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ABSTRACT 

In recent years the concept of employee engagement has gained importance as it has 

been determined that the lack of employees’ engagement is detrimental to the success 

of business.  In order for businesses to gain a competitive advantage in the marketplace, 

employees need to be engaged in the workplace.  Talent Management systems will 

contribute to increased levels of employee engagement. 

The focus of this study was to investigate the impact of talent management on employee 

engagement to determine whether talent management could be included as a driver for 

employee engagement within a division of a South African company specializing in car 

sales. 

The empirical findings were obtained by means of a quantitate research method.  

Questionnaires were distributed to all junior, middle, senior and top management at 

employees. The questionnaires measured respondents’ views on talent management in 

the company as well as the drivers and overall level of employee engagement.  The 

statistical analysis of the data indicated that that there is a universal sense of employee 

engagement in the company, the critical drivers of employee engagement within the 

business is communication, pay and benefits, job satisfaction and  talent management.  

The study concludes with recommendations and conclusions.  
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OPSOMMING 

Gedurende die afgelope paar jare is daar ‘n verhoodge belangstelling aangaande die 

konsep van werknemerbetrokkenheid, aangesien daar vasgestel is dat die gebrek aan 

werknemers se betrokkenheid nadelig is vir die sukses van ‘n besigheid.  

Om te verseker dat besighede 'n mededingende voordeel in die mark kry en behou is dit 

van kardinale belang dat werknemers betrokke en begeesterd in hul besighede is. Daar 

is bewys dat talentbestuurstelsels bydra tot verhoogde vlakke van 

werknemerbetrokkenheid.  

Die fokus van hierdie studie was om die impak van talentbestuur op 

werknemerbetrokkenheid te ondersoek om vas te stel of talentbestuur as aandrywer vir 

werknemersbetrokkenheid ingesluit kan word binne 'n afdeling van 'n Suid-Afrikaanse 

maatskappy wat in motorverkope spesialiseer. 

Die empiriese bevindinge is verkry deur middel van die kwantitatiewe navorsingsmetode. 

Vraelyste is aan alle junior, middel, senior en topbestuur werknemers versprei. 

Die vraelyste meet die respondente se standpunte oor talentbestuur binne die 

maatskappy, verder meet dit ook die aandrywers en algehele vlak van 

werknemersbetrokkenheid.  

Die statistiese analise van die data het aangedui dat daar 'n universele gevoel van 

werknemerbetrokkenheid binne die besigheid is. Kommunikasie, vergoeding en voordele 

en werkstevredenheid is as die kritieke aandrywers van werknemersbetrokkenheid binne 

die besigheid aangewys. Voorts is daar ook bevind dat talentbestuur as aandrywer van 

werknemerbetrokkenheid beskou kan word. 

Die studie sluit af met aanbevelings en gevolgtrekkings. 

 

Sleutelwoorde: Werknemerbetrokkenheid, talentbestuur 
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CHAPTER 1 

INTRODUCTION AND BACKGROUND TO THE STUDY 

1.1 INTRODUCTION 

This chapter provides an introduction and overview of the problem that represents the 

focus of this study. It commences with a focus on the contextual background information 

of the study. Thereafter the research problem, goal and the objectives of the study are 

discussed. In addition, the chapter provides a brief discussion of the research 

methodology, ethical considerations, and the chapter outline. The chapter concludes with 

an overall summary of the chapter. The main sections to be discussed in this chapter are 

depicted in Figure 1.1 in the form of an abbreviated synopsis. 

 

 

Figure 1.1: Chapter 1 abbreviated synopsis 
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1.2 CONTEXTUAL BACKGROUND TO THE STUDY 

The impact of employee engagement on a business’ success has been an evolving field 

of study for the last three decades. A lack of employee engagement in a business is 

detrimental to the effective functioning and survival of businesses (Harter et al.,  2016:2). 

In this regard, the lack of employees’ engagement negatively affects the retention of 

talent, customer loyalty, stakeholder loyalty and overall organizational performance. 

Similarly, Havenga et al. (2011:8805) argue that a business with a disengaged workforce 

most often experience higher employee turnover rates, which impacts on costs in terms 

of new appointments, training and even higher salary negotiations. Although businesses 

have made various efforts to manage the effects of a disengaged workforce, Havenga et 

al. (2011:8805) is of the opinion that the mere valuing of talent and knowledge about 

retaining the key talent would lead to work environments where employees are fully 

engaged (Havenga et al., 2011: 8805). Boyce (2014) states that it is vital for a businesss 

to ensure that their employees are fully engaged, because engaged employees are their 

most important competitive asset. These employees work harder, are more loyal and are 

willing to go the extra mile for their business beyond their contractual employment 

agreement. 

A global study conducted by Gallup International in 2012 involving of 49 928 work units 

and 1.4 million employees established a relationship between employee engagement and 

performance outcomes. According to Beck and Harter (2015), this study found that 

businesses with a highly engaged workforce surpass their competitors by 147% in 

earnings per share. They also experience:  

 41% fewer quality defects 

 48% fewer safety incidents 

 28% less shrinkage 

 65% less turnover in low-turnover organizations 

 25% less turnover in high-turnover organizations 

 37% less absenteeism 

According to Ariani (2013:46), employee engagement is a strong predictor of positive 

organizational outcomes and employees who are engaged are emotionally attached to 
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their business. Since people are the biggest asset in any business, it is critical not only to 

invest in them, but also to sustain them. According to Padmadja and Rao (2015:171), a 

well-structured and rationalized talent management system is one method managers can 

use to positively influence employee engagement, since talent management can improve 

employee relations with management and enhance organizational effectiveness. 

1.3 PROBLEM STATEMENT 

While employers invest numerous resources such as rewards, training and development, 

and the execution of competitive remuneration structures for their employees to become 

engaged, Crabtree (2013) found that 87% of employees worldwide are still not engaged 

at work, meaning that they lack motivation and are less likely to invest discretionary effort 

in the organizational goals. He also found that only 9% of South African employees are 

engaged, 46% are not engaged and 45% of South African employees are actively 

disengaged, meaning that they are unhappy, unproductive and liable to spread negativity 

to co-workers. The high rate of non-engagement in South Africa is also supported by 

Public Display Technologies (PDT), which indicated that at least 42 out of every 100 

South African employees are not engaged in the workplace (PDT, 2014). 

Since employees are the one factor that cannot be duplicated by competitors, they are 

considered to be the most valuable asset within a business and they could ensure a 

competitive advantage if they are properly engaged and managed (Anitha, 2014:309). It 

is therefore argued in this study that if businesses have effective talent management 

systems in place, their employees will not only contribute to the operational success of 

the business, but the level of employee engagement will also be enhanced. Ultimately, 

this will ensure that the business gains a competitive advantage in the industry in which 

it is operating. This study therefore investigates talent management to determine the 

impact it has on employee engagement. 

1.4 RESEARCH OBJECTIVES 

To achieve the purpose of this study, the following objectives were formulated: 
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1.4.1 Primary objective 

The primary objective of this study was to investigate talent management and to 

determine the impact it has on employee engagement within a division of a South African 

company specializing in car sales. 

1.4.2 Secondary objectives 

The following secondary objectives were formulated to support the primary objective: 

 to determine the nature of employee engagement and talent management; 

 measure the level of employee engagement; 

 identify the critical drivers of employee engagement; and to 

 determine whether talent management can be regarded as a driver of employee 

engagement. 

1.5 RESEARCH METHODOLOGY 

1.5.1 Literature study 

A comprehensive literature study was conducted to become familiar with the research 

topic by identifying the relevance of previous research, to avoid duplication, to serve as a 

guideline and to determine gaps in existing research (Creswell, 2014:28). Various 

sources were consulted as part of the literature study, including various scholarly articles, 

scientific journals, published articles and relevant books. Databases such as Ebscohost, 

Emerald Insight and JSTOR were scored in order to review applicable articles and 

journals. 

1.5.2 Empirical survey 

1.5.2.1 Research design 

This study followed a descriptive research design. According to Christopher (2017:17), 

the main goals of descriptive research are to explain phenomena and to predict 

behaviour. It is a scientific method that involves observing and describing the behaviour 

of a subject without influencing it in any way (Baran & Jones, 2016:68). Not only is the 

research design important, but consideration was given to the specific data collection 

methods. For the purpose of this study, a quantitative research approach was followed. 
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The purpose of a quantitative research method is to evaluate objective data consisting of 

numbers. According to Little (2014:82), the quantitative method is used to explain a 

phenomenon by collecting numerical data that are analysed by using mathematically 

based methods such as statistics. In this study, specific statistical methods were used, 

which included frequencies and descriptive statistics, validity by means of factor analysis 

(this is dependent on sample size and will only be determine once the final data set is 

available), reliability by means of Cronbach’s’ alpha as well as a combination of 

independent t-tests, Anovas and the Spearman’s rho correlation.   

1.5.2.2  Research population 

The population is seen as the study object and consists of all the individuals and the 

events or conditions to which the population is exposed. The population encompasses 

the total collection of all units of analysis about which the researcher wishes to make 

specific conclusions (Sabo & Boone, 2013:1). 

Since this research focused on a specific company, the whole population (all junior, 

middle, senior and top management) at the company (n = 120) was included. According 

to Stimson (2014:103), when each member of the population is included in the sample, 

the research is making use of a census. When conducting a census, the population 

should be classified in terms of certain biographical variables such as gender or 

employment status. In this study, the entire population was approached to partake in the 

research, and although data were gathered on every member of the population on 

management level, not all data were usable.   

Table 1.1: Respondent’s response rate 

Respondents identified Completed and usable 
responses 

Percentage 

120 82 68.3% 

 

According to Carter et al. (2013:99) purposive sampling is an important type of non-

probability sampling.  Purposive sampling was used as a method of data gathering as 

sampling for proportionality was not a main concern. This sampling method is used when 

the researcher relies on experience, ingenuity and previous research findings to 
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deliberately obtain units of analysis in such a manner that the sample they obtain may be 

regarded as being representative of the entire population. 

1.5.2.3 Data collection 

The data in this study were collected by distributing a questionnaire that focused on talent 

management as a possible driver of employee engagement. Permission from the 

company’s Managing Director and Human Resources Executive were obtained in order 

for the questionnaires to be distributed. They were made aware of the study’s goal and 

objectives and it was agreed that no reference to the identity of the company would reflect 

in the study. Once the study was approved, a list of all employees as per the employment 

equity occupational levels were provided by the Transformation Manager to target the 

employees who are classified under junior, middle, senior and top management. In order 

to ease participation in this study, the Statistical Consulting Services of the North-West 

University assisted with the distribution of the questionnaires by designing and uploading 

the questionnaire onto Google Forms. This platform enabled respondents to submit their 

responses electronically. The online questionnaire was distributed to the whole 

population by means of e-mail. All respondents were blind copied in order to ensure 

anonymity. The e-mail included an introduction to the study and explained the objective 

of the study. Respondents were also ensured that they would not endanger their present 

or future employment with the company by participating in the study. 

The e-mail included a web link, which allowed respondents to gain access to the 

questionnaire. The link also ensured that respondents could anonymously submit their 

responses. A one-week period was allowed for respondents to participate in the study. 

During this period, participants received one reminder e-mail. The respondents submitted 

their responses after the completion of the online questionnaire, which was captured by 

the Statistical Consulting Services of the North-West University, which assisted with the 

data analysis. 

Data gathering was conducted by applying primary data collection techniques. According 

to Suri (2013:1), primary data are original data collected by the researcher for the purpose 

of his or her own research. For this study, questionnaires were selected as the best 

method to gather primary data due to the cost effectiveness and convenience of this 

method. 



7 

1.5.2.4 Quantitative research method 

The questionnaire was designed to determine if talent management could be included as 

a driver of employee engagement. Scores were based on a Likert scale, levels 1 to 5, 

which clearly highlights strengths and opportunities by allowing respondents to choose 

options ranging from strongly disagree (level 1) to strongly agree (level 5). 

The data collection method for this study was a self-administered questionnaire, which 

consisted of three sections: 

Section A:  Demographic details. This section consisted of questions on the 

respondents’ biographical data, such as age and gender, and also included 

questions relating to the respondent’s work and level of employment. 

Section B:  Talent management section. The questions in this section were organized 

according to the following five factors identified by Ogbeta (2015:58): 

retention, recognition programmes, development opportunities, 

organizational reputation as employer of choice and work-life balance. 

Section C  Employee engagement. This section adopted selective factors applicable 

to this study from the Institute of Employment Studies (IES), which has 

conducted numerous studies in the field of employee engagement. This 

section specifically measures the drivers of employee engagement and the 

overall level of employee engagement in the company. 

In order to suit the South African context of the research, the company focused on in this 

research and the purpose of the study, explicit attention was given to the formulation and 

selection of the questions. In this regard, experts in the field of employee engagement 

and questionnaire development were involved in the selection and formulation of the 

questions. The questions were then reviewed with the assistance of the Statistical 

Consulting Services of the North-West University to ensure validity and reliability of the 

questionnaire on face value before it was distributed to the population. 

1.5.2.5 Data analysis and reporting 

In order to ensure accuracy and reliability, the statistics were processed and analysed by 

the statistical Consulting Services of the North-West University, using the Statistical 

Package for Social Sciences (SPSS) statistical program. The statistical division of the 
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NWU was also consulted in order to determine how many questionnaires should be 

completed for results to be accurate and reliable. 

According to Sreejesh et al. (2014:116), validity determines whether the research 

accurately reflects the intended measures. These authors further define reliability as the 

extent to which results are consistent over time and an accurate representation of the 

total population under study. If the results of a study can be reproduced under a similar 

methodology, the research instrument is considered to be reliable (Sreejesh et al., 

2014:114). 

In this study, reliability in the data analysis of the quantitative study was increased by 

calculating Cronbach’s alpha coefficients, which assess the reliability of the measuring 

scales by means of reliability statistics. Descriptive statistics (means and standard 

deviations) were calculated to describe the data. Spearman’s correlation coefficient was 

calculated to determine if correlations between the variables exist.  

1.6 ETHICAL CONSIDERATIONS 

The researcher is committed to scientifically sound and ethical research. The research 

project was submitted to the Ethics Committee of the North-West University (NWU) for 

evaluation and acceptance. Approval was obtained by Ethics Committee of the NWU 

Potchefstroom Campus for this study (ethics number EMSPBS16/02/16-01/12) in 

February 2016. 

Although all participants took part in this research, participation was voluntarily and they 

could have withdrawn their consent at any time, in which case their data would not have 

been used in this study. Participants were informed that their participation is confidential 

and anonymous. 

1.7 CHAPTER CLASSIFICATION 

The study consists of the following chapters: 

 Chapter 1: Introduction and background to the study 

This chapter provides an introduction to the study. It points out the problem 

statement and the research goal and objectives. This chapter furthermore clarifies 

the research methodology. 
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 Chapter 2: Employee engagement and talent management 

Chapter 2 entails a comprehensive overview of employee engagement and talent 

management. 

 Chapter 3: Research design and methodology 

In this chapter, the research methodology and processes used to achieve the 

objectives of this study is examined.  

 Chapter 4: Research findings 

In this chapter, attention is given to the research results pertaining to this study by 

reporting, analysing and interpreting the empirical findings. 

 Chapter 5: Conclusion and recommendations 

In Chapter 5, conclusions and recommendations are drawn, and the limitations 

and the contribution of the study are discussed. 

1.8 SUMMARY 

This chapter served as an introduction and overview of the problem that constitutes the 

focus of the study. It commenced with contextual background information of the study, 

the problem statement and objectives of the study (primary and secondary objectives). 

The chapter concluded with a brief discussion of the research methodology and the 

chapter outline followed in this study. 
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CHAPTER 2 

EMPLOYEE ENGAGEMENT AND TALENT MANAGEMENT 

2.1 INTRODUCTION 

A lack of employee engagement can have a detrimental effect on the functioning and 

survival of businesses due to the resulting effects it has on the retention of talent, 

customer loyalty, stakeholder loyalty and overall organizational performance (Society of 

Human Resource Management, 2017). Although businesses mainly focus on the effects 

of a disengaged workforce, it is argued that managers should rather focus on valuing 

talent and knowledge about retaining the key talent to ensure that work environments are 

conducive for ensuring engaged employees (National Health Service, 2015:2). Such a 

focus is vital, since employees are any business’ most important competitive asset, and 

engaged employees work harder, are more loyal and willing to contribute beyond their 

contractual employment agreement (Seppala & Cameron, 2015). 

In this chapter, a literature framework for the study is provided by means of an in-depth 

discussion of employee engagement and talent management. An overview of the concept 

employee engagement is provided, followed by a discussion of business commitment, 

business citizenship behaviour, job satisfaction and job involvement relating to employee 

engagement. The discussion on employee engagement continues with an outline of the 

importance and challenges of employee engagement and business outcomes, drivers, 

disengagement and some engagement strategies. Following the discussion of employee 

engagement, the chapter continues with a focus on talent management. In this regard, 

the approaches and components of talent management are discussed. Then follows an 

outline of talent management elements such retention; rewards and recognition 

programmes; development opportunities; the employer of choice; and work-life balance. 

The chapter concludes with a focus on the link between employee engagement and talent 

management. 

Figure 2.1 below provides an abbreviated synopsis of Chapter 2 pertaining to the main 

topics that are discussed. 
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Figure 2.1: Chapter 2 abbreviated synopsis 

2.2 EMPLOYEE ENGAGEMENT 

One of the first challenges presented by the literature is the absence of a common 

definition of employee engagement. According to Gagné (2014:42), there is no 

consistency in defining employee engagement, since it is operationalized in many diverse 

environments. Employee engagement was first conceptualized in 1990 by William Khan. 

According to Khan (1990:694), employee engagement is the manner in which employees 

view their work roles and how they express themselves physically, cognitively, and 

emotionally during role performances. Building on Khan’s definition, Hurd (2014:24) 

states that employee engagement can be perceived as being cognitive, emotional and 

behavioural. Cognitive engagement refers to employees’ beliefs about their business, its 

leaders and the workplace culture. The emotional aspects relate to how employees feel 

about the business, its leaders and their colleagues, and the behavioural factors are the 

value added components reflected in the amount of effort employees put into their work, 

such as working for longer hours and the extra energy these employees put into their 

work (Ahlowalia et al., 2014:309). 

