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ABSTRACT

El Masri, Nadine, Masters:

June: 2017, Master of Business Administration

Title:The lImpactofTalentManagementand Employee Recognitionon Employee
Performance: The Case of Research Institutionsin the State of Qatar.

Supervisor of Project: Abubakr Mohyeldin Tahir Suliman

The purpose of this project is to provide insight into talent management and employee
recognition variables, in an effort to understand if these Human Resources practices
are, in a way, implemented in the Research Institutions in Qatar. It also aims to
suggest the pathway to improve the current practices, if any, in order to enhance the
employee performance. The sample of the study consisted of 180 employees who

were randomly selected and surveyed using an online personalized questionnaire.

The results of empirical research uncover that talent management and employee
recognition can significantly affect the level of employee performance, as well
contributing to the organizational success and positioning. This study also found that
talent management and employee recognition are interrelated variables that affect
employee performance. Talent management and employee performance are seen as
strategic tools to implement strategic objectives and to enhance employees and

organization’s performance.

The study concludes with a set of recommendations for both HR practitioners and
managers working at the research institutions in Qatar. It calls upon them to assess
their current practices and initiatives in the areas of talent management and employee
recognition that they currently adopt to strive ways of improvement if needed as they

directly affect the employee performance.

Keywords: Performance Management (PM), Performance Appraisal (PA), Talent

Management (TM), Employee Recognition (ER), Employee Performance (EP).

viii



ACKNOWLEDGMENTS

Firstly, I would like to express my sincere gratitude to my advisor Professor Abubakr
Mohyeldin Tahir Suliman for the continuous support, his patience, motivation, and
immense knowledge. His guidance helped me in all the time of research and writing
of this thesis.

Besides my advisor, | would like to thank the rest of my thesis committee: the
Associate Dean for Research & Graduate Studies, Professor Belaid Aouni, and Dr.
Yaser Yassin, for their insightful comments and encouragement, but also for the
questions which incented me to improve my research paper from various perspectives.
Last but not the least; I would like to thank my family: my parents, two sisters, my
brother in law and husband for supporting me spiritually throughout my MBA journey

and my life in general.

Finally, I feel it is important to extend an apology to my sons for being absent two

days a week for the past three years.

viii



TABLE OF CONTENTS

ACKNOWLEDGMENTS ...ttt st sttt sbe et nee e iv
LIST OF TABLES ... .ottt b bttt sbe e e e sebesnbe s vii
LIST OF FIGURES ...ttt sttt see e s sebe s viii
1. CHAPTER ONE: INTRODUCTION ....ccciiiiiiiiiiieeieeeesee e 1
1.2 Statement of the ProbIem............oo i 4
1.3 RESEAICN ODJECHIVES .....oviivieie sttt sttt te e sreene e re e 5
1.4 Significance OF the STUAY ........ccooeiieiiii e 5
1.5 RESEAICN SIFUCTUIE........oiiiiiiiiite et 6
2. CHAPTER TWO: LITERATURE REVIEW .......cccooiiieee e 7
2.1 Performance Management definition and practice ..........c.ccoceveveivininicncne e 7
2.2 EMPIOYEe PerfOrManCe.......cocuiiiiiieee et re et 8
2.3 Employee Engagement and Employee ReCOgNItioN .........c.cccoovvvevciievicie e 9
2.4 Talent ManAgEIMENT ..........oiiiiieieieise ettt bbb 13
2.5 Performance Appraisal and its implications..........c..cccoveveie i 20
2.6 Traditional Appraisal (Feedback based PA) Versus Feedforward PA ....................... 23
3. CHAPTER THREE: RESEARCH METHODOLOGY .....ccoceiiiiiiiniieiee e 25
3.1 Conceptual MOGEL .......cocuveiiiieee e s 25
3.2 HYPOTNESES......eceee e 26
3.3 L ELeT Lol T =T o o SRR 26
3.4  Sample and Data CoOECHION ........ccccveiiiiieicce e 27
3.5 IMIBAISUIES ..ttt etttk b e bttt et n e nr e e e ne e 28
4. CHAPTER FOUR: RESEARCH FINDINGS AND DISCUSSION..........ccccocviviene. 30
4.1  Demographical RESUILS .........ccoviiiiiiieic e e 30
4.2 REIADIITY. ..o s 32
4.3 HYPOTNESES TESLING ...veeieeiiieie e e e e e 32
5. CHAPTER FIVE: CONCLUSION, RESEARCH LIMITS AND FUTURE
RESEARCH DIRECTIONS ... 40
51  Summary of FINAINGS ...occooiiiieieiecece e 40
5.2 CONCIUSIONS ...ttt bbbt 40
5.3  ReCOMMENUALIONS .......ooviiiiiiieiiiiie e 41
5.4 LIMITATIONS. ...t 42
55  FULUIE RESEAICH.......oiiiiiiiicce e 42

viii



REFERENGCES ... oo e 44

APPENDICES ..ottt 47
APPENTIX = AL SUINVEY ...ttt bbb 47
AppendiX — B: SPSS RESUILS ......ccviiicicecee et 53

viii



Table 1:

Table 2:

Table 3:

Table 4:

Table 5:

Table 6:

Table 7:

Table 8:

LIST OF TABLES

Demographical CharaCteriStiCS .........cvuieiiiiiiieiie i 29
Reliability test: Cronbach’s Alpha..........ccccoiviiiiiiini e 30
Correlation test between Talent Management and Employee Performance.....31

Regression test for EP to test global TM ..., 32
Correlation test between Employee Recognition and Employee Performance 33
Regression Analysis of EP and Global ER ... 33
Correlation test between Talent Management and Employee Recognition......34

Regression Analysis of EP, Global ER and Global TM ..........ccccoooviiiiiieiinnnee 35

viii



LIST OF FIGURES

Figure 1: Conceptual Model of Talent Management, Employee Recognition and

Employee Performance

viii



1. CHAPTER ONE: INTRODUCTION

The field of Human Resources (HR) has experienced a substantial transformation
and redefinition in recent years. It has shifted from a traditional administrative role,
responsible for personnel and transactional activities, to serving as a strategic
partner in an organization’s operations. HR can positively affect a wide range of
organizational activities, including budgeting, talent management, performance
management, succession planning, compensation, and social responsibility

programs.

This study will look into the talent management aspect of HR, which is an
extremely important part of the success of any organization, given its fundamental
function in appointing staff with adequate skills and experiences to fulfill the
organization's operational and managerial tasks. It will also look into the
performance management aspect of HR, an important activity that can add value
when well implemented and designed according to the unique context of the
organization. The performance appraisal, one aspect of performance management,
and the basis of reward and staff promotion, one factor of talent management, is
the fundamental basis of assessing workforce performance and of developing
adequate training and development programs in order to improve performance, as
well to recognize a high performing employee, promote them, and provide career
growth and salary increases. In addition, it will examine the employee recognition
concept, which can improves the performance management system and helps to
enhance value and deliver desirable outcomes. Additionally, such practice may
shape employees’ behavior and improve their performance, which will positively

affect the PM system in place. Performance appraisal, is also a fundamental tool



contribute to the supervisor's decision to promote and reward employees (Key

factor of TM), this study will also define PA practices.

1.1 Background

As organizations seek to gain a leading position in a fast growing competitive
marketplace, performance management and talent management have gained
increasing attention (Mensah, 2015). All organizations are progressively interested
in knowing the best practice that improves and optimizes the competencies of its
human resources in order to remain competitive. Unlike other concepts, a clear
definition of performance was agreed upon among researchers (Suliman, 2001).
Performance is defined as “those actions or behaviors that are relevant to the
organization's goals and that can be scaled, in terms of each individual's
proficiency” (Suliman, 2001). On the other hand, research on talent management
(TM) remains fragmented and undeveloped; the topic still needs a clear definition
(Sidani & Avriss, 2013). The lack of consistent definitions of TM as a term has
opened the door for many different interpretations of TM practice. In this study, we

refer to it as the science of strategic human resource planning.

Given its focus on employee, performance management (PM), similar to the
concept of TM is a tool to implement strategic initiatives and ensures the
development of the human resources (I11 & Ste-Onge, 2012). According to Suliman
2001, looking at the performance management from one angle cannot present a
best fit, and multidimensional scales must be used in order to better assess the
performance. The primary elements to evaluate performance are “work duties,
work skills, desire to work, job performance (Quality, quantity), and readiness to

innovate”. One additional important dimension, “work enthusiasm,” can be a key to


http://en.wikipedia.org/wiki/Strategic_human_resource_planning
http://en.wikipedia.org/wiki/Strategic_human_resource_planning

reach high performance (Suliman, 2001).

