
 

MIDOCEAN university   

 College of Management 

Department of Business Administration 

 

 

 

 

 

Analyzing the Connection Between Talent Management Practices, Employee 
Engagement Levels, and Organizational Performance in Public and Private 

Sector Organizations in Saudi Arabia 

 

 

Prepared by student:  

Mutaz Abu Sabt 

 

Supervised by:  

Dr. Al Faisal Abdulhamid 

Dr. Fayiz Jarad 

 

 

Academic year  

2024-2025 

 

 

 

 

 

 



List of content  

 
Chapter 1.  
1.1 Introduction 7 
1.2 Problem Statement 8 
1.3 Significance of the Study 11 
1.4 Research Objectives 11 
1.5 Research Questions 12 
1.6 Research Hypothesis 12-14 
1.7 Research Approach 14  
 
Chapter 2.  
2.1 Introduction 16 
2.2 Previous Studies 16-17 
2.3 Theoretical Framework 17 
 
Chapter 3  
3.1 Introduction 19 
3.2 Methodology 19  
3.3 Research Approach 19  
3.4 Research Design 20 
3.5 Survey Design 21 
3.6 Theoretical Concept 22 
3.7 Model Plan 22 
3.8 Research Instrument 24 
3.9 Method of Analysis 24  
3.10. Data Collection 24  
3.11. Data Validity and Reliability 24 
3.12 Sample Selection and Inclusion of Participants 25  
3.13 Limitations 25  
 
Chapter 4 
4.1 Introduction 27 
4.2 Data Analysis 27 
4.3 Results 27-42 
4.4 Conclusion 41 
4.5 Recommendations 42 
References 44-55 
Appendices 47 
 
 
 
 
 
 
 
 

 



 
Acknowledgement  

 

I would like to express my sincere gratitude to all those who have supported me 
throughout the course of this research. 

I am deeply grateful to Midocean for providing the resources and environment that 
made this research possible. My sincere thanks go to the faculty and staff for their 
assistance and encouragement throughout my academic journey. 

I would like to extend my appreciation to all the participants who took the time to 
contribute to the study. Without their cooperation and willingness to share their 
experiences, this research would not have been possible. 

A special thanks to my colleagues, friends, and family for their constant support, 
understanding, and patience during the course of this project. Their 
encouragement and belief in me have been a constant source of motivation. 

Lastly, I am thankful to all those who provided technical assistance, resources, or 
advice during this research. Your contributions have been greatly appreciated. 

Thank you all for your support and for making this research journey a rewarding 
experience. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

Table 4.3.1: Characteristics of participants....................................................... 30 
Table 4.3.2: Talent Acquisition ............................................................... 31 
Table 4.3.3: Talent Development ............................................................ 31 
Table 4.3.4: Talent Retention .............................................................. 32 
Table 4.3.5: Employee Engagement ........................................................... 32 
Table 4.3.6: Organizational Performance .................................................... 33 
Table 4.3.7: Talent Management Predictors of Employee Engagement 
.............................................................. 35 
Table 4.3.8: Talent Management Predictors of Organizational Performance 
..................................................... 35 
Table 4.3.9: Mediating Effect of Employee Engagement on the Relationship 
Between Talent Management Practices and Organizational Performance Indicators 
............................................................ 35 
Table 4.3.10: Factor and Internal Consistency .......................................................... 
36 
Table 4.3.11: SEM Estimate ............................................................... 37 
Table 4.3.12: Sub-Hypotheses Testing Results ...................................................... 
39 
Table 4.3.13: Hypotheses Testing Results .......................................................... 39 

 

 

Figure 1.1.1: Conceptual framework: talent management and its influence on 
organizational 
performance (Čizmić & Ahmić, 2021) 
………………………………………………………………………………………………
…….…….8 
 
Figure 1.1.2: Descriptive statistics and the correlation matrix, estimation of the 
model (Al Aina & 
Atan, 2020) 
………………………………………………………………………………………………
…………………………………………….……….9  

Figure 3..7.1: Conceptual 
Model…………………………………………………………………………………………
..……………………… 23  

Figure 4.3.1: Correlation Matrix between Scale Components 
……………………………………………………………….……34  
 
Figure 4.3.2 Structural Equations Model 
………………………………………………………………………………………………..
……38 

 

 

 



Abstract  

Background: In today’s business landscape, talent management and employee 
engagement are widely recognized for their role in improving organizational 
performance. However, there remains a research gap in understanding their 
empirical relationship within Saudi Arabian workplaces (Dayel et al., 2020). This 
study seeks to fill that gap by exploring how these factors contribute to 
organizational performance in Saudi Arabia. 

Purpose: The study aims to examine the link between talent management, 
employee engagement, and organizational performance by addressing key 
questions: What is the relationship between talent management and employee 
engagement? How do these practices influence performance? To what extent does 
employee engagement mediate this relationship? 

Research Design and Methodology: A quantitative approach was used to analyze 
the interaction between these variables. Data were gathered from employees 
across various industries in Saudi Arabia through structured surveys employing 
stratified probability sampling. The survey featured Likert scale items assessing 
talent management, employee engagement, and organizational performance. 
Statistical techniques, including correlation and regression analyses, were applied 
for data analysis. 

Findings: The results revealed a strong positive correlation between talent 
retention and organizational performance, with employee engagement playing a 
mediating role. While talent acquisition and development had a less direct impact, 
their effects were still positively influenced by engagement. These findings 
emphasize the critical role of talent retention in sustaining high levels of 
engagement and enhancing performance. 