Mone and London (2010:17) define engaged employees as employees that feel involved, 

committed, passionate and empowered within a business and they exhibit these feelings 
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in their work behaviour. Gallup (2016) draws from the statement of Anitha (2014:308) 

when he elaborates by stating that employee engagement also involves the employees’ 

enthusiasm about and commitment to their work, the workplace and its values. In addition, 

McCarthy (2014:1) views engagement as the degree to which employees are committed 

to the business and the impact their commitment has on achieving employees’ and the 

business’s goals. 

According to Banfield and Kay (2012:123), engagement solely takes place when people 

are committed to their work and motivated to achieve high levels of performance. In the 

same vain, the HAY Group (2016) is of the opinion that employee engagement results 

from stimulated employees’ enthusiasm for their work and their contribution to business 

success. The HAY Group (2016) argues that two overarching components lead to positive 

employee engagement, namely commitment and discretionary effort. Commitment is an 

effective attachment to and the intention to remain with a business, whereas discretionary 

effort is an employee’s willingness to go above and beyond their contractual duties. 

Overall, these two components merely mean that employees are motivated by business 

conditions that make work more meaningful and rewarding for employees and which in 

turn lead to additional efforts by employees in their work (HAY Group, 2016). Despite all 

efforts aimed at creating engaged employees, an AON Hewitt case study found that 

employees will only be engaged through trust, integrity, two-way commitment and 

communication between a business and its employees (May, 2012:51). According to 

Richardson (2015:217), the greater the level of engagement, the greater the probability 

that employees will put in extra effort and perform outstanding. Engaged employees 

therefore exhibit feelings of satisfaction with their work, pride in their business, enjoyment 

in their work, and understanding of the relation between their job and the business’s 

mission (SHRM, 2012a). 

Although it is evident that no single and generally accepted definition for employee 

engagement is presented by the literature, there are certain reciprocated themes that 

arise from most authors’ opinions, namely commitment and performance. Therefore, 

based on the various definitions of employee engagement, a workable definition of 

employee engagement applicable to this study is the commitment that employees show 

within their business environment to achieve maximum business results. 
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2.2.1 Business commitment and employee engagement 

According to Garber (2013:107), employee engagement does not only enable businesses 

to achieve a greater competitive advantage, but also higher productivity and lower 

employee turnover. In addition, a study conducted by Gallup (as cited in Carter, 2017) 

reports that businesses’ expenses decline on an annual basis due to decreased attrition, 

absenteeism, overtime and grievances. Employee engagement does not only result in 

positive internal situations, but higher customer satisfaction (Bourne & Bourne, 

2012:185). 

According to McShane and Von Glinow (2010:112), business commitment is about 

employees’ identification with the goals and values of their business, a desire to belong 

to the business and a willingness to display effort to the benefit of the business. This 

relates specifically to affective commitment, which entails an emotional attachment that 

encompasses feelings such as loyalty to the business. In conjunction with affective 

commitment, McShane and Von Glinow (2010:112) state that some employees may also 

experience continued commitment. This type of commitment is a calculative attachment, 

which means that employees do not principally identify with the business, but feel bound 

to remain at the business because it would be too costly to resign. 

Affective commitment often leads to a competitive advantage, which cannot be easily 

imitated by other businesses. Affective committed employees are also less likely to resign 

from the business or be absent from the workplace (McShane & Von Glinow, 2010:112). 

These employees have higher work motivation and display higher business citizenship 

behaviour. Increased customer satisfaction often results from businesses where 

employees have higher engagement due to their affective commitment, since employees 

have better knowledge of work practices and there is a tendency that customers prefer to 

do business with the same employees (McShane & Von Glinow, 2010:112).  

Although engagement and business commitment are seen as two important concepts 

affecting job and business performance, Vance (2006:1) argues that employees can be 

engaged with their work even if they are not committed to the business. These employees 

will be engaged with the business as a result of opportunities to use and develop their 

skills. Commitment and engagement therefore differ in the sense that commitment refers 

to an employee’s attitude and attachment to the business, whereas engagement is not 
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seen as an attitude, but the degree to which employees are attentive and captivated in 

their performance (Saks, 2006:602). 

2.2.2 Business citizenship behaviour and employee engagement 

It is impossible for a business to compete successfully, transform resources or serve the 

needs of their stakeholders if employees only adhere to their contractual duties. 

According to McShane and Von Glinow (2010:17), employees need to engage in 

business citizenship behaviour (BCB), which constitutes various forms of cooperation and 

helpfulness that support the business’s social and psychological context. According to 

Wickramasinghe and Perera (2014:1282), examples of BCB include offering and helping 

colleagues that are behind with their work, attendance and punctuality, informing others 

before taking action that would affect their work, voluntarily doing more than the job 

requires and the appropriate participation in the corporate governance and affairs of the 

business. BCB supports the social and psychological environment in which task 

performance takes place, and individuals who spend time on BCB are often considered 

as employees who contribute successfully to the general functioning of the business 

(Wickramasinghe & Perera, 2014:1282). Ahlowalia et al. (2014:312) argue that while BCB 

involves voluntary and informal behaviours that benefit employees and business, the 

focus of engagement relies more on an employee’s formal role performance and not on 

voluntary behaviour or additional efforts exerted by employees. 

2.2.3 Job satisfaction and employee engagement 

Job satisfaction relates to employees’ evaluation of their jobs and work context, and is 

seen as the appraisal of the perceived job characteristics, work environment and 

emotional experiences at work (McShane & Von Glinow, 2010:118).  

According to the Automatic Data Processing (ADP) Research Institute (ADP, 2012), 

businesses disregard employee engagement when they have low attrition percentages 

and an appropriate level of employee satisfaction. Although the ADP argues that 

employee satisfaction is critical to maintaining of a positive work environment, it is not 

enough to retain a business’ top talent. Businesses have to increase their focus on 

employee engagement to maintain strong, motivated human capital that is willing to 

disburse extra effort and drive business goals in order to deliver a return on a business 

talent management investment (ADP, 2012). The Society for Human Resource 
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Management (SHRM) found in 2012 that 81% of employees in the United State of 

America (USA) reported overall satisfaction with their current jobs, but despite these high 

satisfaction levels, the same research revealed that employees were not fully engaged in 

their work environment (SHRM, 2012b). It is therefore evident that businesses cannot 

solely focus on satisfaction without addressing engagement, and although the level of 

engagement might differ, engaged employees should also be satisfied employees. 

2.2.4 Job involvement and employee engagement 

Thomas et al. (2008:7) define job involvement as the degree to which employees engage 

themselves in their jobs, invest time and energy in their jobs and view work as a central 

part of their overall lives. Job involvement therefore refers to the degree to which an 

employee is willing to work harder and apply more effort beyond their contractual 

agreement. According to Freeman (2013), the difference between employee job 

involvement and employee engagement is that job involvement relates to the manner in 

which employees take an active role in the business, whereas engagement is an 

employee’s understanding of the aims and objective of the business. May et al. (2004:12) 

also suggest that engagement can be seen as an antecedent to job involvement in that 

employees who experience deep engagement in their job roles will come to identify with 

their jobs. 

Even though employee engagement is related to job involvement (Sakovska, 2012:8), 

Robinson et al. (2004:ix) suggest that employees determine the engagement level that 

they are willing to achieve towards the longevity of the business themselves. However, 

although engaged employees are likely to be committed to, and satisfied with their work, 

it is not reasonable to expect that all satisfied and committed employees will be actively 

engaged in their work (Kular et al., 2008:2). 

2.2.5 Importance and challenges of employee engagement 

Wellins et al. (2005:3) identify four (4) motives for businesses to incorporating employee 

engagement in their overall strategy. These motives include their employees as the 

primary source for gaining a competitive advantage (par. 2.2.5.1), retention and the war 

for talent (par. 2.2.5.2), popular appeal (par. 2.2.5.3) and overwhelming impact (par. 

2.2.5.4). 
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2.2.5.1 Employees as the primary source of competitive advantage 

It is imperative for a business to grow and prosper in order to gain and retain competitive 

advantage (Vozikis et al., 2014:xi). Businesses therefore need to effectively manage their 

human capital and enhance their ability to attract and retain qualified employees who are 

motivated to perform and contribute to the overall success of the business. High 

performing employees lead to greater profitability, lower turnover, increased product 

quality, lower production cost and more rapid acceptance and implementation of 

corporate strategy (Syed et al. as cited in Xu et al., 2013:1139). 

2.2.5.2 Retention and the war for talent 

In 1988, Chambers et al. (1988:1) published the first research paper on the war for talent 

when the need for better talent was on the increase and businesses found it difficult to 

attract and retain talented employees. These authors mainly discussed potential 

workforce shortages due to an ageing population. In an effort to understand the 

magnitude of the war for talent, they conducted research on 77 companies in various 

industries in the United State of America and found that businesses engaged in a war for 

senior executive talent that will determine their competitive landscape for decades. 

However, three decades later, Vanderbloemen (2017) is of the opinion that the war for 

talent is over. He argues that a culturally fit employee is much more valuable than a 

talented employee, since talent or as he labels it, competency, can be learned, whereas 

a culturally unfit employee cannot be groomed to fit into the business. Despite this claim, 

businesses still prefer to employ people based on their talents and the contribution they 

can make to the overall success of the business. Talent management initiatives are 

therefore seen as critically important for all businesses, mainly due to the large turnover 

costs arising from the direct replacement costs of talent acquisition, the opportunity costs 

of vacant positions and time to productivity, and the cost due to the lost business 

performance (Oracle, 2012:1). 

2.2.5.3 Popular appeal of employee engagement 

During the past couple of years, employee engagement has received an influx of support 

from the literature and businesses. One of the reasons for the increased awareness of 

employee engagement is that it is easy to implement in comparison to other business 

principles such as Six Sigma (Wellins et al., 2005:3). 
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Even though employee engagement is seen as a strategy that is easy to implement, it 

takes patience. Its implementation can be alleviated by focusing on the creation of 

passion, focusing on what employees are doing well and recognizing and developing 

engaged employees (Wellins et al., 2005:3). 

2.2.5.4 Overwhelming impact of employee engagement 

According to Robinson et al. (2004:x), it is critical for businesses to prevent and reduce 

the impact of bad experiences in the workplace. Businesses have to ensure that their 

employees’ developmental needs are taken seriously by paying attention to and valuing 

employees as a whole as well as their employment interests. Robinson et al. (2004:x) 

further state that employees usually show more engagement closer to their retirement, 

which suggests that these are sources of unexploited potential within businesses. 

Although Wellins et al. (2005:3) sees a positive relationship between employee 

engagement and employee performance, engagement levels vary due to the degree of 

individual and occupation physiognomies and work capabilities. According to Robinson 

et al. (2004:x), engagement levels vary due to several factors that must be realized by 

businesses, since these factors have an overwhelming impact on the success of the 

business. These factors include the following: 

 There will be a significant decline in the levels of engagement as employees’ tenure 

increase. 

 Higher engagement levels are present in the ethnic minority employees. 

 There is a trend for executives of businesses to experience higher levels of 

engagement in comparison to their subordinates. 

 Engagement is negatively impacted in the workplace when incidents such as 

accidents, injuries on duty are various forms of harassment are experienced. 

 Employees that are aware of their own performance (including the implementation of 

personal development plans and formal performance appraisals) tend to have higher 

levels of engagement. 

2.2.6 Employee engagement and business outcomes 

Employee engagement leads to numerous positive business outcomes when businesses 

invest in improving employee engagement (Robertson-Smith & Markwick, 2009:16). 
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Engaged employees are more likely to keep employment with the business, outperform 

their colleagues, and act as advocates for their businesses. Engagement also has a 

significant impact on the overall performance of the business in terms of the driving of 

bottom‐line profit, enabling business agility and improved efficiency in change initiatives. 

Engagement results in employees investing in their work, which leads to an increase in 

self‐efficacy and a positive impact on their health and well‐being (Robertson-Smith & 

Markwick, 2009:16). 

2.2.6.1 Customer loyalty 

Engaged employees tend to have longer tenure at a business, since they enjoy their work 

and believe that they are making a difference. These employees become more productive 

and knowledgeable, which enables greater customer satisfaction leading to customer 

loyalty (Harvard Business Review, 2011:21). 

2.2.6.2 Employee retention 

Employees are the driving force behind the achievement of business goals and 

objectives. Since engaged employees are more likely to retain their jobs, businesses 

should focus extensively on employee retention when developing employee engagement 

strategies, which are critical for the continued success of business (Aguenza & Som, 

2012:88). 

2.2.6.3 Employee productivity 

According to Lockwood (2007:3) and Bridger (2015:28), numerous studies have found 

evidence linking engagement to productivity. These studies mainly focus on the manner 

in which engaged employees are involved and socially connected with their work, which 

allows them to develop better solutions to problems and increased productivity. However, 

Balain and Sparrow (2009) argue that the idea of increased engagement leading to 

increased productivity is too simplistic, since engagement surveys measure the 

symptoms of performance and not the causes relating to performance. Despite this claim, 

the Corporate Leadership Council based in the United States of America found in 2004 

that in a group of 50 000 employees, the most engaged and committed employees 

outperformed their colleagues by 20% (Corporate Leadership Council, 2004). Later 

international studies conducted in 2007 (the Watson Wyatt’s Survey) across 22 countries 

and in 2012 (Gallup International Survey) across 34 countries worldwide, both found that 
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not only are highly engaged employees more likely to outperform their colleagues, but 

businesses in the top quartile of employee engagement outperform other businesses by 

21% in productivity (Watson Wyatt’s, 2007; Sorenson, 2013).  

2.2.6.4 Advocacy of the business 

Since engagement is a requirement for advocacy and advocacy develops from trust 

between employers and employees, it is imperative that in businesses there should be a 

focus on developing a trust relationship between employees and managers. This claim is 

supported by Fradin (2014), who found that 96% of engaged employees trust the leaders 

of their businesses compared to 46% of actively disengaged employees. 

According to the Scottish Executive Social Research (2007:23), engaged employees will 

advocate the business as an employer of choice and will most likely be active in promoting 

its products and services. However, in most instances employees will only advocate the 

business when they trust in their business and its leaders and when they connect with 

the business’ mission and values (Fradin, 2014).  

2.2.6.5 Managing self-efficacy 

Self-efficacy relates to a person’s belief that they have the ability to complete a task 

successfully since they possess the motivation, resources and competencies to 

accomplish the task (McShane von Glinow, 2010:45). Kandula (2012:41) adds that self-

efficacy is often evident in engaged employees, since employees that display self-efficacy 

show motivation and confidence when they perform tasks or handle difficult situations. In 

addition, Kandula (2012:41) also highlights certain business outcomes that result from 

engaged employees that display self-efficacy. These include determination, 

perseverance and resilience when performing tasks and solving problems in the working 

environment. 

2.2.6.6 Business performance 

Although Robinson et al. (2007:26) state that there is a lack of proof in the literature that 

abundant levels of engagement increase business performance, they argue that the best 

performing businesses are those with the highest engagement scores. Similarly, Markos 

(2010:92) indicates that the more engaged employees are, the more likely their business 

will surpass the industry average in its revenue growth.  
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Baumruk and Gorman (2006:24) identify three general behaviours engaged employees 

consistently exhibit and that improve business performance. The first of these behaviours 

is that engaged employees promote their businesses among co-workers, potential 

employees and customers. Secondly, they exhibit an intense desire to be a member of 

the business despite opportunities to work elsewhere, and lastly they exert extra time, 

effort and initiative to contribute to the success of the business.  

2.2.6.7 Bottom line profit 

According to Towers Perrin (2015:1), businesses that fail to engage their employees will 

fail to achieve their full potential because “when employees are truly engaged in their 

work and in the values and goals of the business, their behaviour will generally be 

supportive of business success.” Towers Perrin (2015:1) conducted their research by 

using data from more than 360 000 employees at 41 companies in the world’s ten largest 

economies. They investigated the relationship between different levels of employee 

engagement and corporate financial performance, and found that in all the companies it 

was mostly the engaged employees who were responsible for improving the bottom line 

profit (Towers Perrin, 2015:1). 

2.2.6.8 Successful business change 

According to Ernst and Young (2014:1), a workforce that is not highly engaged will to a 

large extent resist change resulting from strategic planning. Although large-scale 

business change often leads to a decrease in employee engagement, Cummings and 

Worley (2015:785) argue that a shared corporate culture that stems from common values, 

beliefs, and expectations will minimize resistance to change and its effects. Wellins et al. 

(2005:6) further state that employees will be more engaged in their workplace when their 

jobs and the business culture match their abilities and skills and their motivation and 

values. However, when there is a large discrepancy between the supported and the actual 

culture, employee engagement is likely to be negatively impacted. This will lead to 

employees feeling deflated and they will start to distrust the business, because of a lack 

in coherency between what is said and what is done (Federman, 2009:37).  

2.2.7 Drivers of employee engagement 

According to Markos (2010:91), researchers focusing on employee engagement mainly 

aim to analyse the drivers for increased engagement levels in an effort to identify the 



21 

factors leading to employee engagement. Although Federman (2009:38) identified 

several key drivers of employee engagement, the drivers identified earlier by Robinson 

et al. (2007:21) are seen as the key factors influencing employee engagement. The 

drivers identified by Robinson et al. (2007:21) were identified from a constructed 

regression model that includes various aspects of working life. For the purpose of this 

study, these 12 drivers are reviewed and discussed to gain insight into their impact on 

employee engagement. These drivers as per Robinson et al. (2007:21) include 

communication (par. 2.2.7.1), pay and benefits (par. 2.2.7.2), performance and appraisal 

(par. 2.2.7.3), feeling valued and involved (par. 2.2.7.4), training, development and career 

(par. 2.2.7.5), job satisfaction (par. 2.2.7.6), management (par. 2.2.7.7), cooperation (par. 

2.2.7.8), colleagues (par. 2.2.7.9), stress and work pressure (par. 2.2.7.10), health and 

safety (par. 2.2.7.11), and equal opportunities (par. 2.2.7.12). 

2.2.7.1 Communication 

Goals and business objectives are more achievable when a business makes use of clear, 

concise and compelling communication. Garber (2013:81) indicates that two-way, open 

communication is fundamental for engagement as employees are allowed to voice their 

ideas and contest the status quo, while the business simultaneously keep employees 

educated regarding the operational aspects most applicable to them. Nowadays, almost 

all businesses use mainly technology such as e-mail, Skype, social media and more to 

communicate with employees and stakeholders. In terms of employee engagement, 

these methods of communication aim to increase employee involvement, to reduce travel 

time and to accommodate employees’ different schedules (Brinkman et al., 2014:112). 