Given it is emotional and practical influence on the employee, employee
recognition can be seen as a form of positive feedback strengthening the
employee’s behavior, or highlighting the achievement of an objective or specific
task. It also enhances the employee’s satisfaction, motivation, and morale. In
addition, recognition and reward can positively affect the organization’s success, as
it enhances the employee’s performance. Nevertheless, it is critical to mention that
managers should know the best time and approach to provide feedback and

recognition, in order to endorse high levels of engagement (Mone, et al., 2011).

Most organizations recognize the importance of PA in order to assess its own
workforce and to achieve effectiveness. PA, or evaluation, is one step in the
performance management process and an interrelated factor between TM and ER,
which highlights the employee's job- related strengths and weaknesses. An
employee’s evaluation can be conducted in different ways: an employee can be
judged by his or her peers, direct supervisors, customers, technology, and even
through self-rating. Nonetheless, the generally adopted evaluation system is self-

appraisal and a direct-supervisor performance assessment (Suliman, 2001).

Most organizations recognize the importance of melding TM with business strategy
to achieve organizational excellence. They further acknowledge the importance of
implementing an adequate evaluation system, which ensures consistence and
transparency in assessing employees, designing appropriate training and
development programs, as well as recognizing an employee's effort and

determination in achieving individual, departmental, and organizational goals.

To build and sustain this excellence, three factors have to be taken into



consideration (Haghparast, et al., 2012) :

1. Recruiting process.

2. Development and reward plan for talented employees (based on the PA).

3. Retention of talented employees.
Nonprofit organizations do not differ greatly from for-profit organizations in terms
of the causes and effects of TM and PM practices. However, measuring
performance in a nonprofit organization, a research institution in specific, may
present further challenges. This is due to the difference in the set of properties and
indicators that deem whether a non-profit organization has been successful and
using its capital resources efficiently. Performance in the Research field is purely
based on outcome and human capital performance rather than financial indicators

such as Revenues, Return on Investment, Net Profit, etc...

1.2 Statement of the Problem

“The Lack of research combining talent management, employee recognition, and
its relationship and impact on employee performance in the non-profit sector,

specifically in Research Institutions operating in the State of Qatar.”

Even though, recent development and rapid expansion of economies globally,
contribute to the classification of talent resources as the primary and critical factor
in positioning nations and institutions in the global marketplace (Schuler, et al.,
2011), the definition of TM and ER is still fragmented and limited or even no
studies are available to highlight the relationship between TM and ER and how that
affects employee performance in the nonprofit sector, most of the studies focus on

the profit sectors as banking sectors or the public sectors.



1.3 Research Objectives

We begin with an overview of PM TM, ER and EP theories and practices in an
effort to examine the management literature related to the topics studied in this
research paper, and develop a conceptual model. We then convey an in-depth look
at research institutions, to explore their practices and understand how ER, TM and
PM theories are implemented in such environments, from managers, researchers
and staff point of view. Furthermore, we attempt to study the relationship between
TM and EP as well as ER and EP, in addition to highlight their impact on

employees’ performance.

1.4 Significance of the Study

This study defines PM, TM, ER and PA, as well, it highlights the factors that
contribute to building and sustaining a strong performance appraisal, which
assesses the employee, develops adequate training programs, and retains talent. It
combines the theories and literature of two Human Resources Management
practices that gained growing popularity. Research about the aforementioned
concepts revealed that limited studies investigated the relationship between TM,
ER and PM in the context of non-profit organization, as the focus was on private or
public sectors such as banks, companies and ministries. Thus, this paper will
contribute to previous research by presenting an extensive theoretical information
in the literature review, and investigates the relationship between TM and PM, as
well as ER and PM, with an effort to examine the level of association between PM,

TM and ER.

As for the literature review, it will present the theoretical information about this topic.



1.5 Research Structure

The study starts with Chapter one as an introduction to the study, which highlights
the importance of PM and TM practices in any organization. It also explores the
benefits of melding these HR activities with broader Organizational Strategy.
Chapter Two includes a comprehensive literature review of existing research that
will help define the concepts and understanding of the different factors contributing
and shaping ER and TM, with a close look into its related implementation in Qatar
and the Gulf Cooperation Council (GCC), as well identifying the drivers that
influence TM, EM and EP. Chapter Three includes the conceptual model, the
hypotheses to be tested, and the research design, consisting of the research
methodology, data collection methods. Chapter Four encloses the research findings
and discussion followed by a conclusion, limitations and future research in Chapter

Five.



2. CHAPTER TWO: LITERATURE REVIEW

This chapter presents an extensive review of previous research conducted on topics
related to this study. The literature review aims to provide an overview of similar
studies that highlight concepts, best practices, shapers and drivers, and their
implications. This chapter will be the basis of formulating the research question

and developing the conceptual model.

2.1 Performance Management definition and practice

Performance management is generally considered as one exercise among many
related to human resource management. However, PM is a very important practice
that can impact the organization effectiveness, as it aids management by assessing

the strengths and weaknesses of the organization's workforce.

Performance management is defined as a continuing communication process
between managers and the employees. This ongoing process serves to identify job
activities, link them to institutional goals, develop performance standards, provide
and receive feedback, appraise, and develop training plans, in order to improve and

sustain performance (Suliman, 2001).

According to Haines Il and St-Onge (2012), many performance management
systems lack efficiency, and research on the technicality of implementing PM

practice is much needed.

Haines 11l and St-Onge (2012), support the general proposition that an effective
performance management system should always be in line with specific practices

determined by a specific framework.



It is important to highlight that performance management training as well as
employee recognition improves the performance management system and helps to
enhance value and deliver desirable outcomes (Il & Ste-Onge, 2012).
Additionally, such practices may shape employees’ behavior and improve their
performance, which will positively affect the PM system in place (1l & Ste-Onge,
2012). Furthermore, through investing in training and recognizing the importance
of human capital, the institution sends a clear signal that the higher management

values the PM process.

2.2 Employee Performance

The notion of performance is highly important and of significant relevance for both
the employee and the organization. Taking into consideration the importance of
performance and the increasing interest for defining the concept and identifying
best practices considerable research has been published (Mensah, 2015).
Commonly, performance is seen as the association of the employee’s ability to
perform his tasks, meet the management expectation and reach the job targets
(Mensah, et al., 2016). Mensash 2015 prefers to define performance as “the
positive contribution of an employee to the performance of the organization”.
Empirical research revealed that performance is a multi-dimensional concept
(Suliman, 2001) (Mensah, 2015) (Mensah, et al., 2016). The primary elements to
evaluate performance are “work duties, work skills, desire to work, job
performance (Quality, quantity), and readiness to innovate”. One additional
important dimension, “work enthusiasm,” can be a key to reach high performance
(Suliman, 2001). Moreover, an increase attention has been given to study behaviors
taking into consideration its correlation with individual tasks performed. In recent

years, negative work behavior that may harm the organization, and negatively
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affect the work and the organizational performance alike; as well as the work

stress, captured the attention of both researchers and practitioners (Mensah, 2015).

On the other hand, stress has become an important subject, with many researchers
focusing on identifying the causes and factors contributing to workplace stress.
Several studies have connected work stress to undesirable individual performance
and organizational ineffectiveness and thus entail the necessity to identify and
develop strategies to manage and prevent work stress and its negative implications

(Gbadamosi & Ross, 2012).

2.3 Employee Engagement and Employee Recognition

Employee engagement is the employee’s commitment towards the organization
goals. By all means, it is translated into the employee's discipline, personal
initiative, adaptability, effort, and persistence in achieving the organizational

objectives (Mone, et al., 2011).

As stated, in considerable past scholarship and throughout this study, “Trust and
Fairness” in any organizational culture are the key to building and fostering an
engaged environment between employees at different level. Creating such, an
environment will help to build confidence and empower people to be more engaged

and to serve the company s interest.

Mone et al (2011) highlights the five majors PM activities, interrelated to employee

engagement:

e “Setting performance and development goals”
e “Providing ongoing feedback and recognition”

e “Managing employee development”



e “Conducting mid-year and year-end appraisals”

e “Building a climate of trust and empowerment”

The aforementioned activities are the core of any PM adapted in any organization

and enhance open discussion between the employee’s and management.

Setting goals is an important component of the PM, with empirical research
suggesting that the level of engagement upsurges once goals are discussed and
agreed upon collaboration between employees and managers (Mone, et al., 2011).
Open discussion and communication about the organizational goals and strategic
direction, are always key factors in helping members of the workforce to align their

efforts with the organization's goals, and therefore increase effectiveness.

As mentioned throughout this study, PA and ongoing feedback to employees help
in to increase their motivation and development. It is also worth mentioning that
constructive and positive feedback, as well as recognition, can improve

performance and increase engagement.

