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Abstract   

 

The research aimed to investigate the degree of talent management practices 

and its various dimensions (attracting, motivating, developing and retaining) in Bank 

of Palestine (BOP) in the Gaza Strip, and to examine the degree of organizational 

performance and its various dimensions (financial, internal process, customers and 

learning and growth), as well as the research aimed to test the mediating role of 

employee engagement on the relationship between talent management practices and 

organizational performance.  

In order to achieve the objectives of the research, the researcher used 

descriptive and analytical approach. The population of the research was (380) 

employees from different management levels in Bank of Palestine working in the Gaza 

Strip. The research was implemented on a random sample of (191) employees. A 

questionnaire was utilized as a main tool to collect data and apply appropriate statistics 

tests. 

Results revealed that the degree of talent management practices in Bank of 

Palestine was moderate, and the degree of organizational performance was high, while 

the degree of sense of employee engagement was moderate. In addition, results showed 

that employee engagement partially mediates the relationship between talent 

management practices and organizational performance.  

Based on the results, the research recommended the need to place more focus 

and effort on the realization and application of effective talent management practices 

due to their role in the attraction, motivation, development and retention of top skilled 

and talented employees. And the importance of aligning talent management strategy 

with the organizational strategic goals. Managers are advised to emphasize on creating 

the employee engagement requirements so that they can overcome the difficulties of 

implementing talent management practices. 
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 الملخص

المختلفة  اوأبعاده إدارة المواهبدرجة ممارسات إلى التحقق من  البحثهدف 
، والتعرف إلى بقطاع غزة بنك فلسطين المحدودفي االستقطاب، التحفيز، التطوير، واالستبقاء( )

 وأبعادها أداء المنظمةلى درجة عالتعرف باإلضافة إلى  ،اندماج الموظفين في عملهمدرجة 
 إلى البحث كما وهدف .(والتعلم والنمو، العمالء، العمليات الداخلية، األداء الماليالمختلفة )

  .أداء المنظمة إدارة المواهبممارسات  العالقة بين فيكمتغير وسيط  اندماج الموظفيناختبار دور 

المنهج الوصفي التحليلي، وتكون مجتمع الدراسة من  تم استخدام البحثلتحقيق أهداف 
 قطاع غزة، وتم تطبيقب بنك فلسطينفي  مختلف المستويات اإلداريةوموظفة من  موظفا  ( 380)

 وموظفة، وتم استخدام االستبانة كأداة  موظفا   (191الدراسة على عينة عشوائية طبقية بلغت )
 .المناسبة اإلحصائيةرئيسة لجمع البيانات وتطبيق االختبارات 

كما ، متوسطة بنك فلسطينفي إدارة المواهب أظهرت النتائج أن درجة ممارسة قد و 
متوسطة.  اندماج الموظفينبينما كان درجة ، مرتفعا  جاء  البنكأداء وأظهرت النتائج أن درجة 

إدارة العالقة بين ممارسات جزئيا  يتوسط  اندماج الموظفينأن  أظهرتالنتائج  باإلضافة إلى أن
 .وأداء المنظمة المواهب

ا على بالحاجة إلى التركيز وبذل  البحث ىأوص ، فقدما تم التوصل إليه من نتائج وبناء 
تطبيق ممارسات إدارة المواهب بفعالية كونها تلعب دورا  هاما  في جذب، مزيد من الجهد في 

تحفيز، تطوير، واستبقاء الموظفين الموهوبين وذوي المهارات العالية. باإلضافة إلى أهمية موائمة 
بضرورة تركيز  البحث ىاستراتيجية إدارة المواهب مع األهداف االستراتيجية للمنظمة. كما أوص

توفير متطلبات اندماج الموظفين ما يساعد في التغلب على صعوبات تطبيق المدراء على 
 ممارسات إدارة المواهب.
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Chapter 1 

Research General Framework 

1.1 Introduction 

This chapter will cover the problem of the research, objectives to be achieved, 

variables to be examined, hypothesis will be tested and finally, the importance of the 

research. 

In Business today, human resources management is becoming more important 

due to its contribution in organization’s progress towards achieving its planed 

objectives by facilitating a positive environment among employees, continuing 

improvement and development and assigning the right job for the right person, taking 

into consideration the talent of employees.  

Banking sector is classified as a service industry, and its deal with many 

challenges and difficulties such as managing people and managing risks. An 

appropriate and effective handling of previous challenges has a great impact on survive 

and success in banking sector. However, an effective risk management cannot be 

applied without a productive and talented human resources, which can be gained by a 

systematic talent management practices that participate in achieving the overall bank 

strategy by attracting, motivating, developing and retaining the top skilled and talented 

employees. 

In order to facilitate and easily implement talent management practices, banks 

management should consider taking steps towards creating an appropriate workplace 

environment which results in an engaged employee and an enhanced productivity 

levels that help in achieving the banks overall objectives. 

Recently, an increasing interest in talent management has been appeared in the 

context of business referring to its role in organization’s success. Talent Management 

is defined as “the planned recruitment, assessment, development, engagement, 

retaining and deployment of those employee who have high skills that creates a 

significant value to an organization” (Tansley et al., 2006). 

Studying the effects of talent management practices on organization 

performance is taking a considerable part of research these days. Studies assume that 

talent management enhances organizational performance by attracting and retaining 

the talented people it requires (Armstrong & Taylor, 2014). 
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With the objective of creating a positive and supporting environment to 

employee, an effort has been exerted to achieve employee’s satisfaction, which can be 

turned to a higher level toward achieving engagement. Employee engagement is 

defined as “a desirable, fulfilling, affective-motivational state of job-related well-being 

that is the opposite to job burnout” (Maslach, Schaufeli, & Leiter, 2001).  

The banking sector in the Gaza Strip faces difficult political, security and 

economic environment. In addition to the fact that the banking sector is a service-

based, all of its activities are about people which requires an effective human resources 

management in order to maintain a qualified and skilled employee who can deal with 

the such challenges so that the banking sector can survive and maintain its competitive 

advantage. 

 

1.2 Problem Statement 

In modern business environment, organizations especially service ones 

understand the importance of systematic and planned talent management practices like 

attracting, motivating, developing, and retaining in order to retain the top talented and 

skilled employees. Effectively applying these practices results in an enhanced and 

improved organizational performance with its different dimensions (financial 

performance, internal process, customer satisfaction, and learning and growth) 

especially in an instable political environment and a depressed economic activity as in 

the Gaza Strip. 

However, applying the talent management practices requires an accepted level 

of employee engagement which facilitate implementing these practices among 

employees and decrease the difficulties and challenges that faces managers. A previous 

study indicates that 85% of human resources managers believe that the establishing or 

retaining their organizations’ capacity to compete for talent is the most challenging 

task in human capital management (Human Capital Institute, 2005). 

According to (Bank of Palestine, 2017), the total cost of training programs that 

held for employees in 2017 reached ($ 675,301), however, there is not any statistics 

that show the contribution of these costs and investments in the overall organizational 

performance. 
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According to (Ingram, 2016), relationships between organizational variables 

rarely occur in isolation. Also, there are limited number of studies that have examines 

the effect of talent management on organizational performance in the Gaza Strip’s 

banking sector. 

 

Depending on that, the main question of this research can be stated as follow: 

 

To what extent does employee engagement play a mediating role in the 

relationship between talent management and organizational performance in 

Bank of Palestine in the Gaza Strip? 

The following research sub-questions are formulated: 

1. What is the level of talent management practices in Bank of Palestine? 

2. What is the level of organizational performance in Bank of Palestine? 

3. What is the level of employee engagement in Bank of Palestine?  

4. To What extent does talent management affect organizational performance in Bank 

of Palestine? 

5. To what extent does employee engagement affect the organizational performance 

in Bank of Palestine? 

6. To what extent does talent management affect employee engagement in Bank of 

Palestine? 

 

1.3 Research Objectives 

The research objective is to examine the mediating role of employee 

engagement in the relationship between talent management practices and 

organizational performance in Bank of Palestine in the Gaza Strip. Also, the research 

seeks to accomplish the following objectives: 

1. To identify the level of talent management practices from perspective of employee 

in Bank of Palestine. 

2. To identify the level of employee engagement in Bank of Palestine. 

3. To identify the level of organizational performance in Bank of Palestine. 
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4. To identify the nature of relationship between talent management and 

organizational performance, and identify the same relation with existing of 

employee engagement as a mediating variable. 

5. To provide recommendations to Bank of Palestine management in the Gaza strip 

to develop ways of improving talent management practices which results in 

enhancing the organizational performance. 

 

1.4 Research Variables 

The independent variable is talent management with its four dimensions 

(attraction, motivation, development and retention the talented people) depending on 

(Armstrong & Taylor, 2014). 

The dependent variable is organizational performance with its dimensions 

(financial, internal business process, customers and learning and growth) based on 

(Kaplan & Norton, 1996b). 

The mediator variable is employee engagement (Maslach et al., 2001). 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. 1 Research Framework 

Source: adopted by researcher depending on (Armstrong & Taylor, 2014; Kaplan & Norton, 

1996b; Maslach et al., 2001) 
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1.5 Research Hypotheses 

Hypothesis (1): There is statistical significant relationship at α ≤ 0.05 level between 

talent management and organizational performance in Bank of Palestine. 

 

Sub-hypotheses: 

• There is statistical significant relationship at α ≤ 0.05 level between talent 

attraction and organizational performance in Bank of Palestine. 

• There is statistical significant relationship at α ≤ 0.05 level between talent 

motivating and organizational performance in Bank of Palestine. 

• There is statistical significant relationship at α ≤ 0.05 level between talent 

development and organizational performance in Bank of Palestine. 

• There is statistical significant relationship at α ≤ 0.05 level between talent retaining 

and organizational performance in Bank of Palestine. 

 

Hypothesis (2): There is statistical significant relationship between employee 

engagement and organizational Performance in Bank of Palestine. 

 

Sub-hypotheses: 

• There is statistical significant relationship at α ≤ 0.05 level between employee 

engagement and financial in Bank of Palestine. 

• There is statistical significant relationship at α ≤ 0.05 level between employee 

engagement and internal business process in Bank of Palestine. 

• There is statistical significant relationship at α ≤ 0.05 level between employee 

engagement and customers in Bank of Palestine. 

• There is statistical significant relationship at α ≤ 0.05 level between employee 

engagement and learning and growth in Bank of Palestine. 

 

Hypothesis (3): There is statistical significant relationship at α ≤ 0.05 level between 

talent management and employee engagement in Bank of Palestine. 
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Sub-hypotheses: 

• There is statistical significant relationship at α ≤ 0.05 level between talent 

attraction and employee engagement in Bank of Palestine. 

• There is statistical significant relationship at α ≤ 0.05 level between talent 

motivating and employee engagement in Bank of Palestine. 

• There is statistical significant relationship at α ≤ 0.05 level between talent 

development and employee engagement in Bank of Palestine. 

• There is statistical significant relationship at α ≤ 0.05 level between talent retaining 

and employee engagement in Bank of Palestine. 

 

Hypothesis (4): Employee engagement mediate the relationship between talent 

management and organizational performance in Bank of Palestine. 

 

Sub-hypotheses: 

• There is a significant effect at a 0.05 level of talent management on organizational 

performance. 

• There is a significant effect at a 0.05 level of talent management on employee 

engagement. 

• There is a significant effect at a 0.05 level of employee engagement on 

organizational performance. 

Hypothesis (5): There are significant differences among respondents towards the 

mediation effect of Employee Engagement on the relationship between Talent 

Management and Organizational Performance referred to demographic traits (gender, 

age, educational qualifications, job level and years of experience). 

1.6 Research Importance 

1.6.1 Scientific importance: 

 

After reviewing the literature and according to the knowledge of researcher, 

the originality of this work lies in studying unexplored relationships between talent 

management practices and organizational performance with the mediating role of 

employee engagement on the basis of empirical data in the Gaza Strip. 
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1.6.2 Practical importance: 

 

To the bank’s managers: 

  

The research may give a useful information to bank’s managers about the 

variables that affect talent management practices such as employee’s satisfaction and 

engagement which enable managers to better understands these variables and respond 

to it in a way that enhance organizational performance.  

 

To the bank’s employees: 

 

This research indicates to the importance of employee’s engagement and 

satisfaction in achieving the organizational objectives, and this will lead to increase 

manager’s awareness toward focusing efforts to enhance employee engagement. 

 

To other researchers: 

 

The research examines the mediating role of employee engagement in the 

relationship between talent management practices and organizational performance in 

Bank of Palestine, so researchers may study other variables that may mediate between 

talent management and organizational performance to better explain that relationship. 
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Chapter 2 

Literature Review 

2.1 Introduction 

This chapter reviews the literature related to this research’s variables: talent 

management, organizational performance and employee engagement. 

Firstly, it will cover the literature about talent management, organizational 

performance and the relationship between them. Secondly, an overview about 

employee engagement and its mediating effects on the relationship between talent 

management and organizational performance will be introduced. Lastly, light will be 

shed on banking sector in the Gaza Strip. 

 

2.2  Talent Management 

Talent management as a concept has raised in the late 1990s after the study of 

McKinsey “War of talent”, which took attention to the importance of acquiring 

talented people to achieve business success (G. Stahl et al., 2012). 

Human capital form one of the most important source of competitive advantage 

and sustaining organizational performance, and in order to ensure recruiting, retaining 

and developing its employees, organizations need to develop and implement talent 

management practices, which according to (Çırpan & Şen, 2009) plays a vial tole in 

closing the gap between the needed talents and the present talents to achieve their 

goals. 

(Merlevede, 2014) stated that talent management practices are conducted at all 

employee’s lifecycle stages from the first day is being recruited to job until the day 

they quit. Moreover, (Ganapathy, 2018) indicated that talent management is all about 

possess qualified personnel with top skills and abilities in critical tasks in order to 

implement the human resources vision. 
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Figure 2. 1 The Elements of Talent Management 

Source: (Armstrong & Taylor, 2014) 

  

2.2.1 Talent Management Definitions 

Due to the interference in the definitions and terms that have been developed by 

authors, there are many definitions of the term “talent management” and according to 

(Lewis & Heckman, 2006) it can be classified into three perspectives, the first one is 

defining talent management as a group of regular human resources elements such as 

attracting, training, selection and planning.  

The second perspective emphasizes on talents pools as a collection of procedures 

developed to ensure a sufficient flow of employees in the organization. Third type of 

talent management definition focus on talent (which means high performance with 

high talent) (Lewis & Heckman, 2006). 

 

Table 2. 1 shows sample definitions of the talent management 

Definition  Author 

HR management practices that enables firms to solve 

challenges and to systematically match the current 

talents with the needed talents in order to achieve their 

objectives. 

 (Altınöz, Çakıroğlu, 

& Çöp, 2013) 
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A set of procedures implemented to top talented 

employees, practiced in order to develop their efficiency 

and to attain the organization’s goals. 

  

(Moczydłowska, 

2012) 

Processes and tasks that include the planned assessment 

of essential positions which significantly enhances the 

sustainable competitive advantage of the organization, 

the adopting of high skilled and performing individuals’ 

talent pool to fill these positions, and the creating of a 

competitive HR design to facilitate filling these roles 

and to assure their consistent discipline to the 

organization. 

 (Collings & 

Mellahi, 2009) 

An integrated set of processes, programs, and cultural 

rules in an organization constructed and applied to 

attract, develop, deploy, and retain talent to achieve 

strategic targets and meet future business requirements. 

 (Silzer & Dowell, 

2009) 

The process of assuring that the organization recruits, 

retains, motivates, and develops the talented people. 

 (Cappelli, 2008) 

Performing things for your top individuals, investing in 

improving them, creating their skills and helping 

employees to exert and utilize the best of their abilities. 

 (Garrow & Hirsh, 

2008) 

A result of assure the right person is in the right job.  (Cunningham, 

2007) 

The planned concept performed to attract, develop and 

retain individuals with the skills and abilities to meet 

present and future organizational requirements. 

 (Stockley, 2007) 

The planned recruitment, assessment, development, 

engagement, retaining and deployment of those 

employee who have high skills that creates a significant 

value to an organization. 

 (CIPD, 2006) 
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The application of integrated strategies or systems 

designed to enhance workplace productivity by 

developing improved processes for attracting, 

developing, retaining and utilizing individuals with the 

required skills and aptitude to meet current and future 

business needs. 

 (Lockwood, 2006) 

Source: by researcher 2017 

 

Table (2.1) indicates that (Altınöz et al., 2013; Cappelli, 2008; Collings & Mellahi, 

2009; Silzer & Dowell, 2009) define talent management as a set of processes 

implemented in organizations to achieve the strategic objectives. However, (CIPD, 

2006; Lockwood, 2006; Stockley, 2007) argue that talent management represents a 

strategic and an approach concept.  

 

2.2.2 Talent Management Outcomes 

In their study, (Thunnissen, Boselie, & Fruytier, 2013) indicated that the 

literature review about talent management effects focused on two types of outcomes, 

the organizational level and individual level.  

In the first type of outcomes, the literature suggested that talent management 

has an impact on organizational outcomes such as enhanced effectiveness, progress 

and competitive advantage, beside organizational financial effects like ROE, ROI and 

returns (Al Haidari, 2015; Sabuncu & Karacay, 2016).  

At the individual level, talent management has also an outcomes as literature 

proposed, and the most introduced outcomes as a strategy to gain high organizational 

performance are engagement and motivation (Cheese, Farley, & Gibbons, 2009). 

 

2.2.3 Talent Management Dimensions 

Scholars reveals a diversity in identifying talent management practices that 

initiated from different perspectives. 
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(G. K. Stahl et al., 2007) presented three categories of talent management practices are 

the most applied in organizations which are: recruiting and staffing, training and 

development, retention management. 

On the other hand, (Armstrong & Taylor, 2014) addressed the following 

dimensions of talent management which are: Attraction, retaining, motivating and 

developing the talented people, and these dimensions will be used in this research due 

to its comprehensvie and real expression of talent management practices, and these 

dimensions will be addressed as follow: 

 
 

Talent Attraction  

Having and promoting the most appropriate employees will give organizations 

the ability to decrease costs while achieve an improved result. In addition, the cost of 

a wrong hiring procedures can reach 20% to 200% of the annual salary, beside the cost 

of firing the wrong candidate and hiring and training the new employee (Merlevede, 

2014). 

(Tyson, 2014) defines attraction as the procedures which produces candidates, 

helps to create the employer image, and through recruitment strategies has a major 

effect on the organizational culture. The core of recruitment is to find appropriate 

candidates to match organizational needs, in as cost effective a way as possible. 

According to (Tyson, 2014), an effective and systematic recruitment process 

consists of the following procedures: 

1. Determining the vacancies: job vacancies in organizations occur when starting a 

new unit, expansion, reorganization or when employees quit the job and there is a 

need to substitute. 

2. Sourcing strategy: there are two strategies of sourcing internal and external, and 

it is important to consider the possibility of internally filling vacancies due to its 

positive impacts on organizations. 

3. Recruitment policy: there are three main policies to consider which are, to 

decisions about sourcing, the degree of flexibility in responding to recruitment 

requirements, and the relations between recruitment and other policies such as 

reward policy. 
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4. Preparing and publishing information: it is purpose is purplish information’s 

with certain conditions such as containing the job description, attracting the highest 

number of appropriate candidates, communicate a good brand about organization 

and meeting employment laws and regulations. 

5. Processing and assessing applications: this activity involves studying, 

comparing and taking decision to agree or disagree hiring the candidate based on 

application results.  

6. Notifying applicants: the final task in recruitment process and it includes 

notifying successful candidate as well as rejected one about their applications 

results. 

 

Talent Motivation 

Understanding motivation is essential due to the effect of employee engagement 

on both performance and retention. Applying motivation can enhance productivity and 

can decrease turnover. Many organizations spend a considerable amount of money to 

“motivate” their employees, utilizing a wide range of policies. For example, some 

organizations hire motivational speakers to inspire employees, and “motivational 

coaches” require fees of up to $50,000 a speech (Mathis & Jackson, 2011). 

