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ABSTRACT  

 

The energy provider is a South African electricity public utility, established in 1923 by the 

Government of South Africa in terms of the Electricity Act, No.42 of 1922. This organisation 

is one of the top 20 utilities in the world and generates approximately 95% of the electricity 

used in South Africa and approximately 45% of the electricity used in Africa. According to 

the Integrated Annual Report (ESKOM, 2013:39), attraction and retention of scarce skilled 

employees, which are engineers, technicians, technologists and artisans, is one of the 

serious challenges facing this organisation. Attracting and retaining scarce skilled 

employees has continued to fail even though there was a targeted remuneration approach 

for these employees (ESKOM, 2013:39).  

 

The study focused on engineers, hence the aim is to develop a validated framework for 

transformational leadership, talent acquisition and retention of engineers for the 

organisation that was under study. The following research objectives assisted in developing 

the validated framework, (1) To determine if there is a significant relationship between talent 

acquisition and retention at the energy provider, (2) To determine if there is a significant 

relationship between transformational leadership and talent acquisition at the energy 

provider, (3) To determine if there is a significant relationship between transformational 

leadership and talent retention at the energy provider, and (4) To determine if 

transformational leadership has a mediating role in talent acquisition and retention. The 

researcher believes that the developed validated framework could assist the organisation 

under study to alleviate the challenge it faces in attracting and retaining engineers.  
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In this study, SPSS version 24 was used, inter alia, to compute reliability, Analysis of 

Variance (ANOVA), factor analysis and regression analysis. As a result, transformational 

leadership had three factors, which are supervisory stimulation and vision, consideration 

and positive attitude. Talent acquisition had two factors, which are before selection and 

during selection. Lastly, talent retention had three factors, which are relationship, reward 

and development. The reliability of the factors was assessed by means of Cronbach Alpha 

and all the individual items contributed significantly to the overall reliability of the instrument.  

 

The results revealed that there is a significant and statistical relationship between talent 

acquisition and retention; transformational leadership and talent acquisition; and 

transformational leadership and talent retention. Results also indicated that transformational 

leadership is a mediator between talent acquisition and retention. Hence a validated 

framework was developed for transformational leadership, talent acquisition and retention 

of engineers, which could alleviate the challenge of attraction and retention of engineers in 

the organisation under study. The researcher recommended that transformational 

leadership should be central when acquiring and retaining engineers for the organisation 

under study. 

 

Keywords:  

Transformational leadership, talent acquisition, talent retention, mediation, content validity 

ratio, content validity index. 
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CHAPTER 1  

INTRODUCTION, PROBLEM STATEMENT AND OBJECTIVES  

 

1.1 INTRODUCTION 

 

In delivering a speech at the University of Johannesburg, the Minister of Science and 

Technology in South Africa, Ms Pandor (cited by Polity.org.za, 2014), emphasised 

that, engineering is one of the most sought after skills in the world. The Minister stated 

that�����³�,�I���6�R�X�W�K���$�I�U�L�F�D���L�V���W�R���P�H�H�W���L�W�V���S�H�R�S�O�H�
�V���E�D�V�L�F���Q�H�H�G�V���D�Q�G���L�P�S�U�R�Y�H���W�K�H�L�U���T�X�D�O�L�W�\���R�I��

life, it is necessary to feed new talent int�R���W�K�H���S�U�R�I�H�V�V�L�R�Q�´�����3�R�O�L�W�\���R�U�J���]�D���� ���������������7�K�H��

Minister underscored her point and stated that engineers solve problems using 

mathematics and science and it is important that they continue to devise practical 

solutions to the challenges faced by South Africa and the continent. It is the 

understanding of the researcher that the organisation under study fiercely requires the 

same skills that the Minister refers to.   

 

The organisation under study is a South African electricity public utility, established in 

1923 by the South African government in terms of the Electricity Act, No.42 of 1922. 

It is one of the top 20 utilities in the world and generates approximately 95% of the 

electricity used in South Africa and approximately 45% of the electricity used in Africa. 

The Integrated Annual Report (ESKOM, 2013:39) explains attraction and retention of 

employees as one of the serious challenges facing the organisation. It is also stated 

in the same publication that, although its approach to remuneration was directed at 
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attracting and retaining skilled and high performing employees, which amongst them 

are engineers, the organisation has continued to fail in attracting and retaining them.  

 

The Manpower Group (2015:3) conducted a survey and concurs with the shortage of 

engineers in South Africa. The ManpowerGroup surveyed more than 41,700 hiring 

managers in 42 countries to identify the proportion of employers having difficulty filling 

positions, which jobs are difficult to fill and reasons thereof. It was reported in 2014 

that the second and third-placed jobs; engineers and technicians, slipped back to third 

and fourth in 2015 respectively. This is not surprising that the organisation under study 

experiences the shortage. It, therefore, became important for the researcher to 

examine if the transformational leadership as a variable could assist in addressing 

talent acquisition and retention in this specific organisation. 

 

1.2 BACKGROUND TO THE RESEARCH  

 

According to the Engineering Council of South Africa (ECSA) (2011:31), the 

international benchmark of an average population per engineer shows that South 

Africa lags behind other developing countries. The ECSA states that in South Africa, 

one engineer services 3 166 people�����F�R�P�S�D�U�H�G���W�R���%�U�D�]�L�O�¶�V ���������D�Q�G���0�D�O�D�\�V�L�D�¶�V�����������S�H�U��

engineer. ECSA (2011:31) argues that the discrepancy in the benchmark points to one 

�W�K�L�Q�J�����³�6�R�X�W�K���$�I�U�L�F�D���L�V���V�H�Y�H�U�H�O�\���X�Q�G�H�U-�H�Q�J�L�Q�H�H�U�H�G�´�����7�K�H���V�K�R�U�W�D�J�H���R�I���H�Q�J�L�Q�H�H�U�V���L�Q���W�K�H��

energy provider under study is no different from the picture that is painted by the 

ECSA. 
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The mediating role of transformational leadership in acquiring and retaining talent of 

engineers at this energy provider was explored and determined. As Rivera (2012:1) 

puts it, talent acquisition is the ongoing cycle of processes related to attracting, 

sourcing, recruiting and hiring (or placing) employees within an organisation. Hence 

the researcher looked beyond the attraction of engineers, which the organisation 

under study suffers from. A validated framework around the three main variables 

(transformational leadership, talent acquisition and retention) was developed to 

alleviate the challenge. These three variables are discussed below.  

 

According to Bass (1999:11), transformational leaders are those leaders who stimulate 

and inspire followers to achieve extraordinary outcomes and in the process, develop 

their own leadership capacity. Bass (1999) further refers to transformational leadership 

as those leaders who are able to move the follower beyond immediate self-interests 

through idealised influence (charisma), inspiration, intellectual stimulation or 

individualised consideration. It is further explained that transformational leadership 

�H�O�H�Y�D�W�H�V�� �W�K�H�� �I�R�O�O�R�Z�H�U�¶�V�� �O�H�Y�H�O�� �R�I�� �P�D�W�X�U�L�W�\�� �D�Q�G��ideals as well as concerns for 

achievement, self-actualisation and the well-being of others, the organisation and 

society (Bass, 1999:11). Yukl and Van Fleet (cited in Lippstreu, 2010:5-6) define 

transformational leadership as the, �³Process of influencing major changes in the 

attitudes and assumptions of organisation members (organisation culture) and 

�E�X�L�O�G�L�Q�J�� �F�R�P�P�L�W�P�H�Q�W�� �I�R�U�� �P�D�M�R�U�� �F�K�D�Q�J�H�V�� �L�Q�� �W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �R�E�M�H�F�W�L�Y�H�V�� �D�Q�G��

strategies� .́ In Lippstreu�¶�V���Y�L�H�Z (2010:5-6), these researchers argue that changes seen 

within the follower can span across various types of attitudinal, motivational and 

performance outcomes, such as follower satisfaction, effort, in-role and extra-role 

performance, commitment, trust in the leader and confidence.  
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According to Avolio (cited in Lippstreu, 2010:6) in congruence with Bass (1999:11), 

these characteristics are defined by a set of four leadership dimensions that define 

transformational leadership, which are idealised influence, inspirational motivation, 

intellectual stimulation and individualised consideration. The idealised influence and 

inspirational motivation dimensions are often considered to reflect a single factor of 

overall charisma (Bass, 1985; Bass, 1997 cited in Lippstreu, 2010:6). Accordingly, the 

idealised influence component refers to leaders behaving in ways that make them, 

role models worthy of emulation, admirated and trusted by their followers (Bass, 1985; 

Bass, 1997 cited in Lippstreu, 2010:6). They posited that the inspirational motivation 

component describes the leader as one who motivates and inspires their followers by 

articulating an appealing vision for the future and providing meaning to their followers. 

The leaders who engage in intellectually stimulating behaviours, question the status 

quo and challenge old assumptions and beliefs (Bass, 1985; Bass, 1997 cited in 

Lippstreu, 2010:6). Finally, leaders who are high in individualised consideration are 

attentive to the individual needs of their followers. Mokgolo, Mokgolo and Modiba 

(2012:8) found in their study within the South African context that, engaging in 

transformational leadership behaviour is an effective strategy that empowers line 

managers to meet the challenges they face.  

 

Rivera (2012:1) states that talent acquisition is the ongoing cycle of processes related 

to attracting, sourcing, recruiting and hiring (or placing) employees within an 

organisation. He argued that it includes elements of employment branding, outreach, 

networking and relationship building with potential candidate communities to 

continually build and enhance the talent pool for an organisation (Rivera, 2012:1). He 

also argues that when the organisation adopts the philosophy of talent acquisition, not 
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just filling open positions, it should understand the series of actions necessary to 

secure quality talent (Riviera, 2012).  

 

According to Naqvi (cited in Clark, 2013:2), organisations need talent to operate 

effectively and to ensure that the staffing process permits for the acquisition of the best 

talent the first time. He states that it is important to select the right person for the job 

�E�H�F�D�X�V�H���W�K�L�V���³�L�Q�F�U�H�D�V�H�V���W�K�H���O�L�N�H�O�L�K�R�R�G���W�K�D�W���W�K�H���L�Q�G�L�Y�L�G�X�D�O���Z�L�O�O���V�W�D�\���Z�L�W�K���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q� ́

(Naqvi, 2009:89). It is argued that getting the right person in the right job dramatically 

increases the odds of keeping him or her (Naqvi, 2009:89). This researcher places 

emphasis on talent that can adapt to changes and embrace challenges. Simon (cited 

in Clark, 2013:2) argues that when staff is selected correctly the first time, resources 

for staff development should be made available to incentivise them to stay longer in 

the organisation. The selection of talent that is agile, is important to the organisation 

as these individuals tend to choose to stay with the organisation. Therefore, funds 

used towards talent acquisition, as argued by Frank, Finnegan, and Taylor (cited in 

Clark, 2013:2) can be used for employee professional development.  

 

The worst enemy for employee retention is the employee turnover. According to 

Grobler, Wärnich, Carrell, Elbert and Hatfield (cited in Van Rooyen, du Toit, Botha & 

Rothmann, 2010:1), employee turnover is the movement of employees out of the 

organisation and it is either preventable or unpreventable. Retaining the right talent in 

South African organisations, as is the case internationally, is challenging because of 

recent phenomena like the struggle for talent, skills shortages, employee mobility and 

the imminent retirement of baby boomers (Masibigiri & Nienaber, 2011:1). It is argued 
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by Masibigiri and Nienaber (2011:1) that this situation will become worse if 

organisations do not handle recessionary layoffs properly. These phenomena 

adversely affect the ability of organisations to create and maintain their competitive 

advantage and their consequent performance (Masibigiri & Nienaber, 2011:1). 

 

�,�W���L�V���W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���Y�L�H�Z���W�K�D�W���U�H�W�H�Q�W�L�R�Q���R�I���H�P�S�O�R�\�H�H�V���F�D�Q�Q�R�W���E�H���V�S�R�N�H�Q���D�E�R�X�W���R�X�W�V�L�W�H��

a talent management process. Lockwood (2006:2) explains talent management as the 

implementation of integrated strategies or systems designed to increase workplace 

productivity by developing improved processes for attracting, developing, retaining 

and utilising people with the required skills and aptitude to meet current and future 

business needs  Hence Lockwood, (cited by Masibigiri & Nienaber, 2011:2) argues 

that retention has recently received increased attention in the literature, either 

separately or as part of talent management strategies. According to Naqvi (2009:90), 

talent retention is a component of talent management and the purpose of talent 

management is to assure that the supply of talent is available and aligns the right 

people to the right jobs at the right time, based on strategic business objectives.  

 

Frank, Finnegan and Taylor (cited by Takawira, Coetzee & Schreuder, 2014:2) assert 

that retain�L�Q�J���W�D�O�H�Q�W���U�H�I�H�U�V���W�R���H�P�S�O�R�\�H�U�V�¶���H�I�I�R�U�W�V���W�R���F�U�H�D�W�H���D�Q���H�Q�Y�L�U�R�Q�P�H�Q�W���W�K�D�W���H�Q�J�D�J�H�V��

employees for the long term and ensures that they retain desirable workers in order to 

meet business objectives.  
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1.3 PROBLEM STATEMENT  

 

The Integrated Annual Report (ESKOM, 2013:39) explains that attraction and retention 

of employees, particularly, engineers, technicians and artisans as one of the serious 

challenges facing this organisation understudy. It is also submitted that although its 

approach to remuneration and employee engagement was directed at attracting and 

retaining skilled and high performing employees, the organisation has continued to fail 

in attracting and retaining the best employees including engineers, technicians and 

artisans (ESKOM, 2013:39). It is not clear if transformational leadership may be a 

limiting factor in this regard. 

 

This study will provide more clarity with regards to the relationship between 

transformational leadership, talent acquisition and retention. The study also looked at 

whether the combination of transformational leadership, talent acquisition and 

retention would not benefit the organisation in acquiring and retaining its rare talent, 

particularly engineers. The academic contribution of the study will be the determination 

of the mediating role of transformational leadership on talent acquisition and retention. 

Hence the study investigated possible causes of the problem from a transformational 

leadership perspective. This was followed by a development of a validated framework 

as a solution which combines transformational leadership, talent acquisition and 

retention of engineers.  

 

In order to realise the goal of the study, the following research questions were 

investigated: 
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�x Is there a significant relationship between talent acquisition and retention at the 

energy provider ? 

�x Is there a significant relationship between transformational leadership and 

talent acquisition at the energy provider? 

�x Is there a significant relationship between transformational leadership and 

talent retention at the energy provider? 

�x Is transformational leadership a mediator between talent acquisition and 

retention at the energy provider? 

�x Can a validated framework for transformational leadership, talent acquisition 

and retention of engineers for the energy provider be developed? 

 

1.4 OBJECTIVES OF THE RESEARCH  

 

The research objectives are to: 

�x Determine if there is a significant relationship between talent acquisition and 

retention at the energy provider. 

�x Determine if there is a significant relationship between transformational 

leadership and talent acquisition at the energy provider.  

�x Determine if there is a significant relationship between transformational 

leadership and talent retention at the energy provider. 

�x Determine if transformational leadership has a mediating role in the 

relatiosnship between talent acquisition and retention at the energy provider. 
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�x Develop a validated talent acquisition and retention framework of engineers for 

the energy provider.  

 

1.5 RESEARCH METHOD 

 

The research method will be discussed below with reference to the questionnaire, 

population, sample, reliability, validity, data gathering, statistical methods and data 

analysis. 

 

1.5.1 The questionnaire  

 

A detailed literature study was performed which led to the determination of which 

questionnaire and questions to utilise to gather data. A questionnaire with four parts 

was employed to gather data from the respondents. Part A of the questionnaire 

collected biographic data, Part B collected data on transformational leadership, Parts 

C and D of the questionnaire gathered data on talent acquisition and retention 

respectively. From a theoretical review perspective, it was decided to make use of a 

four-point Likert Scale and only closed-ended questions were asked. The 

questionnaire consisted of seven biographical information statements, 22 statements 

covered transformational leadership, 10 statements covered talent acquisition and 10 

statements covered talent retention. Part B and D of the questionnaire are scholarly 

developed questionnaires with the exception of part C which the researcher developed 

and piloted with human resources specialists. The detailed approach with which the 

questionnaire was developed is discussed in Chapter 3. 
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1.5.2 Population  

 

The population of the study was 2 500 engineers, which consisted of permanent and 

fixed-term contract engineers. 

 

1.5.3 Sample  

 

The researcher used a Convenience Sampling Method (which is a non-probability 

sampling technique) and electronically distributed the questionnaire to 2 500 

engineers. The questionnaire was created using SurveyMonkey Software. There were 

586 completed questionnaires in total. Mc Daniel and Gates (cited by Martin, 2007:83) 

explained that 21% is the current standard on surveys being returned nowadays. The 

response rate for this particular study was 23% and the researcher is certain that the 

research questions were answered and the size of the data was adequate to perform 

the required statistical analysis.   

 

1.5.4 Reliability and validity  

 

The reliability of the questionnaire was established through internal consistency 

�U�H�O�L�D�E�L�O�L�W�\�� �D�Q�G�� �&�U�R�Q�E�D�F�K�¶�V��(Welman & Kruger, 2001:140). The different questions all 

measured the respective aspects of transformational leadership, talent acquisition and 

retention. The face validity of the questionnaire was accepted because it measured 

what it was supposed to (Welman, Kruger & Mitchell, 2011:142). 
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1.5.5 Data gathering  

 

The Group Human Resources Executive of the organisation under study gave 

permission to continue with the study. The SurveyMonkey Software assisted the 

researcher in developing the questionnionare which included a cover letter that 

explained the purpose of the research. It was furthermore explained how the 

questionnaire should be completed and a closing date was provided.  

 

A letter of consent was attached to assure respondents of confidentiality, to obtain 

their permission and ensure that they were taking part in the survey out of their own 

free will. 

 

1.5.6 Statistical methods and data analysis  

 

Descriptive findings are represented by means of line graphs and tables. A factor 

analysis (inferential statistics) was performed on an acceptable number of variables 

that have an influence on the relationship between transformational leadership, talent 

acquisition and retention. The identified factors had a major impact on the 

development of a validated framework for transformational leadership, talent 

acquisition and retention. ANOVA was used to compare subgroups with each other 

and to investigate the application of the research questions. 
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The literature review and the empirical results were integrated in order to build a 

validated framework for the organisation under study. These are discussed in chapter 

5. 

 

1.6 CHAPTER LAYOUT  

 

The chapter layout is as follows:  

Chapter 1: Introduction, problem statement and research objectives  

Chapter 2: Literature review  

Chapter 3: Research methodology  

Chapter 4: Statistical analysis  

Chapter 5: Conclusions and recommendations. 

 

1.7 CONCLUSION 

 

Chapter 1 described the background to the research, problem statement, research 

objectives, research methods and the chapter layout. Chapter 2 is a literature study 

that explains the present state of the information relating to the research problem. 
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CHAPTER 2  

LITERATURE REVIEW 

2.1 INTRODUCTION 

 

In the previous chapter, the researcher discussed the research background, problem 

statement, research objectives, research methods in brief and the chapter layout of 

the entire study. In this chapter, the researcher discusses in detail the evolution of 

leadership, transformational leadership and talent acquisition and retention. 

 

Superior organisational performance is not a question of luck but is determined largely 

by the choices leaders make (Daft, 2011:350). Leaders have a responsibility to provide 

direction and vision for the organisations they lead. The study, therefore, postulates 

that transformational leaders have a role to play in talent acquisition and retention.  

 

Primarily, this chapter aims to provide a comprehensive synopsis of the main 

constructs defining the study (i.e. transformational leadership, talent acquisition and 

retention). It presents a review of the literature on the leadership concept in general, 

the evolution of the leadership theory which is followed by a detailed discussion of the 

three main constructs of the study. The theoretical background will help develop a 

framework underpinned by the three constructs.  

 

The three main constructs have largely been explored in an effort to find contextual 

meaning. Bass (1999:11) posits that, transformational leadership refers to the leader 
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moving the follower beyond immediate self-interests through idealised influence 

(charisma), inspiration, intellectual stimulation or individualised consideration. 

According to Rivera (2012:1), talent acquisition is an ongoing cycle of processes 

related to attracting, sourcing, recruiting and hiring (or placing) employees within an 

organisation. It includes elements of employment branding, outreach, networking, and 

relationship building with potential candidate communities to continually build and 

enhance the talent pool for an organisation. Lockwood (2006:2) defines employee 

retention as the implementation of integrated strategies or systems designed to 

increase workplace productivity by developing improved processes for attracting, 

developing, retaining and utilising people with the required skills and aptitude to meet 

current and future business needs.  

 

In conclusion, the chapter ends with a summary of what the literature revealed which 

will give the researcher an insight leading to the next chapter, which is the research 

design and methodology. The next section discusses the concept of leadership. 

 

2.2 THE CONCEPT OF LEADERSHIP 

 

Stogdill (1974:7) states that, �µ�µThere are almost as many definitions of leadership as 

�W�K�H�U�H�� �D�U�H�� �S�H�U�V�R�Q�V�� �Z�K�R�� �K�D�Y�H�� �D�W�W�H�P�S�W�H�G�� �W�R�� �G�H�I�L�Q�H�� �W�K�H�� �F�R�Q�F�H�S�W�´���� �-�R�Q�H�V�� ����������������������

confirms this notion and maintains that leadership is a concept which is often talked 

about and which has generated a proliferation of literature, especially in the field of 

management and organisational science. However, despite the divergences on the 

importance of leadership for the success of private sector organisations and 
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institutions and the countless works on the concept, Jones (2005:259) contends that 

the field of leadership studies has not succeeded in articulating a coherent, paradigm-

shifting model or approach that both scholars and practitioners can accept and use. 

�-�R�Q�H�V�� �������������� ���������� �I�X�U�W�K�H�U�� �D�U�J�X�H�V�� �W�K�D�W�� �W�K�H�U�H�� �L�V�� �Q�R�� �X�Q�D�Q�L�P�L�W�\�� �D�V�� �W�R�� �Z�K�D�W�� �µ�O�H�D�G�H�U�V�K�L�S�¶��

means.  

 

Pressentin (2015:25) explains leadership as an influencing process. In order to be an 

effective leader, it is argued that a focus is required to generate an environment where 

new value is built through collaboration of team efforts and engagement. It is further 

contended that for organisations to be effective and profitable, leaders must empower 

others to do their jobs by being more of facilitators, mentors and coaches rather than 

being controllers and supervisors and by imparting knowledge and tools, employees 

need to achieve their goals and the goals of their organisation (Pressentin, 2015:25). 

 

2.3 THE EVOLUTION OF LEADERSHIP  

 

Leadership as a construct has evolved so much that approaches and perspectives 

differ from scholar to scholar and from one practitioner to the other. In the section 

below, different perspectives are discussed.  
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2.3.1 Introduction  

 

In this section, leadership as a concept is understood differently from various 

theoretical perspectives and is given contextual meaning. Den Hartog and Koopman 

���������������������� �V�X�E�P�L�W�� �W�K�D�W�� �O�H�J�H�Q�G�V�� �D�Q�G�� �P�\�W�K�V�� �D�E�R�X�W�� �Z�K�D�W�� �G�L�V�W�L�Q�J�X�L�V�K�H�V�� �µ�J�U�H�D�W�� �O�H�D�G�H�U�V�¶��

�I�U�R�P���µ�F�R�P�P�R�Q�H�U�V�¶���V�H�H�Ps to have always attracted people. Bass (1990a:3) writes that, 

the study of leadership rivals in the age of the emergence of civilisation, has shaped 

its leaders as much as it was shaped by them. He posits that, right from infancy, the 

study of history has been the study of leaders, what they did and why they did it. Hartog 

and Koopman (2001:166) maintain that, leadership still fascinates scholars as well as 

the general public and the reason for this is that, the concept means different things 

to different people. Spisak, �2�¶�E�U�L�H�Q, Nicholson and Van Vugt (2015:291) support this 

notion and contend that leadership is an important factor contributing to organisational 

success, yet after centuries of inquiry, leadership theory remains underdeveloped.  