According to Mone et al (2011), employee recognition can be seen as a form of
positive feedback strengthening the employee’s behavior, or highlighting the
achievement of an objective or specific task. It also enhances the employee’s
satisfaction, motivation, and morale. In addition, recognition and reward can
positively affect the organization’s success, as it enhances the employee's
performance. It is critical to mention that managers should know the best time and
approach to provide feedback and recognition, in order to endorse high levels of
engagement; otherwise, “too much recognition could adversely affect an

employee’s intrinsic motivation” (Mone, et al., 2011).

10



The year-end Performance Appraisal represents a critical exercise when it comes to
PM, as it focuses on the employee’s performance, in terms of behaviors, outcome,
engagement, and upcoming work plan. Thus, it is important for the employee to be
satisfied with the overall quality of the PA and its related discussions in order to
see himself engaged and thus motivate him to increase engagement in the day-to-
day work relations with colleagues and superiors. Moreover, it is important to
mention that perception of ‘‘fairness’’ in any organizational processes, precisely
performance evaluations, is highly important. It is critical to note that, the more
transparent appraisals are and the more they encourage employee contributions,
ensure an open discussion, include strong performance criteria and metrics, linked
to promotion and compensation, and finally aligned with organizational strategic
goals the more the they incline to be perceived as fair (Mone, et al., 2011).
Research advocates that engaged employees not only pursue their work related
objective but they also pay a good team work role, take responsibilities, and try
their best to fully contribute to the organizational goals. Engagement has been

found to have a positive impact on employee performance (Nazir & Islam, 2017).

Similar to the talent management concept, employee recognition still lacks in a
systematic theoretical definition (Brun & Dugas, 2008). Employee recognition is
not just related to the psychological need of the individual, but should also be seen
as an organizational and HR management tool. According to Brun & Dugas (2008),
recognition can be classified in four main categories: “personal recognition;
recognition of results; recognition of work practice; and recognition of job
dedication.” Interaction is the basis of the recognition and can be categorized as
“organizational interaction, vertical, horizontal, external and social”. Several

studies related to the organizational performance, productivity and efficiency,

11



referred to motivation as an essential predictor of performance. Moreover, ER is an
important element directly influencing employee motivation (Brun & Dugas,
2008). Any individual is always in need of being recognized by his colleagues,
family members, supervisors and customers, regardless of his job status or level. It
is therefore unsurprising that, in previous studies recognition of efforts was ranked
as the most important organizational practice (Brun & Dugas, 2008). It is also
worth mentioning that the lack of recognition represents a high risk factor

contributing to the workplace distress (Brun & Dugas, 2008).

Globalization, advanced technologies, and international competition contributed to
the shift in the nature of work and professions; similarly, companies and businesses
are impacted by these changes, which are reflected through the way work is
performed, internal processes, restructuring, and leadership. These changes are an

integral part of the organizational environment (Brun & Dugas, 2008).

Furthermore, and taking into consideration fast growing working environments and
economic conditions, employees and managers are forced to respond to unexpected
demands, which put them under tremendous pressure to deliver and sustain
consistency. Having said that, training, engaging, and retaining talent turn to be a
priority for the organization's management. The same author states that HR
management practices and efforts to promote and ensure a good work environment;
in particular engaging staff in the decision making process, encouraging teamwork,
supporting training and development are classified as one of the organizational
strategic objectives. Nowadays, there is a huge interest in promoting strong work
ethic; moreover, it can be classified as trendy and fashionable. Employee
recognition (ER) as it deals with human dignity and social justice can definitely be

classified as an ethical practice adopted by any organization. Moreover,

12



recognizing an employee, regardless of his gender, background, culture, ethnicity
goes hand in hand with emphasizing the notion of equality among people working
in the same organization. Recognizing the work effort or achievement of an
employee sends a positive signal about the management and the attention it pays to
its workforce (Brun & Dugas, 2008). Brun and Dugas, conclude that regardless of
the job status, recognition represents a significant need for the employee.
Moreover, ER is a key to build the employee identity, motivate him, and give
importance to his daily tasks and a sense of contribution, as well to help employee
development and well-being. Having an empowered, engaged, and motivated
workforce raises the organization’s performance and provides it with competitive
advantage. As recognition can be monetary or non-monetary, it denotes a symbolic
reward to the individual that can affect him emotionally (increasing his well-being,
decreasing work stress), practically (motivation, development, performance), and

financially.

2.4 Talent Management

According to Al Ariss, Casio, and Paauwe (2013) the practice of TM is driven by
business and consulting organizations, while the academic field of TM is
characterized by a lack of theoretical frameworks. Hence, they argued that there is
no uniform understanding of the term’s objectives and scope. However, the most
common definition described TM as “activities and processes that involve a
systematic identification of key positions that differentially contribute to the
organization's sustainable competitive advantage, the development of a talent pool
of high-potential and high-performing incumbents to fill these roles, and the
development of a differentiated human resource architecture to facilitate filling

these positions with competent incumbents, and to ensure their continued

13



commitment to their organization” (Collings & Mellahi, 2009) (Mensah, et al.,

2016).

Collings and Mellahi (2009) also noted that TM should start with identifying key
positions and then developing a talent pool based on these positions. Furthermore,
management should work in a systematic way to reduce/avoid employee turnover
by efficiently assessing employees’ motivation, commitment, and performance,
making certain that these are aligned with the company's mission and strategy.
According to their in-depth literature review, Al Ariss et al. (2013) derived a
conclusion stating that the best TM practices occur when an organization links TM
to its own strategy and values, and does not imitate other organizations™ practices.
In addition, the TM initiative should be agreed upon at different management
levels, especially when members may have varying perspectives on the

organization's objectives and targeted performance.

Another key dimension to TM is the employee himself and how he evaluates
management practices. The more the employee is engaged with the company’s
scope of work, the more he will be committed and loyal to his own work within the
company, and seeks internal growth opportunities (Sidani & Ariss, 2013). It is also
critical that organizations provide professional development opportunities, as well
as the opportunities for relocation (in the case of international organizations),
which will enhance the employee’'s competencies, since he will be engaged in
different work environments and exposed to different work and social cultures.
According to Mensah (2016), adopting an effective TM practice lead to higher
satisfaction, commitment, retention rates and increase employee performance. In
addition, it helps in a better deployment of resources and improve effectiveness and

organizational performance. Counter researches argued that the segmentation

14



nature of the TM, can negatively affected the performance, satisfaction,
productivity of employees who do not belong to what's called “Talent Pool”, and

increase work stress (Mensah, et al., 2016).

Taking into consideration the internationalization of businesses and the new
challenges facing HR, experts have presented TM practitioners with the additional
dimension of “Global Talent Management” (GTM). As described by Schuler,
Jackson, Tarique, (2010), GTM is defined as “the systematic use of specific HR
policies and practices to manage the several global talent challenges that an
organization confronts. These include specific aspects of HR policies and practices
related to location and relocation management, planning and forecasting, staffing
(to include attracting, selecting, retaining, reducing and removing), training and
developing, and evaluating employees consistent with a firm’s strategic direction
while taking into account the evolving concerns of the workforce and regulatory

requirements”.

Schuler et al. (2010) identified the major forces and shapers of GTM challenges,
while they insisted that identifying such factors is essential to creating the
appropriate GTM initiative. Globalization also contributes to a firm’s ability to hire
employees from developing countries, often at wages lower than locals. According
to Schuler et al. (2010), this type of worker exchange is most likely to succeed
when employees have the needed skills and motivation, upon relocation, and it is
effectively coordinated with HR practices and policies that are aligned with the

specific regulations imposed by each country.

The demand for workers with competencies increases along with employees’

willingness to perform under changing conditions of their current positions. Highly

15



motivated and committed employees are key to the firm's success. Attraction and
selection, retention, reduction, and removal are the challenges facing HR
nowadays; notably, these challenges increase during times of economic crisis. To
address these challenges, organizations should have training and development
programs to improve the skills of existing talent and to provide career
enhancement, especially for employees with the potential to develop their careers

internally (Schuler, et al., 2011).

A transparent performance assessment is another key factor in the successful GTM
initiative, which contributes to the retention and motivation of employees (Schuler,
et al., 2011). Compensation represents the primary driver of competitive business
conditions today. For this reason, some firms are relocating their operations to
reduce costs or are targeting the under-employed who have left their jobs due to the
economic recession (Schuler, et al., 2011). To address these challenges, HR needs
to identify the company's strategic needs to create the TM and GTM best
initiatives. In short, successful GTM can position the organization ahead of its
competitors and help develop competencies for global success due to efficient
engagement and motivation of its employees, as well as its good strategy to
decrease staff turnover. It will also serve as a tool of adaptation to future changing

conditions (Schuler, et al., 2011).