Practical Implications: The study highlights that effective talent retention strategies 
in Saudi Arabia can significantly enhance employee engagement and overall 
organizational performance. The insights gained can help organizations design 
targeted talent management practices to boost productivity and competitive 
advantage. 

Originality/Value: This research offers novel empirical evidence on the relationship 
between talent management, employee engagement, and organizational 
performance in Saudi Arabia. It addresses an essential research gap and provides 
practical recommendations for improving talent management strategies. 

Limitations and Future Research Directions: A key limitation of this study is its 
cross-sectional design, which restricts causal inferences. Future research should 
adopt longitudinal approaches and explore different regions to enable comparative 
analysis. Overcoming these limitations can further refine talent management 
practices and contribute to global organizational performance improvements. 
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1.1 Introduction  



Talent management and employee engagement have become increasingly 
important in driving organizational performance (Kamel, 2019). Studies show that 
well-executed talent management strategies can lead to higher employee 
engagement, which positively affects overall performance (Hongal & Kinange, 
2020). Engaged employees are often more productive, making engagement a key 
factor in organizational success (Payambarpour & Hooi, 2015). 

With rising competition and a limited pool of skilled professionals, organizations are 
placing greater emphasis on attracting, developing, and retaining talent while also 
building work environments that encourage engagement (Oladimeji et al., 2023; 
Urme, 2023). Retention and employee development are now seen as essential 
components of long-term success. 

There is growing agreement that talent management, engagement, and recognition 
contribute meaningfully to performance across different organizational contexts 
(Masri & Suliman, 2019). However, the specific relationship between these 
elements and how they affect outcomes still requires further clarification. For 
example, while Figure 1.1.1 proposes certain links, it’s not yet confirmed whether 
those factors have a direct and measurable influence on performance. 

Talent management typically includes practices such as attracting, hiring, 
developing, and retaining skilled individuals. These practices are especially critical 
for organizations competing in fast-changing industries where talent is scarce 
(Ifeoma et al., 2015). 

  

 

Figure 1.1.1: Conceptual framework: talent management and its influence on 
organizational 
performance (Čizmić & Ahmić, 2021) 
 

 

Within talent management practices, it is evident that learning and development 
strategies, along with career management, have more significant and statistically 



noteworthy impacts on sustainable organizational performance compared to talent 
attraction and retention. Which indicates that investing in employee learning and 
development initiatives and adopting effective career management strategies are 
essential for organizations aiming to improve their long-term performance and 
sustainability (Al Aina & Atan, 2020). 

 

Figure 1.1.2: Descriptive statistics and the correlation matrix, estimation of the 
model (Al Aina & 
Atan, 2020) 
 

 

However a clearer understanding of how talent management, employee 
engagement, and organizational performance are connected is still needed, 
especially in the context of Saudi Arabian workplaces. This study addresses that 
gap by using a quantitative approach to examine the relationships between specific 
talent management practices, levels of employee engagement, and key 
performance outcomes. The goal is to offer practical insights that can help 
organizations strengthen their talent strategies and improve overall effectiveness. 
 
 

 

 

 

 

 

 



 

1.2 Problem Statement 

Adeoye and Adong (2023) suggest that a strong research problem should address 
a gap in existing knowledge, which often stems from limited data or weak 
methodologies that prevent clear conclusions (Ajemba & Arene, 2022). 
Recognizing such gaps helps guide future research efforts and contributes to 
advancing the field (Chand, 2023). 

In today’s competitive landscape, the shortage of skilled professionals has 
intensified the race among organizations to attract and retain talent (Dalayga et al., 
2017). While hiring is essential, many companies face a deeper challenge: how to 
balance talent acquisition with fostering genuine employee engagement. Long-
term success depends not just on bringing in qualified individuals, but also on 
keeping them engaged and committed (Dahshan et al., 2018). 

The growing demand for specialized talent, coupled with a shrinking supply, has 
increased pressure on organizations. Strategic talent placement—putting the right 
people in the right roles at the right time—has become a key factor in driving 
performance (Rabbi et al., 2015). At the same time, companies are finding it harder 
to retain high-performing employees, especially as global competition and mobility 
increase (Mohamad Mazlan & Jambulingam, 2023; Amankwah-Amoah, 2020). 
With greater freedom to change jobs or locations, skilled employees are less tied to 
traditional ideas of job stability. Their departure can bring significant operational 
and financial costs, making talent retention strategies more critical than ever 
(Rexhepi & Vladi, 2015). 

This study addresses the lack of empirical research that connects talent 
management, employee engagement, and organizational performance in a unified 
framework. Although each of these elements has been studied on its own, there is 
a need for a clear, data-driven understanding of how they interact and influence 
each other. The key research question guiding this study is: 

What is the most effective balance between talent management practices and 
employee engagement levels in driving organizational performance? 

 

 

1.3 Significance of the Study 

This study adds value by exploring how talent management and employee 
engagement affect organizational performance, focusing on Saudi workplaces 
where research is still limited. It helps fill a gap in understanding how these 
elements work together and offers practical insights for improving HR strategies. 
The findings can support companies in attracting and retaining talent, boosting 
engagement, and improving results. HR professionals, managers, and 
policymakers can use the insights to make better decisions and shape more 



effective practices suited to the local market. This research also strengthens 
academic knowledge by offering real data from the Saudi context. 

