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> r J‘f
ee Engagement: A Study of Guaranty Trust Bank in Horin

Metropolis nt of them to
L ; and the development
identification of inbuilt potentials of employees a { “Career” is a more

- in this contex Pz
achieve organizational goals. However, I .1Lh1:,d c(; L o As the namie implies
elaborate term as it is used to define highly skilled W :

= d power
- . the ability, competency an
Career management has to do with managing the y hat talent management

ithi ization. This means [ ‘ .
of employees within the nrganlzall?n. | [ o ot
involves hiring the most skilled individuals in the right position that is, p bg_

ce their potentials thereby

' i »m (o enhan
round pegs in round holes and developing t_hcrr:f 1
creating a sense of loyalty to the organization in terms of employee commitm t,

engagement and job satisfaction.

Career Management and Emplay

It is commonly understood that engaged employees are motivated to contribute for
the success of the organization. Literature also reveals that work engagement
which came [rom job satisfaction is derived from effective talent I.'ﬂ{tﬂﬂgemem
practices, which results in lower employee turnover and productivity of !.he
organization. CIPD (2008) reports revealed that now organizations are placing
more importance to (alent management which results in more job
satisfaction and engagement. Hewitt survey revealed that almost half of the
companies studied planned to increase or sustain employee learning, engagement
and development budgets through management of its talent during the economic
slowdown (Beechler & Woodward, 2009). Important element of Career
management is total reward management which enables employees to be
contented and satisfied at workplace four times leading to employee
engagement and organizational success.
;

In view of this, it has been observed that more emphasis is placed on performance
than on competency because of the dangers associated with not meeting targets in
the banking sector, Thus, employees are highly pressured to improve their present
performance while little Jr o room is given for development of talent to improve
future performance, This pressure is  what brings about job P A
absentegism, burnout and other raumas that cause disen uj SIEOREIS
workplace. Therefore, this study shows the relationshi qghifmﬂm in the
Management and Employee Engagement in the banking sectnf.‘ Weel Sae

Literature Review
Conceptual Framework

Concept of Talent Management
Duttagupta, (2005) viewed Career mana
_ gement as the siratepi
the flow of talent Wnugh an organization, Its purpose is 1o 3:;%; l:tll:l:agemem 2
talent is available 1o align the right people with the right jobs at uwar?;gflt{;f
e
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; rusi Bank in Hlorin
genent: A Siudy of Guaranty Trust Be
g L J

: anent and Employee En 3
Coreer Managemer il o iolls

Figure | Integrating Talent Management

r Career Strategy
' J
{ Analysis of Talent Requirement ¢ L
e

( integrated and Flexible Capability Architecture J

J4 L T 1 i

[ Anranlnn&mleﬁlunj [Development ] FEﬂﬂl’l‘l‘tﬂl‘lt& 1 rSUEmsﬁhn

f Validation and Change

Source: SHL, 2008

This is a single integrated approach and it is achieved by using a coherent
meaningful operating language that ensures the consistent and relevant
measurement of talent requirements.

Also, Bersin Associates (2010) gave a framework for talent management.
According to them, talent management process has evolved to a model that
ensures business alignment and facilitates talent mobility- the dynamic internal
process of moving talent from role to role- at the leadership, professional and
operational levels.
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Measuring the effectiveness of Career management remains a challenge:

Al e L R N : hill task for
<urine the effectiveness of talent management has remained an up
iy ofganiztions, putly because e meics (hat eally mate are he mos
: It for companies to capture. These metrics may INcil em
e " etention rates, employee produciiviy, divrsity of management

tcam, €iC.
Relationship between Career Management and Employee Engagement
a ip between Ca