On the topic of broader TM and GTM practices and challenges, Singh, Jones and
Hall (2012) presented a case study framing the opportunities and challenges in the
public versus private sector in the GCC. From this study, we utilize information

gathered about the GCC in general and Qatar in particular.

Singh et al. (2012) mentioned that public sector pays an increase of 60% on basic

16



and social allowance for nationals working in the public sector and 120% for
nationals working with the security forces. This alone adds a great deal of pressure
on the private sector to retain talented employees, since these organizations will not
be able to meet the high percentage increase announced for government employees.
Such pay rises also create a gap between public and private sector pay, which often
results in a significant difference between the average income of nationals, who are
more likely to work in the public sector, and foreigners. It is also important to note
that, in such a situation, the saturated public sector will not be able to accommodate
more nationals at the projected growth rate, making the model ultimately
unsustainable (Singh, et al., 2012). They also emphasized, in the same study, the
importance of government policies in paying incentives for the national population
to improve their performance and “investing in their own human capital
development”. On a psychological level, this helps GCC nationals develop self-

confidence and belief in their own abilities to perform well in the workplace.

Singh et al. also mentioned the specific characteristic of “early mid-career crisis” in
such a situation. Under normal circumstances, employee engagement declines
between the ages of 35 and 44, while in the GCC, due to accelerated career
developments and high expectations of rapid advancement and responsibilities,
there is an “early mid-career crisis” for nationals aged 25-34. Again, this case study
stressed the importance of “customizing rewards packages to an organization's
workforce and considering the integration between each reward element.” (Singh,

etal., 2012).

According to Ali and Shedlock (2010), Qatar is one of the four countries ranked
among the nations with the highest standard of living (Bahrain, UAE, Kuwait and

Qatar). This indicates that citizens have opportunities to discover their potential and

17



increase their options in the workforce. Despite international awareness of an
increased interest in TM, a survey showed that there is an insufficient supply of
national skilled and qualified employees in Qatar, and that the educational system
in place does not provide youth with appropriate skills to enter the competitive
labor market (Ali & Shedlock, 2010). Although organizations inform and engage
their employees in their goals, employees across the region do not feel motivated or
appreciated, which will stop them from working up to their full potential (Ali &
Shedlock, 2010). Several other factors hinder TM, including lack of fair
assessment, discrimination, weak structural foundation of the economy, negligence
of retaining talented staff, and lack of performance. To overcome such obstacles,
(Ali & Shedlock, 2010), like other researcher about this topic, suggested
“introducing compensation package compatible with global trends, granting
citizenship to foreigners with needed skills, diversifying the economy and investing
in knowledge creation institutions, easing the emergence and growth of
independent business, building sound vocational, science and engineering

institutions, and away from State security and more toward human security”.

Sidani and Al Ariss (2013) analyzed how institutional and corporate drivers in the
GCC shape TM. The authors found that the TM process exists, but in a different
context. Organizations operating in the GCC face a different set of challenges and
opportunities mentioned above, in particular the aspect of local vs. foreigner
employees. This process seems to work through two systems, one dedicated to
locals and one for foreigners (Sidani & Ariss, 2013). In attracting, selecting, and
developing talent, organizations often hire foreigners who have sets of skills and
knowledge that will serve the organizations’ goals for the short term, while

attracting locals with lower expectations, planning to provide them with
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training and development to increase their competencies. Sometimes, in the worst-

case scenario, locals are hired merely to fulfill legal requirements.

In successfully retaining employees, competitive packages are important for both
locals and foreigners, to prevent them from seeking opportunities elsewhere. For
locals, the major challenge is to cope with their unwillingness to work long hours
with excessive responsibilities when they can move to a public sector that promise
good pay and relaxing working hours. Furthermore, organizations have shown that
they adopt different evaluation processes for local and expatriate workers, which
leads to inequity among employees. Furthermore, the packages provided are based
on the nationality, which is a discrimination common in the Arab world, especially

the GCC.

Sidani and Al Ariss, (2013) noticed that female engagement differs from one
country to another within GCC states. The UAE and Bahrain seem to be doing very
well, while Saudi Arabia is making less progress in engaging female in the work
society. In the GCC countries, men are willing to work with and under the
supervision of a female foreigner rather than a local female, due to culture, which
imposes a new barrier for organizations to manage. In this region in general,
another factor affecting the development of the TM process is the mentality of the
organization owners/ directors who expect total obedience and therefore are not
willing to be questioned, they are used to take the ultimate decision without taking

into consideration the management opinion (Sidani & Ariss, 2013).

To conclude, local and regional organizations should start integrating mechanisms
that develop local talents. They should also stop importing TM practices and

instead create the best practice that fits the organization’s strategy, while taking
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into consideration the specific GCC context (Sidani & Ariss, 2013). Multinational
organizations should apply a similar mechanism and take advantage of their
position in the GCC countries to offer suggestions to lawmakers, in shaping a legal
process that benefits both local and multi-national corporations, as well as the
whole GCC national generation, and do not see nationalization and employment

quotas as evil (Sidani & Ariss, 2013).

2.5 Performance Appraisal and its implications

Performance Appraisal (Annual evaluation), a phase in the PM process and integral
tool to decide on employee promotion and reward, is traditionally seen and defined
as a tool to evaluate individuals, with a main focus on providing a peer comparison
(for administrative purposes), or highlights the individual's weaknesses that need
improvement (for development purposes) (Youngcourt, et al., 2007). Due to the
uncertain business environment, organizations need to be flexible and ready to
adapt to the fast changing environment. This new outlook underlines that the
competitive advantage of any organization is directly associated with how valuable,
rare, difficult to imitate and difficult to substitute, are its resources (Youngcourt, et

al., 2007).

Youngcourt et al (2007) argued that, in a dynamic work environment, another
possible purpose of the performance appraisal, which is evaluating the position
rather than the employee fulfilling the tasks, could better serve the PM process.
This focus on the position arises from the need for flexibility in order to adapt to
potential changes in the job requirements (Youngcourt, et al., 2007). The same
author states that once the focus shifted toward the position itself, it can improve

the effectiveness of the position as a whole, in addition to the employee binding
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effectiveness (Youngcourt, et al., 2007). The study by Youngcourt et al (2007) also
reveals the importance of communicating the real purpose of the PA, and its
intended outcome, to the employees. It further highlights the implication of
employees’ attitudes toward their organization and the relevance of such attitudes,
particularly employees’ perceptions toward the implemented PA system. The study
also stresses, that organization should take into consideration employees’
perceptions towards the organization activities, especially when designing a PA

system, “in order to avoid possible feeling of manipulation or injustice”.

Empirical research has revealed that PA can be a useful tool for employee
motivation and development when it is perceived as fair and truthful. Evaluation
practices usually include a formal review and a feedback discussion; they can also
include a work plan as well as a set of performance objectives (Jr & McNall, 2010).
The perception of inaccuracy and unfairness of the organization's PA system in
place can influence employee behavior and attitude toward the organization and the
direct supervisor. Starting from the suggestion of (Foldger, et al., 1992) to look at
PA as an approach based on organizational justice rather than a constructive test, Jr
and Mc Nall 2010, reiterate the importance of understanding employees
perception in order to modify the PA system to ensure that it is perceived as
unbiased and informative. The same author states that if perception of the process
and social interactions are important for the employees, their attitude and behavior
toward the organization and managers will change, and therefore will harm the

initial inconsistency between perceived and actual performance evaluation.

One organizational practice, the annual performance appraisal, can be seen as a
stressful process for both employees and managers. Leading up to the appraisal, the

employee can become stressed, as the evaluation result will affect his or her
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promotion, annual raise, and career development. Not even the direct supervisor
conducting the evaluation is relieved from developing some sort of stress.
However, the study of Gbadamosi & Ross (2012) asserted that, even the appraiser
sees the PA process as problematic, yet it doesn't pressure him/her or add any
stress during or after the appraisal period. The same author indicates that
employees who show low self-rated evaluation are at the risk of developing stress
during the PA process, as they can be affected, by any change of work duty or

introduction of a new strategy.

However, discomfort associated with the PA is a less significant predictor of
supposed stress than individual traits. Thus, a focus on the individual’s traits if
he/she perceives the PA process is important, as attitude and behavior can reflect
the level of stress and can be a true indicator of the work stress before, during and
after the PA process. Consequently, if the management is able to detect the
employee’s stress, and adjust the PA system accordingly, it will be in a position to
prevent and avoid negative impacts on job productivity and organizational

efficiency (Gbadamosi & Ross, 2012).