 

1.4 Research Objectives 

This research aims to understand how talent management and employee 
engagement influence organizational performance. To support this, the study sets 
out the following objectives: 

• Examine the link between talent management practices and employee 
engagement 

• Measure employee engagement levels in Saudi organizations 
• Analyze current talent management practices in Saudi Arabia 
• Assess how both talent management and engagement impact performance 
• Offer practical recommendations to improve HR strategies and outcomes in 

Saudi workplaces 

 

1.5 Research Questions 

The research questions guiding this study are: 

1. How are talent management, employee engagement, and organizational 
performance related? 

2. What’s the link between talent management practices and employee 
engagement? 

3. How do talent management and engagement impact organizational 
performance? 

4. What’s the connection between engagement and performance? 
5. Which talent management practices have the strongest effect on 

performance? 
6. Does employee engagement mediate the relationship between talent 

management and performance? 

 

1.6 Research Hypothesis 

To achieve the study’s objectives and answer the research questions while 
attempting to bridge the identified gap, several hypotheses are proposed. These 
hypotheses stem from a comprehensive review of existing literature, including both 
historical and recent research on the relationships between talent management 
practices, employee engagement levels, and organizational performance. Below is 
a detailed presentation of the formulated hypotheses: 

 

Hypothesis 1: 



• 1a: There is a significant positive relationship between talent management 
practices and 

employee engagement levels. 

Sub-Hypotheses: 

- 1.1a: Talent acquisition practices significantly positively influence employee 

engagement levels. 

- 1.2a: Talent development practices significantly positively influence 
employee 

engagement levels. 

- 1.3a: Talent retention practices significantly positively influence employee 

engagement levels. 

Hypothesis 2: 

•  2a: There is a significant positive relationship between talent management 
practices and 

organizational performance indicators. 

Sub-Hypotheses: 

- 2.1a: Talent acquisition practices significantly positively influence 

organizational performance indicators. 

- 2.2a: Talent development practices significantly positively influence 

organizational performance indicators. 

- 2.3a: Talent retention practices significantly positively influence 
organizational 

performance indicators. 

Hypothesis 3: 

• 3a: There is a significant mediating effect of employee engagement on the 
relationship 

between talent management practices and organizational performance indicators. 

Sub-Hypotheses: 

- 3.1a: Employee engagement significantly mediate the relationship between 
talent 

acquisition practices and organizational performance indicators. 

- 3.2a: Employee engagement significantly mediate the relationship between 
talent 



development practices and organizational performance indicators. 

- 3.3a: Employee engagement significantly mediate the relationship between 
talent 

retention practices and organizational performance indicators 

 

 

 

1.7 Research Approach 

The study uses a quantitative approach based on survey data from employees 
across various sectors in Saudi Arabia. It applies statistical tools like correlation 
and regression to explore how talent management affects employee engagement 
and how both influence organizational performance. Control variables are included 
for accuracy. 

 

By targeting diverse industries and using strong sampling techniques, the study 
ensures generalizability and reliability. The findings aim to support better HR 
decisions and highlight how strategic talent management boosts engagement, 
retention, and overall organizational success. 
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2.1 Introduction 

Talent management, employee engagement, and organizational performance are 
essential components of organizational success, especially in competitive business 
environments. As the job market continues to face growing challenges, 
implementing effective talent management strategies and employee engagement 
initiatives has become critical to sustaining performance and achieving long-term 
goals. 

Previous research has examined the connections between these elements, 
showing how talent management improves organizational outcomes, how 
employee engagement enhances productivity, and how the limited supply of skilled 
professionals poses challenges. Studies also highlight the importance of learning 
and development for long-term growth, as well as the need for strong talent 
retention strategies in a globally competitive job market. 

This study expands on existing research by exploring the connections between 
talent management, employee engagement, and organizational performance, 
specifically within the Saudi Arabian workplace. It aims to offer empirical insights 
into how employee engagement influences the impact of talent management on 
performance, addressing a key gap in the literature relevant to the region’s unique 
economic and cultural setting. 

 

2.2 Previous Studies 

Several studies have explored the relationships between talent management, 
employee engagement, and organizational performance, underlining their 
collective impact on organizational success in today’s competitive business 
environment. 

1. Talent Management and Organizational Performance: Kamel (2019) 
stressed the importance of talent management in enhancing organizational 
outcomes. Similarly, Hongal and Kinange (2020) provided empirical support 
showing that effective talent management improves both engagement and 
performance. 

 

2. Employee Engagement and Productivity: Payambarpour and Hooi (2015) 
found that engaged employees contribute more to productivity. Their 
findings indicate a clear link between higher engagement and better 
individual and organizational outcomes. 

 

3. Challenges in Talent Availability: Oladimeji et al. (2023) discussed the 
ongoing shortage of skilled professionals, urging organizations to focus on 
retaining and developing internal talent to stay competitive. 



 

4. Learning and Development: Al Aina and Atan (2020) demonstrated that 
investment in employee learning and career growth has a positive, 
measurable impact on sustainable performance, making it a vital component 
of long-term success. 

 

5. Global Competition and Talent Retention: Amankwah-Amoah (2020) 
highlighted the increasing pressure from global job markets, noting that 
companies must prioritize retention strategies to combat high turnover and 
protect organizational knowledge and performance. 

 

2.3 Theoretical Framework 

This study is grounded in the connection between talent management, employee 
engagement, and organizational performance. These three elements are key to 
driving growth and sustainability in today’s competitive business environment. With 
talent shortages and rising demands for high-performing teams, understanding 
how these factors influence each other is essential. 