2.2.7.2 Pay and benefits 

Due to the constraints experienced when leaving the employment of a business or the 

incentives for staying, businesses have come to comprehend the importance of balancing 

pay and benefits in the workplace without hindering commitment. 

Employees tend to stay in a working relationship with their employer due to economic 

aspect of remuneration as remuneration enables the mutual dependence between 

employees and businesses. Therefore, businesses that add on benefits are establishing 

the foundation for richer forms of commitment by producing a need for the relationship 

(Robinson et al., 2004:24). 
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2.2.7.3 Performance and appraisal 

Businesses that clearly define goal setting are more prone to achieve a competitive 

advantage, as they will leverage their current resources and employees will not deplete 

all their energy on unnecessary activities and tasks (Federman, 2009:40). According to 

Cummings and Worley (2015:442), goal setting involves managers and subordinates in 

a joint established relationship where employee goals are clarified. However, as soon as 

goals have been established, they have to be measured in order to analyse performance. 

Performance appraisals are seen to represent the link between the goal setting process 

and reward systems as it is a feedback system involving the direct evaluation of 

individuals or work group performance by supervisors, managers or colleagues 

(Cummings & Worley, 2015:448). Business rewards (both intrinsic and extrinsic) serve 

as powerful incentives to improve employee performance and increase employee 

satisfaction (Cummings & Worley, 2015:442). Similarly, McShane and Von Glinow 

(2010:172) agree that reward systems motivate employees to be more engaged, but 

reward systems will only motivate employees if it is executed under the right conditions 

to gain specific results. It is therefore imperative for businesses to ensure that rewards 

are linked to performance, aligned with performance, are used where jobs are inter-reliant 

and when employees value the rewards (McShane & Von Glinow, 2010:187). 

2.2.7.4 Feeling valued and involved 

According to Schwartz (2011), employees’ behaviour is influenced by their sense of 

feeling valued and involved. Depending on the nature of these feelings, it can devour 

energy, affect decisions making, and have positive and negative impacts on employees’ 

work life. Although work life correlates with engagement levels, Robinson et al. (2004) 

argue that the strongest engagement driver is the sense of feeling valued and involved. 

Employees will feel valued and involved when they are involved in decision making, when 

they can freely voice their ideas, when development opportunities exist, and when 

businesses value their employees’ health and well-being (Robinson et al., 2004). 

Managers are the key role players to foster a sense of value, since they play vital roles in 

aspects such as conducting and delivering performance appraisals, assisting with training 

and development, communicating and demonstrating equal opportunities and fair 

treatment (Robinson et al., 2004:21). 
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2.2.7.5 Training, development and career 

Training and development refer to the process of obtaining or transferring knowledge, 

skills and abilities required to accomplish specific tasks or activities (Niazi, 2011:43). 

According to Robinson (2004:22), businesses have to focus on developing their 

employees for them to feel valued. However, training should not only focus on employees’ 

current needs. Training requirements should be continuously updated so that employees 

have fair access to future development opportunities (Niazi, 2011:43; Robinson, 

2004:22). 

2.2.7.6 Job satisfaction 

According to Robinson et al. (2004:38), employee behaviour and commitment are 

influenced by the degree of satisfaction employees experience at work. Furthermore, due 

to the complexity of job satisfaction, a satisfying job generally comprises of three 

statements: 

 It contains rewarding structures.  

 There are opportunities for growth and development. 

 It fosters a sense of effectiveness as employees feel they can influence various 

business outcomes in a positive manner. 

2.2.7.7 Management 

Even though there are multiple factors affecting engagement, the most influential factor 

is the relationship between managers and employees. According to Carnegie (2012), 

employees’ attitudes towards their jobs and the business are largely influenced by 

managers’ behaviour, since employees who are unhappy with their managers are less 

likely to identify with the business’ vision and values and are more likely to be absent or 

resign. Royal and Sorenson (2015) agree that managers have the biggest impact on 

employees’ engagement and elaborate that disengaged employees due to managerial 

influences mainly stem from managers who are unwilling, unable or unprepared to 

motivate and engage their employees. Therefore, Hewitt (2012) states that engagement 

has to start with a business’ senior leadership, since engaged managers are more likely 

to build engaged employees. 
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2.2.7.8 Cooperation 

In any business that wants to ensure an engaged workforce, effective cooperation 

should be evident, not only between work teams but also different departments, job 

functions, management and trade unions (Robinson et al., 2004:24). 

2.2.7.9 Colleagues  

According to Dickson (2010:42), colleagues play an important part in employee 

engagement as engaged employees are more inclined to share their knowledge with 

colleagues. This sharing of knowledge between colleagues has the ability to increase the 

percentage of retention and to preserve critical skills and knowledge, which can lead to 

increased levels of innovation within the workplace (Dickson, 2010:42). 

2.2.7.10 Stress and work pressure 

According to Phillips et al. (2016:85), stress and workplace pressure can be reduced by 

introducing employee engagement programmes within the workplace. These 

programmes should specifically address and confront stress factors in order for 

employees to improve work performance. Herewith, Davenport (2015) argues that 

managers tend to overlook the workplace stressors that lead to employees finding it 

difficult to work effectively. Some of these stressors include excessive workload, unclear 

job expectation, inadequate rewards systems, and overwhelming productivity demands 

(Davenport, 2015). 

2.2.7.11 Health and safety 

It is a prerequisite for businesses to be committed to employee welfare within the 

workplace by addressing health and safety concerns. Therefore, it is imperative for 

businesses to strive continuously to keep accidents, injuries, violence and harassment to 

a minimum (Robinson et al., 2004:24). If health and safety incidents should occur, 

effective action plans should be in place to minimize the impact thereof. According to 

McShane and Von Glinow (2010:116), businesses should also be vigilant about 

psychological harassment, which includes unwanted conduct. This conduct can affect 

employees’ dignity, which in turn generates a harmful work environment for the employee 

and negatively affects employee engagement.  
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2.2.7.12 Equal opportunities and fair treatment 

Employees vary in age, gender, race and ethnicity, sexual orientation, disability, culture 

and values, and it is therefore imperative for businesses to address diversity in the 

workplace successfully if they want to retain and attract a productive workforce 

(Cummings & Worley, 2015:497). Creating equal opportunities and treating all employees 

fairly will lead to diversity being a competitive advantage, rather than a constraint for the 

business. 

2.2.8 Disengagement 

On the one extreme end of the continuum of employee engagement, lies employee 

disengagement. According to Federman (2009:4), employee engagement is similar to 

that of a bell curve, with only a small percentage of employees connected to their work 

and the strategy of their business. Therefore, employee engagement rests on a 

continuum ranging from disengaged, leaning disengaged, sceptical, leaning engaged and 

highly engaged. Federman (2009:22) further states that the key to engagement is to move 

employees further along the continuum towards engagement. 

Branham (2012:4) defines disengaged employees as those employees who are 

indifferent or emotionally disconnected from the business and frequently display higher 

levels of absenteeism and poor performance. Furthermore, the author states that 

managers spend too little time identifying the signs of employee disengagement, which 

includes increased absenteeism, tardiness and increased negative behaviour (Branham, 

2012:11). 

According to Branham (2012:12), several stimulus events can also trigger employee 

disengagement. These include being passed over for promotion, realizing the job is not 

as promised, learning that one may be transferred, being asked to do something unethical 

or when learning that the business conducts unethical work, being subjected to sexual or 

racial harassment, learning that the business has been purchased which leads to job 

insecurity, and even requests to perform tedious duties. 

2.2.9 Engagement strategies 

Employee engagement is seen as a way to maximize a business’ capabilities and the 

talent of their human capital (SHRM, 2013, 1). According to Reilly (2014), the first step in 
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building a constituency of engaged employees is to conduct an engagement survey with 

a valid and reliable questionnaire that is specific, relevant and actionable for any team at 

any business level. However, it is argued that companies should not only conduct an 

employee engagement survey, they should also create an overall engagement strategy. 

Even though businesses might be proficient in collecting data, many businesses fail to 

correctly analyse and interpret the data, which leads to incorrect measures for improving 

engagement (SHRM, 2013:1). 

2.3  TALENT MANAGEMENT 

In this section, the concept of talent management is defined and discussed in accordance 

to literature and previous studies. The term talent is defined as a core group of leaders, 

technical experts and key contributors who can drive a business to achieve greater 

success (Phillips, 2014:17). According to Garmise (2014:22), talent should not be 

confused with the concept of skills, since skills relate to learnable behaviour that can be 

acquired by individuals through qualifications, experience and expertise and talent refers 

to people with certain skills.  

Lockwood (2006:2) recommends the implementation of integrated strategies or systems 

designed to increase workplace productivity by attracting, developing, retaining and 

utilizing people with the required skills and talent that can meet current and future 

business needs in an effort to manage talent in businesses. When seeking to appoint new 

entrant employees, managers have to recognize prospective employees’ inherent skills, 

traits and personality and offer them employment corresponding to those traits (Padmadja 

& Rao, 2015:165). Rao (2012:419) endorses that distress is visible in the workplace when 

a potential candidate or employee is not matched to their best-suited job profile in 

accordance with their unique talents. 

Focusing on the concept talent management, Workforce (2015) proclaims that talent 

management encompasses all aspects of how a business engages with its employees, 

ranging from recruitment to training, coaching, succession planning and performance 

management. Talent management is therefore seen as the overarching concept 

encompassing all talent strategies that are deployed throughout the employee life cycle. 

According to Akanda (2013:95), it is difficult to identify the exact meaning of talent 

management, because the concept of talent management is interchangeably used with 
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the concepts of talent strategy, succession management and human resource planning 

(Hatum 2016:10). Businesses therefore provide different definitions of how they see talent 

management, but all still have a universal understanding of what constitutes talent 

management in practice (Harry, 2012:1), namely to manage the supply, demand and flow 

of talent through human capital processes (Pascal, 2004:ix).  

2.3.1 Approaches to talent management 

During the 1990s, businesses came to realize that their employees, talent and skills are 

the key drivers of business success, with businesses competing against each other to 

increase profit, to achieve business objectives and ultimately to gain a competitive 

advantage (Padmadja & Rao, 2015:165). It became evident that businesses are 

competing based on their talent as they tried to assure that by attracting and retaining the 

greatest employees, they can achieve increased market share and profits. Due to the 

chronic skills gap combined with a mismatch between the demand and supply of talent, 

it became critical for businesses to attract and nurture the right people in the right places 

at the right time, if they wanted to increase their market share and continue to expand 

(PWC, 2015). 

Even though talent management has been a recurring theme among businesses since 

the 1990s, an independent study conducted by the IES in 2013 found that talent 

management is still emerging in various businesses (Campbell & Hirsh, 2013:v). 

According to data collected by the Institute of Corporate Productivity and The Association 

for Talent Development (ASTD), only 24.7% of businesses have an agreed upon 

definition of talent management (Galagan & Oakes, 2011:8). In order to build business 

capabilities and prepare for future business challenges, businesses have to address four 

steps (Figure 2.2) to develop their talent management approach (Campbell & Hirsh, 

2013:2). 
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Figure 2.2: The Four-Step Approach to Talent Management  

(Campbell & Hirsh, 2013:2) 

From the information in Figure 2.2, it is evident that managers have to start building 

business capabilities and prepare for future business challenges with a definition of talent 

management within the context of the business. Then they have to focus on the specific 

jobs in need of talent management and determine the groups of employees on whom the 

business will concentrate. Thereafter they have to determine and implement processes 

that constitute talent management, and lastly they have to identify the actions that will be 

taken to manage talent in order to achieve practical outcomes. 

Figure 2.2 also depicts the business moderators that underlie business questions 

influencing choices about talent management at each step. The moderators are 

contextual and explain reasons why talent management approaches and decisions are 

different across businesses (Campbell & Hirsh, 2013:3).  

When defining talent management, it is important to consider the business drivers, since 

the drivers will lead to an accurate definition of talent management (Campbell & Hirsh, 

2013:3). However, when business risks are mitigated by identifying which jobs and people 

are relevant to those risks, talent management efforts will be more focused (Campbell & 

Hirsh, 2013:3).  
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Businesses have to possess the capability to operate and sustain talent management 

processes by implementing clear structures of responsibility and governance. It is also 

imperative that businesses have committed and skilled senior managers and line 

managers to manage these processes effectively (Campbell & Hirsh, 2013:3). When 

developing and deploying employees in their talent groups, businesses should be clear 

about the impact they want to see, hence measurement from a business perspective 

plays an important role in the four-step approach (Campbell & Hirsh, 2013:3). 

For the purpose of this study, talent management entails ensuring that the right people 

with the right skills and capabilities are in the right jobs at the right time, and at the right 

cost to deliver business results. 

2.3.2 Components of talent management 

Previous research conducted into various human capital functions within businesses 

found that talent management consists of six components, namely recruiting, 

compensation and rewards, performance management, succession management, 

engagement and retention, and leadership development (Galagan & Oakes, 2011:8). 

These components have to be included in all talent management strategies to ensure that 

talented employees are retained. Neelam et al. (2013:292) conclude in their study that 

employees leave the employment of their businesses due to the absence of the six 

components in talent management strategies. These reasons include, but are not limited 

to the following: 

 Employees’ expectations are not being met. 

 Employees are unsuitable for the role for which they were hired. 

 Employees do not fit into the culture of the business. 

 There are insufficient opportunities for advancement within the business. 

 There are insufficient recognition programmes. 

 Employees experience issues with their direct manager or supervisor. 

 Employees are dissatisfied with their compensation. 

 Employees experience a lot of stress and work pressure. 

 There is no work-life balance. 
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 Employees display a lack of confidence in the business and its leadership. 

For the purpose of this study, talent management is operationalized by means of retention 

(par. 2.3.2.1), rewards and recognition programmes (par. 2.3.2.2), development 

opportunities (par. 2.3.2.3), employer of choice (par. 2.3.2.4), and work-life balance (par. 

2.3.2.5).  

2.3.2.1 Retention 

Even though businesses put a lot of effort into attracting prospective employees to their 

business, Padmadja and Rao (2015:165) argue that many businesses spend little effort 

to retain their talented employees once they join the business. Since studies have 

confirmed that employees across all job levels value learning opportunities, this is seen 

as one of the most important factors driving retention (Phillips, 2014:19). Furthermore, 

employee retention is accurately linked to a business’ performance management system, 

and it is therefore of pertinent value to align compensation packages with performance 

expectations, skill requirements, experience and behaviour (Phillips, 2014:19). Another 

facet to take into consideration when business want to develop initiatives for retaining 

their employees, is that of succession planning, especially as the workplace is very 

diverse regarding the generations of employees. According to Phillips (2014:20), when 

looking at the different generation gaps within the workplace it is prominent among baby 

boomers to generally assume that are going to stay within their current position for up to 

five years before getting promoted, whereas Generation Y employees want to know 

where they are going to be within the next couple of months. Taking this into 

consideration, succession planning can assist with retention when it is focused on long-

term organizational objectives and communicated with the respective employees. The 

purpose of a succession plan is to determine which employees will occupy future 

vacancies when it becomes available (Phillips, 2014:20). Furthermore, Phillips (2014:20) 

proclaims that not only is succession planning important by identifying employees who 

possess the necessary skills, talent and expertise to occupy vacancies, it also leads to 

increased training opportunities and job satisfaction, which ultimately leads to employee 

engagement. 

2.3.2.2 Rewards and recognition programmes 

Even though the terms reward and recognition are used interchangeably, there are 

important differences between these two terms. According to Galbraith et al. (2002:2012), 
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rewards relate to behaviours and focus on extrinsic motivation such as tangible benefits, 

whereas recognition focuses more on communication such as complimenting an 

employee for work well done. Irrespective of the differences in the definitions, both 

rewards and recognitions aim to appraise employees for the value they bring to the 

business. According to Galbraith et al. (2002:2012) the benefits of an effective reward 

and recognition programme includes the following: 

 Desired values, behaviours and results are reinforced, which in turn supports business 

goals. 

 Seeing that employees want to perform to the best of their ability, a high performance 

business will emerge. 

 A sense of belonging and pride is enforced, which in turn will increase retention. 

 

2.3.2.3 Development opportunities 

An effective succession management strategy should combine the overall business 

objectives, which will ensure a structured approach to development opportunities within 

the business environment. According to Lux (2013:19), businesses should strategize 

about the need and the understanding of where the talent is on their development path 

within the business. This relates to one of the most well defined and used definitions of 

talent management, which states that talent management entails hiring the right 

employees and moving these employees into the right positions at the right times 

throughout their careers (Lux, 2013:19). Furthermore, Lux (2013:19) states that in order 

for businesses to ensure future business viability through development opportunities, they 

have to grow their internal capacity by determining skills and knowledge, they have to 

drive individual developmental activities, identify positions and/or talented employees at 

risk of leaving the employment of the business and identify areas where no internal 

candidates are considered for internal vacancies. 

2.3.2.4 The employer of choice 

According to Branham (2005:57), an employer of choice recruits and engages talent 

through practices that address both tangible and intangible benefits and focuses on the 

long-term as well as the short-term success of the business. Tangible benefits include 

compensation, additional benefits such as bonuses, pension and provident funds, 
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whereas intangible benefits include work-life balance, the culture of the business and the 

trust employees have in their managers (Jex & Britt., 2014:368). Likewise, Anderberg and 

Froeschie (2009:3) claim that an employer of choice enables a business to gain a 

competitive advantage in the market place by recruiting and retaining the most talented 

employees. In today’s competitive market, it is of imperative value for businesses to 

ensure that they gain competitive advantage, since there is, according to Bali and Dixit 

(2016:183), a human capital crisis due to increased job mobility, and a relentless demand 

for employees with the best skills, knowledge, experience and education. 

2.3.2.5 Work-life balance 

Just like employee engagement, the concept of work-life balance is gaining more 

popularity in the field of human resources. Work-life balance is proving to be a competitive 

edge when businesses seek to employ the best talent within their industry (Shekhar, 

2016:32). Businesses are constantly adapting to gain a competitive advantage in today’s 

business environment, which is characterized by fast passed technological advances. 