 

2.3.2 The Great Man Theory  

 

In a study conducted on the relationship between individual differences (i.e. trait-like 

and state-like) and effective leadership, results revealed a systematic, dispositional-

�E�D�V�H�G���F�R�P�S�R�Q�H�Q�W���W�R���E�H�L�Q�J���D�Q���H�I�I�H�F�W�L�Y�H���O�H�D�G�H�U�����V�X�S�S�R�U�W�L�Q�J���W�K�H���µ�*�U�H�D�W���0�D�Q�¶���D�S�S�U�R�D�F�K��

to leadership (Hoffman, Woehr, Maldagen-Youngjohn & Lyons, 2011:370). Trait-like 

individual differences are cognitive ability, general self-efficacy and goal orientation, 

whereas state-like individual differences are state of anxiety, knowledge, skills, self-

efficacy and goals. However, in the same study, they found that state-like individual 
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differences were also important correlates of effective leadership, substantiating the 

expansion of leader�±individual difference models to include more flexible individual 

differences (Hoffman et al., 2011:370). Despite these results, in isolation, Hoffman et 

al. (2011:370) report that at best, each individual difference (trait-like and state-like) 

explained modest amounts of variance in leader effectiveness. 

 

According to Chand (2015:1), leadership is an inborn quality. The theory affirms that 

leaders in general and great leaders in particular, are born and not made. Accordingly, 

it is stated that leadership from this perspective calls for certain qualities like charm, 

persuasiveness, commanding personality, high degree of intuition, judgement, 

courage, intelligence, aggressiveness and action orientation which are of such a 

nature that they cannot be taught or learnt in a formal sense (Chand, 2015:2). 

 

It is contended that people with the above qualities would have become leaders in any 

case because they were inherently endowed with leadership traits and skills (Chand, 

2015:1). On the basis that such leadership skills are characteristic and natural to these 

leaders, people instinctively turn to them for inspiration, solace and support (Chand, 

2015:1). Nonetheless, it is contended that the great weakness of this theory, apart 

from the improbability of inherent traits, is the absurd belief that some people become 

great and successful leaders independent of their environmental situations (Chand, 

2015:2).  
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2.3.3 The Trait Theory  

 

Heifetz (cited in Breshears & Volker, 2013:32) asserts that, trait theories come from 

historical roots, where a leader is a great man and a hero. In concurring with this view, 

Cowley (1928:144) maintained that an approach to the study of leadership has usually 

been and perhaps must always be through the study of traits. Breshears and Volker 

(2013:37) agree with this notion and submitted that leadership must be portrayed as 

a set of traits. Breshears and Volker (2013) agree further with earlier studies of Cowley 

(1928:151) that leadership is a function of a definite situation and that people cannot 

talk about leadership traits in general but, they must talk about leadership traits in 

particular situations instead.  

 

Josepha, Dhanani, Shen, McHugh and  McCord (2015:570) posit that later studies of 

the relationship between leader trait affectivity and leadership, the reviews of 

quantitative and qualitative studies of the relationship between the variables 

(transformational leadership, trait affect and leadership effectiveness) provides 

support for the importance of affect and emotions in understanding leadership 

processes.  The �D�X�W�K�R�U�V�¶ analyses showed that leader trait affectivity, particularly 

leader trait positive affect, plays a significant role in predicting leadership criteria.  

Barsade and Gidson (2007:38) argue that trait positive affect refers to individuals who 

tend to be cheerful and energetic, who experience positive moods, such as pleasure 

or well-being, across a variety of situations as compared to people who tend to be of 

low energy and sluggish or melancholy.  
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2.3.4 The Behavioural Theory  

 

Bolden, Gosling, Marturano and Dennison (2003:7) report that results of the trait 

studies were inconclusive because traits that include but are not limited to honesty, 

integrity, loyalty or diligence, are hard to measure. Hence they shifted the attention to 

behavioural theories. Allen and Sawhney (2015:225) concur with Bolden et al. (2003) 

as they argue that the shift to Behavioural Theory was to examine what leaders do 

and how they do it rather than focusing on the leadership traits. Below is a brief 

illustration of one of the models which influenced the Behavioural Theory. 

 

2.3.4.1 �7�K�H���%�O�D�N�H���D�Q�G���0�R�X�W�R�Q�¶�V��Managerial Grid  

 

In a study on whether or not people-oriented leaders are perceived as less effective in 

task performance, findings revealed that people-oriented leadership is negatively 

associated with perceived task performance (Gartzia & Baniandrés, 2015:6).  

Nikezic, Stojkovic, Djurovic and Djordjevic (2013:394), Blake and Mouton, (1985); and 

Blake and McCanse, (1991) identified five leadership styles as poor leadership; club 

leadership; authoritarian-production leadership; team leadership and leadership in the 

middle of the road.  

 

Under the poor leadership perspective, it is asserted that there is a sense of low 

concern for production and people and the leader has a minimal possibility for the 

survival of the leadership function (Nikezic et al., 2013:394). This style is often called 
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�µlaissez-faire�¶ where the leader does not care for people; does not care about 

productivity, avoids conflicts, takes a neutral stance and stays out of the conflict that 

rages within an organisation (Nikezic et al., 2013:395). Here, leaders depend on their 

employees and believe that only the minimal employee turnover ensures their position 

in the present.  

 

The club leader perspective is characterised by a high sense of concern for people 

and a low concern for production. Under this dimension, Nikezic et al. (2013: 394-395) 

submit that, leaders strive to maintain a pleasant atmosphere in the organisation 

regardless of the results of production. The leader believes that employees are able 

to take what is required of them to achieve a reasonable level of production, and 

therefore production is secondary to them because they are avoiding conflicts and 

maintain harmonious relations within the organisation. The leaders encourage 

innovations, but also tend to reject a good idea if it can cause problems among 

employees (Nikezic et al., 2013:395). This leadership approach, according to Van 

Dierendonck and Driehuizen (2015:103), appears to be similar to the individualised 

leadership style and the cycle of individualised leadership style which start when the 

leader provides a subordinate with a sense of self-worth and a subordinate 

reciprocates by providing satisfying performance.  

 

The autocratic leader perspective is highly concerned with production and has a low 

sense of concern for people (Nikezic et al., 2013:395). Du and Choi (2014:1573) posit 

that these leader behaviours are likely to degrade the self-appraisal of followers' 

competence and contribution by limiting their opportunities to contribute task-related 
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input and by constraining their job autonomy. Nikezic et al. (2014:395) assert that 

leaders under this approach focus on the task assignment, and see people as a means 

�I�R�U�� �F�D�U�U�\�L�Q�J�� �R�X�W�� �W�D�V�N�V���� �H�P�S�O�R�\�H�H�V�¶�� �P�R�W�L�Y�D�W�L�R�Q�� �L�V�� �E�D�V�H�G�� �R�Q�� �D�Q�� �X�Q�K�H�D�O�W�K�\�� �F�R�P�S�H�W�L�W�L�R�Q��

between them for carrying out business tasks set by the leaders. Consequently, these 

followers become passive in their work engagement and in both in-role and extra-role 

performance; their goal is only to meet the minimum evaluation standard instead of 

pursuing excellent output (Du & Choi, 2014:1574). In this case, whilst high output is 

achievable in the short term, much will be lost through an inevitable high labour 

turnover (Zeidan, 2009:84). 

 

The team leader approach is considered the ideal approach which is characterised by 

high sensitivity for people in the organisation and for the accomplishment of 

organisational objectives (Nikezic et al., 2013:395). It is argued that leaders believe 

that only the integration of concern for production and people can give positive results 

and achieve their leadership vision (Nikezic et al., 2013:395). Leaders communicate 

with employees, share ideas, give them their freedom of action and motivate their 

employees to achieve their highest possible goals and achievements. According to 

Choi (2007:245), this leadership style gravitates towards the democratic leadership 

style where there is a low �G�H�J�U�H�H�� �R�I�� �F�R�Q�W�U�R�O�� �I�U�R�P�� �W�K�H�� �O�H�D�G�H�U�V�K�L�S�¶�V�� �S�R�L�Q�W�� �R�I�� �Y�L�H�Z������

However, Allen and Sawhney (2015:245) maintain that adequate organisational 

performance is possible by balancing the necessity to get out work with maintaining 

the satisfactory level of morale. 
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The �³leader in the middle of the road�  ́ approach has a balanced stance towards 

production and people (Nikezic et al., 2013:395). In this approach, leaders strive to 

maintain a balance between production and employee morale. Nikezic et al. 

(2013:395) argue that, �W�K�L�V���D�S�S�U�R�D�F�K���L�V���³�O�L�Y�H���D�Q�G���O�H�W���O�L�Y�H�´���D�Q�G���W�K�H���W�H�Q�G�H�Q�F�\���L�V���W�R���D�Y�R�L�G��

the real issues and to give an adequate response to those issues. This style of 

�O�H�D�G�H�U�V�K�L�S���L�V���F�D�O�O�H�G���D���³�Z�H�W���S�H�Q�G�X�O�X�P�´�����Z�L�W�K���O�H�D�G�H�U�V���Z�K�R���D�U�H���V�Z�L�Q�J�L�Q�J���E�H�W�Z�H�H�Q���F�R�Q�F�H�U�Q��

for production and concern for people (Nikezic et al., 2013:395). Leaders balance their 

concern for both people and production, but are not fully committed to either 

production or people.  

 

2.3.4.2 �0�F�*�U�H�J�R�U�¶�V��Theory X and Theory Y  

 

Stewart (2010���������D�V�V�H�U�W�V���W�K�D�W���'�R�X�J�O�D�V���0�F�*�U�H�J�R�U�¶�V���I�D�P�R�X�V���G�L�V�W�L�Q�F�W�L�R�Q���E�H�W�Z�H�H�Q���7�K�H�R�U�\��

�;���D�Q�G���7�K�H�R�U�\���<���L�Q���K�L�V���K�X�J�H�O�\���L�Q�I�O�X�H�Q�W�L�D�O�������������E�R�R�N�����µ�7�K�H���+�X�P�D�Q���6�L�G�H���R�I���(�Q�W�H�U�S�U�L�V�H�¶, 

made a simple yet powerful observation that, managerial practice often expresses 

some very deep assumptions about the nature of human beings. He claims that two 

competing theories (i.e. Theory X and Y) about human nature, dominate the 

managerial thought-world (Stewart, 2010:1). According to Stewart (2010:1), Theory X 

states that the average human being is lazy and self-centred, lacks ambition, dislikes 

change and longs to be told what to do and there is a need for total control.  

 

According to Stewart (2010:2) and contrary to Theory X, Theory Y upholds that human 

beings are active rather than passive shapers of themselves and of their environment. 

He states that human beings long to grow and assume responsibility and the best way 
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to manage them is to manage as little as possible (Stewart, 2010:2). In agreeing with 

Stewart (2010), Gurbuz, Sahi �D�Q�G���.�R�N�V�D�O���������������������������L�Q���W�K�H�L�U���V�W�X�G�\���³�5�H�Y�L�V�L�W�L�Q�J���7�K�H�R�U�\��

�;�� �D�Q�G�� �<�´���� �I�R�X�Q�G�� �W�K�D�W��Theory Y management style is significantly and positively 

�D�V�V�R�F�L�D�W�H�G���Z�L�W�K���V�X�E�R�U�G�L�Q�D�W�H�V�¶���V�D�W�L�V�I�D�F�W�L�R�Q���Z�L�W�K���W�K�H���O�H�D�G�H�U�¶�V���D�I�I�H�F�W�L�Y�H���F�R�P�P�L�W�P�H�Q�W���D�Q�G��

organisational citizenship behaviours. They assert that these findings suggest that the 

Theory X and Y managerial assumptions are a worthwhile basis from which to 

examine several important organisational and individual outcomes (Gurbuz et al., 

2014:1888). 

 

2.3.5 Participative leadership  

 

According to Koopman and Wierdsma (cited in Yan, 2011:396), participative 

leadership style embraces efforts by a leader to encourage and facilitate participation 

by his or her subordinates in making decisions and solving problems that would 

otherwise be handled by the leader alone. Yan (2011:396) affirms that participative 

leaders extensively use groups, which helps increase the interpersonal interaction 

among groups and organisational members.  

 

Lam, Huang and Chan (2015:16) argue that managers can curtail �H�P�S�O�R�\�H�H�V�¶��

defensive cognitions against participation by demonstrating sufficient participative 

leadership. Lam et al. (2015:16) further posit that managers who could even offer 

�R�S�S�R�U�W�X�Q�L�W�L�H�V�� �D�Q�G�� �V�X�S�S�R�U�W�� �I�R�U�� �S�D�U�W�L�F�L�S�D�W�L�R�Q���� �V�K�R�Z�� �U�H�F�H�S�W�L�Y�L�W�\�� �W�R�� �H�P�S�O�R�\�H�H�V�¶��

suggestions, consider a wide range of decision alternatives and provide sufficient 
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resources and information for employees to achieve the tasks in which they are 

participating. 

 

2.3.5.1 �/�H�Z�L�Q�¶�V��leadership styles  

 

Lewin, Lippit and White (cited in Bosiok & Serbia, 2013:65) define a leadership style 

as the way in which leaders influence and stimulate the activities of the group 

members. According to Bosiok and Serbia (2013:65), Lewin identified three leadership 

styles.  

 

2.3.5.1.1 Autocratic leadership style  

 

Bass (2009:439) describes autocratic leaders as being arbitrary, controlling, power-

oriented, coercive, punitive and closed-minded. Bosiok and Serbia (2013:65) agree 

with this assertion, they argue that Autocratic Leadership Style is determined by the 

�O�H�D�G�H�U�¶�V�� �D�E�V�R�O�X�W�H��power in an organisation or a group of organisations. The leader 

alone makes decisions and takes responsibility for the conduct, results and 

achievement of the company (Bosiok & Serbia, 2013:65). According to Lopez and 

Ensari (2014:21), these leaders provide the necessary information to accomplish a 

task, create the rules, offer rewards for compliance and threaten to punish 

subordinates for disobedience.  
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2.3.5.1.2 Democratic leadership style  

 

Bosiok and Serbia (2013:65) posit that a democratic leadership style is defined by a 

leader who involves associates in decision making and management. They accentuate 

that this leader encourages associates to participate in setting goals, determining 

methods, providing ideas and suggestions for solving relevant problems (Bosiok & 

Serbia, 2013:65). Although a democratic leader will make the final decision, Batthi, 

Maitlo, Shaikh, Hashmi and Shaikh (2012:193) agree with Bosiok and Serbia (2013) 

in that, this leader invites other members of the team to contribute to the decision 

making process.  

 

Bhatti et al. (2012:193) assert that this does not only increase job satisfaction by 

involving employees or team members in what is going on, but it also helps to develop 

�S�H�R�S�O�H�¶�V���V�N�L�O�O�V�����(�P�S�O�R�\�H�H�V���D�Q�G���W�H�D�P���P�H�P�E�H�U�V���I�H�H�O���L�Q���F�R�Q�W�U�R�O���R�I���W�K�H�L�U���R�Z�Q���G�H�V�W�L�Q�\�����V�X�F�K��

as the promotion they deserve and so are motivated to work hard by more than just a 

financial reward (Bhatti et al., 2012:193). 

  

2.3.5.1.3 Liberal management or laissez -faire  leadership style  

 

Bosiok and Serbia (2013:65) explain that this leadership style is associated with a 

leader who provides the necessary information, obtains materials, manages technical 

resources and oversees working conditions. This leader allows associates and 

individuals to make decisions with minimal supervision. Dansereau, Seitz, Chiu, 

Shaughnessy and Yammarino (2013:811) agree with Bosiok and Serbia (2013) who 
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assert that leaders using this style try not to influence followers, instead they allow 

them to spend time as they please. In the absence of leadership, subordinates find 

their own ways to pursue work-related goals and even have the freedom to create their 

own work-related goals, outside the influence of the leader (Dansereau et al., 

2013:811). Although the leader does not directly influence followers, followers may still 

view the leader as an essential resource; therefore, relying �R�Q���W�K�H���O�H�D�G�H�U���D�V���D���³�V�D�I�H�W�\��

�Q�H�W�´�� �R�I�� �V�R�U�W�V���� �D�O�O�R�Z�L�Q�J�� �W�K�H�P�� �W�R�� �W�D�N�H�� �U�L�V�N�V�� �Z�L�W�K�L�Q�� �W�K�H�L�U�� �Z�R�U�N�� �U�R�O�H�V�� ���'�D�Q�V�H�U�H�D�X��et al., 

2013:811).  

 

2.3.6 Situational leadership  

 

According to Van Seters and Field (1990:34), the situational leadership era made a 

significant step forward in advancing leadership theory by acknowledging the 

importance of factors beyond the leader and the subordinate. Fiddler (cited in 

Noureddine, 2015:68) suggests that leadership depends on the successful blending 

method with the requirements of the position. The method, according to Noureddine 

(2015:68) includes leadership in two forms, which are, the leader who focuses on 

relationships with employees (Relationship-oriented leader) and the second type is the 

leader who focuses on productivity and task (Task-oriented leader). Noureddine 

(2015:69) posits that the situational leadership form by Hersey and Blanchard 

suggests this form of the behaviour-oriented leadership level and direct supportive 

behaviour cushions leadership. Hussain and Hassan (2015:94) agree with Noureddine 

(2015) and state that the situational leadership theory given by Hersey-Blanchard 

emphasised that instead of using just one style, successful leaders should change 
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their leadership styles based on the maturity of the people they are leading and the 

details of the task. 

 

2.3.7 Contingency Theory  

 

According to Van Seters and Field (1990:34-35), the Contingency Theory represents 

a major advancement in the evolution of leadership theory because it recognised for 

the first time that leadership is not found in any of the pure, unidimensional forms 

discussed previously, but rather contains elements of them all. These scholars 

emphasise that, effective leadership is contingent or dependent on one or more of the 

factors of behaviour, personality, influence and situation (Van Seters & Field, 

1990:35). Yukl (2010:40) agrees with this notion and states that, contingency 

leadership describes some aspect of leadership to situations, but not to others. This 

theory can also be descriptive or prescriptive in the sense that it tells which behaviour 

is most effective in a given situation and descriptive in that it explains how a leader 

behaves in different situations (Yukl, 2010:40).  

 

2.3.8 Transactional leadership  

 

Howell and Avolio (1993:892) describe this relationship as one in which both the leader 

and follower reach an agreement concerning what the follower will receive for 

achieving the negotiated level of performance. Rewards are then provided and are 

consistent with the satisfactory completion of the agreement. Oberfield (2012:410) 
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explains this reciprocal influence in three ways, namely, passive management-by-

exception, active management-by-exception, and contingent reward. Odumeru and 

Ifeanyi, (2013:358) explain that passive management-by-exception leaders wait for 

issues to come up before fixing the problems. Accordingly, Odumeru and Ifeanyi 

(2013:358), submit that active management-by-exception means that the leader 

continually looks at each subordinate's performance and makes changes to the 

subordinate's work to make corrections throughout the process.  

 

According to Odumeru and Ifeanyi (2013:358), contingent rewards (such as praise) 

are given when the set goals are accomplished on-time, ahead of time, or to keep 

subordinates working at a good pace at different times throughout completion. 

Contingent punishments (such as suspensions) are given when performance quality 

or quantity falls below production standards or goals and tasks are not met at all 

(Odumeru & Ifeanyi, 2013:358). Oberfield (2012:410) explains that these components 

share the principal�±agent logic about the leader-follower relationship in that, managers 

are responsible for communicating goals and instructions to workers, observing 

follower behaviour and responding in kind to the actions of followers.  

 

In agreeing with Howel and Avolio (1993) and Oberfield (2012), Dansereau et al., 

(2013:811) assert that a transactional leader's relationship with followers is 

characterised by transactional exchanges or bargains in that followers perform tasks 

and are rewarded for task completion. They further argue that transactional leadership 

fits within the category of outcome-based leadership because the series of exchanges 

that occur between leader and follower revolve around the successful completion of 
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tasks or outcomes (Dansereau et al., 2013:811).  They further avow that the 

agreement between the leader and the follower concerning rewards and level of 

performance provides the follower with clear expectations of the relationship. As such, 

this leadership style allows for self-expansion of the follower owing to the congruence 

in goals. They argue that the integration of the leader into the follower's self is likely to 

appear beneficial to the follower because both parties desire the successful 

completion of tasks (Dansereau et al., 2013:811). The follower, therefore, is likely to 

recognise that the leader has resources to offer in the fulfilment of these precise goals 

(Dansereau et al., 2013:811).  

 

2.4 Transformational Leadership  

 

In the previous section, the researcher discussed in detail the evolution of leadership 

theories. In this section, the researcher discusses transformational leadership in detail 

covering the overview of transformational leadership as a construct; empirical and 

theoretical work relating to the construct, transformational leadership models by Bass 

�D�Q�G���$�Y�R�O�L�R�¶�V���0�R�G�H�O (1994) and Kouzes and Posner (2002).  

 

Burns (cited in Kahn & Louw, 2013:74) asserts that transformational leadership is a 

reflection of the traits and behaviours that are necessary for initiating change. Bass 

(1985:29) describes a transformational leader as someone who raises their awareness 

about issues of consequence, shifting them to higher level needs, influencing them to 

transcend their own self-interests for the good of the group or organisation and to work 

harder than they originally had expected they would.  
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Stoker, Grutterink and Kolk (2012:585) highlight this point and claim that 

transformational leaders are not only essential change agents, because they show 

subordinates the future and inspire them to achieve this new future, but they are also 

effective in a situation of crisis or uncertainty. Mittal and Dhar (2015:894) elevate this 

point and contend that among the different styles of leadership, transformational 

leadership has gained the most attention from organisational researchers and 

academics. In proving this point, it was recently found that, transformational leadership 

relates to optimal job functioning (psychological health, job attitudes and performance) 

by contributing to favourable perceptions of job characteristics (more resources and 

less demands) and high-quality work motivation (more autonomous motivation and 

less controlled motivation) in employees (Fernet, Trépanier, Austin, Gagné & Forest, 

2015:11).  

 

Conger and Kanungo (1998:13�±15) emphasise the fact that transformational 

leadership motivates and inspires employees by providing meaning and challenges to 

solve complex problems. In this way, Conger and Kanungo (1998) argue that 

employees are encouraged to use their innovative and creative skills to produce better 

goods and services. According to Reggio and Murphy (2002:108), this makes 

employees optimistic and enthusiastic about the future. Senior, Martin, Thomas, 

Topakas, West and Yeats (2012:282) agree with this notion and see transformational 

leadership as inspiring and challenging people to achieve goals. Accordingly, there is 

a concession that transformational leaders motivate their employees to transcend their 

self-interest for the achievement of team and institutional goals and in this way, it 

stimulates employees to achieve self-actualisation (Senior et al., 2012:282). Kahn and 

Louw (2013:74) concur with this belief and maintain that transformational leadership 
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challenges the old order and breaks the continuity of the traditional way of doing things, 

however, it is a risky adventure that fosters change. 