sl 2007). The
e 3 . tidimensional construct (Jyotsna, 20U
Employee ﬂﬂﬂﬁgml ) t._'ﬁ a;:igpts that haye won academic recognition and
St emanates from (WO COTER Commitment and organizational
CONCERE SN § empirical research- Lom
been the subjects of € APt - an & Hayday, 2004; Rafferty ef al,
hﬂ\l’ﬁ e SR T {Rnbi.ﬂﬁﬂm Pal-r}rm i ! : ] i{] Ees‘
i Behavior (OCB) (SO . = satisfaction in the 1990s (employ
E[;E?;“[n faﬂ*“ hﬁém}“ﬁ?ﬁm.imhmﬁ; (Eempiqyge motivation) and now,
L ess), employee COMMIIMERS B 0 vng to Gibson, (2006), employee
happiness), EMPIOY=E = 2007, According fo U . :
ment, from <o otional connection that an
En;ﬁg:“l;ﬁm can bﬁ}ﬂdeﬁ::;gganimuon that inﬂucgc;]ef hmcﬂluﬂzu:t;rngf{i”:;;;
 feels for s o het GBI TCork, Also, Gallup Consulting (3000
;ﬂg{;ﬁ;ﬂﬁmtﬁﬂf;tﬂw :I:;l' '[ILHWhiCh ﬂmplﬂfﬁﬁﬁ are ps.ychn‘lugu.ulh
describel HE reting of someone 8 e OTET
connected 8 ST .
.+ pe likened to 2
| ement can be i
engagement = mmitment. In 8
o, T

positive employees’ emotional
1 i
ddition, Schaufeli er al (2002)
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Bank in lorin

: | waranty Tr”,“
Career Management and Employee En _g-agen;.e_-mi.ﬂ Study of Gua
Metropolis ated state of mind that is

i : ¢-rel
sitive, fulfilling, work-re They further stated that

defined engagement as a po d absorption
e : o . a 5 ] - . Wt
characterized by vigor, dedication, an ﬁ;_-rI:-:[El[E. but rather it is “a more

engacement is not a momentary and speci >
pei:iilem and pervasive affective-cognitive state that 1s fn;:zll Ef;ﬂcaliﬂﬂg ()gg)_:'[g
particular object, event, individual, or behavior (Schau '-‘312004) .states B
engagement is different from satisfaction as C_mbrnan '(b plei
engagement means “a heightened emotional connection to a job an - g e
that goes beyond satisfaction” that enables [}EG]J‘IE to perform well, an o

want to stay with their employers and say good things about t]:nem. In short, there
is a psychic income at work that makes people feel socially accepzf_:q and
respected: In fact, Luthans and Peterson (2002) state that Gallup has empu-}caily
determined employee engagement to be a significant predictor of t_:lejsuablc
organizational outcomes such as customer satisfaction, retention, productivity and

profitability.
Theoretical Clarification
Human Capital Theory

:ﬂ'iﬂ researcher used human capital theory which emphasizes the value added that
mvestment in people by organization generate worthwhile return. The theory
further suggests that investment in people leads to economic benefit for the
individual and the organization as a whole (Sweet land, 1996). Talent
management and its link to the organization performance can he cxpoundé,d by th

resource based theory which provides explanations on how firms can create J';tl :
py managing their resources including its employees (Neari, 201 3). Th ﬂ‘:‘ ue
Indicates that a resource has to be valuable that is it must enable a fitm ¢ e
a value creating strategy by being rare and inimitable (Barney 1991)m“ 0 employ

Hierarchy of need theory

ndividuals satisfy their needs by

of this study, the researcher argued tha ) - In the

; 3 £ 5 t Maﬁl ' context

listed in Ih; NSE to attract employees throy OW's theory could be used by firms
conditions as







” il T “';h’l f myaYer .' (] il er Fad |' h l-li,”',]‘ ¥ flll t!‘h‘fh‘l‘fllnl Iirurf-f HI J.ff”f-k ir "jf!'ll‘l‘
L - Ir’i r ': '.‘: H ‘rH i Mo i"
Lalre ) N LII‘ .

Metropols retention  within  I'T

. : smployee
recognitions), employee  engagement, ‘I-mi- le.{ (Jlfr The rescarch instrument
oreanizations in Selangor. This is a quantitative §iu Y

I L"I I. N I- "I . i .‘l L" Cl'.]ﬂ 'L!IiLII‘:‘: !ﬂ"lp“ng
; T b NS - 1 Hll(]:]l‘lul s A I I.. I
LIIHIII ]R - '.” i 'y Ll adnl]nl&[[. L-d EI{ tt‘ % I

technique was used for this research. A total ‘_}I b r'LPI;{’:'ni;’L for the study. Data
questionnaires and it gives an average response rate ot 77 f findings of Pearson
gathered were initially analyzed using SPSS version 20'{}' l.hL m{«ls;’:gr.ml support
correlation analysis indicate talent management Pr“c“‘_"m’.{jnﬂ"dbhwe : miliw;
employee career development, and rewards and recognitions) po:

correlation with employee engagement.

