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Table 2 summarizes th_e resy_ il
Employee Engagement is positively

i iscuss €O
01). Tl aenitude of the above disc
bsonedi moderate coIrre

Table 2: Pearson Correlation Between Employee Engagement And

Employee Turnover o i ;
Pearson Correlation It 615
EE  Sig. (2-tailed) .000
N 150 150
Pearson Correlation : G15 1
ET  Sig (2-tailed) 000
N 150 150

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

-
P

Discussion of Findings

This study has successfully assessed the various relationships between Talent
Manggemcnt and Employee Engagement. The findings which shows that there is
relationship between talent management and employee engagement is in line with
1I'1c work of Luthans and Peterson (2002) stated that Employee Engagement is a
mg.mﬁca.nt predictor of desirable organizational outcomes suchgag customer

management and employee turnover, Bersi
: : n (2009 i

organization’s sustainable competitive ad
van i i
m.{'i agreed to a large extent that Career Mtage. Many afiiors U e
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Hypothesis 1

Ho:  There is no sjonif
0 si :
, emplo gmficant relationship petw
ployee engagement een Career management and

Hy:  There is significant rejat

onshi
employee engagement P between Career management and

The resu Snn i
st ltc (;Jrie‘{l:alte dcorr;latlon n table 1 reflects that Career Management is
y correlated to Employee Engagement (r=.524, P<.01). The magnitude of
the above discuss correlation is greater than 0.3 in the absolute terms, which
shows the moderate correlations between the said variables. In the case of this
correlation, the null hypothesis would be rejected and the alternative hypothesis
would be accepted as the P-value is less than 0.05. This concludes that there is
significant relationship between Career Management and Employee Engagement.

Table 1: Pearson Correlation Between talent management and employee

engagement
CM EE Y
~ Pearson Correlation 1 g%g
™ Sig. (2-tailed) e o
| Pearson Correlation .523
| EE Sig. (2—tailed) 00
N

ifi 1
%*_Correlation 18 significant at the 0.01 leve

(2-tailed).
Where CM:
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Career Management and Employ Merm,mh.sl employee retention within IT
and ¢

oo R ;I;g is a quunlitalivc study. The resgfnc’:e m:;ﬁg;?: :

-oanizations in Selangor. LTS 15 ¢ L ia A conveni § g
gvi?;::iscso of a self?administercd Clueb“(’m;‘lsl;l respondents responded valid
technique was used for this research. A total 0 " ate of 77 % for the study. Data
questionnaires and it gives an average r;;go\?es;ion 10.0. The findings of Pearson
gathered were initially analyzed using S es (managerial support,

e nt practic Pe
correlation analysis indicate talent manageme g rccogﬂitioﬂs) have positive
employee career development, and rewards an

correlation with employee engagement.

agmncnl.

a study on Talent Management and

= I . t
Isiaka and Lukman (2017) carried ou 2 Study O as the survey m.ethod =
‘student distribution were

Employee Turnover. The questionnaire il
‘ - c ion. ection coefficient and t= ;
primary data collection. Corr r The study results showed that there is

methods used in the analysis of data gathe "
relationship between talent management and employee turnover.

Ali (2014) conducted research on effect of talent management on emplc?yee’s
retention. The research method is a descriptive survey. The population consists of
staff 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 is a significant
relationship between talent management, employee retention and organizational

trust.

Methodology

In this study, survey research method was adopted. Survey research focuses on
population for intensive study and analysis. Hence, to ensure that adequate and
rcliable data are obtained for analysis, questionnaires were used for data
collection. The population of the study includes all the staff of Guaranty Trust
Bank branches in Ilorin, Kwara State. The study used simple random sampling
technique (o select respondents so as to ensure that every member OE the
population have an equal chance of being included in the study. 178 respondents
were drawn from the targeted population. The sample com rige- f pon t
staff, senior staff (both management and non-management) z&d jsn?orr;l::lr;?gemen

Likert scale of five points was used to enable the
to items in the questionnaire based on the followj
=1, Agree (A) = 2, Undecided (UN) = 3, Disagre
(SD) = 5.The data collected were analyzed usin
Social Sciences (SPSS) to generate frcquency dis

respondents give their opinions
ng grades: Strongly Agree (SA)
¢ (D) =4, and Strongly Disagree
g.the Statistical Package for the
tribution, tables and percentages.
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Equity Theory

The following theories were used to explain the concept of talent retention an¢
organization performance; first was the equity theory of motivation as advanced
by Adams (1965). The theory is related to the potential rewards that are promised
to an individual. The major tenet of the theory is balllance :erl :ltl;emry, For n:g.
an individual motivation level is determined by how perceive equity.
fairness and justice practiced by the management (PIZ“;‘?'- m’)'mT:m‘““’whm -
s that-the HghRUE I n eml?loyecsi pz;cg:}:::l.ilglinncm increases and hence
motivated to perform and also their levels to remain there for loag. This

e ikel -
they are loyal to the orgamzaﬁﬁﬁ rt?a(: ﬁzi\l«lijficu:ls are concerned :: with their
theory is based on the aSSllﬁt;ﬂ: reward of others in the same e@ﬁew n 3w

own rewards and also with ¢ 1 treat them with fairmess and
anticipate that an urganizatlond":t.lc eward they receive.
terms of the input they make an
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