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ABSTRACT 

 

This study centred on exploring the influence of talent and its administration on the 

functioning of employees of the Nedbank Division of Private Wealth in the Western 

Cape Province, as well as the organisational retention strategies put in place. The 

main problem revolved around the inability of the Banking sector in the country, the 

Nedbank Wealth Cluster inclusive to entice, accomplish and preserve talented 

workers that perform effectively, exacerbating the encounters of overall organisational 

productivity. The principal determination of the case study was to identify the retention 

strategies that were previously being utilised at Nedbank Wealth Cluster; to determine 

the impact of talent management on worker productivity;  to unearth other aspects that 

could contribute in conducing the enhanced worker productivity and to suggest what 

improvements could be made on the strategies to retain workers. This research used 

quantitative design.  The intended audience for this case study comprised of workers 

that qualified for some career development in various professions of Nedbank Wealth 

in the Western Cape which had 2032 workers.  The respondents were personally 

served with the questionnaire by the researcher. Upon completion, the researcher 

collected back 300 questionnaires that constituted a 93% response rate. Data was 

analysed and the statistical results were represented in frequency tables and bar 

charts. The outcome of the case study revealed that talent management had an 

influence on the performance of workers at Nedbank Wealth in the Western Cape 

Province. The results also indicated that a strong correlation existed between retention 

strategies and talent management at the Division. The study recommends that 

Nedbank Wealth Cluster in the Western Cape needs to regularly and adequately train 

its workers; update and improve the retention strategies; revise its personnel policies; 

adequately resource employees; and reward them for high performance. Suggestions 

for further future studies concluded the study.   

  

Keywords: Employee Development, Performance, Retention, Tacit Knowledge 

worker. 
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CHAPTER ONE: INTRODUCTION AND STUDY OVERVIEW 
 

 

1.1 Introduction 
 
Strategic positioning takes serious recognition of the importance of talent and its 

management as a censorious component for the success of the organisation. 

Nowadays it is paramount that companies strive to attract and retain the best of their 

human talent if they still entertain being globally competitive. Talent management lies 

at the heart of overall employee performance, and in turn influences organisational 

success. As Tanton (2007) argues, on the other hand, retaining outstanding 

performance workers is becoming a significant challenge and a problem for many 

organisations, locally as well as internationally.   

 
 
At the nucleus of the concept of talent and its management lies the proposition that, 

organisations do not manage or operate themselves, but people run them. However, 

Ntonga (2007) suggests that, organisational processes, capital strength, mobilisation, 

and technology configuration equally contribute to organisational success. 

Notwithstanding the importance of these other resources, people themselves create 

value from the deployment of these assets. Nguwi (2015) intimates that organisations 

cannot afford not to strategically implement effective systems to manage talent and 

measures to enhance optimal productivity from their workers. It should be clearly 

understood that organisations success rests on outstanding performance of their 

workers. Organisational success is directly correlated with the quality of the labour 

force and as well as the product and services that organisations offer to their markets 

(Nguwi, 2015).  

 

The study examined the management of talent and its influence on workers 

performance at Nedbank Wealth in the province of Western Cape, along with 

organisational retention programmes put in place. To accomplish the intention of the 

study, the Nedbank Division of Private Wealth in the Western Cape was chosen as a 

case study for its strategic positioning towards sustainable competitive advantage in 

Private Wealth banking, investment products and opportunities in the Western Cape 

Province.  
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1.2        Statement of the Problem  

 

Talent management is an unavoidable organisational issue that involves identification, 

attraction and retention of suitably qualified and experienced personnel, as 

organisations and banks alike, seek to enhance service delivery (Mulcahy, 2013). 

Mangizvo (2008) states that personnel management in the banking sector face 

challenges of lack of recruitment skills; capability of attracting and retaining suitable 

employees; and inadequate performance appraisal systems. On the hand employee 

turnover has become a critical phenomenon within the banking sector in South Africa 

(Khadka, 2011; Nguwi, 2015). Many people with scarce skills for example, at Nedbank 

Division of Private Wealth in the Western Cape do not last, and it takes a long time to 

replace them (Simonton, 2011; Tanton, 2007). Those that remain in the organisation 

become overloaded with work. They become frustrated and stressed, and that affects 

their wellbeing (Onwuka, Ugwu and Kekeocha, 2015). As the Nedbank Division of 

Private Wealth is no exception to these challenges, the study scrutinised the influence 

of aptitude and its administration on the performance of workers of the Division and  

the organisational retention strategies put in place.    

 

1.3 Aim of the Research 
 
The research aimed at examining the influence of talent and its administration on 

productivity of workers at Nedbank Wealth in the Western Cape Province, as well as 

the organisational retention strategies put in place.    

 
 

1.4 Research Questions 
 
 
The study goal was to seek response in the following research questions: 
 

i. Which talent management strategies does the Nedbank Division of Private 

Wealth use to enhance performance of workers?  

ii. What impact does talent administration have on the performance of workers at 

Nedbank Wealth?  

iii. What factors could improve performance of workers at the Nedbank Division of 

Private Wealth?  

iv. What employee retention programmes is Nedbank Wealth currently using?  

v. What improvements could be made on the retention programmes of Nedbank  

Wealth?  
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1.5 Research Objectives  
 
The study addressed the objectives outlined below: 
 

i. To investigate the skill administration strategies that the Nedbank Division of 

Private Wealth uses to enhance performance of workers; 

ii. To outline the impact of talent management on the functioning of workers at 

Nedbank Wealth; 

iii. To examine influences that could result in the enhancement in the functioning 

of workers; 

iv. To establish the current employee retention strategies that the Division is using; 

v. To suggest improvements that could be made on the strategies to retain 

workers at the Division.    

 

1.6    Significance of the Study 
 
The study is generally significant to the organisation, personnel and academic 

research. The results obtained from the study would be helpful to the Nedbank 

Division of Private Wealth, to assist the efforts of management in ensuring that the 

management of talent management measures expounded by policies of the 

organisation, processes and procedures are adhered to. The furtherance of such 

would go a long way towards successful retention of workers and improvement of 

performance of the Nedbank Division of Private Wealth. The results of the study would 

add knowledge to existing literature.  

 
 

1.7    Focus and Scope of Research  
 
The research focused on the Nedbank Division of Private Wealth employees in the 

Western Cape Province. Mutually, Nedbank and Nedbank Top Achievers have spent 

incredible amount of time, money, energy, and have invested so much knowledge and 

skills in the workforce including the Division of Private Wealth workers, as they are 

viewed as the potential future leaders of Nedbank.    

 

1.8     Input of the Study 

 

The study makes an input to knowledge in administration of talent to the extent of 

assisting the scholars and the management to understand the critical factors that 

affect talent management at the Nedbank Division of Private Wealth in particular that 

is as a case study.    
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The study sought to come up with suggested strategies for managing talent and 

retaining high quality staff for effective and better management of labour turnover in 

the organisation.  

 

 The study as well, potentially contributes to the debate on the possibility of developing 

in the future, potential frameworks for identifying talent, managing and retaining 

employees and effective management of labour turnover in the banking sector.   

 

1.9    Research Methodology and Design 
 
 
This section deals with the research approach and outline employed in the case study.  

The study upheld the positivist philosophy and as result employed the quantitative 

method paradigm (Sekaran, 2003; Andres, 2012; Francis, 2012). The choice of the 

quantitative methodology was influenced by a particular epistemological orientation 

and inclination (Ayiro, 2012; Babbie, 2011; Denscombe, 2012; Anderson, 2013).  The 

case study design was deemed appropriate and effective to address the research 

problem in this study (Creswell and Plano Clark, 2011; Mouton and Babbie, 2009). 

Research designs are all encompassing; they deal with how data is gathered, 

processed and inferred to address the study questions (Kuada, 2012; Williams, 2006).            

 

The target population for this study consisted of workers that were qualifying for some 

career development in various professions of the Nedbank Division of Private Wealth 

in the Western Cape (Zikmund, 2003). The target population was 2032 employees of 

the Division.  Target population refers to research subjects whom the results will be 

specifically attributed to (Corbin and Strauss, 2008; Sekaran, 2003). The researcher 

applied the Krejcie and Morgan sampling table to arrive at 322 participants.  

 

Table 1.1 below shows the sample breakdown.  
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Table 1.1: Study Sample Breakdown 

 

UNIT Sample Size 

Actuarial 62 

Auditing 45 

Organisational Secretariat 23 

Language and Editorial 12 

Organisational Risk Management 35 

Legal department 21 

Operational Risk Management 32 

Protection Service unit 15 

Regulatory Compliance 55 

Underwriting unit 22 

Total 322 

 

 

1.10 Key Terms Definitions  
 
The following operational terms are defined as follows:  
 

1.10.1 Employee Performance 
 
Employee performance relates to the achievement of set targets of performance by 

workers in terms of work-related activities. This includes workers conformity to 

organisational values and beliefs, that is, organisational culture in general (Bullock, 

2013).  

 
 

1.10.2 Talent Administration 
 
Talent management involves identification, attraction, development, making use and 

retaining high potentially talented people in possession of skills required to meet 

organisational strategic needs (Tanton, 2007). 

 

1.10.3 Retention Strategies 
 
Retention strategies are measures put in place in the form of policies, plans and 

procedures by organisations for purposes of satisfying diverse needs of workers and 

creating a harmonious environment conducive for employees to stay in their 

organisations (Shanghvi, 2012). 
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1.11 Outline of Chapters  

 
Section 1: outlines the study overview, discusses the case study challenges, the 

research intentions and questions, the study’s significance to the organisation and in 

academia and the research methodology employed.  

 

Chapter 2: covers literature reviewed marked by a comprehensive critique of prior 

studies; elaborating some issues that would have been raised in the introduction; 

providing background/ context to research.     

 

Chapter 3: explains the research methodological approaches and the approach 

chosen for this research. The chapter as well focuses on the study`s design and the 

methodology that the researcher applied in collecting data.     

 

Section 4: features the review of data that was gathered by means of a questionnaire. 

The research findings were examined using descriptive and inferential statistics drawn 

from the statistical output of the latest SPSS, version 25 for Windows.       

 

Chapter 5: describes the analysis and discussion of study results. The results 

originated from the literature reviewed, and primary data that was composed through 

the questionnaire.      

 

Chapter 6: provides conclusion and summary drawn from the study results. The 

recommendations to solve the research problem suggested are derived from and 

informed by the results of the study and the conclusions thereto. The study proposes 

further future research on the phenomenon as well. 

    

1.12 Conclusion 
 
Outlined in this chapter is the overview of the case study of the Nedbank Division of 

Private Wealth in the Western Province. The subject of the research was the 

examination of the impact of management of talent and retention strategies put in 

place by the Division on the performance of workers. The context of the study with 

regards to the problem was outlined together with investigative objectives and 

questions and brief description of the methodology selected to conduct the study. The 

study opted for a quantitative research methodology in the form of a case study 

design.       
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CHAPTER TWO: LITERATURE REVIEW 
 
 

2.1 Introduction 
 
This section covers prior analysis on the concept of managing talent, staff productivity 

and strategies to retain them. The modern global workspace and environment has 

quickly embraced the role of intellectual capital and its intrinsic manifestation on 

individual basis, not on organisational collective perspective. As a result, acquisition 

of the relevant talents and making effort to retain them is critical for both individuals 

and the organisational performance achievement (Joubert, 2003). Ulrich and 

Smallwood (2011), suggest that workers are the most valuable assets of 

organisations. The two authors go furthermore, and reiterate the importance of 

identifying, managing and keeping employees within organisations. According to 

Tanton (2007), talent management should incorporate employees’ retention strategies 

in organisations, be they private or public.  Identification and management of the 

performance of workers to enhance the effectiveness and efficiency of organisations 

is critical to organisational success (Bullock, 2013).  

 

 

2.2 Conceptualisation of the Concept of Talent 
 

The thought and perception of talent differs with organisations (Romans, 2011; Haid, 

2012). According to Hayes (2009), the term talent is utilised to denote some 

organisational personnel that possess ready abilities and knowledge. According to 

Oehley (2007), firms need to set standards for what defines talents. James (2014) 

consents with Haid (2012) that talent refers to skills, knowledge and attributes that 

personnel possesses, critical to perform their responsibilities outstandingly. Similarly, 

talents are viewed as aptitudes, natural endowments, intellectual strength or unique 

items (Elegbe, 2010; Romans, 2011).    

 

Organisational leaders play a critical role in identification and management of talent 

(James and Mathew, 2012). Exceptional leaders view talent as continuous feelings, 

thoughts and behavioural actions that could be used in organisations for productive 

purposes (Fitzgerald, 2002).  According to Iles (2010), talent relates to people with a 

potential of making meaningful difference to the performance of their organisations, 

make sound decisions and advance career delivery in the immediate and long-term 

perspectives and exhibit desirable competencies. 
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According to Hayes (2009), it is fundamentally wrong to always believe that proficient 

people function exceptionally. It is not easy to find and retain individuals with such 

talent within organisations (Rueff and Stanger, 2006). Nevertheless, Oehley (2007) 

opinions that it is critical to understand what entails talent in order to establish a 

standard for recruiting, nurture and empower the chosen ones within organisations. 

Self-confidence and belief in talent and its importance reside at the center of the 

management of talent within organisations (Thunnissen and Buttiens, 2017; Tanton, 

2007).   

 
 

2.2.1 Talent Management Defined 
 
There is no one standard agreement on what entails talent management in the 

academia. This lack of consensus and clarity has often resulted in different 

perceptions of talent management arising amongst the organisational management 

and employees alike (Brunila, 2013). Talent management seems to have acquired 

traction and academic debate in the field of management both in the private and public 

sectors (Devine and Powell, 2008). In addition, with respect to other organisations, 

talent is viewed as all encompassing, involving every employee, in as much, in other 

organisations feeling the skills gap is regarded as the essence of talent (Fitzgerald, 

2014; Blass, 2009; Joubert, 2003).   

 

The perception and conception of talent and how it is managed differs with academics 

(Thunnisen, 2015). Bluen (2013)’s view corroborates Thunnisen (2015)’s line of 

thinking and in addition gives an explanation of management of talent as proactively 

thrust managerial process. The practice involves the identification, the retention, the 

attraction, the development, and management of potential high calibre and diverse 

workers, with a chance of being considered for new positions in organisations. Talent 

management begins with identifying, attracting and then selecting high quality 

individuals. Once selected, these high quality employees need to be developed and 

retained for the sustainable competitive advantage (Dessler, 2014; Bussin, 2014).   

 
 
In the process of managing talent, there are concerns about the identification of 

positions that are critical, directly affects competitive advantage of organisations, and 

in the process creating differentiated exceptional performance by the high quality 

employees who stand ready to fill emerging positions in the organisation (Brunila, 

2013; Hayes, 2009; Harry, 2012). Management of talent is systematic and enables 
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the attraction, the identification, the development, the engagement, and sustainability 

of high calibre talents for the betterment of organisations (Blass, 2009). Management 

of talent is viewed as incremental or adding value to organisational systems for 

recruitment of talented personnel (Collings, Mellahi and Cascio, 2017). This 

management practice has gained traction and attention in the academic fraternity, 

though remaining a concern in the public sector (Collings et al. 2017; Thunnissen and 

Buttiens, 2017).   

 
 

2.2.2 Motivation For Talent Management Mindsets   
 
 
An increase of the need to emphasise talent and its management has seen firms 

warming up to the benefits of talent mindset (Harry, 2012). These are attitudes and 

attributes, positive behaviours and beliefs dispositioned towards talent in 

organisations. Talent mindset drives organisational competitive advantage and those 

organisations that exhibit talent mindset stand to exhibit superior performance and 

sustainable competitiveness becomes inevitable for those organisations with talented 

members of their boards (Bell, 2014; Joubert, 2003; Luna-Arocas and Morley, 2015; 

Gama, 2009; Tanton, 2013).   

 

To enable talent and its management requires embracing talent mind-sets, with 

organisational executives taking leadership in that direction (Bell, 2014; da Gama, 

2009; Michaels, Handfield-Jones and Axelrod, 2001). Michaels et al. (2001) reiterate 

that an organisation has to define clearly, its take on talent, what is considered 

adverse, medium and exceptional outcomes by its employees. Michaels et al. (2001) 

opinion that current and new talent mindset are unique and different from the old mind-

set thrust as depicted in Table 2.1 below:  
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Table 2.1 Comparison of Old-School and Contemporary Talent Mindsets 

 
 

 

 
Old-School Mentality 

  

Contemporary Mentality 

 

    
      

 

 

Ambiguous proposition that employees 
are the indispensable assets in the 
companies   

Strong belief that good talent results in 
superior performance by organisations.  

      

 
It is the department of Human Resources that 
is responsible for overseeing the personnel 
management function.  

It is every manager’s responsibility to 
account for and build up their pool of talent. 

   

 

 
Managers work well with the personnel they 
have inherited.    

Managers take deliberate and bold 
initiatives to build the best talent pools.  

    

 
Viewed as a short-term talent management 
task that is executed once a year.  