 

2.4.1 Overview of the transformational leadership construct  

 

Bushra, Usman and Naveed (2011:262) report that Professor Burns was the first 

person who introduced the concept of transformational leadership and claimed that it 

is observed when leaders encourage followers to boost their morale levels, motivation, 

beliefs, perceptions and coalition with the objectives of the organisation. Yukl and Fleet 

(1992:174) agree with this assertion and emphasise that in Transformational 

Leadership Theory, leadership is viewed as the, �³�S�U�R�F�H�V�V���R�I���L�Q�I�O�X�H�Q�F�L�Q�J���P�D�M�R�U���F�K�D�Q�J�H�V��

in the attitudes and assumptions of organisation members (organisation culture) and 

building commi�W�P�H�Q�W�� �I�R�U�� �P�D�M�R�U�� �F�K�D�Q�J�H�V�� �L�Q�� �W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �R�E�M�H�F�W�L�Y�H�V�� �D�Q�G��

�V�W�U�D�W�H�J�L�H�V�´�����+�D�X�W�D�O�D�������������������������D�J�U�H�H�V���Z�L�W�K���W�K�L�V���Q�R�W�L�R�Q���D�Q�G���V�W�D�W�H�V���W�K�D�W, the theory and 

studies of transformational leadership were initially started by James McGregor Burns 

in 1978, whose idea at the time was based on the premise that transforming leadership 

�U�D�L�V�H�V���E�R�W�K���W�K�H���O�H�D�G�H�U�V�¶���D�Q�G���I�R�O�O�R�Z�H�U�V�¶���O�H�Y�H�O���R�I���P�R�W�L�Y�D�W�L�R�Q���D�Q�G���P�R�U�D�O�H���� 

 

According to Bass (cited in Yucel, McMillan & Richard, 2014:1171), transformational 

leadership includes four key concepts, charisma or idealised influence, inspirational 

motivation, individualised consideration and intellectual stimulation. Through idealised 

influence, transformational leaders reinforce the acceptance and importance of these 

behaviours through their own words and actions (Moynihan, Pandey & Wright, 

2011:149). According to Moynihan et al. (2011:147), transformational leaders direct 
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�D�Q�G�� �L�Q�V�S�L�U�H�� �H�P�S�O�R�\�H�H�V�¶�� �H�I�I�R�U�W�� �E�\�� �U�D�L�V�L�Q�J�� �W�K�H�L�U�� �D�Z�D�U�H�Q�H�V�V�� �R�I�� �W�K�H�� �L�P�S�R�U�W�D�Q�F�H��of 

organisational values and outcomes. This process requires leaders to create a sense 

of vision, mission and purpose among employees, providing confidence and direction 

about the future of the organisation (Moynihan et al., 2011:147). The appeal to broader 

goals activates the higher-order needs of employees, encouraging them to transcend 

their own self-interest for the sake of the organisation and its clientele. Furthermore, 

Moynihan et al. (2011:147) emphasise that transformational leaders help followers 

achieve the mission by intellectually stimulating them to challenge old assumptions 

about organisational problems and practices.  

 

Bass (cited in Zacher & Rosing, 2015:58) suggests that leaders who subscribe to the 

theory of transformational leadership, stimulate their followers to perform above and 

beyond expectations by acting as a positive role model, communicating an attractive 

vision of the future, encouraging independent and creative thinking and being caring 

and nurturing. Zacher and Rosing (2015:58) argue that similar variations in the 

relationships with innovation, were found for other leadership styles, such as initiating 

structure and supervisor support. In another study, transformational leadership was 

found to encourage their followers to deliver outcomes beyond their expected level, 

�Z�K�L�F�K���L�V���S�R�V�V�L�E�O�H���W�K�U�R�X�J�K���L�Q�Y�R�N�L�Q�J���H�P�S�O�R�\�H�H�V�¶���K�L�J�K�H�U���O�H�Y�H�O���E�H�O�L�H�I�V���D�Q�G���Y�D�O�X�H�V�����%�X�V�K�U�D����

Usman & Naveed cited in Mittal & Dhar, 2015:895). 

It is claimed that there is strong support for transformational leadership, for example, 

�³�$���U�L�F�K���V�W�R�F�N���R�I���V�W�X�G�L�H�V���V�X�J�J�H�V�W���W�K�D�W���W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O���O�H�D�G�H�U�V�K�L�S���F�D�Q���E�H���D���Y�H�U�\���H�I�I�H�F�W�L�Y�H��

�I�R�U�P���R�I���O�H�D�G�H�U�V�K�L�S�´�����/�L�Q�G�H�E�D�X�P���	���&�D�U�W�Z�U�L�J�K�W���������������������������D�Q�G���W�K�D�W, �³�Q�X�P�H�U�R�X�V���V�W�X�G�L�H�V�´��

�³�K�D�Y�H�� �G�H�P�R�Q�V�W�U�D�W�H�G�� �W�K�H�� �S�R�V�L�W�L�Y�H�� �H�I�I�H�F�W�V�� �R�I�� �W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O�� �O�H�D�G�H�U�V�K�L�S��on various 
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�O�H�Y�H�O�V�´�����)�X�����7�V�X�L�����/�L�X�����	���/�L���������������������������$�V���V�K�R�Z�Q���D�E�R�Y�H�����G�H�I�L�Q�L�W�L�R�Q�V���W�H�Q�G���W�R���J�X�D�U�D�Q�W�H�H��

�³�S�R�V�L�W�L�Y�H�´�� �R�X�W�F�R�P�H�V���� �V�R�� �H�P�S�L�U�L�F�D�O�� �V�W�X�G�L�H�V�� �L�Q�� �W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O�� �O�H�D�G�H�U�V�K�L�S�� �D�Q�G�� �R�W�K�H�U��

�³�S�R�V�L�W�L�Y�H�´���W�K�H�R�U�L�H�V���W�H�Q�G���W�R��be exercised in confirmation bias and tautology.  

 

The views of Alvesson and Kärreman (2015:3) on transformational leadership are that 

often this leadership style and many other leadership theories embrace what could be 

referred to as the sheep view on managing. The leader leads, the others follow almost 

mindlessly and without much will or ability and the idea is that the transformational 

leadership person is the centre of the organisational universe and has a far-reaching 

impact (Alvesson & Kärreman, 2015:3). As leadership is about influencing processes, 

those who are supposedly influenced understand and respond to the intentions and 

the behaviour of the manager appears to be central (Alvesson & Kärreman, 2015:3). 

Hence Bass (1995:473) contends that transformational leadership is linked to 

outcomes such as leadership effectiveness, innovativeness, quality improvement and 

both subjective and objective ratings of performance.  

 

2.4.2 Prior empirical work  

 

Lippstreu (2010:9) is of the view that prior empirical work in the realm of 

transformational leadership development has been limited. He posits that the existing 

studies have followed two lines of research. The first line of research explored the 

impact of training interventions on the development of transformational leaders and 

their subsequent consequence on leadership outcomes (Barling, Weber & Kelloway, 

1996:827-828). These studies are not directly relevant to follower development but are 
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informative for general development research, as they suggest that transformational 

leadership characteristics or behaviours can be developed within individuals 

(Lippstreu, 2010:9). 

 

Dvir, Eden, Avolio and Shamir (2002:735-738) submit that the second line of research 

focuses more directly on the topic of follower development, where the leader plays a 

role in the development of his or her follower into a leader. These studies as conducted 

by (Dvir et al., 2002:735-738) have investigated the direct relationship between 

supervisor transformational leadership and follower transformational leadership. 

Consistent with theory, Bass, Waldman, Avolio and Bebb (1987:75-77) argue that 

there is evidence to suggest that supervisors/managers are more likely to be 

transformational leaders if the supervisors/managers to whom they report to are also 

transformational leaders.  

 

Lippstreu (2010:8) contends that the support for this part of the theory is encouraging 

and allows for further research on the processes through which such development 

occurs. Dvir et al., 2002:735-738 take this point further and emphasise that the link 

between predictor (supervisor transformational leadership) and the final outcome 

variable (follower transformational leadership) has been established, but much less is 

known about everything that happens in between these variables. In his research, 

Lippstreu (2010:8) examined the way the transformational supervisor affects the 

�I�R�O�O�R�Z�H�U�V�¶�� �W�K�R�X�J�K�W�V�� �D�E�R�X�W��their own development, their leadership-relevant self-

concept, their motivation about development, or their intentions to pursue leadership 

development activities. 



35 
 

 

�/�L�S�S�V�W�U�H�X�� �������������� �D�U�J�X�H�V�� �W�K�D�W�� �D�� �W�H�V�W�� �R�I�� �W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O�� �O�H�D�G�H�U�V�K�L�S�� �W�K�H�R�U�\�¶�V�� �E�D�V�L�F��

principle should go beyond simple direct relationships between the transformational 

leadership of the supervisor/manager and subordinate. According to Barling, Weber 

and Kelloway (1996:831-832), future research needs to take a bigger perspective of 

the follower development process by exploring various ways through which followers 

can change themselves in order to be better prepared for development. Lippstreu 

(2010:9) contends that one way to accomplish such is by beginning to examine other 

types of variables that could contribute to the development process, such as the 

�I�R�O�O�R�Z�H�U�¶�V�� �O�H�D�G�H�U�V�K�L�S-relevant cognition, motivation and behaviours. Lippstreu 

������������������ �D�V�V�H�U�W�V�� �W�K�D�W�� �G�L�U�H�F�W�� �U�H�O�D�W�L�R�Q�V�K�L�S�V�� �E�H�W�Z�H�H�Q�� �W�K�H�� �V�X�S�H�U�Y�L�V�R�U�¶�V�� �W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O��

leadership and these other follower variables can be examined, but more complex 

relationships can also be investigated such as tests of mediated effects of predictors, 

processes and various alternative outcomes. Further, more rigorous tests of theory 

should be pursued by exploring alternative explanations of established and potential 

findings. Accomplishing all of these needs may require studying several constructs in 

conjunction within a larger framework of follower processes (Barling et al., 1996:831-

832). 

 

2.4.3 Prior  theoretical work  

 

Lippestreu (2010:9) opines that prior theoretical work on transformational leadership 

development has also been limited. Besides the general theory on transformational 

leadership, there have been very few researchers who have attempted to specifically 
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outline the process through which follower development occurs (Lippestreu, 2010:9). 

However, several researchers have called for more work in terms of conceptual 

frameworks and systematic research on follower development processes in general 

(Dvir et al., 2002, 735-738). Lippstreu (2010:9) asserts that one exception to the lack 

of literature on transformational leadership development by the follower is a model 

proposed by Avolio and Gibbons in 1988. Accordingly, this model emphasises the way 

in which a person (leader or follower) makes sense or meaning of their life experiences 

and how these experiences influence their cognitive and emotional development 

(Lippstreu, 2010:9).  This is also pointed out by Lievens, Van Geit and Coetsier 

(1997:417) in that, transformational leaders can further encourage followers to rethink 

their conventional practice and ideas and communicating personal respect to followers 

by giving them specialised attention, treating each one individually and by recognising 

�H�D�F�K�� �R�Q�H�¶�V�� �X�Q�L�T�X�H needs through intellectual stimulation and individualised 

consideration (two of the dimensions of transformational leadership).  

 

Hickman (1997:2) stated that, transformational leadership serves as a means to 

�³Create and sustain a context for building human capacity by identifying and 

developing core values and unifying purpose, liberating human potential and 

generating increased capacity, developing leadership and effective followership, 

utilising interaction-focused organisational design, and building in�W�H�U�F�R�Q�Q�H�F�W�H�G�Q�H�V�V�´����

Hence, Givens (2008:11) maintains that intellectuals consider a critical independent 

approach to be a necessary empowerment process among followers of 

transformational leaders. In this context of transformational leadership, Lippstreu 

(2010:9) argues that leaders can provide followers with job challenges that lead to the 

development of new information structures which force the followers to face emotional 
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stress. The acquired information structures and stressful experiences ultimately allow 

the follower to grow cognitively and develop emotionally with more effective coping 

and emotional regulation skills (Lippstreu, 2010:9). This challenge given to followers  

motivates them to become more involved in their tasks which results in an increase in 

the degree of satisfaction with their work and commitment to the organisation (Givens 

2008:11). This supports what Tafvelin (2013:42) states that the longer an employee 

has reported to a leader they are perceived as transformational, the greater the effect 

on commitment and role clarity. By encouraging open-mindedness and acceptance of 

�R�W�K�H�U���S�H�R�S�O�H�¶�V���S�H�U�V�S�H�F�W�L�Y�H�V���D�Q�G���R�S�L�Q�L�R�Q�V�����D�Q���D�V�S�H�F�W���R�I���L�Q�W�H�O�O�H�F�W�X�D�O���V�W�L�P�X�O�D�W�L�R�Q�����D�Q�G��by 

showing empathy towards their followers (an aspect of individualised consideration), 

leaders instil the importance of these skills in their �I�R�O�O�R�Z�H�U�V�¶���I�R�U���W�K�H�L�U���I�X�W�X�U�H���L�Q�W�H�U�D�F�W�L�R�Q�V��

with others (Lippstreu, 2010:9). This may be the reason why, it is posited that keeping 

leaders in the same position and with the same workgroup for a longer period of time 

achieves the best possible effects on commitment and role clarity (Tafvelin, 2013:42). 

 

As followers increase their cognitive and emotional development, their confidence in 

tackling future challenges is also increased. This the reason why, Tafvelein (2013:18) 

�D�U�J�X�H�G���W�K�D�W���X�Q�G�H�U�V�W�D�Q�G�L�Q�J���K�R�Z���W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O���O�H�D�G�H�U�V���L�Q�I�O�X�H�Q�F�H���I�R�O�O�R�Z�H�U�V�¶���D�W�W�L�W�X�G�H�V����

motivation and behaviour is important for explaining why transformational leadership 

has a positive effect on followers. Along with higher self-efficacy, more complex 

cognitive and emotional skills prepare the followers to face even tougher challenges 

later (Lippstreu, 2010:9). This advances the meaning-making systems of followers to 

a larger extent and the cognitive structures become more likely to evolve into those of 

their transformational leaders (Lippstreu, 2010:9). The followers are now more likely 

to interpret new experiences differently, such as approaching problems and 
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challenges with creativity and sophistication rather than through simple and routine 

procedures that followers may have initially used in their development (Lippstreu, 

2010:9). They may even view the new challenges as opportunities to learn. Thus, 

followers are more prepared to assume leadership positions through their cognitive 

and emotional development.  

 

2.4.4 Transformational leadership models  

 

Below is a discussion of the two transformational leadership models by Bass and 

Avolio (1992 & 1994) and Kouzes and Posner (2002).  

 

2.4.4.1 �%�D�V�V���D�Q�G���$�Y�R�O�L�R�¶�V��model of transformational leadership  

 

Burns (cited in Birasnav, 2014:1623) started the discussion of the importance of 

developing transformational leadership and transactional leadership styles in  

organisations. Though Bass (1985) laid the foundation for transformational leadership, 

Mittal and Dhar (2015:896) argue that Bass and Avolio (1992) extended the Theory of 

Transformational Leadership. Bass, (1985 and 1990); Bennis and Nanus, (1985) 

acknowledged by Mathew and Gupta (2015:76) identify four dimensions of 

transformational leadership. These dimensions as captured in Mathew and Gupta 

(2015:76) are idealised influence, inspirational motivation, individualised consideration 

and intellectual stimulation.  
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2.4.4.1.1 Idealised Influence  

 

Bass (1995:471) states that, idealised influence is the charismatic element of 

transformational leadership in which the leader provides vision and a sense of mission, 

instils pride, faith and respect, excites, arouses and inspires followers. 

Transformational leaders develop a type of influence derived from their expertise, 

strength of relationships and charismatic abilities (Stone, Russel & Patterson, 

2004:357). Mathew and Gupta (2015:76) posit that idealised influence is concerned 

with charismatic actions by the leader related to values, beliefs and mission. In this 

component, it is believed that the charismatic behaviour of the leader fosters strong 

emotional bonds with followers based on faith, trust, respect and pride. The behaviour 

of the leader becomes idealised and manifests in collective values and actions within 

the organisation, as the leader provides a compelling vision, mission and high 

standard for emulation. The leader under this dimension becomes a role model for the 

followers. In agreeing with Mathew and Gupta (2015), Herlina, Basri, Kahar and Ihsan 

(2015:171) describe a leader with idealised influence as one whose behaviour makes 

his followers admire, respect and simultaneously trust him. On the basis that this kind 

of a leader shows a standing point, he can become a role model because he shows 

pride, loyalty, respect, enthusiasm for his followers and in reciprocity they trust him. 

 

2.4.4.1.2 Inspirational motivation  

 

Mathew and Gupta (2015:76) opine that inspirational motivation involves the 

development and communication of an appealing vision that provides shared and 
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challenging goals and arouses team spirit, enthusiasm and optimism by modelling the 

behaviours that are deemed appropriate. It involves energising the followers in their 

beliefs to achieve a challenging but achievable vision. In agreeing with the earlier 

mentioned scholars, Avolio, Bass and Jung (1999:444) assert that inspirational 

leaders provide followers with a clear sense of purpose that is energising, are role 

models for ethical conduct and build identification with the leaders and their articulated 

vision. Transformational leaders inspire and motivate others by providing meaning and 

challenge to their followers (Avolio, Bass & Jung, 1999:444). A transformational leader 

builds a relationship with followers through interactive communication, which forms a 

cultural bond between them and leads to a shifting of values by both parties towards 

common ground; the leader inspires followers to see the attractive future state, while 

communicating expectations and demonstrating a commitment to goals and a shared 

vision (Stone et al., Russel & Patterson, 2004:351). Mangkunegara (cited in Herlina et 

al., 2015:171) asserts that inspirational motivation demonstrates that a leader is able 

to become �D���P�R�W�L�Y�D�W�R�U���R�I���K�L�V���R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���F�R�P�S�R�Q�H�Q�W�����D���O�H�D�G�H�U���I�R�U���K�L�P�V�H�O�I���D�Q�G���I�R�U��

them (followers) who is able to lift their self-confidence and win their heart by 

implementing the following principles: Inspiration principle; communication principle; 

�D�G�P�L�W���V�X�E�R�U�G�L�Q�D�W�H�¶�V��contribution principle; power sharing principle and individualised 

interest principle. 

 

2.4.4.1.3 Intellectual stimulation  

 

Mathew and Gupta (2015:76) posit that intellectual stimulation involves behaviour by 

the leader that encourages new ways of solving problems and innovative ways of 
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executing daily responsibilities by challenging the beliefs and values of the followers, 

as well as that of their leaders and the organisation. The leader appeals to the 

�I�R�O�O�R�Z�H�U�V�¶���O�R�J�L�F���D�Q�G���D�Q�D�O�\�V�L�V���D�Q�G���W�K�H���I�R�O�O�R�Z�H�U�V���D�U�H���H�Q�F�R�X�U�D�J�H�G���W�R���W�D�N�H���L�Q�W�H�O�O�H�F�W�X�D�O���U�L�V�N�V��

and challenge the status quo. Avolio, Bass and Jung (1999:444) in agreeing with 

Mathew and Gupta (2015:76), assert that intellectual stimulation gets followers to 

question the tried and true ways of solving problems and encourages them to question 

the methods they use to improve upon them. Herlina et al. (2015:171) agree with  

Mathew and Gupta (2015), in that a leader who subscribes to intellectual stimulation 

from a transformational perspective must listen to subordinates�¶ ideas, develop 

subordinate rationality and creativities, as well as involve them in solving problems, 

�L�P�S�U�R�Y�L�Q�J���I�R�O�O�R�Z�H�U�¶�V���L�G�H�D�V���F�U�H�D�W�L�Y�H�O�\���V�R���W�K�H�\���F�D�Q���H�[�S�U�H�V�V���L�Q�Q�R�Y�D�W�L�R�Q���� 

 

2.4.4.1.4 Individual consideration  

 

Individual consideration is where the leader recognises individuals�¶ uniqueness and 

individual needs and provides support, encouragement and coaching, delegation, 

advice and feedback for personal development (Mathew and Gupta, 2015:76). Such 

�O�H�D�G�H�U�V�� �D�O�V�R�� �O�L�Q�N�� �W�K�H�� �L�Q�G�L�Y�L�G�X�D�O�¶�V�� �Q�H�H�G�V�� �W�R�� �W�K�D�W�� �R�I�� �W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q�� �W�R�� �H�Q�D�E�O�H��

opportunities for growth and self-actualisation. Avolio, Bass and Jung (1999:444) 

concur with this notion and maintain that individualised consideration focuses on 

understanding the needs of each follower and works continuously to get them to 

develop to their full potential. 
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Herlina et al. (2015:171) concur with Avolio, Bass and Jung (1999) and Mathew and 

Gupta (2015) in that a leader who pays individualised consideration is one who 

�F�R�Q�W�H�P�S�O�D�W�H�V���� �W�K�L�Q�N�V���� �U�H�F�R�J�Q�L�V�H�V�� �H�P�S�O�R�\�H�H�V�¶�� �D�E�L�O�L�W�\���� �G�H�O�H�J�D�W�H�V�� �K�L�V�� �D�X�W�K�R�U�L�W�\���� �J�L�Y�Hs 

attention, develops, leads, and gives special and private training to his followers in 

order to achieve organisational goals, give support and keep identifying the 

�H�P�S�O�R�\�H�H�V�¶�� �Q�H�H�Gs, enthusing and giving experiences about the development of the 

followers.  

 

Herlina et al. (2015:171) further state that individual attention shows a leader who is 

able to give protection and create safeness and comfort to the follower, is able to 

�D�F�F�R�P�P�R�G�D�W�H�� �D�Q�G�� �F�D�W�F�K�� �D�O�O�� �K�L�V�� �I�R�O�O�R�Z�H�U�V�¶�� �D�V�S�L�U�D�W�L�R�Q�� �D�Q�G�� �L�Q�W�H�U�H�V�W�V����appreciates 

�I�R�O�O�R�Z�H�U�V�¶���S�R�W�H�Q�W�L�D�O�����Q�H�H�G���D�Qd aspiration for long term interests, fights �I�R�U���W�K�H���I�R�O�O�R�Z�H�U�V�¶��

needs, has a high expectation and emotionally keeps close to the employees. 

 

2.4.4.2 �.�R�X�]�H�V���D�Q�G���3�R�V�Q�H�U�¶�V��model of transformational leadership  

 

Kouzes and Posner (1997:5) aver that leadership is not inherent in the official position, 

but rather is a collection of practices and behaviours regardless of the profession. Abu-

Tineh, Khasawneh and Al-Omary (2009:268) elevate this fact and assert that the 

research which Kouzes and Ponser conducted over almost 20 years, suggested that 

leadership is not a position, but a collection of practices and behaviours. These 

practices  are challenging the process, inspiring a shared vision, enabling others to 

act, modelling the way, and encouraging the heart to serve as guidance for leaders to 

�D�F�F�R�P�S�O�L�V�K�� �W�K�H�L�U�� �D�F�K�L�H�Y�H�P�H�Q�W�V�� �R�U�� �³�W�R�� �J�H�W�� �H�[�W�U�D�R�U�G�L�Q�D�U�\�� �W�K�L�Q�J�V�� �G�R�Q�H�´�� ���.�R�X�]�H�V�� �	��
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Posner, 1995:9). Kouzes and �3�R�V�Q�H�U�¶�V�� �������������� �V�W�X�G�\�� �R�Q�� �H�[�H�P�S�O�D�U�\�� �O�H�D�G�H�U�V�K�L�S��

experiences (cited in Lingam & Lingam, 2015:37) found that leaders who engaged in 

these five dimensions of effective leadership behaviours were able to accomplish a lot 

for their schools. The five dimensions or practices are discussed below: 

 

2.4.4.2.1 Model the way  

 

Abu-Tineh et al. (2009:269) assert that modelling the way means that leaders must go 

first. In other words, transformational leaders set an example and build commitment 

through daily acts that create progress and momentum. Transformational leaders as 

argued by Abu-Tineh et al. (2009:269), create a programme of excellence and then 

set the example for others to follow. To model the way, leaders need to have a 

philosophy, a set of high standards by which the organisation is measured, a set of 

principles concerning the way people should be treated and the way goals should be 

pursued that make the organisation unique and distinctive (Abu-Tineh et al., 

2009:269). 