Businesses therefore have to provide their employees with alternative ways to balance 

their work and personal life. According to Rife and Hall (2015:4), these alternative ways 

include flexible working hours and telecommunicating. Even though these aspects are 

important to ensure work-life balance, businesses need to focus on promoting a healthy 

work-life balance by creating and implementing a culture in support of these initiatives. 

The absence of a work-life balance can add additional stress on employees since they 

might feel that they have to work constantly (Rife & Hall, 2015:4). 

2.4 LINKING EMPLOYEE ENGAGEMENT AND TALENT MANAGEMENT 

According to Lockwood (2006:4), employee engagement will increase and employee 

turnover will decrease when there are effective talent management initiatives within the 

workplace. Therefore, employee engagement positively influences employee productivity 

and the retention of talent. However, Castellano (2013:100) argues that employee 

engagement efforts should be integrated with aspects of talent management in order for 

it so succeed. Lux (2013:20) confirms this by stating that in today’s knowledge-based 

economy, talent makes the difference, and attracting the right people and retaining an 

engaged and competent team will set a business apart from their competition. It is 

therefore important that businesses need a clear and concise strategy that uses validated 
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tools combined with consistent processes and tracking systems to recruit, position and 

engage their talent. 

2.5 SUMMARY 

This chapter focused on the employee engagement and talent management, which are 

two important focuses of businesses to gain a competitive advantage in the market place. 

Referring to employee engagement, this chapter outlined the various definitions and 

concluded that employee engagement entails the commitment that employees show 

within their business environment in order to achieve maximum business results. Several 

components relating to employee engagement were outlined, including the business’ 

commitment to employee engagement, business citizenship behaviour, job satisfaction, 

and job involvement. Linking to these components, the importance and challenges 

relating to employee engagement highlights the motives for businesses to incorporate 

employee engagement in their overall strategy. Since employee engagement results in 

several business outcomes, a broad discussion of these outcomes preceded an outline 

of the drivers of employee engagement. Following the focus on employee engagement, 

attention was given to talent management. In this regard, the concept talent management 

was analysed and it was revealed that talent management entails the management of the 

supply, demand and flow of talent through human capital processes. In order for 

businesses to develop talent management processes, the approaches to talent 

management were outlined in terms of the four steps for developing talent management 

processes. The section on talent management further emphasized several components 

that assist in operationalizing talent management in businesses. These components 

include retention, recognition programmes, development opportunities, organizational 

reputation, and work-life balance. This chapter concluded with an overview of the link 

between employee engagement and talent management. 

The following chapter will discuss the research methodologies used in this study. 
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CHAPTER 3 

RESEARCH DESIGN AND METHODOLOGY 

3.1 INTRODUCTION 

In this chapter the research methodology and processes used to achieve the objectives 

of this study is examined. This study consists of a literature study and an empirical 

investigation to solve a specific problem as mentioned in Chapter 1 (par. 1.3). 

According to Bergh and Theron (2003:21), a research design denotes a “specific 

purposeful and coherent strategic plan to execute a particular research project in order to 

render the research findings relevant and valid.” This chapter deals with the research 

methodology of this study and includes a description of the population and sample, a 

detailed description of the measuring instruments (validity, reliability and interpretation).  

In this study, quantitative research methods were used to gather and analyse data 

obtained from the research instrument (questionnaire). The questionnaire used to gather 

data was designed from literature with the aim of gathering data regarding employee 

engagement and talent management. The data were then analysed to determine the 

impact of talent management on employee engagement within a division of a South 

African company specializing in vehicle sales. 

The research instrument was constructed to meet the objectives of the study. Expert 

opinions were gathered to ensure that the study is reliable and valid. The instrument used 

was also analysed to ensure adherence with the code of ethics formulated by the North-

West University. Figure 3.1 provides an abbreviated synopsis of Chapter 3 pertaining to 

the main sections that are to be discussed. 
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Figure 3.1: Chapter 3 abbreviated synopsis 

3.2 LITERATURE STUDY 

In this study, literature was scrutinized to gather secondary information on employee 

engagement and talent management. This enabled the researcher to gain an in-depth 

understanding of the topic. Overall, the literature study was also conducted to provide a 

context for the research as well as to enable the researcher to gain an understanding and 

knowledge in this field of study (Walker & Solvason, 2014:47). 

Furthermore, the literature study also assisted with the identification of the relevance of 

previous research and the identification of gaps in the existing research (Oliver, 2012:18). 

Accredited articles and valid sources from scholarly articles, scientific journals, published 

articles, relevant books and online sources on research methodology were reviewed for 

the purpose of the literature study. The databases explored included Ebscohost, Emerald 

Insight, JSTOR. Google was also used as an electronic search engine. 

3.3 THE RESEARCH PROCESS 

According to Malhotra (2010:39) research is seen as the use of information with the 

purpose of improving decision-making for the identification and solving of problems 

Furthermore, Iacobucci and Churchill (2010:29) state that there are certain steps that 
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must be taken when designing the research process as every research problem is unique 

and must to be adopted accordingly. 

The research process for this study is depicted in Figure 3.2 below. This process entailed 

six stages from the formulation of the problem to be investigated to the reporting of the 

research (Iacobucci & Churchill, 2010:31). 

 

Figure 3.2: Stages in the research process 

During the first stage, the research problem was formulated, followed by determining the 

research design in stage two. Stage 3 entailed the designing of the data collection method 

and forms. The fourth stage consisted of the sample design and data collection. Data 

were analysed and interpreted in stage five and lastly in stage six, which is the final stage, 

the research report was prepared. 

Successively, the formulation of the research problem was discussed, as it is the first 

stage. 

3.3.1 Stage 1: Formulate the research problem 

A research problem can only be defined if the broader interest in the research topic is 

made more specific so that it is small enough to investigate. Once the problem has been 

formulated, the study can be designed to provide pertinent information that includes the 

specification of the research project’s objectives (Iacobucci & Churchill, 2010:29). 
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To be able to solve the research problem, the empirical component of the research is 

guided by the objectives. These objectives are set out to consider various angles in the 

investigation of the problem and finally improve the quality of the study (Maree, 

2007:261).  

The overall primary research objective of this study was to investigate talent management 

within a division of a prominent South African company specializing in vehicle sales and 

to determine the impact it has on employee engagement. From this primary objective, the 

following secondary objectives were derived to guide the study in solving the research 

problem: 

 to determine the nature of employee engagement and talent management; 

 measure the level of employee engagement; 

 identify the drivers of employee engagement; and to 

 determine whether talent management can be regarded as a driver of employee 

engagement. 

After the formulation of the research problem, the next step in the research process was 

that the research design should be determined based on the formulated research 

problem. 

3.3.2 Stage 2: Determining the research design 

The research design is the action plan followed throughout the study, the basic framework 

the study is structured on (Iacobucci & Churchill, 2010:29). Herewith, Vogt et al. 

(2012:317) state that the research design is the plan the researcher follows in order to 

obtain respondents and to collect information from these respondents. According to 

Phillips et al. (2013:49), the choice of the research design depends on the research 

objectives and the information already known about the identified problem. Aaker et al. 

(2013:74) and Sreejesh et al. (2013:26) categorizes all research approaches as 

exploratory, casual or descriptive. Exploratory research designs aim to gain background 

information, to define terms, to clarify problems and hypotheses and to establish research 

priorities (Burns & Bush, 2010:117). Causal research looks for causality by collecting 

evidence of cause and effect (casual) relationships (Malhotra et al., 2012:97). A 

descriptive research design is used when the research objective is to describe and 

measure a phenomenon (Burns & Bush, 2010:117). Sreejesh et al. (2013:26) remind that 
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the main goal is not only to explain phenomena but also to predict behaviour. According 

to Kotler and Armstrong (2006:122), the descriptive research design is an invaluable 

scientific tool insofar the limitations are understood by the researcher.  

In this study, descriptive research was used to solve the research problem and to achieve 

the objectives. Apart from selecting the research design, attention should also be given 

to the data collection methods and forms to meet the objectives of the study. 

3.3.3 Stage 3: Design the data collection method and forms 

Data collection is the gathering of information for research purposes. There are two types 

of data collection methods, namely primary data collection and secondary data collection 

(Aaker et al., 2013:79).  

In this study, data gathering was conducted by applying primary data collection 

techniques. Primary data are defined as data collected by the researcher for the purpose 

of the research (LeCompte & Schensul, 2013:xvii). Primary data are defined by Bradley 

(2007:518) as new, previously unavailable information acquired through methods such 

as questionnaires. Secondary data are data already available in the corpus of information 

on the field of study. This data were collected by other researchers unrelated to the 

current research study (Iacobucci & Churchill, 2010:142). 

For this study, a questionnaire was developed from the literature to gather primary data 

as part of the empirical component of this study, as it is inexpensive and easy to complete. 

The literature study encompassed the use and analysis of secondary data. 

3.3.3.1 The Reasearch method 

According to Zikmund and Babin (2010:132), research objectives can be achieved by 

applying either qualitative or quantitative research methods. With qualitative research, 

data are collected, analysed and interpreted by observing what people do and say (Burns 

& Bush, 2010:202) while aiming to define the complexity and extent of belief, opinion or 

attitude (Bradley, 2007:518). According to Aliage and Gunderson (2000), the quantitative 

research method is used to explain a phenomenon by collecting numerical data that are 

analysed by using mathematical based methods such as statistics. In this study, the 

quantitative approach was used to collect and analyse data. 
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The purpose of using the quantitative research method in this study was to evaluate 

objective data consisting of numbers. This primary data, according to Hair et al. 

(2015:209) are obtained from a large number of respondents by structured questions with 

predetermined answer options. According to Podesva and Sharma (2014:116), the 

principle goals of quantitative research are to: 

 gather information to support precise predictions about relationships between 

business environment dynamics and behaviours and to; 

 gain important insights into and validate these.  

3.3.3.2 Data collection methods 

Data collection methods are research instruments that are used to collect data and may 

include items such as questionnaires or topic guides. The collection method might also 

be a tangible item such as a camera or recording device (Bradley, 2007:516). The 

numerous available data collection methods include surveys, observations and 

experiments (Struwig & Stead, 2007:245). Surveys were selected as the data collection 

method for this study. According to Welman et al. (2005:149), surveys do not involve 

direct observations of the behaviour of subjects, but focuses on the individual’s account 

of their behaviour. In this regard, Neelankavil (2015:210) state that a survey is purely a 

research method used when questioning respondents. The survey questions are typically 

structured through formulating a formal questionnaire in which the asked questions are 

in pre-arranged order (Malhotra, 2010:211) and the sequence of questions can be 

answered either verbally or in writing by respondents (Malhotra, 2010:452). Surveys can 

be administered through traditional telephone interviews, mail interviews, mail panels, 

personal in-home interviews and e-mail or internet surveys (Malhotra, 2010:209).  

In this study, an internet-based survey was conducted by means of a self-administered 

questionnaire. The questionnaire was loaded onto Google Forms by the Statistical 

Consulting Service of the North-West University. The survey link was emailed to the 

respondents, which were all blind copied in order to ensure anonymity. According to 

Zikmund and Babin (2010:232-233) the benefits of using internet surveys are that it allows 

the researcher to reach a large audience, it is cost effective, swift and ensures confidential 

answers. By using Google Forms, the data collected could be viewed in tabular format 

and the researcher also had the ability to monitor the number of responses. However, 

barriers are experienced when conducing internet-based surveys as stated by Zikmund 
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and Babib (2010:223). These authors proclaim that the responsibility lies with the 

respondent to read and answer the questions. This places greater importance on clearly 

written words than on the interviewer’s skills. 

The e-mail sent to respondents included an introduction to the study and explained the 

objective of the study. The questionnaire used in this research comprised of closed-ended 

questions with a range of answers from which the respondent had to choose the 

appropriate statements applicable to their situations (Welman et al., 2005:175). Three 

types of closed-ended question were use in this study, namely closed-ended multiple 

choice questions, dichotomous questions, and scale response questions (Malhotra, 

2010:344). 

 Multiple choice questions solicit respondents to select the response that best applies 

to them by comparing two or more variables (Welman et al., 2005:174). 

 Dichotomous questions also relate to choosing between the variables, but 

respondents are required to choose only one option between two alternatives. 

According to Iacobucci and Churchill (2010:215) as well as Zikmund and Babin 

(2013:285), dichotomous questions are the most popular type of survey question and 

it is convenient to answer, code and tabulate. 

 Scaled response questions are used when the researcher wants to measure the traits 

of a specific concept that are being investigated by making use of a continuum where 

options for response are classified (Burns & Bush, 2010:275). In this study, an interval, 

multi-item scale was used as the absolute differences between scale points were 

measured. When using an interval scale, absolute differences can be measured, 

which allows the researcher to report on absolute differences as the mean and 

standard deviation of the answers can be measured (Hair et al., 2015:235 - 236). An 

unlabelled Likert scale was used as measurement scale in this study. According to 

Burns and Bush (2010:286), a Likert scale enables respondents to express an 

intensity of feeling when answering questions, as they can indicate the degree to 

which they agree or disagree with the selected statements. Likert scaling is considered 

as the most beneficial attitude scale since it is easy to comprehend and to administer 

(Zikmund & Babin, 2013:265). In this study, a five-point Likert scale (where 1 = 

strongly disagree / very dissatisfied and 5 = strongly agree / very satisfied) was used 
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for respondents to indicate the degree to which they agree or disagree with the 

selected statements. 

3.3.3.3 Questionnaire design and lay out 

The questionnaire was developed from secondary literature sources, which included 

books, journal article and electronic sources. This enabled the researcher to focus data 

collection on the specific context of the study within the South African environment. 

The three sections of the questionnaire focused on creating a demographic profile of the 

respondents (junior, middle, senior and top management), measuring the respondent’s 

perceptions of talent management, and measuring respondent’s perceptions of employee 

engagement and the relevant drivers.  

Section A: Demographic questions 

The purpose of Section A was to collect the necessary information to create a 

demographic profile of the respondent. This section included questions on gender, age, 

race, marital status, home language, highest qualification, job title, department, 

department region, management level, number of subordinates, length of service and 

years of experience (see Appendix A). 

Section B: Talent Management 

Questions in section B were related to respondents’ views on talent management in the 

company. This section was labelled Retention, as talent management was 

operationalized by using retention, recognition programmes, development opportunities, 

organization’s reputation as employer of choice and work-life balance (See appendix A).  

Section C: Employee Engagement 

Section C was labelled Engagement and consisted of 104 questions. The employee 

engagement questionnaire measures the drivers of employee engagement as well as the 

overall level of employee engagement (See appendix A). 

The questionnaire was critically analysed to ensure that it adheres to the North-West 

University’s code of ethics. 
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3.3.4 Stage 4: Design the sample and collect data 

The main aim of a research study is to obtain as much information as possible about the 

target audience. This information can be collected by either conducting a sample study 

or a census (Malhotra, 2010:370). The target population for this study included all junior, 

middle, senior and top management at a division of a prominent South African company 

specializing in vehicle sales. Therefore, the population information for this study was 

collected through a census. A census entails the inclusion of all members of the 

population in the survey (Welman et al., 2007:101). Furthermore, the researcher decided 

to make use of a census as it was the least time consuming option and was also more 

appropriate to reach the target population. For the purpose of this study, the researcher 

decided not to merely focus on the population parameters, but to calculate sample 

statistics due to the realization rate. Thus, the study used inferential statistics to compare 

the different groups within the population. Comparisons were drawn and the interpretation 

of these comparisons were done according to Cohen’s effect sizes (d-values) (Cohen, 

1988) (refer to par 3.3.5.2.2.) 

3.3.4.1 Target population 

According to Hair et al. (2015:173), it is of critical importance to define the target 

population when conducting research. The target population is seen as the aggregate 

number of cases that adheres to some particular specification (Iacobucci & Churchill, 

2010:282). Hair et al. (2015:191) defines the target population of a study as “all the 

elements of interest to our study. These elements could be individuals or objects such as 

companies, or even events.” 

The company focused targeted for the research is divided into operational regions, 

namely Gauteng – Head Office, Gauteng East, Gauteng North, Gauteng West, Eastern 

Cape, Limpopo, Western Cape and KwaZulu-Natal. In this study, the target population 

included all junior, middle, senior and top-level management based in the respective 

regions. The company was specifically targeted for this study since the researcher is 

employed at this company. The target population included a total of 120 respondents. 

3.3.4.2 Collecting the data 

Eligible respondents for the census were identified by Employment Equity and 

Transformation Manager. The questionnaires for the study were upload to the Google 
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Forms platform. This was done with the assistance of the Statistical Consulting Services 

of the North-West University. The data were collected during October 2016. The 

researcher directly informed the respondents of the study by means of e-mail. This e-mail 

contained an introductory letter and the link to the online questionnaire. 

Of the 120 respondents identified for this census, a total of 82 usable responses were 

received, which constitutes a usable response rate of 68.3%. 

Table 3.1 below summarizes the frequency of respondents who participated in the census 

according to their operational region and management level and Table 3.2 summarizes 

the managerial levels of the respondents that participated in this study. 

Table 3.1: Frequency of respondent participation relating to operational 
region 

Operational region / Region of work Frequency of respondent 
participation (n) 

Percentage 

Gauteng – Head Office,  49 59.76% 

Gauteng East 8 9.76% 

Gauteng North 5 6.1% 

Gauteng West 2 2.44% 

Eastern Cape,  3 3.65% 

Limpopo 3 3.65% 

Western Cape and  8 9.76% 

KwaZulu-Natal 4 4.88% 

Total 82 (n) 100% 

 

Table 3.2: Respondent participation relating to their managerial levels 

Frequencies 

Junior Management Middle Management Senior Management Top Management 

31 20 7 0 

 

A total of ten employees captured their management level as “other” on the questionnaire. 

The reason for this is that employees are not always aware of their occupational level. 

The ten questionnaires were still used for the study. 
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In addition to last mentioned, when the descriptive statistics were extracted, a total of 14 

employees did not capture anything against their management level. The reason for this 

is the same as above, therefore the available information in these 14 questionnaires were 

still included in the research. Since the transformation manager of the business supplied 

the researcher with a list of all the names of employees either classified as junior, middle, 

senior and top management, the assumption was made that all employees who 

participated in this survey formed part of these groups. 

3.3.5 Stage 5: Analysing and interpreting the data 

The purpose of data analysis is to interpret and draw conclusions from the collected data 

(Mulholland & Jones, 2014:1). An acceptable research design should encompass the 

methods in terms of how the acquired data should be statistically analysed (Welman et 

al., 2005:224). According to Hair et al. (2015:273), the first step in data analysis 

constitutes the research method where the data from surveys or alternative data sources 

such as interviews are changed to be used in statistical analysis. Therefore, data 

analyses can only commence once data have been captured and prepared. 