Talent management becomes a strategic 
issue that is central to how organizations 
should be run. 

      

 
Source: Adapted from Christian, M.S., Garza, A.S and Slaughter, J.E. (2011, 113) 
 

 

The old mindset approach viewed personnel management as the role of the 

department of human resources development, while in new talent mindsets 

perspective the identification, the management and monitoring of talent lie at the heart 

of the threefold or shared responsibility by organisations human resources 

management, line managers and employees themselves (Tanton, 2013). In essence, 

the importance of talent management is recognised when qualitative and quantitative 

needs for human capital development have been achieved within organisations 

(Tanton, 2013; Thunnisen, 2015; Haid, 2012).  Nearly 65% of organisations across 

industrial sectors account for the labour force and, those firms having talent 

management programs exhibit about 40 percent lesser employee turnover, as a result 

it is critical that organisations deliberately manage their talent (Ellis, 2015); (Ntonga, 

2007).   

 

2.2.3 Theoretical Perspectives on Talent Management 
 
Empirical evidence suggests that organisations engage in some kind of talent 

management practices, with the intentions of achieving various objectives from the 

talent management systems (White, 2009; Blass, 2007; Devine and Powell, 2008). 

According to Brunila (2013), managing talent rides on the process perspective, which 

proposes that full optimisation of peoples’ potentials requires the employment of all 
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organisational processes.  Brunila (2013) suggests that an organisation employs these 

perspectives as its organisational strategy evolves with time. Devine and Powell 

(2009) on the other hand opinion those line managers roles are important as they can 

break or make the systems. According to Blass (2007), six perspectives strategically 

direct how organisations approach their management of talent approaches, as 

depicted in Table 2.2 below:  

 
Table 2.2 Talent Management Strategic Perspectives 
 
 
Strategic Perspective 
 

 
Description 

Process approach Involves all processes that are targeted at  
optimising peoples’ potentials.  The 
organisations that believe in this 
approach are strongly convicted that 
engaging the right talent  
guarantees organisational success. 
 

Cultural approach This approach considers talent 
management as a mindset phenomenon.  
Personal or individual talent influences 
people success as they are afforded 
opportunities to prove themselves that 
they possess talent and are willing to 
learn from their performance. 
 

Competitive approach The focus is on nurturing and 
accommodating the needs of the talent. 
Motivating the talent to stay in the 
organisation. 
 

Developmental approach Focus is devoted on the development of 
high potential employees using clear 
development schemes that help to unlock 
high potential. 
 

Human Development planning approach Undertakes to ensure that relevant 
individuals are placed in the right 
positions at suitable times. There is close 
monitoring of employee turnover all the 
times in the organisation. 
 

Change management approach Talent management operates as tool for 
change in the organizations.  It is 
regarded as a strategic issue and driver 
for organizational change. 
 

 
Source: Adapted from Blass, E. (2007) 
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According to Brunila (2013) school of thought, organisational success is realised with 

the excellent talent in place. Managing and nurturing this talent is critical (Blass, 

2007; Gussenhoven, 2009). On the other hand, there is cultural perspective that 

regards talent management mindset as being driven by the belief that talent is a 

necessity for organisational success (Devine and Powell, 2008). This perspective 

suggests that duties and new assignments should be given to workers according to 

their performance history (Brunila, 2013; Distiller, 2015).   

 
 
Blass (2007) raises the competitive approach and perspective, which considers the 

notion that, management of talent concerns itself with recruiting highly competent 

employees, understanding what their needs are and then provide those needs. 

Otherwise, competitors would do so. Normally, as long as there is no other alternative, 

the competitive perspective usually fall in naturally by default (Brunila, 2014; Distiller, 

2015). Literature suggests the developmental perspective as well which centers 

around the proposition that management of talent processes need to specifically focus 

on empowering highly competent employees quite rapidly than the general employees 

(Devine and Powell, 2008).   

 
Gussenhoven (2009) opinions that planning for human resources development should 

emphasise the matching of the right jobs with the right people. The human resources 

staff (Brunila, 2014) need to monitor the organisational talent management processes. 

This makes the retention of workers key and staff turnover closely monitored all the 

time (White, 2009). The importance of talent management as a key driver of change 

management needs not to be over emphasised and as a result should be fused into 

the organisations` strategic plans (Devine and Powell, 2008; Brunila, 2014).   

 
 

2.3 Executing Talent Management 
 

Organisations usually have challenges in developing their talent administration 

policies and strategies that assist in marrying the organisational goals with 

organisational objectives for the achievement of organisational strategies (Kennelly, 

2012). Empirical evidence suggests that organisations that possess talent 

management strategies tend to be advantageous when competing in the international 

market and are not rigid. They are quick to take advantage of new opportunities as 

they arise (Eliis, 2015).  
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Effective talent management processes entail appreciation of the existing and the 

future strategy of the organisations and identification of the critical gaps between the  

current talents in the organisations and those talents that are needed for organisational 

success (Ntonga, 2007; Ulrich and Smallwood, 2011). Organisations should have in 

place strategies to effectively measure performance in terms of policies that measure 

both current and post-implementation processes for management of talent in order to 

establish their effectiveness and empower individuals to unleash their full potential and 

empower for greater growth in terms of performance (Padmashree, 2012; Ngobeni, 

2010).  

 
 
To enable the talent administration processes to be effective potential individuals, 

need to be empowered to go an extra mile in terms of performance and management 

needs to pay close attention to employees in lower positions, but demonstrating ability 

to do well in critical positions (Hayes, 2009; Fitzgerald, 2014; Eliis, 2015).   

 
 

2.3.1 The Talent Administration Process 
 

Talent management processes need to be constantly developed, revised or adjusted 

to ensure their continued relevance to the organisational strategies and goals. The 

processes need not to be the end process intervention, but an ongoing process, that 

demands continuous evaluations (Oehley, 2007). It is the needs of an organisation 

that determine the management of talent processes, that the organisation should 

pursue (Ngubani, 2010; Tanton, 2013). The talent management process follows a 

number of stages. The suggested stages are shown in Figure 2.1 below:  
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Figure 2.1 The Stages and Processes of Managing Talent   
 
                                                             Stage 1  
The process of understanding talent 

 

Stage 2 
 
The process of acquiring talent 
 
 
 
The process of attracting talent 
 

 

The procedure for hiring  
 

 
Choosing talent approach 
 

 
Hiring the chosen individuals 

 

Stage 3 
 
The phase of induction 

 

Stage 4 
 
New employees training and development stage 

 

Stage 5 
 
The stage and processes for managing performance  

 

Stage 6  
The stage and processes for monitoring and evaluation 

 
Source: Self-elaboration 
 
 

2.3.1.1 Stage 1: Grasping what talent exist 
 
It is at this point that the complete success of the entire talent management processes 

are determined. As a result, this stage is quite critical. This is the preliminary stage 

that defines the talent needs of the organisation and it sets out the way forward for the 

organisation as it forges ahead towards the implementation of management of talent 

(Garg, Chaurasia, Sachan and Bharat, 2013; Joubert, 2007). Current talent positions 

and levels are examined through the auditing process in order to fully appreciate the 

obtaining position and future talent needs for the organisation (Padmashree, 2012; 

Garg, et al., 2013).  

 
According to Oehley (2007), planning for talent management helps in comprehensive 

understanding of the organisational talent requirements. The process of talent 

planning, also referred to as ‘workforce planning’ is regarded as processes that 
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organisations need to fully integrate into their strategic positioning, and it includes 

proactive planning for the future in order to prevent shortages of talent in the future 

and current wasteful surpluses (Ngobeni, 2010; Wheeler, 2006).  

 
 

2.3.1.2 Stage 2: Acquisition of talent 
 
According to Joubert (2007), organisations scout for best talent available in their 

respective industries in order to meet their talent organisational needs. Owing to stiff 

competition for scarce talent in the market, organisations need to create environments 

that would attract talented people to come join the organisations, and not their 

competitors (Oehley, 2007; Ngobeni, 2010; Garg, et al. 2013). As a process, talent 

scouting includes means of attracting and hiring talented employees as shown in 

Figure 2.2 below: 

 
 Figure 2.2 Phases for Acquiring Talent   
 
 
 
 
 
 
 

 

To Attract           To Recruite         To Select         To Employ      Talent 
                       Acquiring    
 
 
 
 
 
 
 
 
 
Source: Adapted from Garg, Chaurasia, Sachan and Bharat (2013: 12) 
 

Attracting talent 
 
The attraction of talent involves canvasing and lobbying known talented individuals 

and convince them to come join the organisational contingent team. This involves 

inviting the talented individuals to apply for positions as they become available in 

the organisation (Kennelly, 2012; Tanton, 2013). According to Myburgh (2015), the 

state owned organisations in particular need to sell themselves as potential 

employers, as they compete for limited available talent in the market with the 

private sector.   
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Recruiting talent 

 

This stage marks the beginning of the entire recruitment process. Naturally, the 

public sector organisations begin the process by placing adverts in the media 

(Joubert, 2003; Thulo, 2014). It takes the manner in which organisations organise 

and execute their recruitment processes in order to entice the required skill for the 

achievement of organisational goals (Gatewood, Field and Barrick, 2008; 

Myburgh, 2015).   

 
Wheeler (2006) suggests that the significance of compatibility between individuals and 

organisations need not to be over emphasised. According to Ngobeni (2010), 

employee-organisation fit covers three critical dimensions, as follows:  

 

• Career fit: organisational roles should be aligned with the potential employees’ 

career preferences. 

 

• Motivational fit: tasks to be performed should be in congruent with the potential 

employees’ desires and needs. 

 

• Cultural fit: it is important that the potential employee fit well into the 

organisational culture. 

 

Selecting talent 
 
Potential candidates are selected from a homogenous group of potential candidates 

for positions in organisations. What happens at this stage is identification of potential 

individuals to be placed on particular organisational positions through interviews, 

competence tests, and conduct of some background checks. These processes are 

prevalent in the public sector organisations as standard recruitment practices 

(Ngobeni, 2010; Armstrong, 2010; Garg, et al. 2013). Organisations should make sure 

that they engage the most suitable candidates in their selection processes, as the 

potential employees’ performances on their jobs would affect public sector 

organisational service delivery (Danford, 2014; Ngobeni, 2010; Joubert, 2003).   

 

Employing the selected individuals 
 
The employment phase involves hiring individuals from outside the organisation or 

recruiting from within by simple promoting those employees that would have been 

found worthy and suitable for the available positions in other organisations. In this 
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phase job offers are made, the dates when the incumbents are supposed to start 

working for the organisation are agreed upon between the parties, with the final signing 

of the contracts of employment taking place after all the necessary briefings have been 

done (Ashraf, 2017; Thunnisen, 2015; Garg, et al. 2013).  

 
 

2.3.1.3 Stage 3: New employee onboarding 

 
Onboarding entails acclimatisation of the newly hired employees with the organisation. 

The process is meant to ensure that newly employed individuals learn the 

organisational values and its culture, concurrently ensuring that newly appointed 

workers feel welcome in the organisation (Gatewood, et al. 2008; Oehley, 2007). Taleo 

(2006), suggests that onboarding is a strategic process to improve the performance of 

the newly hired workers and their contribution to organisational growth and success.   

 
 

2.3.1.4 Stage 4: Training and development stage  
 
According to Ngobeni (2010), when individuals have been hired, the onus remains 

with the organisation to make sure that employees are ever competitive, and they are 

continuously developed in skills and expertise. It is paramount that employers 

continuously develop their workers, so that their potentials are optimised for the good 

of organisational success (Net et al., 2011). Hunt (2014) intimates that development 

of employees through training is critical and important for their individual personal 

growth and organisational performance. Organisations can use different approaches 

to training and development of their employees to improve their skills and 

performance. The organisational training programs should be employees 

development needs specific (Ngobeni, 2010; Garg, et al. 2013; Oehley, 2007).   

 
 

2.3.1.5 Stage 5: Performance management 
 
In return for all the necessary training provided by organisations employees are 

expected to do their very best in helping organisations accomplish their long-term 

goals and objectives. Performance management entails continuous setting of targets 

for employees and measure the extent to which the set targets have been met. It is 

viewed as a continuous process that is used for purposes of communicating and 

clarifying employees’ responsibilities, their performance expectations and the 

expected priorities that go along with those job responsibilities (Ulrich and Smallwood, 

2011; Garg, et al. 2013; Fitzgerald, 2014; Padmashree, 2012; Walter, 1995). 
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2.3.1.6 Stage 6: Employee Monitoring and evaluation 
 
Fitzgerald (2014) suggests that the management of talent processes and their 

effectiveness should be consistently reviewed for feedback purposes. The 

assessment of the results need to be always incorporated in the next process for talent 

management exercise. This should help organisations achieve continuous 

improvement, measure successes and appreciate the developmental needs and areas 

of weakness, particularly in the public sector organisations (Shaikh, 2014; Oehley, 

2007). There is need for these processes of evaluation in order to foster desired 

quality, timeous execution of tasks and ensuring systems credibility and meeting 

customer demands for excellency in service delivery by public sector organisations.   

 

2.4 Retention of Employees and Strategies for Managing Talent for Improved 

Performance of Workers in Public Organisations 
 
Armstrong and Taylor (2014) suggest that strategies for managing talent show how 

organisations mobilise investment resources towards their employees to optimise 

employees’ performance to achieve both short-term and long-term strategic goals. 

Talent management strategies incorporate all relevant processes in the building up of 

talent pools and integration into overall organisational strategies. Literature identifies 

several management of talent strategies and some of which are shown in Figure 2.3 

below.  
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Figure 2.3 Talent Administration Strategies  
 
 
 

 

Managing  
succession plans 

 
 
 
 

 

 
Appointment 

         of workers  
 
 

 
 

 

    
 
Orientation and 
coaching of new 
workers 

 
 
 
 

Strategies for  
                                                  managing talent  
 

 
 

 
  Development of   
     leadership                                                                                     Challenging  
        assignments 
        
      
 
 Development  
                                                              of talent 
     
  
  
  
 
Source: Own elaboration 
 
 

2.4.1 The management succession plan 

 

Most organisations implement succession plans as a means for harnessing desired talents 

that the organisations need for their success. The practice helps organisations to ensure 

that they have in place relevant talent at the right time (Newhall, 2015; Kuraman, 2015; 

Haid, 2012).  

 
Succession management has to be systematically conducted by means of identifying, 

assessing and developing talented employees and preparing them for future leadership 

and managerial positions in order to continuously meet organisational future operational 
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needs (Kimball, 2006; Govender, 2010). The strategy works as a buffer for ensuring 

continuous supply of pre-requisite talent and gap filling measure when elderly employees 

retire (Tan, 2007; Kumaran, 2015; Bhatia, 2015; Hunt, 2014; Nelson, 2011).  

 
 

2.4.2    Coaching of new organisational employees 
 
It is paramount that all employees get proper coaching to enable quick adaptation to 

organisational culture desired for group and teamwork. Coaching helps employees to 

quickly familiarise themselves with organisational environment they are being exposed to 

(Hunt, 2014; Joubert, 2007). Right from on-set new employees should be made to 

understand that becoming experts in their profession guarantees meaningful employment 

and ensuring progression. In the process, new employees get to appreciate that 

competence and mastery of the job happens over time, so does, exposure and developing 

experience (Mengel, 2001; Tan, 2007).  

 
Coaching should be a two-way process with instruments to assess the coaches` 

performance being available for feedback purposes, in the process coaches get to know 

what they have change and do in a different manner. The major objective is the 

enhancement of employees` performance improvement through positive criticism when 

assessing and evaluating the work done by the employees (Pfau, 2005; Hunt, 2014; 

James and Mathew, 2012; Ntonga, 2007).   

 
 

2.4.3 Use of creative assignments 
 
The process of cultivating talent demands that coaches administer to new employees a 

wealth of creative and different practical assignments. The new employees should be 

assigned challenging but attainable tasks that will help unlock employees potentials and 

facilitate personal growth and development (Joubert, 2007; Hunt, 2014). Employment of 

action-learning activity work can prove to be beneficial to both private and public sector 

organisations when conducting employee coaching. In other words, use of task teams and 

special projects becomes handy, as employees get to connect and network amongst 

themselves, share information and learn from each other (Kenelly, 2012).  

 

2.4.4 Developing talent 
 
Usually organisations tend to limit development to training only. This is not enough, 

development is all encompassing, that is, goes beyond the realms of training (Joubert, 

2003; Ulrich and Smallwood, 2011). Employee development deals with several aspects 
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that high potential employee need to be exposed to, to leverage their strong points and 

enhance their job performance capabilities (Padmashree, 2012; Hunt, 2014). As a result, 

the starting point is understanding the talent requirements gap in the organisation (Hayes, 

2009; Buthelezi, 2010; James and Mathew, 2012; Hunt, 2014).  

 

2.4.5 Leadership development 
 
Drotter and Noel (2011) intimate that competent leadership pregnant with requisite 

expertise and skills are very scarce and this is a challenge for many organisations. 