In general, the main objective of conducting a PA is to provide employees with
feedback regarding their task performance. Feedback is usually used for two
purposes to take an administrative decision based on previous performance, such as
promotion, termination, salary increase etc., and for employee development (Linna,
et al., 2012). Even though, the aim of the PA is to provide a means to improve the
employee performance, the traditional practice often fails to improve an
employee's performance and could have a negative impact on his or her job
satisfaction (Budworth, et al., 2015). Empirical research shows that employees who

faced a hostile experience during a PA process were more likely to develop
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behavioral attitude, job dissatisfaction, and diminished organizational commitment,

which will lead to undesirable organizational performance.

2.6 Traditional Appraisal (Feedback based PA) Versus Feedforward PA

According to Scullen and Mount (2000), the ineffectiveness of the traditional PA
(feedback based PA) is mainly related to the biased feedback provided by the
manager. Budworth et al (2015), highlight the importance of accuracy and fairness
perception of the employees towards the applied PA system. Thus, among the
many results of the PA process, the evaluation’s accuracy and perceived
effectiveness are vital. Researchers state that a competent appraisal requires skills
and motivation. Nonetheless, even if the direct supervisor is skillful and the PA
process is well designed, the lack of information about the employee, and concerns
about the employees™ reaction to the feedback, can weaken the direct supervisor's
motivation during the evaluation process (Wood & Marshall, 2008). A feedback
approach when the employee is assessed based on past performance, can somehow
weaken the PA system. Researchers instead encourage a shift from feedback to
feedforward approach, where the focus is on the successful work process, instead
of pointing out the weaknesses related to past performance (Budworth, et al.,
2015). The Feedforward interview based on “appreciative inquiry” can positively
affect the annual performance review as it can enhance relationships and support
upcoming high performance. The basic idea of Appreciative Inquiry is to build
organizations around what works, instead of focusing on fixing what is wrong. This
approach leads the appraisee to focus on a successful process where he/she
demonstrated high performance and considering his/her own needs and the needs
of others at the same time. It also encourages an unbiased open discussion, where

the employee is in a position to identify any divergence between his/her goals and
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the current situation. In brief, the feedforward interview focuses on behavioral
intention and objectives rather than past performance (Budworth, et al., 2015).
Implementing this approach and deviating from the traditional feedback helps

eliminate the direct supervisor perceived role as biased, critical, or judgmental.
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3. CHAPTER THREE: RESEARCH METHODOLOGY

To achieve the research objectives, a questionnaire- based survey was formulated
and distributed online. The developed conceptual model and the details of the

methodology used are presented in this chapter.

3.1 Conceptual Model

The review of the existing literature on TM, ER and EP provides the researcher
with the needed information to develop the conceptual model. The first component
of the conceptual model is TM, research on TM indicates that TM should start with
the identification of the positions that contributes to the success and performance of
the organization (Tiwari & Shrivastava, 2013) (Mensah, 2015).0nce the position is
identified, the organization proceed with the recruitment process, train and develop
the talent and try to retain him. The second competent is the employee recognition,

which consists of rewards, promotion and co-workers relations (Suliman, 2001).
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Figure 1: Conceptual Model of Talent Management, Employee

Recognition and Employee Performance

3.2 Hypotheses

%+ H1: There is a relationship between Talent Management Practices and the
level of Employee Performance.

% H2: Employee Recognition affects the level of Employee Performance.

% H3: Talent Management associates with Employee Recognition.

3.3 Research Design

The objective of this study is to identify the relationship between the independent
variables of talent management and employee recognition and the dependent
variable employee performance. Empirical research indicates that researchers do
not have definite control over the independent variables, thus their relationship can
be more indicative than confirmed (Oladapo, 2014). One of the key dimensions of
TM is the employee himself and how he evaluates management practices. Most of

the research and experts in the field agree that talent can be a combination of an
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inborn gift and acquired abilities, and even though some people are born gifted
with some talent, learning is considered as the essential factor contributing to the
existent talent (Mensah, 2015). Furthermore, even if an employee doesn't
demonstrate an innate talent, his performance can be improved through continuous
training and development programs. Moreover, the literature reveals that the more
an employee i1s engaged with the company’s scope of work and his effort is
recognized, the more he will be committed and loyal to his own work within the

company, and therefore seek internal growth opportunities (Sidani & Ariss, 2013).

This study aims to measure these relationships in order to help establish an
understanding of the importance and impact of TM and ER on EP, which is key to

sustaining business excellence and achieving competitive advantage.

To achieve the research objectives of this study, a quantitative method was used.
Ten Research Institutes, operating in Qatar, were randomly selected to collaborate
in this study. An online questionnaire was distributed to the employees from
diverse backgrounds and appointed at different positions. This methodology and its

results are discussed in the following sections.

3.4 Sample and Data Collection

A survey questionnaire was used to evaluate the impact of TM and ER on EP. Each
individual was requested to respond to the same set of questions, providing a
resourceful way of collecting unbiased responses. The questionnaire was circulated
to 180 employees from various positions, educational backgrounds and working at
the selected research institution in Qatar. The Research Institutions were randomly
selected; however, they all share a similar set of criteria governing the work

environment such as size of the institutions, number of employees, research output
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and visibility.

Questionnaire: Contains (47) questions, organized into three sections:

A) Demographic Part: Gender, Educational Level, Age Group, Years
worked in the current organization, Years worked in the position, Job Status

(Manager, Employee, and Researcher), Nationality,

B) Technical Part (1): Questions pertaining to Talent Management
and Employee Recognition, based on a Likert scale of 1 to 5 (1 Strongly

Disagree— 5 Strongly Agree).

C) Technical Part (2): Questions pertaining to Employee
Performance based on a Likert scale of 1 to 5 (1 Strongly Disagree— 5

Strongly Agree).

3.5 Measures

All the indicators in this study permitted respondents to answer on a five-point
Likert scale (1_strongly disagree, 5_strongly agree). In order to measure the work
performance variable, a four item scale, modified and adopted from (Suliman,
2001), was used. The same scale was used to assess self- performance ratings
(SPR). Twelve survey items covering four factors were used to examine
employees’ performance and adapted by (Suliman, 2001): “work skills, under-

standing work duties, quality of work and work enthusiasm”.

In order to examine the talent management aspect of HR, 17 survey items were
used covering four factors: Recruitment policy, Training and Development,
Evaluation, and Retention and Succession Plan. The scale was modified and

adopted from (Tiwari & Shrivastava, 2013). Employee Recognition was measured
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based on 11 survey items covering three factors: Reward, Promotion, and
Coworkers-Relations. The scale was modified and adopted from (Tiwari &
Shrivastava, 2013).

The questionnaire used in this study to collect the primary data is presented at the end

of this study appendix (A).
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4. CHAPTER FOUR: RESEARCH FINDINGS AND

DISCUSSION

The final data collected out of the online survey, and the research findings are

discussed in the following sections of this chapter.

4.1 Demographical Results

Out of the 180 surveyed employees, 117 responded and completely filled the online
survey, representing a response rate of 65 percent. The sample consisted of 56
(48%) females and 61 (52%) males, of whom 3 had high school certificate, 3 had
obtained a Diploma, 36 had obtained a Bachelor’s degree, 42 had obtained their
Master’s degree and 33 had obtained their Doctoral degree. Most of the participants
belonged to two age groups 25-35 (42%) and 36-46 (38%) and 12% were
participants between the ages of 47-57. Respondents who held management level
positions represented 25% of the total sample, 30% were researchers and the
remaining 45% were employees. In terms of years of experience spent in the same
position 20% of the respondents had completed one year of work experience, 55%
had completed 2 to 7 years, 15% had completed 8 to 13 years, 7% had completed
14 to 19 years and 3% had more than 20 years of work experience. As for the
number of years spent in the current organization, 20% of the respondents had been
associated with their current organization for 1 year or less, 57% 2 to 7 years, 13%
had spent 8 to 13 years, 5% spent between 14 to 19 and years and 5% spent 20
years or more. In terms of nationality, 9% of the respondents were Qatari while

91% were non-Qatari. Table 1 presents the demographical characteristics of the
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respondents in terms their gender, age distribution, educational level, nationality,

job status, number of years worked in the position and at the organizational tenure.

Table 1: Demographical Characteristics

Demographic Frequency  Percent
Female 56 47.9%
Gender Male 61 52.1%
High School 3 2.6%
Diploma 3 2.6%
Education Level Bachelor Degree 36 30.8%
Master’s Degree 42 35.9%
Doctoral Degree 33 28.2%
18- 25 4 3.4%
25-35 49 41.9%
Age Group 36 - 46 44 37.6%
47 - 57 14 12%
58 or above 6 5.1%
Employee 53 45.3%
Job Status Researcher 35 29.9%
Manager 29 24.8%
One year or less 23 19.7%
2-7 67 57.3%
Organizational Tenure 8-13 15 12.8%
14-19 6 5.1%
20 years or above 6 5.1%
One year or less 23 19.7%
2-7 65 55.6%
Years wo_;lfed at the 8-13 17 14.5%
same position 14-19 8 6.8%
20 years or above 4 3.4%
Qatari 11 9.4%
Nationality Non-Qatari 106 90.6%
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4.2 Reliability

We examine the internal consistency of the TM, ER, and EP scales by evaluating
the Cronbach alphas. Alpha values greater than 0.7 are generally considered
acceptable, values greater than 0.8 are considered good, and values greater than 0.9
are considered excellent. We computed the alpha value for all instruments talent
management, employee recognition, employee performance and the results are as
represented in the table 2. The alpha values for all three scales are close to or above

0.9, indicating a high degree of internal consistency and scale reliability.