Motivation may be defined as an internal force that make human beings to behave 

in a wide range of ways and is, therefore, a very essential part of understanding human 

individuality (Tyson, 2014). 

 

Talent Development 

Development is important for both organizations and individuals as employees 

with suitable skills and capacities can improve the organizational competitive 

advantage and increase the ability to adapt to a changing environment. Development 

and training are different concepts. You can train employees to answer customer 

service requests, drive a truck, enter data in a computer, or assemble a television. 

However, development in topics such as judgment, responsibility, decision making, 

and communication forms a bigger challenge (Mathis & Jackson, 2011). 
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(Armstrong & Taylor, 2014) defines development as “the process that enables 

people to progress from a present state of understanding and capability to a future state 

in which higher-level skills, knowledge and competencies are required”. 

According to (CIPD, 2006), the development process involves the integration of 

learning and development processes, procedures and relationships. In addition, 

(Armstrong & Taylor, 2014) stated that the process of learning and development 

includes the following strategies: 

 

1. Learning: defined by (Kolb, 2000) as “the process whereby knowledge is created 

through the transformation of experience”. 

2. Education: the development of the skills, values and experience required in all 

types of life other than the knowledge and abilities relating to certain areas of 

activity. 

3. Development: the improvement or enhancing of a human’s capacity and potential 

by the applying of learning and educational experiences. 

4. Training: the systematic adaptation of behavior by learning events, strategies and 

instruction, which make individuals to gain the degrees of experience, capacity and 

competence required to handle their work effectively. 

 

Talent Retaining 

(Mathis & Jackson, 2011) argue that retention is important because turnover can 

lead to low performance in otherwise productive units. Effective retention 

management can affect the integrated human resources attraction, recruiting, and 

selection practices. 

Retention rules are established to ensure that people stay as committed 

members of the organization. The result of these rules is a talent flow that 

creates and retains the talent pool (Armstrong & Taylor, 2014). 

According to (Mathis & Jackson, 2011), employee stay or quit work due to many 

reasons such as job relations, sector and organizational aspects, geographical global 

issues, and other reasons. Moreover, there are many factors work as retention drivers 

which are: 
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1. Organizational and Management Factors: Organizations that possess clearly 

planned objectives and have management and employees accountable for 

achieving results are seen as better environment to work, especially by employees 

aiming to improve both financially and career path. 

2. Work Relationships: there are many practices that can enhance retention such as 

positive relationships, equal opportunities, work flexibility and work-life balance, 

providing feedback, and supporting career path progress and development. 

3. Job and Work-Life: reorganization decisions like downsizings, layoffs, mergers 

and acquisitions, and organizational restructurings leads to a low level of 

employee’s retention and increase anxiety degree among employees. 

4. Rewards: Compensation, Benefits, and Performance: having better salary or 

pay presents a main reason why employee quit the job and switch to another work, 

so it is important for employers to provide a competitive and fair benefits that 

matches employee’s skills. 

5. Career Training and Development: Opportunities for personal growth ranked 

the first place among reasons why employees accepted their present jobs and why 

they remain there.  

6. Employer Policies and Practices: Such issues as the causes of human resources 

practices, the equality of disciplinary activities, and the methods utilized to decide 

work responsibilities and opportunities all impact employee retention. 

 

2.3  Organizational Performance 

Organizational performance has taken a considerable part of researcher’s 

interest due to its important role to organizations to survive and succeed in present 

business reality, especially with existence of an intense competition nowadays 

(Richard, Devinney, Yip, & Johnson, 2009).  

An organization is defined as a group of employees with specific tasks and 

levels who form an organization aiming to achieve a common target by continuing 

adjusting to deal with the rapid changing internal and external environment (Tseng & 

Lee, 2014). On the other hand, performance is known as an assessable result of the 

degree of achievement of the organizations targets (R. L. Daft & Marcic, 2016). 
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 (Sastry, 1997) defines organizational performance as a combination of 

organizational effectiveness and efficiency. According to (Pfeffer & Salancik, 2003), 

organizational effectiveness is described as the external indicators used to evaluate the 

production and services of a firm, while organizational efficiency refers to how 

properly the methods used in production of products or services are in the organization. 

Another definition of organizational performance was introduced by (R. Daft, 

2012) as it is the organization’s ability towards achieving its goals by utilizing assets 

effectively.    

 

2.3.1 Organizational Performance Measures 

According to (Yaghoobi, Yaghoobi, Haddadi, & Haddadi, 2016), performance 

measurment is defined as “a systematic process for obtaining valid information about 

the performance of an organisation and the factors that affect performance”.  

Literature about organizational performance measurement indicators reveals a 

diversity in how organizations evaluate its performance. (Sonson, Kulatunga, & 

Pathirage, 2017) argue that organizational PM can be assigned as traditional PM and 

contemporary performance measurement (CPM), where the traditional PM emphasize 

on financial measures such as ROI and profits. However, CPM utilizes both financial 

and non-finical performance measures related to the organization’s strategy (Franco-

Santos, Lucianetti, & Bourne, 2012). 

Many authors have claimed that using financial PM alone is not enough to 

evaluate organization’s performance. For example, (Munir, Munir, Baird, & Baird, 

2016) indicated that financial PM became not enough to asses organizational 

performance specially in present unstable business environment. 

 

Table 2. 2 shows sample measures of organizational performance 

Performance Measures  Author 

Organizational effectiveness, productivity, profitability, 

quality, continuous improvement, work quality, and 

social responsibility. 

 (Bolat & Yılmaz, 

2009) 
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Pre-tax profit, return on assets, and return on investment.  (Shang & Marlow, 

2005) 

Market share rate, sales value, return on investment 

rate, revenue rate, and degree of target achievement. 

 (Im & Workman Jr, 

2004) 

Profitability and organizational capabilities.  (De Saá Pérez & 

Falcón, 2004) 

Market share rate, comparisons of success with other 

companies, growth rate, profitability, and ability to 

innovate. 

 (Lee & Choi, 2003) 

Profitability, rate of return on investment, customer 

retention, and sales growth rate. 

 (Tippins & Sohi, 

2003) 

Turnover and sales growth.  (Batt, 2002) 

Customers, internal business process, learning, and 

growth. 

 (Kaplan & Norton, 

1996a) 

Market share, profitability, the growth rate of deposits 

and loans, productivity and customer satisfaction. 

 (Delaney & 

Huselid, 1996) 
 

Source: by researcher based on (Peña & Villasalero, 2010; Tseng & Lee, 2014) 

 
 

Based on above review of organizational PM, the scale developed by (Kaplan & 

Norton, 1996b) will be used in this research to measure organizational performance as 

it includes both financial and non-financial measurs that gives a comprehensive view 

of the organization’s peformance. According to (Niven Paul, 2006), the dimentions of 

this scale can be defined as follow: 

 

1. Financial perspective: the purpose of this perspective is to give an indication 

about the final results of the organizations and shows the significance of customer 

satisfaction, improving products, and other activities on the financial results. 

Typical indicators in the Financial perspective include profitability, revenue 

growth, and asset utilization. 
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2. Internal business processes perspective: the objective of this perspective is to 

detect the main processes the organization must improve to keep adding value to 

customers and shareholders. Product development, production, manufacturing, 

delivery, and postsale service may be represented in this perspective. 

 

3. Customer perspective: this perspective may include indicators such as customer 

satisfaction, customer loyalty, market share, and customer acquisition, for 

example. 

 

4. Learning and growth perspective: the objective of this dimension is to facilitate 

the other three dimension of the Balanced Scorecard by detecting the gaps between 

employee skills, information systems, and the workplace requirenments. Indicators 

may include employee skills, employee satisfaction, availability of information, 

and alignment. 

 

 

 

Figure 2. 2 The balanced scorecard 

Source: Adopted from (Kaplan & Norton, 1996a) 
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2.4  Talent Management and Organizational Performance 

Many researchers have studied the effects of talent management practices on 

organization performance past years. In his study, (Thunnissen et al., 2013) classified 

thease effects based on researchers perspective into two groups, the first one claims 

that talent management has an indirect positive effect on organizational prformance 

through enhancing human resources practices (Beechler & Woodward, 2009; 

McCauley & Wakefield, 2006).  

 

The seconed group of researchers argue that talent management has a direct effects 

on enhancing overall organizational performance (Cheese et al., 2009; Collings & 

Mellahi, 2009; Lewis & Heckman, 2006; Moczydłowska, 2012; G. K. Stahl et al., 

2007).   

From above summary, we can conclude that talent management enhances 

organizational performance by attracting and retaining the talented people it requires 

(Armstrong & Taylor, 2014). 

 

2.5  Employee Engagement 

An increased interest in employee engagement has been appeared in past years due 

to it’s importance for organizations to achive competitive advantage. (Anitha, 2014) 

has indicated that human capital is one of the most vital sources of success for 

organizations if engaged correctly. Morover, employee engagment helps organizations 

to create an creative and healthy work environmnet which inturn assist in enhancing 

performance and productivity (Anitha, 2014). 

Due it’s importance and benefits to organizations, (LaMotte, 2015) indicated that 

companies spend over $720 million each year on employee engagement, and that’s 

projected to rise to over $1.5 billion. 
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2.5.1 Employee Engagement Concept 

Literature review contained many different difinitions for employee engagement.  

The first indication to employee engagement term was developed by (Kahn, 1990) 

who defined it as the concurrent deployment and expression of an individual’s 

‘preferred self’ in task behaviours that encourage links to work and to others, personal 

presence (physical, cognitive, and emotional) and active, full performances. 

(Adkins, 2016) defines employee engagement as it is the degree of involvement 

and passion about the job and adding value to organization. Moreover, (Caldwell, 

2012) define employee engagement as an employee’s loyalty toward an organization 

and unrestricted effort that they exert more than their essential job requirements. 

Another definition of employee engagement was suggested by (Harter, Schmidt, & 

Hayes, 2002) as it is the person’s participation and satisfaction with passion for work. 

 

For the purpose of the present research, employee engagement is defined as “a 

positive, fulfilling, work-related state of mind that is characterised by vigour,  

dedication, and absorption” (Schaufeli, Salanova, González-Romá, & Bakker, 2002). 

According to (Ferreira & Real de Oliveira, 2014) the definition contains three 

variables. Vigour refers to the degree of energy, psycological flexibility and 

persistence. Dedication is about the cognitive and emotional state that impacts on 

experience a sense of value, enthusiasm, motivation and pride. Finally, absorption 

means being completely focused in ones work. 

 

2.5.2 Employee Engagement Approaches 

In his review, (Shuck, 2011) has summarized models of employee engagement 

that have been developed in literature into four approches: 

 

(a) Need-Satisfying Approach (Kahn, 1990): 

This approach suggests that employee engagement has three forms which are: 

physically, emotionally and cognitively. Also, thease states are affected by three 

dimensions: meaningfulness, safety, and availability. 
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(b) Burnout-Antithesis Approach (Maslach et al., 2001): 

According to this approach, engagement was classified as the contrary of the 

burnout’s three componants (exhaustion, cynicism, and ineffectiveness), which 

happened by six dimensions which are: workload, control, rewards and recognition, 

community and social support, perceived fairness, and values. 

 

Figure 2. 3 Burnout-Antithesis Approach 

Source: Adopted from (Maslach et al., 2001) 

 

 

 

 

(c) Satisfaction-Engagement Approach (Harter et al., 2002): 

This approach indicates that engagement can be defined as “the person’s 

participation and satisfaction with as well as passion for work”. 

 

(d) Multidimensional Approach (Saks, 2006): 

According to this approach, engagement can be classified into two types: job 

engagement and organizational engagmenet.  

Also, (Saks, 2006) defines employee engagement as it is “a distinct and unique 

concept that composed of cognitive, emotional, and behavioral elements that are linked 

with person role performance”. 
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Table 2. 3 shows summary of employee engagement models 

Need-Satisfying 

Approach (Kahn, 

1990) 

 Burnout-Antithesis 

Approach (Maslach 

et al., 2001): 

 Satisfaction-

Engagement 

Approach (Harter et 

al., 2002) 

 Multidimensional 

Approach (Saks, 

2006) 

Meaningfulness  Workload 

Control 

 Involvement   Job engagement  

Safety  Rewards 

Recognition 

 Satisfaction  Organizational 

engagmenet 

Availability  Community 

Fairness 

 Enthusiasm   

 

Source: by researcher based on (Shuck, 2011) 

 

2.5.3 Measuring Employee Engagement: 

In their cross-sectional study, (Jeve, Oppenheimer, & Konje, 2015) highlited 

various engagement measurements were developed in literature. Utrecht Work 

Engagement Scale (UWES-9) by (Schaufeli, Bakker, & Salanova, 2006), Gallup Q12 

by (The Gallup Organization, Washington, D.C), Scale of Work Engagement and 

Burnout (SWEBO) by (Hultell & Gustavsson, 2010) and the Intellectual, Social, 

Affective Engagement Scale (ISA Engagement Scale) by (Soane et al., 2012). 

 

For this research, Utrecht Work Engagement Scale (UWES-9) by (Schaufeli et al., 

2006) will be used to measure the degree of employee engagement. Using of this scale 

to employee engagement referred to its popularity in research field, in addition to its 

high consistency compared to the Gallup Workplace Audit (GWA) which has a 

questionable accuracy to measure employee engagement according to (Wu, Scholar, 

& McCaughey, 2011). 
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2.6  Talent Management and Employee Engagement: 

Employee engagement refers to “the individual’s involvement and satisfaction 

with as well as enthusiasm for work” (Harter et al., 2002). Disengagement which is 

the opposite of engagement has a wide negative effects on productivity in the 

workplace such as increased rework, excessive waste, growing cycle times, and a 

reduction of product produced (Meyer, Stanley, & Parfyonova, 2012). Due to these 

bad effects, researchers studied disengagement behaviours and try to detect its 

predictors to managers so that they can take preventive steps towards it. One of the 

most key predictors of disengagement is talent management. 

Talent management is “the systematic attraction, identification, development, 

engagement, retention and deployment of those individuals who possess high potential 

that creates a particular value to an organization” (Iqbal, Qureshi, Khan, & Hijazi, 

2013). In organizations, employee engagement facilitates applying and implementing 

the talent management practices and decrease difficulties and challenges management 

in workplace. 

In the literature, there are many studies have indicated to the importance and role 

of talent management practices in enhancing employee engagement which interns 

contribute to organizations success. For example, (Deshpande, 2015) suggests that 

effective talent management implementation can contribute in employee engagement 

and decrease turnover which enhance both employee performance and talent retaining.  

In addition, (Christensen Hughes & Rog, 2008) argue that employee engagement has 

been linked to many organizational outcomes which are referred to TM such as 

attracting, retaining and turnover. Moreover, (Piansoongnern, Anurit, & 

Kuiyawattananonta, 2011) highlighted the importance of talent management strategy 

in contributing to employee engagement. 

 

2.7  Employee Engagement and Organizational Performance: 

Organizational performance refers to “ability of an enterprise to achieve such 

objectives as high profit, quality product, large market share, good financial results, 

and survival at pre-determined time using relevant strategy for action” (Koontz & 

Donnell, 1993). From the definition above, we can note a different measure of 
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performance that are used to determine the success of an organization in achieving its 

goals. Because of its importance to organizations, researchers have studied many 

factors that can affect organizational performance whatever positive or negative effect. 

One of these essential factors is employee engagement. 

An engaged employee contributes in enhancing the organizational performance 

due to their feeling of satisfaction and fulfilment with their jobs. 

In the literature, various studies have examined the effects and impacts of 

employee engagement on organizational performance. For example, (Rayton & 

Yalabik, 2014) has indicated that employee engagement is considered to be an 

effective predictor of organizational performance and forms a mutual relationship 

between employer and employee. 

Also, according to (Kompaso & Sridevi, 2010) there is an association connects the 

level of employee engagement with the degree of organization’s profit growth. 

However, the absence of employee engagement results in a higher turnover and lower 

customer satisfaction (Wise, 2017). 

 

2.8  Mediating Effect of Employee Engagement on Talent 

Management and Organizational Performance: 

The connections between the variables of this research (talent management 

practices, organizational performance and employee engagement) have been examined 

by many researches and studies during the past few decades (AbuKhalifeh & Som, 

2013; Alias, Noor, & Hassan, 2014; Christensen Hughes & Rog, 2008; James Sunday 

Kehinde PhD, 2012; Nijveld, 2014; Wiley, 2014).  

In addition, previous studies has tested the mediating role of employee engagement 

(Alias et al., 2014; Chughtai, 2013; Hoon Song, Hun Lim, Gu Kang, & Kim, 2014; 

Rubel & Kee, 2013). However, there is a lack of empirical studies that explore the 

mediating role of employee engagement on the relationship between talent 

management practices and organizational performance. 

Thus, this research aims to examine the mediating role of employee engagement 

on the relationship between talent management and organizational performance. 
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In order to make sure of existence of the mediating relationship, this research 

referred to (Baron & Kenny, 1986) who claimed that the mediator variable must meet 

the following conditions: 

1. There is a direct relationship between the independent and dependent variables.  

2. There is a direct relationship between the independent and mediating variables. 

3. There is a direct relationship between the mediating and dependent variables. 

2.9  The Palestinian Banking Sector  

The banking sector represents an essential part in the Palestinian economic system 

through contributing the financial support to local community, individuals and even to 

local government.  

Taking in consideration the human-based nature of banking services nature which 

require an interaction between bank’s employees and customers, talent management 

practices become more important to be effectively applied so that the Palestinian 

banking sector can face and deal with the high financial risks and difficulties due to 

the exceptional economic and political conditions, which influence their capacity and 

efficiency.  

2.9.1 Palestinian Banks Regulatory Aspects  

 

Palestinian banks are working completely under the regulation of the Palestinian 

Monetary Authority (PMA) which has been operates after act NO. 2 of 1997 

concerning stipulating the proper rule and independence of the PMA and the Banking 

Law Number 9 of 2010. 

According to (Palesinian Monetary Authority, 2017b), the Palestine Monetary 

Authority (PMA) is an independent public institution responsible for the formulation 

and implementation of monetary and banking policies to maintain price stability and 

low inflation, foster financial stability and safeguard the banking sector and promote 

sustainable growth of the national economy. PMA works to achieve these goals 

through: 

• Development and execution of monetary policy designed to ensure low inflation 

and achieve price stability. 
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• Functional and clear ruling and direction of banks, specialized lending institutions 

and money changers operating in Palestine. 

• Organizing development, application and work of up to date, effective payment 

processes.  

2.9.2 Palestinian Operating Banks: 

(Palesinian Monetary Authority, 2017a) indicated that 15 licensed banks are 

operating in Palestine classified based on nationality into foreign and local as follow: 

 

Table 2. 4 shows Palestinian local banking institutions 

 Local Banks  

Foundation Bank Name Branches 

1960 Bank of Palestine  67 

1995 Palestine Investment Bank 17 

1995 Al Quds Bank 37 

1996 Arab Islamic Bank 18 

1997 Palestine Islamic Bank 29 

2006 The National Bank 18 

2016 Safa Bank 1 

      Source: (Palesinian Monetary Authority, 2017a) 

 

Table 2. 5 shows Palestinian foreign banking institutions 

 Foreign Banks  

Foundation Bank Name Branches 

1986 Cairo Amman Bank 21 

1994 Arab Bank 31 

1994 Bank of Jordan 35 

1994 Egyptian Arab Land Bank 6 

1994 Jordan Commercial Bank 5 

1995 Jordan Ahli Bank 6 

1995 Housing Bank for Trade & Finance  16 

1995 Jordan Kuwait Bank 4 

Source: (Palesinian Monetary Authority, 2017a) 
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This research will focus on Bank of Palestine working in the Gaza Strip area, and 

below an overview of this bank as follow: 

 

Bank of Palestine P.L.C 

 

Bank of Palestine was established in 1960 with the purpose of providing financial 

services in Palestine, financing programs and meeting the financial and banking 

requirements of the different business and social sectors of the Palestinian society. 