According to Brant, Dooley and Iman (2008), every human being is capable of personal 

growth. The growth is driven by such tenets as experience accumulated over time, the 

acquired expertise, the abilities to explore more challenging skills and personal disposition 

to deal with greater challenges (Frost, 2015; Drotter, 2010).   

  

2.4.6 Employee engagement 

 
Employee engagement entails opportunities for acquiring and experiencing progression 

in career development, conducive team building relationships among employees and the 

managers (Kumaran, 2015; Devine and Powell, 2008; Joubert, 2007). Nguwi (2015) 

suggests that employee engagement directly links with organisations productivity and the 

performance of employees. According to Distiller (2015), employees are viewed as 

valuable assets in organisations. As a result, it is critical that organisations incorporate 

employee engagement in strategic planning for talent management.  

 

2.5 Talent Administration in The Public Sector 
 
Public sector companies are government owned, therefore it is the responsibility of 

government to offer shelter, transport infrastructure, water and sanitation, water for 

domestic and commercial usage (Janga, 2014; Nguwi, 2014). In that respect, the public 

sector requires talented employees to achieve its mandate for service delivery (Ashraf and 

Caldwell, 2017; Ndongo, 2013). The quality of organisations is as good as the quality of 

their employees (Nyanjom, 2013; Ntonga, 2007; Thunnissen and Buttiens, 2017). 

 

Thunnissen and Buttiens (2017) highlight that talent management programs give deep insights 

to the management about their employees, their development needs, strengths and 

weaknesses, areas of interest and their abilities, therefore, it is easier to determine what to 

emphasise on, which leads to improved employee performance and in turn value-added 

service delivery. Ntonga (2007) concurs with Thunnissen and Buttiens (2017) that when an 
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organisation identifies its high potential individuals, they can invest in their professional 

development, since development calls for investment decisions towards training and 

development for growth, succession management and performance management purposes.   

 

2.6 Talent Management Implementation Challenges 
 
Human resources personnel are facing impediments in their efforts to administer talent in 

organisations at the individual as well as in the organisational level. The organisational 

level, impediments include inconsistencies in human resources management policies, lack 

of adequate internal support infrastructure and management commitment and support 

(Kehinde, 2011; Mengel, 2001; Thunnisen, 2015; Tanton, 2014). Line managers are 

critical for the implementation of management of talent (Hunt, 2014; Haid, 2012; 

Padmashree, 2012). Normally, lack of zeal by management to implement management of 

talent emanates from the following:  

• Incompetencies of the human resources personnel and inability to offer sound 

advice to management.  
 

• Lack of human resources management policies and procedures.  
 

• Reluctance to do human resources responsibilities and duties.   
 

• Limited human resources competencies. 
 

According to Padmashree (2012), talent management implementation faces a plethora of 

challenges such as inability to attract and preserve potential quality employees, as 

displayed in Figure 2.4 underneath:  

 

Figure 2.4 Encounters in Executing Talent Administration  
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Source: Adapted from M, Padmashree (2012) 
  
 

2.7 Talent Management Impact on Performance of Workers 

 

Dessler (2012) discovered that talent administration practices have a positive stimulus on 

staff functioning. Greve, Benassi and Sti (2010) reiterate that relationships existing 

between talent management and employee performance are of strategic importance to 

organisations, particularly public sector organisations. It is paramount that human 

resources personnel in the public sector organisation possess the requisite skills and 

expertise in talent management to enhance the basic distribution of service performance 

in the public sector (Mensah, 2015; Fakhr, 2013; Maya and Thamilsevan, 2013).  

 
 

2.8 Worker Performance 
 
All organisations prioritise the individual performance of their employees and its impact on 

organisational success (Quick and Nelson, 2011). It is important that organisations have 

clear outline of expectations on the performance of their employees (Padmashree, 2012; 

Hunt, 2014). On the other hand, it is employee competencies that define employee 

performance and also whether they behave in ways that befit the expectations of their jobs 

(Cook and Crossman, 2004; Fakhr, 2013; Mensah, 2015).    

 
 

2.8.1   Forms of worker performance 
 
Task performance and contextual performance constitute the two main forms of 

performance of workers (Mobley, Griffeth, Hand and Meglino, 2001). Griffin et al. (2000) 

view appropriate performing as citizenship, explicitly, willingness to perform all the other 

assigned duties outside the formal scope of duties of the employees. However, these 

activities are deemed important to day-to-day running of the organisations and reasonably 

incidental to overall performance of the organisations (Mobley, et al., 2001; Diaz-Vilela, et 

al. 2015).  

 
 

2.8.2    Measuring staff performance 
 
It is paramount that all organisations, be they public or private to measure the performance 

of their workers on a consistent basis to evaluate the effectiveness of the strategies 

employed to measure talent (Armstrong, 2006; Kuvaas, 2006; Anderson, 2002; Bond and 

Fox, 2007).  
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The criteria used to measure the performance of employees should seek to evaluate the 

actual work done by the employees compared to the standards that are pre-determined 

over a specific period. Above all, performance management should focus on achievement 

attainment of the set objectives, quality of results attained, time taken in the achievement 

of those outcomes and related costs incurred (Mensah, 2015; Kuvaas, 2006; Rudman, 

2003; Fletcher and Bailey, 2003). Feedback provision and review assessments on a timely 

basis are bound to motivate workers and thus, improve performance (Gilmore, 2008; 

Rudman, 2003; Khan and Jabbar, 2013; Padmashree, 2012).  

 

2.8.2.1 Reasons for measuring employee performance 
 
Determining if things are on the right track is not the sole purpose for the measurement of 

employees’ performance, but wanting to establish why things are not going according to 

the expectations is also critical to organisational success (Levinson, 2005; Levinson, 

2005; Hunt, 2014). According to Kuvaas (2006), if organisations do not measure their 

employees’ performance it means that people are employed with the hope that they will 

perform effectively. In addition, reluctance to measure performance results obscures 

favourable outcomes from undesirable outcomes and it becomes hard to recognise 

potential highly gifted employees (Mensah, 2015; Evans and Lindsay, 2008; Hunt, 2014).  

 
It is paramount to measure workers’ performance and its impact on productivity and 

assessment of the effectiveness of incentives offered by the organisation (Khan and 

Jabbar, 2013).    

 

2.8.2.2 Employee performance measurement methods 

 

An organisation needs to establish its performance measurement criterion and standards 

that are suitable for the purposes of meeting its desired results and what is expected of its 

employees (Hunt, 2005; Aguinis, 2009). Fleenor and Prince (1997) suggest that the use 

of the 360-degree appraisal system allows employees to receive peer reviews from their 

colleagues, their supervisors, their subordinates and others. Literature suggest of other 

means of assessing the performance of employees such as written assessments, the 

forced distributions, the forced rankings, the quota systems and the visual assessments, 

among many (Freeman, 2002; Armstrong, 2006).   
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2.9 Drivers for Employee Performance 
 
There are three major catalysts and drivers for employee performance among 

organisations (Cronje, Du Toit, Motlatla and Marais, 2003). These include employee 

willingness to perform the job tasks (motivation), employee capability to hit the ground 

running (ability) and availability of resources and support (conducive environment). Shown 

in Figure 2.3 below is Khan`s (2009) illustration of the drivers for performance of 

employees.  

 
Figure 2.5 Drivers for Worker Performance 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
Source: Adapted from A, Khan (2007).   
 

The illustration above (Figure 2.3) above reflects variations in employees performance 

and the three casual factors, namely:  

 

• Employee willingness to perform: 
 

Reflects the extent to which employees show their willingness to unleash maximum 

effort in achieving the desired outcomes. 

 
• Employee capacity to perform: 

 
Reflects degrees of employees’ knowledge, experience and expertise on the job.  

 

• Employee opportunity to perform: 
 
Without opportunities for employees to prove themselves and demonstrate that they can 

perform, their willingness, knowledge and capacity are in vain (Khan and Jabbar, 2013; 

Kuvaas, 2006). According to Hailesilaisie (2009), leadership is critical for determining 



 

26 
 

organisational performance and success. With Robbins and Judge (2015) concurring, 

leadership remains as key role model and fountain of experiences, expertise, and 

knowledge that employees can tap into. Literature suggests that compensation and 

benefits that organisations offer are major drivers for employee performance (Mensah, 

2015; Muda, Rafiki and Harahap, 2014; Cronje et al., 2003; Hailesilaisie, 2009; Crow and 

Haman, 2007; Moorhead and Griffin, 2010).   

 

Table 2.3 Drivers for Individual Performance 
 
 

 

 
Individual specific 

  

Organization specific 

 

    
      

 

 
Organizational loyalty   Leadership  

      

 
Personality  Working units structures 
   

 

 
Selection 
   

Procedures and systems 
  

 
Expertise / Skills  Environmental enabling support 
   

 

 
Attitude 
   

Empowerment 
  

 
Ability  Available opportunities to perform 
   

 

 
Knowledge   Job design  

      

 
Motivation  Package (benefits and salary) 
      
 

Source: Adapted from Kreitner, R. and Kinicki, A. (2007) 

 

As reflected in Table 2.3 above, it is clear that leadership, expertise or skills, acquired 

knowledge, self-motivation and available opportunities for employees to perform can 

either facilitate or impede individual performance. In addition, factors such as reward, 

selection criteria, systems and procedures affect individual performance. Key to 

performance achievements is retention of highly talented workers (Crow and Haman, 

2007). 
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2.10 Enhancing Employee Performance    
 
Crow and Hartman (2007) intimate that it is management responsibility to create enabling 

environment for employees to perform to their potential abilities, and it is management 

responsibility to retain those employees. According to Moorhead and Griffin (2010), 

sustainable public sector performance requires management to create more jobs that are 

fulfilling and optimising organisational mandates for productivity and service delivery and 

are rewarding to employees that exceptionally perform. There are several ways that 

management can employee to boost employee performance and talent management 

(George and Jones, 2002; Mensah, 2015).  

 

2.11 Talent Retention within Organisations 
 
The challenge is that most organisations, whether public sector or private sector do not 

have employee retention structures or personnel specifically in charge of organisational 

retention strategies (Lepheana, 2012; Allen, 2008; Shao, 2013). The phenomenon arises 

because of the crisis of employees leaving organisations (Lepheana, 2012; Pillay, 2011).   

 
Talent retention refers to abilities to sustain stability of the workforce. (Singh, 2014; Allen, 

2008). Retention refers to organisations abilities to prevent their employees from leaving 

(Taylor, 2003; Maliku, 2014). It would be not worthwhile for an organisation to engage in 

hiring processes, resulting in new employees coming in just for a while (James and 

Mathew, 2012; Hunt, 2014).  

 

2.12 Management of Talent And Worker Retention Strategies Relationship 
 
Oladapo (2014) intimates that organisations face serious challenges of dealing with talent 

management and designing of strategies to retain the talent. According to Narayanan 

(2016), organisations are becoming aware that, focusing on attracting talented employees 

is not enough, but what matters the most is minimisation of employee turnover. Talented 

individuals are considered a critical source of organisational effectiveness and efficiency, 

as a result retaining them is the most important issue to pre-occupy the management 

(Longo, 2014). Management of talent and retention of employees are significantly related 

strategies, though they are different (Isfahani and Boustani, 2014; Longo, 2014).   

 
 

2.13 Driving Factors for Employee Retention 
 
Mengel (2001) suggests that competition in the labour market instils the sense of worker 

retention, and should be a priority for every organisation, especially the public sector 

organisations. Highly skilled employees have greater demand for their services in the 
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labour market; as a result, many opportunities for talented employees become readily 

available (Shao, 2013). Numerous factors affect and influence retention of employees 

(Das and Baruah, 2013). Factors included among many, are the benefits of employees, 

the management of employee performance, organisation size, importance of 

communication, and support by management (Pillay, 2011). 

   

2.13.1 Packages and employee rewards 
 
As far as Hope and Patrick (2007) are concerned, when organisations offer their 

employees benefits, they are most likely rewarded by reduction on the chances of 

employees leaving within the given period of year by 26.2 percent and the chances of 

remaining in the organisations for at least one more year increases by 13.9 %. Shao 

(2013) indicates that worker benefit packages however, differ with companies, and these 

benefits manifest in different packages, financially or non-financially. Thanasirisate, 

Suvattanadilok and Rojniruttikul (2013), suggest that when organisations offer good 

benefit packages, they are helping themselves retain talented workers who are this need 

vital cog in an oiled engine.    

 

2.13.2 Communication 
 
It is paramount that management are consciously aware of the importance of gathering 

and information sharing with their subordinates (Pillay, 2011). Employees need to be 

informed and empowered with clear standards of their jobs and relevant information. In all 

this, work performance is enhanced. As a result, open communication is important  

between all stakeholders within the organisational employment environment to encourage 

and motivate employees to go an extra mile in the execution of their work.   

 

2.13.3 Management of employee performance 
 
Harris and Williamson (2008) suggest that productivity is achieved and is improved when 

employees are committed to the organisation, resulting in lower employee turnover rates 

that are reinforced by conducive and workplace culture that is positive. Attention should 

be given to employees job satisfaction and rewards, accompanied by clear communication 

of performance expectations with all the employees. Garg, et al. (2013), suggest that 

performance management deals with measurement of employees performance on a 

consistence basis against the performance expectation standard. In the process, 

employees are encouraged to improve their performance gaps and work towards 

narrowing the performance gaps and acknowledging that they are meaningfully 

contributing to the organisational success.  
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2.13.4 Organisation size 
 
According to Kirschenbaum and Mano-Negrin (1999), organisation size plays a critical role 

in employee retention enhancement. However, these researchers study also provided 

evidence of the negative impacts of the size of an organisation and the positive impacts 

of organisational competition on labour turnover rates. When public sector organisations 

offer internal, organisational opportunities and advancement of employees there would be 

positive impacts on the reduction of real employee turnover rates (Ulrich and Smallwood, 

2011).  

 

2.13.5      Employee training and development 
 
Organisational investments into training and worker development are critical strategies for 

retaining workers (Irshad, 2011). Irshad (2011) further states that public sector 

organisations usually allocate and devote resources on employees that are considered as 

talent. Training of employees reflects a good sign for the organisational commitment to 

employees, helps employees feel valuable, thus, every employee should be given the 

opportunity (Nyanjam, 2013). According to Shakeel and Sahar (2015), training empowers 

employees, makes them understand the job expectations, and are motivated to stay. 

Irshod (2011) reiterates that as more training is offered to employees, the higher are 

chances of lower employee turnover rates are experienced.  

 

2.13.6 Employee supervisor support 

 

The relationships between supervisors and employees play a critical function in employee 

retention (Shakeel and Sahar, 2015). Mengel (2001) intimates that supervisors are the 

public sector departments face, as they represent the department in their interaction with 

organisational employees. If supervisors foster good relationships with subordinates and 

render them the support they need, employees’ chances of leaving the organisations 

become narrower (Nyanjam, 2013). Employees who perceive that they are getting 

necessary support and feedback from their bosses would be driven to performance 

exceptionally well and find all the reasons to remain in their organisations (Das and 

Baruah, 2013). 

 
 

2.14 Causes for Worker Turnover 
 
Several organisations are bedevilled with the unsustainable challenges of employee 

turnover. In the process, the organisations are faced with unprecedented costs of 
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replacing the worker that would have left the organisations (Mengel, 2001; Singh, 2014). 

Literature suggest that almost 80% of employee turnover occurs because of the 

incompetence of the human resources personnel and poor talent management (Hunt, 

2014; Joubert, 2003; Harris and Williamson, 2007). Ahlrichs (2000) reflects that, in the 

long-run workers leave their organisations for different reasons, such as:  

• Pay that is not commensurate with employee performance. 
 

• Limited opportunities for employee growth and advancement.  
 

• Too much management pressure exerted on employees. 
 

• Menial job that is not challenging employee potential.   
 

• Employees feeling underutilised. 
 

• Employees feeling no longer appreciated.  
 

• Lack of management support and resources.  

 
 

2.15 Employee Retention Strategies 
 
Retention strategies reflects measures that are taken by organisations to motivate 

employees so that they stay in organisations for a longer period (Maliku, 2014). 

Understanding reasons why workers leave the organisations, helps in the formulation of 

relevant retention strategies to minimise employee turnover (Shao, 2013; Tanton, 2007; 

Ghansah, 2011). In other words, each organisation needs to have measures put in place 

to ensure retention of high performance employees (Kunako, 2015; Maliku, 2014). Figure 

2.6 below shows some suggested retention strategies that are believed could be 

employed by organisations in designing retention policies.    
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Figure 2.6 Worker Retaining Strategies  
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Origin: Own elaboration 
 
 

2.15.1     Reward of monetary nature 
 
The provision of financial rewards and incentives naturally takes care of financial and 

material needs and over and above, raises the state of social meaning (Jobuert, 2003; 

Muteswa and Ortlepp, 2011). To the contrary, there are authors whose opinion differs and 

they argue that the level of satisfaction of financial rewards as a strategy for employee 

retention varies with individuals (Institute for Employment Studies, 1997; Ghansah, 2011). 