Pertaining to this study, data were gathered in Excel format as extracted from the Google 

Forms platform, with editing carried out manually by the Statistical Consulting Services. 

Subsequently, coding was done in order to ensure that the data were numbered for 

statistical analysis. The coding process was complex, and since pre-coding was not done, 

no numbers were assigned to items on the online questionnaire. Before data analyses 

commenced, the data set was checked for errors. Data analysis is seen to be a specialist 

area, hence Stufflebeam and Coryn (2014:545) suggest that researchers make use of 

experts in the field of research procedures. Taking last mentioned into consideration, the 

Statistical Consultation Services of the North-West University completed the data entry, 

tabulation and statistical analysis. 

3.3.5.1 Reliability and validity 

Measurements used by researchers should be reliable and valid (Goodwin & Goodwin, 

2016:105). Reliability is defined as the resemblance of results provided by independent 

but similar measures of the same object, trait or construct (Iacobussi & Churchill, 

2010:258,591). Sreejesh et al. (2014:114) simplify the definition by merely stating that 

should a study be repeated and the obtained results are consistent, the instrument is 



45 

reliable. Likewise, according to Zikmund and Babin (2013:257), reliability indicates a 

measure’s internal stability, which is the key to understanding reliability. Internal 

consistency is used to assess the reliability of a summated scale where several items are 

summed to form a total score (Ravid, 2015:196). Two measures, namely split-halves 

reliability and Cronbach’s alpha were used to measure internal consistency for reliability. 

Split-halves reliability is calculated by correlating the scores on one half of the test with 

the scores of the other half of the test (Stangor 2014:95), thus when the scale items are 

divided in two halves, the resulting half’s scores are correlated. Cronbach’s alpha shows 

the extent to which all the measurement items measure the same attributes (Pallant, 

2016:6), and internal consistency can be determined by using the Cronbach’s alpha 

coefficient. In this study, Cronbach’s alpha was used in order to determine the reliability 

of the scales used to measure talent management and employee engagement. Items that 

scored higher than 0.60 were seen to possess satisfactory reliability, whereas scales 

≤0.60 reflect poor reliability (Zikmund & Babin, 2013:257). 

Not only should researchers give consideration to reliability, but they should also address 

validity, since reliable scales are not always valid (Hair et al., 2015:257). Validity enables 

the researcher to determine whether the research accurately measures what it was 

intended to measure or to determine how truthful the research results are (Sreejesh et 

al., 2014:116). 

Three types of validity have been identified that researchers can use to approve the 

accuracy of the measure. The accuracy of the measure can be contingent by looking for 

evidence of the following three types of validity (DePoy & Gitlin, 2013:204): 

 Criterion-related validity refers to the degree to which the analytical and selection 

measurement correctly predict the relevant criterion error (Sreejesh et al., 2014:117). 

It assesses the practicality of the measure to forecast a characteristic of the 

respondents (Malhotra, 2010:320; Zikmund & Babib, 2013:259). Furthermore, Rubin 

and Babbie (2012:105) state that concurrent validity measures the current relationship 

between the measure and the criterion-related variable that occurs simultaneously.  

 Content validity or face validity is seen as degree to which the relation to the content 

of individual measures match the intended concept’s definition (Zikmund & Babin, 

2013:258). Not only is content validity subjective, but it is also a systematic evaluation 
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of how well the content of the scale represents the measurement task (Malhotra, 

2010:320). 

 Construct validity of a measuring instrument refers to the extent to which to instrument 

measures the construct instead of measuring the irrelevant constructs or 

measurement error (Sreejesh et al., 2014:117), as it addresses the characteristic or 

construct fundamentally measured by the scale (Malhotra, 2010:320). In order to 

determine construct validity, a confirmatory factor analysis has to be executed (Byrne, 

2013:285). 

For the purpose of this study, content validity was used to deduce the accuracy of the 

measuring scales. Due to the small number of respondents, the construct validity of the 

measuring scales by means of a factor analysis could not be calculated. 

3.3.5.2 Methods and statistical techniques 

Descriptive and inferential statistics are categorized as the two general groups of 

statistical procedures (De Muth, 2014:1). As referred to in par 3.3.4, the descriptive and 

inferential statistics that were calculated for the purpose of this study are discussed in 

par. 3.3.5.2.1 and par. 3.3.5.2.2. 

3.3.5.2.1 Descriptive statistics 

Descriptive statistics aim to summarize responses from a large number of respondents 

into a small number of statistics (Hair et al., 2015:317; Zikmund & Babin, 2013:364). In 

the same way, Raykov and Marcoulides (2013:7) define descriptive statistics as the 

description and/or summary of the obtained data for a group or individual analysis. 

Descriptive statistics are therefore certain techniques used to transform raw data scores 

into summarized and manageable forms, such a graphs or charts (Raykov & Marcoulides, 

2013:7). This study made use of frequency and percentage distribution to construct the 

demographic information of the population and of mean scores and standard deviations 

to determine statements measuring talent management and employee engagement. 

Table 3.3 below summarizes the descriptive techniques used in this study. 
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Table 3.3: Descriptive statistical techniques 

Descriptive statistical 
technique 

Definition 

Frequency To organize the data set by summarizing the number of 
times a specific value of a variable transpires (Zikmund 
& Babin, 2010:441). 

Percentage distribution According to Zikmund and Babin (2010:441), percentage 
distributions are used to analyse frequencies by 
expressing the value associated with a specific value in 
percentages. 

Means The mean is seen as the most frequent used measure of 
central tendency and can be defined as the average 
value within the distribution (Hair et al., 2015:332). 

Standard deviations Subsequently, the standard deviation (Std. Dev.) 
specifies the average distance of the distribution values 
from the mean (Hair et al., 2015:332). 

 

3.3.5.2.2 Inferential statistics 

Inferential statistics are concerned with the inferences a researcher can make about 

population indices on the basis of the corresponding indices obtained from samples 

drawn randomly from the population (Levin, 2012:148). Burns and Bush (2010:437) 

simplify the use of inferential analysis by stating that it takes place when statistical 

procedures are used to generalize the results of the sample back to the target population. 

Besides last mentioned, inferential statistics are useful to draw comparisons among 

diverse groups within the population which permits for interpretation of comparison 

between group means according to Cohen’s effect sizes (d-values) (Cohen, 1988). The 

inferential statistical techniques conducted in this study are summarized in Table 3.4 

below. 
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Table 3.4: Inferential statistical techniques 

Inferential statistical 
technique 

Definition 

Independent sample t-
test 

According to Zikmund and Babin (2010:565), the 
independent sample t-test allows the researcher to 
determine the significant statistical difference by using 
the means from two independent samples or groups. 

Analysis of variance 
(ANOVA) 

When comparing the means of three or more groups, 
one-way ANOVA is used (Burns & Bush, 2010:517) as it 
determines whether groupings or treatments differ 
statistically significant from one dependent variable 
(Carter et al. 2013:294). 

 

3.3.6 Stage 6: Prepare the research report and formulate conclusions 

Chapter 4 presents a summary of the research findings pertaining to this study. The 

conclusions and recommendations relating to the research findings are presented in 

Chapter 5. 

3.4 SUMMARY 

In this chapter, the research methodology that was used in this study was discussed. This 

quantitative study used descriptive research to solve the research problem and to achieve 

the objectives. In this study, surveys were selected as the data collection method by 

means of a questionnaire that was developed from literature, in order to gather primary 

data as part of the empirical component of this study.  

The target population in this study included all junior, middle, senior and top management 

at a division of a prominent South African Company specializing in vehicle sales. Since 

the research focused on the whole population for information gathering, data were 

obtained by means of a census. The target population included a total of 120 

respondents, and a total of 82 usable responses were received, which constitutes a 

usable response rate of 68.3%. 

Reliability was determined by means of Cronbach’s alpha and construct validity was used 

to deduce the accuracy of the measurement scales. This study also made use of other 

statistical calculations to clearly portray the data and include frequency and percentage 

distribution, mean scores and standard deviations. 
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In conclusion, the research methodology chapter addressed important questions 

regarding the manner in which research for this study was conducted. It furthermore 

clarified the reason for choosing these methods. Chapter 4 present the results obtained 

from this research process. 
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CHAPTER 4 

RESEARCH FINDING 

4.1 INTRODUCTION 

This chapter presents the research results pertaining to this study by reporting, analysing 

and interpreting the empirical findings. The data obtained quantitatively for the purpose 

of this study, is sequentially discussed in this in this chapter under the headings as 

stipulated in Figure 4.1.  

 

Figure 4.1: Chapter 4 abbreviated synopsis 

4.2  DEMOGRAPHIC PROFILE OF RESPONDENTS 

Usable data from 82 of the 120 respondents were obtained, which constitutes a response 

rate of 68.3%. Demographic data were obtained from section A of the questionnaire. A 

total of thirteen (13) variables were used to create the demographic profile of the 

respondents and include gender, age, race, marital status, home language, highest 

qualification, job title, department, region of department, management level, number of 
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subordinates, length of service at organization and years’ experience in occupation 

(Table 4.1). 

Table 4.1: Frequency table of demographic data 

Variables Frequency (n) Valid Percent 

Gender Male 44 53.7 

Female 38 46.3 

Age Less Than 26 Years 13 15.9 

26 - 30 22 26.8 

31 - 35 10 12.2 

36 - 40 12 14.6 

41 - 45 10 12.2 

46 - 50 5 6.1 

51 + 10 12.2 

Race African 28 34.6 

Coloured 7 8.6 

Indian 7 8.6 

White 39 48.1 

Total 81 100.0 

Marital Status Single  30 36.6 

Married 44 53.7 

Widow (Er) 2 2.4 

Divorced 3 3.7 

Cohabitate 2 2.4 

Other 1 1.2 

Home Language Afrikaans 29 35.4 

English 24 29.3 

Ndebele 1 1.2 

Northern Sotho 6 7.3 

Sotho 5 6.1 

Tsonga 5 6.1 

Tswana 2 2.4 

Venda 1 1.2 

Xhosa 1 1.2 
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Variables Frequency (n) Valid Percent 

Zulu 8 9.8 

Highest Qualification Less Than Grade 12 9 11.0 

Grade 12 39 47.6 

Higher Certificate / Advance 
National Certificate 

10 12.2 

Diploma 15 18.3 

Degree 9 11.0 

Job Title Branch Manager 27 36.0 

Call Centre Manager 2 2.7 

Controller 28 37.3 

Executive 1 1.3 

F&I Manager 2 2.7 

IT Manager 1 1.3 

Operator 1 1.3 

Recon Manager 4 5.3 

Regional Manager 4 5.3 

Supervisor 4 5.3 

Wholesale Manager 1 1.3 

Department Call Centre 19 23.2 

Finance 16 19.5 

Financial And Insurance 2 2.4 

Information Technology 6 7.3 

Marketing 1 1.2 

Recon/Workshop Centre 1 41 

Sales 34 41.5 

Wholesale 2 2.4 

Other 1 1.2 

Gauteng East 8 9.8 

Gauteng North 5 6.1 

Gauteng West 2 2.4 

Eastern Cape 3 3.7 

Limpopo 3 3.7 
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Variables Frequency (n) Valid Percent 
 

Western Cape 8 9.8 

KwaZulu-Natal 4 4.9 

Management level Junior Management 31 45.6 

Middle Management 20 29.4 

Senior Management 7 10.3 

Other 10 14.7 

Number of 
subordinates 

None 27 34.2 

1 – 5 19 24.1 

6 – 1 24 30.4 

11 – 15 3 3.8 

25 + 6 7.6 

Length of service at 
organization 

Less Than 1 Year 14 17.1 

1 – 2 Years 16 19.5 

3 – 4 Years 22 26.8 

5 – 6 Years 9 11.0 

7 – 8 Years 10 12.2 

9 + Years 11 13.4 

Years’ experience in 
occupation 

Less Than 2 Years 18 22.2 

2 – 5 Years 22 27.2 

6 – 10 Years 13 16.0 

More Than 10 Years 28 34.6 

 

The summarized demographic information in Table 1 indicate that most respondents are 

White (48.1%) male (53.7%) respondents. Pertaining to their home language, a total of 

29 respondents (35.4%) who completed the questionnaire have Afrikaans as home 

language. Only 11% of the respondents hold a degree, and most respondents (47.6%) 

have a grade 12 certificate. 

The majority of the respondents are branch managers within the business (36%), and a 

total of 41.5% of the respondents indicated that they are in sales. Pertaining to the region 

their department falls under, a total of 59.8% respondents operate out of the Gauteng 

Head Office. The majority of the respondents are junior managers (45.6%) and 34,2% of 

the respondents who are in managerial positions, do not have subordinates reporting 
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directly to them. With regard to length of service, it was found that 26.8% of the 

respondents have been at the business between three (3) to four (4) years, with 34.6% 

respondents having more than 10 years’ experience in their occupation. 

4.3 PSYCHOMETRIC PROPERTIES OF THE MEASURING INSTRUMENT 

In order for any scientific instrument to provide accurate measurements, it must have both 

psychometric properties, in other words both reliability and validity. In this study, the 

reliability of the measuring instrument was determined with Cronbach’s alpha and the 

validity by means of construct validity testing. 

4.3.1 Reliability 

In order to ensure consistency in the obtained results, Cronbach’s alpha was calculated 

to determine the internal consistency using the five (5) items that measure talent 

management, and the twelve (12) items that measure overall employee engagement. The 

results of these calculations are summarized in Table 4.2. 

Despite these calculations, Cronbach’s alpha was also calculated for the drivers of 

employee engagement. In this regard, 12 factors that constitute the various drivers for 

employee engagement were analysed to determine the internal consistency. The results 

of these calculations are summarized in Table 4.3. 

Table 4.2: Cronbach’s alpha values for talent management and employee 
engagement 

Factor Number of 
items 

Cronbach’s alpha 
(CA) 

Mean Std. 
Dev 

Talent Management 5 0.75 3.80 0.75 

Overall Employee 
Engagement 

12 
0.90 

3.83 0.67 

 

As showed in Table 4.2 above, Cronbach’s alpha for both talent management and 

employee engagement are above 0.7, which is, according to Field (2005:668), seen as a 

satisfactory indicator for reliability. 
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Table 4.3: Cronbach’s alpha values for the drivers of employee engagement 

Factor 
Number of 

items 
Cronbach alpha 

(CA) Mean 
Std. 
Dev 

Communication 4 0.51 3.35 0.90 

Pay and Benefits 3 0.86 2.91 1.10 

Performance and Appraisal 2 0.89 3.38 1.20 

Feeling Value and Involved 10 0.92 3.14 0.84 

Training, Development and 
Career 

8 0.90 3.17 0.82 

Job Satisfaction 7 0.90 3.58 0.87 

Management 4 0.86 3.68 1.02 

Cooperation 3 0.75 3.07 0.94 

Colleagues 4 0.89 4.06 0.76 

Stress and Work Pressure 9 0.90 3.07 0.85 

Health and Safety 8 0.84 3.72 0.64 

Equal Opportunities 23 0.92 3.40 0.66 

 

It is evident from Table 4.3 above that Cronbach’s alpha scores are very satisfactory as 

all values are above 0.7, with the exception of communication (CA=0.5.1). Due to the 

satisfactory Cronbach’s alpha results, going forward the factors are reported and not the 

individual items, with the exception of the items pertaining to the communication factor. 

Each item pertaining to communication is reported separately.  

4.3.2 Validity 

As stated in par. 3.3.5.1, this study used content validity to deduce the accuracy of the 

measuring scales. Content validity in this study was ensured by relying on the knowledge 

of experts (as per previous studies) that are familiar with the constructs being measured. 

In this regard, content validity was established by ensuring that the questions in the 

measure instruments relate to the specific factors as stipulated in literature, which are 

discussed in Chapter 2 of this study. Regarding the format of the questions, research and 

statistical experts at the North-West University’s Statistical Consulting Services provided 

feedback on the measuring scales. They were analysed, and then informed decisions 

were made by the researcher about the effectiveness of each question. From the results 
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obtained, it can be deduced that the measuring scale are valid and that the items are 

relevant and representative of each construct it was set out to measure. 

4.4 RESULTS AND DISCUSSION OF THE DESCRIPTIVE STATISTICS 

In this section, the results for factors are analysed and discussed in terms of the 

frequencies, means and standard deviations. These descriptive statistical techniques 

were used to measure sections B (talent management) and C (overall employee 

engagement as well as the 12 drivers of employee engagement) of the questionnaire. 

4.4.1 Descriptive statistics for talent management 

The descriptive statistics for section B focus on the respondents’ views on talent 

management in the company. Although the aim of this study is to determine whether 

talent management can be confirmed as a driver for employee engagement, this section 

only reports on the descriptive statistics. Results pertaining to talent management as a 

possible driver for employee engagement are discussed in the inferential statistics (par. 

4.4). 

The items used to measure talent management in this section include retention, 

recognition programmes, development opportunities, and the organization’s reputation 

as employer of choice and work-life balance. In Table 4.4 the means and standard 

deviations pertaining to the factors measuring talent management are summarized. 
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Table 4.4: Descriptive statistics: Talent management 

Talent Management x

  

S
D

  

Rewarding exceptional performance by rewarding excellence will 
greatly reduce turnover intentions of top talents 

3.25 1.38 

Recognition programmes will reduce turnover rates 3.23 1.41 

Harmonious working relationships can help me to identify with the 
organization 

4.16 0.79 

Development opportunities will enhance the organization's reputation 
as “employer of choice” 

4.35 0.64 

Work-life balance can decrease the amount of voluntary resignations of 
top talent 

4.06 0.79 

OVERALL MEAN SCORE 3.81 1.00 

 

The results in Table 4.4 show a positive overall mean score ( x =3.81; SD 1.00) for talent 

management. This indicates that the respondents are positive about talent management 

initiatives that could benefit them in the company. The results also show that the 

respondents agreed most with the statement “Development opportunities will enhance 

the organisation's reputation as “employer of choice”” ( x  = 4.35; SD = 0.64) and they 

agreed least with the statement “Recognition programs will reduce turnover rates” ( x  = 

3.23; SD = 1.41). 