 

These leaders show by example that they live by the values they advocate for and 

believe that consistency between words and deeds builds their credibility as 

transformational leaders (Abu-Tineh et al., 2009:269). Lingam and Lingam (2015:37) 

agree with this notion and state that effective leaders should take the opportunity, 

through setting good examples, to show others what they are doing. As Kouzes and 

Posner (2008:2) put it, these leaders set the tone through their everyday actions that 

demonstrate that they are deeply committed to their beliefs. 
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2.4.4.2.2 Inspire a shared vision  

 

Lingam and Lingam (2015:38) contend that a good vision is a nudge and that if it is 

really powerful, it creates an interest to the organisation. It retains employees in the 

organisation and lowers employee turnover. Espejo, Schuhmann, Schwaninger and 

Bilello (1996:12) concur and assert that such a vision attracts commitment and 

energis�H�V�� �S�H�R�S�O�H���� �F�U�H�D�W�H�V�� �P�H�D�Q�L�Q�J�� �L�Q�� �Z�R�U�N�H�U�V�¶�� �O�L�Y�H�V���� �H�V�W�D�E�O�L�V�K�H�V�� �D�� �V�W�D�Q�G�D�U�G�� �R�I��

excellence and creates a bridge between present and future. According to Abu-Tineh 

et al. (2009:269), inspiring a shared vision is vital for bringing people in any 

organisation together to foster a commitment to the shared future they seek to create. 

Transformational leaders passionately believe that they can make a difference by 

envisioning the future and creating an ideal and unique image of what the organisation 

can become (Abu-Tineh et al., 2009:269). They inspire such a vision in their followers 

with a positive and hopeful outlook. They generate enthusiasm and excitement for the 

common vision from others through genuineness and skilful use of metaphors, 

symbols, positive language and personal energy (Abu-Tineh et al., 2009:269). 

  

2.4.4.2.3 Challenge the process  

 

Kouzes and Posner (2007:161-219) assert that challenging the process is a way of life 

for transformational leaders. By either creating new ideas or recognising and 

supporting new ideas, leaders show a willingness to challenge the system in order to 

turn these ideas into actions and to get new products, processes and services adopted 

(Kouzes & Posner, 2007:161-219). These leaders seek out challenging opportunities 
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that test their skills and abilities, look for innovative ways to improve their organisations 

and are willing to change the status quo (Kouzes & Posner, 2007:161-219). They 

experiment and take risks with a new approach, whereby learning, for them, is a 

lifelong behaviour. In order to succeed, leaders must be prepared to make mistakes 

because every false step opens the door to a new opportunity.  

 

2.4.4.2.4 Enable others to act  

 

Enabling others to act is described as a means of fostering collaboration through 

teamwork and individual accountability (Lingam & Lingam, 2015:39). According to 

Kouzes and Posner (2007:224), research indicates that leadership is not a solo act 

but a team effort. Indeed, effective leaders actively facilitate teamwork to reach their 

desired destination. As good leaders do not accomplish their goals alone, it is 

necessary to build a team that feels capable of taking action in achieving the shared 

goals of the organisation.  

 

Abu-Tineh et al. (2009:269) agree with this notion and aver that enabling others to act 

fosters collaboration and empowerment. Enabling others to act means involving others 

in planning and giving them freedom of choice in decision making (Abu-Tineh et al., 

2009:269). Enabling others to act allows followers to do their job and to realise their 

full potential. Transformational leaders strive to create an atmosphere of trust and 

human dignity and help each person feel capable and powerful. They consider the 

needs and interests of others and let them feel as if they carry ownership and 

responsibility in the organisation (Abu-Tineh et al., 2009:269). 
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2.4.4.2.5 Encourage the heart  

 

Encouraging the heart is about supporting individuals and groups to achieve their 

vision (Kouzes & Posner, 2007:248-333). Transformational leaders are cheerleaders 

for the people in their organisations who should acknowledge the contributions of 

individuals and groups and at the same time celebrate the victories in the organisation. 

The credibility of these leaders, argue Kouzes and Posner, (2007:248-333) is based 

on their record of achievements, dedication and daily demonstrations of what and how 

things need to be done. By influencing employee motivation, leaders attach rewards 

and recognition to job performance. Transformational leaders play a special role in the 

celebrating of individual or group achievements because they are the most prominent 

personalities in the organisation and serve as role models. By celebrating 

achievements together, leaders let people feel that they are part of the group and part 

of something significant. It also increases the sense of belonging. When leaders 

encourage their employees through recognition and celebration, they inspire them to 

perform better (Kouzes & Posner, 2007:248-333). 

 

2.5 TALENT ACQUISITION  

 

In this previous section, the researcher discussed transformational leadership in detail, 

covering the overview of the transformational leadership as a construct; the prior 

empirical and theoretical work relating to the construct and transformational leadership 

models by Bass and Avolio; and Kouzes and Posner. In this section, the researcher 

discusses talent acquisition in detail. 
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2.5.1 Introduction  

 

Since a group of McKinsey consultants coined the phrase the War for Talent in 1997, 

the topic of talent management has received a remarkable degree of practitioner and 

academic interest. For example, Chambers, Foulon, Hanfield-Jones, Hankin and 

�0�L�F�K�D�H�O�V���,�,�,�����������������������L�Q���W�K�H�L�U���V�W�X�G�\���³�7�K�H���Z�D�U���I�R�U���W�D�O�H�Q�W�´ underscore that, �³�E�H�W�W�H�U���W�D�O�H�Q�W��

�L�V�� �Z�R�U�W�K�� �I�L�J�K�W�L�Q�J�� �I�R�U�´���� �&�K�D�P�E�H�U�V��et al. (1998:45) argue that at senior levels of an 

organisation, the ability to adapt, to make decisions quickly in situations of high 

uncertainty and to steer through wrenching change is critical. 

  

In the section below, the researcher discusses the definitions of talent management 

and talent before elaborating on talent acquisition as an element of talent 

management.   

 

2.5.1.1 Defining talent management  

 

From the review of literature, it became clear that there is no one definition of talent 

management. Lewis and Heckman, (2006:139-140) define talent management as a 

compilation of typical human resource department practices, functions, activities or 

specialist areas such as recruiting, selection, development and career and succession 

management. �'�¶�Dnnunzino-Green (2008:807) describes talent management as, �³���������D��

holistic approach to human resource planning aimed at strengthening organisational 

capability and driving business priorities and uses a range of HR interventions. These 

include a focus on performance enhancement, career development and succession 
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�S�O�D�Q�Q�L�Q�J���´�����,�Q���W�K�H���V�D�P�H���P�D�Q�Q�H�U�����W�K�H���6�W�D�W�H���R�I���W�K�H���,�Q�G�X�V�W�U�\���5�H�S�R�U�W���������������������G�H�I�L�Q�H�V���W�D�O�H�Q�W��

management as, �³�������� �W�K�H�� �S�U�R�F�H�V�V�� �R�I�� �U�H�F�U�X�L�W�L�Q�J�� �D�Q�G��on-boarding new workers, 

developing and retaining current workers, assessing and managing workforce 

�S�H�U�I�R�U�P�D�Q�F�H���D�Q�G���V�X�F�F�H�V�V�L�R�Q���S�O�D�Q�Q�L�Q�J�´���� 

 

Similarly, Berger and Berger (2011:318) define talent management as a meaningful, 

shared, conscious and deliberate approach undertaken to attract, develop and retain 

people with the aptitude and abilities to meet the defined current and future 

organisational needs in terms of capacity, behaviour, attitude, knowledge and style. In 

concurring with the above definitions, Oladipo (2014:20), asserts that talent 

management is a process which involves attracting, selecting, engaging, developing 

and retaining employees.  

 

The Chartered Institute of Personnel Development (2015:1) defines talent 

management as systematic attraction, identification, development, engagement, 

retention and deployment of those individuals who are of particular value to an 

organisation, either in view of their high potential for the future or because they are 

fulfilling business/operational critical roles. Naqvi (2009:90) therefore states that, the 

purpose of talent management is to assure that the supply of talent is available and to 

align the right people to the right jobs at the right time, based on strategic business 

objectives. These authors seem to agree that talent management includes a variety of 

human resource dimensions which include but are not limited to workforce planning, 

attraction, acquisition and recruitment, employee engagement, retention, career 

development, succession planning, and talent deployment.   
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2.5.1.2 Defining  talent  

 

�³�7�D�O�H�Q�W�´��is defined differently by different scholars and practitioners. In agreement with 

this notion, Ingham (2006:21) states that there is no universal definition of great talent, 

because different organisations need different talents, depending on the current 

leadership team; other people in key roles; senior people with particular capabilities, 

networks and relationships which would be difficult or time consuming to replace; 

individuals with skills that are scarce in the employment market; high performers who 

make a particular contribution to value-adding processes and high potentials, which 

could include graduates in early career grades or employees at positions just below 

the leadership team.  

 

According to the Chartered Institute of Personnel and Development (CIPD) (2015:1), 

talent consists of those individuals who can make a difference to organisational 

performance either through their immediate contribution or, in the longer-term, by 

demonstrating the highest levels of potential. Edward and Lawler (cited in Zhang & 

Bright, 2008:148) state in general terms that, talent refers to employees in critical jobs 

that are important to the success of the organisation and they can make a significant 

difference in organisational performance. According to McKinsey and Company 

(2013:1), a talented person is one who possesses special skills, which are difficult to 

copy or imitate, who is a top performer with competencies of strategic importance 

which cannot be readily developed and the lack of these skills and competencies 

would affect the competitive advantage of the company. In agreement with the latter�V�¶ 

definition, Elegbe (cited in Zhang & Bright, 2008:148) argues that talented people are 
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about 15 percent of the total workforce in an organisation and they are considered as 

special groups, which include senior leadership, mid-level employees with leadership 

potential, key contributors or technical experts and entry-level employees with 

leadership potential. For the purposes of this study, the scarce resources (i.e. 

engineers) referred to herein fit within the definition of talent by McKinsey and 

Company (2013:1). 

   

2.5.1.3 Perspectives of the definitions of talent  

 

According to Zhang and Bright (2012:148������ �³talent�  ́as a concept is too diverse and 

could generally be classified into an inclusive perspective and exclusive perspective. 

These academics assert that inclusive perspective views everyone as talented 

because everyone in an optimal organisation has a clear role to play and contributes 

to the success of the business (Zhang & Bright, 2012:148). The exclusive perspective 

argues that it is not possible for everyone in an organisation to be called talented 

because talented employees are distinguished from others in terms of their current 

and past performance, potential and competence (Zhang & Bright, 2012). The first 

exclusive perspective is a non-position-related understanding, which views key people 

with high performance and potential as talent. This talent definition is neither title-

related nor position-related (Zhang & Bright, 2012). The researchers posit that this 

definition measures talent using three variables: performance, potential and 

competency (Zhang & Bright, 2012:148). 
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However, Chuai, Preece and Iles (2008:907) contend that an organisation cannot treat 

all employees equally without segmentation because this would cause unnecessary 

high costs for recruiting, hiring, training and compensating employees. Based on these 

three variables, that is, performance, potential and competency, Walker (2002:13) 

argues that a company can invest scarce resources in the most promising talent but 

should not do so at the expense or neglect of other employees.  

 

Another exclusive perspective identified by Zhang and Bright (2012:149) is the 

position-related understanding of talent, which views the right people in key positions 

�D�V���W�D�O�H�Q�W�V�����7�K�L�V���G�H�I�L�Q�L�W�L�R�Q���L�V���F�O�R�V�H�O�\���F�R�X�S�O�H�G���Z�L�W�K���W�K�H���L�G�H�Q�W�L�I�L�F�D�W�L�R�Q���R�I���³�N�H�\���S�R�V�L�W�L�R�Q�V�´���L�Q��

the organisation and argues that only the right people occupying those positions can 

be regarded as talented. The right people who are in the right positions can get 

opportunities to be developed (Zhang & Bright, 2012:149). However, this definition is 

not without criticism. Stainton (cited in Zhang & Bright, 2012:149) argues that talent 

management is capable of adopting a broader approach by recognising everyone as 

having the capability and potential to display talent and everyone can go through a 

talent identification process. 

 

Accordingly, some employees may not be considered as talented as they may not 

have the opportunity to display their competencies and potential. Organisations need 

to provide opportunities for all employees to learn, grow and fulfil their potential 

(Walker, 2002:14). It is difficult to adopt all the perspectives above to define talent for 

an organisation, as different organisations define talent from different perspectives and 

by different criteria (Zhang & Bright, 2012:149). According to Zhang and Bright, (2012), 
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an organisation may define talent based on the type of company, business strategy, 

overall competitive environment and other factors.  

 

Elegbe (cited in Zhang & Bright, 2012:149) submits that talent must be defined with 

reference to its relationship with the environment or the individual context because 

talent is situation-specific. Similarly, Barab and Plucker (2002:174) note that the 

existence of talent is manifested through behaviours that are consistent with ways that 

are socio-culturally defined and endorsed.  

 

Oehley (2007:21) posits that differentiation entails assessing the performance and 

potential of employees within the organisation and utilising this knowledge in order to 

allocate the commensurate promotion, compensation and development opportunities. 

Michaels, Handfield-Jones and Axelrood (2001:127) propose differentiation of 

employees into A, B and C players: �µA players�¶ define the standard for exceptional 

performance by constantly delivering results, inspiring and motivating others; �µB 

players�¶ are solid perfomers who meet expectations, but who may have limited upward 

mobility, and �µC players�¶ deliver barely acceptable or poor results.  

 

2.5.2 Defining talent acquisition  

 

Naqvi (2009:90) contends that organisations need talent to operate and an effective 

way to affect employee retention is to ensure that the staffing process permits for the 

acquisition of the best talent the first time around. Laurano (2013:4) argues that, the 
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world of talent acquisition is one of the most complex and challenging areas of talent 

�P�D�Q�D�J�H�P�H�Q�W���� �'�H�V�S�L�W�H�� �D�� �J�U�R�Z�L�Q�J�� �S�R�R�O�� �R�I�� �D�Y�D�L�O�D�E�O�H�� �W�D�O�H�Q�W���� �I�L�Q�G�L�Q�J�� �W�K�H�� �³�U�L�J�K�W�� �I�L�W�´�� �L�V��

overwhelming even for the most seasoned professionals (Laurano, 2013:4). In 

elevating this point, Martin (2012:3) argues that investment in talent or human capital 

(the skills, knowledge and abilities that individuals bring to an organisation), as 

academics like to call it, has become the major agenda item for HR practitioners and 

people management, especially in knowledge-intensive and creative innovation 

industries. Naqvi (2009:89) maintains that it is important to select the right person for 

the job because this increases the likelihood that the individual will stay with the 

organisation. Clark (2013:2) submits that emphasis must be placed on talent that can 

adapt to changes and embrace challenges. Martin (2012:3) posits that this belief is 

predicated by �W�K�H���Q�H�H�G���I�R�U���W�D�O�H�Q�W�H�G���L�Q�G�L�Y�L�G�X�D�O�V�¶���U�R�O�H���W�R���F�U�H�D�W�H���L�Q�Q�R�Y�D�W�L�R�Q���D�Q�G���F�K�D�Q�J�H��

�W�K�D�W�����V�S�D�U�N�H�G���D�Q���L�Q�G�X�V�W�U�\���L�Q���L�W�V�H�O�I���I�U�R�P���W�K�H�����������¶�V���R�Q�Z�D�U�G�V���� 

 

According to Rivera (2012:1), talent acquisition is an ongoing cycle of processes 

related to attracting, sourcing, recruiting and hiring (or placing) employees within an 

organisation. It includes elements of employment branding, outreach, networking, and 

relationship building with potential candidate communities to continually build and 

enhance the talent pool for an organisation (Rivera, 2012:1). In agreeing with Rivera 

(2012), Laurano (2013:4) argues that organisations which take a holistic approach to 

talent acquisition and focus on every element (employer branding, screening, 

assessment, hiring, and on-boarding) are better able to address skill shortages and 

meet company growth objectives.  
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Ewing, Pitt, de Bussy and Berthon (cited in Srivastava & Bhatnagar, 2010:25) avow 

that resulting from the pressures of a changing demographic base, the demand for 

intellectual capital, a cadre of highly skilled, independent, internationally marketable 

and mobile individuals is exceeding the available supply. In support of Ewin et al. 

(2002) cited by Srivastava and Bhatnagar (2010:25), Panda and Sahoo (2013:77) 

posit that i�Q���W�R�G�D�\�¶�V���F�R�P�S�H�W�L�W�L�Y�H���E�X�V�L�Q�H�V�V���H�Q�Y�L�U�R�Q�P�H�Q�W, alignment of human resource 

strategy with business strategy is of utmost importance.  

Panda and Sahoo (2013:77) add that resulting from an increase in competition, 

changing workforce demographics, talent shortages and increased globalisation, 

talent needs assessment, workforce planning and attracting superior talent has 

become a challenge for organisations. Sahay (2014:171) agrees with Panda and 

Sahoo (2013) and states that given the global recession and the talent imbalance in 

the world, organisations are getting innovative in the way they are engaging with talent. 

Sahay (2014:171) contends that there is an increasing realisation that being more 

innovative in sourcing and recruiting can give organisations a sustainable competitive 

advantage in enabling one to find and hire more of the right people who can drive 

innovation throughout the entire organisations.  

 

2.5.3 The talent acquisition process  

 

Below follows a discussion of some of the elements of talent acquisition as an ongoing 

cycle of processes related to attracting, sourcing, recruiting, and hiring (or placing) 

employees within an organisation. The discussion also includes sub-elements like 
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employment branding, outreach, networking and relationship building with potential 

candidate communities to continually build, screen, assess and on-board talent.  

 

2.5.3.1 Attracting talent  

 

There is a concern, worry and heartache that managers and executives have, 

regarding attracting the right talent (Collings & Mellahi, 2009:305). Ohlrich (2015:111-

112) proposes �W�K�D�W�� �I�R�U�� �W�D�O�H�Q�W�� �P�D�Q�D�J�H�P�H�Q�W���� �L�W�� �L�V�� �Q�H�F�H�V�V�D�U�\�� �I�R�U�� �W�K�H�� �F�R�U�S�R�U�D�W�L�R�Q�¶�V�� �W�R�S��

executives to understand the importance of talent, as well as have programmes that 

support the attraction and development of the talent.  

 

One method in which employers can regain trust and have an enhanced relationship 

with their employees is to increase business ethics and show employees that they 

themselves �G�R�� �µ�W�K�H�� �U�L�J�K�W�� �W�K�L�Q�J�¶�� ���.�D�U�Q�H�V���� ���������������������� �&�R�P�S�O�L�D�Q�F�H�� �Z�L�W�K�� �W�K�H�� �F�R�X�Q�W�U�\�¶�V��

regulatory framework may be one of the factors that potential employees could be 

interested in. Ohlrich (2015:116) concurs and also found that the values that 

organisations espouse play a part in attracting employees. The Chartered Institute of 

Personnel Development (CIPD, 2010:48) found in its research that while, �³�����������F�X�O�W�X�U�D�O����

economic and technological changes in the past ten years have made financial reward 

a better motivator than challenging work or personal satisfaction; two-thirds of the 

polled employees in the research claimed that financial reward is the number one 

�F�D�U�H�H�U�� �P�R�W�L�Y�D�W�R�U���´�� �(�U�Q�H�V�W�� �D�Q�G�� �<�R�X�Q�J�� �������������� �S�R�V�L�W�� �W�K�D�W�� �R�U�J�D�Q�L�V�D�W�L�R�Q�V�� �Q�H�H�G�� �W�R�� �N�Q�R�Z��

�Z�K�L�F�K�� �E�H�Q�H�I�L�W�V�� �H�P�S�O�R�\�H�H�V�¶�� �Y�D�O�X�H�� �P�R�V�W�� �D�Q�G�� �O�H�D�V�W���� �7�K�H�V�H�� �P�D�\�� �L�Q�F�O�X�G�H�� �D�Q�G�� �I�R�F�X�V�� �R�Q��

competitive salaries, developmental prospects and work-life balance. Recognition and 
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rewards are also important to employees and these can include cash and non-cash 

incentives or even flexible work arrangements such as a four-day work week or taking 

unpaid leave. However, Ohlrich (2015:117) cautioned that employees should not be 

painted with the same brush in believing that they are subscribing to the same values 

and flexibility incentives. In other words, potential talent and employees must 

constantly be engaged, to ascertain what is of value to them. 

 

McKenzie (2007:25-27) notes that through learnerships or apprentice training 

programmes, companies can attract university graduates with the opportunity to 

improve their careers. Training encourages many talented candidates to apply for 

positions and it may be the persuasive part of the deal. Healy (2008:108) maintains 

that talented, skilled employees look for better education and training and that training 

of personnel is an investment in any organisation. In support of this notion, AICPA 

(2011:9) assert that developmental opportunities are prioritised as the primary factor 

when new recruits apply for a position. Berger and Berger (2011:159-160) emphasise 

that in current business environments, because employees are operating faster and 

learning faster, potential employees should be informed that development will be 

flexible and that workers must take responsibility for it. 

 

A good/positive employer brand contributes positively to attracting better applicants, 

since it shapes their expectations about their employment (Davies, 2008:667). 

Similarly, several studies on how organisations might attract valuable human 

resources have highlighted the importance of creating a distinctive employment 
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experience and promoting, �³�E�R�W�K�� �Z�L�W�K�L�Q�� �D�Q�G�� �R�X�W�V�L�G�H�� �W�K�H�� �I�L�U�P���� �D�� �F�O�H�D�U��view of what 

�P�D�N�H�V���L�W���G�L�I�I�H�U�H�Q�W���D�Q�G���G�H�V�L�U�D�E�O�H���D�V���D�Q���H�P�S�O�R�\�H�U�´�����%�D�F�N�K�D�X�V���	���7�L�N�R�R�������������������������� 

 

The Towers Watson Group (2014:3) reports that the attraction and retention drivers, 

�I�U�R�P���D�Q���H�P�S�O�R�\�H�U�V�¶���S�H�U�V�S�H�F�W�L�Y�H�����K�D�Y�H���U�H�P�D�L�Q�H�G���I�D�L�U�O�\���F�R�Q�V�W�D�Q�W���R�Y�H�U���W�K�H���S�D�V�W���W�Zo years, 

with base pay and career advancement continuing to be the top priorities, while 

learning and development and job security stood at position six and seven 

�U�H�V�S�H�F�W�L�Y�H�O�\���� �&�K�D�O�O�H�Q�J�L�Q�J�� �Z�R�U�N���� �R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �J�R�R�G�� �U�H�S�X�W�D�W�L�R�Q�� �D�V�� �D�Q�� �H�P�S�O�R�\�H�U�� �R�I��

choice and o�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���P�L�V�V�L�R�Q���D�Q�G���Y�L�V�L�R�Q���U�H�P�D�L�Q�H�G���L�Q���S�R�V�L�W�L�R�Q���W�K�U�H�H�����I�R�X�U���D�Q�G���I�L�Y�H��

�U�H�V�S�H�F�W�L�Y�H�O�\���� �� �+�R�Z�H�Y�H�U���� �I�U�R�P�� �W�K�H�� �H�P�S�O�R�\�H�H�¶�V��view, the base pay and job security 

�U�H�P�D�L�Q�H�G�� �D�W�� �W�K�H�� �W�R�S�� �Z�L�W�K�� �R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �J�R�R�G�� �U�H�S�X�W�D�W�L�R�Q�� �D�V�� �J�R�R�G�� �H�P�S�O�R�\�H�U�� �D�Q�G��

vacation and paid time-off in position six and seven respectively. Career advancement 

opportunities, learning and development opportunities and challenging work stood in 

positions three four and five respectively.  