Bank of Palestine is one of the biggest national banks working in Palestine with a wide 

range of branches, offices and ATMs. The Bank have a group of qualified personnel 

providing services to more than 750,000 customers including individuals, enterprises 

and organizations. Through retaining abreast and applying of the latest technology 

conjointly with the developing of the best rules and international practices including 

disclosure, good governance, transparency, Bank of Palestine has been instrumental in 

contributing to the development process allocating 6% of its annual profit to social 

responsibility programs. The Bank’s trading shares were listed in the Palestinian 

Exchange in 2005 hence becoming the second biggest company listed by its market 

value amounting to about 15% of the Exchange market value (Bank of Palestine, 

2017). 

2.10 Talent Management, Organizational Performance and   

Employee Engagement in Bank of Palestine in the Gaza Strip 

The banking and financial services sector in the Gaza Strip when compared with 

other trading sectors has captured the largest share of traded shares with 42.7 percent 

amounting to USD 1,029 million or the equivalent of 30.4 percent of the total market 

value of listed companies (Palesinian Monetary Authority, 2017a). 

However, the banking industry and Bank of Palestine in the Gaza Strip is dealing 

with an increased competition and customer based nature, which make managing 

talented employee more difficult and challenging task. Moreover, Bank of Palestine in 

the Gaza Strip today is facing many challenges and difficulties such as the high risk 

and instability in the economic environment in Palestine, taking into consideration its 

vulnerability to political and security changes and to the effect liquidity for each 

currency and its cost, specially the Israeli shekel.  
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Therefore, Bank of Palestine in the Gaza Strip should adapt and apply some 

strategies and practices such as talent management practices which can enhance 

organizational performance and in turn survive under such challenges. 

On the other hand, employee engagement seems to participate in enhancing 

organizational performance and sustain competitive advantage by improving 

employee performance and productivity which involves creating an appropriate work 

environment for employees to feel engaged. Employee engagement facilitate applying 

talent management practices which results in an improved organizational performance. 

 

Thus, the research aims to identify the mediating role of employee engagement in 

the relationship between talent management and organizational performance in Bank 

of Palestine in the Gaza Strip.  

 

2.11  Chapter Summary 

This chapter has presented the talent management practices importance, 

definitions, outcomes and dimensions. Moreover, an introduction to organizational 

performance significance, different measures approaches and dimensions definitions 

have been given, beside an indication to organizational performance relationship to 

practices of talent management. 

Furthermore, employee engagement concept, role and different models have been 

highlighted in addition to its relationships with both talent management and 

organizational performance, beside the mediating effect of employee engagement on 

the relationship between talent management and organizational performance. 

Finally, an overview of the Palestinian banking sector. its working environment 

nature, regularity aspects and a brief on Bank of Palestine in the Gaza Strip has been 

shown. 
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Chapter 3 

Previous Studies 

3.1 Introduction 

In this chapter, an overview of previous scholars and studies that have been 

published on the research variables (talent management, employee engagement and 

organizational performance) and their relations with other variables will be indicated. 

Lastly, comments and final thoughts on previous studies will be introduced. 

 

The researcher has identified twenty-nine studies classified into three categories: 

five local, six Arabic and eighteen Foreign studies which were derived from scholar’s 

search engines such as Google Scholar, in addition to popular journals websites like 

Emerald and Elsevier. 
 
 

3.2 Local Studies 

1. (AlBattrikhi, 2016), Talent Management Practices as Drivers of Intention to 

Stay Case Study (IT Enterprises in the Gaza Strip) 

This study objective was to examines the reality about implementing talent 

management practices which are: talent attraction, selection, engagement, 

development, and retention and its effects on the employee’s retention. The study 

followed the analytical descriptive approach using a questionnaire designed by the 

researcher. The sample consists of (100) employees, while the retrieved questionnaires 

are (80) which presents (76.2%) response rate of distributed questionnaires. 

The findings of the study revealed that talent management practices except 

talent attraction and selection are predictors of intention to stay. Also, the findings 

revealed a positive correlation between talent management practices & the intention 

to stay. 

The study recommendation to IT companies stated that they should give 

attention to the integration of recruiting, selection, engagement, development and 

retention practices, ex. by providing job and development opportunities and ensuring 

that the skills in fact improve by work at the company, which also enhances their 

subsequent engagement and retention. 
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2. (Abu-Sahloub, 2016), Level of Application of Integrated Talent Management 

According to IBM Institute for Business Value Case Study Palestinian 

Governmental Agencies in the Gaza Strip 

This study seeked to identifying about level of implementing the integrated 

talent management according to the standards of IBM Institute for Business Value, 

from the perspective of the senior and middle level management’s members in the 

Palestinian governmental agencies in the Gaza Strip. The study used the descriptive 

analytical approach to conduct this study using a questionnaire as the main tool for 

collecting data based on the IBM instrument.  

 

The study results showed that the governmental agencies in the Gaza Strip 

practice the six domains of the integrated talent management according to the 

standards of IBM Institute at a moderate average that didn’t exceed (59.8%), 

although they have strategies towards talents at an average of (65.9%). 

 

The study recommended that the Palestinian governmental agencies should 

emphasize on the fields of [transform and sustain], [motivate and develop], 

and [connect and enable] talents respectively. Then they should have developed the 

methods and strategies related to the fields of [deploy and manage] the talented 

employees. 

 

3. (Ulliyan, 2015), Incorporating Gamification into Performance Management 

to Drive Employees’ Engagement Case Study - Mercy Corp 

This study aims to examine the possibility of engaging employees of Mercy 

Corps- Gaza through integrating gamification with performance management system 

which in turn increases organization’s performance. This study followed the analytical 

descriptive methodology approach and used questionnaire developed for this study in 

addition to conducting an interview with senior management at Mercy Corps – Gaza. 

The sample of study was 81 participants representing the team of Mercy Corps – Gaza. 

 

The main findings indicated that gamification application affects performance 

management and employees’ engagement at Mercy Corps – Gaza. 
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The main recommendation to the Mercy Corps – Gaza was to proceed with 

integrating gamification into its performance management system to improve 

employee engagement by utilizing the proposed model adapted in this study. 

 

4. (Siam, 2013), The Reality of The Application of Human Talent Management 

System According the Senior and Middle Level: Case Study Islamic 

University – Gaza 

This study objective is to identify the reality of the implementation of human 

talent management approach regarding the senior and middle management at the 

Islamic University- Gaza. Study applied the descriptive analytical approach to conduct 

the study and utilized the questionnaire to collect data.  

 

The results of the study indicated that there is an ambiguity in the principles of 

talent management between members of the senior and middle management at the 

Islamic University especially with systems procedures. 

 

The most important recommendation was the importance of developing 

regulations in addition to the need to establish an organizational culture that believe in 

the benefits of human talent management and its impact in competition, using all 

available methods such as engaging in workshops, conferences and specialized talent 

management seminars. 

 

5. (El-nakhala, 2013), The Availability of Talent Management Components 

From Employees Perspectives (Al Aqsa voice Radio Station Case Study) 

The study seeks to explore the existence of talent management practices at Al 

Aqsa voice radio station from its employee’s viewpoint. The study has used the 

descriptive analytical approach and depended on a designed questionnaire. The study 

was applied among whole employees at al Aqsa voice radio station. 

 

The results revealed that the level of talent management at al Aqsa voice radio 

station are available with 63.75%, the level of talent recruitment is 64.39%, the level 

talent development is 6.46%, and the level of talent retention is 69.78%. 
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The study recommends that companies should focus on applying talent 

management and its practices, in addition to having competitive brand in order to 

attract the talented employees. 

 

3.3 Arabic Studies 

1. (Najm & Manasrah, 2017), The effect of talent management on organizational 

performance: applied study in Jordanian banks 

The study seeks to explore the effect of TM dimensions on organizational 

performance. This study applied the analytical descriptive methodology approach and 

has utilized the survey in order to gather data.  

 

The study revealed that there is a positive impact of TM dimensions on the 

three performance dimensions in all six banks, which represent the study sample. 

 

The study recommended that it’s important for effective organizations to avoid 

the consequences of both exclusive and inclusive approaches, and adapt its own way 

of TM in order to gain high performance and financial results. 

 

2. (Obeidat, 2016), Exploring the Relationship between Corporate Social 

Responsibility, Employee Engagement, and Organizational Performance: 

The Case of Jordanian Mobile Telecommunication Companies 

The aim of this study is to explore the relationship between corporate social 

responsibility, employee engagement, and organizational performance in Jordanian 

mobile telecommunication companies. This study applied the analytical descriptive 

methodology approach and the sample consists of 350. The questionnaires included 

37 items that were used to collect data from the respondents. 

 

The Results of this study indicated that social responsibility and employee 

engagement (vigour, absorption, and dedication) have a significant positive 

relationship with organizational performance. 
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The study recommended that decision makers should pay attention to the 

importance of establishing and keeping an effective corporate social responsibility 

system, which help increasing the employees’ engagement in their job and in turn will 

result in an improved organizational performance and outcomes. 

 

3. (Wahba, 2015) Talent Management Practices Effect on Employee 

Engagement: Applied in Logistics Sector in Egypt 

The main goal of the study was to adapt practical and theoretical system, 

showing a relationship between an organization’s Talent Management and Employee 

Engagement. This study followed the analytical descriptive methodology approach 

and has used a questionnaire as a tool consists of four parts. The Sample includes 269 

out of 500 employees from different divisions and positions working in one of 

Multinational Logistics Companies in Egypt.  

 

Results found that seven of the nine critical success factors were statistically 

significant in explaining employee engagement. 

 

The study recommended that future study should study the factors of an 

organization’s performance that do or do not have direct effects. Such as factors of 

Productivity, Quality Service, Customer Satisfaction, Company ROI should be 

investigated. 

 

4. (Megri, 2014) The Impact of Talent Management System on the Enterprise 

Performance: a Study on a Sample of Workers in National Company of 

Juice and Canned-food Unit MANAA (Batna) 

This study aims to identify the theoretical and practical perspectives of the 

effect of management talent on the organizational performance. The study followed a 

descriptive approach and has used a survey to gather data. The sample of the study 

consist of 90 employees working in the national company of juice and canning (unit 

Manaa). 
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The study indicated to the existence of a significant effect of TM practices on 

organization performance, and that the significance of this relationship increases by 

using the organizational commitment as a mediating variable. 

 

The study’s main recommendations were the importance of scientific planning 

in determining the organization’s human resources needs, in addition to putting the 

right person in the right place to utilize his skills. 

 

5. (Aljunaibi, 2014) Talent Management and Employee Engagement 

This study purpose is to introduce a comprehensive understanding of the 

correlation between employee engagement and talent management and examines the 

effect of talent management practices on employee engagement in semi-government 

organizations in Abu Dhabi, UAE. A quantitative approach was used by distributing a 

questionnaire on all currently employees working in various oil and gas organizations 

in Abu Dhabi. 

 

The study indicated that talent management practices such as talent 

development, motivation, and leadership support have a positive correlation with 

employee engagement. 

 

This study recommends that organizations need to develop a proper talent 

management system that emphasize on talent development, support from management, 

and simultaneously work on improving regulations and working environments. 

 

6. (Morsy, 2013) The Impact of Talent Management on Employee’s Engagement 

through Work – Family Balance as a Mediator: A field Study on Zagazyg 

University Hospitals 

The study seeks to explore the effect of talent management on two types of 

employee’s engagement, which are: job engagement and organizational engagement. 

In addition, the study seeks to examine whether the variable of work – family balance 

mediates this relationship or not. The sample consisted of (225) doctors who are 

working in Zagazyg university Hospitals.   
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The study results indicated that talent management had an effect on two types 

of employee engagement, and approved that variable of Work – family balance 

mediated the relationship between talent management and the two types of employee 

engagement. 

 

The study recommends hospital managers to pay attention to enhance and 

improve its doctors who have a direct supervision role through training programs about 

exploring the talented doctors and utilize their abilities. 

 

3.4  Foreign Studies 

1. (Agbaeze, Monyei, & Agu, 2017), Impact of Talent Management Strategies on 

Organizational Performance in Selected Deposit Money Banks in Lagos State, 

Nigeria  

This study identified the Impact of Talent Management Strategies on 

Organizational Performance in Selected Deposit Money Banks (DMB) in Lagos State, 

Nigeria. Data were collected using the questionnaire research instrument and interview 

guide. The sample size of 359 was obtained from the population using Bill Godden’s 

formula. 

 

The study found that succession planning, compensation management, human 

resource development are the essential strategies that enhances organizational 

performance. 

 

The study recommended organization’s management to ensure that a suitable, 

effective and consistent succession management is applied by strategically 

determining, assessing and developing employee to ensure that they are able of filling 

key positions due to its importance to an organizations survivability and success in the 

industry. 
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2. (Khezri, Niknafs, Aidnlou, Alian, & Eslamlou, 2016), The Impact of Talent 

Management on Productivity of Bank Mellat of West Azerbaijan Province 

The purpose of this study is examining the relationship of talent management 

on productivity of Bank Mellat of West Azerbaijan province. The method of this 

research is descriptive-correlation. The population were 850 people of employees of 

Bank Mellat of West Azerbaijan province. The number of sample obtained 265 people 

using Morgan table. 

 

The results showed that there is a significant positive relationship between 

talent management and employees of Bank Mellat southern province of Western 

Azerbaijan.  

 

The study recommends to pay more attention to talent management Bank 

Mellat employee's southern province of West Azerbaijan, and in this way, 

organizations improve employee productivity. 

 

3. (Hanaysha, 2016), Testing the effects of employee engagement, work 

environment, and organizational learning on organizational commitment 

The main goal of the study is to examine the impacts of work engagement, 

organizational learning, and work environment on organizational commitment in 

higher education sector. An online survey was used to collect data from 242 employees 

at public universities in northern Malaysia.  

 

The study results indicated that employee engagement has a significant 

positive impact on organizational commitment. It was also found that job environment 

possesses a significant impact on organizational commitment. Finally, the results of 

this study approved that organizational learning has a significant positive impact on 

organizational commitment. 
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The study provides useful insights and recommendations for the management 

in higher educational institutions to gain an understanding of developing 

organizational commitment regarding their employees by developing an effective 

human resource practices that could result in an organizational competitiveness and 

enhanced performance. 

 

4. (Ingram, 2016), Relationships between Talent Management and 

Organizational Performance: The Role of Climate for Creativity 

The purpose of this study is to explore the role of climate for creativity in 

mediating relationships between talent management and organizational performance. 

The relationships between talent management, organizational performance and climate 

for creativity was examined using structural equation modelling Based on data from 

326 large organizations in Poland. 

 

Study findings indicated that talent management is a three-dimensional concept 

(dimensions are: strategic, structural and ideological) while climate for creativity and 

organizational performance are both unidimensional constructs. Results revealed that 

climate for creativity mediates the relationships between the dimensions of talent 

management and organizational performance. 

 

Study results recommends that to enable organizations to gain a high 

performance through talent management it should emphasize on establishing an 

appropriate climate supporting individual innovation of its employees. 

 

5. (Kjellman, 2016), Talent management: Which tensions between 

organizational performance and employee engagement can arise when using 

talent management? 

This study aims to investigate the relationships between organizational 

performance and employee engagement when implementing talent management. A 

qualitative research approach was used, which applies a case study design consisting 
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of many cases. Unstructured interviews and observations were the instruments used 

for collecting the empirical data.  

 

The study found that Swedish companies applies a collective approach to talent 

management. What distinguish the work with talent management in a collective culture 

are inclusion, democracy, soft culture and communication. Indicators of separation in 

developments plans between different professionals can start a tension.  

 

The study recommends further research on companies that apply more 

individually approach to talent management and examine what effects that has on 

relationship between organizational performance and employee engagement. 

 

6. (Kazimoto, 2016), Employee Engagement and Organizational Performance of 

Retails Enterprises 

This study aims to identify factors on employee engagement and performance 

from selected retailing business enterprises in Wobulenzi-Luweero City, Uganda. The 

study applied a descriptive approach and a questionnaire was distributed to 120 

selected respondents, using purposive sampling technique. 

 

The study results indicated that the extent of retail employee engagement and 

the level of job satisfaction were very high in retailing enterprises in Wabulenzi-

Luwero city. In addition, the results found that job assignment is important for 

engaging employees to ensure organizations’ survivability and profitability. 

 

The study recommendations stated that managers need to pay attention to the 

staff and their job assignment to decrease stress and increase motivation for employee 

engagement. Also, there is a need to create control systems that include financial 

measures and non-financial measures in assessing performance for survivability of 

enterprises. 
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7. (Payambarpour & Hooi, 2015), The impact of talent management and 

employee engagement on organisational performance in Malaysia 

The study examines the effect of talent management on organisational 

performance by implementing strategic human resources practices, and to assess the 

mediating role of employee engagement in the relationship between strategic HR and 

organisational performance. An online survey was distributed among managers of the 

first ten global multinational corporations listed by Fortune magazine 2013. 

 

The result indicates that there is a significant relationship between management 

development Index and organisational performance, strategic HR and organisational 

performance, and employee engagement and organisational performance. 

 

The study recommends the significant mediating role of engagement in the 

relationship between strategic HR and OP in the TM context. 

 

8. (Jiony, Tanakinjal, Gom, & Siganul, 2015), Understanding the Effect of 

Organizational Culture and Employee Engagement on Organizational 

Performance Using Organizational Communication as Mediator: A 

Conceptual Framework 

This study purpose is to examine the correlations between employee 

engagement and organization culture and to identify motivations of employee 

engagement. The study will apply both qualitative and quantitative approaches adding 

to utilizing questionnaire tool to evaluate all variables and the degree of engagement 

of employees. The sample are the top management members in 5-start hotels in Sabah, 

Malaysia. 

 

This study suggests a conceptual framework to explain the impact of 

organizational culture on employee engagement and organizational performance. In 

addition, the study approved organizational communication as mediator as it is one of 

the important causes in creating an effective environment which utilizes the skills and 

abilities of employees and organizations. 
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The study recommends that further research on this area of employee 

engagement at work, organizational culture, and communication. 

 

9. (Madan & Srivastava, 2015), Employee Engagement, Job Satisfaction and 

Demographic Relationship: An Empirical Study of Private Sector Bank 

Managers 

The purpose of the study is to analyse how enhancing engagement could create 

a compelling competitive advantage for organizations creating quality workforce. The 

study was administered on 88 Managers who were representatives of 4 private sector 

banks in Delhi/NCR. descriptive Statistics, One-Way Anova, Independent t-test and 

Regression was used for data analysis.  

 

The results of the study revealed that there exists a statistically significant 

relation between employee engagement and job satisfaction. Also, demographic 

variables do not statistically significant impact over employee engagement and job 

satisfaction. 

 

The study recommends managers to realize that while employee satisfaction 

and employee engagement are both vital to uphold productive and happy workforce, 

attaining satisfaction without engagement will have considerably less impact on 

business results. 

 

10. (KARURI, 2015), Effect Of Talent Management On Employee Outcomes: A 

Case Study Of Central Bank Of Kenya 

The study aimed at investigating the effect of talent management on employee 

outcomes at Central Bank of Kenya. The study adopted a descriptive survey of the 

staff of Central Bank of Kenya. Primary data was used in the study through use of 

questionnaires. The sample for this study was 130 staff drawn from the population of 

about 700 staff at CBK’s head office. 
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The findings of this study revealed that employee outcomes (in this case 

teamwork, job satisfaction and employee engagement) are significantly influenced by 

talent attraction, retention, employee training and career management at CBK. 

 

The study recommends that further research should be carried on other firms 

in the same industry as well as different industries to find out if the same results would 

be obtained. This will get comprehensive information on how other organizations view 

the effects of talent management on employee outcomes. 