Table 2: Reliability test: Cronbach’s Alpha

Scale Cronbach’s alpha N
™ 0.946 17
ER 0.886 11
EP 0.939 12

4.3 Hypotheses Testing

Statistical analysis tools — Pearson Correlation Coefficient and linear regression
analysis — were used to examine the relationship between talent management
practices and employee recognition (Independent Variables) and the level of
employee performance (Dependent Variable). The association between talent
management and employee recognition was also examined using Pearson

Correlation Coefficient.
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As per the aim of this study and the proposed conceptual framework, the

following hypotheses have been tested:

Hypothesis 1:

% H1: There is a relationship between Talent Management Practices and the level

of Employee Performance.

Table 3: Correlation test between Talent Management and Employee
Performance

TM.Global EP.Global
Pearson Correlation 1 531**
TM.Global Sig. (2-tailed) .000
Pearson Correlation .531** 1
EP.Global Sig. (2-tailed) .000

**_Correlation is significant at the 0.01 level (2-tailed).

Since the Pearson Correlation, value of 0.531 is greater than 0.5 and the p-value is
significant at the 0.01 level, it can be concluded that a strong positive statistically
significant relationship exists between talent management and employee

performance.
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Table 4: Regression test for EP to test global TM

Independent Variables B t F-Value Fchange R2 AR2 Adjusted
R2
TM.Global 531* 6.728 45.26* 45.26 282 282 .276
Notes: *p-value <0.01; Dependent Variable: Employee
Performance

In order to reinforce the result obtained and test the first hypothesis H1, a linear
regression analysis was run for EP. EP was entered as a dependent variable while
TM was entered as an independent variable. As Table 4 shows, the coefficient on
the independent variable (TM) is positive and statistically significant. The adjusted
R-squared value revealed that TM explains 27.6% change in EP. The F-value was
significant (F-value=45.26, p<0.01), so the model was a good fit for the data.

Hence, H1 is supported and the positive relationship between talent management

practices and of employee performance is established.

Hypothesis 2:

% H2: Employee Recognition affects the level of Employee Performance.
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Table 5: Correlation test between Employee Recognition and Employee
Performance

ER.Global EP.Global
ER.Global Pearson 1 .615**
Correlation
Sig. (2-tailed) .000
EP.Global Pearson .615** 1
Correlation
Sig. (2-tailed) .000

**_Correlation is significant at the 0.01 level (2-tailed).

Since the Pearson Correlation, value of 0.615 is greater than 0.5 and the p-value is
significant at the 0.01 level, it can be concluded that a strong positive statistically
significant relationship exists between employee recognition and employee

performance.

Table 6: Regression Analysis of EP and Global ER

Independent Variables B t F-Value Fchange R2 AR Adjusted
2 R2
ER.Global 615% 8.365 69.969* 69.969  .378 .37 .373
' 8
Notes: *p-value <0.01; Dependent Variable: Employee
Performance
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A linear regression analysis was used again for EP, with ER entered as independent
at this time. The main outputs are represented in Table 6 above. The analysis
showed that ER related significantly with employee performance. The overall
research model fit the data significantly (F-value=69.969, p<0.01). The adjusted
R-squared shows that ER explains 37.3% change in the employee performance.
The regression analysis results further support the previous test results, thus we can
conclude that relationship between employee recognition and employee

performance is established and H2 is supported.

Hypothesis 3:

R/

% H3: Talent Management associates with Employee Recognition.

Table 7: Correlation test between Talent Management and Employee
Recognition

ER.Global TM.Global
ER.Global Pearson Correlation 1 .855**
Sig. (2-tailed) .000
TM.Global Pearson Correlation  .855** 1
Sig. (2-tailed) .000

**_Correlation is significant at the 0.01 level (2-tailed).

Since the Pearson Correlation, value of 0.855 is greater than 0.5 and the p-value is
significant at the 0.01 level, it can be concluded that a strong positive statistically

significant relationship exists between talent management and employee
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recognition. This suggests that one of the independent variables may have a
stronger association with employee performance and may even be capturing part of

the association of the other independent variable.

Table 8: Regression Analysis of EP, Global ER and Global TM

Independent Variables B F-Value Fchange R2 AR2 Adjusted

R2

Step 1: Control Variables 45.26 45.26 282 282 276
TM.Global 531*
Step 2: ER Global 597*

34.698 17.601 378 .096 .367
TM Global 021

Notes: *p-value <0.01 Dependent Variable: Employee

Performance

A multivariate linear regression analysis was run, in an effort to test whether one of
the independent variables is responsible for most of the relationship observed
between ER, TM and EP. In the first step of the regression, EP was entered as a
dependent variable while the control variable TM entered as independent variable.
In the second step, both TM and ER were entered as independent variables. As
Table 8 shows, the beta value for ER was the highest, meaning that ER made the
greatest contribution to this model. The p-values was less than 0.01 for ER, which
means that this variable made statistically significant contributions to the model.
However, coefficient on TM decreased to 0.021 and was no longer statistically

significant. This suggests that the EP is mostly a function of ER. The change in R-
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squared shows that adding ER in the next step increases the prediction capacity of
the model by 9.6%, which is a significant percentage. The F-value was significant
(F-value=34.698, p<0.01), so the model was a good fit for the data. The regression
analysis results further indicate that there is a relationship between the two
independent variables TM and ER; however, ER is the most significant factor

affecting the employee Performance.

The findings of this study evidently indicate that there is a positive relationship
between talent management and employee performance. This findings is aligned
with previous studies which stated that talent management practices are very
important in developing employee skills, increase its performance and retain them,
(Mensah, et al., 2016) stated that adopting an effective TM practice increases
employee performance same as the findings of (Sidani & Ariss, 2013). The study
also shows that that a strong yet positive relationship exists between employee
recognition and employee performance. The aforementioned result is consistent
with previous empirical researches which stated that recognition and reward can
positively affect the organization’s success, as it enhances the employee's
performance (Mone, et al., 2011); moreover it is aligned to (Brun & Dugas, 2008)
study which revealed that recognition (monetary or non-monetary) denotes a
symbolic reward to the individual that can affect him emotionally (increasing his
well-being, decreasing work stress), practically (motivation, development and
performance), and also financially. However, and based on the statistical results of
this study employee recognition has more impact and can strongly affect the
employee performance. Hence, this finding is consistent with previous empirical
research written by (Brun & Dugas, 2008) which stressed that adopting a

recognition system is considered as an ethical practice that enhance the employee
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performance, as well contributes to promote a healthy work environment, decrease
the work stress, increase the employee engagement and loyalty and ensure creating
a culture of trust and fairness between coworkers and the management which also
ranked as the most important factor affecting the employee performance (Brun &

Dugas, 2008).

Moreover, this study tried to investigate if TM and ER were correlated. The
findings revealed that there is a strong association between the two independent
variables TM and ER, which shows that these two variables are interrelated and are
very important aspects of the HR management that can affect the employee
performance in specific, and the performance of any institution in general.
Moreover, it indicates that ER is a critical factor that affects the EP, and which is
more significant than TM in terms of impact. This finding is aligned with
(Haghparast, et al., 2012) study that stated, reward or in other term recognition is a
critical factor that affects the TM system adopted by any organization, as well as

EP.

This study also revealed that regardless of the employee characteristics in terms of
demographical classification, TM and ER strongly affects the employee
performance at different age and at different work and educational level, and this is
compatible with (Brun & Dugas, 2008), who stated that any employee should be
recognized regardless of his job status, age, ethnicity... It is also consistent with
(Ali & Shedlock, 2010), as well as (Sidani & Ariss, 2013) who based their studies
on the case of GCC and region, and stated that introducing different appraisal
system and different compensation packages based on specific individual
characteristic may contribute to the work distress and increase the employee

perception of injustice and inequity.

39



5.CHAPTER FIVE: CONCLUSION, RESEARCH LIMITS

AND FUTURE RESEARCH DIRECTIONS

This chapter discusses the results of our findings with respect to the empirical
studies referred to in the literature, followed by a conclusion in an effort to
summarize the research findings. It also presents a set of recommendations,

limitations of the study and potential future research directions.