 

2.5.3.2 Candidate experience  

 

Kaiser (2009:1) defines candidate experience as the recruitment and selection 

process from the point of view of each applicant and candidate who is/ was involved 

in the process. Crispin and Mehler (2011:11) explain the candidate experience as the 

views, perceptions, assumptions, feelings of individuals who aspire to work for a firm 

from the recruiting process perspective, the stakeholders in the process, the work and 

the company itself as a place to work. Crispin and Mehler (2011:4) add that applicant 

reactions (behavioural and attitudinal) are pivotal sources of information for 
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recruitment systems. It is cautioned that ignoring them can impact conversion rates 

(failure to hire the best candidate), restriction of range (early abandonment by quality 

candidates), employee engagement (correlated with company performance) and loss 

of sales (bottom line) (Crispin & Mehler, 2011:4). As a result, Kaiser (2009:1) cautions 

�H�P�S�O�R�\�H�U�V�� �D�Q�G�� �U�H�F�U�X�L�W�H�U�V�� �R�I�� �Q�R�W�� �I�R�U�J�H�W�W�L�Q�J�� �W�K�D�W�� �W�R�G�D�\�¶�V�� �L�Q�W�H�U�Q�H�W�� �S�R�V�V�L�E�L�O�L�W�L�H�V�� �J�L�Y�H��

excellent conditions for the candidates to spread a message, good or bad, through 

various social websites. Kaiser (2009:1) suggests that organisations should invest 

time to build effective career sites, because researchers found that around 90% of 

people, who visit career sites, actually never apply for the jobs or change their minds 

(Kaiser, 2009:3). Employers and hiring managers are also encouraged to navigate 

their own websites and career sites to see if the Employee Values Proposition is 

effectively communicated (Kaiser, 2009:3). 

 

2.5.3.3 Employment branding  

 

Minchington (cited in Vijayakumar & Parvin 2015:10) defines employer branding as 

�W�K�H�� �L�P�D�J�H�� �R�I�� �W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q�� �D�V�� �D�� �µ�J�U�H�D�W�� �S�O�D�F�H�� �W�R�� �Z�R�U�N�¶�� �L�Q�� �W�K�H�� �P�L�Q�G�V�� �R�I�� �F�X�U�U�H�Q�W��

employees and key stakeholders in the external market (active and passive 

candidates, clients, customers and other key stakeholders). Ohlrich (2015:112) 

asserts that a component of talent management is to create a strong employer brand 

in order to attract and retain the best talent to the organisation. Corporate social 

responsibility has the potential to help with the brand and also help retain employees 

(Ohlrich, 2015:112).  

 



59 
 

Lawler (2008:68) explains that the employer brand is a key part of what attracts talent 

to a company and Jones (S.a.) adds that employer branding is important in the context 

of people management and recruitment of staff and defines employer branding as a, 

�³�«��collection of ideas and beliefs that influence the way current and potential 

employees view an organisation and the employment experience that organisation is 

�R�I�I�H�U�L�Q�J���� �,�W�� �F�R�P�P�X�Q�L�F�D�W�H�V�� �W�K�H�� �F�R�P�S�D�Q�\�¶�V�� �F�X�O�W�X�U�H�� �D�Q�G�� �Y�D�Oues and helps to ensure 

employees are passionate about and fit in with the organisational culture to help move 

t�K�H���F�R�P�S�D�Q�\���I�R�U�Z�D�U�G���´���'�D�Y�L�H�V��������08:667) adds that a good/positive employer brand 

contributes positively to attracting better applicants because it shapes their 

expectations about their employment. Similarly, several studies on how organisations 

might attract valuable human resources have highlighted the importance of creating a 

�G�L�V�W�L�Q�F�W�L�Y�H���H�P�S�O�R�\�P�H�Q�W���H�[�S�H�U�L�H�Q�F�H���D�Q�G���S�U�R�P�R�W�L�Q�J���³�E�R�W�K���Z�L�W�K�L�Q���D�Q�G���R�X�W�V�L�Ge the firm, a 

�F�O�H�D�U���Y�L�H�Z���R�I���Z�K�D�W���P�D�N�H�V���L�W���G�L�I�I�H�U�H�Q�W���D�Q�G���G�H�V�L�U�D�E�O�H���D�V���D�Q���H�P�S�O�R�\�H�U�´�����%�D�F�N�K�D�X�V���	���7�L�N�R�R����

2004:501).  

 

Vijayakumar and Parvin (2015:10) argue that from an HR point of view, branding is 

very important. If an organisation has a good brand image in the market, it will help 

them in getting the right workforce at the right time and at the same time, they will have 

control over the employee cost (Vijayakumar & Parvin, 2015:10). An organisation with 

a poor brand name has to spend lots of resources to attract and retain the right talent.  

 

Florea (2011:285) opines that the brand attracts people who feel that their share is 

distinctive and it gives a sense of belonging to an alike-minded community. The 

candidates are attracted by the organisation brand, image, advertising and work 
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conditions and that is why organisations must have all these elements and a good 

candidate experience in order to convince them to join the organisation (Florea, 

2011:285). Chambers et al. (1998:50) argue that companies with superior employee 

value proposition �K�D�Y�H���D���F�R�P�S�H�O�O�L�Q�J���T�X�H�V�W�L�R�Q���W�R���D�Q�V�Z�H�U�����³�:�K�\���Z�R�X�O�G���D���W�D�O�H�Q�W�H�G���S�H�U�V�R�Q��

�Z�D�Q�W���W�R���Z�R�U�N���I�R�U���\�R�X�"�´. In their study, they found that the top quantile companies in 

terms of the shareholder value, outperform the mid�² quintile companies in the 13 out 

of 19 employee value proposition dimensions they measured. They further report that 

this stronger employee value proposition translates into a stronger pull on talent: 83 

per cent of top quintile HR executives say their job offers are rarely turned down, and 

88 percent of top quintile executives say they seldom lose top performers to other 

companies as compared to 73 per cent of mid-quintile companies (Chambers et al., 

1998:50). Taylor (2010:198) stresses that employer branding can help to make an 

employer more prominent to potential recruits. It leads to a sharpening of the message 

conveyed in employment advertisements and a reliable message is relayed about the 

advantages associated with working for the organisation.  

 

Taylor (2010:199) explicates that a definitive aim is to use branding in order to help 

�D�F�F�R�P�S�O�L�V�K���³�H�P�S�O�R�\�H�U���R�I���F�K�R�L�F�H�´���V�W�D�W�X�V���L�Q���W�K�H���O�D�E�R�X�U���P�D�U�N�H�W�����7�K�H���S�R�L�Q�W���L�V���Q�R�W���R�Q�O�\���W�R��

merely attract more applicants but to attract and retain those who will fit in best and 

optimistically perform to a higher standard.  

 

 

 



61 
 

2.5.3.4 Networking  

 

Networking represents informal means to recruit new talents, as opposed to the 

previously described channels (Carrol, Marchington, Earnshaw & Taylor, 1999:237). 

According to Nikolaou (2014:179), Social Networking Websites (SNWs) are nowadays 

considered the most popular websites on the internet. They offer extensive means of 

communication and personal networking, providing job seekers with increased 

opportunities to network (Nikolaou, 2014). Moreover, they appear to be an increasingly 

useful tool for human resource management professionals to advertise job openings 

and seek information about job seekers in an efficient and cost-effective way 

(Nikolaou, 2014:179).  

Nikolaou (2014:179) posits that people join and use an array of different SNWs for 

various reasons. Although enjoyment is an important factor in joining SNWs such as 

Facebook, perceived usefulness and perceived ease of use are also important (Lin, 

2010:64). Nikolaou (2014:179) avows that this is especially the case for professionally 

oriented SNWs, such as LinkedIn, which provide job seekers with extensive 

professional networking opportunities. These can be both between job seekers and 

human resource professionals and/or other professionals (Nikolaou, 2014:179). These 

�6�1�:�V���D�O�O�R�Z���X�V�H�U�V���W�R���µ�S�U�H�V�H�Q�W�¶���W�K�H�P�V�H�O�Y�H�V���D�Q�G���Q�H�W�Z�R�U�N���L�Q���Y�D�U�L�R�X�V���Z�D�\�V�����I�R�U���H�[�D�P�S�O�H����

�W�K�U�R�X�J�K���S�D�U�W�L�F�L�S�D�W�L�R�Q���L�Q���S�U�R�I�H�V�V�L�R�Q�D�O���D�O�X�P�Q�L���J�U�R�X�S�V�����µ�I�R�O�O�R�Z�L�Q�J�¶���W�K�H���F�R�P�S�D�Q�L�H�V���W�K�H�\���D�U�H��

�L�Q�W�H�U�H�V�W�H�G���L�Q���D�Q�G���R�U���µ�F�R�Q�Q�H�F�W�L�Q�J�¶���Z�L�W�K���M�R�E���V�H�H�N�H�U�V���D�Q�G���K�X�P�D�Q���U�H�V�R�X�U�F�H���S�U�R�I�H�V�V�L�R�Q�D�O�V 

(Nikolaou, 2014:179-180). SNWs have been recently adopted in various aspects of 

�P�D�Q�D�J�H�P�H�Q�W�� �H�G�X�F�D�W�L�R�Q�� �L�Q�� �D�Q�� �D�W�W�H�P�S�W�� �W�R�� �L�Q�F�U�H�D�V�H�� �V�W�X�G�H�Q�W�V�¶�� �D�Z�D�U�Hness of their 

usefulness during the job search process (Gerard, 2012:892; Michael & Howard, 

2012:365).  
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Pilbeam (2010:168-170) identifies two main roles of social media in the talent 

attraction process. Firstly, it gives the opportunity to dialogue with potential candidates 

online while promoting the employer brand. Secondly, social media may work as a 

channel to find relevant information about prospective candidates. Despite the fact 

that these two social media recruitment opportunities are of a great advantage, it is 

argued that the second alternative may put the employers in danger against non-

discriminatory laws (Pilbeam, 2010:168-170). Pilbeam (2010: 170) and Beardwell and 

Claydon (2010: 172) present the case example of how T-Mobile used Facebook to 

their recruitment advantage. T-Mobile employed Facebook as a platform for graduate 

recruitment. They chose Facebook because it is a modern tool to attract prospective 

recruits and to communicate their brand, organisational values and culture.  

 

A separate webpage was created on Facebook to provide graduate candidates with 

diverse information on the job, company and recruitment processes. It turned that the 

webpage (site) has been in its nature interactive and as a result, provides information 

updates about the company and application process, as well as allows potential 

candidates to dialogue with each other. The reason behind using such recruitment 

platforms and involvement of multi-direction communication is that, it has left a positive 

�L�P�S�D�F�W���R�Q���W�K�H���J�U�D�G�X�D�W�H�V�¶���I�H�H�O�L�Q�J�V���W�R�Z�D�U�G�V���7-Mobile (Beardwell & Claydon, 2010: 172). 

 

2.5.3.5 Recruitment and s election  

 

Gold (cited in Chan & Kouk, 2011:424) defines recruitment as a process of generating 

a pool of capable people applying to an organisation for employment. Pilbeam 
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(2010:156) concurs with the foregoing meaning and defines recruitment as a process 

which aims to attract appropriately qualified candidates for a particular position, from 

which it is possible and practical to select and appoint a competent person or persons. 

Kwok, Adams and Price (2011:379) add that some of the activities performed during 

recruitment and selection include receptions, class presentations, career fairs, 

interviews, site visits to the host organisations and other recruiting functions. Kwok et 

al. (2011:379) add that recruiters as the representatives of their organisations, often 

plan the recruiting and selection activities with university career and placement centres 

to attract and assess quality candidates. Recruiters utilise these activities to interact 

with students, become acquainted with candidates, and evaluate their potential for 

success within the organisation (Kwok et al., 2011:379).  

 

Pilbeam (2010:156) defines selection as a process which involves the application of 

appropriate techniques and methods with the aim of selecting, appointing and 

inducting a competent person(s). Beardwell and Claydon (2010:179) add that the 

selection process is the time when the suitable and unsuitable candidates are 

identified. Further, selection method usage may be influenced by the level of the job 

position in question. Even though Pilbeam (2010) discerns definitions of recruitment 

and selection, Anderson (cited in Beardwell & Claydon, 2011:226) sees recruitment 

and selection as one goal of the organisation that should match the strategic needs. 

However, Heraty and Morley (1998:663) caution that the absence of the linkage 

between the recruitment and selection process with the HR strategy, lack of linkage 

between the resourcing strategy and broader business and organisational goals; lack 

of widespread monitoring and of remedial actions and increasing use of invalid 

prediction methods may render the recruitment and selection process futile. 
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2.5.3.6 Screen ing and shortlisting  

 

Roberts (2005:101) maintains that it is usual in the current economy that the job market 

supply is smaller than the demand. In other words, attracted job applications will 

probably overrun the number of jobs available. In such cases, Roberts (2005:101) 

argues that screening and shortlisting opens up the selection process and is, 

therefore, the first method to give attention to. Roberts (2005:101) adds that the main 

reason for screening and shortlisting is to produce a manageable amount of 

candidates, which then further leads to more demanding selection methods. Pilbeam 

(2010:157-158) states that if the reduction (i.e. filtering, screening and shortlisting) 

stage does not receive careful attention from the recruiters, then the whole recruitment 

and selection process becomes damaged. Haid and Stroud (2011:5) concur and 

indicate that organisations that do not use effective selection methods may end up in 

a weak competitive position because they will find that they are not capable of hiring 

the best candidates, developing a workable talent pool and retaining treasured 

�H�P�S�O�R�\�H�H�V���� �7�K�L�V�� �F�D�Q�� �F�U�L�S�S�O�H�� �W�K�H�� �F�R�P�S�D�Q�\�¶�V�� �D�E�L�O�L�W�\�� �W�R�� �P�H�H�W�� �V�W�U�D�W�H�J�L�F�� �R�E�M�H�F�W�L�Y�H�V�� �D�Q�G��

succeed in a positive economic marketplace (Haid & Stroud, 2011:5).  

 

Berger and Berger (2011:473-475) and Lawler (2008:85) concur with Pilbeam (2010) 

in that there is no alternative for a thorough, precise selection process. The selection 

process must give the sense that working for a specific company is a unique 

opportunity and that it hires only a selected few. Applicants gain reassurance through 

a vigorous selection process that allows them to exhibit their abilities and skills as well 

as provide a realistic job preview. Berger and Berger (2011:118) add that a proper 
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selection process helps organisations to ensure that they have the talent they require, 

to identify the best talent and appoint talented individuals before competitors do.  

 

Schiemann (2009:181&185) opines that if a selection process is not effective, it will 

incur many expenses and this might lead to non�² �V�H�O�H�F�W�L�R�Q���R�I���³�E�H�V�W-�I�L�W�´���Z�K�R��may have 

devoted personal and family time, energy and emotion to the process. Organisations 

should periodically assess the talent market and recent talent placed to ascertain the 

general views of �K�R�Z�� �H�I�I�H�F�W�L�Y�H�� �W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �V�H�O�H�F�W�L�R�Q�� �S�U�R�F�H�V�V�� �L�V���� �$�Q��

�R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���V�H�O�H�F�W�L�R�Q���S�U�R�F�H�V�V���P�D�\���L�Q�F�O�X�G�H���D���Q�X�P�E�H�U���R�I���V�W�D�J�H�V���W�K�D�W���L�Q�F�O�X�G�H���Z�U�L�W�W�H�Q��

applications, online assessments, structured interviews and even behavioural 

simulations. 

 

According to Roberts (2005:103-104), screening through assessment of application 

forms and curriculum vitae (CVs) is the most used technique, with a usage rate of 

98%. Roberts (2005) adds that, it is natural that applicants will be expected to present 

their CV during the job application procedure. Recruiters value CVs because job 

seekers have the opportunity to show their ability to select important information 

related to the job. However, CVs have a disadvantage of exposing only the strengths 

of the candidate and at this point, the importance of the standard application forms 

comes in handy (Roberts, 2005:103-104). An application form consisting of questions 

that are relevant only to the job requirements in question, is another widely used 

screening tool, which usually comes together with the CV (Roberts, 2005:103-104). 

The challenge with many organisations may be the creation of custom-made 

application forms, to be used on-line or by recruiters to screen and shorlist candidates. 
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Theese custom-made application forms use priority job criteria requirements to screen 

and shortlist candidates.  

 

Taylor (2010:230) and Haid and Stroud (2011:8) add that applicants should be more 

involved in the entire selection process. They must be given the chance to do certain 

�R�Q�O�L�Q�H���³�W�H�V�W�V�´���I�R�U���W�K�H�L�U���R�Z�Q���³�P�D�W�F�K�L�Q�J-with-the-�M�R�E�´���S�U�R�I�L�O�H�����I�R�U���H�[�D�P�S�O�H�����&�9-matching 

technologies, online ability tests and self-test questionnaires. The researcher submits 

that the employer should use the results of these tests and �H�Q�F�R�X�U�D�J�H�� �³�S�R�R�U�O�\�´��

performing prospective applicants to refrain from applying for the position, thus having 

a positive effect on applicants and saving the company time and money. 

 

Schiemann (2009:182-183) and Haid and Stroud (2011:3) submit that organisations 

can involve potential applicants in the selection process by doing the following:  

�x Being clear about what the organisation and role require (critical values, key 

skills, experience, qualifications, credentials, etc.).  

�x Internal recruitment and networking and SNW using relevant internal 

stakeholders throughout the selection process.   

�x Involving applicants in the screening process (asking them to provide helpful 

information to the organisation by writing a short essay on core values, thus 

offering information on motivation, attention to detail, etc.). 

�x Sreening for alignment �W�R���U�R�O�H���U�H�T�X�L�U�H�P�H�Q�W�V�������³�E�H�V�W-�I�L�W�´���F�U�L�W�H�U�L�V��before more 

costly competency evaluations.  
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�x Informing and giving applicants feedback on the progress of their 

applications. 

�x Requesting applicant feedback on their recruitment experience. 

�x Keeping speed and efficiency as priorities. 

 

However, it is important that constructive feedback is given to the interview candidates, 

because they have shown interest in the positions they applied for. Feedback may be 

done in such a manner that the candidate is informed about the rigorous selection 

process, best-fit policy, their qualities so that where they did not meet the the criteria, 

constructive feedback is given to them for development purposes. This may give 

credence to the selection process.   

 

2.5.3.7 Interviews and assessments  

 

Interviews as a selection method are the most commonly used (Beardwell & Claydon, 

2010:174; Pilbeam, 2010:195 & Roberts, 2005:122). Pastor (2012:416) agrees with 

this notion and adds that most of the organisations, no matter their size, use interviews 

as a selection method. Pilbeam (2010:195) argues that an interview is a social 

encounter between an applicant and a representative, or representatives of an 

employer and personalise the recruitment and selection process. Pilbeam (2005) and   

Pastor (2012:416) also assert that a selection interview is the synergic dialogue 

performed by the main actors having a pre-set and built scenario. Pastor (2012:416) 

adds that control is totally maintained by the interviewers during the organisation and 
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built-in detail stages and it aims to create a complete psychological profile of the 

candidate having a high predictive value in the evolution of the workplace they apply 

for. The author adds that a selection interview is a change of ideas, opinions and points 

of view between the employer and a potential employee, taking into consideration 

mutual acceptance or rejection (Pastor, 2012:416). However, he argues that 

interviewers need to be skilled, qualified and follow applicable rules/laws and interview 

process in order to get outstanding results and to increase the efficiency, security and 

validity of the interview (Pastor, 2012). It is further argued that from the point of view 

of the organisation, the selection interview will be mostly effective when it is used to 

evaluate the ca�Q�G�L�G�D�W�H�¶�V�� �G�H�J�U�H�H�� �R�I�� �P�R�W�L�Y�D�W�L�R�Q�� �I�R�U�� �W�D�N�L�Q�J�� �W�K�H�� �M�R�E��best-fit for job 

requirements and how well the candidate will fit into the work group they will be a part 

of (Pastor, 2012:416). 

 

Interviews may be arranged with more than one interviewer and they may be arranged 

more than once during the same selection process (Beardwell & Claydon, 2010:174; 

Roberts, 2005:122-124). The main uses and aims of the interview, contends Roberts 

(2005:122-123) are information exchange, screening purposes, selection tool and 

provision of a realistic job preview for a candidate (Pilbeam, 2010:195). Interviews may 

be performed in a range of designs, but four essential components tend to be present 

in each selection interview: 

�x Initial contact and explanation of the interview process.  

�x The interviewer asks questions and the interviewee responds with answers 

and other information. 
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�x The interviewee asks questions and the interviewer responds and supplies 

additional information. 

�x Closing the interview and agreement on what happens next (Pilbeam, 2010: 

195).  

 

According to Beardwell and Claydon (2010:174), interviews can be sorted into a few 

different categories. One category is the interviews which are designed based on 

either the biographical layout or key competency-based questions. Another category 

may split interviews into three types: Biographical, behavioural, and situational. All of 

the three types may be integrated into one interview (Beardwell & Claydon, 2010). 

Biographical interviews are based on the chronological data on the application form 

and/or CV. Pilbeam (2010:198) adds that a behavioural interview entails questions 

about previous behaviour at work. Behavioural questions are based on the assumption 

that behavioural patterns are consistent over time. The aim of the situational questions 

�L�V�� �W�R�� �Y�L�H�Z�� �F�D�Q�G�L�G�D�W�H�¶�V���D�E�L�O�L�W�\�� �W�R�� �V�L�P�X�O�D�W�H�� �D�� �M�R�E-related situation and solve the stated 

problem (Beardwell & Claydon, 2010:174-175; Pilbeam, 2010:198 & Roberts 

2005:125-127). The third category explains three approaches to interviews: One-to-

one interview, panel interview and group interview. Panel interviews involve more than 

one interviewer and group interviews involve few candidates and one or more 

interviewers (Pilbeam 2010:196-197.) Last but not least, the interviews may be either 

unstructured or structured. The latter form gives higher predictive validity because they 

allow for an easier and more consistent system of measurement of a �F�D�Q�G�L�G�D�W�H�¶�V��

competencies in relation to the pre-specified job criteria (Beardwell & Claydon, 

2010:174-175; Pilbeam, 2010:195-198 & Roberts, 2005:125-127). According to 
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Beardwell and Claydown (2010:175), structured interviews have four elementary 

characteristics which are, the interaction is standardised as much as possible; all 

candidates are asked the same questions; replies are rated by the interviewer with 

preformatted rating scales and (job criteria) dimensions for rating are derived from 

critical aspects of on-the-job behaviour. 