 

11. (Nobarieidishe, Chamanifard, & Nikpour, 2014), The relationship between 

talent management and organizational commitment in international division 

of Tejarat Bank, Iran 

The purpose of this study is to investigate the relationship between talents 

management and organizational commitment in international division of Tejarat Bank. 

 This study is a descriptive-correlation research that was conducted through the 

survey method. The study population consisted of all employees in international 

division of Tejarat Bank. 

 

The findings of the study show that there is a significant relationship between 

talent management and its sub variables as attracting the talents, talents maintenance 

and talents development with organizational commitment and also there is a 

relationship between talents management and organizational commitment according 

to demographic variables. 

 

12. (Alias et al., 2014), Examining the mediating effect of employee engagement 

on the relationship between talent management practices and employee 

retention in the Information and Technology (IT) organizations in Malaysia 

The study objective is to examine the nature of correlation among employee 

engagement, employee retention and talent management practices in IT companies in 

Malaysia. The study used a quantitative as a tool to collect data. The sample of the 

study consisted of 581 respondents. 
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The study indicates that employee engagement has a positive relationship with 

talent management practices in addition to the relationship between employee 

engagement and employee retaining.  

 

13. (Anitha, 2014), Determinants of employee engagement and their impact on 

employee performance  

The target of the study was to examine the essential circumstances of employee 

engagement and their predictability of the concept. The study applied a survey 

questionnaire which was adapted and validated using a pilot data. Simple random 

sampling was followed to choose the employees from middle and lower managerial 

levels from small-scale organisations in India.  

 

The study results revealed that all the examined factors were predictors of 

employee engagement, while, the constructs that had major effect were working 

environment and team and co-worker relationship. Employee engagement had 

significant effect on employee performance. 

 

The study recommendations indicated to the special emphasize and effort that 

is required on the components working environment and team and co-worker 

relationship as they have approved significantly higher effect on employee 

engagement and therefore employee performance. 

 

14. (Altınöz et al., 2013), Effects of talent management on organizational trust: A 

field study 

The main purpose of this study was to identify the relationship and interaction 

between talent management and organizational trust at hospitality organizations. The 

survey method was used in the study to collect data. The study sample is consisting of 

mid-range and senior executives of four- and five-star hotels in Ankara.  

 

The study results revealed that changing dispositive way will have a positive 

effect on trust in the organization. 
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The study recommends that the Four-star enterprises should pay more attention 

to talent management practices and rise the degree of organizational trust, which could 

in turn decrease the number of frequent departures. 

 

15. (Vural, Vardarlier, & Aykir, 2012), The effects of using talent management 

with performance evaluation system over employee commitment 

The research is aim to examine the practices of organizations about talent 

management and measure the impacts over employee commitment. The research used 

a questionnaire form consisting of 5 parts. The sample of the research was human 

resources managers of service industry organizations in Istanbul. The research used an 

online survey form to collect data, a total of 123 participant responded. 

 

The research results indicated that talent management, integrated human 

resources practices and performance systems have positive effect on employee 

commitment. 

 

16. (James Sunday Kehinde PhD, 2012), Talent management: Effect on 

organizational performance 

This study aims to identify impact of TM on organizational performance. Study 

utilized the survey to collect primary data for the study. The study’s sample was the 

top management level one survey per organization was given to largest organizations 

in Lagos metropolis. 

The study results found that there is an effect of talent management on 

organizational performance. In addition, study indicated that the results can be 

generalized to national and multinational organizations, however, the study results 

revealed that talent management has no effect on medium and small business firms in 

the Nigerian business context. 

Study recommendations indicated to the importance of applying the talent 

management practices including all employee in the organizations that possess 

talented personnel. In addition to the necessity of distinguishing between the practices 

of talent management and general human resources management.  
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17. (Abbasi, Sohail, & Syed, 2010), Talent Management as Success Factor for 

Organizational Performance: A Case of Pharmaceutical Industry in Pakistan 

The objective of this study is to examine the importance of Talent Management 

Practices for the Pharmaceutical Industry in Pakistan. The researcher personally 

collected data using survey questionnaire and structured interviews. The focus of 

interviews done with the top management personnel, human resource experts and 

professionals. 

 

The main results of this study indicated that talent management practices will 

definitely enhances the organization’s performance. In addition to the importance for 

organizations to pay attention to their employee and support them in order to be 

successful and gain sustainable edge. 

 

The study recommends human resource practitioners in cooperation with the 

top management to identify the talent imperatives, aligning them with the business 

strategy and following a systematic approach to achieve these imperatives both on 

short as well long-term basis. 

 

18. (Christensen Hughes & Rog, 2008), Talent management: A strategy for 

improving employee recruitment, retention and engagement within 

hospitality organizations in Canada 

This study aims to explain the meaning of talent management and its 

importance (particularly regarding to effect on employee attracting, retaining and 

engagement), in addition to examine aspects that are essential to its proper application. 

The study depended on the academic literatures concerning the talent management 

topic. 

 

The study indicated to the significance of properly applying the talent 

management practices involving increased personnel attraction, retaining and 

engagement. Results have proved a connection to an enhanced process and 

profitability performance. 
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Study recommends hospitality organizations that are interested in applying 

strategy of talent management to: identify talent management’s meaning; ensure top 

management dedication; associate talent management with the organization’s strategic 

objectives and create talent evaluation, data controlling and processing systems. 

3.5 Comments on Previous Studies 

It’s become clear that the previous studies stated above have a diverse and 

distinctive nature which refers to the industry under study, the variables that have been 

examined, the objectives that intended to be achieved and the context of the study. 

Thus, in this section an agreements and differences between previous studies and this 

one will be addressed, in addition to benefits that have been utilized and finally, the 

advantage and distinction of this study will be presented. 

 

3.6 Agreements and differences with previous studies: 

Table 3. 1 Comparison of Current research with Previous Studies 

Differences Issues Agreements Issues Comparison 

Field 

The previous studies have been 

implemented in a diverse context 

other than banking sector which 

is the context of this study, for 

example some studies have been 

applied in an information 

technology sector (IT) 

(AlBattrikhi, 2016; Alias et al., 

2014; Bhatnagar, 2007; 

Kaliannan & Adjovu, 2015; 

Obeidat, 2016). 

Other studies have chosen the 

academic institutes (Hanaysha, 

2016; Morsy, 2013; Nazir, Nazir, 

Islam, & Islam, 2017; Siam, 

2013). Moreover, contexts such 

as hotels (Altınöz et al., 2013; 

Jiony et al., 2015),  

Banking sector which is the 

context for this research was also 

the context for many previous 

studies which are (Agbaeze et al., 

2017; KARURI, 2015; Khezri et 

al., 2016; Madan & Srivastava, 

2015; Najm & Manasrah, 2017; 

Nobarieidishe et al., 2014).  

Study context 
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hospitality organizations 

(Christensen Hughes & Rog, 

2008), service industry (Vural et 

al., 2012) and other sectors have 

been used as a context for these 

studies. 

Many studies and scholars have 

explored the talent management 

relationship with variables other 

than organizational performance 

such as employee engagement 

(Aljunaibi, 2014; Bhatnagar, 

2007; Morsy, 2013; Wahba, 

2015), intention to Stay 

(AlBattrikhi, 2016), 

organizational trust (Altınöz et 

al., 2013) and employee 

commitment (Vural et al., 2012). 

 

This research has agreed almost 

all previous studies with taking 

talent management as an 

independent variable. Also, this 

study has agreed with many 

previous studies with examining 

the relationship between talent 

management and organizational 

performance (Abbasi et al., 2010; 

Agbaeze et al., 2017; Ingram, 

2016; James Sunday Kehinde 

PhD, 2012; Kjellman, 2016; 

Megri, 2014; Najm & Manasrah, 

2017; Payambarpour & Hooi, 

2015). 

In addition, this research has 

agreed (Jiony et al., 2015; 

Kazimoto, 2016; Obeidat, 2016) 

with addressing the correlation 

between organizational 

performance and employee 

engagement. 

Variables 

There are some studies who have 

followed a different approach to 

collect data such as (Kjellman, 

2016) who has applied a 

qualitative approach and used 

unstructured interviews and 

observations methods for 

collecting the empirical data. 

Moreover, (Jiony et al., 2015) has 

employed a combination of 

qualitative and quantitative 

methods in addition to using 

survey instrument design and 

Likert Scale questionnaire.  

This research has agreed with 

almost all previous studies on 

using the quantitative approach in 

order to achieve its objectives, 

beside using the survey in order 

to gather the required data. 

 

Methodology & 

instrument 
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3.7 Benefit from previous studies: 

1. Providing the required information’s and data to complete the theoretical 

framework. 

2. Following the appropriate approach and instrument to collect data. 

3. Interpreting results and comparing it with other studies. 

4. Deep understanding for the research aspects due to diverse contexts that have been 

used. 

 

3.8 Distinction of this research: 

The originality of this work lies in studying unexplored relationships between 

talent management practices and organizational performance with the mediating role 

of employee engagement on the basis of empirical data in the Gaza Strip. 
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Chapter 4 

Research Methodology 

4.1 Introduction 

The chapter covers the approach followed to examine the hypotheses that have 

been adopted, and it will address the following process: research design, data 

collection and research method, population and sample, the measures, the validity and 

reliability procedures and the results of the pilot study. 

4.2  Research Methodology 

The nature of research could be divided into exploratory, descriptive, 

explanatory, evaluative or a combination of them. Exploratory study is “research that 

aims to seek new insights into phenomena, to ask questions, and to assess the 

phenomena in a new light”. Descriptive research is “research for which the purpose is 

to produce an accurate representation of persons, events or situations”. Explanatory 

research is “research that focuses on studying a situation or a problem in order to 

explain the relationships between variables”. While the purpose of evaluative research 

is “to find out how well something works” (M. N. Saunders, 2011).  

 This research is considered to belongs to descriptive research type, since it is 

aim to examine the impact of talent management practices on organizational 

performance with the mediating role of employee engagement and it explores the 

relationships that exist between talent management, organizational performance, and 

employee engagement. Thus, this research will follow the analytical descriptive 

approach. To collect data and measure variables of the research, a questionnaire will 

be used and distributed on employee in Bank of Palestine in Gaza. The results will be 

processed using SPSS software. 

4.3  Research Process Steps 

First phase of this research addresses stating the problem, objectives to be 

achieved, and adopting research plan.  
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The second phase includes the related literature review concerning Talent 

Management, Organizational Performance and Employee Engagement and the 

relationships between them.  

The third phase contains adopting a questionnaire to measure research’s 

variables taking into consideration the research objectives and questions.  

The fourth phase emphasizes on customization of the questionnaire by 

reviewing its validity by a panel of academic experts from the local universities and 

applying a pilot study to ensure the clarity of the questionnaire to be filled.  

The fifth phase of the research was mainly on actually distributing of the 

questionnaire to use the acquired data to answer research’s questions.  

The final phase was analyzing the obtained data using Statistical Package for 

the Social Sciences (SPSS) software and discuss the results. 

 
 

Figure 4. 1 Research Methodology Flowchart 

Source: (M. Saunders, Lewis, Thornhill, & Wilson, 2009) 
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4.4  Data Collection Sources 

4.4.1 Primary Sources 

To obtain the required data for purpose of this research, a questionnaire was 

used as the main instrument which was adopted based on previous scales and 

customized to fit the current research. After validate the questionnaire, it was 

distributed on the study sample to collect needed data. 

 

4.4.2 Secondary Resources 

To enrich the literature review of the research, different types of secondary 

resources have been used such as books, scientific journals and academic databases, 

foreign and Arabic references, related researches and thesis’s. 

 

4.5  Population and Sample 

The research population consist of employees in all departments of Bank of 

Palestine working in the Gaza Strip. According to the annual reports and management 

of the bank, the total number of employees are 380 employees distributed on all 

branches in the Gaza Strip. 

 

4.5.1 Sample Size 

The sample will be used in this research is a stratified random sample. The 

target sample will be 191 employees working in two Bank of Palestine in the Gaza 

Strip which calculated based on the following formulas: 

 

Formula 1: 

𝑛 = (
𝑧

2𝑚
)2 

𝑛 = (
1.96

2∗0.05
)2 

= 384 
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Formula 2: 

ncorrected = 
𝑛𝑁

𝑁+𝑛−1
 

ncorrected = 
384∗380

380+384−1
 = 191 

Where: 

Z: confidence level at 95% (standard value of 1.96) 

m: margin of error at 5% (standard value of 0.05) 

N: population size 

 (www.surveysystem.com/sample-size-formula.htm) 

 

4.6  Questionnaire Development Process 

To get the data required to pursue this research, the following procedures was 

applied to develop the questionnaire: 

1. Reviewing the literature and related studies and selecting the items and questions 

that matches the research objectives, questions and variables. 

2. Modifying and customizing the questionnaire based on the supervisor’s comments 

and guidance. 

3. Presenting the customized copy to a panel of academic experts to judge and 

validate the questionnaire. 

4. Discussing the experts’ comments with the supervisor and perform the necessary 

modifications. 

5. A pilot sample consisted of 31 questionnaires was distributed in order to ensure its 

clarity and validity to be used. 

6. After the pervious procedures, the final version of the questionnaire is ready to be 

utilized and distributed on the research’s sample.  

 

The researcher used a ten-point Likert type scale to measure the questionnaire 

items. The questionnaire constructed from four parts as follow: 

http://www.surveysystem.com/sample-size-formula.htm
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The first part: consists of personal information of employees (gender, age, 

educational qualification, job level, and years of experience). 

The second part: Talent Management variable which consists of four 

dimensions with 23 items adopted from the Human Capital Institute (2008). 

The third part: Organizational Performance variable, which consists of four 

dimensions with 24 items based on the balanced scorecard of (Kaplan & Norton, 

2005). 

The fourth part: Employee Engagement variable, which consists of 9 items 

derived from (Schaufeli et al., 2006). 

 

4.7  Pilot Study 

A pilot study of the questionnaire was performed in order to validate the 

internal construction of the questionnaire by giving an initial feedback about the 

questions and items of the questionnaire and measuring its clarity and effectiveness to 

respondents. A pilot sample of 31 questionnaires has been used. 

The pilot study results revealed that the questionnaire was clear and 

understandable from respondents and it did not require any modification since all items 

were completely answered in a correct way. 

4.8  Validity of Measures  

Validity is defined as “The ability of scale or measuring tool to evaluate what 

it is intended to evaluate” (Zikmund, Babin, Carr, & Griffin, 2013). To ensure the 

questionnaire validity, many types of validity approaches have applied which are: 

 

4.8.1 External Validity (Expert Judgement Validity): 

A first version of survey judged and audited by a panel of specialists and 

universities staff from local universities in the Gaza Strip (Appendix C) to examine 

the questionnaire content, clarity and relation validity to research’s variables. 

A final version of the questionnaire has adopted taking into consideration the 

notes and comments of experts with the supervisor’s cooperation. 
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4.8.2 Scale Validity 

4.8.2.1  Internal Validity 

Another approach to validate the internal construct of the survey was the 

statistical test which includes evaluating the correlation coefficient between each item 

and its total construct.  

 

Table 4. 1 Correlation coefficient of each item of "Talent Attraction" 

No. 

 
Item 

Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

 

1.  
My bank can attract top talent. .778 0.000* 

2.  The Employment Brand is strong and compelling 

among prospective employees. 
.822 0.000* 

3.  Internal employee referral programs are widely 

used to bring in new employees. 
.789 0.000* 

4.  The hiring process is efficient, effective and 

focuses on “quality of hire”. 
.777 0.000* 

5.  
Compensation levels are competitive. .815 0.000* 

6.  My bank prioritizes time to interview potential 

candidates when a vacancy arises. 
.786 0.000* 

 

* Correlation is significant at the 0.05 level 
 

Table (4.1) illustrate the correlation coefficient between each statement of the 

"Talent Attraction" and the entire dimension. The statements are stable and valid to be 

evaluated what it was designed for to attain the research’s purpose since (p ≤ 0.05) 

which indicates that the correlation coefficient of this dimension is significant at α = 

0.05. 

 
Table 4. 2 Correlation coefficient of each item of "Talent Motivating" 

No. Item 

Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

 

1.  My bank has competitive compensation system in 

comparison to other organizations in the same 

industry. 

.916 0.000* 

2.  In our organization, compensation is decided on 

the basis of competence of the employee 
.939 0.000* 

3.  My working conditions here are good. .915 0.000* 
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No. Item 

Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

 

4.  My bank rewards employees for exemplary work 

in a variety of ways. 
.901 0.000* 

5.  My bank offers attractive non- monetary rewards 

to employees. 
.901 0.000* 

6.  My bank celebrates exceptional performance of 

employees in our team. 
.839 0.000* 

 

* Correlation is significant at the 0.05 level 

 

Table (4.2) illustrate the correlation coefficient between each statement of the 

"Talent Motivating" and the entire dimension. The statements are stable and valid to 

be evaluated what it was designed for to attain the research’s purpose since (p ≤ 0.05) 

which indicates that the correlation coefficient of this dimension is significant at α = 

0.05. 

 
 

Table 4. 3 Correlation coefficient of each item of "Talent Developing" 

No. Item 

Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

 

1.  My bank conducts extensive training and development 

programs for Employees. 
.772 0.000* 

2.  My bank actively creates developmental 

opportunities for subordinates. 
.852 0.000* 

3.  My bank gives honest feedback for developmental 

purposes. 
.851 0.000* 

4.  My bank follows plans and programs for 

developing employees. 
.889 0.000* 

5.  Expertise is transferred from experts to less expert 

employees. 
.876 0.000* 

* Correlation is significant at the 0.05 level 

 

Table (4.3) illustrate the correlation coefficient between each statement of the 

"Talent Developing" and the entire dimension. The statements are stable and valid to 

be evaluated what it was designed for to attain the research’s purpose since (p ≤ 0.05) 

which indicates that the correlation coefficient of this dimension is significant at α = 

0.05. 
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Table 4. 4 Correlation coefficient of each item of "Talent Retaining" 

No. Item 

Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

 

1.  The organization can retain our best performers. .797 0.000* 

2.  Turnover is tracked across divisions, locations, 

talent levels and managers. 
.947 0.000* 

3.  The reasons people leave, especially top 

performers, are recorded and addressed. 
.865 0.000* 

4.  Creating a culture that makes employees want to 

stay with the organization. 
.929 0.000* 

5.  Top performers are challenged to improve their 

skills. 
.878 0.000* 

6.  I am able to balance work priorities with my 

personal life.  
.828 0.000* 

* Correlation is significant at the 0.05 level 

 

Table (4.4) illustrate the correlation coefficient between each statement of the 

"Talent Retaining" and the entire dimension. The statements are stable and valid to be 

evaluated what it was designed for to attain the research’s purpose since (p ≤ 0.05) 

which indicates that the correlation coefficient of this dimension is significant at α = 

0.05. 

 

Internal Validity of Measuring Organizational Performance 

 
Table 4. 5 Correlation coefficient of each item of "Financial Perspective" 

No. Item 

Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

 

1.  My bank archives an increasing profit. .820 0.000* 

2.  My bank’s management evaluates and compares 

financial performance in sequential time intervals. 
.956 0.000* 

3.  My bank’s management evaluates and compares 

financial performance with other competitors. 
.937 0.000* 

4.  My bank keeps a sufficient liquidity that keep it 

safe. 
.966 0.000* 

5.  The internal and external investments provide my 

bank with profits that matches the invest mental 

policy of the bank. 

.913 0.000* 

6.  My bank supports developmental policies toward 

improving the utilization of resources effectively 

and efficiently. 

.885 0.000* 

* Correlation is significant at the 0.05 level 
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Table (4.5) illustrate the correlation coefficient between each statement of the 

"Financial Perspective" and the entire dimension. The statements are stable and valid 

to be evaluated what it was designed for to attain the research’s purpose since (p ≤ 

0.05) which indicates that the correlation coefficient of this dimension is significant at 

α = 0.05. 

