. Panel B shows that employees feel that job satisfaction
plays an important role when it comes to employee retentions. Panel C shows that employees feel that the organization
does not have succession plans in place and does not monitor how satisfied talented employees are with their
compensation and work conditions.

Table 4. Descriptive statistics for dimensions of job satisfaction
Panel A: Equality

Strongly Strongly Mean S.D. C.V.
agree Agree Neutral Disagree disagree
Degree N % N % N % N % N %

Question 1 8 7.6 16 15.2 19 18.1 44 41.9 18 171 254 101 39.76

Question2 10 9.5 10 9.5 16 15.2 42 40 27 25,7 237 100 4219

Question3 8 7.6 17 16.2 17 16.2 43 41 20 19 252 0.98 38.88

Mean Avg. 248 096 38.79
C.V. is the Coefficient Variation = (Standard Deviation/Mean) x 100

Question 1: Does the organization value the concept of job satisfaction?
Question 2: Does the organization treat its employees fairly and equally?
Question 3: Do the employees feel satisfied with their jobs and work responsibilities?

Panel B: Equal opportunities

Strongly Strongly Mean S.D. C.V.
agree Agree Neutral Disagree disagree
Degree N % N % N % N % N %

Question1 70 66.7 19 18.1 7 6.7 6 5.7 3 29 440 1.03 2350

Question2 49 46.7 28 26.7 13 12.4 9 8.6 6 57 400 1.21 30.23

Question3 6 5.7 5 4.8 12 11.4 65 61.9 17 162 222 097 4374

Mean Avg. 354 0.80 2256
C.V. is the Coefficient Variation = (Standard Deviation/Mean) x 100

Question 1: Does job satisfaction play an important role in employee retention?

Question 2: Does talent management affect job satisfaction?
Question 3: Does the organization provide equal opportunities for all its employees?

Panel C: Style of leadership

Strongly Strongly Mean S.D. C.V.
agree Agree Neutral Disagree disagree
Degree N % N % N % N % N %
Question1 39 37.1 29 27.6 12 114 19 18.1 6 57 372 129 34.68
Question 2 6.7 9 8.6 26 24.8 51 48.6 12 114 250 1.03 41.20

7
Question3 4 3.8 3 29 14 13.3 53 50.5 31 295 201 0.88 43.78
Question4 9 8.6 10 9.5 15 14.3 34 324 37 352 224 0.98 43.75
Mean Avg. 2.62 0.68 25.84

C.V. is the Coefficient Variation = (Standard Deviation/Mean) x 100

Question 1: Are there conflicts between talented employees and the organizational bureaucratic leadership?

Question 2: Does the organization have a democratic leadership?

Question 3: Does the organization monitor job satisfaction of talented employees concerning their compensation and
working conditions?

Question 4: Does the organization have a succession plan to replace employees who retire and/or resign?
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Table 5 reports the descriptive statistics of the questionnaire responses for three dimensions of employee retention.
Panel A shows that the employees feel that talent management and job satisfaction play an important role in employee
retention. They also feel that the organization does not provide growth opportunities for talented employees and does
not encourage employees to achieve a work-life balance. Panel B shows that the employees feel that the organization
does not provide feedback and mentoring for talented employees and does not have a strategy for employee retention.
Panel C shows that the employees feel the organization does not have meaningful communication with its employees
and it does not have a clear definition for employee retention.

Table 5. Descriptive statistics for dimensions of employee retention
Panel A: Incentives

Strongly Strongly Mean S.D. C.V.
agree Agree Neutral Disagree disagree
Degree N % N % N % N % N %

Question1 56  53.3 19 181 12 114 10 9.5 8 76 400 132 33.00

Question2 59 562 24 229 8 7.6 7 6.7 7 6.7 415 122 29.40

Question3 8 7.6 8 7.6 24 229 46 4338 19 181 243 099 40.74

Question4 32 305 8 7.6 29 2716 22 21 14 133 321 142 4424

Mean Avg. 345 096 27.83
C.V. is the Coefficient Variation = (Standard Deviation/Mean) x 100

Question 1: Does talent management play an important role in employee retention?