 

The main reason behind the effectiveness of a structured interview, contends Pilbeam 

(2010:198), is that candidates get assessed by following the same structure and 

criteria and the likelihood of discrimination decreases. 

Cascio and Aguinis (2011:270-274); Pilbeam (2010:195-196) and Roberts (2005:170-

171) submit that interviews as a selection method are one of the most challenging 

tools in terms of objectivity. Interviewers meet many challenges of subjectivity. Such 

examples include, one positive or negative attribute that imbalances the decision 

making; candidates that have similar attributes with those of the interviewer thereby 

creating partiality in decision making; pre-impressions that occur through reading the 

information in the application form/CV; distorted impressions originating from the 

previous interviews with other candidates; personal perceptions and opinions on 

�F�D�Q�G�L�G�D�W�H�¶�V���D�S�S�H�D�U�D�Q�F�H����personality or negative attributes. 

 

2.5.3.8 Hiring or placing talent ed employees  and references  

 

The end point of the recruitment and selection process is making a selection decision. 

The information collected during the process should help identify ideal oor best-fit 

candidates based on the job, team and organisational criteria. Torrington, Hall and 
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Taylor (cited in Beardwell & Claydon, 2010:179) emphasise that the final decision 

should involve measuring each candidate against the selection criteria defined in the 

person specification.  

 

Roberts (2005:165-166) presents two techniques to decision making: A non- 

competency-based and competency-based technique. A non-competency-based 

technique is otherwise called �³PERSON�´�� �W�H�F�K�Q�L�T�X�H and entails six blocks of  

Organisation-fit, and needs of the candidate (Roberts, 2005:165-166). A competency-

based technique uses a collection competencies at the rate needed for the job 

performance in comparison with the candidate results from each of the selection 

methods used. The PERSON and the competency-based techniques used together 

are approaches to �³�Z�K�R�O�H���S�L�F�W�X�U�H�´���G�H�F�L�V�L�R�Q���P�D�N�L�Q�J�����7�K�H���³�Z�K�R�O�H���S�L�F�W�X�U�H�´���H�Q�F�R�P�S�D�V�V�H�V��

the candidate results from all of the selection methods and evaluation is based on the 

candidate who scored the highest (Roberts, 2005:165-166). 

 

2.5.3.9 Pre-engagement or on-boarding  

 

Klein and Polin (2012:268) define on-boarding as formal and informal practices, 

programmes and policies enacted or engaged in by an organisation or its agents to 

facilitate newcomer preparation, integration and contribution. The pre-engagement 

process by some other sources is either called transition, on-boarding, pre-start, pre-

boarding or pre-day one support which is the period of time between accepting the job 

offer and starting day one at the new company (Pilbeam 2010, 157-158, 213; Stein & 

Christiansen 2010, 75, 207).  
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Stein and Christiansen (2010:75-77) present a model of on-boarding which consists 

of four phases during Year One: Prepare, orient, integrate and excel. For the purpose 

of this specific section, the prepare phase stands for the pre-engagement process. 

Stein and Christiansen (2010:76) suggest that the prepare phase of on-boarding 

should be taken advantage of by introducing the organisation and its activities to the 

new employee before they start working. Such activities as networking with new 

colleagues, documentation, benefits and studying the description of the job position 

could be achieved during the prepare phase. Coff and Kryscynski (2011:1433) add 

that from a human capital perspective, the sooner and the extent to which newcomers 

can learn organisation specific knowledge, understand the culture and recognise other 

unique aspects of the organisation, the sooner they can contribute to the success and 

competitive advantage of the organisation.  

 

Stroh and Treehuboff (2003:26-27) talk about relocation services and assert that the 

pre-engagement process also plays an important role when cross-border recruitment 

is in question. After accepting the offer and before starting a job, the foreign employee 

needs time and resources to relocate. Relocation services can therefore be offered to 

an expatriate or a new employee coming from another country/city. This may assist 

the new employee to stay longer in the new company. 

 

2.5.3.10 Day one 

 

The tasks and processes during the pre-engagement process and day one can be 

very similar in terms of information provided; however, the purpose is slightly different 
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(Viluckyte 2012:35). While the pre-engagement process may still take a role of 

providing extensive, but mostly external information about the organisation, the Day 

One is the moment when the new employee comes into the organisation and 

personally observes the internal view of the organisation in question (Viluckyte, 

2012:35). Craig (2008: 31) argues that Day One is usually a very challenging day for 

both parties, the new employee and the employer. While Craig (2008:31) argues that 

the new employee(s) will spend most of their Day One with HR discussing basic 

matters such as health insurance, hygiene, employment contract matters, personnel 

benefits, Robert (2005:190-191) submits that it is also important to introduce the new 

recruit to the colleagues that they will be meeting daily. 

 

Roberts (2005:191) posits that the correct attitude from the employer would be to make 

�W�K�H���Q�H�Z���H�P�S�O�R�\�H�H���³�J�R���K�R�P�H���Z�L�W�K���D���J�R�R�G���µ�I�H�H�O�¶ of the organisation and its style, and 

the reassurance that they made the right decision. The Leadership Corporate Council 

(cited by Craig, 2008:31) found that an employee who has been welcomed well to a 

new company is able to perform 20% better and is 87% less likely to leave the 

company than those employees who have not been engaged positively enough. 

However, Craig (2008:31) argues that for Day One to be meaningful to the new 

employees, employers must welcome the new employee(s); ensure that their IT and 

communication tools are provided; plan the induction process carefully; avoid 

information overload, and plan activities beyond Day One. Stein and Christiansen 

(2010:134) add that some companies build up societies and groups on the intranet so 

that the new hires can easier relate to their new colleagues and possibly find other 

things in common besides work.  
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2.6 TRANSFORMATIONAL LEADERSHIP AND TALENT ACQ UISITION 

 

Bell (2015) argues that finding transformational leadership talent is earsier than people 

think. He explains that the starting point of where these employees can be found is 

where they work. It may only take the right role, the right leader, or the act of simply 

empowering them, to unleash hidden talents (Bell, 2015).  This is in line with 

intellectual stimulation, which is one of the behavioural descriptors underpinning 

transformational leadership. The more these employees are challenged intellectually, 

the more boundaries are shifted, the more they are attracted and retained to the 

organisation that they work for. In other words, if employees are given some degree 

of autonomy, they may probably excel on their own. Companies ask them to come 

and take on big challenges the way they want. They have the room to exercise, test 

and push their capability, expertise and experience without fear of failing.  If 

organisations do not give their people these opportunities, they most likely will leave 

�D�Q�G���E�H�F�R�P�H���V�R�P�H�R�Q�H���H�O�V�H�¶�V���W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O���W�D�O�H�Q�W�� 

 

From an employer branding perspective, which is an element of talent acquisition, 

Rivera (2012:1) and Potten (2013: online) argue that people in the talent acquisition 

domain should �³�V�W�H�S�� �R�X�W�V�L�G�H�� �\�R�X�U�� �F�R�P�I�R�U�W�� �]�R�Q�H�´���� �7�K�U�R�X�J�K��LinkedIn, (social media 

website) a platform for conversations beyond specific career opportunities can be 

initiated. In this way, people responsible for acquiring or recruiting talent can talk a bit 

about the culture of the organisation, showcase employees all over the world and 

discuss their roles in the future of the industry. In this way, potential employees get 
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attracted to work for the organisations where communication is shared through the 

�R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���Z�H�E�V�L�W�H or social media networks.  

 

Osborne (2015) argues that those recruiters who are finding it tough in the post-

recession markets, have over the past few years become far too transactional in the 

way they work, engage with customers, recruit talent and the way they are generally 

behaving in the workplace. Form a recruitment point of view, Osborne (2015) proposes 

that if one is struggling to engage with new customers, they must be too transactional 

�D�Q�G�� �D�V�N�� �P�R�U�H�� �³�R�S�H�Q�� �T�X�H�V�W�L�R�Q�V�´�� ���W�U�D�Q�V�D�F�W�L�R�Q�D�O���� �E�X�W��also challenge the customers 

thinking and give them insight (intellectual stimulation). If one is finding it harder than 

ever to get customer loyalty, they must stop sending marketing newsletters each 

month, they must go and spend some time with customers face to face solving their 

pains (individualised consideration) (Osborne,2015). 

 

�$�F�F�R�U�G�L�Q�J�� �W�R�� �.�R�X�]�H�V�� �D�Q�G�� �3�R�V�Q�H�U�� ���������������� �³�F�K�D�O�O�H�Q�J�L�Q�J�� �W�K�H�� �S�U�R�F�H�V�V�´�� �L�V�� �R�Q�H�� �R�I�� �W�K�H��

principles of transformational leadership. This is in agreement with the principle of, 

�³�L�Q�W�H�O�O�H�F�W�X�D�O���V�W�L�P�X�O�D�W�L�R�Q�´���D�V���S�X�W���E�\�� �$�Y�R�O�L�R���� �%�D�V�V���D�Q�G���-�X�Q�J�������������������,�Q���W�K�H�L�U���E�R�R�N���W�L�W�O�H�G��

�³The Talent Advantage: How to Attract and Retain the Best and the Brightest�´����Weiss 

and MacKay (2009:4) posit that strong leaders should hire people that are smarter 

than them because their success is dependent on the �V�W�U�R�Q�J���S�H�R�S�O�H���W�K�H�\���K�L�U�H�����³�6�W�U�R�Q�J��

�S�H�R�S�O�H�´�� �L�Q�� �W�K�L�V�� �F�R�Q�W�H�[�W�� �U�H�I�H�U�V�� �W�R�� �S�H�R�S�O�H�� �Z�K�R�� �Z�L�O�O�� �E�H�� �D�E�O�H�� �W�R�� �G�H�O�L�Y�H�U�� �W�K�H�� �U�H�V�X�O�W�V�� �E�\��

challenging the status quo. This is a critical assertion because if a leader surrounds 

themselves with weak people, the result is that they will do what the boss says and 

this may regress the organisation. Weiss and MacKay (2009:4) argue that people are 
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attracted to those setting an enviable example and are repelled by those expecting 

people to do as they say not as they do. This is in tandem with the principles, �³Model 

�W�K�H���Z�D�\�´���E�\���.�R�X�]�H�V���D�Q�G���3�R�V�Q�H�U�����������������D�Q�G���³I�G�H�D�O�L�V�H�G���L�Q�I�O�X�H�Q�F�H�´���E�\���$�Y�R�O�L�R�����%�D�V�V���D�Q�G��

Jung (1999). Chief Executive Officers and other leaders must be exemplary in order 

to win the war of talent. In other words, even when they are delivering public speeches, 

what they say forms the basis of attracting talent to their organisations.  

 

Bradt (2010:4) argues that on-boarding is an act of transformational leadership and 

this is true for both hiring managers and for the new employees. He explains that this 

is a two-way transformational leadership, as organisations transform new employees 

and the latter is transforming the organisations they are joining. According to Bradt 

(2010:5), on-boarding is more successful when hiring managers and new employees 

each take leadership roles seriously. He explains that leadership is about inspiring and 

enabling others to do their absolute best, together, to realise a meaningful and 

rewarding shared purpose. It is further explained that on-boarding is not about 

acquiring, accommodating, assimilating and accelerating new employees. These are 

merely steps on the way to realising a shared purpose. The author emphasises that 

the steps mentioned above are merely steps on the way to realising a shared purpose 

and it is the reason on-boarding is an act of transformational leadership for all (Bradt, 

2010:5). 

 

On linking transformational leadership and on-boarding, Cooper (S.a:3) asserts that 

on-boarding begins before people have even considered working for the organisation 

that they work for. He further asserts that if it really ends at all, it ends at the end of 



77 
 

the 12th month, when the process blends into the normal talent management practices 

linked to performance management, career development and succession planning. 

From a transformational leadership perspective, leadership of the institution must 

begin to challenge the process by beginning the on-boarding process prior to an 

employee starts the job at an organisation of his/her choice. In other words, employer 

branding becomes very important. It can take many forms, what happens during 

career fairs is very important as well as �K�R�Z�� �W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �Z�H�E�V�L�W�H��page is 

arranged, how social media is pitched and utilised and how organisational values and 

organisational culture are explained on �W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���Z�H�E�V�L�W�H�����7�K�L�V���S�X�W���W�R�J�H�W�K�H�U��

becomes a starting point for a transformational leader to challenge the status quo.   

 

2.7 TALENT RETENTION  

 

In the previous section, the researcher discussed transformational leadership in detail, 

covering the overview of transformational leadership; prior empirical and theoretical 

work relating to the construct and transformational leadership models by Bass and 

Avolio and Kouzes and Posner. The researcher in this section will discuss talent 

retention in detail covering the overview of talent retention and factors affecting 

retention. 

 

2.7.1 Introduction  

 

According to Masibigiri and Nienaber (2011:1), retaining talented workers in South 

African organisations, as is the case internationally, is challenging because of recent 
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phenomena like the struggle for talent, skills shortage, employee mobility and the 

imminent retirement of baby boomers. This situation will become worse if the 

organisation does not handle recessionary layoffs properly (Masibigiri & Nienaber, 

2011:1). These authors argue that, these phenomena adversely affect the ability of 

organisations to create and maintain their competitive advantage and their consequent 

performance (Masibigiri & Nienaber, 2011:1).  

 

2.7.2 Employee turnover  

 

Employee turnover refers to the number of individuals that permanently vacate 

positions within an organisation; it can be classified into voluntary (resignation) or 

involuntary (dismissal or retrenchment) turnover (Capelli, 2004:21). CIPD (2014:1) 

further explain that employee turnover refers to the proportion of employees who leave 

an organisation over a set period (often on a year-on-year basis), expressed as a 

percentage of total workforce numbers. At its broadest, the term is used to encompass 

all leavers, both voluntary and involuntary, including those who resign, retire or are 

�P�D�G�H���U�H�G�X�Q�G�D�Q�W�����L�Q���Z�K�L�F�K���F�D�V�H���L�W���P�D�\���E�H���G�H�V�F�U�L�E�H�G���D�V���µ�R�Y�H�U�D�O�O�¶���R�U���µ�F�U�X�G�H�¶���H�P�S�O�R�\�H�H��

turnover (CIPD, 2014:1).  

 

Hassan (2014:120) asserts that the growth and success of any organisation depends 

on the employees and argues that turnover among the employees is one of the biggest 

challenges for any organisation and it has far lasting effects. The author adds that 

employee turnover is seen as a serious issue especially in the field of human 

resources management and it brings, especially high turnover and destruction to the 
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organisation in the form of direct and indirect cost and profitability (Hassan, 2014:120). 

Mobscot Corporation (cited by Khoele & Daya, 2014:1) submits that employee 

turnover is experienced by all organisations at one point or another, with reported rates 

varying from country to country, between industries, as well as between and within 

companies. 

 

Shaw, Delery, Jenkins and Gupta (1998:511) add that employee turnover is a much 

studied phenomenon. Ongori (2007:049) contends that there is no standard account 

for why people choose to leave an organisation. Ongori (2007:050) notes that most 

researchers have attempted to answer the question of what determines people`s 

intention to quit by investigating possible antecedents of employees intension to quit, 

but to date, there is little consistency in the findings which is partly due to the diversity 

employed.  

 

Thomas (2009:1) submits that voluntary turnover occurs when an employee chooses 

to leave an organisation. When this happens, Thomas (2009:1) asserts that the 

organisation loses a valuable employee who has to be replaced. Khoele and Daya 

(2014:2) explain that voluntary turnover can either be functional or dysfunctional to the 

organisation. These authors state that it becomes functional and beneficial when a 

poor performer resigns and dysfunctional and detrimental when a productive worker 

leaves the organisation. Batt and Colvin (2011:695) concur with Thomas (2009) in that 

organisations are confronted with uncertain costs: The costs of operational disruption 

and replacement of, �³�K�X�P�D�Q���F�D�S�L�W�D�O�´���Z�K�H�Q���Y�R�O�X�Q�W�D�U�\���W�X�U�Q�R�Y�H�U���W�D�N�H�V���S�O�D�F�H���� 
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Turnover can be regarded as avoidable if the organisation could have done something 

to prevent the employee from leaving (Morrell & Arnold, 2007:1684). At times, there 

may be nothing that can be done to prevent a specific employee from leaving, but 

information gathered about the reasons for resignations may assist in identifying 

avoidable turnover and implementing interventions that could prevent future voluntary 

turnover (Morrell, Loan-Clarke & Wilkinson, 2001:221). Avoidable turnover can be 

identified retrospectively in one sample of employees who have already resigned, after 

which interventions can be developed for employees who are still employed with the 

organisation (Morrell & Arnold, 2007:1683). Avoidable turnover can also be identified 

where employees have expressed turnover intentions, but have not yet resigned 

(Morrell & Arnold, 2007:1683). 

 

Morrell et al. (2001:221) explain that, unavoidable turnover is described as voluntary 

resignations due to reasons over which the organisation has no control, which are 

usually not work-related. Regarding turnover that is unavoidable, the organisation 

should focus on identifying strategies that will minimise the disruption and 

inconvenience of the departure (Morrell et al., 2001:221). At times, the best course of 

action may be to manage the event after the fact (Lee, Mitchell, Wise & Fireman, 

1996:33). Lee, Gerhart, Weller and Trevor (2008:667) propose that different types of 

turnover require different strategies; retention strategies are applicable to avoidable, 

voluntary turnover. Well-timed interventions could encourage the employee to stay 

and avoidable turnover can be managed through prevention models. Where turnover 

is not avoidable, a manager needs to minimise the disruption caused by the 

resignation, instead of trying to prevent it (Morrell et al., 2001:221).  
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It must be understood that employees leave employment for many reasons but 

research shows that the primary reasons are conflict or dislike of a boss or supervisor, 

not fitting into the organisational culture, or being attracted to another employer that 

offers more of what the employee is looking for in a job (Thomas, 2009:1). Gill, Mathur, 

Sharma and Bhutani (2011:218) avow that studies have shown that low degree of 

employee empowerment and low levels of employee retention leads to organisational 

performance problems such as poor quality of customer service, low productivity and 

high labour costs.  

 

2.7.2.1 Causes of employee turnover  

 

Many studies have been conducted on causes of turnover. Below is a detailed 

discussion on the causes of turnover.  

 

2.7.2.1.1 Organisational commitment  

 

Organisational commitment has been defined and measured in several ways. Despite 

the lack of consensus on the various definitions and measurements, a common theme 

is shared across all these definitions, that is, organisational commitment is considered 

a bond or linkage of the individual to the organisation (Mathieu & Zajac 1990:171). 

Landry and Vandenberghe (cited in Xerri & Brunetto, 2013:3165) concur with Mathieu 

and Zajac (1990) in that organisational commitment is a global psychological state that 

defines the correlation between employees and the organisation. Hassan (2014:123) 

agrees with Landry and Vandenberghe (2013) and defines organisational commitment 



82 
 

as the bond between the workerand the organisation. In addition, Chen and Lai 

(2014:331) explain that organisational commitment �L�V�� �G�H�I�L�Q�H�G�� �D�V�� �W�K�H�� �H�P�S�O�R�\�H�H�¶�V��

interest in and connection to an organisation. Chen and Lai (2014:331) assert that it 

is the gradual integrating process of members with their organisation, such that 

�R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �P�H�P�E�H�U�V�� �D�U�H�� �Z�L�O�O�L�Q�J�� �W�R�� �Z�R�U�N�� �M�R�L�Q�W�O�\�� �W�R�Z�D�U�G�V��retaining their identity as 

�P�H�P�E�H�U�V���R�I���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q���D�Q�G���W�R���S�U�R�W�H�F�W���D�Q�G���D�G�Y�D�Q�F�H���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���J�R�D�O�V���D�Q�G��

interest.  

 

Organisational commitment generally contains three important elements: Identification 

with the organisation, interest in the organisation and loyalty (Chen & Lai, 2014:331). 

Such commitment, as Porter, Sterrers, Mowday & Boulian (1974:604) put it, further 

�G�H�V�F�U�L�E�H�V�� �R�U�J�D�Q�L�V�D�W�L�R�Q�D�O�� �F�R�P�P�L�W�P�H�Q�W�� �D�V�� �³An attachment to the organisation, 

characterised by an intention to remain in it; an identification with the values and goals 

�R�I�� �W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q���� �D�Q�G�� �D�� �Z�L�O�O�L�Q�J�Q�H�V�V�� �W�R�� �H�[�H�U�W�� �H�[�W�U�D�� �H�I�I�R�U�W�� �R�Q�� �L�W�V�� �E�H�K�D�O�I�´���� �,�Q�G�L�Y�L�G�X�D�O�V��

consider the extent to which their own values and goals relate to that of the 

organisation as part of organisational commitment; therefore it is considered to be the 

linkage between the individual employee and the organisation (Porter et al., 

1974:604). As a result of a wider understanding of the concept of organisation 

commitment, Meyer and Allen (1991:67) developed a model, aiding in the 

interpretation of existing research and it identifies three dimensions of this construct, 

which are:  

�x Affective commitment �L�Q�Y�R�O�Y�H�V�� �W�K�H�� �H�P�S�O�R�\�H�H�¶�V�� �H�P�R�W�L�R�Q�D�O�� �D�W�W�D�F�K�P�H�Q�W�� �W�R����

identification with and involvement in the organisation. Employees with strong 

affective commitment remain with the company because they want to do so. 
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They typically identify with the organisational goals, feel that they fit into the 

organisation, are satisfied with their work, are affectively committed feel valued, 

act as ambassadors for their organisation and are generally great assets for 

organisations. 

�x Continuance commitment involves commitment based on the costs that the 

employee associates with leaving the organisation. In employees that are 

continuance committed, the underlying reason for their commitment lies in their 

need to stay with the organisation. Possible reasons for needing to stay with 

organisations vary, but the main reasons relate to a lack of work alternatives 

and remuneration.  

�x Normative commitment �L�Q�Y�R�O�Y�H�V�� �W�K�H�� �H�P�S�O�R�\�H�H�V�¶���I�H�H�O�L�Q�J�V�� �R�I�� �R�E�O�L�J�D�W�L�R�Q�� �W�R�� �V�W�D�\��

with the organisation. Normative commitment relates to how much employees 

feel they should stay at their organisation. Normatively committed employees 

feel that leaving their organisation would have disastrous consequences and 

feel a sense of guilt about the possibility of leaving. 

 

Organisational commitment is said to be an important variable in the discussion of 

intention to leave since it is a popular belief that the more committed the employee is, 

the more likely he or she will stay loyal to the organisation. 

 

Omar, Anuar, Majid and Johari (2012:195) expressed that it is a valuable bonus for 

the company to have employees with a high level of organisational commitment. Omar 

et al. (2012:195) add that these highly committed employees would feel that they owe 
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so much to the organisation and in return, they would be less likely to leave. Jehanzeb, 

Rasheed and Rasheed (2013:86) found a strong negative relationship between 

organisational commitment and turnover intentions of an employee. In the same way, 

earlier studies confirm that organisational commitment is negatively related to turnover 

intentions (Addae & Parboteeah, 2008:567). Correspondingly, Hussain and Asif (cited 

in Hassan, 2014:123) assert that strong organisational commitment drives and shapes 

the organisational culture that promotes a sense of belonging and ownership among 

employees; essential for being satisfied, productive and loyal employees. 