The framework explores how effective talent management can boost engagement 
and how engaged employees contribute to better performance. It also investigates 
whether engagement acts as a bridge between talent strategies and outcomes. By 
focusing on the Saudi Arabian context, the study offers fresh insights into how 
these relationships play out in a unique cultural and economic setting, addressing 
a gap in the current literature. 
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3.1 Introduction 

This study uses a structured research strategy to explore the links between talent 
management, employee engagement, and organizational performance. A model 
will be built based on existing literature and tested through a detailed questionnaire 
using established measurement tools. Data collected will be analyzed using 
statistical methods like correlation and regression to draw insights and suggest 
practical actions. 

The research follows a quantitative approach, using surveys to gather data from 
employees at different levels. These surveys will focus on key themes like talent 
practices, engagement, and performance. With a specific focus on Saudi Arabia, 
the study aims to offer valuable guidance for improving organizational 
effectiveness and employee motivation. 

 

3.2 Methodology 

The research strategy employed in this study involved the development of a 
comprehensive model based on existing literature and established theories. The 
aim was be to assess the model’s validity through the administration of 
questionnaires utilizing well-established measurement scales. To achieve this, an 
extensive review of the relevant literature was conducted, considering all variables 
encompassed by the model. 
 
To construct the questionnaire, a diligent exploration of various measurement 
scales was undertaken. Attention was  given to adapting and modifying the 
questions to encompass all relevant factors within the model. Following this, a 
sample was selected, and the questionnaires was  distributed among the 
participants. Subsequently, statistical analysis was performed on the collected 
data, facilitating a detailed examination and interpretation of the findings. The 
insights garnered from the analysis was then be comprehensively discussed. The 
final part of the thesis provided recommendations and conclusions based on the 
research findings. These recommendations served to inform future practices and 
initiatives in the field, while the conclusions summarized the key findings and 
implications of the study. 

3.3 Research Approach 

This study uses a quantitative approach to examine how talent management and 
employee engagement affect organizational performance in Saudi Arabia. Data is 
gathered through employee surveys and supported by financial information for 
deeper analysis. 

A stratified probability sampling method ensures diverse representation. The data 
is analyzed using correlation and regression techniques to identify key patterns, 
aiming to offer practical insights for improving HR strategies and organizational 
outcomes. 



 

3.4. Research Design 

This study adopts a quantitative research design to explore the links between 
talent management, employee engagement, and organizational performance in 
Saudi Arabia. The decision to use this approach stems from the need for objective, 
data-driven conclusions that reduce bias and support theory testing. 

Primary data is collected via employee surveys, with financial data used as 
secondary support. A stratified probability sampling method ensures broad 
representation. The data is analyzed using statistical tools like correlation and 
regression, offering a structured way to test the model and evaluate the mediating 
role of employee engagement. 

3.5. Survey Design 

In quantitative research, surveys provide a structured method for systematically 
gathering information on a specific topic. This process involves collecting data from 
a targeted population using tools like questionnaires or interviews, followed by 
quantitative analysis. Questionnaires are particularly beneficial due to their ease of 
digital distribution, cost-effectiveness, and time efficiency (Yavuz, 2023). However, 
they also come with limitations, such as rushed responses, lack of follow-up 
questions, and potential data analysis complexities. Additionally, the impersonal 
nature of questionnaires may hinder deeper engagement with respondents (Yavuz, 
2023). 

The survey begins with an introductory section that outlines the purpose and 
significance of the research. It emphasizes the importance of participant 
cooperation and ensures strict confidentiality, stating that all collected data will be 
used exclusively for research purposes. The consent section clearly explains the 
voluntary nature of participation, privacy safeguards, and how the data will be 
utilized, enabling participants to make an informed decision before proceeding. 

The questionnaire is divided into three main sections: 

1. Talent Management 

2. Employee Engagement 

3. Organizational Performance 

Each section contains Likert scale questions, allowing participants to express their 
opinions and perceptions on various aspects of these topics. This format enables 
quantitative analysis, helping to identify trends and patterns within the data. 

Additionally, the survey includes demographic questions to capture details such as 
age, gender, educational background, organization type, and job position. These 
factors provide deeper insights and help assess potential variations in responses 
based on participant profiles. 



Overall, the survey design is comprehensive, covering key areas of interest and 
utilizing appropriate measurement tools. It follows a structured approach to collect 
data on talent management, employee engagement, and organizational 
performance, contributing to a better understanding of these factors within the 
Saudi Arabian context. 

 

3.6 Theoretical Concept 

This part of the study focuses on the theoretical foundation behind the relationship 
between talent management, employee engagement, and organizational 
performance. Using a quantitative approach, the study aims to understand how 
talent management practices influence performance—specifically within the Saudi 
Arabian work environment. Many past studies have explored these links and 
offered useful insights into how organizations can improve outcomes (Hongal & 
Kinange, 2020). 

Some research, like Almazrouei and Dahalan (2022), highlights the importance of 
smart hiring and how selecting the right people contributes to success. Others, like 
Kafetzopoulos (2022), emphasize talent development and how building employee 
skills directly impacts performance. Mazlan and Jambulingam (2023) focus on 
retention strategies, pointing out how keeping skilled employees supports long-
term growth. Azmy (2021) explores the role of employee engagement and how it 
drives productivity. Agaba et al. (2023) connect talent management to 
organizational success, stressing that strong talent strategies lead to better 
performance. 

Together, these studies help build a clearer picture of how talent management, 
employee engagement, and organizational performance work together—and how 
companies can use that knowledge to grow. 

 

3.7 Model Plan 

The conceptual model developed in this study examines the relationships among 
key variables: talent management (TM), talent acquisition (TA), talent development 
(TD), talent retention (TR), employee engagement (EE), and organizational 
performance (OP). 