Question 2: Does job satisfaction lead to employee retention?
Question 3: Does the organization provide growth opportunities for its talented employees?
Question 4: Does the organization encourage employees to achieve a work-life balance?

Panel B: Feedback

Strongly Strongly Mean S.D. C.V.
agree Agree Neutral Disagree disagree
Degree N % N % N % N % N %

Questionl 5 4.8 8 7.6 23 21.9 50 476 19 181 233 1.02 43.78

Question2 16 15.2 21 20 16 15.2 36 34.3 16 152 286 1.00 34.97

Question3 2 1.9 16 15.2 24 22.9 37 35.2 26 248 234 100 4274

Mean Avg. 188 0.66 35.11
C.V. is the Coefficient Variation = (Standard Deviation/Mean) x 100

Question 1: Does the organization provide feedback and mentoring for key employees?

Question 2: Does the organization have a strategy for employee retention?
Question 3: Does the organization implement its strategy for employee retention?

Panel C: Communication

Strongly Strongly Mean S.D. C.V.
agree Agree Neutral Disagree disagree
Degree N % N % N % N % N %

Questionl 7 6.7 31 29.5 19 18.1 39 37.1 9 86 289 113 39.10

Question2 24 22.9 18 17.1 28 26.7 26 24.8 9 86 321 1.28 39.88

Question3 3 29 11 10.5 24 22.9 44 419 23 219 230 102 4435

Mean Avg. 210 057 27.14
C.V. is the Coefficient Variation = (Standard Deviation/Mean) x 100

Question 1: Does the organization have meaningful communication with its employees?

Question 2: Does the organization recognize when the employees’ workload is too heavy?

Question 3: Does the organization have a clear definition for employee retention?
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Table 6 reports the summary descriptive statistics for the effect of talent management on job satisfaction and employee
retention. Table 6 shows that the employees feel that talent management does have an impact on job satisfaction and
employee retention.

Table 6. Summary descriptive statistics for the effect of talent management on job satisfaction and employee retention

Variable Mean S.D. C.V.
Talent Management 2.29 0.46 20.34
Job Satisfaction 2.85 0.64 22.40
Employee Retentions 2.97 0.73 24.58
Mean Avg. 2.70 0.51 18.88

C.V. is the Coefficient Variation = (Standard Deviation/Mean) x 100

3.3 Procedure

The questionnaires were translated from English to Arabic since most of the 105 employees in our sample are not
proficient in English. The Werner and Campbell (1976), decentring method which is based on the back-translation
procedure that is commonly used in cross-cultural research (Zhang, 1991; Brislin, 1976) was used to translate the
questionnaires from English to Arabic. The questionnaires were originally in English, and one of the authors who is a
fluently bilingual native Egyptian translated the questionnaires into the Arabic language. A different author who is
also fluently bilingual native Egyptian blindly translated the questionnaires back into the original language, English.
The original and translated English language questionnaires were compared and examined for differences and it was
determined that no differences existed between the two English language questionnaires. Thus, no adjustments were
needed.

4. Methodology and Results

Table 7 reports the correlation between the job satisfaction and employee retention variables and the talent management
variable. The correlations are positive and significant which indicates that the better the status of the talent management
practices the higher the job satisfaction and the employee retention.

Table 7. Correlation between job satisfaction, employee retention and talent management

Variable Talent Management (Pearson Correlation)
Job Satisfaction 0.568***
Employee Retentions 0.512***

*** Significant at 0.001, ** Significant at 0.01, * Significant at 0.05

To test Hypothesis 1 (2) the authors run an ordinary least squares regression where the dependent variable is job
satisfaction (employee retention) and the independent variables are the components of talent management (motivating
outstanding performance; training and development and job enrichment). The results for this regression are reported
in Table 8 (9). The White-Koenker statistics given in the last line of the Tables 8 and 9 show that all of our regressions
are free of heteroscedasticity (Baum et al., 2003).