 

2.7.2.1.2 Turnover intention s 

 

According to Saeed, Waseem, Sikanter and Rizwan (2014:243), the turnover intention 

is a serious issue, especially when the employee leaves the organisation or the 

organisation fired them. Saeed et al. (2014:243) explain that turnover intention is the 

organisation's employees plan to leave their jobs or to fire the employees and can be 

classified into either voluntary or involuntary. Involuntary turnover, an employee leaves 

the organisation willingly and this occurs when the employee has an alternative best 

opportunity (Saeed et al., 2014:243). While involuntary turnover intention occurs when 

an organisation is not satisfied with an employee�V�¶ performance and makes the 

decision to fire him (Saeed et al., 2014:243). 

 

Mobley (cited in Falkenburg & Schyns, 2007:711) explained that turnover intention can 

be understood as the intention to voluntarily change companies or leave the labour 

market altogether. This suggests that the intention to quit should be regarded as an 
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important predictor of possible skills loss, rather than the actual action of turnover 

(Falkenburg & Schyns, 2007:711). First, less satisfied and less committed employees 

think about leaving, look for alternative jobs, are more likely to quit and do each of 

these to a greater degree when they believe that desirable job alternatives exist. 

Second, many individual and macro-level variables are related to turnover through 

satisfaction and commitment. 

 

The fact that individuals take their time to finally decide on the option to leave confirms 

the need for employee engagement and surveys, in order to establish the level of 

satisfaction among employees. Luna-Arocas and Camps (2008:32) established that 

when the job satisfaction level is low; an employee develops a behavioural intention 

to quit. Although other employees may be planning to leave, due to dissatisfaction, as 

Narimawati (2007:552) puts it; the availability of employment remains the determining 

factor for leaving, as it has a significant positive effect on turnover intent. 

 

2.7.2.1.3 Legislation  

 

According to Booysen (2005:90), on the journey towards transformation, a number of 

law reform efforts and employment equity legislation have been initiated in South 

Africa to achieve social justice and equality and to redress past unfair discrimination. 

�(�V�W�H�U�K�X�\�V�H���������������������R�S�L�Q�H�V���W�K�D�W���W�U�D�Q�V�I�R�U�P�D�W�L�R�Q���R�I���6�R�X�W�K���$�I�U�L�F�D�¶�V���Z�R�U�N�S�O�D�F�H���L�V��driven 

by the need to dismantle the legacy of apartheid by transforming the basic structure, 

culture and core values of the South African society to ensure equitable access to 

resources, opportunities and skills (Esterhuyse, 2003:4). Wöcke and Sutherland 
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(2008:531) submit that this transformation has led to the introduction of a variety of 

employment equity legislations, the most important of which are the Constitution of 

South Africa (1996) and the Employment Equity Act of 1998 ���³�(�(�$�´�������7�K�H�V�H���V�H�H�N���W�R��

promote equal opportunity in the workplace by requiring workplace-based actions, with 

affirmative action occupying a central role.  

 

The EEA requires employers to implement various forms of preferential treatment to 

designated groups to redress historical discrepancies in the distribution of jobs, 

occupations and incomes and ensure an equitable distribution of all groups in all 

occupations and levels in the workplace (Wöcke and Sutherland, 2008:531). The EEA 

distinguishes between white males and Previously Disadvantaged Individuals (PDIs) 

from the designated groups. Designated groups include Africans, Coloured (mixed 

race), Indians, White females and the physically disadvantaged (Wöcke and 

Sutherland, 2008:531). The EEA is supported by the Skills Development Act ���³�6�'�$�´����

(1998) and the Skills Levies Act ���³�6�/�$�´�� (1999), which shift the focus from only 

employment equity appointments to the recruitment, development and training of 

individuals from the designated groups (Wöcke and Sutherland, 2008:531).  

 

Sibiya, Buitendach, Kanengoni and Bobat (2014:6) agree with Wöcke and Sutherland 

(2008) in that, �6�R�X�W�K�� �$�I�U�L�F�D�¶�V�� �(�P�S�O�R�\�P�H�Q�W�� �(�T�X�L�W�\�� �$�F�W�� �D�Q�G�� �D�I�I�L�U�P�D�W�L�Y�H�� �D�F�W�L�R�Q��have 

played an important role in the South African labour market since the 1990s. This has 

led to PDIs being sought out for employment thereby increasing their mobility and 

turnover intentions through influencing their psychological contracts in terms of loyalty 

(Sibiya et al., 2014:6). Wöcke and Heymann (2012:528) conclude that legislation has 
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impacted differentially on the three groupings mainly in terms of their loyalty to stay 

with their organisations, focus on their career development in terms of the external 

labour market and the degree to which they feel they had been affected by the 

legislation.  

 

Additionally, Wöcke and Heyman (2012:528) found that the perceived linkage between 

job satisfaction and labour turnover is significantly weakened by labour market 

legislation in the case of the beneficiaries of the legislation, but that this may not be 

the case for those negatively affected by the legislation. Also, Wöcke and Heyman 

(2012:540) found that race impacted the pull factor (i.e. job alternatives in the market) 

for turnover, with employees from designated groups being generally more prone to 

leave due to pull factors as a result of the favourable labour market. Khoele and Daya 

(2014:7) in their study also submit that many black respondents left their organisations 

because of lack of diversity. This confirms the notion as put by Wöcke and Heyman 

(2012) that legislation sometimes plays as a �³pull factor�  ́for turnover.  

 

2.7.3 Overview of talent retention  

 

Below is a discussion of talent retention, theoretical frameworks underpinning 

retention and factors affecting it. 
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2.7.3.1 Defining talent retention  

 

Al-Emadi, Schwabenland and Wei (2015:8) avow that the concept of employee 

retention was defined variedly in the literature. Aldamoe, Yazam and Ahmid (2012:79) 

explain that employee retention is a voluntary effort by any organisation to provide an 

environment which tends to keep or retain employees for a long period. Cascio (cited 

in Mahal, 2012:38) agrees with Aldamoe et al. (2012) in that talent retention initiatives 

are taken by management to keep employees from leaving the organisation and they 

include rewarding employees for performing their jobs effectively, ensuring 

harmonious working relations between employees and managers and maintaining a 

safe, healthy work environment. James and Mathew (2012:80) agree with Aldamoe et 

al., (2012), in that employee retention is a process in which the employees are 

encouraged to remain with the organisation for the maximum period of time. The 

Chartered Institute of Personnel Development (2014:1) submits that retention relates 

to the extent to which an employer retains its employees and may be measured as the 

proportion of employees with a specified length of service (typically one year or more) 

expressed as a percentage of overall workforce numbers.  

 

2.7.3.2 Retention of engineers  

 

According to Allen, Bryant and Vardaman (2010:48), many organisations are also 

increasingly concerned about their ability to retain key employees (e.g., high 

performers and employees with high demand or difficult-to-replace skill sets). It has 

been shown that high unemployment rates have little impact on the turnover of high 
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performing employees or those with scarce skills (Trevor, 2011:623). Smit (2009) 

agrees with Trevor (2001) in that recruitment of valuable employees still occurs in 

economic downturns and the retention of high performing and scarce employees is 

still paramount.  

 

According to Hasna and Clark (2009:1), engineering skills shortages in the 

Organisation for Economic Co-operation and Development (OECD) countries have 

been a key political issue for many years. In universities, this has been reinforced by 

the low numbers of students studying engineering, engineering department closures 

and faculty downsizing (Hasna & Clark, 2009:1). In the wider industry, the result has 

been due to outsourcing and the shift to engineering offshore. The dwindling supply of 

skilled engineers who are �U�H�T�X�L�U�H�G���W�R���P�H�H�W���W�K�H���L�Q�G�X�V�W�U�\�¶�V���J�U�R�Z�L�Q�J���G�H�P�D�Q�G�V���L�V���G�X�H���W�R��

a lack of graduating engineers and problems with retention of engineers in the field 

(Veenstra, Dey & Herrin, 2009:19).  

 

In South Africa, engineering skills are seen as scarce and the high demand for 

engineers has been illustrated by the listing of engineering as a national scarce and 

critical skill in 2014 (Department of Home Affairs, 2014). In 2009, the quotas listing for 

appropriately qualified foreigners stated a need for 4 050 engineers (Department of 

Home Affairs, 2009). Furthermore, a demand for over 5 000 engineers has been listed 

on the South African Department of �+�L�J�K�H�U���(�G�X�F�D�W�L�R�Q���D�Q�G���7�U�D�L�Q�L�Q�J�¶�V�����'�+�(�7���� ��������-

2013 skills demand list (DHET, n.d). South Africa is severely under-engineered, as the 

international benchmark, average population per engineer, shows that the country lags 

behind other developing countries with only one engineer for every 3 166 people 
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�F�R�P�S�D�U�H�G���W�R���%�U�D�]�L�O�¶�V�����������D�Q�G���0�D�O�D�\�V�L�D�¶�V�����������S�H�R�S�O�H���S�H�U���H�Q�J�L�Q�H�H�U�����(�&�6�$����������1:31). 

In Western Europe, China and North America the ratio is around 1:300, which 

indicates that South Africa has one tenth of the engineers that these nations have 

(Nxumalo & Nordengen, 2010:3). Consulting Engineers South Africa (CESA, 2013:10) 

reported that in June 2012, December 2012 and June 2013 firms indicated a drive to 

increase their engineering staff by 86.5%, 61.2% and 51.8% respectively, but were 

struggling to find suitable candidates. 

 

Retaining young talent in South Africa, as in other countries, is challenging because 

of the struggle for talent, skills shortages, employee mobility and the imminent 

retirement of baby boomers (Masibigiri & Nienaber, 2011:1). Sattar (2007:16) adds 

that factors such as low pay, low status, understaffing and associated higher 

workloads have led to an exodus of youngsters out of the South African engineering 

industry. There is thus a massive need to build capacity among graduates and young 

engineers, as many are attracted to other sectors such as finance, putting further 

pressure on the attraction and retention of youngsters in the industry (Sattar, 2007:16). 

Watermeyer and Phillay (2012:55) suggest that in order to address the shortage of 

engineering skills there should be a drive to decrease the demand for these services, 

increase the number of entrants to the profession and retain existing employees in the 

field. This suggests that retention of engineers is of utmost importance and requires 

definite attention. 
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2.7.3.3 Theoretical framework on employee retention   

 

The talent pool has become global where technological advances has made it possible 

for knowledge workers, particularly those with scarce and critical skills, to search for 

employment from anywhere in the world and also be headhunted from anywhere 

(Khapova, 2006:43). These changes have increased the complexity and challenge 

companies face with regard to their turnover and retention. The turnover, retention and 

career behaviour of workers are significantly influenced by the knowledge economy 

and the resulting boundaryless organisations and boundaryless careers (Arthur, 

Khapova & Wilderom, 2005:178). 

 

A lot of research has been done on employee turnover to investigate aspects of 

employee turnover like causes and retention strategies. Accordingly, different models 

or designs have been developed. The first model was presented by March and Simon 

in 1958. Other models which include different aspects of turnover followed, such as 

the Unfolding Model which focuses on decisional aspects (Hom & Griffeth cited in 

Ongori, 2007:49). The following models of employee turnover, namely the Unfolding 

Model, the Embeddedness Theory and Image Theory are discussed below. 

 

2.7.3.3.1 The unfolding model of turnover  

 

Lee, Mitchell, Wise and Fireman (1996: 5-36) state that the Unfolding Model views 

incoming information as shocks (pregnancy, alternative job offers, etc.). This theory 

suggests that internal or external shocks will lead the individual to leave an 
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organisation because the situation (shock) compels the employee to leave. This model 

introduces five paths that will lead to turnover. In Path 1, the shock activates a pre-

existing writing or script with which the individual connects and this causes the 

individual to leave the organisation without considering an alternative or the 

ind�L�Y�L�G�X�D�O�¶�V�� �F�R�Q�Q�H�F�W�L�R�Q�� �Z�L�W�K�� �W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q����Path 2 has a shock that triggers the 

person leaving, without thinking of other job alternatives. With Path 2, there is no 

existing script that determines the decision (Lee et al., 1996: 5-36). The incoming 

inform�D�W�L�R�Q�� �L�V�� �S�H�U�F�H�L�Y�H�G�� �D�V�� �D�� �Y�L�R�O�D�W�L�R�Q�� �R�I�� �W�K�H�� �S�H�U�V�R�Q�¶�V�� �Y�D�O�X�H�V���� �R�E�M�H�F�W�L�Y�H�V�� �D�Q�G��

strategies. Path 3 includes a shock that triggers an assessment of the images of the 

job a person currently has, provided the information in the shock is not in tune with the 

images. This path leads to intentional job search. The last two paths do not have 

shocks. Path 4 �H�[�S�O�D�L�Q�V���D���V�L�W�X�D�W�L�R�Q���Z�K�H�U�H���W�K�H���S�H�U�V�R�Q�¶�V���M�R�E���V�D�W�L�V�I�D�F�W�L�R�Q���L�V���V�R���O�R�Z���W�K�D�W��

the person leaves without having an alternative. With Path 5���� �W�K�H�� �S�H�U�V�R�Q�¶�V�� �M�R�E��

satisfaction is low and this leads to job search, an assessment of alternatives, the 

intention to leave and subsequently, turnover (Lee et al., 1996: 5-36). 

 

TABLE 2. 1: The five paths of the Unfolding Model can best be summarised as follows: 

Adapted from Insightlink Communications (S.a) 

# 
Initiating 
event  

Reassessing 
attachments  

Relative 
satisfaction  

Alternate 
job 
satisfaction  

Time of 
decision  

Proportion of 
departures  

Path 1  Disruption 
���³�V�K�R�F�N�´�� 

No science 
and alternate 
plan is often 
already in 
place 

High (not 
relevant to 
the decision 
to leave) 

No Very short Approximately 
50% 

Path 2  Disruption 
���³�V�K�R�F�N�´�� 

Yes Medium/low No �± shock is 
the great as 
to trigger 
leaving 
without a job 
search 

Short Approximately 
50% 

Path 3  Disruption 
���³�V�K�R�F�N�´�� 

Yes Medium/low Yes Long 55% to 65% 
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Path 4a Accumulated 
dissatisfaction 

Yes Low No Medium Approximately 
50% 

Path 4b  Accumulated 
dissatisfaction 

Yes Low Yes Long 20% - 30% 

 

 

2.7.3.3.2 Job e mbeddedness  

 

According to Feldman and Ng (2007: 350-377), embeddedness refers to a number of 

forces that create a feeling in people that they cannot leave an organisation. 

Embeddedness implies that a number of forces link an employee in a psychological 

and social web that includes the job-related environment as well as the non-work 

environment (Feldman & Ng, 2007: 350-377). The more connected the person is on 

the web, the more that person is attached to the job and the organisation.  

 

The decisive aspects of job embeddedness are referred to as links, fit and sacrifice 

and they are critical both on and off the job (Mitchell, Holtom, Lee, Sablynski & Erez, 

2001:1104-1105). According to Feldman and Ng (2007: 350-377), the three aspects 

are links to other people or activities, the fit with the other aspects of their life and the 

easiness with which links can be broken, particularly if they have to move to another 

location.  

 

2.7.3.3.3 Image Theory  

 

The theory explains the way in which employees process information when making a 

decision through different images (Beach, 1990: 3-10). The fundamental principle of 
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this theory is that individuals leave an organisation after having assessed the reason 

for quitting. Beach (1990:3-10) suggests that individuals do not have the cognitive 

ability to thoroughly analyse all incoming information. Hence, they simply compare it 

with more heuristic-type information �± in other words, they learn from their own 

experience.  

 

The Image Theory suggests that decision-makers use three knowledge arrangements 

(images) to arrange their thinking about decisions. According to this theory, as put by 

Beach (1990:3-10), some incoming facts (for example, a job offer) will be compared 

to these im�D�J�H�V�����7�K�H���I�L�U�V�W���L�P�D�J�H���L�V���W�K�H���Y�D�O�X�H���L�P�D�J�H���Z�K�L�F�K���U�H�I�H�U�V���W�R���W�K�H���H�P�S�O�R�\�H�H�¶�V���V�H�W��

of significant beliefs and values concerning the job. Secondly, the employee can 

�F�R�P�S�D�U�H���W�K�H���I�D�F�W�V���R�U���L�Q�I�R�U�P�D�W�L�R�Q���Z�L�W�K���W�K�H���W�U�D�M�H�F�W�R�U�\���L�P�D�J�H���Z�K�L�F�K���U�H�I�H�U�V���W�R���W�K�H���S�H�U�V�R�Q�¶�V��

particular goals that determine job behaviour. Lastly, the employee may compare the 

facts or information with the strategic image which refers to the strategies and methods 

that the person views as vital in reaching job-related goals. If the incoming information 

has an alternative that is attuned with the images, the person will then compare the 

alternative with what he or she presently has. If the individual has more than one 

compatible alternative, he or she will further analyse the options (Beach, 1990: 3-10). 

 

2.7.4 Factors affecting retention  

 

According to Better (2015:1), engineering services firms are facing an ever-shrinking 

supply of talent. Coupled with an ageing workforce, it argues that, the problem of 
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having a sufficient supply of capable engineers and project managers is of significant 

concern (Better, 2015:1).  

 

The dependency of organisations on critical talent has led to a situation whereby the 

attraction and retention of the best employees, accordi�Q�J�� �W�R�� �2�µ�&�R�Q�Q�R�U�� �D�Q�G��Fiol 

(2004:40) and McCauley and Wakefield (2006:4), are a major challenge to employers. 

As employers attempt to identify what will motivate employees to stay, some 

employers may be keeping employees, rather than engaging them. Sujansky (2007:9) 

believes that good people stay where they are challenged, where they can develop 

and contribute and where employers provide meaningful little things that keep 

employees engaged and productive. Sattar (2007:16) argues that low salaries, 

inadequate mentorship, age, lack of recognition from the private and public sectors 

are the huge contributors of the exodus of engineers from the industry. It is therefore, 

a common cause that employees want to understand the purpose of their work and 

the contribution that their role makes to the success of the business. Below are some 

of the factors that can assist to retain employees.  

 

2.7.4.1 Compensation and b enefits  

 

Nxumalo and Nordengen (2010) suggest that organisations must offer attractive 

remuneration and other conditions of service including a conducive workplace 

environment to be able to attract and retain suitable staff. Gberevbie (2010:64) adds 

that the rewards offered by organisations have a direct impact on retention. Rewards 

contribute to motivating and retaining competent staff. Taylor (2010:353) opines that 
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for organisations to retain talented employees, rewards must be linked to what they 

value most. In other words, standardising benefits may not be the best option because 

an old employee may require more life insurance benefits that a 23 year old employee 

who does not have children to look after. Remuneration and the role it plays in 

retention is an age-old issue.  

 

Bairi, Manchar and Kundu (2011:48) add that excellent benefit plans can retain above-

average staff, for example, companies can offer stock options, merit bonuses, cash 

�U�H�Z�D�U�G�V�����³�K�R�W�´���V�N�L�O�O�V���D�O�O�R�Z�D�Q�F�H�V���D�Q�G���I�O�H�[�L�E�O�H���Z�R�U�N�L�Q�J���K�R�X�U�V�����7�K�H�V�H���D�U�H���H�I�I�H�F�W�L�Y�H���Z�D�\�V��

to immediately reward staff for their contributions to the success of the company and 

retain them at the same time. The better the benefits, the more likely it is that 

employees will stay with the company. An employee recognition plan is an avenue for 

organisations to explore, as Bairi et al. (2011:49) believe that making employees 

happier and healthier (e.g. health care benefits and free employee assistance 

programmes) increases their effort, contributions and productivity. Berger and Berger 

(2011:299) contend that organisations should not underestimate the value of health 

care, paid vacation and retirement plans as retention factors. Chew and Chan 

(2008:507) acknowledged that, �³Remuneration and recognition are the important 

contractual and implied agreements �E�H�W�Z�H�H�Q���D�Q���H�P�S�O�R�\�H�U���D�Q�G���D�Q���H�P�S�O�R�\�H�H���´���7�K�H�V�H��

authors are of the view that, although compensation is largely viewed as the most 

important factor when it comes to attracting and retaining talents, hence forcing some 

organisations to provide remuneration packages that are well above the market rates, 

�L�W���L�V���L�Q�V�X�I�I�L�F�L�H�Q�W���L�Q���L�Q�I�O�X�H�Q�F�L�Q�J���D�Q���H�P�S�O�R�\�H�H�¶�V���G�H�F�L�V�L�R�Q���W�R���D�S�S�O�\���J�U�H�D�W�H�U���F�R�P�P�L�W�P�H�Q�W���R�U��

remain with the employer. 
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2.7.4.2 Reward and r ecognition  

 

The Aberdeen Group Company (2013:1) argues that an organisation committed to 

recruiting and retaining top talent must learn the art of appreciating that talent. It is no 

surprise that top companies have realised this and employee recognition programmes 

are becoming one of the fastest growing areas of talent management (Aberdeen 

G�U�R�X�S�� �&�R�P�S�D�Q�\���� ������������������ �%�\�� �D�F�N�Q�R�Z�O�H�G�J�L�Q�J�� �H�P�S�O�R�\�H�H�V�¶�� �S�R�V�L�W�L�Y�H�� �E�H�K�D�Y�L�R�X�U�V�� �D�Q�G��

demonstrating appreciation for employee contributions,  individual workers will 

continue those behaviours, stay engaged with the company, and feel motivated to 

perform (Aberdeen Group Company, 2013:3). The figure below reveals top barriers 

towards employee recognition that employees must avoid. 

 

 

FIGURE 2. 1: Top barriers to employee recognition 
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2.7.4.3 Promotion and opportunity for growth  

 

According to van Dyk, Coetzee and Takawira (2013:61), career opportunities may 

include the internal and external career options that an employee may have. Internal 

�F�D�U�H�H�U�� �R�S�S�R�U�W�X�Q�L�W�L�H�V�� �P�D�\�� �E�H�� �L�Q�� �W�K�H�� �H�P�S�O�R�\�H�H�¶�V�� �F�X�U�U�H�Q�W�� �R�U�J�D�Q�L�V�D�W�L�R�Q���� �I�R�U�� �H�[�D�P�S�O�H���� �D��

promotion or movement to a different position within the same organisation (van Dyk 

et al., 2013:61). External career opportunities may also mean obtaining a position at 

another organisation. These career orientations of employees may reflect an 

�H�P�S�O�R�\�H�H�¶�V�� �S�H�U�F�H�L�Y�Hd compatibility or comfort with an organisation (Mitchell et al., 

2001:1104). 

 

In support of the statements above, research findings from Lesabe and Nkosi 

(2007:41) on employee views on organisational commitment reveal that people were 

concerned about their own future; they wanted to progress and tended to become 

frustrated when they believed that their path was blocked, or that there were obstacles 

on their way. The contention, in this regard, is that employees will remain concerned 

about their career growth and development; thus, where such opportunities do not 

exist, staff turnover is likely to rise. In conclusion, Crim and Seijts (2006:31) maintain 

that, where employers fail to provide employees with knowledge and tools to be 

successful, employees may be de-motivated. 
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2.7.4.4 Work -life balance  

 

�&�R�Q�F�H�U�Q���D�U�R�X�Q�G���W�K�H���H�P�S�O�R�\�H�H�µ�V���I�D�P�L�O�\���F�R�P�P�L�W�P�H�Q�W�V�����D�V���Z�H�O�O���D�V���P�H�H�W�L�Q�J��family related 

�Q�H�H�G�V���� �U�H�P�D�L�Q�� �F�U�L�W�L�F�D�O���I�R�U�� �W�R�G�D�\�µ�V�� �Z�R�U�N�I�R�U�F�H���� �,�Q�� �D�Q���H�I�I�R�U�W�� �W�R�� �X�Q�G�H�U�V�W�D�Q�G�� �W�K�H�� �Q�H�H�G�V���R�I��

employee non-work obligations, it may be crucial to analyse the reasons for staff 

turnover which are work-life-balance-related. Referring to the importance of work-life 

balance in staff retention, Deery (2008:800) maintains that recent addition to the 

research into employee retention is the role that obtaining a balance between work 

and life has an effect �L�Q���D�Q���H�P�S�O�R�\�H�H�µ�V���G�H�F�L�V�L�R�Q���W�R���U�H�P�D�L�Q���Z�L�W�K���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q���� 

 

Work-life balance can be conceptualised as a process for reducing staff turnover, 

especially where female employees may be forced to resign, due to non-work 

commitments. South African labour laws, for example, the EEA and the Basic 

Condition of Employment Act of 1997, prohibits female employee discrimination; 

hence, family responsibility leave and maternity leave are included in leave policies. 