Isiaka and Lukman (2017) carried out a study on Talent Management and
Employee Turnover. The questionnaire was used to as the survey mlclhud of
primary data collection. Correction coefficient and t=student distribution wﬂl:ﬂ
methods used in the analysis of data gather. The study results showed that there is
relationship between talent management and employee turnover.

Ali (2014) conducted research on effect of talent management on employee’s
retention. The research method is a descriptive survey. The population consists of
stalf of Istahan University in Iran. The sample included 280 employees, which
were selected randomly. Data have been collected by a researcher-developed
questionnaire and sampling has been done through census and analyzed using
SPSS and AMOS software. The results indicate that there js a significant
relationship between talent management, employee retention and organizational
trust.

Methodology

' this study, survey research method was adopted. Survey research focuses on
population for intensive study and analysis. Hence, to ensure that adequate and
reliable data are obtained for analysis, questionnaires were used qf E; .

collection. The population of the study includes all the staff of Guar e
Bank branches in Ilorin, Kwara State. The study used simple rando anty T::ust
lechnique to select respondents so as (o ensure that every me I‘Il:;amplmg
population have an equal chance of being included in the stud 173’“ of the
were drawn from the targeted population. The sample cﬂml-‘rl‘is::s i3 respondents
sl senior staff (both management and non-management) mdjuniorT;r;?gemcnt

Likert scale of five points was used to enable the oo o M
(0 items in the questionnaire based on the fultnwinr:sﬁz‘iiﬁtglrgé:e Ilh-ir opinions
= |, Agree (A) = 2, Undecided (UN) = 3, Disagree (D) =4 ;1 gly Agree (SA)
(SD) = 5.The data collected were analyzed using the Statisti
Social Sciences (SPSS) to generate frequency distribution, tables ,
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Table 2 summanizes the results of the corre abiomn.

Employce Engagement is positively crurrclalt:d I
pe 01). The magnitude of the above discuss correla

Jations be
ahsolute lerms, which shows the moderate correlation

' re

in the case of this correlation, the mulldhypvc:lliigf:f.;f.%r :::«:!g lla;s s
v | Id be accepted as - ; .
e e b ationship lEclwcen Employee Turnover and Employee i

concludes that there is a rel
Engagement.

o gement and Emplayee En

Career M

S
Table 2: Pearson Correlation Between Employee E“E“E‘-’“‘e“t M =

Employee Turnover = = 4 =
Pearson Correlation | 615
EE  Sig. (2-tailed) 000
N 150 150
Pearson Correlation 615" I
ET Sig. (2-tailed) 000
N 150 150

v+ Correlation is significant at the 0.01 level (2-tailed).
Where EE: Employee Engagement
ET: Employee Turnover

Discussion of Findings s

relationship between talent management and em ]

i ployee engagement is in line

thL fwmk of Luthans and Peterson (2002) stated that Emglug}.-u Enls.m h!m bt -

ug.mfﬁcal_m predicfnr of desirable organizational outcomes suchgagamenﬁ' b

:vahuii :cu;u:::. relention, gomcuvit? and profitability also Isiaka and J?fn ;;13_ i
_lﬁldmgsm E:u wn a positive and significant relationship bﬂtwmtu '

management and employee turnover. Bersin (2009) outlined that T

organization’s sustainable competitive advan
uud:; agreed o a large extent that Career ;lnanagcmﬁ ¢ 1 this
ﬁ b fﬂilﬂﬂnﬂﬂp.‘l"hlf $WE that the study is :unsi: and Engagement have a
same subject arca, course of : : K in
that cnployees deive motivaion i o ]
mi#hiwhumu: ll;r;u]?: o SMUNIng engagement i -
I e € job satisfaction and redyceq empl their jobs so
| Oyee turnover,
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