Table 8 contains the OLS regression estimates for the relation between job satisfaction and talent management
components (motivating outstanding performance, training and development and job enrichment). The estimated
coefficients for motivating outstanding performance and training and development are significant and positive.
However, we find that the job enrichment independent variable has no effect on the job satisfaction dependent variable.
Therefore, the authors accept Hypothesis 1 since two of the three components of talent management were found to
have a significant impact on job satisfaction.
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Table 8. OLS Estimates for Hypothesis 1: There is a significant impact between the dimensions of talent management
(motivating outstanding performance, training and development, job enrichment) and job satisfaction (t statistics in
brackets)

Job
Satisfaction
Constant 1.399
(5.002)***
Motivating outstanding 0.347
performance (7.398)***
Training and development 0.228
(2.380)*
Job Enrichment --
Adjusted R? 40.4%
(F (35.584)***
N 105
White-Koenker 12.698

*** Significant at 0.001, ** Significant at 0.01, * Significant at 0.05

Table 9 contains the OLS regression estimates for the relation between employee retention and talent management
components (motivating outstanding performance, training and development and job enrichment). The estimated
coefficients for training and development and job enrichment are significant and positive. However, we find that the
motivating outstanding performance independent variable has no effect on the employee retention dependent variable.
Therefore, the authors accept Hypothesis 2 since two of the three components of talent management were found to
have a significant impact on employee retention.

Table 9. OLS Estimates for Hypothesis 2: There is a significant impact between the dimensions of talent management
(motivating outstanding performance, training and development, job enrichment) and employee retention (t statistics
in brackets)

Employee
Retention
Constant 1.356
(3.741)***
Motivating outstanding --
performance --
Training and development 0.313
(2.549)*
Job Enrichment 0.347
(4.521)***
Adjusted R? 24.2%
(3] (16.258)***
N 105
White-Koenker 13.804

*** Significant at 0.001, ** Significant at 0.01, * Significant at 0.05
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Table 10 reports the results of the Kruskal-Wallis test that were run to determine if there is a difference in the responses
based on gender (Panel A), age (Panel B), education (Panel C) and experience (Panel D) to the positive impact of talent
management on job satisfaction and employee retention. We found no significant differences between gender, age,
education and experience to the positive impact of talent management on job satisfaction and employee retention.
Therefore, the authors reject Hypothesis 3 that states that there is a significant difference between the talent
management process and the sample’s demographic variables (gender, age, education and experience).

Table 10. Kruskal-Wallis Test for Hypothesis 3: There is a significant difference between the talent management
process and the sample’s demographic variables (gender, age, education and experience).

Panel A: Differences between gender and the impact of talent management on job satisfaction and employee retention

Chi- P-value
Gender N Mean square
Talent Management Male 45 52.6 0.117 0.9
Female 60 53.3
Job Satisfaction Male 45 51.17 0.537 0.59
Female 60 54.38
Employee Retention Male 45 49.13 1.128 0.25
Female 60 55.90

*** Significant at 0.001, ** Significant at 0.01, * Significant at 0.05

Panel B: Differences between age and the impact of talent management on job satisfaction and employee retention

Chi- P-

Age (years) N Mean square value

Talent Management Under 30 19 4211 6.657 0.08
From 31-40 45 4953
From 41-50 24 63.27
Over 51 17 59.85

Job Satisfaction Under 30 19 4297 5428 0.14
From 31-40 45  51.60
From 41-50 24 64.15
Over 51 17 52.18

Employee Retention Under 30 19 6184 3344 0.34
From 31-40 45  47.37
From 41-50 24 55.08
Over 51 17 55.09

*** Significant at 0.001, ** Significant at 0.01, * Significant at 0.05
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Panel C: Differences between education and the impact of talent management on job satisfaction and employee
retention