Some authors argue that financial incentives do not correlate with employee motivation. 

However, despite all the varying opinions, financial rewards still remains a retention 

strategy for many a company (Davis, Cutt, Flynn, Mowl and Orme, 2012; Lepheana, 2012; 

Deery and Jago, 2015).  

 
 

2.15.2    Investing in careers 
 
According to Davis, et al. (2012), it`s critical for organisations in the public sector to be 

willing to invest in its employees. Tanton (2007) adds that such investments aid 

employees in their career path developments as they seek to acquire more knowledge 

and skills. As a matter of quid pro quo, employers are expected to invest in employees 

development as they equally expect employees to devote their time and best performance 

levels for the good of the organisation (Ngobeni, 2010). 
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2.15.3 Fostering organisational loyalty 
 
Huge salaries and massive benefits cannot purchase organisational loyalty of employees 

(Shao, 2013). Literature suggest that several of high performance organisations enjoy 

significant retention rates not as a result of paying higher salaries, but because employees 

have other reasons to stay that are not financial (Iqbal, Tufail and Kodhi, 2015; Davis, et 

al. 2012; Tanton, 2007). Therefore, organisational loyalty as a retention strategy seeks to 

instill a sense of loyalty among employees (Shongwe, 2016; Lepheana, 2012).   

 
 

2.15.4 Conduct of employee opinion surveys 
 
It is paramount that an organisation develops instruments for determining its employees 

opinions about their work. To facilitate objectivity, it is vital for the employee opinion 

surveys to be conducted anonymously (Joubert, 2003; Tanton, 2007; Ghansah, 2011). 

According to Khan and Jabbar (2013) the survey instrument`s questions should solicit for 

the possible reasons for wanting to leave or leaving the public sector department. This 

would be helpful for the management to devise retention strategies that would prevent 

staff turnover (Ghansah, 2011; Joubert, 2003; Tanton, 2007).  

  

2.15.5 Exit interviews 

 
There is need to establish the reason why employees leave the organisation in the first 

place. This is one of the most critical talent retention strategies (Kunako, 2015). As 

employees leave these public sectors’ departments they could be interviewed to obtain 

the information and reasons why they are leaving. In other words, exit interviews are very 

important to be conducted. In most cases the human resources personnel do not bother 

to conduct these critical exit interviews (Joubert, 2003). Chin (2008) concurs that exit 

interviews are very valuable tools for soliciting for vital information.   

 

2.15.6 Internal deployment and promotion 
 
Literature and empirical studies reveal that a positive correlation exist between employees 

promotion and employees satisfaction with their job and this directly influences retention 

of employees. Naturally, talented people seek for growth opportunities as means for 

career advancement and they would be motivated to stay in public sector departments, as 

long as the departments enable them to rise through the career ladders (Shongwe, 2016; 

Herman and Gioia-Herman, 2001; Das and Baruah, 2013).  
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2.16 The Need for Retention Strategies to Retain Employees 
 
According to Bluen (2013), increasing demand for talented employees that are in short 

supply, has seen labour turnover escalating significantly. As the human resources 

departments work hard to identify, attract, recruit, train and develop talent, it is paramount 

that their retention is prioritised (Tufail and Kodhi, 2015; Net, et al., 2011). It is for such 

reasons that the implementation of the retention strategies is necessary to reduce the 

employee turnover rate (Ghansah, 2011). Bluen (2013)’s 6 key areas of retention 

strategies are shown beneath:    

 

 
Table 2.4 The Retaining Strategies 
  
 

 

Knowledge of competencies retention 

 
Retention of limited resource 

 

 

Retention of critical investment 

 

Retention of tacit knowledge worker 

 

Retention of organizational stability 

 

Retention of future leadership 

 
Source: Adapted from Bluen (2013) 
 
 

2.16.1     Retaining competencies and their knowledge 
 
Employees should be valued and treated as permanent staff, and not like organisational 

contingent workers if organisations are serious in benefiting from firm-specific knowledge 

and capabilities acquired by the employees (Woodruffe, 1999). According to Chin (2008).  

The public sector departments would naturally lose knowledge of their competencies, in 

situations where there is no strategies to retain those competencies. As a result of the 

mobility of labour, not only would an organisation lose its skilled employees that are highly 

competent, it would also lose its employees that are exceptionally talented to its potential 

competitors (Shao, 2013; Lockwood, 2016).  
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2.16.2        Retention of scarce resources 
 
According to Fitzgerald (2014), prevalent in most of the organisations, is that very few 

employees would normally acquire good skills and deliver organisational outcomes and 

competencies to the expectation of the organisation. As a result, it is critical that 

organisations identify these competent employees and place them in strategic positions 

in order to retain them (Kunako, 2015). High performing and talented employees are 

considered as a scarce commodity and resource as their demand outweighs their supply 

(Singh, 2014; Bluen, 2013).  

 
 

2.16.3     Retaining critical investment 
 
Tufail and Kodhi (2015) intimate that organisations incur extensive recruitment costs, 

coaching and development of their workers. Further, more as far as Ghansah (2011) is 

concerned organisations equally benefit from enhanced employee efficiencies and 

employee skills acquired through training. The argument is that on average, it would take 

at least one year of employment for the organisation`s initial investment in employees to 

yield desired results.   

 
 

2.16.4     Retention of the tacit knowledge worker 
 
The successful functioning of the public sector hinges on capabilities and abilities of 

workers to perform at the best tacit knowledge of their work (Lepheana, 2012). Smith 

(2011) intimates implicit knowledge is derived from individual experiences and it depends 

on practical experience, which, in this situation it is the knowledge acquired from 

organisational employment. Singh (2014) reiterates that in the context of an organisation, 

it includes what ought to be achieved, when, how and where. It is therefore important that 

every new employee in the public sector acquire the knowledge required to effectively 

perform his or her duties (Smith, 2011; Ellis, 2015; Gansah, 2015).  

 

2.16.5       Ensuring organisational stability 
 
Organisational stability is achieved through retention of staff and is critical for effective 

performance (Tanton, 2007). High labour turnover results in the instability and chaotic 

service delivery, particularly in the public sector (Taleo, 2012). Chin (2008) suggests that 

those in the supply value chain tend to lose points of contact, resulting in the disruption of 

operations in the public sector and poor performance of employees (Ellis, 2015).  
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2.16.6      Future leadership retention 
 
 
Retention of potential future leaders for sustainable organisational competitive advantage 

is critical for organisational success. According to Tan (2007) human resources officers 

should always appreciate that it is not enough to retain employees for immediate 

purposes, but for future long-term organisational leadership succession as well (Haid, 

2012; Drotter, 2010; Quick and Nelson, 2011).  

 

 

2.17 Key Retention Implementation Strategies Practices 
 
Constraining economic conditions worldwide are causing organisations to focus on 

retaining the most competent of their talent to minimise costs and increase performance. 

The importance of leaders ability to craft effective retention strategies needs not to be over 

emphasised in fostering optimal organisations resources utilisation (Balakrishnan and 

Vijayalakshmi, 2014). As far as Taleo (2012) is concerned the following six important 

strategies at the disposal of organisations to retain talent, as shown in Table 2.5 below: 

 
  
Table 2.5 Retention Strategies Key Implementation Practices 

 

 
Identifying and recruiting the most qualifying candidates   
 

Improve capabilities of the line managers   
 
Provide employee with regular feedback  
 
Empower employees to take charge of their personal career development  
 

Strategically drive mobility of talent  
 

 
Consistently measure and improve the retention strategies  
 
Source: Self-elaboration 
 
 

According to Hunt (2014), retaining high quality performers, organisations need staff 

themselves with the right calibre of employees right from on set. The reason being that 

such employees have a potential of meaningfully contributing to sustainable organisational 

success. Above all, employees that perform exceptionally and suitably qualify for the 

positions they occupy, have a tendency of getting highly motivated to remain in 

organisations they are working for (Berger and Berger, 2011; Taleo, 2012; Bhatia, 2015). 
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It is critical for employees to be highly motivated in order to remain in organisations of their 

choice and they are sure of their contribution to organisational success (Hunt, 2014; 

Kenelly, 2012; Newhall, 2015).  

 
Literature suggest that quite often employees would contemplate on career planning for 

change when their current job begins to dissatisfy them. Once dissatisfied, then they move 

on, leading to organisational employee turnover (Taleo, 2012; James and Mathew, 2012; 

Taylor, 2003; Kumaran, 2015). Organisations could use and employee career progression 

development strategy to minimise organisational employee turnover (Ulrich and 

Smallwood, 2011). Career progression with reference to redeployment of workers 

internally serves to preserve, reduce costs and improve the performance of employees 

(Mengel, 2001; Harris and Williamson, 2007; Singh, 2014).  

 
 

2.18 Conclusion 
 
 
Chapter two dealt with the management of employees’ talents, the performance of 

employees and the potential strategies of retaining quality employees. The discourse 

embraced the views of several authors that have researched on the phenomenon as well. 

The talent management concept was comprehensively unpacked and elucidated. 

Literature reviewed collaborated each other on the importance of management of talent 

and the impact that it has on the performance of organisational employees and their 

potential retention from a strategic perspective. The subsequent section describes the 

study proposal and research procedure.    
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CHAPTER THREE: RESEARCH METHODOLOGY AND DESIGN 
 
 

3.1 Introduction 
 

The previous section discussed the related literature review focusing on talent and its 

management, performance of employees and strategies to retain them. The current 

chapter elaborates on the research methodology to be utilised for this study, covering  data 

gathering techniques, the exploration design, targeted population and analysis of data. 

The study employed quantitative methodology and intended to determine the validity of 

talent and its administration on employees’ productivity and strategies to retain employees 

that are employed in the Private Wealth Division of the Nedbank in the Western Cape 

Province.  

    

3.1.1 Research Aim   
 

On a broader scale, the study intended to examine the influence of aptitude and its 

administration on productivity of workers and the strategies to retain them that are utilised 

by Nedbank Wealth Cluster in the Western Cape.   

 

3.1.2 Study Sub-Questions  
 

Study questions addressed were as follows: 
 

• What talent management strategies does the Nedbank Division of Private Wealth 
use to enhance performance of workers?  

 

• What impact does talent administration have on the functioning of workers at 

Nedbank Wealth?  

• What factors could improve performance of workers at the Nedbank Division of 

Private Wealth?  

• What employee retention strategies is the Nedbank Wealth Cluster currently using?  

• What improvements could be made on the retention strategies of the Nedbank 

Wealth Cluster?   

 
 

3.1.3 Research Objectives 
 

The following objectives were addressed in compliance with the purpose of the study.  

• To explore talent management strategies that Nedbank Wealth Cluster uses to 

enhance performance of workers; 

• To conclude talent administration on the functioning of workers at Nedbank Wealth 

Cluster; 
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• To examine aspects that could result in the enhancement of the performance of 

workers; 

• To establish the current employee retention strategies that the Division is using; 

• To suggest improvements that could be made on the strategies to retain workers 

at the Division.   

 

 

3.2 The Research Design  
 

The study design is all-encompassing and a concept that deals with how data is gathered, 

analysed and inferred in answering the research questions (Creswell and Plano Clark, 

2011). Literature suggest that research design deals with the conduct of the research and 

provides the road map for the researchers (Williams, 2006; Mouton and Babbie, 2009; 

Kuada, 2012). Prozesky (2002) intimates that the study design is determined by study 

questions and objectives inform. After the study problem has been outlined, researchers 

need to draw up the study research design (Anderson, 2013; Andres, 2012; Zikmund et 

al., 2013).    

 

 

3.2.1 Research Design Types 
 

Deciding to use qualitative or quantitative methodology depends on the phenomenon 

under study (Ayiro, 2012). This study employed a positivist paradigm and as a result 

preferred the quantitative design, which enabled the study to establish meanings that 

different researchers have associated with some worldviews. As a result, quantitative 

methodology was not arbitrarily chosen, but rather attached to some epistemological 

stance (Morgan, 2014; Ayiro, 2012; Babbie, 2011). Below are outlines of the different 

research designs.  

 
 

3.2.2 Qualitative research design 
 

The qualitative research methodology is executed by gathering and evaluating information 

in qualitative forms that are non-numeric (Blaxter, Hughes and Tight, 2006). Leedy and 

Ormrod (2005) suggest that qualitative research responds to complex problems that most 

likely demand respondents to describe and fully explain. The qualitative methodology 

relies on interviews, observations, and documents analyses. The research methodology 

affords researchers broader perspectives of the cultural and social phenomena. 

Qualitative research goes beyond the reach of the quantitative methodology (Sekeran, 

2003).  
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3.2.3 Quantitative research design 
 

Quantitative research systematically measures and collects quantitative data and 

establishes the purported causal effects and relationships that exist between theory and 

research (Creswell, 2003). The data gathered quantitatively is numeric and can be 

quantified (Fox, 2010; Rasinger, 2014).  Leedy and Omrod (2005) intimate that 

quantitative research methodology clarifies relationships existing between dependent 

variables that represent output, and independent variables which are controlled inputs. 

Quantitative research investigates problems that have been identified through proven and 

relevant theories measured quantitatively and analysed through relevant statistical 

packages. The objective of the Quantitative research methodology is understanding the 

human and social problems arising from different perspective views (Sekeran, 2003; 

Hussey and Collins, 2007). This study employed the quantitative methodology.   

 
 

3.2.4 Mixed method research design 

 

Mixed method approach merges both the quantitative and qualitative designs in gathering, 

analysing and interpreting data (Saunders et al. 2009).  In this case, the method relies on 

the combining questionnaires and interview protocol for the motive of collecting data, and 

it makes the analysis to have components of quantitative aspects and qualitative aspects 

by design (O’Leary, 2014; Dornyei, 2014).  

 
 

3.3 Primary Data 
 

Primary data is data that researchers collect with direct response to the study problem and 

research questions (Bless and Higson-Smith, 2000). Interview protocols and 

questionnaires become primary instruments for data collection that are naturally employed 

in data collection as Saunders, Lewis and Thornhill (2009) intimate. Data collected 

becomes unique and specific to the phenomenon under study (Sekeran and Bougie, 

2013). Primary data is collected for the first time by researchers (Gray, 2009; Adam, 2009). 

A structured questionnaire with closed ended item questions was used for the purposes 

of the current study.    

 

3.4 Secondary Data 
 

Individuals other than the researchers conducting the research collect consequential data. 

Secondary data refers to the information that has been collected from the existing sources 

(Zikmund et al., 2013; Sekeran and Bougie, 2010).  According to Sekeran (2003), 
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secondary sources of data are usually cheaper, not difficult to collect compared to primary 

data. Kothari (2004) as well as Walliman (2001) argue that the most popularly used 

sources of secondary data are; books, journals, dissertations, online sources and 

government periodicals and publications.  

 

 

3.5 Target Population 
 

Target population refers to the number of items or people attracting research interests 

among the researchers (Wellman and Kruger, 2005; Rasinger, 2014). It becomes 

paramount for researchers to know the actual sizes of their study total population (Gorard, 

2013; Nueman, 2011). With regard to the current study, its targeted population was 

determined from the Division’s Department of Human Resources. All workers earmarked 

for some professional career development or path at the time of conducting the study were 

eligible for the target population. The Division of the Private Wealth consists of 2032 

professionals. Out of these, 10 were utilised for the purposes of the pilot study.   

 
 

3.6 Sample and Sampling Technique  
 

Determining the study sample is a methodical process by researchers, to classify and 

choose the appropriate individuals to constitute the research participants that represent 

the entire population of the study (Fox and Bayat, 2007; Struwig & Stead, 2009). Each 

individual or item in the population is considered as having equal chances of being chosen 

to constitute the sample size (Zikmund et al., 2013). The non-probability and probability 

sampling methods naturally become the most commonly used sampling techniques 

(Creswell and Piano Clack, 2011; Struwig & Stead, 2009).    

 

 

3.6.1 Probability sampling method  
 

Probability-sampling method affords each member or element in the targeted population 

equal chances of being selected (Zikmund et al. 2013). Neuman (2011) suggests that 

random sampling method is reasonably precise and efficient in terms of costs involved. 

 

3.6.2 Non-probability method of sampling   
 

By contrast, the non-probability sampling method does not allow each member or element 

equal opportunity to be selected. The items elements or members belonging to the sample 

are chosen on a purposive and convenience manner using researcher personal 

judgement (Cooper and Schindler, 2003; Vehovar, Toepoel and Steinmetz, 2016). Mostly 
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this sampling method is employed in target populations that are normally small (Fox and 

Bayat, 2007; Denscombe, 2016; Neuman, 2011; Francis, 2012).  
 
 

This research targeted the department of Risk and Audit Compliance in the Division of 

Private Wealth at the Western Cape Nedbank. Nevertheless, the Risk Audit and 

Compliance departments appears to be facing highest turnover rates within the banks 

(Mangizvo, 2008). The reason could possibly be that employees in this department have 

specialised skills and expertise and they become easy target of poaching by competitors. 