The model outlines the assumed links between these variables, positioning talent 
acquisition, development, and retention as core components of talent 
management. It proposes that talent management directly influences both 
employee engagement and organizational performance. In addition, the model 
suggests that employee engagement may mediate the link between talent 
management and organizational performance, indicating its central role in shaping 
organizational outcomes. 

 



 

 

Figure 3..7.1: Conceptual Model 

 

 

 

 

 

 

 

 

 



3.8. Research Instrument 

A questionnaire was used as the primary tool for data collection in this study. It was 
designed and distributed through the Google Docs platform, allowing respondents 
to conveniently complete it online while maintaining safety protocols. To maximize 
participation, the link to the document was shared through various channels, such 
as student groups at Saudi Electronic University on social media, workplace 
colleagues, HR administrators in different organizations, and LinkedIn. 

3.9. Method of Analysis 

Categorical variables were presented using frequencies and percentages, while 
continuous and scale variables were presented using the mean and standard 
deviation (SD). The percentage of agreement for scale items was calculated by 
dividing the mean score by the maximum possible value (5). To test the study 
hypothesis, correlation, regression, and Structural Equation Modeling (SEM) were 
conducted. A p-value of 0.05 or less was considered statistically significant. 

3.10. Data Collection 

Primary data was collected from 303 responses through employee surveys 
designed to measure engagement levels and perceptions of talent management 
practices within their organizations. The survey questionnaire was developed 
based on established scales and validated instruments. The surveys were 
distributed electronically to selected participants, ensuring confidentiality and 
anonymity. 

3.11. Data Validity and Reliability 

The study assessed the reliability of the questionnaire items using Cronbach’s 
Alpha, a statistical measure of internal consistency that evaluates how well the 
items collectively measure the intended construct (Bonett & Wright, 2014). To 
explore the factor structure of the questionnaire, a Confirmatory Factor Analysis 
(CFA) was conducted using the Principal Component Analysis (PCA) extraction 
method. PCA is commonly used to identify underlying factors and determine the 
relationships between observed variables (Greenacre et al., 2022). 

To explore the relationships between the variables, a Structural Equation Model 
(SEM) was created using Maximum Likelihood Estimation (MLE). SEM is a 
comprehensive statistical framework that examines both observed and latent 
variables, as well as their interrelationships. MLE aims to maximize the likelihood 
of obtaining the observed data within the given structural model (Maydeu-Olivares, 
2017). 

Through the application оf these statistical techniques, this study sought to 
evaluate the 
Reliability of the questionnaire items, explore the underlying factor structure, and 
investigate the relationships between the variables of interest. These methods offer 
a rigorous and systematic 



approach to analyzing the data and deriving meaningful conclusions from the 
findings of the study. 

 

3.12 Sample Selection and Inclusion of Participants 

This study will use stratified probability sampling to select participants from various 
industries across Saudi Arabia. The sample will include employees, talent 
management professionals, and managers at different levels and functions, 
ensuring diverse and meaningful input. The sample size will be determined using 
statistical guidelines to secure adequate representation. 

Stratified sampling was selected because it provides more accurate and 
representative results by dividing the population into key subgroups and sampling 
proportionally. This method enhances efficiency, lowers sampling errors, and is 
cost-effective. It has proven reliable in large-scale studies, such as national health 
surveys in the US and UK (Parsons, 2017). 

A statistically sound sample size will be calculated based on the complexity of the 
analysis and the level of precision required.  

While the exact number depends on factors such as precision requirements and 
analysis complexity, a suitable range is estimated between 300 to 500 participants 
(Nanjundeswaraswamy & Divakar, 2021). 

 

3.13 Limitations  
 

Although this study offers meaningful insights into talent management, employee 
engagement, and organizational performance, several limitations must be 
acknowledged. First, the focus on organizations within Saudi Arabia may restrict 
the broader applicability of the findings. Second, the reliance on self-reported data 
introduces the possibility of response bias. Third, the cross-sectional design limits 
the ability to draw causal conclusions (Olufowote, 2017). 

Future research can build on this work by employing longitudinal designs to 
explore causal relationships over time. Comparative studies across industries and 
geographic contexts can enhance the generalizability of results. Incorporating 
objective performance indicators and qualitative methods may also offer richer 
insights into employee experiences. Moreover, examining the influence of cultural 
factors and tailoring the analysis to specific talent management practices could 
further deepen understanding (Gutiérrez, 2018). 

 
 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

CHAPTER 4 
 
 
 
 

 

 

 

 

 

 

 

 



 

 

4.1 Introduction 
 

The Results and Analysis section offers a detailed examination of the data 
collected and the insights drawn from the study. It identifies key patterns and 
relationships, with a particular focus on how talent management practices influence 
employee engagement and organizational performance. Through the use of 
appropriate statistical methods, this section explores the dynamics between these 
variables and how they collectively shape organizational outcomes. The findings 
are interpreted alongside existing literature, offering context and reinforcing their 
relevance to both academic and practical settings. This analysis also highlights 
actionable insights for organizations aiming to enhance their talent management 
approaches to drive engagement and improve performance. 

 

4.2 Data Analysis 
 

The collected data is analyzed using appropriate statistical methods and 
techniques. Descriptive statistics are employed to summarize the survey 
responses and the demographic characteristics of the participants. Inferential 
analysis, including correlation and regression analysis, will be conducted to explore 
the relationships between talent management, employee engagement, and 
organizational performance indicators. Statistical software such as SPSS, SPSS 
AMOS, and Excel will be used for data analysis. 