Chi- P-

Education N Mean  square  value

Talent Management No undergraduate degree 14 55.82 0.174 0.91
Undergraduate degree 79 52.34
Graduate degree 12 54.08

Job Satisfaction No undergraduate degree 14 4850  0.631 0.73
Undergraduate degree 79 54.34
Graduate degree 12 49.42

Employee Retention No undergraduate degree 14 50.46  2.094 0.35
Undergraduate degree 79 55.14
Graduate degree 12 41.88

Panel D: Differences between experience and the impact of talent management on job satisfaction and employee
retention

Chi- P-value
Experience (years) N Mean square

Talent Management Under 5 18 54.53 4.700 0.19
From 5-10 20 55.58
From 11-15 31 43.44
Over 16 36 59.04

Job Satisfaction Under 5 18 44.25 3.272 0.35
From 5-10 20 59.75
From 11-15 31 49.82
Over 16 36 56.36

Employee Retention Under 5 18 47.03 1.246 0.74
From 5-10 20 56.40
From 11-15 31 51.48
Over 16 36 55.40

5. Conclusions and Implications

The current field study examined whether talent management has an impact on job satisfaction and employee retention
at a public Egyptian university. It also examined the relationship between the sample’s demographic variables (gender,
age, education and experience) and talent management. Hypothesis 1 stated, “There is a significant impact between
the components of talent management (motivating outstanding performance, training and development, job
enrichment) and job satisfaction.” The findings show that hypothesis 1 proves true since both motivating outstanding
performance and training and development were found to have a significant impact on job satisfaction.

Hypothesis 2 stated, “There is a significant impact between the components of talent management (motivating
outstanding performance, training and development, job enrichment) and employee retention.” The findings show that
hypothesis 2 proves true since both training and development and job enrichment were found to have a significant
impact on employee retention.

Hypothesis 3 stated, “There is a significant difference between the talent management process and the sample’s
demographic variables (gender, age, education and experience).” The findings show that hypothesis 3 is rejected since
there is no significant differences between gender, age, education and experience and talent management.
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The study has both theoretical and practical implications. To the best of our knowledge, no other field study in Egypt
or in the Middle East has examined both job satisfaction and employee retention as a result of a talent management
system or lack thereof, or the perceived importance of the former derived from the latter. As a result, our study can be
considered an internal exploratory study of Human Resource paradigms with a cross-cultural lens. Our study
contributes to the existing literature by focusing on the unique aspect of geographical location and the Middle
Eastern/Muslim culture on general descriptions of well researched variables such as talent management, job
satisfaction and employee retention. The practical implications of the study include helping Egyptian universities
identify the levels of job satisfaction among their employees and determining the factors that cause their employees to
leave their jobs.

5.1 Future Research

Researchers can extend our study to examine privately owned universities in Egypt. The study can also be extended to
non-educational public sector institutions and to private sector firms in Egypt. It would be interesting to examine
whether the results hold for privately owned universities, non-educational public sector institutions and private sector
firms. The study can be extended to other Middle Eastern countries to examine if the results are generalizable based
on geographic location and/or cultural similarity.

5.2 Limitations

The study’s results are limited to a public Egyptian university. Another limitation of the study was the translation of
the questionnaires from English to Arabic then back to English. The authors tried to overcome this limitation by using
the Werner and Campbell (1976), decentring method. The authors use Egypt as an example of a Middle Eastern
country. However, it should be noted that the Middle East includes countries with different cultures, such as Israel. It
should also be noted that about 10% of Egypt’s population are Coptic Christians who do not necessarily share the same
cultural beliefs as the country’s Muslim majority (Elsaid and Elsaid, 2012).

The authors attempt to reduce the selection bias issue (Heckman, 1979) by randomly selecting 105 employees from
the 300 employees working at the university. All the 105 employees in our sample completed the questionnaires during
regular work hours. As a result, they could have encountered interruptions that may have affected the accuracy of their
responses.
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