The sample size consisted of 322 personnel. The researcher found the application of 

snowballing, combined with purposive sampling quite useful and appropriate to arrive at 

the following sub-samples within the Risk and Audit Compliance department of Nedbank 

Wealth Cluster. Table 3.1 below shows the breakdown of the sample in terms of the 

Division units.  

Table 3.1: Study Sample Breakdown 

UNIT Sample Size 

Actuarial 62 

Auditing 45 

Organisational Secretariat 23 

Editorial and Language 12 

Organisational Risk Management 35 

Legal department 21 

Operational Risk Management 32 

Protection Service unit 15 

Regulatory Compliance 55 

Underwriting unit 22 

Total 322 

 

 

3.7 The Methods of Data Collection  
 

Researchers should select data collection methods that are appropriate for their studies 

(Maree, 2009; Salkind, 2010; Denscombe, 2010). Choosing the most suitable method is 

critical aspect of any research design, because it directly affects the manner the data is 

ultimately gathered (Prowright, 2011; Cooper and Schindler, 2003). Several data 

collection methods are available and are at the disposal of researchers for them to choose 

the most suitable for their studies. Numerous data collection methods are at the disposal 
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of researchers and it is therefore, paramount that researchers identify the most suitable 

methods for their tasks, as depicted below:  

• Telephone interviews: These are interviews performed through telephone 

conversations. Experienced interviewers ask the participants carefully chosen 

questions and then record the conversations.  

 
• Observations: These take place when researchers or individuals trained and 

qualified in conducting observations visit the physical location places; the target 

population are and conduct observations. Researchers then record the details of 

the observations.  

  

• Postal methods: These methods, involve sending of questionnaires by researchers 

to the potential identified respondents by post. The respondents then return 

questionnaires to the researchers via mail and the onus lies with researchers to 

ensure that the respondents have done everything to facilitate the return of the 

questionnaires.  

 

• Face-to-face surveys: Involve professionals with experience and skills in 

interviews, who formally meet with the participants and question them on the 

phenomenon under investigation, and the proceedings are recorded.   

 

• Electronic mailings: Researchers mail questionnaires to respondents electronically, 

together with the instructions to guide the participants.  

 
• Personal methods: In this technique, researchers administer the questionnaires to 

the respondents personally and also personally collect the filled questionnaires.  

 

Sharma (2010) summarises the criterion and techniques surrounding the 3 data collection 

methods, and suggests the pros and cons of each method as set out in Table 3.1 below: 
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Table 3.1 The Methods and Criteria for Gathering Data  
 

 No   CRITERIA  PERSONAL  TELEPHONE MAIL SURVEY  

      METHOD  INTERVIEW   
           

 
1 

 
 
 Cost   Most expensive  Intermediate Least  

        
Expensive 

 
          

           
 
    2 

 Speed  Slowest  Fastest Intermediate  
          
          

 
3 

 Accuracy  Most accurate  Least Intermediate  
          
          

 
4 

 Amount of Data  Most  Least Intermediate  
          
          

 
5 

 Response Rate  Highest  Intermediate Lowest  
          
          

 
6 

 Flexibility  Most flexible  Intermediate Least flexible  
          
          

 

7 
 Control       

   Sample  Intermediate   Worst Best  
    Interview  Best  Intermediate Worst  
    Administration  Worst  Intermediate Best  
            
 

Source: Adapted from Sharma (2010) 
 

Indicated above, is that there are more advantages of using Personal methods than 

other methods. The researcher relied on the Personal method. A covering letter 

accompanied the questionnaires for the benefit of the participants.  

 

3.8 Construction of the Instrument  
 

Thomas (2013) describes questionnaires as lists of questions that are structured and put 

together by researchers in order to collect primary data when conducting studies. 

Researchers need to make sure that questionnaires contain sufficient instructions 

directing the respondents on how to fill the questionnaires (Denscombe, 2010). It is 

imperative that researchers be attentive on the organisation of questionnaires, the 

sequencing and writing up of item questions in the process of designing questionnaires 

(Francis, 2012; Struwig and Stead, 2013).  
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3.8.1     Measuring instrument 
 

Quality of the information obtained largely depends on the measurement procedures that 

are adopted in gathering data (Francis, 2012). The researcher used the structured 

questionnaires to assemble data for this study. Questionnaires are data gathering 

instruments that comprise of several item questions designed to solicit for information from 

a group or groups of willing participants in the study (Ader and Mellenbergh, 2008). In this 

study, the questionnaire consisted of the respondents consenting form that authorised the 

researcher to conduct the study. Also contained was the covering letter assuring the 

anonymity of the respondents. The instrument was scaled on a five-point Likert scaling 

measure (Saunders, Lewis and Thornhill, 2003), which allowed the participants to show 

their preferences in either agreeing or disagreeing with the statements measuring the 

constructs.    

 

3.8.2 Qualities of reasonably good questionnaires   
 

The use of questionnaires offers researchers with feasible economic data collection 

methods that help to get information from respondents (Somekh and Lewin, 2011). To 

help the respondents to understand the questionnaires and effectively respond, 

questionnaires need to be unambiguously worded (Payne and Payne, 2004; Sekeran and 

Bougie, 2013). According to Maree (2003), good questionnaires measure with regards to  

their validity, their reliability, their feasibility and suitability for the conduct of the research. 

Questionnaires are not supposed to be too long, rather they should be brief and to the 

point (Bourque and Fielder, 1995). The researcher considered issues suggested above 

when designing the questionnaire for this research.  

 
 

 

3.8.3 Pros of use of questionnaires   
 

Usage of a questionnaire offers respondents standard responses that ensure uniformity 

(Denscombe, 2010). A questionnaire is not only economic but also aids statistical data 

analysis to be conducted easily (Durant and Chantler, 2014). Sekeran and Bougie (2010) 

indicate that it is easy to ensure that respondents remain anonymous and their 

confidentiality is maintained throughout the conduct of the study.  Questionnaires were 

viewed as most appropriate for this research and helped the research to reach its target 

sample.    
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3.8.4 Disadvantages of a questionnaire 

 
The major disadvantage of questionnaires is that it does not guarantee full honest of the 

respondents when they fill the questionnaires. The target respondents on the other hand 

may not be willing to participate in filling the questionnaires, in the absence of the 

researcher who will not be there see to it that questionnaires are completed (Denscombe, 

2010; Sekeran and Bougie, 2010). On the other hand, Denscombe (2010) reiterates that 

it is not easy to measure the honesty of the responses. In addition, Durant and Chantler 

(2014) lament that a questionnaire prohibits the participants from clarifying and expanding 

on any questions they might be feeling to do so.    

 

3.8.5 Final questionnaire overview  
 

The questionnaire had 34 itemised questions that were separated into segment A and B. 

Segment A covering the demographic information of participants while segment B, 

consisted of sub-sections addressing talent and its management, performance of 

employees and strategies to retain the employees respectively on a 5-point Likert scale. 

An explanatory covering letter was also included to enlighten the participants on the 

intention of the study and how important it was.   

 
 

3.9 Reliability and Validity of the Questionnaires   
 

Accuracy satisfies the validity characteristics of the instrument, while consistency ensures 

the reliability of the instrument (Creswell, 2003; Blass and Higson-Smith, 2004). Regarding 

validity and reliability achievement, all measuring instruments should possess these 

attributes (Cooper and Schindler, 2006). The two authors additionally reiterate that the 

major aim of research studies is the ability to show the results and recommend solutions 

to the problems identified. This can be achieved through ensuring trustworthiness and 

validity of the instrument. According to Gaur and Gaur (2009), the importance of 

instrument validity and reliability needs not to be over emphasised.  

 

3.9.1      Characteristics of validity   
 

According to Gray (2009), the object of validity is achieved when the questionnaire does 

measure what it was intended to. Validity can also be satisfied in terms of truthfulness of 

data gathered and final results obtained (Singh, 2007). Wilson (2014) suggests that 

validity satisfies four characteristics, namely:  
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• The content validity – referred to as logical validity as well, concerns itself with the 

extent to which the instrument is representative, and the pilot study saves this 

purpose (Cooper and Schindler, 2006).  

 
• The face validity – establishes whether the questionnaire measures what it is 

intended to (Sekeran, 2003).  

 
• The construct validity – is the extent to which, the questionnaire is measuring 

particular constructs, for example, abilities and attitudes (Zikmund et al., 2013). 

 

• The criterion validity – seeks to establish the magnitude of correlation of the 

questionnaire with similarly identified indicator of the phenomenon. As a result, the 

indicator applied is compared with another identified indicator for validity 

satisfaction. This is according to Bolarinwa (2015).  

 
 

3.9.2       Reliability characteristics   
 

According to Punch (2005), reliability is achieved when same measurement instrument 

yields the same results over and over. In another words, when the same tests are 

performed several times, the results are expected be similar (Babbie, 2009; Welman, 

Kruger and Mitchel, 2005). According to Kuada (2012), reliability concerns itself with 

accuracy, the adequacy, the stability, the dependability and the consistency of the 

questionnaire over given time. In this study, instrument reliability was determined by re-

wording item questions that needed to be re-worded where necessary after the pilot study 

results that were obtained and all the ambiguities were eliminated. Gray (2009) suggests 

that reliability can be achieved if either of the following have been satisfied:   

 
Stability Reliability – also referred to as the test-retest and it helps to measure the extent 

to which the questionnaire yields consistence in results at different times.  

 
The Internal Consistency Reliability –concerns itself with extent of the instrument 

measuring the same things.  

 
Equivalence Reliability – is determined when the instrument yields consistent results 

across different categories of participants.  

 
The Inter-rater Reliability – determines the degree to which the questionnaire yields 

consistence in findings after the evaluation by several people.  
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3.10 Pilot Study Purpose in Research   
 

The function of pilot studies is to test research designs in order to obtain more information 

that can be used to improve the reliability of the instrument (Wiersma and Jurs, 2005). 

According to Denscombe (2012), pilot studies should be performed on the actual sample 

for the final study but different respondents from the same population. In this study, piloting 

was done to make sure that all participants had the understanding of the questionnaire 

(Walliman, 2011; Saunders et al. 2009; Gray, 2009). The researcher piloted the study on 

the 28th of October 2019 on 10 homogenous partcipants and these were excluded from 

the main study (Welman and Kruger, 2003; Walliman, 2011; Zikmund et al. 2013).  The 

researcher was satisfied that the questionnaire satisfied the reliability test. As a result, 

there was no need to modify the questionnaire.  
  
 
 

3.11  Procedure for Administration of the Questionnaire 
 

Prior to administering questionnaires, permission to embark on the study was sought by 

the researcher from the Division of Private Wealth at the Nedbank branch of the Western 

Cape. After obtaining permission, the researcher administered the instrument to the 

selected participants (Francis, 2012). Attached to the instrument were permission to carry 

on, the research letter and the covering letter respectively. As the researcher is also an 

employee of the Division of Private Wealth at Nedbank, it was easy to administer the 

instrument personally to selected participants. The questionnaires were distributed on the 

4th of November 2019. Respondents had three weeks to fill the questionnaires. Due to 

reasons beyond the researcher, not all of the distributed questionnaires were collected 

back. The researcher was able collect back 300 questionnaires, representing a 93% 

response rate. 

 

 

3.12 Need for Ethical Consideration  
 

The importance of a researcher to observe ethical principles all the times needs not to be 

over emphasised (O’ Leary, 2014; Zikmund et al., 2013). Ethics can be explained as  

principles that give guidance to the researchers in order to fulfill integrity requirements and 

respect of respondents when conducting research (Fouka and Mantzorou, 2011; Bryman 

and Bell, 2007).   

 

Nedbank Wealth Cluster granted the permission to conduct this study in the Western 

Cape. A letter was served to the bank soliciting for official rights to conduct the study. 

Nedbank then responded by issuing the informed consent letter to the researcher.  
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The ethics letter clearing the researcher to conduct the study was acquired from the 

relevant research office at the Graduate School of Business and Leadership of the 

University of KwaZulu-Natal. The ethics clearance related issues were detailed in the 

covering letter that was then distributed together with the questionnaires to the 

respondents. Contained in the covering letter were aspects of an ethics nature, that is, 

topic, aims and objectives of the study, issues of confidentiality and anonymity of 

respondents.    

 
 

3.13 Data Analysis  
 

According to imperial literature, data analysis refers to statistical data evaluation that has 

been gathered for the research purposes in order to establish whether any cited 

hypothesis has been affirmed (Burns and Bush, 2002; Sakarantos, 2005). The analysis of 

data analysis begins with the data processing, data testing and data interpretation for 

assessing the meaning as hypothesised (Robbins and Judge, 2015; Remenyi and 

Bannister, 2012). Data was coded through questionnaires and input into SPSS, version 

25 for Windows. 

 

 Editing involves critical and rigorous examination of the completed questionnaires 

(Saravanavel, 2003). Thus, to be satisfied that the data is accurate and complete should 

precede data capture and analysis (Stockburger, 2017; Willemse, 2009). After getting 

back the completed questionnaires from the respondents, the researcher edited and 

coded the data into Excel for inputting into SPSS. All the questionnaires were thoroughly 

checked before the data was input into SPSS, version 25 for Windows.     

 
 

3.14 Conclusion 
 

Covered in this chapter is the research design and methodologies employed in this study. 

Quantitative research methodology design was used. Data collection method was also 

outlined, the measurement instrument, target population of the study, concepts of 

reliability and validity; ethical related issues of the study; and the techniques that were 

employed to analyse the data were all discussed. The instrument of data collection used 

in this study was a structured questionnaire, and the researcher used snowballing together 

with purposive sampling techniques to determine the sample size. In the next chapter, 

data analysis and the presentation of results are discussed.    
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CHAPTER FOUR: DATA ANALYSIS AND PRESENTATION OF RESULTS 
 
 

4.1 Introduction 
 
 

Data analysis and outcomes of the study are presented in this chapter. The questionnaire 

was the primary instrument that was utilised to collect data in the study. Data gathered 

was statistically scrutinised by use of the Windows SPSS version 25.0. The outcomes are 

represented graphically, that is, in cross tabulation and other relevant statistical forms.  A 

total of 322 questionnaires were distributed, with 300 returned. This represented a 

response of 93.2%.   

 

4.2        The Demographic Characteristics of Participants  
 

Covered in this segment is the demographic profile of participants in this study. Below is 

outlined the ages, the tenure of service and educational levels achieved by participants. 

These attributes are presented in frequency tables and bar charts.  

 
 

4.2.1 The Ages and Gender of Participants   
 

Table 4.1 below shows the distribution of ages and gender of the partakers.  Male species 

comprised of 210 members while females were represented by 90 participants.  Most (28.3%) 

of the participants belonged to the age group of 41-45 years, lower-ranking (3.7%) falling in 

the bracket of 51-55 years. Six point three percent (6.3%) of the respondents fell below 25 

years, while 14.0% fell in the range of 25-30 years, 17.3% fell in the range of 31- 35 years. 

While the group of 36-40 years constituted 15.3%, and 46-50 years of age constituted 

15.0% of the respondents respectively.  
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Table 4.1: Ages and gender distribution of participants (n=300) 

 Gender 
 
      

Male 

  

Female 

 

Total 

 

          
               

      Freq.  %  Freq. % Freq.  %  
  

Age 
          

   Under 25 years  14 6.7%   5 5.6% 19   6.3%  
               

    25-30 years  32 15.2%   10 11.1% 42      14.0%  
            

    31-35 years  37 17.6%  15 16.7% 52  17.3%  
               

    36-40 years  36  17.1%   10 11.1% 46      15.3%  
            

    41-45 years  55 26.2%  30 33.3% 85  28.3%  
               

    46-50 years  30 14.3%   15 16.7% 45      15.0%  
            

    51-55 years  6 2.9%   5 5.6% 11   3.7%  
             

  Total   210 100%   90 100% 300      100%  
               

 
 

4.2.2 Educational Levels Obtained by Participants  

 
Table 4.2 below indicates that 16.7% of the participants possessed a Masters degree, 

21.0% possessed Honours degrees and 18.7% had diplomas. While 28.3% possessed a 

Bachelors degree and 15.3% had other qualifications.  

 
Table 4.2: Educational levels obtained by participants (n=300) 
 

Educational Level 
 

Frequency Percentage 

 
Masters or equivalent 
 

 
50 

 
16.7% 

 

 
Honours or equivalent 
 

 
63 

 
21.0% 

 
Bachelors or equivalent 
 

 
85 

 
28.3% 

 
Diploma or equivalent 
 

 
56 

 
18.7% 

 
Other 
 

 
46 

 
15.3% 

 
Total 
 

 
300 

 
100% 
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4.2.3 Service Tenure of Respondents  
 

As specified in Table 4.3 and Figure 4.1 below, most participants (32.1%) experience lay 

within 11-15 years of their service in the organisation, and 2.3%, had 21 to 25 years put 

into service for the organisation. Furthermore, results show that those respondents with a 

tenure of less than a year constituted 14.1% and those that had put in between 1 and 5 

years constituted 14.0%. While 24.3% had their experience between 6 and 10 years and 

20.0% had service experience between 16 and 20 inclusive.  