The results are presented in tables, figures, graphs, and charts. The findings are 
organized in a logical manner, aligned with the research objectives outlined in the 
report, providing a clear and concise summary of the data. 

 

4.3 Results  
 

Null Hypotheses 
 
Null Hypothesis – 1: 
• H01: There is no significant positive relationship between talent management 
practices 
and employee engagement levels. 
Sub-Hypotheses: 
o H01.1: Talent acquisition practices does not significantly positively influence 
employee engagement levels. 
o H01.2: Talent development practices does not significantly positively influence 
employee engagement levels. 
o H01.3: Talent retention practices does not significantly positively influence 



employee engagement levels. 
 
Null Hypothesis – 2: 
• H02: There is no significant Positive relationship between talent management 
practices 
and organizational performance indicators. 
Sub-Hypotheses: 
o H02.1: Talent acquisition practices does not significantly positively influence 
organizational performance indicators. 
o H02.2: Talent development practices does not significantly positively influence 
organizational performance indicators. 
o H02.3: Talent retention practices does not significantly positively influence 
organizational performance indicators. 
 
Null Hypothesis – 3: 
• H03: There is no significant mediating effect of employee engagement on the 
relationship 
between talent management practices and organizational performance indicators. 
Sub-Hypotheses: 
o H03.1: Employee engagement does not significantly mediate the relationship 
between talent acquisition practices and organizational performance indicators 
o H03.2: Employee engagement does not significantly mediate the relationship 
between talent development practices and organizational performance indicators. 
o H03.3: Employee engagement does not significantly mediate the relationship 
between talent retention practices and organizational performance indicators. 
 

Analysis of Results 

The analysis begins with a review of participants’ demographic and employment 
profiles, followed by an assessment of their responses to items related to talent 
management, employee engagement, and organizational performance. Bivariate 
analysis reveals positive correlations among the core variables, with talent 
retention emerging as the most strongly associated with organizational 
performance. 

Regression analysis identifies key predictors of employee engagement. 
Interestingly, while talent acquisition and development show negative associations 
with engagement, talent retention demonstrates a clear positive effect. The 
mediating role of employee engagement between talent management and 
organizational performance is also explored, suggesting its central role in this 
relationship. 

To confirm the reliability of the measurement scale, factor analysis and internal 
consistency tests are conducted, both supporting the scale’s validity. Finally, 
structural equation modeling highlights the significant influence of talent retention 
within the broader talent management framework and underscores the role of 
employee engagement in driving organizational outcomes. 

Participant Characteristics 



Table 4.3.1 presents an overview of the participants in the study sample. Among 
the 303 respondents, nearly half (48.2%) were aged between 25 and 34 years. 
Approximately two-thirds were male, and 61.4% held a bachelor’s degree. 
Participants employed in large enterprises accounted for 42.9%, while 38.9% 
worked in medium-sized enterprises. 

Regarding job roles, 23.8% were supervisors, 22.8% were senior employees, and 
19.8% were managers. Most participants were engaged in production and 
operations, sales, or administrative departments. Employees with 11–15 years of 
experience made up 44.2% of the sample, while 33.0% had an organizational 
tenure of 1–3 years. The average performance evaluation score was 9.1, with a 
standard deviation of 1.2. 



 

 
Table 4.3.1: Characteristics of participants 

 

 

 

 

 



Percentage of Agreement 

Tables 4.3.2 to 4.3.3present the mean scores and percentage of agreement for 
each item, along with the overall mean and agreement percentage across different 
scale domains. The overall agreement percentages were 77.6% for talent 
acquisition, 78.2% for talent development, 82.8% for talent retention, 87.8% for 
employee engagement, and 83.2% for organizational performance. 

 

 
Table 4.3.2 Talent Acquisition 

 

 

 

Table 4.3.3 Talent Development 
 

 



 

 

 

 

 

Table 4.3.4: Talent Retention 
 

 

 

 

Table 4.3.5: Employee Engagement 
 

 

 

 

 

 

 



 

 

 

 

Table 4.3.6 Organizational Performance 
 

Bivariate Analysis 

Bivariate correlations among the study components were examined using a 
correlation matrix in Figure 4.3.1. The Pearson correlation coefficients indicated a 
positive and significant relationship between the variables. The strongest 
correlation was observed between talent retention and organizational performance 
(0.88). Additionally, moderate correlations were found between talent acquisition 
and both employee engagement (0.54) and organizational performance (0.59).  A 
very strong correlation identified between employee engagement and 
organizational performance (0.92). 

 

 

 

 

 

 



 

 

Figure 4.3.1: Correlation Matrix between Scale Components 
 

Regression Analysis 

A regression analysis was conducted to identify the predictors of employee 
engagement, with results summarized in Table 4.3.7. Talent acquisition, talent 
development, and talent retention were found to be significant predictors. While 
talent acquisition and development negatively impacted employee engagement 
when controlling for talent retention, talent retention had a strong positive effect. 

Table 4.3.8 presents the regression analysis examining the impact of talent 
management indicators on organizational performance. The findings revealed a 
negative effect of talent acquisition on organizational performance. Similarly, talent 
development showed a negative correlation when controlling for other variables. In 
contrast, talent retention demonstrated a strong positive impact on organizational 
performance. 

The regression models in Table 4.3.9 were used to assess the mediating role of 
employee engagement in the relationship between talent management practices 
and organizational performance indicators. In the simple model, the coefficient for 
talent acquisition was 0.703, which decreased to 0.151 in the multiple models that 
included employee engagement. These results indicate that employee 
engagement mediates the relationship between talent acquisition and 
organizational performance. Similar findings were observed for talent development 
and talent retention. 