 

Table 4. 6 Correlation coefficient of each item of "Internal Process Perspective" 

No. Item 

Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

 

1.  My bank aims to simplify services’ procedures. .871 0.000* 

2.  My bank designs its services after conducting a 

market and customers’ requirements study. 
.954 0.000* 

3.  My bank conducts studies for developing banking 

process. 
.888 0.000* 

4.  My bank ensures providing high quality services. .938 0.000* 

5.  My bank process is accurate and has low level of 

errors. 
.944 0.000* 

6.  My bank branches are connected properly with 

each other. 
.924 0.000* 

* Correlation is significant at the 0.05 level 
 

Table (4.6) illustrate the correlation coefficient between each statement of the 

"Internal Process Perspective" and the entire dimension. The statements are stable and 

valid to be evaluated what it was designed for to attain the research’s purpose since (p 

≤ 0.05) which indicates that the correlation coefficient of this dimension is significant 

at α = 0.05. 

 

Table 4. 7 Correlation coefficient of each item of "Customers Perspective" 

No. Item 

Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

 

1.  My banks ensure retaining customers. .867 0.000* 

2.  My bank deals with customer’s complaints and 

suggestions. 
.935 0.000* 

3.  Customer’s complaints decrease. .795 0.000* 

4.  There is an effective system for answering 

customers and communicating with them. 
.946 0.000* 
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No. Item 

Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

 

5.  My banks aim to acquiring new customers through 

some initiatives.  
.897 0.000* 

6.  My bank promotes and introduce services it 

provides to customers. 
.913 0.000* 

* Correlation is significant at the 0.05 level 
 

Table (4.7) illustrate the correlation coefficient between each statement of the 

"Customers Perspective" and the entire dimension. The statements are stable and valid 

to be evaluated what it was designed for to attain the research’s purpose since (p ≤ 

0.05) which indicates that the correlation coefficient of this dimension is significant at 

α = 0.05. 

 
Table 4. 8 Correlation coefficient of each item of "Learning and Growth Perspective" 

No. Item 

Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

 

1.  My bank continuously updates its information 

systems. 
.904 0.000* 

2.  My bank maintains an open and effective 

communications channels in all directions. 
.934 0.000* 

3.  My bank supports good and creative ideas. .897 0.000* 

4.  My bank supports employee’s participation in 

decisions making to encourage administrative 

creativity. 

.764 0.000* 

5.  My bank utilizes expertise and qualified 

employees to enhance its performance. 
.911 0.000* 

6.  My bank hold workshops to enhance employee’s 

knowledge. 
.927 0.000* 

* Correlation is significant at the 0.05 level 

 

Table (4.8) illustrate the correlation coefficient between each statement of the 

"Learning and Growth Perspective" and the entire dimension. The statements are 

stable and valid to be evaluated what it was designed for to attain the research’s 

purpose since (p ≤ 0.05), which indicates that the correlation coefficient of this 

dimension is significant at α = 0.05. 
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Internal Validity of Measuring Employee Engagement 

 

Table 4. 9 Correlation coefficient of each item of "Employee Engagement" 

No. Item 

Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

 

1.  
At my work, I feel bursting with energy.  .969 0.000* 

2.  
At my job, I feel strong and vigorous.  .972 0.000* 

3.  When I get up in the morning, I feel like going to 

work.  
.953 0.000* 

4.  
I am enthusiastic about my job.  .867 0.000* 

5.  
My job inspires me.  .942 0.000* 

6.  
I am proud on the work that I do.  .814 0.000* 

7.  
I feel happy when I am working intensely.  .952 0.000* 

8.  
I am immersed in my work.  .958 0.000* 

9.  I get carried away when I’m working. .754 0.000* 
 

* Correlation is significant at the 0.05 level 

 

 

Table (4.9) illustrate the correlation coefficient between each statement of the 

"Employee Engagement" and the entire variable. The statements are stable and valid 

to be evaluated what it was designed for to attain the research’s purpose since (p ≤ 

0.05) which indicates that the correlation coefficient of this variable is significant at α 

= 0.05.  

 

4.8.2.2  Structural Validity 

In this research, structural validity tests were performed on all dimensions of 

the variables of the research. According to (Mokkink et al.), Structural validity is the 

extent to which the scores of a scale are sufficient to reflect of the dimensionality of 

the construct to be evaluated. It evaluates the correlation coefficient between one 

dimension, and all the questionnaire’s dimensions. 
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Table 4. 10 Correlation coefficient of each field and the whole of questionnaire 

No. Field 

Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

 

1.  
Talent Attraction .857 0.000* 

2.  
Talent Motivation .885 0.000* 

3.  
Talent Developing .920 0.000* 

4.  
Talent Retaining .943 0.000* 

 
Talent Management Scale .959 0.000* 

1.  
Financial Perspective .922 0.000* 

2.  
Internal Process Perspective .926 0.000* 

3.  
Customers Perspective .902 0.000* 

4.  
Learning and Growth Perspective .834 0.000* 

 
Organizational Performance Scale .946 0.000* 

 
Employee Engagement Scale .840 0.000* 

* Correlation is significant at the 0.05 level 

 

Table (4.10) illustrate the correlation coefficient between each dimension and 

the entire questionnaire. The dimensions are valid to be evaluated what it was designed 

for to attain the research’s purpose since the p-values are less than 0.05. The correlation 

coefficient of “Talent Retaining” was the highest (r=.943, p=.000), while the 

correlation coefficient of “Learning and Growth Perspective” dimension was the 

lowest (r=.834, p=.000). 

 

4.9  Reliability of the Research  

The tool’s reliability is defined as the extent of stability that evaluate the aspect; it 

is assumed to be evaluating (Poilt & Hungler, 1985). The less change a tool generates 

in rehearsed calculations of an aspect, the better its reliability. Reliability can be 

associated with the steadiness, consistency, or dependability of an evaluating 

instrument (Poilt & Hungler, 1985).  
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4.9.1 Cronbach’s Coefficient Alpha  

In this research, Cronbach’s alpha reliability and internal consistency tests were 

performed on all dimensions of the variables of the research. The researcher assessed 

Cronbach’s alpha coefficients according to (George, 2011), where values range 

between 0.0 and 1.0, and values 0.9 or higher mean excellent reliability and so on.  

Table 4. 11 Cronbach's Alpha for each field of the questionnaire 

No. Field 
Cronbach's 

Alpha 

1.  
Talent Attraction .873 

2.  
Talent Motivation .950 

3.  
Talent Developing .894 

4.  
Talent Retaining .935 

 
Talent Management Scale .974 

1.  
Financial Perspective .959 

2.  
Internal Process Perspective .960 

3.  
Customers Perspective .946 

4.  
Learning and Growth Perspective .944 

 
Organizational Performance Scale .983 

 
Employee Engagement Scale .973 

 
All questionnaire items .987 

Table (4.11) illustrates the calculations of Cronbach's Alpha for each dimension of 

the questionnaire. As shown, the internal process perspective dimension reached an 

alpha value of (0.960) results in an excellent reliability, while the alpha value for talent 

attraction dimension was (0.873) results in a good reliability. In conclusion, the whole 

questionnaire’s Cronbach's Alpha value was (0.987) indicated to an excellent 

reliability. 

Cronbach's Alpha test confirmed the validity and reliability of the questionnaire to 

be distributed and utilized to meet the purpose of this research. 
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4.10 Normality Test 

To ensure that the data collected from the sample of the research are normally 

distributed, the researcher applied One-Sample Kolmogorov-Smirnov Test as shown 

in table (4.12). 

Table 4. 12 Normality test for each field of the questionnaire 

No. Field Test Value P-Value 

1.  
Talent Attraction 1.666 0.122 

2.  
Talent Motivation 1.622 0.153 

3.  
Talent Developing 1.568 0.133 

4.  
Talent Retaining 1.632 0.154 

 
Talent Management Scale 2.230 0.115 

1.  
Financial Perspective 1.709 0.081 

2.  
Internal Process Perspective 1.688 0.107 

3.  
Customers Perspective 1.701 0.084 

4.  
Learning and Growth Perspective 1.681 0.106 

 
Organizational Performance Scale 2.300 0.076 

 
Employee Engagement Scale 1.802 0.212 

Table (4.12) that P-value of each field are not significant at α ≤ 0.05 which imply 

that the collected data from the sample of research are normally distributed and 

indicate to the validity of using the parametric statistical tests such as correlation, 

regression and t tests. 
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4.11  Statistical Analysis Tools  

Quantitative data analysis method was followed in this research using (SPSS 24) 

software, the following statistical tools have been used: 

1. Pearson correlation coefficient for Validity. 

2. Cronbach's Alpha for Reliability Statistics. 

3. Frequency and Descriptive analysis. 

4. Analysis of Variance (ANOVA). 

5. Parametric Tests (One-sample T test, Independent Samples T-test). 

6. Mediation Variables Test (Preacher and Hayes). 
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Chapter 5 

Data Analysis and Hypotheses Testing 

5.1 Introduction 

This chapter introduces a descriptive analysis of research sample, analysis and 

interrelation of questionnaire’s items results and finally testing the research hypothesis 

and answering research’s questions. 

5.2 Sample Descriptive Analysis 

5.2.1 Gender 

Table 5. 1 Sample Distribution corresponding to Gender 

Percentage Frequency Gender 

62.1 119 Male 

37.9 72 Female 

100 191 Total 

Table (5.1) illustrates that 62.1% of the sample are males and 37.9% are females. 

The percentage of female employees shows an increased awareness about the 

importance of gender and role of female in societies development. In addition, this 

percent is consistent with the percentage of female employees in BOP which reached 

35.9% according to the bank’s annual report (2016).  

5.2.2 Age 

Table 5. 2 Sample Distribution corresponding to Age 

Percentage Frequency Age 

32.6 62 Less than 30 

41.7 80 From 30 to less than 40 

15.9 30 From 40 to less than 50 

9.8 19 50 Years and more 

100 191 Total 

Table (5.2) illustrates that 74.3% of the sample are young which can be referred to 

the understanding of bank’s management about the youth abilities and skills specially 

millennials who are interacting with new technological revolution and the importance 

of utilizing such skills in ideas innovation and enhancing bank’s performance.  
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On the other hand, elder employee possesses a cumulative experience that enrich 

banks with required supervision and support. 

 

5.2.3 Educational Qualification 

Table 5. 3 Sample Distribution corresponding to Educational Qualification 

Percentage Frequency Educational Qualification 

7.6 15 Diploma 

78 149 Bachelor degree 

14.4 27 High Education 

100 191 Total 

Table (5.3) illustrates that the majority of sample hold Bachelor degree 78% which 

can be referred to the basic qualifications required in the banking sector as a bachelor 

degree provide employee with the minimum theoretical and practical skills that helps 

them easily meet job requirements. However, there is a considerable percentage of 

employees who hold a high education degree (master and PhD) which indicates to the 

awareness of employees towards improving their experience. 

 

5.2.4 Job level 

Table 5. 4 Sample Distribution corresponding to Job level 

Percentage Frequency Job level 

2.2 4 Top Management 

45.5 87 Middle Management 

52.3 100 Supervisors 

100 191 Total 

Table (5.4) illustrates that the majority of sample fills middle and supervision 

positions 97.8% which matches the nature of banks services that requires a high 

number of employees to interacts with agents and clients. However, top management 

positions deal with the strategic decisions that affect the whole organizations which 

need a specialized and qualified personnel. 
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5.2.5 Years of Experience 

Table 5. 5 Sample Distribution corresponding to Years of Experience 

Years of Experience Frequency Percentage 

Less than 5 years 55 28.8 

5- less than10 years 35 18.2 

10-less than 15 years 52 227.  

15 years and more 49 25.8 

Total 191 100 

Table (5.5) illustrates that 47% of the sample have Less than 10 years’ experience, 

which impacts the interest of bank’s management towards recruiting an entry level 

employee and provide them with needed skills and training that help engage with 

banking work environment and follow rules and policies. Moreover, 53% of 

respondents have a long experience which benefit banks management in transferring 

experiences to lower experience employee. 

 

5.3  Questionnaire Items Analysis 

5.3.1 Talent Management Scale Items Analysis 

Talent Attraction Dimension 

Table 5. 6 Means and Test values for “Talent Attraction” Dimension 

 Item 
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1.  My bank can attract top 

talent. 
8.03 2.339 80.37 10.00 0.000* 3 

2.  The employment brand 

is strong and 

compelling among 

prospective employees. 

8.77 1.627 87.72 19.56 0.000* 1 

3.  Internal employee 

referral programs are 

widely used to bring in 

new employees. 

7.45 2.319 74.54 7.20 0.000* 6 
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4.  The hiring process is 

efficient, effective and 

focuses on “quality of 

hire”. 

7.64 2.364 76.43 7.98 0.000* 5 

5.  Compensation levels 

are competitive. 
7.88 1.948 78.86 11.12 0.000* 4 

6.  My bank prioritizes 

time to interview 

potential candidates 

when a vacancy arises. 

8.05 1.966 80.53 11.99 0.000* 2 

Talent Attraction Dimension 
7.97 1.694 79.74 13.39 0.000* 

 

* Mean is significant at the 0.05 level 
 

Table (5.6) illustrates the following: 

Item No. 2 “The employment brand is strong and compelling among prospective 

employees” scored the highest mean value which equals 8.77 (87.72%), while item 

No. 3 “Internal employee referral programs are widely used to bring in new 

employees” scored the lowest mean value which equals 7.45 (74.54%). 

The dimension “Talent Attraction” scored a mean value equals to 7.97 (79.74%), 

while (t = 13.39, p = 0.000), which indicates that the respondents show a moderate 

level of agreement about this dimension and that “Talent Attraction” level is fair in 

Bank of Palestine. This can be refered to the strong employment brand the bank 

possesses and the importance of interviewing candidates to jobs for bank management. 

However, there is a need to follow an effective hiring process that focus on the quality 

of hiring and also to keep providing a competitive compensation levels. 

The result of this dimension matches the result of (Matos, Lopes, & Matos, 2012) 

which found that an organization reputation is a factor in talent attraction. In addition, 

the results agree with (AlBattrikhi, 2016) concluded that talent management practices 

such as talent attraction and talent selection are significant predictors of intention to 

stay.  
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Talent Motivation Dimension 

Table 5. 7 Means and Test values for “Talent Motivation” Dimension 

 Item 
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1.  My bank has competitive 

compensation system in 

comparison to other 

organizations in the same 

industry which is a motivating 

factor to our employees. 

7.84 2.005 78.48 10.58 0.000* 1 

2.  In our organization, 

compensation is decided on the 

basis of competence of the 

employee 

7.23 2.379 72.34 5.96 0.000* 5 

3.  My working conditions here 

are good. 
7.75 2.187 77.50 9.19 0.000* 2 

4.  My bank rewards employees 

for exemplary work in a variety 

of ways. 

7.65 2.114 76.51 8.97 0.000* 3 

5.  My bank offers attractive non- 

monetary rewards to 

employees. 

7.18 2.465 71.89 5.54 0.000* 6 

6.  My bank celebrates 

exceptional performance of 

employees in our team. 

6.35 2.970 63.56 1.37 0.000* 4 

Talent Motivation Dimension 
7.33 1.959 73.38 

7.84 

 
0.000* 

 

* Mean is significant at the 0.05 level 

 

Table (5.7) illustrates the following: 

Item No. 1 “My bank has competitive compensation system in comparison to other 

organizations in the same industry which is a motivating factor to our employees” 

scored the highest mean value which equals 7.84 (78.48%), while Item No. 5 “My 

bank offers attractive non- monetary rewards to employees” scored the lowest mean 

value which equals 7.18 (71.89%). 
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The dimension “Talent Motivation” scored a mean value equals to 7.33 (73.38%), 

while (t = 7.84, p = 0.000). which indicates that the respondents show a moderate level 

of agreement about this dimension and that “Talent Motivation” level is fair in Bank 

of Palestine. The results indicate that respondents have different motivation sources 

refers to diversity in personality types as some of them are motivated by financial 

rewards and the others by non-financial rewards such as work conditions.  

The results agreed with (Boxall, 2013) about the priority of financial compensation 

system to their motivation. However, the results disagreed with (Birkinshaw, Foss, & 

Lindenberg, 2014; Kazimoto, 2016) that found the non-financial benefits creates a 

stronger motivational basis for working in organizations than pursuing self-interest 

targets that focus on financial gain or personal enjoyment.   

Talent Developing Dimension 

Table 5. 8 Means and Test values for “Talent Developing” Dimension 
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1.  My bank conducts extensive 

training and development 

programs for Employees. 

8.17 1.967 81.74 12.69 0.000* 1 

2.  My bank actively creates 

developmental opportunities 

for subordinates. 

7.75 2.169 77.50 9.26 0.000* 2 

3.  My bank gives honest 

feedback for developmental 

purposes. 

7.15 2.369 71.59 5.62 0.000* 5 

4.  My bank follows plans and 

programs for developing 

employees. 

7.74 1.956 77.42 10.23 0.000* 3 

5.  Expertise is transferred from 

experts to less expert 

employees. 

7.63 2.242 76.36 8.38 0.000* 4 

Talent Developing Dimension 
7.69 1.843 76.92 10.54 0.000* 

 

* Mean is significant at the 0.05 level 
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Table (5.8) illustrates the following: 

Item No. 1 “My bank conducts extensive training and development programs for 

Employees” scored the highest mean value which equals 8.17 (81.74%), while Item 

No. 3 “My bank gives honest feedback for developmental purposes” scored the lowest 

mean value which equals 7.15 (71.59%). 

The dimension “Talent Development” scored a mean value equals to 7.69 

(76.92%), while (t = 10.54, p = 0.000). which indicates that the respondents show a 

moderate level of agreement about this dimension and that “Talent Development” 

level is fair in Bank of Palestine. This result can be referred to understanding of the 

bank management to the importance of continues training and development programs 

in adapting to rapid changes and challenges. However, there is a lack of providing a 

developmental feedback to employees which affect productivity and increase 

probabilities of errors. 

The results agreed with (Bethke-Langenegger, Mahler, & Staffelbach, 2011; 

Payambarpour & Hooi, 2015) which found that talent management that emphasizes on 

developing talents has a significant positive effect on employee performance such as 

job satisfaction, motivation and commitment. 

Talent Retaining Dimension 

Table 5. 9 Means and Test values for “Talent Retaining” Dimension 
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1.  The organization can retain our 

best performers. 
7.78 2.067 77.87 9.93 0.000* 1 

2.  Turnover is tracked across 

divisions, locations, talent 

levels and managers. 

7.78 2.115 77.87 9.71 0.000* 2 

3.  The reasons people leave, 

especially top performers, are 

recorded and addressed. 

7.04 2.546 70.45 4.71 0.000* 6 
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4.  Creating a culture that makes 

employees want to stay with 

the organization. 

7.29 2.561 72.95 5.81 0.000* 5 

5.  Top performers are challenged 

to improve their skills. 
7.52 2.345 75.22 7.45 0.000* 4 

6.  I am able to balance work 

priorities with my personal life.  
7.71 2.306 77.19 8.56 0.000* 3 

Talent Retaining Dimension 
7.52 1.972 75.26 8.89 0.000* 

 

* Mean is significant at the 0.05 level 

 

Table (5.9) illustrates the following: 

Item No. 1 “The organization can retain our best performers” scored the highest 

mean value which equals 7.78 (77.87%), while Item No. 3 “Internal employee referral 

programs are widely used to bring in new employees” scored the lowest mean value 

which equals 7.04 (70.45%). 

The dimension “Talent Retaining” scored a mean value equals to 7.52 (75.26%), 

while (t = 8.89, p = 0.000). which indicates that the respondents show a moderate level 

of agreement about this dimension and that “Talent Retaining” level is fair in Bank of 

Palestine. This result can be referred to efforts that bank’s management exert to retain 

and keep their top performers employees due to the value they add to the bank. 