 
 

Table 4.3: Service tenure of participants (n=300) 
 
 

Service tenure Frequencies Percentages 

Less then 1 year 
 
Within 1 to 5 years 
 
Within 6 to 10 years 
 
Within 11 to 15 years 
 
Within 16 to 20 years 
 
Within 21 to 25 years 
 
Total 

43 
 

42 
 

63 
 

96 
 

51 
 

5 
 

300 

14.1% 
 

14.0% 
 

24.3% 
 

32.1% 
 

20.0% 
 

2.3% 
 

100% 

 
 

As indicated above, Table 4.3 above demonstrates the distribution of the service tenure 

of respondents who participated in the study and the graphical representation in Figure 

4.1 below shows a more distinct picture of the distribution of the participants service 

tenure.  
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Figure 4.1: Service tenure of participants (n=300)  
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4.3 The Descpritive Statistical Analysis  

 

This section covers the descriptive statistical data analysis conducted in terms of the 

participants response options given in the questionnaire. Strongly agreeing and agreeing 

for example, were summarised into referring and meaning agreeing. The same was done 

for the rest of the response options.  

 

4.3.1 The Talent Management Descriptive Analysis  
 
Covered here is the descriptive statistics with respect to management of talent. Depicted 

in Table 4.4 and Figure 4.2 is a summary of the participants scale responses with respect 

to management of talent in the organisation under study.   
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Table 4.4: Scoring patterns with respect to talent management (n=300) 

   

RESEARCH 

QUESTION 

1.What talent 
management 
strategies does the 
Nedbank Division of 
Private Wealth use to 
enhance 
performance of 
workers? 

RESEARCH 

 OBJECTIVE 

1.To investigate 
talent management 
strategies that the 
Nedbank Division of 
Private Wealth uses 
to enhance 
performance of 
workers 

STATEMENT 

 

B5.1.Talent 
management 
Implementation 
advances employees 
development 

RESPONSES  

OPTIONS 

(DISAGREEING)  9% 

(NEUTRAL)  19.4%  

(AGREEING)  71.6%  

(TOTAL)  100% 

  B5.2.The organisation 
empowers its 
employees to take 
responsibility of their 
personal development 

(DISAGREEING)  3% 

(NEUTRAL)  14.9%  

(AGREEING)  82.1%  

(TOTAL)  100% 

  B5.3.I strongly feel that 
my contribution of 
ideas is valued in the 
organisation 

(DISAGREEING)  7.5% 

(NEUTRAL)  31.3%  

(AGREEING)  61.2%  

(TOTAL)  100% 

 

  B5.4.Employee career 
plans for the next 12 
months are clearly 
defined 

(DISAGREEING)13.4% 

(NEUTRAL)  20.9%  

(AGREEING)  65.7%  

(TOTAL)  100% 

 
  B5.5.The organisation 

has the capacity and 
ability to attract 
talented individuals 

(DISAGREEING)  9% 

(NEUTRAL)  19.4%  

(AGREEING)  71.6%  

(TOTAL)  100% 

 
  B5.6.I am happy with 

my prospects for 
advancement in the 
organisation.  
 

(DISAGREEING)14.9% 

(NEUTRAL)  14.9%  

(AGREEING)  70.1%  

(TOTAL)  100% 

 
  B5.7.The organisation 

offers conducive 
environment for 
training and 
development of 
employees 

(DISAGREEING)  4.5% 

(NEUTRAL)  4.5%  

(AGREEING)  91.0%  

(TOTAL)  100% 
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RESEARCH 

QUESTION 

RESEARCH 

OBJECTIVE 

STATEMENT RESPONSES 
OPTIONS 

  B5.8.I am clear with my 
role to play in the 
organisation 

(DISAGREEING) 1.5% 

(NEUTRAL)  7.5%  

(AGREEING)  91.0%  

(TOTAL)  100% 

 

  B5.9.The personnel 
development policies 
of the organisation are 
quite good 

(DISAGREEING)16.4% 

(NEUTRAL)  14.9%  

(AGREEING)  68.7%  

(TOTAL)  100% 

 
  B5.10.My supervisor is 

supportive of 
subordinate personal 
development   

(DISAGREEING)  4.5% 

(NEUTRAL)  11.9%  

(AGREEING)  83.6%  

(TOTAL)  100% 

  
 
 

Figure 4.2 below shows the graphical representation of the scoring patterns of the 

respondents regarding management of talent. The responses options of the 

respondents summarised in Table 4.4 above are graphically represented in Figure 4.2 

below to present a clearer picture of the patterns of responses.   
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Figure 4.2: Talent management respondents scoring patterns (n=300)  
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The results depicted above, indicate that most of the participants agreed that talent 

management is implemented at Nedbank Private Wealth.  According to Figure 4.2, 

71.64 percent of participants, concurred with, (statement B5.1), 82.09 percent of the 

participants, corresponded with, (statement B5.2), 61.19 percent agreed with 

(statement B5.3). This was the least rated, indicating that the respondents felt that 

their inputs, suggestions and ideas while valued, there is more that needs to be 

done to improve in this area. Statements, B5.7 and B5.8 were highly rated with 

respondents agreeing to the extent of 91.04 percent that the Nedbank Division of 

Private Wealth offered a good training and developing environment and the 

respondents understood their roles and how they can help the organisation achieve 

its aims respectively. Most of the participants (71.64) percent acknowledged that 

the organisation attracts highly talented employees and employees are happy with 

chances of promotion at the Nedbank Private Wealth Division as evidenced by 

70.15 percent of approval. Respondents indicated that they were happy with the 

policies of the organisation on personnel development (68.7) and that the 

management does support personal development of the workers (83.6), 

respectively.  
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4.3.2 Employee Performance Descriptively Analysed  
 
 

This section descriptively analyses employee performance. Shown below in Figure 4.3 and 

Table 4.5 are summaries of respondents scoring patterns with respect to performance of 

employees in the organisation under study.   

 

Table 4.5: Employee performance scoring patterns (n=300) 

  

RESEARCH 

QUESTION 

RESEARCH 

OBJECTIVE 

STATEMENT RESPONSES 

OPTIONS 

2. What effect does 
skill administration 
has on the 
functioning of 
workers at the 
Nedbank Division of 
Private Wealth? 

2. To establish the 
talent administration 
impact on the 
functioning of workers 
at Nedbank Wealth 

B6.1.Performance 
feedback is received 
regularly in this 
organisation 

 (DISAGREEING) 20.9% 

(NEUTRAL)  17.9%  

(AGREEING)  61.2%  

(TOTAL)  100% 

  B6.2. I am always 
willing to contribute 
beyond the normal 
expectations of my job  

(DISAGREEING)  7.5% 

(NEUTRAL)  23.9%  

(AGREEING)  68.7%  

(TOTAL)  100% 

  B6.3. My supervisor 
always involves me in 
decision making that 
directly affects my work  

(DISAGREEING)20.9% 

(NEUTRAL)  25.4%  

(AGREEING)  53.7%  

(TOTAL)  100% 

  B6.4.The performance 
appraisal processes of 
the organisation are fair 
and quite effective 

(DISAGREEING)16.4% 

(NEUTRAL)  29.9%  

(AGREEING)  53.7%  

(TOTAL)  100% 

3. What other factors 
could improve 
performance of 
workers at the 
Nedbank Division of 
Private Wealth? 

3.To examine other 
aspects that could 
result in the 
upgrading of the 
performance of 
workers  

B6.5.Inthis 
organisation 
employees are 
equitably rewarded for 
their exceptional 
performance  

(DISAGREEING)23.9% 

(NEUTRAL)  26.9%  

(AGREEING)  49.3%  

(TOTAL)  100% 

  B6.6 I am always 
motivated to attain my 
performance set 
targets 
 

(DISAGREEING)7.5% 

(NEUTRAL) 10.4%  

(AGREEING)  82.1%  

(TOTAL)  100% 
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RESEARCH 

QUESTION 

RESEARCH 

OBJECTIVE 

STATEMENT RESPONSES OPTIONS 

  B6.7. The organisation 
has effective systems 
in place to manage 
poor performance 

(DISAGREEING)10.4% 

(NEUTRAL)  25.4%  

(AGREEING)  64.2%  

(TOTAL)  100% 

 

  B6.8. I am satisfied with 
my earnings package 
and motivated to 
perform high 

(DISAGREEING)29.9% 

(NEUTRAL)  17.9%  

(AGREEING)  52.2%  

(TOTAL)  100% 

 

  B6.9. Lack of resources 
always inhibits my 
performance 

(DISAGREEING)41.8% 

(NEUTRAL)  11.9%  

(AGREEING)  46.3%  

(TOTAL)  100% 

 

  B6.10 My supervisor is 
well supportive and this 
strengthens my 
performance  

(DISAGREEING)  6.0% 

(NEUTRAL)  10.4%  

(AGREEING)  83.6%  

(TOTAL)  100% 

 

 

The responses options for participants with respect to employee performance shown in 

Table 4.5 above are represented graphically in Figure 4.3 below for more clarity.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 



 

58 
 

Figure 4.3: The scoring patterns with respect to employee performance 

(n=300)  
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Table 4.5 and Figure 4.3 above presents the statistical results with respect to 

employee performance.  The majority (83.9%) of respondents acknowledged that they 

perform well because of their supportive supervisors and they always reach their set 

performance targets (82.1%). The majority of the participants (68.7%) agreed they 

were motivated to contribute more and perform beyond the expectations, while 62.4% 

acknowledged that the division manages poor performance very well and they always 

get feedback on their performance (61.2%).  However, only 53.7% of respondents 

agreed that they were always taking part in decision-making processes that directly 

affects their work performance and acknowledged the presence of performance 

review process systems.  Only 52.2% participants agreed that their performance is 

good because their current salary satisfies them, while 49.3% acknowledged that 

employees are rewarded for their outstanding performance in the Division. However, 

46.3% of the respondents raised concern about limited resources in the Division.    
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4.3.3 Retention Strategies Descriptively Analysed  
 
 

In this section, the retention strategies of the organisation are descriptively analysed. 

Provided in Figure, 4.4 and Table, 4.6 is the summarised participants responses with 

respect to the strategies to retain the workers that the Nedbank Division of Private Wealth 

uses.  

  
Table 4.6: The retention strategies scoring patterns summary 

(n=300) 

 
RESEARCH 
QUESTION 

4. What employee 
retention strategies 
is the Nedbank 
Division of Private 
Wealth currently 
using?  

 

RESEARCH 
OBJECTIVE 

4.To establish the 
current employee 
retention 
strategies that the 
Division is using 

STATEMENT 
 
 
B7.1.Leaving this 
organisation does not 
cross my mind at all  

RESPONSES OPTIONS 

 

(DISAGREEING)17.9% 

(NEUTRAL)  19.4%  

(AGREEING)  62.7%  

(TOTAL)  100% 

  B7.2. This organisation 
has a good culture that 
attracts employees to stay  

(DISAGREEING) 9.0% 

(NEUTRAL)  20.9%  

(AGREEING)  70.1%  

(TOTAL)  100% 

 

  B7.3 I am motivated to tell 
others about the 
advantages of being in 
this organisation  

(DISAGREEING)  9.0% 

(NEUTRAL)  14.9%  

(AGREEING)  76.12%  

(TOTAL)  100% 

 

  B7.4. This organisation 
has strong measures put 
in place to help retain 
workers  

(DISAGREEING)11.9% 

(NEUTRAL)  22.4%  

(AGREEING)  65.7%  

(TOTAL)  100% 

 

  B7.5. I value at this point 
being in this organisation, 
as a matter of necessity  

(DISAGREEING)11.9% 

(NEUTRAL)  25.4%  

(AGREEING)  62.7%  

(TOTAL)  100% 
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RESEARCH 
QUESTION 

RESEARCH 
OBJECTIVE 

STATEMENT RESPONSES OPTIONS 

5. What 
improvements 
could be made on 
the retention 
strategies of 
Nedbank Wealth?   

5. To suggest what 
improvements 
could be made on 
the strategies to 
retain workers at 
the Division  

B7.6. The opportunity cost 
of leaving my organisation 
is the major consequence 
of failure to get the better 
alternative  
 

(DISAGREEING)17.9% 

(NEUTRAL)  26.9%  

(AGREEING)  55.2%  

(TOTAL)  100% 

  B7.7. If I get any job offer 
elsewhere I would not 
consider leaving my 
organisation  

(DISAGREEING)31.3% 

(NEUTRAL)  20.9%  

(AGREEING)  47.8%  

(TOTAL)  100% 

  B7.8. One of, the major 
reason I am still in this 
company is my strong 
conviction that loyalty is 
important  

(DISAGREEING)11.9% 

(NEUTRAL)  16.4%  

(AGREEING)  71.6%  

(TOTAL)  100% 

  B7.9. This organisation 
has good retention 
strategies that are put in 
place  

(DISAGREEING)11.9% 

(NEUTRAL)  31.3%  

(AGREEING)  56.7%  

(TOTAL)  100% 

  B7.10 Come the next 5 
years, I see myself still 
working for this 
organisation  

(DISAGREEING) 11..9% 

(NEUTRAL)  19.4%  

(AGREEING)  68.7%  

(TOTAL)  100% 

 

 

Figure 4.4 below presents the graphical representation of the scoring pattern of the 

respondents on the aspect of retention strategies employed by the Division. 

  
  
 

 

 

 

 

 

 

 

 



 

61 
 

Figure 4.4: Participants patterns of scores with respect to retention 

strategies (n=300) 
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As  shown  in Table 4.6 and Figure 4.4, most participants (76.1%) agreed that at any 

given time they could tell other people about how good it is to work at the Nedbank 

Private Wealth Division and they strongly feel obliged to be loyal to the organisation 

(71.6%). Most respondents (70.2%) attributed their loyalty to the organisation because 

of its good culture that enhances the retention of workers. This was followed by the 

acknowledgement of 68.7% of the respondents that they see themselves still working 

for the organisation in the next 5 years. While 65.7% of the respondents reiterate that 

the Nedbank Private Wealth Division has in place measures to retain employees, and 

62.3% of the respondents suggested that they do not contemplate leaving the Division 

and seek for employment elsewhere as remaining in the organisation is a matter of 

principle and necessity 62.3%. However, a mere 56.7% of the participants agreed that 

the retention strategies of the Division are satisfactory and 55.2% sounded caution 

against the availability of alternative employment options. About 47.8% of the 

respondents agreed, that if it happens that they get offers for better jobs elsewhere, 

they would not consider leaving their current organisation.    
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4.4       The Study Limitations  
 

This study was confined to a case study of the Nedbank Wealth Cluster situated in the 

Western Cape Province. As a result, the other provinces were not included, which makes 

it difficult to generalise the outcome of the study. In addition, not all Divisions of the Bank 

were studied.   A wider scope could be considered in future studies to obtain results that 

could be easily generalisable.     

 

 

4.5 Conclusion 
 

Chapter four dealt with data analysis and results obtained with respect to the study research 

questions and fulfilment of the conceptualised objectives. Both descriptive statistical and 

inferential statistics analysis were conducted to obtain the results with respect to 

management of talent, performance of workers and strategies to retain the workers that 

Nedbank Division of Private Wealth uses to achieve organisational performance. The 

elaboration of outcomes is presented in the following section.      

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

63 
 

 

CHAPTER FIVE: DISCUSSION OF THE RESULTS 

 

5.1 Introduction 

 
The section discusses the outcome obtained from the evaluation done in chapter four.  The 

intention of the study was to examine the impact of management of talent and strategies 

put in place to retain the talent on the performance of employees at Nedbank Wealth in the 

Western Cape Province. The study results are discussed in relation to the literature existing 

on the phenomenon under study. The main reason for reviewing the literature was to 

compare and present the study contribution to the stakeholders at the Nedbank Division of 

Private Wealth with respect to talent management, performance of workers and the 

strategies put in place. The study also contributes to the existing discipline in talent 

administration.  

 

5.2 Descpritive Statistics 

 

Descriptive analysis results in creation of summaries of surveys relating to the key 

constructs of the phenomenon under study (Gray, 2014). The subsequent sections deal 

with statistical analyses in terms of scoring patterns of the participants regarding 

management of talent, performance of workers and strategies to retain talent put in place.  

 

5.2.1 Talent Management   

 

Research Question 1: What talent management strategies does the Nedbank Division 

of Private Wealth use to enhance performance of workers?   

 

Nedbank Wealth Cluster practices the strategy of empowering workers to take direct 

responsibility for their personal developmental growth. This assertion was supported by 

82.1% of the participants, who concurred that they are fully responsible for their personal 

development. Employee empowerment is critical as it gives workers chances to unleash 

their potential in innovative ideas, to take organisations to great heights and achievement 

of organisational strategic goals, which corresponds with research by Dehghani, Gharooni 
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and Arabzadeh (2014). The Division also affords employees opportunities to meaningfully 

contribute their suggestions for organisational improvement. A sizable portion of the 

participants (62.2%) attested the organisation values their inputs and suggestions of ideas. 