 

 

Table 4.3.7 Talent Management Predictors of Employee Engagement 
 

 
 
 
Table 4.3.8: Talent Management Predictors of Organizational Performance 
 
 

 
 
Table 4.3.9 Mediating effect of employee engagement, on the relationship between 
talent 
management practices and organizational performance indicators 
 
 
 
 
Factor and Internal Consistency Analysis 
 



Factor and internal consistency analysis in table 4.3.10 indicated a high degree оf 
factor 
loading and internal consistency between items іn each component оf study scale. 

 
Table 4.3.10: Factor and Internal Consistency 

 

 

 

 

Structural Equation Model (SEM) of the Variables 



Table 4.3.11 and Figure 4.2.6.1 present the factor loadings for each item and 
variable analyzed using Structural Equation Modeling (SEM). Talent retention 
exhibited the highest significant loading and the strongest impact on talent 
management. Additionally, employee engagement was found to have a significant 
effect on talent management. 

Table 4.3.11: SEM Estimate 



 

 
Figure 4.3.2 Structural Equations Model 

The empirical findings from testing the hypotheses and sub-hypotheses highlight 
the complex relationship between talent management practices, employee 
engagement, and organizational performance. The results indicate that talent 
acquisition and development do not positively impact employee engagement; 
instead, they may have a negative effect. In contrast, talent retention significantly 
enhances engagement, emphasizing the importance of maintaining a stable 
workforce to sustain high engagement levels. The validation of the primary 
hypothesis (H1a) confirms that talent management practices are positively linked to 
employee engagement, primarily due to effective retention strategies. 

Furthermore, the findings suggest that talent acquisition and development do not 
contribute positively to organizational performance and may even negatively affect 
it. However, talent retention has a strong positive impact on performance. Despite 
this, the overall relationship between talent management practices and 
organizational performance is negative, as the main hypothesis (H2a) was 



rejected. This implies that the adverse effects of acquisition and development 
outweigh the benefits of retention. 

Additionally, the acceptance of all sub-hypotheses under H3 supports the idea that 
employee engagement mediates the relationship between talent management and 
organizational performance. The significant positive mediation effect of employee 
engagement on the link between talent retention and performance (H3.3a) 
underscores the crucial role engaged employees play in translating retention 
efforts into improved performance. This mediating role helps counteract the 
negative impact of acquisition and development practices. 

In conclusion, the findings highlight the critical role of talent retention in enhancing 
both employee engagement and organizational performance. While talent 
acquisition and development may not directly yield positive outcomes, their effects 
can be influenced through employee engagement. Organizations should prioritize 
workforce engagement to maximize the effectiveness of their talent management 
strategies, particularly in the area of retention. 

 

Hypotheses Testing 

Table 4.3.12: Sub-Hypotheses Testing Results 



 

Table 4.3.13: Hypotheses Testing Results 
 

 

• H1.3 a: As shown in Table 4.3.12 talent retention practices have a positive impact 
on employee engagement levels. This hypothesis is accepted for the following 
reasons: first, the regression analysis demonstrated a significant positive effect of 
talent retention on employee engagement, even after accounting for other 
variables. Second, participants expressed a high level of agreement (82.8%) on 
the importance of talent retention practices, signaling their recognition of its 
significance. Lastly, a strong positive correlation (0.88) between talent retention 
and organizational performance further supports the effectiveness of retention 
efforts. 

• H2.3 a: Table 4.3.12 suggests that talent retention practices positively impact 
organizational performance indicators. This hypothesis is accepted based on the 
following reasons: the regression analysis revealed a strong and positive influence 
of talent retention on organizational performance. In addition, the high level of 
agreement (82.8%) among participants regarding the importance of retention, 
combined with the very strong correlation (0.88) between talent retention and 
organizational performance, reinforces this finding. Moreover, the participants’ high 
performance evaluation scores (mean score 9.1) and significant experience (44.2% 
with 11-15 years) also highlight the value of retention practices. 

• H3.1 a, H3.2 a, H3.3 a: As shown in Table 4.3.12 employee engagement 
mediates the relationship between talent management practices and organizational 
performance indicators. These hypotheses are accepted for the following reasons: 
the regression analysis indicated that employee engagement plays a mediating 
role between talent management practices and organizational performance. For 
example, the coefficient for talent acquisition significantly decreased when 
employee engagement was included in the model. The very strong correlation 
(0.92) between employee engagement and organizational performance further 
emphasizes the mediating effect. Additionally, the high agreement percentages on 



employee engagement (87.8%) and organizational performance (83.2%) 
demonstrate strong consensus among participants. 

• H1 a: As shown in Table 4.3.13, there is a positive relationship between talent 
management practices and employee engagement levels. This hypothesis is 
accepted based on the following reasoning: the regression results confirmed that 
talent acquisition, development, and retention significantly predict employee 
engagement. Despite the negative effects observed in talent acquisition and 
development, the strong positive impact of retention on engagement supports the 
overall positive relationship. The high overall agreement on employee engagement 
(87.8%) further reinforces the positive influence of talent management practices. 

• H3 a: As shown in Table 4.3.13, employee engagement mediates the relationship 
between talent management practices and organizational performance indicators. 
This hypothesis is accepted for the following reasons: the mediating effect of 
employee engagement is confirmed by the reduction in coefficients for talent 
acquisition and development when engagement is included in the regression 
models. The strong correlations and high agreement percentages further validate 
the mediating role of employee engagement. 