However, results revealed that reasons make top employees leave their job are not 

recorded and addressed which can be referred to the low level of turnover among 

employees in the Gaza Strip due to the rare employment opportunities.  

 The results agreed with (Adewale, Abolaji, & Kolade, 2011; Glen, 2006; Lyria, 

Namusonge, & Karanja, 2017) which revealed that that the retention of talented 

employee and their specialised abilities is important for the improvement of an 

organisation’s intellectual capital base. 

 

 



76 

 

Table 5. 10 Means and Test values for Dimensions of “Talent Management” Variable 
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1.  
Talent Attraction 7.97 1.694 79.74 13.39 0.000* 1 

2.  
Talent Motivation  7.33 1.959 73.38 7.84 0.000* 4 

3.  
Talent Developing  7.69 1.843 76.92 10.54 0.000* 2 

4.  
Talent Retaining  7.52 1.972 75.26 8.89 0.000* 3 

Talent Management Variable 7.63 1.690 76.30 11.08 0.000*  

* Mean is significant at the 0.05 level 

 

Table (5.10) illustrates the mean of all talent management variable dimensions 

which scored 7.63 (76.30%), while (t = 11.08, p = 0.000). As shown, (p ≤ 0.05), which 

indicates that the respondents agreed to the talent management variables scale’s items.  

The results indicate that the dimensions of the talent management are applied 

at a moderate level in the Bank of Palestine in the Gaza Strip. In addition, the results 

agreed with (Abu-Sahloub, 2016; El-nakhala, 2013) in availability of talent 

management practices in studied firms in the Gaza Strip, however, the results 

disagreed with (Siam, 2013) which showed that there is an ambiguity in the 

concept of human talent management among workers in senior and middle 

management at the Islamic University especially with systems process. 
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5.3.2 Organizational Performance Scale Items Analysis 

Financial Perspective 

Table 5. 11 Means and Test values for “Financial Perspective” Dimension 

 Item 
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1.  My bank achieves an 

increasing profit. 
8.71 1.717 87.19 18.18 0.000* 4 

2.  My bank’s management 

evaluates and compares 

financial performance in 

sequential time intervals. 

8.71 1.654 87.19 18.88 0.000* 3 

3.  My bank’s management 

evaluates and compares 

financial performance with 

other competitors. 

8.73 1.596 87.34 19.68 0.000* 2 

4.  My bank keeps a sufficient 

liquidity that keep it safe. 
8.78 1.667 87.87 19.21 0.000* 1 

5.  The internal and external 

investments provide my bank 

with profits that matches the 

investment policy of the 

bank. 

8.54 1.559 85.45 18.74 0.000* 5 

6.  My bank supports 

developmental policies 

toward improving the 

utilization of resources 

effectively and efficiently. 

8.46 1.603 84.62 17.64 0.000* 6 

Financial Perspective 

Dimension 8.66 1.348 86.61 22.67 0.000* 
 

* Mean is significant at the 0.05 level 
 

Table (5.11) illustrates the following: 

Item No. 4 “My bank keeps a sufficient liquidity that keep it safe” scored the 

highest mean value which equals 8.78 (87.87%), while Item No. 6 “My bank supports 

developmental policies toward improving the utilization of resources effectively and 

efficiently” scored the lowest mean value which equals 8.46 (84.62%). 
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The dimension “Financial Perspective” scored a mean value equals to 8.66 

(86.61%), while (t = 22.67, p = 0.000). which indicates that the respondents show a 

high level of agreement about this dimension and that “Financial Perspective” level is 

high in Bank of Palestine. The researcher refers these results to the financial policies 

and strategies that the bank implements such as keeping a sufficient liquidity that keeps 

it safe. Despite this high result for financial dimension there is a need effectively and 

efficiently use of resources due to the limited resources. 

The results above matched (Christensen Hughes & Rog, 2008) which indicated to 

the benefits of an effectively implemented talent management strategy on improving 

operational and financial performance. However, the results disagreed with (Eriksen, 

2012) which found that employee talent is uncorrelated with financial performance but 

manager talent is slightly positively correlated. 

Internal Process Perspective 

Table 5. 12 Means and Test values for “Internal Process Perspective” Dimension 
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1.  My bank aims to simplify 

services’ procedures. 
8.18 2.010 81.81 12.46 0.000* 5 

2.  My bank designs its services 

after conducting a market and 

customers’ requirements. 

8.19 1.863 81.97 13.54 0.000* 4 

3.  My bank conducts studies for 

developing banking process. 
8.39 1.670 83.93 16.46 0.000* 3 

4.  My bank ensures providing 

high quality services. 
8.46 1.687 84.69 16.81 0.000* 2 

5.  My bank process is accurate 

and has low level of errors. 
8.17 1.805 81.74 13.83 0.000* 6 

6.  My bank branches are 

connected properly with each 

other. 

8.62 1.839 86.21 16.37 0.000* 1 

Internal Process Perspective 

Dimension 8.33 1.553 83.39 17.30 0.000* 
 

* Mean is significant at the 0.05 level 
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Table (5.12) illustrates the following: 

Item No. 6 “My bank branches are connected properly with each other” scored the 

highest mean value which equals 8.62 (86.21%), while Item No. 5 “My bank process 

is accurate and has low level of errors” scored the lowest mean value which equals 

8.17 (81.74%). 

The dimension “Internal Process Perspective” scored a mean value equals to 8.33 

(83.39%), while (t = 17.30, p = 0.000). which indicates that the respondents show a 

high level of agreement about this dimension and that “Internal Process Perspective” 

level is high in Bank of Palestine. The refers these results to the simple service 

procedures and working on improving the bank’s process towards achieving a high-

quality service. However, results indicated that there is a need to more focus in 

increasing process accuracy and decreasing levels of errors and mistakes. 

 

Customers Perspective 

Table 5. 13 Means and Test values for “Customers Perspective” Dimension 
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1.  My bank ensures retaining 

customers. 
8.80 1.758 88.03 18.31 0.000* 1 

2.  My bank deals with 

customer’s complaints and 

suggestions. 

8.69 1.657 86.97 18.69 0.000* 2 

3.  Customer’s complaints 

decrease. 
8.12 1.631 81.28 14.98 0.000* 6 

4.  There is an effective system 

for answering customers and 

communicating with them. 

8.59 1.492 85.98 20.00 0.000* 3 

5.  My banks aim to acquiring 

new customers through some 

initiatives.  

8.43 1.795 84.31 15.56 0.000* 5 
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6.  My bank promotes and 

introduce services it provides 

to customers. 

8.50 1.766 85.07 16.30 0.000* 4 

Customers Perspective 

Dimension 8.52 1.407 85.27 20.63 0.000* 
 

* Mean is significant at the 0.05 level 
 

 

Table (5.13) illustrates the following: 

Item No. 1 “My bank ensures retaining customers” scored the highest mean value 

which equals 8.80 (88.03%), while Item No. 3 “Customer’s complaints decrease” 

scored the lowest mean value which equals 8.12 (81.28%). 

The dimension “Customers Perspective” scored a mean value equals to 8.52 

(85.27%), while (t = 20.63, p = 0.000). which indicates that the respondents show a 

high level of agreement about this dimension and that “Customers Perspective” level 

is high in Bank of Palestine. The researcher refers these results for the interest of the 

bank management in retaining their customers through providing a high-quality 

service, new branches establishment covering all the Gaza Strip areas and the wide use 

of ATM’s that meets customer’s needs. However, there is a need to pay attention to 

customer’s complaints which can enhances bank’s services. 

The results are agreed with agree with (Singh, 2012) which stated that the 

organizations that empower their talents, have a better chance to have satisfied 

customers. 
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Learning and Growth Perspective 

Table 5. 14 Means and Test values for “Learning and Growth Perspective” Dimension 
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1.  My bank continuously updates 

its information systems. 
8.64 1.946 86.43 15.60 0.000* 1 

2.  My bank maintains an open 

and effective communications 

channels in all directions. 

8.40 1.716 84.09 16.12 0.000* 2 

3.  My bank supports good and 

creative ideas. 
8.29 1.697 82.95 15.53 0.000* 3 

4.  My bank supports employee’s 

participation in decisions 

making to encourage 

administrative creativity. 

7.71 2.061 77.19 9.58 0.000* 6 

5.  My bank utilizes expertise and 

qualified employees to 

enhance its performance. 

7.86 1.972 78.63 10.85 0.000* 5 

6.  My bank hold workshops to 

enhance employee’s 

knowledge. 

8.25 1.847 82.57 14.03 0.000* 4 

Learning and Growth Perspective 

Dimension 8.19 1.570 81.98 16.08 0.000* 
 

* Mean is significant at the 0.05 level 
 

Table (5.14) illustrates the following: 

Item No. 1 “My bank continuously updates its information systems” scored the 

highest mean value which equals 8.64 (86.43%), while Item No. 4 “My bank supports 

employee’s participation in decisions making to encourage administrative creativity” 

scored the lowest mean value which equals 7.71 (77.19%). 

The dimension “Learning and Growth” scored a mean value equals to 8.19 

(81.98%), while (t = 16.08, p = 0.000). which indicates that the respondents show a 

high level of agreement about this dimension and that “Learning and Growth” level is 

high in Bank of Palestine.  
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The researcher refers these results to the implementation of Bank of Palestine in 

the Gaza Strip to many learning and growth principles such as updating information 

systems, maintaining an open communication and supporting a creative idea. But there 

is a necessity to more support employee’s participation in decisions making to 

encourage administrative creativity. 

The results are consistent with (Briscoe, 2008; Hanaysha, 2016) which found that 

the achieving of organizational excellence and success depends on talent management 

and learning. Moreover, the results indicated that the organizational learning has a 

significant positive effect on organizational commitment. 

Table 5. 15 Means and Test values for Dimensions of “Organizational Performance”  
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1.  Financial Perspective 
8.66 1.348 86.61 22.67 0.000* 1 

2.  Internal Process Perspective 
8.33 1.553 83.39 17.30 0.000* 3 

3.  Customers Perspective 
8.52 1.407 85.27 20.63 0.000* 2 

4.  Learning and Growth 
8.19 1.570 81.98 16.08 0.000* 4 

Organizational Performance 8.43 1.286 84.31 21.72 0.000* 
 

* Mean is significant at the 0.05 level 

Table (5.15) illustrates the mean of all Organizational Performance variable 

dimensions which scored 8.43 (84.31%), while (t = 21.72, p = 0.000). As shown, (p ≤ 

0.05), which indicates that the respondents agreed to the Organizational Performance 

variables scale’s items.  

The results indicate that the dimensions of organizational performance scores 

a high level in the Bank of Palestine in the Gaza Strip. In addition, the results agreed 

with (Abbasi et al., 2010; Obeidat, 2016) in the positive impact of talent management 

on organizational performance. 
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5.3.3 Employee Engagement Scale Items Analysis 

Table 5. 16 Means and Test values for “Employee Engagement” Dimension 
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1.  At my work, I feel bursting 

with energy.  
7.67 2.429 76.74 7.91 0.000* 4 

2.  At my job, I feel strong and 

vigorous.  
7.78 2.334 77.87 8.79 0.000* 3 

3.  When I get up in the morning, 

I feel like going to work.  
7.40 2.658 74.01 6.05 0.000* 8 

4.  
I am enthusiastic about my job.  7.41 2.565 74.16 6.34 0.000* 7 

5.  
My job inspires me.  7.46 2.524 74.69 6.68 0.000* 6 

6.  I am proud on the work that I 

do.  
8.18 2.213 81.81 11.32 0.000* 1 

7.  I feel happy when I am 

working intensely.  
7.66 2.540 76.66 7.53 0.000* 5 

8.  I am immersed in my work.  7.84 2.513 78.40 8.41 0.000* 2 

9.  I get carried away when I’m 

working 
7.39 2.669 73.93 5.99 0.000* 9 

Employee Engagement Scale 
7.64 2.218 76.48 8.53 0.000*  

* Mean is significant at the 0.05 level 

 

Table (5.16) illustrates the following: 

Item No. 6 “I am proud on the work that I do” scored the highest mean value which 

equals 8.18 (81.81%), while Item No. 9 “I get carried away when I’m working” scored 

the lowest mean value which equals 7.39 (73.93%). 

Table (5.16) illustrates the mean of all Employee Engagement variable items which 

scored 7.64 (76.48%), while (t = 8.53, p = 0.000). which indicates that the respondents 

show a moderate level of agreement about this variable and that “Employee 

Engagement” level is moderate in Bank of Palestine.  
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The researcher refers the different level of employee responses to employee 

engagement aspects to an individual differences and attitudes toward work which in 

turn has an effect on enhancing employee and organizational performance. Moreover, 

there is a need to create an encouraging environment that facilitate productivity 

requirements. 

The results of respondents are consistent with (Anitha, 2014; Devi, 2017) about 

the significant impact of employee engagement on performance and that the 

organizations that possess higher levels of employee engagement outperform their 

competitors in regard to profitability.  

 

5.4  Hypotheses Testing 

Hypothesis (1): There is statistical significant relationship at α ≤ 0.05 level 

between talent management and organizational performance in Bank of 

Palestine. 

 

Sub-hypothesis (1-1): There is statistical significant relationship at α ≤ 0.05 level 

between talent attraction and organizational performance in Bank of Palestine. 

 

Table 5. 17 Correlation coefficient between Talent Attraction Dimension and OP 

 Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

Financial 0.413 0.000* 

Internal Business Process 0.599 0.000* 

Customers 0.553 0.000* 

Learning and Growth 0.634 0.000* 

Organizational Performance 0.634 0.000* 

* Correlation is significant at the 0.05 level 
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Table (5.17) illustrate that (p ≤ 0.05) which indicates there is a statistically 

significant relationship between “Talent Attraction” dimension and all the four 

dimensions of OP variable in Bank of Palestine in the Gaza Strip. 

 

The researcher refers the correlation between Talent Attraction and OP to the 

practices of talent attraction in Bank of Palestine in the Gaza Strip such as creating a 

strong and compelling employment brand and priotrizing time to interview candidates 

can participates in improving and enhancing the organizational performance. 

 

The results are consistent with the results of (Christensen Hughes & Rog, 

2008). This indicates that attracting the talented and skilled individuals has a positive 

impact and directly related to enhancing and improving organizational overall 

performance and efficiency. 

 

Sub-hypothesis (1-2): There is statistical significant relationship at α ≤ 0.05 level 

between talent motivating and organizational performance in Bank of Palestine. 

 

Table 5. 18 Correlation coefficient between Talent Motivating Dimension and OP 

 Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

Financial 0.449 0.000* 

Internal Business Process 0.623 0.000* 

Customers 0.480 0.000* 

Learning and Growth 0.627 0.000* 

Organizational Performance 0.629 0.000* 

* Correlation is significant at the 0.05 level 
 

Table (5.18) illustrate that (p ≤ 0.05) which indicates there is a statistically 

significant relationship between “Talent Motivating” dimension and all the four 

dimensions of OP variable in Bank of Palestine in the Gaza Strip. 

 



86 

 

As shown, the results of the relationship between talent motivation and 

organizational performance dimensions are similar to that of talent attraction found 

previously with the same order of organizational performance dimensions. 

The researcher refers the correlation between Talent Motivation and OP to the 

practices of talent motivation in Bank of Palestine in the Gaza Strip such as providing 

a competitive compensation system, creating a good work conditions, and rewarding 

employees for their exemplary work. Moreover, a motivated employee performs their 

best which in turn impact the overall organizational performance. 

 

Sub-hypothesis (1-3): There is statistical significant relationship at α ≤ 0.05 level 

between talent development and organizational performance in Bank of Palestine. 

 

Table 5. 19 Correlation coefficient between Talent Development Dimension and OP 

 Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

Financial 0.562 0.000* 

Internal Business Process 0.659 0.000* 

Customers 0.593 0.000* 

Learning and Growth 0.667 0.000* 

Organizational Performance 0.712 0.000* 

* Correlation is significant at the 0.05 level 

 

Table (5.19) illustrate that (p ≤ 0.05) which indicates there is a statistically 

significant relationship between “Talent Development” dimension and all the four 

dimensions of OP variable in Bank of Palestine in the Gaza Strip. 

The researcher refers the correlation between Talent Development and OP to 

the practices of talent development in Bank of Palestine in the Gaza Strip such as 

conducting an extensive training and development programs in different topics, 

creating a developmental opportunity, and following plans and programs toward 

developing employee. Development efforts that are exerted by the bank management 

make employees feel their importance and contribution in bank success and 

achievement which affect their productivity in a positive way. 
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Sub-hypothesis (1-4): There is statistical significant relationship at α ≤ 0.05 level 

between talent retaining and organizational performance in Bank of Palestine. 

 

Table 5. 20 Correlation coefficient between Talent Retaining Dimension and OP 

 Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

Financial 0.467 0.000* 

Internal Business Process 0.647 0.000* 

Customers 0.504 0.000* 

Learning and Growth 0.658 0.000* 

Organizational Performance 0.657 0.000* 

* Correlation is significant at the 0.05 level 

 
 

 

Table (5.20) illustrate that (p ≤ 0.05) which indicates there is a statistically 

significant relationship between “Talent Retaining” dimension and all the four 

dimensions of OP variable in Bank of Palestine in the Gaza Strip. 

 

The researcher refers the correlation between Talent Retaining and OP to the 

practices of talent retaining in Bank of Palestine in the Gaza Strip such as creating a 

culture that make employees want to stay with the bank in addition to the competitive 

and wide range benefits that are given to employees, taking into consideration the low 

level of turnover among employees due to the difficult financial environment in the 

Gaza Strip which lower the cost of hiring new employees and therefore enhance 

organizational performance. 

 

Hypothesis (2): There is statistical significant relationship between employee 

engagement and organizational Performance in Bank of Palestine. 
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Table 5. 21 Correlation coefficient between Employee Engagement and OP 

 Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

Financial 0.470 0.000* 

Internal Business Process 0.590 0.000* 

Customers 0.519 0.000* 

Learning and Growth 0.555 0.000* 

Organizational Performance 0.613 0.000* 

* Correlation is significant at the 0.05 level 

 

Table (5.21) illustrate that (p ≤ 0.05) which indicates there is a statistically 

significant relationship between “Employee Engagement” variable and all the four 

dimensions of OP variable in Bank of Palestine in the Gaza Strip. 

 

The correlation coefficient between Employee Engagement and OP indicates 

that: The highest relation between Employee Engagement and the four examined OP 

dimensions is Internal Business Process with 0.590 followed by; Learning and Growth 

with 0.555 then Customers with 0.519 and finally Financial dimension with 0.467 

which is the least correlation coefficient.  

 

The researcher refers the correlation between Employee Engagement and OP 

in Bank of Palestine in the Gaza Strip to the great impact of engagement on financial 

performance, customer satisfaction, internal process, and learning and growth because 

when employees feels proud, immersion, and energised their productivity will increase 

which in turn enhances the organization performance. 

 

The results are consistent with (Jiony et al., 2015; Kazimoto, 2016; Obeidat, 

2016) that there is a significant relationship between employee engagement and 

organizational performance. 

 

Hypothesis (3): There is statistical significant relationship at α ≤ 0.05 level between 

talent management and employee engagement in Bank of Palestine. 
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Table 5. 22 Correlation coefficient between Employee Engagement and TM 

 Pearson 

Correlation 

Coefficient 

P-Value 

(Sig.) 

Talent Attraction 0.562 0.000* 

Talent Motivation 0.591 0.000* 

Talent Development 0.693 0.000* 

Talent Retaining 0.636 0.000* 

Talent Management 0.683 0.000* 

* Correlation is significant at the 0.05 level 
 

Table (5.22) illustrate that (p ≤ 0.05) which indicates that there is a statistically 

significant relationship between “Employee Engagement” variable and all the four 

dimensions of TM variable in Bank of Palestine in the Gaza Strip. 