5.1 Summary of Findings

There is a significant relationship between talent management and employee

performance, and the strength of the correlation between them is strong.

There is a significant relationship between employee recognition and employee
performance, and the strength of correlation is strong, which means that employee

recognition highly affect the employee performance.

There is a strong association between talent management and employee
recognition, two variables that have a significant relationship with the employee
performance. Thus, we can say that TM and ER can be considered as interrelated
variables that can have a great influence employee performance, ER is the most

significant factor affecting the employee performance.

5.2 Conclusions

Creating a talent management system that best fit the organizational structure is
essential for any organization, as it affects the employees™ level of engagement,

commitment and most importantly their performance, which is crucial to ensure the
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continuity and good positioning of any organization. It is also worth to mention that
the TM system should always be aligned with the organizational strategy and its
objectives, and never be imported. Similar to the concept of TM, employee
recognition is an important management practice that strongly affects the employee
performance and increases his willingness to take more responsibility, as well
promotes an ethical practice that promote a healthy work environment. Moreover,
such practices may shape employees’ behavior and improve their performance,
which will positively affect the performance management system. Thus,
recognizing the importance of human capital in any institution sends a clear signal

that the higher management values the PM and TM process.

This study has found that talent management and employee recognition have a
significant and positive impact on employee performance, which is consistent with
previous studies and indicates that talent management and employee recognition

have a strong association.

The results of the study affirm that non-profit sector in general, and Research
Institutions in specific don't differ from the public sector and the profitable
businesses, in terms of the employee’s perception of TM, PM and ER adopted by
the institution, and how such HRM practices can impact the employee

performance.

5.3 Recommendations

According to the information collected through this research and the results of the
study, it is important for the research institutions, operating in the state of Qatar to
look into the talent management system they currently adopt to strive ways of

improvement if needed as it directly affects the performance of its staff
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(administrative and researcher). As well, it would be also beneficial to look into the
performance appraisal approach, to make sure it is a constructive exercise between
the employee and the manager, specifically that it directly affects the employee

recognition, a key variable that impact the employee performance.

Additionally, the management should work on creating an ethical work
environment by promoting a culture of trust and fairness through an ongoing, open
discussion between colleagues and managers in order to reduce the work distress
increase the employee engagement that can enhance the overall employee

performance.

5.4 Limitations

This study was designed and limited to investigate the relationship and impact of
talent management and employee recognition on employee performance of
researchers and staff working in ten Research Institutions operating in the State of
Qatar, thus limiting the study to one country in the Gulf and the region, doesn’t
give the researcher the opportunity to create a constructive comparison that would
help underlining different practices between Research Institutions working in
similar environment. Additionally, the survey was limited in terms of presenting

the employee’s perspective only.

5.5 Future Research

The study results provide insights into the HRM practices in a handful number of
Research Institution operating in Qatar, and which shows that TM and ER are
adopted as part of the HRM system, and how it can affect the employee
performance. These findings can be a starting point for future in- depth research

into the creation of the appropriate systems that best fit a Research Institution, and
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the effectiveness of their implementation in order to enhance the employee

performance.

Moreover, the results highlight a strong association between talent management
and employee recognition, and its impact on employee performance, from the
employees’ perspective only. Therefore, it would be beneficial to look into these
HR practices from the HR professionals and managers involved in the
performance appraisal exercise. This finding can be a starting point for future in-
depth research to help provide a comparison between the employee versus manager
perception of talent management, performance management and employee
recognition in an effort to select the most effective ways of implementing these HR

practices in Qatar and the Region.
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APPENDICES

Appendix — A: Survey

Dear Sir/ Madam.

This questionnaire is designed fo study
“The Impact of Talent Management and
Employee Recognition on the
Employees' Performance: The Case of
Research Institutions in the State of
Qatar”. Please note that there is no right
O WIOng answer.

The questionnaire will be used to collect
the primary data needed for a research
study. Therefore, we seek your assistance
to be as open. fair. honest as possible as
YOu can In your responses.

Your participation should take less than 8
minutes. Responses are vohmtary and
you can withdraw at any time

The researcher asswres you that no
individuals will be 1dentified from their
responses and there are no requests for
confidential information included in the
questionnaire. The results of the analysis
will be stnictly used by the researcher for
study purposes only.

The questionnaire comprises three parts:

1. General information

2. Talent Management & Employee
Recognition

3. Employee Performance

If you agree click "Yes" to continue; If
not. click "No" to exit the surveyY our
time and effort are highly appreciated.

Researcher
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PART ONE: GENERAL INFORMATION

A Sex it — |
(1) Male ()| A1)
(2) Female ()| C) Q)

B. Education: Thaacnl 4o jAl! i
(1) High school ()¢ L)
(2) College dagree ()| C) i vmaQ)
(3) Graduate degree ()] () fa sz A% (3)
(4) High Diploma ()] ¢) el i (4)
(5) Masters or above ¢t € ) Sl g ialall (5)

()] C)

C. Age . B
(1) Lessthan 23 (Y| ¢ ) e 25 o 8 (1)
(2) 25-35 ()| ¢ ) 35-25(2)
(3) 36-46 ( )] C) 46-36(3)
(4) 47- 57 ()| ) 57-47(4)
(5) 38 or above ()1 ¢ JXiy58 (5)

D. No. of years worked in current sadadl Bl S i ) Sl ! S -4
organization: ()| ¢) 3 jiq)
(1) Omne yearor less ( )| C ) 7-2(2)
@ 2-7 ()| C) 13-803)
() 8-13 ()| ) 19-14(4)
@) 14-19 ( )] C) A JLL20(5)
(5) 20 years or above

E. No. of years worked in the A gl i D A Sl e S -
position: o
(1) One year or less ()| ¢ ) Si gl (1)
2 2 -7 ()| C) 7-2(Q2)
(3) 8 -13 ( Y] () 13-8(3)
4 14-19 ()| C) 19-14(4)
(5) 20 years or sbove ()] () i §420(5)

F. Job Status: Tk ) (5 ] — 3
(1) Manager )]0 s (1)
(2) Employee ()] ) bk (2)
(3) Fellow Researcher <ab(3)

G. Nationality: el —
(1) Qatari National ()] ) Ay sl (1)
(2) Non-Qatari National ()¢ S ip i 2 (2)
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PART TWO:
Employee Recognition

Talent Management &

Gl iy b gall 5 1] 1A ¢ 5l

Thiz part measures the Talent
Management & Employee Recognition

practices.
Pleaze tick one box
which best describes

for each question
vour opinion:

bl gall 3 1 Sile) pad ot guin B A 3 £ 2N H0A ity

il W) 5 SN Y] S o il gl ual g

To what extent do vou

B .

agree with the following ; g ? - . | S S B s sl M

statements? = ,E. g = .-i = 4 = B 8 il

?|< i Fl41> 1
5 ;

1. Recnument methods Lol cabgh ol ]
used are efficient and HEA PP T 7Y
suitable

2. My organization uses Sabadd Sl Suluads 2
competaacy-based Qasdiel
recruitment practices oo Al s ol e e ely)
(compatency (A il 53 sual) SeliSh
identificaton and
behavioral
assessment) to hirs
the right staff.

3. My Organization ool Llay Jusaagd 3
consistently atracts ilglich
high qualiry
applicanss.

4. Employee havea OF da P e
clear picture of skills L O s D e
they should build to JuacJi 35 a0t
support business
growth

5. My organization is
concemed about nry T DP R R PP
career development Al gad o iy
and growth S
opportunities for
funra.

6. Traming programs
providad by the \_;)_.z_.).,__.y,..i: 6
organization are o et A A e
adaguate for my
development

7. I think my jobis @-;xl,imn,mjs_d T
to fully utilize my o T
capabilines.

8. Managers
cons_szenﬂy provide aris Joiidselsndd agis 8
/e LS 3 Lyl st
developmentsal R .

pexiaiy al el oo
feadback to suppon vkl
and encourage v
employes
development
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o, ILhJ.u.k:m _ il sl hacpa of Tl 9
-:-r:E_“.J:anu-:ln adopts & ity e
fair and transparent
evaluation process

10. Performance L e 10
evaluation improves B el el asn -
my jobr perfonmance

11. Management takes 1 )l a5 gl a g (11
repular foedback LBl S g el
from the emplayees.

12. Policies and mles are L pal Sl il d bl ]2
uniformly applied to astall o Gan gl E gy
all.

13. Formal succession el a0 e b 13
LA ZELIRNT 13 wad 5 L8 A L sclial oL
to fill exerutive T
positions throughout ' -
the organization.

14. My organization )
spends time and Lo spoll gl Gaspn 3l 14
money on the raining o o e el il
and development il i Sl
programmes rather
than on recmiiment.