4.4.2 Descriptive statistics for employee engagement 

The descriptive statistics for section C focus on the respondents’ views on employee 

engagement and the drivers of employee engagement. In this paragraph, the overall 

employee engagement and the drivers of employee engagement are discussed 

separately. There were 12 items that were included to measure the overall employee 

engagement. In Table 4.5 the means and standard deviations pertaining to the factors 

measuring employee engagement are summarized. 
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Table 4.5: Employee Engagement 

Employee Engagement x

  

S
D

  

I speak highly of this organization to my friends    3.80 1.09 

I would be happy for my family and friends to use this organization’s 
products/services    

3.72 1.11 

This organization is known as a good employer    3.49 1.15 

 This organization generally has a good reputation  3.74 0.93 

I am proud to tell others that I am a part of this organization    3.99 0.99 

This organization inspires job performance    3.66 1.11 

I find that my values and the organization’s values are very similar    3.43 1.13 

I always do more than is actually required    4.28 0.63 

I try to help others in this organization whenever I can    4.41 0.49 

I try to keep abreast of current developments in my area    3.99 0.75 

I volunteer for things outside my job that contribute to the organization’s 
objectives 

3.59 1.05 

I frequently make suggestions to improve the work of my department   3.88 0.95 

OVERALL MEAN SCORE 3.83 0.95 

 

The results in Table 4.5 show an above average overall mean ( x  = 3.83; SD = 0.95) for 

employee engagement. This indicates that the respondents are more engaged than 

disengaged within the company. The results also show that the respondents agreed most 

with the statement “I try to help others in this organisation whenever I can” ( x  = 4.41; SD 

= 0.49), and they agreed least with the statement “I find that my values and the 

organisation’s values are very similar” ( x = 3.43; SD = 1.13). 

4.4.3 Descriptive statistics for the driver employee engagement 

The descriptive statistics for the drivers of employee engagement are reported in this 

paragraph. In total, the results pertaining to 12 drivers are reported. In this paragraph, the 

overall employee engagement and the drivers of employee engagement are discussed 

separately. The means and standard deviations pertaining to each of the driver are 
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reported except for communication where each question will be reported separately, 

since this factor received a Cronbach’s alpha lower than 0.7, and is therefore not reliable 

as a factor. 

4.4.3.1 Descriptive statistics for the communication driver of employee 

engagement 

Table 4.6 below illustrates the descriptive statistics (mean scores and standard 

deviations) of four statements regarding respondents’ perception of the communication 

driver. 

Table 4.6: Communication driver 

Communication x

  

S
D

  

People are kept informed when changes occur in this organization    3.26 1.18 

The information I need to do my job is readily available    3.76 0.88 

The ‘grapevine’ is the most effective communication channel around 
here    

3.12 1.13 

This organization provides useful feedback regarding management 
decisions    

3.05 1.13 

OVERALL MEAN SCORE 3.30 1.90 

 

From the results in Table 4.6 it is clear that the respondents have above average 

perceptions of the availability of information needed to do their jobs ( x  = 3.76; SD = 0.8). 

Although the item that states that the organization provides useful feedback regarding 

management decisions received a mean score of 3.05, this item scored above average, 

which indicates that the respondents an average experience of this item. Pertaining to 

the other two items, both scores indicate that the respondents have slightly above 

average perceptions of the flow of information regarding change ( x  = 3.26; SD = 1.18), 

and that unofficial communication channels (“grapevine”) are reasonable effective means 

of communication ( x = 3.12; SD = 1.13). 
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4.4.3.2 Descriptive statistics for the pay and benefit driver of employee 

engagement 

Table 4.7 below illustrates the descriptive statistics (mean scores and standard 

deviations) of three statements regarding respondents’ perception of the pay and benefits 

driver. 

Table 4.7: Pay and benefits driver 

Pay and Benefits x

  

S
D

  

Good performance is rewarded fairly here    3.09 1.27 

I am rewarded fairly in view of my experience    3.01 1.22 

I am satisfied with my pay    2.63 1.24 

OVERALL MEAN SCORE 2.91 1.24 

 

The results in Table 4.7 reveal that the respondents are slightly negative about their pay 

and benefits ( x  = 2.91; SD = 1.24). Although they are of neutral opinion that good 

performance are rewarded ( x  = 3.01; SD = 1.22) and that rewards are fair ( x  = 3.09; SD 

= 1.27), their perception of their salary (pay) is relatively negative ( x  =  2.63; SD = 1.24). 

4.4.3.3 Descriptive statistics for the performance and appraisal driver of 

employee engagement 

Table 4.8 below illustrates the descriptive statistics (mean scores and standard 

deviations) of two statements regarding respondents’ perception of the performance and 

appraisal driver. 
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Table 4.8: Performance and Appraisal driver 

Performance and Appraisal x

  

S
D

  

I am given regular feedback on my performance by my manager    3.35 1.24 

My manager takes performance appraisal seriously    3.41 1.27 

OVERALL MEAN SCORE 3.38 2.16 

 

The results in Table 4.8 show an above average overall mean score ( x  = 3.38; SD = 2.16) 

for performance and appraisal. This indicates that although the respondents agree that 

they receive feedback on performance ( x  = 3.35; SD = 1.24) and their managers takes 

performance appraisal seriously ( x  =  3.41; SD = 1.27), they are not entirely positive about 

this driver. 

4.4.3.4 Descriptive statistics for the communication driver of employee 

engagement 

Table 4.9 below illustrates the descriptive statistics (mean scores and standard 

deviations) of ten statements regarding respondents’ perception of the feeling value and 

involved driver. 
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Table 4.9:  Feeling value and involved driver 

Feeling value and involved x

  

S
D

  

I am involved in decisions that affect my work    3.10 1.21 

Managers here are keen to get employee views on key decisions    3.00 1.12 

I get the opportunity to develop new and better ways of doing my job    3.39 1.09 

I am valued by senior management    3.32 1.11 

Good suggestions from employees tend to get ignored here    2.81 1.03 

I am able to voice my ideas and opinions    3.11 1.12 

This organization is concerned about my health and well-being    2.89 1.19 

I am treated with dignity here    3.27 1.16 

This organization has procedures that ensure decisions affecting 
employees are consistent    

3.24 1.03 

This organization takes into account the concerns of employees when 
making decisions    

2.95 1.05 

OVERALL MEAN SCORE 3.11 1.11 

 

The results in Table 4.9 show an average overall mean score ( x  = 3.11; SD = 1.11) for 

feeling valued and involved. This indicates that the respondents have neutral feelings 

about feeling valued and involved in the company. The results also show that the 

respondents agreed most with the statement “I get the opportunity to develop new and 

better ways of doing my job” ( x  = 3.39; SD = 1.09). The respondents agreed least with 

the statement “Good suggestions from employees tend to get ignored here” ( x  = 2.89; 

SD = 1.03), which indicates that good suggestions tend to be acknowledged by the 

company. 
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4.4.3.5 Descriptive statistics for the training, development and career driver of 

employee engagement 

Table 4.10 below illustrates the descriptive statistics (mean scores and standard 

deviations) of eight statements regarding respondents’ perception of the training, 

development and career driver. 

Table 4.10: Training, Development and Career driver 

Training, Development and Career x

  

S
D

  

I am encouraged to develop new skills    3.39 1.05 

My line manager takes employees development seriously    3.48 1.16 

I am able to get time off work for training    3.00 1.07 

I have many opportunities for training    2.96 1.05 

I am given adequate training to do my current job    3.35 1.06 

My training needs are regularly discussed    2.91 1.07 

I have equal access to training and development opportunities    3.17 1.04 

This organization actively supports my continuing professional 
development    

3.06 1.08 

OVERALL MEAN SCORE 3.12 1.07 

 

The results in Table 4.10 show an average overall mean score of ( x  = 3.12; SD = 1.07) 

for training, development and career. This indicates that the respondents have average 

degree of positivity towards training, development and career. The results also show that 

the respondents agreed most with the statement “My line manager takes employees 

development seriously” ( x  = 3.48; SD = 1.16), and they agreed least with the statement 

“My training needs are regularly discussed” ( x  = 2.91; SD = 1.07). 
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4.4.3.6 Descriptive statistics for the job satisfaction driver of employee 

engagement 

Table 4.11 below illustrates the descriptive statistics (mean scores and standard 

deviations) of seven statements regarding respondents’ perception of the job satisfaction 

driver. 

Table 4.11: Job satisfaction driver 

Job Satisfaction x

  

S
D

  

There is a lot of variety in my job    3.54 1.12 

I do interesting and challenging work    3.67 1.07 

I get a feeling of accomplishment from my job    3.63 1.04 

I find real enjoyment in my job    3.51 1.10 

I am seldom bored with my job    3.35 1.25 

Most days I am enthusiastic about my job    3.76 1.03 

Overall, I am satisfied with my job    3.60 1.08 

OVERALL MEAN SCORE 3.58 1.1 

 

The results in Table 4.11 show an above average overall mean score ( x  = 3.58; SD = 

1.1) for job satisfaction. This indicates that the respondents have above average job 

satisfaction. The results show that the respondents agreed most with the statement “Most 

days I am enthusiastic about my job” ( x  = 3.76; SD = 1.03), and although the respondents 

measured the lowest average in the statement “I am seldom bored with my job” ( x  =  3.35; 

SD = 1.25), this mean indicates that they regularly feel bored with their jobs. 

4.4.3.7 Descriptive statistics for the management driver of employee 

engagement 

Table 4.12 below illustrates the descriptive statistics (mean scores and standard 

deviations) of four statements regarding respondents’ perception of the management 

driver. 
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Table 4.12: Management driver 

Management x

  

S
D

  

My immediate manager is sensitive to work/life issues    3.70 1.20 

My immediate manager lets me know how I am doing    3.61 1.17 

I have a good working relationship with my immediate manager    3.79 1.14 

My immediate manager supports me when things go wrong    3.62 1.32 

OVERALL MEAN SCORE 3.68 1.21 

 

The results in Table 4.12 show an above average overall mean score ( x  = 3.68; SD = 

1.21) for management. This indicates that the respondents are generally positive towards 

the management. The results also show that the respondents agreed most with the 

statement “I have a good working relationship with my immediate manager” ( x  = 3.79; 

SD = 1.14), and they agreed least with the statement “My immediate manager lets me 

know how I am doing” ( x  = 3.61; SD = 1.17). 

4.4.3.8 Descriptive statistics for the cooperation driver of employee 

engagement 

Table 4.13 below illustrates the descriptive statistics (mean scores and standard 

deviations) of three statements regarding respondents’ perception of the cooperation 

driver. 
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Table 4.13: Cooperation driver 

Cooperation x

  

S
D

  

Unions and management work well together    2.98 0.95 

Managers and employees work well together to solve problems    3.27 1.25 

Cooperation between departments is good in this organization    3.01 1.18 

OVERALL MEAN SCORE 3.09 1.13 

 

The results in Table 4.13 show an average overall mean score ( x  =  3.09; SD = 1.13) for 

cooperation. This indicates that the respondents have an average degree of positivity 

regarding cooperation within the company. The results also show that the respondents 

agreed most with the statement “Managers and employees work well together to solve 

problems” ( x  = 3.27; SD = 1.25), and they agreed least with the statement “Unions and 

management work well together” ( x  =  2.98; SD = 0.95). 

4.4.3.9 Descriptive statistics for the colleagues driver of employee engagement 

Table 4.14 below illustrates the descriptive statistics (mean scores and standard 

deviations) of four statements regarding respondents’ perception of the pay and benefits 

driver. 
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Table 4.14: Colleagues driver 

Colleagues x

  

S
D

  

I am treated with respect by the employees I work with    4.04 0.85 

I am not part of an efficient team    4.04 0.93 

I have a good working relationship with my work colleagues    4.21 0.77 

My colleagues can be relied upon when things get difficult in my job    3.94 0.96 

OVERALL MEAN SCORE 4.06 0.88 

 

The results in Table 4.14 show a positive overall mean score ( x  = 4.06; SD = 0.88) for 

colleagues. This indicates that the respondents are positive towards their colleagues. The 

results also show that the respondents agreed most with the statement “I have a good 

working relationship with my work colleagues” ( x  = 4.21; SD = 0.77), and they agreed 

least with the statement “My colleagues can be relied upon when things get difficult in my 

job” ( x  = 3.94; SD = 0.96). 

4.4.3.10 Descriptive statistics for the stress and work pressure driver of 

employee engagement 

Table 4.15 below illustrates the descriptive statistics (mean scores and standard 

deviations) of nine statements regarding respondents’ perception of the stress and work 

pressure driver. 
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Table 4.15: Stress and work pressure driver 

Stress and work pressure x

  

S
D

  

I often feel I am under too much work pressure    3.52 1.09 

The demands of the job seriously interfere with my private life    2.99 1.21 

Recently, I have felt under constant strain 3.15 1.18 

I have recently been losing sleep over my work problems    2.79 1.24 

I am sometimes overwhelmed by the pace of change here    2.93 1.10 

The pace of change is too fast here    2.69 1.01 

I am emotionally drained by my work    2.86 1.18 

I am burned out by my work    2.74 1.08 

I am confident in my ability to cope with work pressure  4.07 0.97 

OVERALL MEAN SCORE 3.08 1.12 

 

The results in Table 4.15 show an average overall mean score ( x  = 3.08; SD = 1.12) for 

stress and work pressure. This indicates that the respondents relatively perceive 

themselves as being able to cope with stress and pressure within the company. The 

results also show that the respondents agreed most with the statement “I am confident in 

my ability to cope with work pressure” ( x  = 4.07; SD = 0.97), and they agreed least with 

the statement “The pace of change is too fast here” ( x  =  2.69; SD = 1.01). 

4.4.3.11 Descriptive statistics for the health and safety driver of employee 

engagement 

Table 4.16 below illustrates the descriptive statistics (mean scores and standard 

deviations) of eight statements regarding respondents’ perception of the health and safety 

driver. 
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Table 4.16: Health and safety driver 

Health and safety x

  

S
D

  

Your physical working environment   3.88 0.97 

Health and safety training in this organization   3.57 1.01 

The cleanliness of the working environment   4.16 0.69 

Your access to employee counselling   3.17 1.12 

Your manager’s attitude to health and safety issues   3.61 1.05 

The quality of the equipment you use in your job   3.95 0.86 

Your access to Occupational Health Services (excluding counselling)   3.40 1.01 

Security in your workplace   4.00 0.74 

OVERALL MEAN SCORE 3.72 0.93 

 

The results in Table 4.16 show an above average overall mean score ( x  =   3.72; SD = 

0.93) for health and safety. This indicates that the respondents perceive their working 

environment as being relatively safe and healthy. The results also show that the 

respondents agreed most with the statement “The cleanliness of the working 

environment” ( x  = 4.16; SD = 0.69), and they agreed least with the statement “Your 

access to employee counselling” ( x  = 3.17; SD = 1.12). 

4.4.3.12 Descriptive statistics for the equal opportunities driver of employee 

engagement 

Table 4.17 below illustrates the descriptive statistics (mean scores and standard 

deviations) of 21 statements regarding respondents’ perception of the equal opportunity 

driver. 
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Table 4.17: Equal opportunities driver 

Equal opportunities x

  

S
D

  

People in this organization with family commitments have equal career 
opportunities  compared to those who do not have family commitments 

3.43 1.04 

This organization actively promotes flexible working arrangements for its 
employees   

3.04 1.22 

This organization provides good support for employees with family 
responsibilities   

3.10 1.27 

This organization provides a service to customers/clients that is free 
from discrimination   

3.84 0.97 

My work environment is free from bullying and harassment   3.48 1.25 

I am confident that effective action will be taken to tackle racial 
harassment when it occurs   

3.70 1.10 

Racial harassment is decreasing here   3.61 1.12 

Facilities for disabled employees are adequate in this organization   2.60 1.15 

This organization makes its positive commitment to Equal Opportunities 
clear   

3.19 1.14 

I have a fair chance to apply for internal vacancies here   3.48 1.22 

This organization is slow to deal with cases of discrimination   2.57 0.93 

This organization is a ‘family-friendly’ employer   3.09 1.14 

This organization is good at supporting disabled employees   2.85 0.91 

I am fairly treated here   3.51 1.03 

The work environment is free from racial discrimination   3.64 1.01 

Men and women have the same chance of doing well in the 
organization   

3.73 0.91 

Being accepted at this organization is determined by appearance 2.71 1.17 

My work environment is free from sexual harassment   4.15 0.84 

I am confident that this organization will act upon any reported incident 
of employees harassment   

3.94 0.89 

Requests to change work patterns are received positively here   3.14 1.00 

Access to career progression is equal for all groups   3.36 1.13 

OVERALL MEAN SCORE 3.35 1.06 
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The results in Table 4.17 show an above average overall mean score ( x  = 3.35; SD = 

1.06) for equal opportunities. This indicates that the respondents are fairly positive 

towards equal opportunities within the company. The results also show that the 

respondents agreed most with the statement “My work environment is free from sexual 

harassment” (( x  = 4.15; SD = 0.84), and they agreed least with the statement “This 

organisation is slow to deal with cases of discrimination” ( x  =  2.57; SD = 0.93). 

4.5 INFERENTIAL STATISTICS 

Inferential statistics were obtained to determine the relationship between employee 

engagement and talent management and to determine whether talent management can 

be included as a driver for employee engagement. Values were also calculated to signify 

the connection of the other drivers with employee engagement. 

4.5.1 Correlation 

Spearman rho was calculated to measure the strength of association between the 

employee engagement and each of the drivers, including talent management. These 

values encompass the following guidelines as per Field (2009:170): 

 Values of approximately 0.1 indicate a small effect with no practically significant 

relationship. 

 Values of approximately 0.3 indicates a medium, practically visible relationship, and  

 Values of approximately 0.5 indicate a large, practically significant relationship. 