 

The correlation coefficient between Employee Engagement and TM indicates 

that: The highest relation between Employee Engagement and the four examined TM 

dimensions is Talent Development with 0.693 followed by; Talent Retaining with 

0.636 then Talent Motivation with 0.591 and finally Talent Attraction with 0.562 

which is the least correlation coefficient.  

 

The researcher refers the correlation between Employee Engagement and TM 

in Bank of Palestine in the Gaza Strip due to the importance of existing of an engaging 

environment for employees in order to effectively implementing the talent 

management strategies and practices, therefore it can be concluded that employee 

engagement plays a facilitating role in applying talent management and decrease 

difficulties that faces applying such practices. 

 

The results are consistent with (Aljunaibi, 2014; Jindal & Shaikh, 2016; Morsy, 

2013; Wahba, 2015) that there is a significant relationship between employee 

engagement and talent management practices. 
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Hypothesis (4): Employee engagement mediate the relationship between talent 

management and organizational performance in Bank of Palestine. 

 

To test the fourth hypothesis, researcher used (Preacher and Hayes) mediation 

test which examined the mediating role of employee engagement between the 

independent variable (Talent Management) and the dependent variable (organizational 

performance). In addition, a model was built using (SPSS AMOS) software as follow: 

 

 

 

 

 

 

 

 

3 

 

 

 

 

 

Figure 5. 1 Mediation model of employee engagement between talent management and 

organizational performance 

 

Fig. (5.1) show the estimate coefficients that which revealed that the highest 

value (0.355) was between the mediator variable (Employee Engagement) and the 

dependent variable (Organizational Performance). However, the results show that 

employee engagement is partially mediates the relationship between talent 

management and organizational performance. 
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Table 5. 23 Mediation Model of Employee Engagement between TM and OP 

Model Summary 
R2 Adj- R2 F - Value 

P-Value 

(Sig.) 

0.551 0.544 79.210 0.000* 

 

Table (5.23) shows that employee engagement has a mediating role on the 

relationship between talent management and organizational performance with P-Value 

= 0.000 less than 0.05 which indicates statically to the mediating role of employee 

engagement. Also, R2 = 0.551 which means that employee engagement explains 55.1% 

of the variation in the relationship between talent management and organizational 

performance. 

  

Researcher views that employee engagement has a great effect on their 

performance by enhancing productivity which results in improving organizational 

performance and effectiveness and that can be achieved by effectively applying talent 

management practices. Furthermore, it is clear for researcher that the relationship 

between talent management and organizational performance is affected by many 

factors, and one of the most important is employee engagement.  

 

Based on that, it can be said that employee engagement mediates the 

relationship between talent management and organizational performance among 

employees in Bank of Palestine in the Gaza Strip. 

 

The results above are consistent with these of (Kjellman, 2016; Payambarpour 

& Hooi, 2015) which found that there is a mediating role of employee engagement on 

the relationship between talent management and organizational performance. 

 

There are three hypotheses extracted from the main fourth hypothesis, and to test 

these hypotheses a regression test using (Stepwise) method was applied as follow: 

 

Sub-hypothesis (4-1): There is a significant effect at a 0.05 level of talent management 

on organizational performance. 
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Table 5. 24 The relationship between Talent Management and OP 

Variables R2 Adj- R2 F - Value 
P-Value 

(Sig.) 

Talent Management  

0.525 0.522 143.911 0.000* 
Organizational Performance 

 

Table (5.24) shows that the multiple correlation coefficient between the total 

degree of talent management and the total of organizational performance is statically 

significant, and R2 = 0.525 which means that variation in talent management practices 

explains (52.5%) from variation occurs in organizational performance, and P-Value = 

0.000 less than 0.05 which indicates that the linear relationship is statically significant 

and that there is an effect for talent management practices on organizational 

performance. 

 

Table 5. 25 Regression Model of Talent Management and OP 

Model Coefficient T- Value 
P-Value 

(Sig.) 

Constant 4.223 11.756 0.000* 

Talent Management Variable 0.552 11.996 0.000* 

 

Table (5.25) shows the variance’s analysis for the regression model. (p ≤ 0.05), so 

talent management practices have a significant effect on organizational performance. 

The estimated regression equation is: 

 

Organizational Performance = 4.223+ (0.552*Talent Management Practices) 

 

Researcher views that recruiting, motivating, developing and retaining the talented 

employees have a direct impact on achieving organizational objectives and improving 

both employees and organizational performance. 
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Sub-hypothesis (4-2): There is a significant effect at a 0.05 level of talent management 

on employee engagement. 

 

Table 5. 26 The relationship between Talent Management and Employee Engagement 

Variables R2 Adj- R2 F - Value 
P-Value 

(Sig.) 

Talent Management  

0.467 0.463 113.978 0.000* 
Employee Engagement 

 

Table (5.26) shows that the multiple correlation coefficient between the total 

degree of talent management and the total of employee engagement is statically 

significant, and R2 = 0.467 which means that variation in talent management practices 

explains (46.7%) from variation occurs in employee engagement, and P-Value = 0.000 

less than 0.05 which indicates that the linear relationship is statically significant and 

that there is an effect for talent management practices on employee engagement. 

 

Table 5. 27 Regression Model of Talent Management and Employee Engagement 

Model Coefficient T- Value 
P-Value 

(Sig.) 

Constant 7.229 1.223 0.223 

Talent Management Variable 0.351 10.676 0.000* 

 

Table (5.27) shows the variance’s analysis for the regression model. (p ≤ 0.05), so 

talent management practices have a significant effect on employee engagement. The 

estimated regression equation is: 

 
 

 

Employee Engagement = 7.229+ (0.351*Talent Management Practices) 

 

Researcher views that recruiting, motivating, developing and retaining the talented 

employees have a direct impact on creating a motivated work environment and 

enhancing employee’s skills and abilities through training and development programs 

which in turn impact the overall organization’s performance. 
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Sub-hypothesis (4-3): There is a significant effect at a 0.05 level of employee 

engagement on organizational performance. 

 

Table 5. 28 The relationship between Employee Engagement and OP 

Variables R2 Adj- R2 F - Value 
P-Value 

(Sig.) 

Employee Engagement  

0.375 0.371 78.109 0.000* 
Organizational Performance 

 

Table (5.28) shows that the multiple correlation coefficient between the total 

degree of employee engagement and the total of organizational performance is 

statically significant, and R2 = 0.375 which means that variation in employee 

engagement explains (37.5%) from variation occurs in organizational performance, 

and P-Value = 0.000 less than 0.05 which indicates that the linear relationship is 

statically significant and that there is an effect for employee engagement on 

organizational performance. 

 

Table 5. 29 Regression Model of Employee Engagement and OP 

Model Coefficient T- Value 
P-Value 

(Sig.) 

Constant 5.715 17.863 0.000* 

Employee Engagement Variable 0.355 8.838 0.000* 

 

Table (5.29) shows the variance’s analysis for the regression model. (p ≤ 0.05), so 

employee engagement has a significant effect on organizational performance. The 

estimated regression equation is: 

 

Organizational Performance = 5.715+ (0.355*Employee Engagement) 

 

Researcher views that have an engaged and loyal employee have a direct impact on 

achieving organizational objectives and improving organizational performance. 
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Hypothesis (5): There are significant differences among respondents towards the 

mediation effect of Employee Engagement on the relationship between Talent 

Management and Organizational Performance referred to demographic traits 

(gender, age, educational qualifications, job level and years of experience). 

 

Sub-hypothesis (5-1): There are significant differences among respondents towards 

the mediation effect of Employee Engagement on the relationship between Talent 

Management and Organizational Performance due to gender. 

 

Table 5. 30 Independent sample t-test of the dimensions and their p-values for gender 

Field 
Mean 

T- Value 
P-Value 

(Sig.) Male Female 

Talent Attraction 8.00 7.92 0.289 0.603 

Talent Motivation 7.41 7.22 0.540 0.716 

Talent Developing 7.86 7.41 1.369 0.643 

Talent Retaining 7.50 7.57 -0.197 0.316 

Talent Management Scale 7.68 7.53 0.502 0.401 

Financial Perspective 8.63 8.71 -0.343 0.896 

Internal Process Perspective 8.38 8.27 0.401 0.532 

Customers Perspective 8.63 8.36 1.070 0.599 

Learning and Growth Perspective 8.25 8.11 0.484 0.947 

Organizational Performance 

Scale 
8.47 8.36 0.470 0.936 

Employee Engagement Scale 8.00 7.07 2.374 0.137 

All questionnaire items 8.07 7.81 1.008 0.683 
* Mean is significant at the 0.05 level 

 

Table (5.30) illustrate that (p ≥ 0.05) for each field and all fields together. 

Therefore, there are insignificant differences in sample’s attitudes related to each field 

referred to gender. 

 

Researcher concludes that the traits of the respondent’s gender has no 

effect on each field and all fields together. This can be referred to an increased 

awareness about the importance of gender equality between males and females in Bank 

of Palestine in the Gaza Strip. 
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Sub-hypothesis (5-2): There are significant differences among respondents towards 

the mediation effect of Employee Engagement on the relationship between Talent 

Management and Organizational Performance due to age. 

 

Table 5. 31 One Way ANOVA test of the dimensions and their p-values for age 

Field 

Mean 

F- 

Value 

P-

Value 

(Sig.) 

Less 

than 30 

From 

30 to 

less 

than 40 

From 

40 to 

less 

than 50 

50 

Years 

and 

more 

Talent Attraction 7.66 7.96 8.58 8.03 1.421 0.240 

Talent Motivation 6.93 7.36 7.99 7.47 1.416 0.241 

Talent Developing 7.43 7.56 8.31 8.07 1.361 0.258 

Talent Retaining 7.09 7.56 8.07 7.89 1.387 0.250 

Talent Management 

Scale 

7.27 7.61 8.23 7.86 1.637 0.184 

Financial Perspective 8.46 8.76 8.76 8.69 0.439 0.726 

Internal Process 

Perspective 

8.10 8.42 8.61 8.30 0.620 0.603 

Customers 

Perspective 

8.27 8.59 8.80 8.61 0.769 0.513 

Learning and Growth 

Perspective 

8.11 8.22 8.42 7.98 0.259 0.855 

Organizational 

Performance Scale 

8.24 8.50 8.65 8.40 0.575 0.632 

Employee 

Engagement Scale 

7.03 7.82 8.31 7.86 1.931 0.128 

All questionnaire  7.65 8.03 8.42 8.09 1.513 0.214 
* Mean is significant at the 0.05 level 

 

Table (5.31) illustrate that (p ≥ 0.05) for each field and all fields together. 

Therefore, there are insignificant differences in sample’s attitudes related to each field 

referred to age. 

The results indicate that the characteristic of the respondents age has no 

effect on each field and all fields together. In addition, it is clear that the respondents 

aged "from 40 to less than 50" had the highest means compared to other groups, which 

indicated that employees who belongs to that age interval are more agree with 

questionnaire items than others.  



97 

 

Sub-hypothesis (5-3): There are significant differences among respondents towards 

the mediation effect of Employee Engagement on the relationship between Talent 

Management and Organizational Performance due to educational qualifications. 

 

Table 5. 32 One Way ANOVA test of the dimensions and their p-values for educational 

qualification 

Field 

Mean 
F- 

Value 

P-

Value 

(Sig.) 
Diploma 

Bachelor 

degree 

High 

Education 

Talent Attraction 8.11 8.01 7.67 0.359 0.699 

Talent Motivation 7.78 7.33 7.09 0.399 0.672 

Talent Developing 7.50 7.81 7.13 1.143 0.322 

Talent Retaining 7.43 7.66 6.82 1.479 0.232 

Talent Management 

Scale 
7.71 7.70 7.18 0.767 0.467 

Financial Perspective 8.05 8.72 8.66 1.127 0.327 

Internal Process 

Perspective 
8.18 8.39 8.11 0.317 0.729 

Customers Perspective 8.45 8.56 8.36 0.170 0.844 

Learning and Growth 

Perspective 
7.78 8.39 7.36 3.951 0.022* 

Organizational 

Performance Scale 
8.11 8.51 8.12 1.059 0.350 

Employee Engagement 

Scale 
7.62 7.71 7.30 0.263 0.769 

All questionnaire  7.87 8.05 7.61 0.800 0.452 
* Mean is significant at the 0.05 level 

 

Table (5.32) illustrate that (p ≤ 0.05) for the “Learning and Growth” dimension, 

therefore, there is significant difference within the sample related to this dimension 

referred to educational qualification. Hence, the educational qualification has an effect 

on this dimension.  

For the other dimensions, the (p ≥ 0.05), then there is insignificant difference 

within the sample related to these dimensions due to educational qualification. Hence, 

the educational qualification has no effect on the other dimensions. 

The results indicate that the respondents who holds bachelor degree had the 

highest means compared to other groups, which indicated that employees who belongs 

to that group are more agree with questionnaire items than others. This can be referred 

to the fact that the majority of respondents belongs to this group.  
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Sub-hypothesis (5-4): There are significant differences among respondents towards 

the mediation effect of Employee Engagement on the relationship between Talent 

Management and Organizational Performance due to job level. 

 

Table 5. 33 One Way ANOVA test of the dimensions and their p-values for job level 

Field 

Mean 
F- 

Value 

P-

Value 

(Sig.) 

Top 

Management   

Middle 

Management 

Low 

Management 

Talent Attraction 7.94 7.97 7.97 0.000 1.000 

Talent Motivation 7.61 7.35 7.31 0.037 0.963 

Talent Developing 7.26 7.64 7.75 0.138 0.872 

Talent Retaining 6.88 7.61 7.48 0.228 0.797 

Talent 

Management Scale 
7.43 7.64 7.62 0.023 0.977 

Financial 

Perspective 
6.33 8.59 8.82 5.362 0.006* 

Internal Process 

Perspective 
6.50 8.34 8.41 2.222 0.112 

Customers 

Perspective 
8.27 8.45 8.59 0.206 0.814 

Learning and 

Growth Perspective 
7.77 8.08 8.31 0.475 0.623 

Organizational 

Performance Scale 
7.22 8.37 8.53 1.647 0.197 

Employee 

Engagement Scale 
5.96 7.95 7.45 1.713 0.184 

All questionnaire  7.10 8.00 7.98 0.565 0.569 
* Mean is significant at the 0.05 level 

 

Table (5.33) illustrate that (p ≤ 0.05) for the dimension “Financial Perspective”, 

therefore, there is significant difference within the sample related to this dimension 

referred to job level. Hence, the job level has an effect on this dimension.  

For the other dimensions, the (p ≥ 0.05), then there is insignificant difference 

within the sample related to these dimensions due to job level. Hence, the job level has 

no effect on the other dimensions. 

The results indicate that the respondents from middle and low management 

level had the highest means compared to top management managers, which imply that 

employees who belongs to these groups are more agree with questionnaire items than 

top management managers. This can be referred to the fact that respondents from top 

management level forms only 2.2%. 



99 

 

Sub-hypothesis (5-5): There are significant differences among respondents towards 

the mediation effect of Employee Engagement on the relationship between Talent 

Management and Organizational Performance due to years of experience. 

 

Table 5. 34 One Way ANOVA test of the dimensions and their p-values for years of 

experience 

Field 

Mean 

F- 

Value 

P-

Value 

(Sig.) 

Less 

than 5 

years 

5 - less 

than10 

years 

10 - less 

than 15 

years 

15 years 

and 

more 

Talent Attraction 7.90 7.36 8.25 8.18 1.559 0.203 

Talent Motivation 7.21 6.74 7.63 7.58 1.257 0.292 

Talent Developing 7.58 7.33 7.95 7.78 0.609 0.610 

Talent Retaining 7.46 6.77 7.76 7.87 1.727 0.165 

Talent Management 

Scale 
7.54 7.04 7.89 7.86 1.534 0.209 

Financial Perspective 8.68 8.21 8.98 8.61 1.591 0.195 

Internal Process 

Perspective 
8.29 7.68 8.67 8.50 2.193 0.092 

Customers 

Perspective 
8.49 7.88 8.89 8.62 2.639 0.052 

Learning and Growth 

Perspective 
8.43 7.67 8.30 8.19 1.242 0.297 

Organizational 

Performance Scale 
8.47 7.86 8.71 8.48 2.233 0.088 

Employee 

Engagement Scale 
7.19 7.31 8.10 7.90 1.379 0.252 

All questionnaire  7.88 7.43 8.28 8.13 1.900 0.133 
* Mean is significant at the 0.05 level 

 

Table (5.34) illustrate that (p ≥ 0.05) for each field and all fields together. 

Therefore, there are insignificant differences in sample’s attitudes related to each field 

referred to years of experience. 

The results indicate that the characteristic of the respondent’s years of 

experience has no effect on each field and all fields together. In addition, it is clear that 

the respondents who have “more than 10 years” work experience had the highest 

means compared to other groups, which indicated that employees who belongs to that 

years of experience interval are more agree with questionnaire items than others.  
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Chapter 6 

Conclusions and Recommendations 

6.1  Introduction 

This chapter will deal with some results that have been reached by this 

research, in addition to suggesting many recommendations that are important from 

researcher’s perspective and it can enhance the feel of engagement to employees 

working in Bank of Palestine in the Gaza Strip. Finally, some future studies will be 

suggested. 

6.2  Research Results 

The research aimed to investigate the degree of talent management practices 

and its various dimensions (attracting, motivating, developing and retaining) in Bank 

of Palestine (BOP) in the Gaza Strip, and to examine the degree of organizational 

performance and its various dimensions (financial, internal process, customers and 

learning and growth), as well as the research aimed to test the mediating role of 

employee engagement on the relationship between talent management practices and 

organizational performance.  

The research’s results were addressed according to research variables and 

dimensions studied in this research as follow: 

 

1. Talent Management Variable 

- The level of talent management practices is moderate from perspective of the 

employees of Bank of Palestine in the Gaza Strip, which indicates that the bank’s 

management exert an accepted effort on applying talent management practices. 

- Talent management dimensions can be ordered as follow (Talent Attraction, Talent 

Development, Talent Retaining and Talent Motivation). 

 

A. Talent Attraction  

- The level of Talent Attraction dimension is moderate in Bank of Palestine in the 

Gaza Strip, which indicates that the bank’s management need to exert more work 

on attracting the top talented employees. 



102 

 

- There is statistical significant relationship between Talent Attraction and both 

organizational performance and employee engagement in Bank of Palestine. 

- There is a significant effect of Talent Attraction on both organizational 

performance and employee engagement in Bank of Palestine, which refers to the 

key role of attracting the top talented and skilled employees in the bank’s 

performance. 

- The Bank of Palestine in the Gaza Strip possess a strong and compelling 

employment brand. However, there is a low interest about using the internal 

employee referral programs to hire new employees. 

 

B. Talent Motivation 

- The level of Talent Motivation dimension is moderate in Bank of Palestine in the 

Gaza Strip, which indicates that the bank’s management need to exert more work 

on motivating their employees. 

- There is statistical significant relationship between Talent Motivation and both 

organizational performance and employee engagement in Bank of Palestine. 

- There is a significant effect of Talent Motivation on both organizational 

performance and employee engagement in Bank of Palestine, which refers to the 

key role of motivating the top talented and skilled employees in the bank’s 

performance. 

- The Bank of Palestine in the Gaza Strip have a competitive compensation system. 

However, there is a lack of offering an attractive non-monetary reward to 

employees. 

 

C. Talent Development 

- The level of Talent Development dimension is moderate in Bank of Palestine in 

the Gaza Strip, which indicates that the bank’s management need to exert more 

work on developing their employees. 

- There is statistical significant relationship between Talent Development and both 

organizational performance and employee engagement in Bank of Palestine. 
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- There is a significant effect of Talent Development on both organizational 

performance and employee engagement in Bank of Palestine, which refers to the 

key role of developing the top talented and skilled employees in the bank’s 

performance. 

- The Bank of Palestine in the Gaza Strip performs an extensive training and 

development programs for their employees. However, the is a lack of giving an 

honest feedback for developmental purposes. 