15. HE policies are el gl gl dodea ) 15
effectve to keep FLEL PRI T FEF O
employess motvated i e Bl
and retained with the el phpliid y il gl
OTZAMITATION. A yall

14. The rate of numover
In our OTgAnization is aedsie el gl poJaa ol 1
lom.

17. Itprovides
meaningiol pay L T

el el g g Gemad a8 17
pectomarhigh i e S i)
potentials throngh e
both base and
wvariable pay.

12, I get frequent salaTy BTl Je a1
INCTEmEnts.

19. My crganization offer R iy e pats 19
bonns & incentives S

20. My work is often Lot il | 20
recognized and “"m""'“"‘“_”:"'f.":__ -
praizad by noy e
SUPETIOTs.

21. Becognitionisa o pmall g il pall pom 3]
leading driver to b gl jeind s
employes motivation il sy
and perfonmance .

13 A fair pay system e sl JI'_:" '“': =2

: Ll gl
motvates employees

23, I am sadsSed with b a0 23
my chances fior AB
Dromotion.

4. The mission or Luaals 0 lejudle; 24
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purppse of my
company makes me

fiea] that noy job iz
Important.

25, There is A sense of gl paflganalls et Sl 25
support and respect T P

between co-workers.

26. I have a bast fmend at
work.

dianll 8 Linia e ol 25

=

27. The organizaton is
concemmed shout the
guality of our lifa

CEAE TP

8. Crerall T am
catisHed with my
orgamization a5 &
place to work

s T clanalls 28
Ll e

PART Three: Emploves Performance

il padl 2l 2dlSH ¢ Gadh

Thiz part measure: the Emploves
Performance practices.

Pleaze choose the answer which best
deseribe: vour opinion

it gl B gl il gl Cpn il gl g ol e jad (AN el
R T L N e

To what extent do vou
agree with the following
statements”

M moagy A gree
Agvr
Umediec bl dl

Ty i

o by Do e

R A o

1| 'i-:a
.‘!"i 1

1. T understand om a daily
basis what I need to
carry ouf on my job, and
what equipment and
topls are to be nsad

1 ,;'T-"u‘ _.__'l.'- ‘.—'":'I-“,-"E-.:'
- - r 3
dpay o ddip oy

1. 1 understand my work
roals and regquirermants

e il gl 3
Fir EA S

3. 1 understand oy job
responsibilites

ad

e S g g

4. T have sufficient know-
how to camy omtf oy
work proficiently

Alull Al 36 pal gl 4
selifs  Lons

5. I understand the steps,
procedures, and methods
Tequited to camry out the
job

L5

;Ilr.l_;_'_-..‘.l .;'_l:n:'h_" -"E—:'
il a0 00
i

6. I am fmilisr with the
:kills required on the job
to perform effectively

.;.I_!'+L:|_ -a=|_; _'_||_-. "_I ]
ples AT dy gliaall
ALk B gl E..,..—.,.'-

7. I have a desire to camy
out my job

N
= -

it g

Lall & dse o
alall Ada

8. I co-operate with mmoy
supervizor(s) and peers
for the bensfr of the
work

pa ggadi B
o iy (e ot 5 pta
. Tacll 3ot Y Lal

9. I can concenirate on and

A ol ol 9
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give my best to the job

L = =,

10

My work outcomes are oa il Fiendl 5 10
free from emors and s oo T
accurase B
g aadliy Al e 11
11. I am abls to complete i f"'""': N w
quality work on time Fora e -
i
12 My work speed is LETREET IS b
satsfaciory A
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Appendix — B: SPSS Results

Reliability
Scale: T™M

Case Processing Summary

N %
Cases Valid 117 100.0
Excluded? 0 .0
Total 117 100.0

a. Listwise deletion based on all variables in

the procedure.

Reliability Statistics

Cronbach's Alpha N of Items

.946 17

Scale: ER

Case Processing Summary

N %
Cases Valid 117 100.0
Excluded? 0 .0
Total 117 100.0

a. Listwise deletion based on all variables in

the procedure.

Reliability Statistics

Cronbach's Alpha N of Items
.886 11
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Scale: EP

Case Processing Summary

N %
Cases Valid 117 100.0
Excluded? 0 .0
Total 117 100.0

a. Listwise deletion based on all variables in

the procedure.

Reliability Statistics

Cronbach's Alpha N of Items
.939 12

Correl
ations

TM.Global EP.Global

TM.Global Pearson Correlation 1 531

Sig. (2-tailed) .000

N 117 117

EP.Global Pearson Correlation 531" 1

Sig. (2-tailed) .000
N 117 117

**_Correlation is significant at the 0.01 level (2-tailed).

EP.Global ER.Global

EP.Global Pearson Correlation 1 .615™
Sig. (2-tailed) .000
N 117 117
ER.Global Pearson Correlation 615" 1
Sig. (2-tailed) .000
N 117 117

**_Correlation is significant at the 0.01 level (2-tailed).
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ER.Global TM.Global

ER.Globa  Pearson Correlation
Sig. (2-tailed)
N
TM.Global Pearson Correlation
Sig. (2-tailed)
N

1 .855™

.000

117 117

.855™ 1
.000

117 117

**_Correlation is significant at the 0.01 level (2-tailed).

Variables Entered/Removed?

Model Variables Entered Variables Removed Method

1 TM.Global®

Enter

a. Dependent Variable: EP.Global

b. All requested variables entered.

Model Summary

Adjusted R Std. Error of the

Square Estimate

Change Statistics

R Square F
Change Change dfl df2

Sig. F
Change

.282 276 6.71428

282 45260 1 115

.000

a. Predictors: (Constant), TM.Global

Model Sum of Squares  df Mean Square F Sig.
1 Regression 2040.411 1 2040.411 45.260 .000°
Residual 5184.375 115 45.082
Total 7224.786 116

a. Dependent Variable: EP.Global
b. Predictors: (Constant), TM.Global
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Coefficients?

Unstandardized Coefficients

Standardized Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 36.150 2.287 15.807 .000
TM.Global 277 .041 531 6.728 .000
a. Dependent Variable: EP.Global
Variables Entered/Removed?
Variables
Model Variables Entered Removed Method
1 ER.Global® Enter
a. Dependent Variable: EP.Global
b. All requested variables entered.
Model Summary
Change Statistics
R Adjusted R Std. Error of the R Square F Sig. F
Mo R Square Square Estimate Change Change dfl df2  Change
del
1 .6152 .378 .373 6.24976 378 69.969 1 115 .000
a. Predictors: (Constant), ER.Global
ANOVA?
Model Sum of Squares  df Mean Square F Sig.
1 Regression 2732.947 1 2732.947 69.969 .000°
Residual 4491.839 115 39.059
Total 7224.786 116

a. Dependent Variable: EP.Global
b. Predictors: (Constant), ER.Global
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Coefficients?

Unstandardized Coefficients

Standardized Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 30.938 2.462 12.566 .000
ER.Globa .538 .064 615 8365 .000

a. Dependent Variable: EP.Global

Variables Entered/Removed?

Model Variables Entered

Variables Removed Method

1 TM.Global®
2 ER.Globa?

. Enter

. Enter

a. Dependent Variable: EP.Global

b. All requested variables entered.

Model Summary

Std. Error of the

Change Statistics

R Adjusted R R Square F Sig. F
M R Square Square Estimate Change Change dfl df2  Change
od
el
1 5312 .282 276 6.71428 .282 45260 1 115 .000
2 .615° 378 367 6.27651 096 17601 1 114 .000

a. Predictors: (Constant), TM.Global
b. Predictors: (Constant), TM.Global, ER.Globa
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ANOVA?

Model Sum of Squares  df Mean Square F Sig.
1 Regression 2040.411 1 2040.411 45.260 .000°
Residual 5184.375 115 45.082
Total 7224.786 116
2 Regression 2733.808 2 1366.904 34.698 .000°
Residual 4490.978 114 39.395
Total 7224.786 116

a. Dependent Variable: EP.Global
b. Predictors: (Constant), TM.Global
c. Predictors: (Constant), TM.Global, ER.Globa

Coefficients?

Unstandardized Coefficients

Standardized Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 36.150 2.287 15.807 .000
TM.Global 277 .041 531 6.728 .000
2 (Constant) 30.937 2473 12.512 .000
TM.Global 011 074 .021 148 883
ER.Globa 522 125 597 4195 .000
a. Dependent Variable: EP.Global

Excluded Variables?

Partial Correlation

Model Betaln t Sig.

Collinearity Statistics
Tolerance

1 ER.Globa 597° 4,195 .000 .366

.269

a. Dependent Variable: EP.Global
b. Predictors in the Model: (Constant), TM.Global
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