Sig. (2-tailed) denoted as p, indicates the practically significance of relationship whereas 

p < 0.05 indicates a statistically significant relationship. 
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Table 4.18: Spearman rho and Sig. (2-tailed) 

 Variables  Spearman's Correlation  
Sig. (2-tailed) 

Talent management                0.35**  0.001 

Communication                0.49***  0.000 

Pay and benefits                0.58***  0.000 

Performance and appraisal                0.39**  0.000 

Feeling value and involved                0.62***  0.000 

Training, development and career                0.53***  0.000 

Job satisfaction                0.70***  0.000 

Management                0.43***   0.000 

Cooperation                0.54***  0.000 

Colleagues                0.40**  0.000 

Stress and work pressure              (0.20) * 0.077 

Health and safety                0.48***  0.000 

Equal opportunities                0.65***  0.000 

* small effect with no practical significant relationship 

** medium, practical visible relationship 
*** large, practical significant relationship. 
 

From the results in Table 4.18 it is evident that a total of nine variables (communication; 

pay and benefits; feeling value and involved; training, development and career; job 

satisfaction; management; cooperation; health and safety; equal opportunities) have a 

significant relationship with employee engagement. Job Satisfaction has the highest 

correlation with employee engagement (r=0.70, p<0.05). The remaining eight variables 

(in order pertaining to value of correlation) indicating a significant relationship with 

employee engagement include equal opportunities (r=0.65, p<0.05), feeling value and 

involved (r=0.62, p<0.05) pay and benefits (r=0.58, p<0.05), training, development and 

career (r=0.53, p<0.05), cooperation (r=0.54, p<0.05), communication (r=0.49, p<0.05), 

health and safety (r=0.48, p<0.05) and management (r=0.43, p<0.05). 

Three variables indicate a medium relationship with employee engagement, these 

variables include talent management (r=0.35, p<0.05), performance and appraisal 

(r=0.39, p<0.05) and colleagues (r=0.40, p<0.05).  

Stress and work pressure has a correlation coefficient of -0.20 and p-value of 0.077, 

making it the construct least correlated with employee engagement. 
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4.5.2 Multiple regression 

In order to determine if employee engagement can be predicted by talent management, 

communication, pay and benefits, performance and appraisal, feeling valued and 

involved, training, development and career, job satisfaction, management, cooperation, 

colleagues, stress and work pressure, health and safety, and equal opportunities, 

standard multiple regression was utilized. The results of the multiple regression with 

employee engagement as the dependent variable are portrayed in Table 4.19. 

Table 4.19: Multiple regression results (beta coefficient for the sample with 
employee engagement as dependent variable, excluding talent 
management) 

Coefficientsa 

Model 

Unstandardi
zed 

Coefficients 

Standardi
zed 

Coefficien
ts 

t Sig. 

Collinearity 
Statistics 

B 
Std. 

Error Beta 
Toleran

ce VIF 

(Constant) 0.55 0.41   1.35 0.18     

Communication 0.12 0.07 0.16 1.75 0.08 0.56 1.78 

Pay and benefits 0.19 0.06 0.31 3.23 0.00 0.47 2.13 

Performance and  appraisal -0.02 0.06 -0.03 -
0.28 

0.78 0.46 2.17 

Feeling value and involved -0.04 0.12 -0.05 -
0.34 

0.73 0.18 5.48 

Training, development and 
career 

-0.10 0.09 -0.13 -
1.09 

0.28 0.33 3.00 

Job satisfaction 0.36 0.08 0.46 4.43 0.00 0.41 2.43 

Management -0.02 0.08 -0.03 -
0.26 

0.79 0.34 2.95 

Cooperation 0.05 0.08 0.07 0.69 0.50 0.39 2.57 

Colleagues 0.11 0.07 0.12 1.57 0.12 0.75 1.34 

Stress and work pressure 0.09 0.06 0.11 1.41 0.16 0.73 1.37 

Health and safety 0.01 0.11 0.00 0.04 0.97 0.41 2.43 

Equal opportunities 0.23 0.15 0.22 1.54 0.13 0.22 4.61 
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When analysing Table 4.19 it is evident that communication, pay and benefits, and job 

satisfaction can be included as the critical drivers of employee engagement. Furthermore, 

the unstandardized beta coefficients for these factors are positive, indicating a positive 

relationship between communication and employee engagement, pay and benefits and 

employee engagement, as well as job satisfaction and employee engagement.  

Table 4.20: Multiple regression results (beta coefficient for the sample with 
employee engagement as dependent variable, including talent 
management) 

Coefficientsa 

Model 

Unstandardi
zed 

Coefficients 

Standardi
zed 

Coefficien
ts 

t Sig. 

Collinearity 
Statistics 

B 
Std. 

Error Beta 
Toleran

ce VIF 

(Constant) 0.24 0.40   0.59 0.56     

Communication 0.13 0.06 0.17 2.04 0.05 0.56 1.80 

Pay and benefits 0.18 0.06 0.30 3.25 0.00 0.47 2.13 

Performance and  appraisal -0.03 0.05 -0.05 -
0.49 

0.63 0.46 2.18 

Feeling value and involved -0.06 0.12 -0.08 -
0.52 

0.61 0.19 5.42 

Training, development and 
career 

-0.11 0.09 -0.14 -
1.25 

0.22 0.33 3.02 

Job satisfaction 0.34 0.08 0.44 4.44 0.00 0.41 2.44 

Management -0.02 0.07 -0.03 -
0.29 

0.78 0.34 2.94 

Cooperation 0.07 0.07 0.10 0.97 0.34 0.40 2.53 

Colleagues 0.10 0.07 0.11 1.44 0.15 0.72 1.39 

Stress and work pressure 0.03 0.06 0.04 0.47 0.64 0.65 1.54 

Health and safety 0.02 0.10 0.02 0.22 0.83 0.42 2.41 

Equal opportunities 0.20 0.14 0.19 1.40 0.17 0.22 4.55 

Talent management 0.18 0.07 0.20 2.74 0.01 0.78 1.28 

 

From the results in Table 4.20, it can be deduced that talent management can be included 

as a driver of employee engagement. The unstandardized beta coefficient is positive, 
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which indicates a positive relationship between talent management and employee 

engagement. From this, it is deduced that one unit increase in talent management equals 

a 0.18 increase in employee engagement. The amended report did not affect the top 

drivers of employee engagement, since communication, pay and benefits and job 

satisfaction together with talent management are the top drivers of employee 

engagement but not all four (4) drivers lead to the same effect, since: 

 The correlation between communication and employee engagement is 0.17, which 

indicates there is only a small effect, with no practical significant relationship between 

the correlations. It is deducted that one unit increase in communication equals to 0.13 

increase in employee engagement. 

 The correlation between pay and benefits and employee engagement is 0.30 which 

leads to a medium, practical visible relationship between the correlations. One unit 

increase in pay and benefits equals 0.18 increase in employee engagement. 

 The correlation between job satisfaction and employee engagement (0.44) has the 

highest effect and signifies a practically significant relationship between the 

correlations. One unit increase in job satisfaction equals 0.34 increase in employee 

engagement, which is additional evidence of the significant relationship between 

these two variables. 

 The correlation between talent management and employee engagement is 0.20, 

indicating a small effect with no practically significant relationship. From this, it is 

deduced that one unit increase in talent management equals a 0.18 increase in 

employee engagement.   

4.5.3 Model summary 

Table 4.21 provides a model summary of all the relevant predictors. In this table it is 

shown that the R-square value is high, which indicates that 74% of the variance of 

employee engagement are declared in this model. The high correlation of 0.86 as could 

be the cause of the high R-square value. 
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Table 4.21: Model summary 

Model summaryb 

Model R R-Square Adjusted R-Square 
Std. Error of the 

Estimate 

1 0.86a 0.74 0.69 0.38 

a. Predictors: (Constant); Talent management; Colleagues; Communication; Stress 
and work pressure; Pay and benefits; Health and safety; Management; Job 
satisfaction; Cooperation; Performance and appraisal; Training, development and 
career; Equal opportunities; Feeling valued and involved. 

b. Dependent Variable: Employee engagement 

 

4.6 SUMMARY 

This chapter reported on the results of the research findings and also provided a short 

discussion of the obtained results. With an overall mean of 3.83 (Table 4.2), it is evident 

that the employee engagement level at the company is satisfactory. Communication, pay 

and benefits, and job satisfaction were identified as the top drivers of employee 

engagement. Lastly, it was conclude that there is a correlation between talent 

management and employee engagement, therefore talent management can be seen as 

a driver of employee engagement, but it does not have a significant impact on employee 

engagement. 

In Chapter 5, final conclusions and recommendations are discussed. 
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CHAPTER 5 

OVERVIEW, CONCLUSIONS AND RECOMMENDATIONS 

5.1 INTRODUCTION 

The purpose of this study was to conduct quantitative research within a division of South 

African company specializing in vehicle sales to investigate talent management and to 

determine the impact talent management has on employee engagement. Certain 

objectives were derived to achieve the purpose of the study. The literature review 

conducted in Chapter 2 addressed the elements of employee engagement and talent 

management. Chapter 3 outlined the research methodology and Chapter 4 encompassed 

the results of the quantitative data analysis.  

Chapter 5 provides an overview of the study. In this chapter, the contribution of the study 

is highlighted according to the objectives set in Chapter 1 (par. 1.4), recommendations 

are made and conclusions are drawn. An abbreviated synopsis of Chapter 5 pertaining 

to the main sections that are to be discussed in this chapter is outlined in Figure 5.1 below. 

 

Figure 5.1: Chapter 5 abbreviated synopsis 
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5.2 OVERVIEW OF THE STUDY 

A business’s human capital is seen as the most valuable asset within a company as their 

employees are the one factor that cannot be duplicated by their competitors (Anitha, 

2014:309). This study argued that talented employees enhance the level of employee 

engagement within a business, resulting in a competitive advantage. 

Even though employee engagement was first conceptualized in 1990 by William Khan as 

the manner in which employees view their work roles, and how these employees express 

themselves physically, cognitively, and emotionally during role performances (Khan, 

1990:694), the term employee engagement has evolved over the last three decades. 

Although there is no consistency in the exact definition of employee engagement as it is 

operationalized in various constructs (Gagné, 2014:42), it is evident from the literature 

that commitment and performance arise as the two most encountered constructs 

underpinning employee engagement. 

Employee engagement has been defined as the degree to which employees feel involved, 

committed, passionate and empowered within a business (Mone & London, 2010:17). 

Furthermore, Gallup (2016) states employee engagement pertains to an employee’s 

enthusiasm and commitment to their work, the workplace and its values. McCarthy 

(2014:1) is also of the opinion that engagement is the degree to which an employee is 

committed to their business and the impact their level of commitment has on the 

achievement of not only their personal goals but also the business’s goals.  

Chapter 2 focused on employee engagement and talent management and how these two 

aspects can contribute to the establishment of a competitive advantage in the 

marketplace. Furthermore, the relationship between employee engagement and the 

concepts of business commitment (par 2.2.1), business citizenship behaviour (par 2.2.2), 

job satisfaction (par 2.2.3) and job involvement (par 2.2.4) was discussed. The 

importance and challenges of employee engagement were outlined in terms of a 

business’ competitive advantage (par 2.2.5.1), retention and the war for talent (par 

2.2.5.2), popular appeal of employee engagement (par 2.2.5.3, and overwhelming impact 

of employee engagement (par 2.2.5.4). Certain business outcomes influencing employee 

engagement were derived, pertaining to customer loyalty (par 2.2.6.1), employee 

retention (par 2.2.6.2), employee productivity (par 2.2.6.3), advocacy of the business (par 

2.2.6.4), managing self-efficacy (par 2.2.6.5), business performance (par 2.2.6.6), bottom 
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line profit (par 2.2.6.7) and successful business change (par 2.2.6.8). Chapter 2 also 

focused on the drivers of employee engagement, which entail communication (par 

2.2.7.1), pay and benefits (par 2.2.7.2), performance and appraisal (par 2.2.7.3), feeling 

valued and involved (par 2.2.7.4), training, development and career (par 2.2.7.5), job 

satisfaction (par 2.2.7.6), management (par 2.2.7.7), cooperation (par 2.2.7.8), 

colleagues (par 2.2.7.9), stress and work pressure (par 2.2.7.10), health and safety (par 

2.2.7.11), equal opportunities and fair treatment (par 2.2.7.12). On the opposite side of 

employee engagement lies disengagement (par 2.2.8), which are employees who are 

indifferent or emotionally disconnected from the business and frequently display higher 

levels of absenteeism and poor performance (Branham, 2012:4). 

In order to improve engagement levels, the employee engagement survey was discussed 

as a measurement tool as well as the importance of an overall engagement strategy was 

discussed (par 2.2.9). Chapter 2 further elaborates on talent management (par 2.3), which 

is seen as a core group of leaders, technical experts and key contributors who can drive 

a business to achieve greater success (Phillips, 2014: 17). The study revealed that the 

concept of talent management encompasses the management of the supply, demand 

and flow of talent through human capital processes. In order to develop a talent 

management process, the four approaches to talent management (par 2.3.1) were 

discussed. Furthermore, the different components responsible for the operationalizing of 

talent management in business were discussed. These components consist of retention 

(par 2.3.2.1), rewards and recognition programmes (par 2.3.2.2), development 

opportunities (par 2.3.2.3), employer of choice (par 2.3.2.4) and work-life balance (par 

2.3.2.5). 

Chapter 2 concluded with an overview of the link between employee engagement and 

talent management (par 2.4) and the importance of having a clear and concise strategy 

consisting of validated tools, consistent processes and tracking systems in order to 

recruit, position and engagement a business human capital talent were highlighted. 

The questionnaires used for this study were based on the literature study conducted in 

Chapter 2. The primary goal of this study was to investigate talent management and 

determine the impact it has on employee engagement within a division of a South African 

company specializing in car sales. 
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Certain secondary objectives were formulated to achieve the primary goal of this study. 

These secondary objectives entailed: 

 determining the nature of employee engagement and talent management; 

 measuring the level of employee engagement; 

 identifying the critical drivers of employee engagement; and 

 determining whether talent management can be regarded as a driver of employee 

engagement. 

With regard to the research methodology in Chapter 3, this study consisted of an empirical 

investigation to solve the research problem as specified in Chapter 1. 

Quantitative research methods were used and the research instrument was designed 

from literature to investigate talent management and to determine the impact thereof on 

employee engagement. Quantitative data were collected by using an internet-based 

survey in the form of a self-administered questionnaire. The questionnaire consisted of 

three sections. Section A: Demographic profiles, Section B: Talent management 

questionnaire and Section C: Employee engagement survey. The target population for 

this study included all junior, middle, senior and top management at a division of a 

prominent South African Company specializing in vehicle sales. 

A total of 120 respondents were identified to take part in the census, of which 82 usable 

responses were received, which constitutes a usable response rate of 68.3%. The 

statistical consultation services of the North-West University assisted with the data entry, 

tabulation and statistical analysis. 

The following sections discusses the key conclusions and recommendations relating to 

the secondary objectives. 

5.3 CONCLUSIONS PERTAINING TO EACH SECONDARY OBJECTIVE 

5.3.1 Objective 1:  To determine the nature of employee engagement and 

talent management 

This objective has been achieved by means of a thorough in-depth discussion of the 

literature in Chapter 2. From the analysis of the literature, it was found that employee 

engagement is a complex concept, with little or no consensus about its definition between 



81 

various researchers. Despite the different views about employee engagement, it was 

possible to identify certain reciprocated themes to construct a workable definition 

applicable to this study. Therefore, for the purpose of this study, employee engagement 

is defined as the commitment that employees show within their business environment in 

order to achieve maximum business results. 

In terms of talent management, is was discovered that despite the difficulty in finding a 

universal agreed upon description thereof, it mainly encompasses the management of 

the supply, demand and flow of talent through human capital processes in the business. 

Although talent management is not seen in literature as a driver for employee 

engagement, it was further discovered that employee engagement positively impacts on 

employee productivity and the retention of talent, and therefore employee engagement 

efforts should be integrated with aspects of talent management to ensure effective 

employee engagement strategies. 

5.3.2 Objective 2: Measure the level of employee engagement 

In order to measure the level of employee engagement, reference was made to Table 

4.2. In this table, the mean score for employee engagement (3.83) indicates that the 

respondents are positive towards employee engagement. It is therefore argued that there 

is employee engagement within the business, but improvement is required to ensure 

employees become more engaged. Furthermore, the total standard deviation of 0.67 is 

concentrated around the mean, which results in a narrower bell shaped distribution, which 

enforces the conclusion that there is a universal sense of employee engagement among 

the respondents of the business. 

5.3.3 Objective 3: Identify the critical drivers of employee engagement 

Although there are various drivers of employee engagement in literature, the findings in 

this study show that the critical drivers of employee engagement applicable the context 

of this study included communication, pay and benefits and job satisfaction (Table 4.19). 

Is therefore necessary for the company to focus on these drivers for them to enhance the 

employee engagement among the employees in the company. 
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5.3.4 Objective 4: Determine whether talent management can be regarded 

as a driver of employee engagement 

Talent management can be included as a driver of employee engagement (Table 4.20), 

since a positive relationship exists between talent management and employee 

engagement. From the research it is evident that not all drivers create the same impact, 

since all the drivers, as well as talent management included in this study showed different 

correlations with employee engagement (Tables 4.19 and 4.20). 

5.4 RECOMMENDATIONS 

The following recommendations are made based on the secondary objectives in order to 

achieve the purpose of the study. 

5.4.1 Objective 1:  To determine the nature of employee engagement and 

talent management 

Employee engagement and talent management are concepts that should be defined 

more explicitly in literature in terms a universally accepted description that could be made 

applicable in different contexts. It is also recommended that the impact of talent 

management on employee engagement should be tested in other contexts to confirm the 

results of this study that talent management can be used as a driver of employee 

engagement. This confirmation would ultimately lead to literature adaptations in terms of 

the list of drivers of employee engagement. 

5.4.2 Objective 2: Measure the level of employee engagement 

Even though managerial employees within the business appear to be engaged, more 

focus should be given to the improvement of employee engagement within the respective 

business. This can be achieved by focusing on the critical drivers as concluded in Chapter 

4 (to be discussed as part of the recommendations for objective 2). 

In addition to focusing on the critical drivers, attention should also be given to the 

individual items that increase the overall engagement level as per the employee 

engagement questionnaire. 

Since 28% of the respondents indicated that they neither agree nor disagree with the 

statement that there is alignment between their and the organization’s values, it is 
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recommended that the values of the business are communicated to all employees. 

Management should be the enforcers of these values, as employees will get despondent 

if it is only espoused values. It is therefore not only important to define and communicate 

these values, but there should also be measurement to assess the extent to which the 

values are adhered to in the company. 

Furthermore, seeing that 59.3% of employees did not undergo a formal performance 

appraisal in the past 12 months, it is recommended that the company investigate the 

reason for non-conformance, to ensure performance appraisals are done. According to 

Ahmad (2015:1), it is of imperative value to organizations to conduct performance 

appraisals as this can contribute to higher employee engagement scores among 

employees. 