 

4.4 Conclusion 

The accepted hypotheses provide meaningful insights into the link between talent 
management practices, employee engagement, and organizational performance. 
The findings emphasize the strong influence of talent retention on both 
engagement and performance outcomes. Notably, employee engagement plays a 
mediating role, reinforcing its importance in translating talent management efforts 
into measurable organizational success. 

Talent retention practices were particularly effective, with 82.8% of participants 
expressing strong agreement on their impact. This is supported by a high positive 
correlation (0.88) and significant regression results. Organizations that prioritize 
retention are more likely to foster engaged employees, which contributes to 
improved performance. 

Additionally, retention strategies were linked to strong organizational performance 
metrics, as reflected in a high average performance score (9.1) and a low standard 
deviation (1.2). The consistent correlation between retention and performance 
confirms the value of these practices in sustaining a stable, high-performing 
workforce. 

The accepted hypotheses provide meaningful insights into the link between talent 
management practices, employee engagement, and organizational performance. 
The findings emphasize the strong influence of talent retention on both 
engagement and performance outcomes. Notably, employee engagement plays a 
mediating role, reinforcing its importance in translating talent management efforts 
into measurable organizational success. 



 

Talent retention practices were particularly effective, with 82.8% of participants 
expressing strong agreement on their impact. This is supported by a high positive 
correlation (0.88) and significant regression results. Organizations that prioritize 
retention are more likely to foster engaged employees, which contributes to 
improved performance. 

Additionally, retention strategies were linked to strong organizational performance 
metrics, as reflected in a high average performance score (9.1) and a low standard 
deviation (1.2). The consistent correlation between retention and performance 
confirms the value of these practices in sustaining a stable, high-performing 
workforce. 

The analysis also showed that employee engagement acts as a bridge between 
talent management practices and organizational performance. When engagement 
was factored into the regression models, the impact of talent acquisition and 
development dropped noticeably—highlighting engagement’s role as a key link. 
With 87.8% of participants agreeing on its importance, it’s clear that engagement 
plays a major part in driving performance. 

There’s also a strong overall relationship between talent management and 
engagement levels. Even though some practices had weaker or even negative 
effects, the big picture shows that talent management significantly shapes how 
engaged employees feel. The high agreement across different practices supports 
this view. That means managers need to fine-tune how they attract and develop 
talent, while making sure they’re keeping the right people through effective 
retention strategies. 

All in all, engagement clearly mediates the link between talent management and 
performance. The drop in impact for acquisition and development when 
engagement is added to the model proves this. Strong correlations and high 
agreement numbers back it up. So, if organizations want better performance, they 
should see employee engagement as a strategic priority—and invest in talent 
practices that actually boost it (Gutiérrez, 2018). 

 

4.5 Recommendations 

This study offers valuable insights into the complex relationships between talent 
management practices, employee engagement, and organizational performance. 
The accepted hypotheses highlight the critical role of talent retention and employee 
engagement in driving organizational success. Organizations that focus on these 
factors and adopt a comprehensive talent management strategy are more likely to 
see improved engagement and better performance. 

For organizations in Saudi Arabia, prioritizing talent retention practices is essential 
to enhancing employee engagement and driving organizational performance. 
Strategies such as career development opportunities, recognition programs, and 



initiatives supporting work-life balance can help create a positive work environment 
and increase engagement (Kossyva et al., 2021). Moreover, talent acquisition and 
development alone may not directly lead to higher employee engagement or 
organizational performance. A holistic approach to talent management, addressing 
the entire employee lifecycle—from recruitment to retention—should be adopted 
(Schuler et al., 2017). This includes aligning talent management practices with 
employee engagement efforts to maximize their impact on performance. 

Additionally, organizations should recognize the vital role of employee engagement 
in driving performance. By investing in practices that foster engagement, such as 
offering meaningful work, cultivating a supportive culture, and promoting work-life 
balance, companies can create a motivated and high-performing workforce 
(Chowdhury, 2019). The study also highlights the mediating effect of employee 
engagement in the relationship between talent management practices and 
organizational performance, emphasizing the importance of prioritizing 
engagement as a key driver of performance (M., 2021). Therefore, organizations 
should focus on creating an engaging work environment and aligning talent 
management practices to boost engagement, ultimately improving overall 
performance. 

The findings of this study emphasize the strong connection between talent 
management, employee engagement, and organizational performance, offering 
valuable insights for optimizing talent management strategies. The research 
provides evidence-based recommendations to help organizations attract, develop, 
and retain talented employees, which are essential for long-term success and 
sustained growth (Alanazi, 2022). Additionally, these findings offer practical 
guidance for improving talent management practices, driving employee 
engagement, and enhancing organizational performance, particularly in Saudi 
Arabia. Policymakers, managers, practitioners, and HR professionals can use 
these insights to refine their approaches to talent acquisition, development, and 
retention. The study also helps policymakers understand the challenges and 
opportunities in talent management, supporting the creation of policies that 
promote effective talent management practices. 

This research holds significant scientific value by expanding the existing 
knowledge on talent management, employee engagement, and organizational 
performance. By exploring how these elements are interconnected, the study 
enhances our understanding of how talent management practices influence 
employee engagement and, in turn, impact organizational outcomes (Pandita & 
Ray, 2018). This contribution enriches the broader fields of organizational behavior 
and human resource management, adding depth to scholarly knowledge. The 
study’s findings provide greater clarity on the practices and strategies that 
positively affect engagement and performance, offering valuable guidance for 
organizations seeking to optimize their human resource strategies. 
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