 

D. Talent Retaining 

- The level of Talent Retaining dimension is moderate in Bank of Palestine in the 

Gaza Strip, which indicates that the bank’s management need to exert more work 

on retaining their employees. 

- There is statistical significant relationship between Talent Retaining and both 

organizational performance and employee engagement in Bank of Palestine. 

- There is a significant effect of Talent Retaining on both organizational 

performance and employee engagement in Bank of Palestine, which refers to the 

key role of retaining the top talented and skilled employees in the bank’s 

performance. 

- The Bank of Palestine in the Gaza Strip have the ability to retain their best 

performers employees. However, there is a need to records and address the reasons 

that makes top performers employees leaves the job. 

 

2. Organizational Performance Variable: 

- The level of organizational performance is high from perspective of the employees 

of Bank of Palestine in the Gaza Strip, which indicates that the bank follows a 

systematic plans and programs that enables it to succeed and survive. 

- Organizational Performance dimensions can be ordered as follow: 

▪ Financial Perspective dimension. 

▪ Customers Perspective dimension. 

▪ Internal Process Perspective dimension. 

▪ Learning and Growth Perspective. 
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3. Employee Engagement Variable: 

- The level of Employee Engagement is moderate from perspective of the employees 

of Bank of Palestine in the Gaza Strip, which indicates that the bank’s management 

need to exert more work on engaging their employees. 

- There is statistical significant relationship between Employee Engagement and 

Organizational Performance dimensions (Financial, internal process, customers 

and learning and growth) in Bank of Palestine. 

- There is a significant effect of Employee Engagement on Organizational 

Performance in Bank of Palestine, which refers to the importance of engaging the 

top talented employees in the bank’s performance. 

- Employee Engagement mediate the relationship between talent management and 

organizational performance in Bank of Palestine, which make engagement as a 

facilitator for applying the talent management practices. 

- Employees working in the Bank of Palestine in the Gaza Strip are proud on the 

work they do. However, they rarely feel getting carried away when they are 

working. 

 

4. Results Related to Differences: 

- There are no significant differences among respondents in Bank of Palestine 

towards the Talent Management dimensions due to (gender, age, educational 

qualifications, job level and years of experience).  

- There are no significant differences among respondents in Bank of Palestine 

towards the Organizational Performance dimensions due to (gender, age and years 

of experience). However, there are significant differences referred to (educational 

qualifications and job level). 

- There are no significant differences among respondents in Bank of Palestine 

towards employee engagement due to (gender, age, educational qualifications, job 

level and years of experience).  
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6.3  Recommendations 

Depending on the implications of this research, a number of recommendations 

can be introduced to top management and human resource practitioners at Bank of 

Palestine in the Gaza Strip as follow: 

1. Talent Management Variable 

- Keep applying and exerting efforts on the realization and application of effective 

talent management practices as they play an important role in the attraction, 

motivation, development and retention of top skilled and talented employees. 

- The importance of aligning talent management strategy with the organizational 

strategic goals.  

- Applying the talent management practices may result in desirable outcomes for the 

banks such as high levels of employee engagement. 

 

A. Talent Attraction  

- working on determining the skills that banks requires to apply the recruitment and 

attracting strategies.  

- Using the internal employee referral programs widely to bring in new employees. 

- Design a more practical hiring system and taking into consideration the “quality of 

hire”. 

-  

B. Talent Motivation 

- Motivating employees by applying positive practices such treating employees with 

respect, giving them opportunities to develop their careers path and introducing 

adequate reward and recognition for special performance. 

- Offering an attractive non-monetary reward to employees. 

- Deciding compensation on the basis of competence of the employee. 

 

C. Talent Development 

- Invest in improving and developing their employees to have a sustain competitive 

advantage. 

- Continuous giving honest feedback for developmental purposes to employees. 

- Transferring expertise from experts to less expert employees. 
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D. Talent Retaining 

- Treating employees as partners in the work and making them reach the job 

satisfaction rise the probabilities for employees to remain in the same job for. 

- Recording and addressing the reasons people leave their jobs, especially top 

performers. 

- Creating a culture that makes employees want to stay with the organization. 

  

2. Organizational Performance Variable: 

- The importance of creating control systems that involve financial and non-

financial factors in measuring performance of banks. 

- Supporting the developmental policies toward improving the utilization of 

resources effectively and efficiently. 

- Planning to acquiring new customers through creative initiatives. 

- Supporting employee’s participation in decisions making to encourage 

administrative creativity. 

 

3. Employee Engagement Variable: 

- Managers are advised to emphasize on creating the employee engagement 

requirements so that they can overcome the difficulties of implementing talent 

management practices. 

- Creating a supportive and encouraging environment that facilitate the engagement 

of employees in their jobs. 

6.4  Limitations 

This research was planned to be applied on the local commercial banks working in the 

Gaza Strip (Bank of Palestine, Palestine Investment Bank, and Al-Quds Bank), 

however the researcher faces many limitations that changed the title and the sample of 

the research. The later bank refused to cooperate and did not respond to distribute the 

questionnaire on employees due to security reasons. Moreover, the sample of Palestine 

Investment Bank (6) employees was too small compared to the sample of Bank of 

Palestine (185) which make the researcher to change the nature of the research to a 

case study of Bank of Palestine. 
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6.5  Future Research 

1. The research was applied in Bank of Palestine in the Gaza Strip only, which affects 

the generalization of research findings. 

2. The research was implemented in banking sector which can be extended to other 

sectors working in the Gaza Strip. 

3. It is recommended to use other methodologies such as qualitative research and 

focus groups. 

4. It is suggested to research the following relationships: 

• The mediating effect of employee engagement on the relationship between 

talent management and retention. 

• The mediating effect of organizational commitment on the relationship 

between talent management and organizational performance. 

• The mediating effect of organizational citizenship behavior on the relationship 

between talent management and organizational performance. 
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Appendix A: Questionnaire (English Version) 
 

 

Part One: Demographic Information: 

 

Please put out the signal (X) in front of the correct answer 

 

 

1. Gender 

 

□ Male  

 

□ Female 

 

 

2. Age 

 

□ Less than 30 

□ From 40 to less than 50  

 

□ From 30 to less than 40 

□ 50 Years and more 

 

3. Educational Qualification 

 

□ Diploma  

□ High Education 

 

□ Bachelor degree 

 

 

5. Job Level 

 

□ Top Management   

□ Supervisors 

 

□ Middle Management 

 

6. Years of Experience 

 

□ Less than 5 years  

□ 10-less than 15 years  

 

□ 5- less than10 years 

□ 15 years and more 
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Part Two: Research’s Variables 
 

Please choose the number below that indicates how much you agree or disagree with 

each statement. 

 

Strongly 

Disagree 
      

  Strongly 

Agree 

1 2 3 4 5 6 7 8 9 10 

 

First Variable: Talent Management 
 

1. Talent Attraction 

NO. Item From 1-10 

1.  My bank can attract top talent.  

2.  The Employment Brand is strong and compelling among 

prospective employees. 

 

3.  Internal employee referral programs are widely used to bring 

in new employees. 

 

4.  The hiring process is efficient, effective and focuses on 

“quality of hire”. 

 

5.  Compensation levels are competitive.  

6.  My bank prioritizes time to interview potential candidates 

when a vacancy arises. 

 

2. Talent Motivating 

1.  My bank has competitive compensation system in comparison 

to other organizations in the same industry which is a 

motivating factor to our employees. 

 

2.  In our organization, compensation is decided on the basis of 

competence of the employee 

 

3.  My working conditions here are good.  

4.  My bank rewards employees for exemplary work in a variety 

of ways. 

 

5.  My bank offers attractive non- monetary rewards to 

employees. 

 

6.  My bank celebrates exceptional performance of employees in 

our team. 

 

3. Talent Developing 

1.  My bank conducts extensive training and development programs for 

Employees. 

 

2.  My bank actively creates developmental opportunities for 

subordinates. 
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3.  My bank gives honest feedback for developmental purposes.  

4.  My bank follows plans and programs for developing 

employees. 

 

5.  Expertise is transferred from experts to less expert employees.  

4. Talent Retaining 

1.  The organization can retain our best performers.  

2.  Turnover is tracked across divisions, locations, talent levels 

and managers. 

 

3.  The reasons people leave, especially top performers, are 

recorded and addressed. 

 

4.  Creating a culture that makes employees want to stay with the 

organization. 

 

5.  Top performers are challenged to improve their skills.  

6.  I am able to balance work priorities with my personal life.   

 

 

Second Variable: Organizational Performance 

 
1. Financial Perspective 

NO. Item From 1-10 

1.  My bank achieves an increasing profit.  

2.  My bank’s management evaluates and compares financial 

performance in sequential time intervals. 

 

3.  My bank’s management evaluates and compares financial 

performance with other competitors. 

 

4.  My bank keeps a sufficient liquidity that keep it safe.  

5.  The internal and external investments provide my bank with 

profits that matches the investment policy of the bank. 

 

6.  My bank supports developmental policies toward improving 

the utilization of resources effectively and efficiently. 

 

2. Internal Process Perspective 

1.  My bank aims to simplify services’ procedures.  

2.  My bank designs its services after conducting a market and 

customers’ requirements study. 

 

3.  My bank conducts studies for developing banking process.  

4.  My bank ensures providing high quality services.  

5.  My bank process is accurate and has low level of errors.  

6.  My bank branches are connected properly with each other.  
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3. Customers Perspective 

1.  My banks ensure retaining customers.  

2.  My bank deals with customer’s complaints and suggestions.  

3.  Customer’s complaints decrease.  

4.  There is an effective system for answering customers and 

communicating with them. 

 

5.  My banks aim to acquiring new customers through some 

initiatives.  

 

6.  My bank promotes and introduce services it provides to 

customers. 

 

4. Learning and Growth Perspective 

1.  My bank continuously updates its information systems.  

2.  My bank maintains an open and effective communications 

channels in all directions. 

 

3.  My bank supports good and creative ideas.  

4.  My bank supports employee’s participation in decisions 

making to encourage administrative creativity. 

 

5.  My bank utilizes expertise and qualified employees to enhance 

its performance. 

 

6.  My bank hold workshops to enhance employee’s knowledge.  

 

 

 

Third Variable: Employee Engagement 
 

NO. Item From 1-10 

1.  At my work, I feel bursting with energy.   

2.  At my job, I feel strong and vigorous.   

3.  When I get up in the morning, I feel like going to work.   

4.  I am enthusiastic about my job.   

5.  My job inspires me.   

6.  I am proud on the work that I do.   

7.  I feel happy when I am working intensely.   

8.  I am immersed in my work.   

9.  I get carried away when I’m working  
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Appendix B: Questionnaire (Arabic Version) 
 

 

 غزة –الجامعة اإلسالمية 

 شئون البحث العلمي والدراسات العليا

 كلية التجارة

 قسم إدارة األعمال

 

 

 

 الكرام، السادة

  وبعد، طيبة تحية

  بعنوان األعمال إدارة الماجستير درجة لنيل تكميلي كمتطلب دراسة بإعداد الباحث يقوم

 

 إدارة المواهب وأداء المنظمة: الدور الوسيط لالندماج الوظيفي
  دراسة حالة بنك فلسطين في قطاع غزة

 

 اختيار خالل من القيمة بآرائكم الباحث وتزويد المطروحة األسئئةلة على واإلجابة التكرم أرجو

 العلمي المسئئئئتو  من وترفع إجاباتكم تغني أن الباحث يأمل كما مناسئئئئبة، ترونها التي اإلجابة

  البحث. لهذا

 

 وأن ميالعل البحث ألغراض اَلسئئئئتبيان هذا ضئئئئمن المطروحة األسئئئئةلة جميع أن العلم يرجى

  الفائقة. العلمية والعناية الكاملة بالسرية محاطة ستكون إجاباتكم

 

 استجابتكم.... وحسن لتعاونكم شكرا

 

 الباحث                                                                                                

 حميد بشير حازم                                                                                                  
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 القسم األول: البيانات الشخصية

 :في المكان المناسب (X) يرجى وضع إشارة

 الجنس  .1

 أنثى □  ذكر □

 

 العمر .2

   سنة30أقل من  □

   سنة 50إلى أقل من  40من  □

 سنة 40إلى أقل من  30من  □

 فأكثر سنة 50من  □

 

 المؤهل العلمي .3

  دبلوم متوسط □

 دراسات عليا □

 بكالوريوس □

 

 المستوى الوظيفي .4

 مساعد مدير عام( –)مدير عام  إدارة عليا □

 موظف( –)مساعد رئيس قسم  إدارة دنيا □

 

 رئيس قسم( -)مدير دائرة  إدارة وسطى □

 الخبرةعدد سنوات  .5

 سنوات 5أقل من  □

 سنة 15إلى أقل من 10من □  

 سنوات 10إلى أقل من 5من □

 سنة فأكثر15من □
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 : متغيرات الدراسة:القسم الثاني

  ت التاليةامد  موافقتك على ٍكل من العبار بتحديدرجى التكرم ي

 
 

موافق 

 بشدة

  

      

غير 

موافق 

 بشدة

10 9 8 7 6 5 4 3 2 1 
 

 

 

 

 

 األول: إدارة المواهبالمتغير 

   استقطاب الموهوبين .1

 10 - 1من  الفقرة الرقم

  .وظفين أكفاءملجذب واستقطاب جهد واسع  البنك تبذل إدارة  .1

  .وظفينمجذب أفضل ال علىتساعد يتميز البنك بسمعة جيدة   .2

  .الشاغرة الوظائفلشغل  البنكداخـل  منوظفين مترقية ال سياسةالبنك  تستخدم إدارة  .3

عملية التوظيف في البنك بالفعالية والكفاءة وتركز على المؤهالت والخبرة  تتميز  .4

 المطلوبة للوظيفة.

 

  .وظفينمن الم متميزةوعية نى جذب لزايا وظيفية تساعد عمرواتب ويوفّر البنك   .5

  تخصص إدارة البنك وقتاً كافياً ومناسباً لمقابلة المتقدمين للوظائف الشاغرة.  .6

 الموهوبينتحفيز  .2

  ومزايا منافسة.رواتب يقدّم البنك   .1

  .لمع العم ومتناسبةعادلة  البنكزايا الوظيفية في مالرواتب والتُعتبر   .2

  .لمى تحسين ظروف العلرار عمباست يعمل البنك  .3

  يكافئ البنك الموظفين على أعمالهم ومساهماتهم المتميزة.  .4

  الفردية عندما تستحق ذلك. للمساهماتتقدم إدارة البنك شهادات تقدير شفوية أو مكتوبة   .5

  .األداء اَلستثنائيأصحاب للموظفين حفل تكريم إدارة البنك  تقيم  .6

 تطوير الموهوبين .3

  .البنك برامج تدريبية كافية ومالئمة للموظفين تقدم إدارة  .1

  .الوظيفي المسارى تطوير لوظفين عمالالبنك  تشجع إدارة  .2

  .لمدائي في العأى تقديم تغذية راجعة حول تعمل إدارة البنك عل  .3
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  .نوظفيمج لتطوير المخطط وبرا تتبع إدارة البنك  .4

  .قل خبرةاأل إلىوظفين ذوي الخبرة من المقل الخبرة نيتم   .5

 استبقاء الموهوبين .4

  .الموهوبينالموظفين على الحفاظ على  البنكتحرص إدارة   .1

  احتفاظه بالموظفين من كافة المستويات.ببيانات حول معدل  البنك تحتفظ إدارة  .2

  تقوم إدارة البنك بدراسة أسباب ترك الموظفين للوظيفة خاصة الموهوبين منهم.  .3

  يمتلك البنك ثقافة تنظيمية وقيم تشّجع على البقاء والعمل فيه.  .4

  .ستخدام قدراتياى تساعدني عل تحدياتى عليحتوي  في البنك أعتقد أن عملي  .5

  أستطيع الموازنة بين متطلبات العمل في البنك وحياتي الشخصية.  .6

 

 

 

 المتغير الثاني: أداء المنظمة

 األداء المالي .1

 10 - 1من  الفقرة الرقم

  يحقق البنك زيادة مستمرة في الربحية.   .1

  .متعاقبة بتقييم ومقارنة أدائه المالي في فترات زمنية البنكتقوم إدارة   .2

  .المنافسة في السوق بتقييم ومقارنة أدائه المالي مع المصارف البنكتقوم إدارة   .3

  .على درجة سيولة كافية تحقق له األمان البنكيحافظ   .4

5.  
 اَلستثماريةداف السياسة هبي ألية والخارجية أرباح تلتوفر اَلستثمارات الداخ

 .بنكلل

 

  .وفعالية سياسات تطويرية نحو تحسين اَلستغالل األمثل لألصول بكفاءةيتبنى البنك   .6

 العمليات الداخلية .2

  .الخدمات من خالل أقسامه إلى تبسيط إجراءات تقديم البنكيسعى   .1

  .والعمالء بتصميم خدماته بعد إجراء دراسة لمتطلبات السوق البنكيقوم   .2

  .يةالبنكيتم إجراء دراسات لتطوير العمليات   .3

  .الجودة على تقديم خدمات بأعلى مستو  من البنكتحرص إدارة   .4

  .تتميز العمليات بالدقة في اَلنجاز وانخفاض نسبة الخطأ  .5

  .مع بعضها البعض بشكل واضح البنكترتبط فروع   .6
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 العمالء .3

  .على الحفاظ على العمالء البنكتحرص إدارة   .1

  .بشكاو  العمالء ومقترحاتهم البنكتهتم إدارة   .2

  .انخفاض في شكاو  العمالء يوجد  .3

  .يتوفر نظام فعال ومباشر للرد على العمالء والتواصل معهم  .4

  .المبادرات التي يقوم بها َلكتساب عمالء جدد من خالل بعض البنكيسعى   .5

  .يقدمها بالترويج وتعريف العمالء بالخدمات التي البنكيقوم   .6

 التعلم والنمو .4

  .بتحديث نظم المعلومات بشكل مستمر البنكيقوم   .1

  .اَلتجاهات قنوات اَلتصال مفتوحة وفعالة في جميع البنكتبقي إدارة   .2

  .بدعم األفكار الجيدة واإلبداعية البنكتقوم إدارة   .3

  .اإلبداع اإلداري مشاركة الموظفين في صنع القرار لتشجيع إدارة البنكتدعم   .4

  .لتطوير أدائه من الخبرات والكوادر العلمية الموجودة لديه البنكيستفيد   .5

  .الموظفين ورش عمل وندوات لتعميق المعرفة عند البنكيقيم   .6

 

 

 المتغير الثالث: اندماج الموظفين

 10 - 1من  الفقرة الرقم

  بطاقة وحيوية كبيرة في عملي. أشعر  .1

  أثناء العمل.أشعر بالقوة والنشاط   .2

  صباحاً.أشعر بالرغبة في الذهاب إلى العمل عندما أستيقظ   .3

  .أشعر بالحماس للعمل  .4

  اإللهام والحافزية.يعطيني عملي   .5

  أشعر بالفخر للعمل في هذا المجال.  .6

  أنظر إلى عملي كتحدي.  .7

  عملي.أندمج بقوة في   .8

  أنشغل في عملي لدرجة أنني أنسى كل شيء من حولي.  .9

 



127 

 

Appendix C:  
List of Questionnaire’s Arbitrators 

 

 

NO. Name University 
1.  

Prof. Samir Safi The Islamic University of Gaza 

2.  
Dr. Sami Abu Ross The Islamic University of Gaza 

3.  
Dr. Wasim El-Habeel The Islamic University of Gaza 

4.  
Dr. Wael Thabet Al-Azhar University in Gaza 

5.  
Dr. Khalid Dahleez The Islamic University of Gaza 

6.  
Dr. Yaser Shorafa The Islamic University of Gaza 

7.  
Dr. Mohammed Fares Al-Azhar University in Gaza 

8.  
Dr. Ramez Bdair Al-Azhar University in Gaza 

9.  
Dr. Wafeeq Agha Al-Azhar University in Gaza 

 