These results as obtained in chapter four are in harmony with the assertions by Han, Chiang 

and Chang (2010), who view employee participation as vehicle for fostering workers human 

needs in line with workers fundamental rights to extend some degree say on how 

organisations should be governed.  

 

The Division also uses the strategy of career planning as part of empowerment of workers. 

Respondents amounting to 65.7% suggested that they had some ideas concerning their 

career plans spanning the next 12 months they are in the Division. These results are in 

harmony with Shimaoka (2015) who suggests that career planning, starts with making 

choices for jobs, tasks involved, performance standards and personal developmental 

growth trajectories. These measures require full management support (Shimaoka, 2015).   

 

In order to facilitate mutual beneficiation between the organisation and its employees, the 

Division has policies and measures in place to attract potentially highly talented workers.  

This view was raised by 71.6% of the participants. However, literature suggest that 

competition for best talent available in the labour market is exceedingly getting stiffer and 

tougher (Pastor, 2012). The Division is experiencing its own challenges as well affirming 

what literature says.   

 

Career development is also aided by high chances of employee promotion in the Division, 

as attested by 70.1% of the participants. The participants indicated that they were basically 

satisfied with chances of promotion in the Division. The results obtained are significantly in 

support of the literature cited here below. Promotion makes workers happy as promotion 

naturally comes with better packages, benefits and responsibilities (Spilerman and 

Petersen, 2005; Odeku, 2013).  

 

The Division offers conducive environment and place for training and development of 

workers, as asserted by a whopping 91.0% of the participants. Employees in the Division 

have clear roles to place and contribute in the organisational achievement of strategic goals 
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in line with the following literature, Belias, Koustelios, Sdrolias and Aspridis (2015) who 

suggest that employees are overwhelmed by different performance expectations fronted by 

either colleagues or immediate supervisors. It is paramount that workers assigned clear 

roles in the organisation (Belias et al., 2015).  

 

In line with good industrial relations, the Division has in place organisational personnel 

policies. This was affirmed by 68.7% of the participants who indicated that they were happy 

with the organisational personnel policies of the Division. Personnel policies serve to rid 

organisations of discrimination tendencies and facilitates impartiality in dealing with 

grievances or distribution of opportunities among organisation workers (Tohidi, 2010). In all 

this effort by the Division, management support is critical and 83.6% of the respondents 

indicated satisfaction with the level and amount of support they get from the management 

of the Division. These results are in harmony with the findings by Abdullah and Jins (2015) 

who concluded that employee development hinges on effective management commitment 

and support of these organisational processes.  

 

The Division strives to encourage and foster career path development of its employees. 

Issues of job security and stability naturally pre-occupy minds of every employee in any 

organisation. The results are in agreement with studies conducted by Kyndt, Dochy, 

Michielsen and Moeyaert (2009) and Kamil, Hamid, Hashim and Omar (2010), who intimate 

that it is always important and critical that employees see their employment in the 

organisation extending into the foreseeable future. It is through concerted effort in building 

employees career paths that are clearly focused, that organisational management stands 

to benefit from healthy support from the goal-oriented workers who know what they want 

and in turn, organisations get optimal performance from such employees as further 

elaborated by Chew and Chan (2010).  

 

A further cross-referencing with literature gives interesting narratives in support of the 

findings of the current study obtained in chapter four. For example, Maya and Thamilselvan 

(2013) proclaim that implementing management of aptitude measures assists organisations 

to be able to sustain and optimise their human capital resources for the achievement of 

organisational strategies. Noted further is that employees of organisations possessing 
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sufficient talent management measures, programs, practices, strategies, and policies stand 

better chances of outperforming their competitors (Ogbeta, Nzewi and Chiekezie, 2015; 

Maya and Thamilselvan, 2013).   

 

The employee performance rewards that the Division is currently using do not seem to be 

commensurate with the performance of workers at the Division, as suggested by literature. 

There is no significant association between organisational staff productivity rewards 

administered and the workers’ actual execution of duties.  Gohari, Kamka, Jafar and 

Zohoori (2013) suggest that organisational performance rewards naturally would have 

effects on the performance of employees. However, there are issues of fairness in the 

processes that at times are a serious challenge for many organisations. It is for these 

reasons that literature suggest that rewards do not necessarily influence worker 

performance (Zaman, 2011). As a result, it may not be surprising that there was a replication 

of same results in this current study.   

 

 

5.2.2 Employee Performance   

 

Research Question 2: What impact does talent management have on the 

performance of workers at Nedbank Wealth?  

 

Talent management strategies used by the Nedbank Division of Private Wealth appear to 

be working well for the organisation. The level of autonomy for innovative ideas allowed to 

talented employees to explore is bearing the desirable expectations. A sizable number of 

participants (62.2%) revealed that there are mechanisms put in place for feedback on 

employees’ innovation performance and achievement of set targets. These results are in 

harmony with Andiola (2014) who reiterates that feedback on the performance of workers 

is critical for each organisation as a motivational and developmental instrument. Aguinis, 

Gottfredson and Joo (2011) results are in harmony with the view  that effective performance 

feedback does not only have the potential of enhancing employee engagement, but 

enhances enthusiasm and workers job satisfaction. 
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The Cluster nurtures talent to the extent of allowing autonomy in decision making, and that 

viewed as a positive strategy by the Division, as asserted by 53.7% of the participants, who 

intimated that they actively participate in the process of making decisions that directly has 

an influence in their performance as employees. Literature highlights the benefits of  

involving workers in decision making, as largely instilling sense of belongingness amongst 

the organisational employees and increasing workers commitment to the achievement of 

organisational goal and targets (Mansor, Chakraborty and Mahitapoglu, 2012). The results 

of the study are nevertheless in marginal harmony with the literature cited above.     

 

Management tools such as the instruments for performance reviews are used in the 

Division to provide accurate information as far as possible. A reasonable number of 

participants (53.7%) attested that there are affective performance review mechanism and 

processes in place to provide accurate information about workers areas of strength and 

areas of weakness. To a certain extent the results are in agreement with literature 

suggesting that an effective performance review process is one that focuses on the 

weaknesses and strengths of workers for the purposes of continuous improvement (Osmani 

and Maliqi, 2012).  

 

While the Division goes out of its effort to manage talent and retain it, in turn expects its 

employees to at least reach their performance targets.  Employees of the Division are able 

to achieve their performance targets because they fully understand their roles in the 

organisation. This is in harmony with subsequently cited literature, for example Jomon and 

Srikanth (2013), suggest that it takes employees to unambiguously understand their roles 

in the organisation for them to be able to achieve set performance targets. Role clarity 

positively affects employee performance, as employees get to understand the vital 

information critical to their performance expectations (Suan and Nasurdin, 2013). According 

to Ingham (2011) and Shuttleworth (2010), organisations need clearly defined talent 

management programs to be able to build their strategic capabilities.  

 

The Division has in place measures to ensure that there is consistence in providing 

employees with their performance feedback. What is most important is that the feedback 
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information has to be as accurate as possible in order to assist the workers improve their 

performance if need be. Employees should be always aware of their strengths and 

weaknesses. A significant relationship does exist between consistent employee 

performance feedback and the employee performance review processes of the Division. 

The results are in harmony with literature emphasising that employee performance, review 

processes are only complete and sufficient when they focus and highlight employees 

strengths, weaknesses, and then offer remedy (Obisi, 2011; Farrugia, Petrisor and 

Bhandari, 2009). 

 

 

Research Question 3: What other factors could improve performance of workers at 

the Nedbank Division of Private Wealth?  

 

The Division does reward employees for outstanding performance. However, from the 

results, that is, a mere 49.3% of the participants who attested that the Division does reward 

outstanding performance, it is clear that this aspect has a potential of helping in the 

improvement of workers’ performance. These results are in harmony with Gohari and 

Ahmadloo (2013) and Vosloban (2012), who emphasise that outstanding performance 

rewards are essential for incentive purposes and strong motivation for improved 

performance by workers.  

 

There is reasonable appreciation of effort made by the Division to manage poor 

performance, as indicated by 64.2% of the participants, who revealed that the Division does 

manage poor performance by its workers. According to Daoanis (2012), frameworks put in 

place by organisations can be better appraised for their effectiveness through consistent 

performance management efforts to identify areas of improvement. This literature 

buttresses the results obtained.   

 

Compensation for outstanding employee performance is considered as another factor that 

could be used to improve performance of workers in the Division, as illustrated by 52.2% of 

the participants, who appeared to be happy with their compensation. The results are in 

harmony with Bryson, Buraimo and Simmons (2011), whose study elaborated on how 
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salary packages have a potential of improving the performance of workers. In their study, 

they found that workers` performance has significant chances of improving when workers 

get handsome compensation. In addition, Wu (2006), suggests that compensation needs 

to be complimented with availability of adequate resources that employees require to carry 

out their tasks.  

 

Management support was viewed as the most important and critical additional factor that 

could improve the performance of the Division`s workers. The majority of the participants 

(83.6%) attested to the effect that they believe they are performing well because of their 

supervisors’ support. This assertion is supported by literature that emphasises that 

employees, especially new ones do not automatically fit in and understand fully what is 

expected of them; as a result, supervisor support becomes critical (Baloyi, Waveren and 

Chan, 2014).  

 

The management of the Division makes an effort to support its employees as much as 

possible, especially by empowering them to be accountable for their personal progression. 

With the support of supervisors, workers performance improvement is guaranteed as 

supervisor employee relationship develops and grows. These study results are in harmony 

with studies suggesting that workers need their guidance from their supervisors in the 

performance of their duties and production of work of high quality (Krongboonying and Lin, 

2015). According to Ismail, Sieng, Abdullah and Francis (2010) supervisors’ ability to 

perform their roles effectively increases workers performance.  

 

Further cross-referencing with literature reveals quite interesting narratives. Aljunaibai 

(2014), for example, suggests that organisations need to focus on effective engagement of 

employees in their efforts to implement talent management measures. In other words, no 

talent management system can be successful without the effective engagement of workers 

(Mahammed, 2015). Alternatively, effective talent management makes workers feel very 

much engaged, appreciated, valued properly aligned to organisational goals (Davies and 

Davies, 2010; Abel, 2008).  
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5.2.3 Retention Strategies 

 

Research Question 4: What employee retention strategies is the Nedbank Division of 

Private Wealth currently using?  

 

The organisational culture of the Division is singled out as the most important strategic 

focus by the organisation that has helped the Division retain its talent. This assertion was 

supported by 70.15% of participants, who reiterated that the Cluster’s culture is 

encouraging employees to stay in the Division despite the prevailing labour turnover rates 

that have challenged the organisation for years. The results are agreeing with Zeitlin, 

Augsberger and Mcgowan (2015), in their assertion that organisational culture, comprising 

of both, workers relationships and organisational values, directly influences the retention of 

talented employees. In harmony, Putthiwanit (2015) concurs, and add that organisational 

culture is a precious and unique attribute, as it can make or break organisation effort to 

retain hard acquired talent sustainable competitive advantage. It is quite critical for 

organisational culture to be in harmony with the strategic thrusts and trajectories of the 

organisation, as well as workers values and expectations (Rani and Srivastava, 2015).  

 

The Division employs strategies of putting sufficient measures in place to retain its workers 

as part of its management of talent trajectory. The strategy hinges on the prosperous 

execution of talent administration as suggested by Chiekezie (2015), who alludes that 

successful execution of administration of talent increases employees’ commitment to the 

organisations they are working for. Further cross-referencing with literature reveals that 

retention of valuable workers is critical to achievement of organisational goals (Oladapo, 

2014; Isfahani and Boustani, 2014). According to Kibul, Gachunga and Namusonge (2014), 

gaining sustainable competitive advantage demands that organisations build strong human 

capital through effectively managing talent and retaining it. The results of this study 

obtained in chapter four are in harmony with the findings of these past studies.    

 

The retention strategies employed by the Division that are put in place primarily seek to 

enhance motivation of the employees of the Division. This assertion is in line with Kassa 

(2015), who views worker motivation as critical for the satisfaction of workers, which in turn 



 

71 
 

increases the chances of retaining workers in the organisation. Motivating and engaging 

employees plays an important role in employees decision making whether to leave or stay 

in their organisations (Mgedezi, Taga and Mjoli, 2014). Furthermore, Sandhya and Kumar 

(2011) reiterate that preserving workers is achievable through employee inspiration and 

preservation measures such as staff performance bonuses and rewards, and career 

development strategies.   

 

 

Research Question 5: What improvements could be made on the retention strategies 

of Nedbank Private Wealth Cluster?    

 

While the Cluster has measures in place to retain talented workers as asserted by 67% of 

the participants, there is need for much more improvement in this regard; as 11.9% of the 

participants revealed that in their opinion, the Division does not have measures in place to 

keep talented workers in the Division. The results are in harmony with Mapolisa (2015), 

Chiboiwa, Samuel and Chapunza (2010) who suggested that organisations should consider 

both non-monetary and monetary retention strategies. However, Mabika (2016) suggest 

that most South African organisations offer a variety of retention strategies compared to 

their counterparts elsewhere in Africa.   

 

Despite the adverse historical information and records of the Division, having been hit by 

severe challenges of labour turnover in the past, 62.69% of the participants indicated that 

they would rather remain with the Division as a matter of desire and necessity, showing 

high levels of personal attachment to the organisation. These results are in harmony with 

Kumari and Afroz (2013) who opinion that when workers chose to stay in the organisation 

out of sense of necessity and desire, it is a strong reflection of affective attachment to the 

organisation. In the same vain, workforce that exhibits strong desire to continue working for 

the organisation does so because they want to do so (Saygan, 2011).  

 

Taking advantage of the characteristics and behaviour of the labour market seems to be 

working well for the Division. The labour market poses some opportunity costs, such as 

high costs of leaving an organisation for another one under conditions of uncertainty. There 
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are potential negative consequences in leaving one employment for another. The Division’s 

employees (55.22%) indicated that they were aware of the potential negative 

consequences in leaving the Division. These results are in harmony with Saygan (2011) 

and Wokocha (2014) who intimate that usually when workers decide to remain in their 

organisation on account of high costs of disengaging from the organisation, and the 

perceived benefits of continuing with their employer, the action resembles continuance 

commitment to the organisation.   

 

The Division makes good effort to cultivate the sense of loyalty among its employees as 

means to continuously improve its retention capability, as indicated by 71.64% of the 

participants, who stated that loyalty to the organisation compels them to be loyal and remain 

within the organisation. The current case study adds to existing literature suggesting that 

when retention strategies are effectively implemented, employees naturally develop the 

culture that motivates them to stay put (Mohamed, Kader and Anisa, 2012). Van Dyke and 

Coetzee (2012)’s study revealed that employee satisfaction with retention measures put in 

place positively and significantly correlate with employee loyalty to the organisation as 

strongly exhibited in this current study.  

 

Further cross-referencing with literature revealed some important narrative about the 

impotence of organisations having tasks above and beyond just attracting best of talent 

available, but also endeavour to keep that highly rated and qualified talent as much as 

possible for as long as it takes (Kossivi, Xu and Kalgora, 2016). Literature further suggest 

that employees would always entertain leaving their organisations at some point in in the 

future (Holton, Mitchel, Lee, Elberly, 2008; Gupta-Sunderji, 2007).    

 

In addition and guided by the industrial and labour policies of the country in general, the 

Division of Nedbank Private Wealth has in place sound personnel policies. A significant 

relationship does exist between retention strategies put in place and the effectiveness of 

the organisational personnel policies. The importance of an organisation’s need to 

effectively institute sound personnel management strategies and policies to retain the 

talent, such as making workers feel that they are valued and actively engaged needs not to 

be over emphasised.  These assertions are in harmony with the results of several studies 
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that have affirmed that personnel policies and human resources development practices 

have significant impact on workers retention (Yazinski, 2009; Haider, et al., 2015).  

 

Tahir (2015) intimates that empowerment of employees needs to involve delegation of 

some level of authority for decision making to employees of the organisation. Above all, as 

Ongori and Shunda (2008) suggest, empowerment of employees should enhance job 

enrichment, opportunities for employees input and contribution, and control over one’s 

personal developmental growth. According to Dobre (2013) and Gollin and Kaji (2015), 

worker motivation, while may be driven by several factors, such as conditions of work 

environment, and salaries, empowering employees for personal developmental growth 

appears to derive higher levels of employee motivation. This assertion was strongly 

supported in this current study.  

 

5.3 Limitations of the Study 

 

The study focused on Nedbank Wealth Cluster in the province of Western Cape. The scope 

of the study was limited to the case study in question. As a result, the results may not be 

objectively generalisable to the rest of the Nedbank Divisions throughout the country.  