In addition to performance appraisals, more than 50% of respondents indicated that they 

do not have a personal development plan (PDP), along with the majority of employees 

(61.7%) who plan to stay at the business for the foreseeable future. It will be of imperative 

value to the company to start implementing PDPs for their managerial employees, as a 

PDP is an action plan providing a long-term view of an employee’s career, which will 

assist the business in obtaining a complete picture of an employee’s career path 

(Reitman, 2013:6). 

5.4.3 Objective 3: Identify the critical drivers of employee engagement  

In order to improve employee engagement within the company significantly, attention 

should be given to the critical drivers of employee engagement as identified in Chapter 4, 

which include job satisfaction, communication, and pay and benefits. Managers 

overseeing these critical drivers should devise plans to enhance these drivers to enhance 

employee engagement. 

5.4.3.1 Job satisfaction as employee engagement driver 

Literature and previous studies have confirmed that satisfied employees demonstrate 

higher levels of performance, which in turn create an increase in the financial performance 

of the company (Seppala & Cameron, 2015). In today’s highly competitive market (with 

specific reference to vehicle sales), it is important for the company to develop sound 

strategies regarding their human capital. According to Dobre (2013:53), human capital is 

a business greatest asset and needs to form part of the overall business strategy, 
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because if employees are not satisfied with their job or motivated to fulfil their roles and 

responsibilities, the company will be able to attain success. 

The following recommendations are made in order to increase job satisfaction: 

 Provide employees with more variety in their work to counter boredom at work, since 

a monotonous environment lacks stimuli, which in turn leads to employees tendering 

reduced activity (Grandjean, 2002:117). 

 Increase communication efforts between management and employees. Even though 

the leaders of a business spend a lot of time interacting with their subordinates, 

communication efforts need to be perceived as supportive, open and honest in order 

to contribute towards job satisfaction (Gamble & Gamble, 2013:406). 

 Ensure that employees adhere to the value system. 

 Lastly, it is recommended that every manager completes a job satisfaction survey to 

assess the general satisfaction of employees and to find unique opportunities to 

increase job satisfaction for the specific business environment. 

5.4.3.2 Pay and benefits as employee engagement driver 

Even though pay and benefits are fundamental to the conduct and performance of 

employees, businesses tend to overlook these concepts as it is seen as difficult area to 

manager (Banfield & Kay, 2012:310). 

The mean of 2.91 for pay and benefits as a driver of employee engagement seem to 

indicate that employees are not satisfied with their current pay. It is therefore 

recommended that the business consider implementing a remuneration committee 

responsible for overseeing this function. This committee can serve an advisory role to 

ensure that employees are remunerated fairly in terms of experience, qualification and 

tenure.  

5.4.3.3 Communication as employee engagement driver 

According to Bridger (2014:216), two-way communication is an important driver of 

employee engagement. Employees feel more positive to engage in conversations with 

their managers regarding the aspects that are important to them at work, instead of the 

manager making assumptions on their behalf (Bridger, 2014:216). It is therefore 
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recommended that all managers are equipped with sound communication skills, by 

means of formal training opportunities. 

5.4.4 Objective 4:  Determine whether talent management can be regarded 

as a driver of employee engagement  

It was found that although talent management can be included as a driver of employee 

engagement, at this stage it only has a small effect on employee engagement. Currently, 

the company has an extensive talent management programme with the aim to attract and 

retain the most talented people, but it does not necessarily mean these candidates will 

automatically be engaged when they start working at the company. It is therefore 

recommended that all recommendation made in this study be implemented to ensure the 

retention of the new appointees and enhanced employee engagement. 

5.5 LIMITATIONS OF THE STUDY 

Limitations of this study were identified as follows:  

 Due to the small sample size, the results cannot be generalized to other businesses 

operating in similar or different industries. Replication of this study is therefore 

required within other contexts. 

 In addition to the small sample size, the results can also not be generalized to the 

holding company of which the business forms part. 

 The study only included employees from junior, middle and senior management within 

the respective business. 

 Many respondents came from different departments  different departments within the 

same business might have different opinions.  

 No other studies relating to this topic have been done in a South African context, which 

limited the amount of available literature and benchmarking of findings. 

5.6 RECOMMENDATIONS FOR FUTURE RESEARCH 

The following recommendations for future research are identified: 

 A bigger sample size should be used in future research. 
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 Future research could include a sample of managers employed at other divisions 

within the same holdings company. 

 The research study can be expanded by including all employees at the company. 

5.7 SUMMARY   

This chapter concludes by addressing the secondary objectives, conclusions, 

recommendations, limitations and recommended future research. 

Business are constantly evolving to adapt to the competitive environment, hence it is 

crucial for businesses to possess human capital that is not only engaged but also 

talented. Employee engagement levels can therefore increase if the company focus on 

all the drivers of employee engagement (including talent management), and especially 

the three critical drivers identified, namely job satisfaction, pay and benefits as well as 

communication. 
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ANNEXURE A 

QUESTIONNAIRE 

Section A: Response format and measurement scales for demographics 

Gender Male 

  Female 

Age Less Than 26 Years 

  26 - 30 

  31 - 35 

  36 - 40 

  41 -45 

  46 - 50 

  51 + 

Race African 

  Coloured 

  Indian 

  White 

  Total 

Marital Status Single 

  Married 

  Widow (Er) 

  Divorced 

  Cohabitate 

  Other 

Home Language Afrikaans 

  English 

  Ndebele 

  Northen Sotho 

  Sotho 

  Tsonga 

  Tswana 

  Venda 

  Xhosa 

  Zulu 

Highest Qualification Less Than Grade 12 

  Grade 12 

  
Higher Certifcate / Advance National 
Certificate 

  Diploma 

  Degree 

Job Title Branch Manager 

  Call Centre Manager 

  Controller 

  Executive 
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  F&I Manager 

  IT Manager 

  Operator 

  Recon Manager 

  Regional Manager 

  Supervisor 

  Wholesale Manager 

Department Call Centre 

  Finance 

  Financial And Insurance 

  It 

  Marketing 

  Recon/Workshop Centre 

  Sales 

  Wholesale 

  Other 

Region of department Gauteng - Head Office 

  Gauteng East 

  Gauteng North 

  Gauteng West 

  Eastern Cape 

  Limpopo 

  Western Cape 

  Kwazulu Natal 

Management level Junior Management 

  Middle Management 

  Senior Manamgement 

  Other 

Number of sub-ordinates None 

  1 – 5 

  6 - 1o 

  15-Nov 

  25 + 

Length of service at organisation Less Than 1 Year 

  1 - 2 Years 

  3 - 4 Years 

  5 - 6 Years 

  7 - 8 Years 

  9 + Years 

Years’ experience in occupation Less Than 2 Years 

  2 - 5 Years 

  6 - 10 Years 

  More Than 10 Years 
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Section B: Talent Management 

"Please indicate your answers to these statements on a rating scale of 1 - 5 ranging from 

Strongly Agree, Agree, Undecided, Disagree and Strongly Disagree respectively, by ticking 

appropriately, 

the number that best represents your opinion." 

Statement Strongly 

Disagree 

Strongly  

Agree 

Rewarding exceptional performance will reduce turnover 

intentions of top talent 

1 5 

Recognition programs will reduce turnover rates 1 5 

Harmonious working relationships can help me to 

identify with the organization 

1 5 

Development opportunities will enhance the 

organisation's reputation as an employer of choice 

1 5 

Work/Life balance can decrease the amount of voluntary 

resignations of top talent 

1 5 
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Section C: Engagement 

The following questions ask how you feel about working here and about the job you do. 

There are no right or wrong answers. Please work through this section quickly and 

indicate how far you agree or disagree with each statement 

 

Strongly 
disagree 

Disagree 
Neither 

agree nor 
disagree 

Agree 
Strongly 

Agree 

Communication 

People are kept informed 
when changes occur in this 
organisation    

1 2 3 4 5 

The information I need to 
do my job is readily 
available    

1 2 3 4 5 

The ‘grapevine’ is the most 
effective communication 
channel around here    

1 2 3 4 5 

This organisation provides 
useful feedback regarding 
management decisions    

1 2 3 4 5 

Pay and Benefits 

Good performance is 
rewarded fairly here    

1 2 3 4 5 

I am rewarded fairly in view 
of my experience    

1 2 3 4 5 

I am satisfied with my pay    1 2 3 4 5 

Performance and Appraisal 

I am given regular 
feedback on my 
performance by my 
manager    

1 2 3 4 5 

My manager takes 
performance appraisal 
seriously    

1 2 3 4 5 

Feeling valued and involved 

I feel involved in decisions 
that affect my work    

1 2 3 4 5 

Managers here are keen to 
get employee views on key 
decisions    

1 2 3 4 5 
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Strongly 
disagree 

Disagree 
Neither 

agree nor 
disagree 

Agree 
Strongly 

Agree 

I get the opportunity to 
develop new and better 
ways of doing my job    

1 2 3 4 5 

I feel valued by senior 
management    

1 2 3 4 5 

Good suggestions from 
employees tend to get 
ignored here    

1 2 3 4 5 

I feel able to voice my 
ideas and opinions    

1 2 3 4 5 

This organisation is 
concerned about my health 
and well-being    

1 2 3 4 5 

I am treated with dignity 
here    

1 2 3 4 5 

This organisation has 
procedures that ensure 
decisions affecting 
employees are consistent    

1 2 3 4 5 

This organisation takes into 
account the concerns of 
employees when making 
decisions    

1 2 3 4 5 

Your training, development and career 

I am encouraged to 
develop new skills    

1 2 3 4 5 

My line manager takes 
employees development 
seriously    

1 2 3 4 5 

I am able to get time off 
work for training    

1 2 3 4 5 

I have many opportunities 
for training    

1 2 3 4 5 

I am given adequate 
training to do my current 
job    

1 2 3 4 5 

My training needs are 
regularly discussed    

1 2 3 4 5 



105 

 

Strongly 
disagree 

Disagree 
Neither 

agree nor 
disagree 

Agree 
Strongly 

Agree 

I feel I have equal access 
to training and 
development opportunities    

1 2 3 4 5 

This organisation actively 
supports my continuing 
professional development    

1 2 3 4 5 

Job satisfaction 

There is a lot of variety in 
my job    

1 2 3 4 5 

I do interesting and 
challenging work    

1 2 3 4 5 

I get a feeling of 
accomplishment from my 
job    

1 2 3 4 5 

I find real enjoyment in my 
job    

1 2 3 4 5 

I am seldom bored with my 
job    

1 2 3 4 5 

Most days I am 
enthusiastic about my job    

1 2 3 4 5 

Overall, I am satisfied with 
my job    

1 2 3 4 5 

Commitment and engagement 

I speak highly of this 
organisation to my friends    

1 2 3 4 5 

I would be happy for my 
family and friends to use 
this organisation’s 
products/services    

1 2 3 4 5 

This organisation is known 
as a good employer    

1 2 3 4 5 

This organisation has a 
good reputation generally    

1 2 3 4 5 

I am proud to tell others 
that I am a part of this 
organisation    

1 2 3 4 5 

This organisation really 
inspires the very best in me 
in the way of job 
performance    

1 2 3 4 5 
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Strongly 
disagree 

Disagree 
Neither 

agree nor 
disagree 

Agree 
Strongly 

Agree 

I find that my values and 
the organisation’s are very 
similar    

1 2 3 4 5 

I always do more than is 
actually required    

1 2 3 4 5 

I try to help others in this 
organisation whenever I 
can    

1 2 3 4 5 

I try to keep abreast of 
current developments in 
my area    

1 2 3 4 5 

I volunteer for things 
outside my job that 
contribute to the 
organisation’s objectives    

1 2 3 4 5 

I frequently make 
suggestions to improve the 
work of my team/ 
department/service    

1 2 3 4 5 

Management 

My immediate manager is 
sensitive to work/life issues    

1 2 3 4 5 

My immediate manager 
lets me know how I am 
doing    

1 2 3 4 5 

I have a good working 
relationship with my 
immediate manager    

1 2 3 4 5 

My immediate manager 
supports me when things 
go wrong    

1 2 3 4 5 

Co-operation 

Unions and management 
work well together    

1 2 3 4 5 

Managers and employees 
work well together to solve 
problems    

1 2 3 4 5 

Co-operation between 
departments is good in this 
organisation    

1 2 3 4 5 
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Strongly 
disagree 

Disagree 
Neither 

agree nor 
disagree 

Agree 
Strongly 

Agree 

Colleagues 

I am treated with respect 
by the employees I work 
with    

1 2 3 4 5 

I do not feel part of an 
efficient team    

1 2 3 4 5 

I have a good working 
relationship with my work 
colleagues    

1 2 3 4 5 

My colleagues can be 
relied upon when things 
get difficult in my job    

1 2 3 4 5 

Stress and work pressure 

I often feel I am under too 
much work pressure    

1 2 3 4 5 

The demands of the job 
seriously interfere with my 
private life    

1 2 3 4 5 

I have felt under constant 
strain recently    

1 2 3 4 5 

I have recently been losing 
sleep over my work 
problems    

1 2 3 4 5 

I sometimes feel 
overwhelmed by the pace 
of change here    

1 2 3 4 5 

The pace of change is too 
fast here    

1 2 3 4 5 

I feel emotionally drained 
by my work    

1 2 3 4 5 

I feel burned out by my 
work    

1 2 3 4 5 

I am confident in my ability 
to cope with work pressure  

1 2 3 4 5 

Training 

How many days have you 
spent on formal, off-the-job 
training and development 
in the last 12 months? 

 
days 
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Strongly 
disagree 

Disagree 
Neither 

agree nor 
disagree 

Agree 
Strongly 

Agree 

Have you had a formal 
performance 
appraisal/review in the last 
12 months? 

Yes No 
   

Do you have a Personal 
Development Plan (PDP)? 

Yes No 
   

How do you view your 
access to less formal 
development opportunities 
(e.g. secondments, 
coaching, multidisciplinary 
group working, special 
projects)? 

Excellent Good  Adequate Poor Non-
existent 

Health and safety 

Have you had any 
accidents or injuries at 
work (including minor 
ones) in the past 12 
months? 

Yes No 
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How satisfied are you with the following? Please indicate how satisfied or dissatisfied 
you are with each statement 

 

 
Very Dis-
satisfied 

Dis-
satisfied 

Neither 
Satisfied 
nor dis-
satisfied 

Satis-
fied 

Very 
Satis-
fied 

Your physical working 
environment   

1 2 3 4 5 

Health and safety training 
in this organisation   

1 2 3 4 5 

The cleanliness of the 
working environment   

1 2 3 4 5 

Your access to employee 
counselling   

1 2 3 4 5 

Your manager’s attitude to 
health and safety issues   

1 2 3 4 5 

The quality of the 
equipment you use in your 
job   

1 2 3 4 5 

Your access to 
Occupational Health 
Services (excluding 
counselling)   

1 2 3 4 5 

Security in your workplace   1 2 3 4 5 
 

To what extent do you agree or disagree with the following statements about equal 
opportunities in this organisation? Please indicate how far you agree or disagree with 
each statement 

Equal Opportunities 
 

 
Strongly 
disagree 

Disagree 
Neither 
agree nor 
disagree 

Agree 
Strongly 
Agree 

People in this organisation 
with family commitments 
have equal career 
opportunities   

1 2 3 4 5 

This organisation actively 
promotes flexible working 
arrangements for its 
employees   

1 2 3 4 5 

This organisation provides 
good support for 
employees with family 
responsibilities   

1 2 3 4 5 
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Strongly 
disagree 

Disagree 
Neither 
agree nor 
disagree 

Agree 
Strongly 
Agree 

This organisation provides 
a service to 
customers/clients that is 
free from discrimination   

1 2 3 4 5 

My work environment is 
free from bullying and 
harassment   

1 2 3 4 5 

I am confident that 
effective action will be 
taken to tackle racial 
harassment when it occurs   

1 2 3 4 5 

Racial harassment is 
decreasing here   

1 2 3 4 5 

Facilities for disabled 
employees are poor in this 
organisation   

1 2 3 4 5 

This organisation makes its 
positive commitment to 
Equal Opportunities clear   

1 2 3 4 5 

I feel I have a fair chance 
to apply for internal 
vacancies here   

1 2 3 4 5 

This organisation is slow to 
deal with cases of 
discrimination   

1 2 3 4 5 

This organisation is a 
‘family-friendly’ employer   

1 2 3 4 5 

This organisation is good 
at supporting disabled 
employees   

1 2 3 4 5 

I feel that I am fairly treated 
here   

1 2 3 4 5 

The work environment is 
free from racial 
discrimination   

1 2 3 4 5 

Men and women have the 
same chance of doing well 
in the organisation   

1 2 3 4 5 

To be accepted here, your 
face has to fit   

1 2 3 4 5 
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Strongly 
disagree 

Disagree 
Neither 
agree nor 
disagree 

Agree 
Strongly 
Agree 

My work environment is 
free from sexual 
harassment   

1 2 3 4 5 

I am confident that this 
organisation will act upon 
any reported incident of 
employees harassment   

1 2 3 4 5 

Requests to change work 
patterns are received 
positively here   

1 2 3 4 5 

Access to career 
progression is not equal for 
all groups   

1 2 3 4 5 

 

During the past 12 months, 
have you personally 
experienced any incidents 
of harassment or violence 
at work? 

Yes No 
   

If no, please continue with 
Section E "Intention to stay 
or leave your current 
organisation" 

     

If yes, who did the 
harassing? (please tick all 
that apply) 

Colleague Line 
Manager 

Another 
Manager 

Clients Other - 
please 
specify 

Intention to stay or leave your current organisation 

Which of the following 
statements most reflect 
your current intentions? 

Plan to 
leave as 
soon as 
possible 

Likely to 
leave 
within the 
next year 

Likely to 
stay for at 
least 
another 
year 

Plan to stay for 
the foreseeable 
future 

Compared with two years 
ago, how does this 
organisation rate as a 
place to work? (please tick 
one box) 

Better The 
same 

Worse Don't 
know 

Not 
applicab
le 
(working 
less 
than two 
years) 
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ANNEXURE B: STATISTICAL CONSULSTATION SERVICES 
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ANNEXURE C: TECHINCAL EDITING 

 

 

 