 

5.4 Conclusion 

 

Chapter Five covered the discussion of the study results, that was conducted on the effect 

of skill management measures put in place by Nedbank Wealth Cluster in the Western 

Cape Province on the performance of its workers and the strategies that the Division uses 

to retain the talent. The results discussed were obtained from the descriptive statistical 

analysis of data and testing of the cited hypotheses that were done in chapter 4. Chapter 6 

covers the conclusion and recommendations for solving the research problem and 

suggestions for future studies.    
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CHAPTER SIX: CONCLUSION AND RECOMMENDATIONS 

 

6.1 Introduction 

 
Chapter Six concludes the case study and makes commendations drawn from the 

discourse of the results done in the preceding chapter. The purpose of the conclusion  is to 

tie up the research objectives with the results obtained. Following the conclusion section is 

the implications of the study in terms of the contribution of the study to knowledge and 

practical solutions recommended to the Nedbank Division of Private Wealth management 

regarding talent management, performance of employees and retention strategies. 

Recommendations for further future research are outlined and the summary concludes the 

chapter.   

 

6.2 Conclusion of the Study 

 

Investigation of talent management strategies that Nedbank Private Wealth Cluster uses to 

enhance performance of workers; determination of talent management impact on the 

performance of workers; examination of other aspects that might result in the perfection of 

the workers functioning; establishing the current employee retention strategies that the 

Division is using and suggesting what improvements could be made on the strategies to 

retain workers at the Division were the main objectives of this study.  

 

Objective 1: Investigation of talent management strategies that the Nedbank Division 

of Private Wealth uses to enhance functioning of workers    

 

The outcomes of the study attest that the Nedbank Division of Private Wealth empowers its 

workers to take direct responsibility for their personal developmental growth as part of its 

strategies to manage talent and enhancement of performance of its workers. The division 

places its employees on career planning paths as well, a way of empowering them. This 

strategy is in harmony with several studies conducted on the phenomenon. These studies 

emphasised on the importance of management support and commitment to successful 

implementation of talent management. There are sound measures put in place by the 

Division to attract potentially highly talented employees, with clear policies for promoting 
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these employees when they are due for promotion. The Division workers are reasonably 

happy with the organisational environment that is fertile for training and development to 

enhance workers contribution to the achievement of the organisation’s strategic goals. To 

achieve the intended talent management and retention of the best talent objectives, the 

Division complies with the organisational personnel policies to ensure fairness in the 

administration of skill management and its retention.  According to the results obtained, 

study objective one was achieved.    

 

Objective 2: Determination of talent management impact on the performance of 

workers at the Nedbank Division of Private Wealth   

 

The level of autonomy that the Division gives to its talented employees to exercise their 

innovative ideas seems to be paying dividends. This strategy of nurturing talent in the 

Division allows and gives employees substantial autonomy to make decisions that directly 

affect their performance. The management of the Division uses tools such as instruments 

for performance reviews to measure the bearing of talent supervision on the enactment of 

workers.  Therefore, the research concludes that objective two was achieved.  

 

 

Objective 3: Examination of other factors that could result in the improvement of the 

performance of workers  

 

Rewarding outstanding worker performance remains on the table as a strong contestant for 

other factors that could be used to improve the performance of the employees in the 

Division. On the other hand, poor performance needs to be managed for improvement, 

while compensation for outstanding employee performance is considered as another factor 

that could be used to improve performance of workers in the Division. Above all more 

management support of employees’ efforts to improve their performance is critical for the 

Division its achievement of its strategic goals and attainment of sustainable competitive 

advantage.   The study concludes that objective three was achieved.  
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Objective 4: Establishing the current employee retention strategies that the Division 

is using    

 

Organisational culture contributes significantly in retaining organisational talent. As the 

organisational culture develops and evolve with time, so does the entrenchment of 

employees’ attachment to the organisation. The Division seems to be having a mature 

organisational culture that has over time helped in retention of outstanding talent. Sticking 

out the most was the cultural values and believes of the Division that the employees are 

easily buying into. The results of the study are in harmony with literature, which suggest 

that organisational culture, comprising of both, workers relationships and organisational 

values, directly influences the retention of talented employees.  Therefore, the conclusion 

drawn is that objective four was achieved.  

 

 

Objective 5:  Suggesting what improvements could be made on the strategies to 

retain workers at the Division     

 

No matter how effective systems or practices may seem to be working and achieving the 

intended or desired outcomes, there is always room for improvement. While the Division 

has measures in place to retain talented workers, there is need for much more improvement 

in this regard, particularly consideration of strategic mix or combination of monetary and 

non-monetary retention strategies that the Division could engage in to improve the retention 

ability and capability of the Division.    

 

The indication by some respondents that they would rather remain in the Division for as 

long as it takes creates a room for optimism that when the Division invests in doing more 

that can be beneficiary to both employees and the organisation on a mutual basis. 

Cultivation of sense of loyalty among employees is critical for the Division to focus on as 

means to continuously improve its retention capability in harmony with literature, which 

reveals that employee satisfaction with retention measures put in place positively and 
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significantly correlates with employee loyalty to organisations.  Therefore, from the narrative 

above, the study concludes that objective five was achieved.  

  

6.3 Implications of the Study  
 

• The study extends academic debate in the field of talent management in particular.  

This case study offered an opportunity for understanding the contextual 

organisational dynamics that lead to differing approaches on some organisational 

management practices such as talent management.  There is room for future 

academic debate on how some organisations in the banking and financial sector 

practise skill administration in the manner they do.  

• The study also pursued to contribute potential practical solutions to the challenge 

and problem of managing talent and how best to retain it, that could come handy to 

the management of Nedbank Private Wealth Cluster in the Western Cape.  

 

6.4   Recommendations for Managers of the Organisation 

  

• Several studies have revealed that the banking sector in particular is faced with 

serious challenges of labour turnover. The Nedbank Division of Private Wealth is no 

exception, it has in the past experienced its own share of these challenges. It is 

recommended that management of the Division needs to take a closer look into the 

current strategies that are put in place to manage talent and retaining it in context of 

the current dynamic environment and the strategies that the organisation wants to 

achieve. 

• Specifically, there is a need for the management of the Division to come up with 

more measures and strategies that are not monetary in nature to compliment the 

monetary rewards and benefits that the organisation is offering, as compensation for 

outstanding employee performance. This being informed by the results of the study 

that have been in harmony with several studies conducted in the past.  Most of these 

studies have disputed the fact that monetary rewards alone motivate workers for 

higher performance.  
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• While measures are put in place to consistently give employee performance 

feedback and compensation for outstanding performance, it is recommended that 

the Division should strengthen the current measures to manage poor performance 

and should further strengthen the performance review mechanism so that they are 

able to give adequate information and accurate employee performance feedback 

that focuses more on highlighting the employees strengths and weaknesses.   

 

6.5   Recommendations for Future Study  
 

• The study utilised a homogenous population and a sample that is a typical case 

study bearing similar characteristics. In other words, a diversified representative 

sample would have covered a heterogeneous and wider scope to give the industrial 

characteristics for example. As a result, the findings cannot be objectively 

generalized to the financial industry or the banking sector at large. Potential future 

studies could cover a broader scope of the sample comprising different banking or 

financial sector division products.  

• It is further recommended that future research be conducted in other industries in 

order to appreciate how other industries manage their talent and how they are able 

to retain their talent for the benefit of the organisations.   

• The study recommends that the future research be done on grounded theory design 

to possibly develop a theory or model for talent management and employee retention 

that typically takes into account the contextual characteristics of the subject of the 

study. Typical qualitative studies have the ability to achieve the intended objective.  

 

6.6 Summary 

 

The study sought to answer the following questions: what talent management strategies 

does the Nedbank Division of Private Wealth use to enhance performance of workers,  what 

effect does talent administration have on the workers performance at Nedbank Private 

Wealth, what other factors could improve performance of workers, what employee retention 

strategies is the Division currently using, and what improvements could be made on the 
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retention strategies of the Nedbank Wealth Cluster. This study believes that data collected 

was sufficient to help adequately answer the study research questions.   
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Appendix 1: Letter of Informed Consent 
 

 

INFORMED CONSENT FORM 

 

Thank you for agreeing to participate in this study. This form details the purpose of this 
study with the University of KwaZulu Natal, a description of the involvement required and 
your rights as a participant. 

 

The purpose of this study is:  

• To understand how will the organization secure and retain the high-performing 
individuals 

 

The benefits of the research will be: 
 

• To better understand the appropriate holistic talent management system that 
addresses wider concerns such as escalating costs, performance management, 
connecting employees to the organization 

• To identify significant components that could help in reducing the high staff 
turnover rate that is currently existing 

 
You are encouraged to ask questions or raise concerns at any time about the nature of 
the study or the methods I am using. Please contact me at the e-mail address or 
telephone number listed below. 

 

The Questionnaire is to be used and there may be additional follow-up/clarification 
through email, unless otherwise requested by participant. Privacy will be ensured through 
confidentiality. If participant wishes for the use of her full name in the study, this request 
will be adhered to as well. Participation is voluntary and the participant has the right to 
withdraw at any time. 
 
A summary of the results will be available to participants upon request.  Please contact 
researcher with any questions or concerns. 
 
The study is anonymous, and no one will be able to link your responses back to you.   
 
If you have any concerns about your treatment as a participant in this study you can 
call the HSSREC Research Office on (031) 260 8350. 
 

Signature of Participant 

 

Signature of Researcher 
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Phumzile Ngcobo 

Cell No. 0823602123 

204518598@stu.ukzn.ac.za / 

phumzilengc@nedbank.co.za 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

mailto:204518598@stu.ukzn.ac.za
mailto:phumzilengc@nedbank.co.za
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Appendix 2: Questionnaire 

 

 

 
  
  
 

QUESTIONNAIRE 
 

 

TALENT MANAGEMENT QUESTIONNAIRE AT NEDBANK PRIVATE WEALTH 
 
This questionnaire is intended to investigate the impact of talent management on 
employee performance and retention strategies in this cluster. This information will 
enable the organization to identify factors that would help in retaining employees and 
improve the overall performance. The primary data gathered is only for academic 
purposes. Data will be kept anonymous and confidential, should the respondent request 
this. Your participation in this study is highly appreciated. 

 

Instructions to Respondents 

Answer all questions. 

Place only one √ or circle for each answer. 

Please do not leave any question/statement blank. 
 
 

 

Section A: BIOGRAPHICAL INFORMATION 
 

 

1. Please indicate your age. 
 

1.1 Under 25  

1.2 25 – 30  
1.3 31 – 35  
1.4 36 – 40  
1.5 41 – 45  
1.6 46 – 50  
1.7 51 – 55  
1.8 56 – 60  
1.9 > 61  

 
 
 

2. Please indicate your gender. 
 

 

2.1 
 

Male 
 

 

2.2 
 

Female 
 

 
 
 

3. Please indicate your length of service at the Nedbank Private Wealth Division. 
 

3.1 Less than 1 year  

3.2 1 – 5 years  
3.3 6 – 10 years  
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3.4 11 – 15 years  
3.5 16 – 20 years  
3.6 21 – 25 years  
3.7 26 – 30 years  
3.8 31 – 35 years  
3.9 Over 36 years  

 
 
 

1. Please indicate your highest educational qualification obtained. 
 

4.1 National Diploma or equivalent  

4.2 Bachelor’s Degree or equivalent  

4.3 Honours Degree or equivalent  

4.4 Master’s degree or equivalent  

4.5 Others  
 

 
 
 
 

SECTION B 
 
 

2. In respect to talent management, which of the following statement best describe 

your response? 
 
 

 
Please indicate the extent to which you  agree  or 

disagree with the following statements by ticking one 

number for each question. 

S
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D
is
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A
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 5.1  Talent management is implemented successfully in  1 2 3 4  5 

 this organisation to advance employees. 

5.2 I feel empowered  to take responsibility of  my 

personal development. 

1 2 3 4 5 

 5.3  My inputs, suggestions and ideas are valued.  1 2 3 4  5 

       
5.4 I have an idea about my career plan in the next 12 1 2 3 4 5 
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 months in the organisation.      

 5.5  This organisation attracts highly talented  1 2 3 4  5 

 employees. 
5.6 I am satisfied with my chances of promotion. 1 2 3 4 5 

 5.7  This is a good place for training and development.  1 2 3 4  5 

  
5.8 I  understand my role and  how I  can help the 

organisation to achieve its aims. 

1 2 3 4 5 

 5.9  I  am  satisfied by the organisation’s  personnel  1 2 3 4  5 

 policies.      
5.10 My manager supports my personal development so 

that I can reach my full potential. 

1 2 3 4 5 

 

1. In relation with employee performance, which of the following statements 

best describes your response? 
 
 
 

 
Please indicate the extent to which you  agree  or 

disagree with the following statements by ticking one 

number for each question. 
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 6.1  I receive regular feedback on my performance.  1 2 3 4  5 

  
6.2 I am motivated to contribute more than is usually 

required. 

1 2 3 4 5 

6.3 I am involved in decision making that affect my  1 2 3 4  5 

 performance. 

6.4 The performance review process provides me with 

accurate information about  my strengths and 

weaknesses. 

1 2 3 4 5 
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6.5 In the organisation,  people  are rewarded for  1 2 3 4  5 

 outstanding performance. 

6.6 I always reach my performance target. 1 2 3 4 5 

 6.7  Poor performance is adequately managed.  1 2 3 4  5 

  
6.8 I perform well because I am satisfied by what I earn. 1 2 3 4 5 

 6.9  I cannot perform well due to a lack of resources.  1 2 3 4  5 

  
6.10 I  perform  well  because  I  have  a supportive 

supervisor. 
1 2 3 4 5 

 

 
 
 
 

1. In respect to retention strategies for employees, which of the following 

statement best describes your response? 
 

 
Please indicate the extent to which you  agree  or 

disagree with the following statements by ticking one 

number for each question. 
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7.1 I rarely think about leaving this organisation to work  1 2 3 4  5 

 somewhere else. 

  
7.2 The  organisation’s  culture   helps  to  retain 

employees. 

1 2 3 4 5 

7.3 Given  the opportunity, I  tell  others great  things  1 2 3 4  5 

 about working here. 

  
7.4 There are measures to retain employees in this 

organisation. 
1 2 3 4 5 

7.5 At this point, remaining with my organisation is a  1 2 3 4  5 

 matter of necessity as much as desire.      

        
7.6 One of  the major  consequences of  leaving  my 1 2 3 4 5 
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 organisation is the scarcity of available alternatives.      

7.7 If I got another offer for a better job elsewhere I  1 2 3 4  5 

 would not feel it was right to leave my organisation. 

  
7.8 One of the major reasons that I continue working for 

this  organisation is  that I  believe  that  loyalty is 

important and thus I feel a sense of moral obligation 

to remain here. 

1 2 3 4 5 

 7.9  The retention strategies in this organisation are  1 2 3 4  5 

 satisfactory. 

        
7.10 I see myself within the organisation in the next 5 

years. 

1 2 3 4 5 

 
 
 
 

Thank you for your cooperation. 
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Appendix 3:  Ethical Clearance 

 

 

 

 

 
 

 
UNIVERSITY  OF 

KWAZULU-NATAL 
 

INYUVESI 

YAKWAZULU-NATALI 
 

 
 

23 October 2019 
 

 
Mrs Phumzile Princess Ngcobo (204518598) 

Grad School Of Bus &Leadership 

Westville Campus 
 

 
Dear Mrs Ngcobo, 

 

 
Protocol reference number: HSSREC/00000639/2019 

Project title: Impact of Talent Management Processes on Organizational Productivity in the Banking Industry 
 

 

Full Approval - Expedited Application 
 

 
This letter serves to notify you that your application received on 13 June 2019 in connection with the above, was 

reviewed by the Humanities and Social Sciences Research Ethics Committee (HSSREC) and the protocol has been 

granted FULL APPROVAL 

 
Any alteration/s to the approved research protocol i.e. Questionnaire/Interview Schedule, Informed Consent 

Form, Title of the Project, Location of the Study, Research Approach and Methods must be reviewed and 

approved through the amendment/modification prior to its implementation. In case you have further queries, 

please quote the above reference number. PLEASE NOTE: Research data should be securely stored in the 

discipline/department for a period of 5 years. 

 
This approval is valid for one yearfrom 23 October 2019. 

To ensure uninterrupted approval of this study beyond the approval expiry date, a progress report must be 

submitted to the Research Office on the appropriate form 2- 3 months before the expiry date. A close-out 

report to be submitted when study is finished. 

 
Yours sincerely, 

 
 
 
 

 
-------- 9-"-- -------------------------------------- 

rP Dr  Rosemary  Sibanda  (Chair) 

 
/dd 

 
 
 
 
 
 
 
 
 

 
Humanities & Social Sciences Research Ethics Committee 

Dr Rosemary Sibanda (Chair) 
UKZN Research Ethics Office Westville Campus, Govan Mbeki Building 

Postal Address: Private Bag X54001, Durban 4000 
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Founding Campuses; • Edgewood Howard College Medical School Pletennarltzburg • Westvlle 
 

INSPIRING GREATNESS 




	Phumzile Ngcobo 204518598 FINAL DRAFT DISSERTATION
	Turnitin