Unlike in the past, women dominate employment creation worldwide.  According to the 

International Labour Organisation (2008:36), in 2006/7, 1.6 to 1.9 million jobs were 

occupied by women; this, undoubtedly, confirms female participation in labour. As a 

consequence, employers may have to revisit their work-life-balance policies for 

cultural and national diversity. 

 

In a study presented by Sole, Govender, Ragoobeer, Hoffman and Faulds (2009:26) 

for Gordons School of Business Studies, a woma�Q���H�Q�J�L�Q�H�H�U���F�R�P�P�H�Q�W�H�G�����³At our site, 

you are not allowed on the plant if you are pregnant. So this results in you feeling 
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useless for that time and also hearing a lot of comments that you are not doing your 

job. I know for a fact that when I become pregnant again it will be met with resistance 

- I fear the day that I have to break the news of being pregnant again to my 

�P�D�Q�D�J�H�P�H�Q�W�´. 

 

This clearly shows that work�² life balance is one of the .most important factors 

affecting the retention of engineers, particularly women and organisations should 

consider it. 

 

2.7.4.5 Good work environment  

 

Levey (2013: online) avows that to retain employees, managers have to create a 

positive working environment. Levey (2013) posits that managers should subscribe to 

the some of the following: 

�x �µDo not be an absentee boss: As important as it is to give your employees 

space, it is equally important to make sure that they are feeling challenged and 

productive.   

�x Give them work: All jobs will have their expected lulls but ensuring that your 

employees have a few projects on the go will keep them from losing interest in 

their job. 

�x Let them be your boss (by encouraging feedback): Comments, suggestions or 

complaints should not be left for the HR department. Encouraging your 
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employees to give you feedback is another way that can help create a positive 

work environment. 

�x Be flexible as a manager: It is also important to realise that your employees 

may have needs that require their hours to be a bit more lenient. Allowing 

flexible hours outside of the rigid 9-5 can help. Kwenin (2013:2) agrees with 

Levy (2013) and states that well-designed and organised offices and work 

areas make significant differences to how people feel about their work. Kwenin 

(2013:3) further states that organisations can create the necessary environment 

by meeting the needs of current and future employees. Communication and 

recognition to employees are essential factors in retaining employees. 

Organisations must be able to communicate their past, present and future plans 

to employees so they are secure with the strength and stability of the 

organisation (Kwenin, 2013:3). 

 

2.7.4.6 Training and development  

 

Training and development deals with the skills and competencies of the employees 

acquired through a �V�H�U�L�H�V�� �R�I�� �W�U�D�L�Q�L�Q�J�� �D�Q�G�� �G�H�Y�H�O�R�S�P�H�Q�W�� �S�U�R�J�U�D�P�P�H�V���� �,�Q�� �W�R�G�D�\�¶�V��

competitive environment driven by the knowledge economy, Aldamoe et al. (2012:78) 

contend that certain attributes and competencies of personnel are an integral 

component of or�J�D�Q�L�V�D�W�L�R�Q�V�¶���F�R�P�S�H�W�L�W�L�Y�H�Q�H�V�V�����$�O�Gamoe et al. (2012:78) add that there 

is no doubt that highly knowledgeable and skilled subordinates or employees will 

enhance productivity, improve the quality of goods and services, bring positive 

changes in processes and help to deliver quality service to clients. James and Mathew 
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(2012:81) concur with Aldamoe et al. (2012) and add that training and development 

�F�R�Q�W�U�L�E�X�W�H���W�R���H�P�S�O�R�\�H�H�V�¶���L�Q�W�H�Q�W�L�R�Q���W�R���V�W�D�\���� 

 

Kim (2012:259) notes and adds that within the public sector, governments are 

increasingly improving employee retention through the employment of various human 

resource management practices, which include, inter alia, training. Kelly Engineering 

Resources (���������������� �L�Q�� �L�W�V�� �V�W�X�G�\�� �R�I�� �³E�Q�J�L�Q�H�H�U�L�Q�J�� �O�D�E�R�X�U�� �V�K�R�U�W�D�J�H�´�� �D�U�J�X�H�� �W�K�D�W�� �F�U�R�V�V-

training employees may be an important factor for introduction so that employees can 

fill more than one niche in an organisation. Once this is done, the organisations will be 

able to meet shifting demands of manufacturing and employees will become motivated 

and thereby stay longer (Kelly Engineering Resources, 2010:2). Training also 

generates intangible results such as high self-esteem, enhanced morale, and 

satisfaction of subordinates which is as a result of additional skills, knowledge and 

abilities gained during the training and development programmes (SKAs) (lLDamoe et 

al., 2012:78). 

 

2.7.4.7 Supervisor/ subordinate relationship  

 

The common assumption is that people join companies, but then leave, on account of 

supervisors. The belief is that a poor relationship with a line manager can be the push 

�I�D�F�W�R�U���E�H�K�L�Q�G���D�Q���L�Q�G�L�Y�L�G�X�D�O�µ�V���G�H�F�L�V�L�R�Q���W�R���T�X�L�W���W�K�H���M�R�E���D�Q�G���O�H�D�Y�H���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q�����&�,PD, 

2004: online). While the supervisor-subordinate relationship cannot be undermined, 

perceptions are that some managers do not provide appropriate leadership, or, in 

other instances, treat people unfairly, or bully their staff. The basic argument 
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underlying this assumption is that, where employees feel unfairly treated by their 

supervisors, the level of trust tends to diminish. Similar views are held by Taplin and 

Winterton (2007:7), who add that the reason why employees stay may be the fact that 

their managers are accessible and approachable, respected and trusted, and listen 

and assist if ever they have problems. In a study by Sattar (2012:17) on young 

engineers, the prevailing theme was a lack of mentorship from the supervisors. Young 

engineers felt that mentoring and career guidance were lacking and no clear career 

path was laid down for them (Sattar, 2012:17).  

 

2.7.4.8 Job security  

 

According to van Wyk and Pienaar (2008:66), where an agenda of job insecurity 

among South African organisations was researched, all participants agreed that job 

insecurity may be defined as a feeling of uncertainty and an awareness of the 

possibility of being replaced. Referring to the problems of mergers, downsizing and 

restructuring as common events today, Cartwright and Holmes (2006:199) submit that 

different forms of restructuring have a constant, negative impact on employees, in 

terms of job losses, job uncertainties, ambiguity and heightened anxiety. Wheeler, 

Gallagher, Brouer and Sablynski (2007:212) opine that when employees experience 

job dissatisfaction, either through organisational-induced shock, the likelihood of 

leaving the organisation are high, especially where possibilities for alternative jobs are 

perceived. Given the problem of organisational instability and job insecurity, Ongori 

(2007:50) found that organisational instability has been shown to have a high degree 
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of turnover. In line with the above, where employees are not sure of their futures, they 

tend to search for alternatives before they are terminated involuntarily. 

 

In a study commissioned by Seijts and Crim (2006:31), their findings indicate that, in 

�D�Q���D�W�W�H�P�S�W���W�R���U�H�G�X�F�H���W�K�H���O�H�Y�H�O���R�I���X�Q�F�H�U�W�D�L�Q�W�\���D�P�R�Q�J���H�P�S�O�R�\�H�H�V�����F�O�D�U�L�W�\���D�E�R�X�W���Š�Z�K�D�W��

the organisation stands for, what it wants to achieve and how people can contribute to 

�W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q�µ�V�� �V�X�F�F�H�V�V����thjese factors should be clarified to employees, as the 

assertion is that it is not always apparent. Therefore, it is logical to assume that 

employees want to be involved, or be aware of decisions that impact on their future 

with the organisation; hence, communication is important. 

 

2.7.4.9 Leadership  

 

�1�J�¶�H�W�K�H���� �1�D�P�X�V�R�Q�J�H�� �D�Q�G��Iravo (2012:300) assert that one of the critical roles of 

management is to create a work environment that will appeal to employees. Samuel 

�D�Q�G���&�K�L�S�X�Q�]�D�������������������������D�G�G���W�K�D�W���W�K�H�L�U���G�X�W�\���L�V���W�R���L�Q�I�O�X�H�Q�F�H���W�K�H�V�H���H�P�S�O�R�\�H�H�V�¶���G�H�F�L�V�L�Rn 

to be committed and remain with the organisation even when other job opportunities 

�H�[�L�V�W���R�X�W�V�L�G�H���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q�����%�H�D�U�G�����F�L�W�H�G���L�Q���1�J�¶�H�W�K�H��et al., 2012:300) submits that 

the role of leadership and a supervisor is crucial in staff retention and argues that 

employees leave managers not companies. 

 

�1�J�¶�H�W�K�H��et al. (2012:300) argue that responsibility and accountability for retaining 

talent needs to move out to the front lines and into the hands of leaders. Leaders and 
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their skill in building a climate of retention, a culture that speaks to employees in a way 

�W�K�D�W���H�Q�F�R�X�U�D�J�H�V���W�K�H�P���W�R���V�W�D�\�����Z�L�O�O���E�H���D�Q���R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���E�H�V�W���G�H�I�H�Q�F�H���D�J�D�L�Q�V�W���X�Q�Z�D�Q�W�H�G��

�W�X�U�Q�R�Y�H�U�� ���1�J�¶�H�W�K�H��et al., 2012:300). Mills (2007:21) adds that for retention to be 

achieved, transformational leaders should build trust between the team and the leader; 

build esteem in team members; communicate effectively to team members regarding 

retention and engagement issues and they should also be flexible in recognising, 

understanding and adapting individual needs �D�Q�G�� �Y�L�H�Z�V���� �1�J�¶�H�W�K�H��et al. (2012:300) 

agree with Mills (2007) and add that a two-way communication is regarded as a core 

management competency and a key management responsibility. 

 

2.8 TRANSFORMATIONAL LEADERSHIP AND TALENT RETENTION  

 

�1�J�¶�H�W�K�H���� �1�D�P�X�V�R�Q�J�H�� �D�Q�G��Iravo (2012:300) assert that one of the critical roles of 

management is to create a work environment that will appeal to employees. Samuel 

�D�Q�G���&�K�L�S�X�Q�]�D�������������������������D�G�G���W�K�D�W���W�K�H�L�U���G�X�W�\���L�V���W�R���L�Q�I�O�X�H�Q�F�H���W�K�H�V�H���H�P�S�O�R�\�H�H�V�¶���G�H�F�L�V�L�R�Q��

to be committed and remain with the organisation even when other job opportunities 

�H�[�L�V�W���R�X�W�V�L�G�H���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q�����%�H�D�U�G�����F�L�W�H�G���L�Q���1�J�¶�H�W�K�H�����1�D�P�X�V�R�Q�J�H���	���,�U�D�Y�R������������������������

submits that the role of leadership and a supervisor is crucial in staff retention. 

 

Employees are more likely to remain with an organisation if they believe that their 

managers show interest and concern for them, they know what is expected of them, 

are given a role that fits their capabilities and if they receive regular positive feedback 

�D�Q�G���U�H�F�R�J�Q�L�W�L�R�Q�����1�J�¶�H�W�K�H�����1�D�P�X�V�R�Q�J�H���	���,�U�D�Y�R���������������������������7�K�L�V���D�V�V�H�U�W�L�R�Q���E�\�����1�J�¶�H�W�K�H����

Namusonge & Iravo, 2012) equals the individualised consideration which is one of the 
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principles defining transformational leadership. As mentioned earlier, individual 

consideration is where the leader rec�R�J�Q�L�V�H�V�� �W�K�H�� �L�Q�G�L�Y�L�G�X�D�O�¶�V�� �X�Q�L�T�X�H�Q�H�V�V�� �D�Q�G��

individual needs and provides support, encouragement and coaching, delegation, 

advice and feedback for personal development (Mathew & Gupta, 2015:76). This 

means that the more managers are able to practice this transformational leadership 

principle, the more employees will be encouraged to stay longer in the employ. 

 

Dhawan and Mulla (2011:63) assert that one of the crucial elements of 

transformational leadership is charisma, which leads followers to identify strongly with 

the leader. The follower's identification with the leader forms the basis for affective 

commitment. Dhawan and Mulla (2011:63) add that as the leader-follower relationship 

matures, the emotional investments of the follower become too strong for the follower 

to break off the relationship and hence this leads to continuance commitment. Finally, 

the leader's task is to provide moral purpose to the mundane tasks of the follower. 

Hence, followers feel that they ought to remain with the organisation and this forms 

the basis for normative commitment (Dhawan & Mulla, 2011:63). It is further explained 

that one of the mechanisms by which transformational leaders generate organisational 

commitment is through empowering their followers (Dhawan & Mulla, 2011:63). Avey 

Hughes, Norman and Luthans (2008:110) agree with Dhawan and Mulla (2011) and 

explain that transformational leadership is negatively related to employee negativity or 

cynicism and intentions to quit but is positively related to empowerment of employees. 

 

Wanous, Reichers, and Austin (2000:133) define cynicism as a, �³Pessimistic viewpoint 

about change efforts being unsuccessful because those responsible for making 
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�F�K�D�Q�J�H���D�U�H���E�O�D�P�H�G���I�R�U���E�H�L�Q�J���X�Q�P�R�W�L�Y�D�W�H�G�����L�Q�F�R�P�S�H�W�H�Q�W�����R�U���E�R�W�K�´�����7�K�H�V�H���D�X�W�K�R�U�V���D�O�V�R��

found that cynicism is spawned in an environment of ineffective leadership and lack of 

involvement or participation in decision making (Avey et al., 2008:115). Specifically, 

those employees with highly transformational leaders should be intellectually 

�V�W�L�P�X�O�D�W�H�G�����R�U���F�R�Q�V�W�D�Q�W�O�\���F�K�D�O�O�H�Q�J�H�G���W�R���³�W�K�L�Q�N���R�X�W�V�L�G�H���R�I���W�K�H���E�R�[�´���D�Q�G���L�G�H�Q�W�L�I�\���Z�L�W�K���W�K�H��

leader towards positive change, which is an idealised influence (Avey et al., 2008:115). 

Furthermore, transformational leadership should inspire and motivate employees 

(inspirational motivation) towards change in an organisation and performance beyond 

expectations. In such a context where the leader is continuously challenging the status 

quo (intellectual stimulation), the follower should be less cynical about changing the 

organisation in the future and this leads to employees becoming more optimistic to the 

organisation which prolongs their stay in the organisation (Avey et al., 2008:115). In 

agreement with Avey et al. (2008), Kleinman (2004:130) in his study found that 

transformational leadership is an integral component of retention and should be part 

of any multidimensional recruitment and retention strategy. In another study done by 

Ahmad, Abbas, Latif and Rasheed (2014:21), it was found that idealised influence, 

inspirational motivation, intellectual stimulation, individual consideration and 

transformational leadership as an independent variable has a positive and significant 

relationship with motivation and employees normally stay longer when they are 

motivated about their job and the organisation that they work for. In a study by Sharma 

and Krishnan (2013:8) on the impact of pay satisfaction and transformational 

leadership on employee engagement, transformational leadership was found to be 

significantly related to pay satisfaction. This means that for organisations to be 

successful, they need to train leaders on transformational leadership skills, which in 

turn would help keep employees engaged and satisfied. 
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According to Al-Hussami (2008: 290-292), transformational leadership influences 

subordinate job satisfaction. According to Watt and Greguras (cited in Distel, Wegge 

& Schimidt, 2014:355), job satisfaction from an individual job perspective is a work-

related attitude that reflects the extent to which an employee evaluates certain aspects 

of their jobs, such as co-workers, the supervisor, career opportunities, the 

organisation, and working conditions as beneficial to them. In other words, these 

aspects of individual employees such as co-workers, the supervisor, career 

opportunities, the organisation, work-life balance and other working conditions would 

describe a work environment. The researcher is of the view that employees are more 

likely to stay longer in an organisation if these individual aspects are more beneficial 

them. 

 

Al-Hussami (2008: 290-292) investigated the relationship between transformational 

leadership and job satisfaction and found that transactional and transformational 

leadership correlates positively with job satisfaction and transformational leadership is 

�D���S�U�H�G�L�F�W�R�U���R�I���M�R�E���V�D�W�L�V�I�D�F�W�L�R�Q�����,�Q���D�Q�R�W�K�H�U���V�W�X�G�\���R�Q���³Effect of Organisational Leadership 

on O�U�J�D�Q�L�V�D�W�L�R�Q�D�O�� �+�H�D�O�W�K�´, Korkmaz (2007: 42) found that the relationship between 

transformational leadership and job satisfaction does exist in that the more the 

teachers perceive their principal as a transformational leader, the more their level of 

job satisfaction increases and the less their principals exhibit transactional leadership, 

the better organisational health gets. In support of Al-Hussami (2008) and Korkmaz 

(2007), Smith (2015:30) asserts that transformational leaders can help followers 

achieve their full potential by creating desirable workplaces. Smith (2015:30) further 

avows that a more pleasant environment may allow followers to develop their potential 

and lead to higher job satisfaction. Smith (2015:31) posits further that higher job 
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satisfaction directs organisational health, which measures mutual individual 

relationships, plays a role in the overall success and sustainability of an organisation 

and demonstrates the level of social interaction and harmony between key personnel. 

In other words, transformational leadership shapes the learning climate, relationships 

and morale among employees.  

 

Judge and Colquitt (cited by Jiang, 2012:241) argue that when employees report their 

frustration in integrating work and non-work commitments (work-life balance), it is 

likely for transformational supervisors to help their employees accommodate those 

competing responsibilities from different arenas. Hornung, Rousseau and Glaser 

(cited in by Jiang, 2012:241) assert that once employees take the initiative to negotiate 

�³�L�G�L�R�V�\�Q�F�U�D�W�L�F���G�H�D�O�V�´�����³i-deals�´�������W�K�H�L�U���W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O���O�H�D�G�H�U�V���P�D�\���J�U�D�Q�W���W�K�H�P���V�S�H�F�L�D�O��

employment conditions that otherwise may not be accessible through the 

�R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �V�W�D�Q�G�D�U�G�� �S�U�D�F�W�L�F�H�V�� �R�U�� �S�R�O�L�F�L�H�V���� �+�R�Z�H�Y�H�U���� �L�I�� �H�P�S�O�R�\�H�H�V�� �G�R�� �Q�R�W�� �Lnitiate 

such a negotiation or the communication does not work well, transformational 

supervisors may not contribute to attenuating serious work-life issues that their 

subordinates face (Jiang, 2012:241). This elevates the point that where 

transformational leadership is visible, employees may be more attached to an 

organisation which eventually improves retention. 

 

2.9 CONCLUSION 

 

The researcher discussed the evolution of leadership, transformational leadership and 

talent acquisition and retention. As wide as it is, effective leadership is still seen as a 
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strategic resource by practitioners and academics. Scholars and academics agree that 

effective leadership has evolved from the �µGreat M�D�Q�¶��Theory which has been used 

because of the absence of another leadership perspective to what they now term the 

neo-charismatic leadership perspective which includes the well-researched literature 

transformational leadership. It has also been agreed among scholars that no one 

situation and one set of behavioural descriptors or traits will make one an effective 

leader. Good leaders react differently to different situations. However, transformational 

leadership is still regarded as one perspective of leadership that if leaders and 

managers are taught, understand and apply; organisations have a chance of 

competing amongst the best and perhaps will be the best.   

 

As mentioned earlier, there is a now a paradigm shift in talent acquisition. Technology 

has changed the traditional ways of attracting and recruiting talent. Social media 

(Facebook, LinkedIn and other prominent social networks) has changed the way talent 

acquisition has been done. Through the use of the internet, organisations have 

become efficient and there are quicker turnaround times on the recruitment processes. 

Companies have also become clever on the utilisation of these social platforms and 

internet. Competition between organisations is now about how best these platforms 

can be used to gain a competitive edge because all have access to these platforms. 

In this era, the recruitment process has become more efficient because through the 

internet, interviews and screening can be done. Companies have themselves to blame 

if they are unable to tap into the effectiveness and efficiency of these platforms. 
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Literature has also revealed that organisations are now aware of the causes of 

turnover and have come up with better ways of addressing it. Accordingly, retention of 

employees is what the majority of the organisations are still battling with, but others 

are managing to address it. Some organisations have developed best-fit retention 

measures to prolong the stay of their critical and key talent and others have applied 

the best-practice approach to entice their employees to stay longer. Work-life balance; 

promotion and opportunity for growth; training and development; and compensation 

and benefits are amongst those HR practices that are regarded as good retention 

factors. Research methodology is discussed in the next chapter.  
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CHAPTER 3  

THE RESEARCH METHODOLOGY 

3.1 INTRODUCTION 

 

The previous chapter reviewed literature pertaining to the evolution of leadership, 

transformational leadership, talent acquisition and retention. However, the relationship 

between transformational leadership, talent acquisition and retention should be 

measured, to test if there is a statistical relationship between the variables. This will 

assist the researcher in the development of a validated framework for the organisation 

which is under study. The questionnaire was developed to obtain information that 

would respond to the research questions and/or objectives and help to develop the 

said framework.  

The objectives of the study were as follows: 

�x To determine if there is a significant relationship between talent acquisition and 

retention at the energy provider. 

�x To determine if there is a significant relationship between transformational 

leadership and talent acquisition at the energy provider. 

�x To determine if there is a significant relationship between transformational 

leadership and talent retention at the energy provider. 

�x To determine if transformational leadership has a mediating role in talent 

acquisition and retention. 
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�x Develop a validated talent acquisition and retention framework of engineers for 

the energy provider. 

The emphasis of this chapter will be on the research methodology used. Figure 3.1 

below illustrates what constitutes research methodology. In other words, the 

researcher went through the four stages which led to the research findings. 

 

  

FIGURE 3.1: Illustration of the research methodology to be followed 

 

 

 

 

3.2 RESEARCH METHODS 
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A quantitative research was used in this study. Petkoon (2002:46) asserts that the 

quantitative paradigm is based on positivism, which takes the scientific explanation to 

be nomothetic and is based on universal laws. Its main aims are to measure the social 

world objectively and to test hypotheses/research objectives (Petkoon, 2002:46). 

From a quantitative research perspective, the study will focus on the relationship 

between the three variables (transformational leadership, talent acquisition and 

retention) and the moderating effect of transformational leadership on the two 

constructs. 

 

3.2.1 Quantitative research  

 

Drummond and Ensor (2005:56) indicate that, �³Quantitative research focuses on 

�J�D�W�K�H�U�L�Q�J�� �G�D�W�D�� �W�K�D�W�� �L�V�� �T�X�D�Q�W�L�I�L�D�E�O�H�������´�� �D�Q�G�� �³�������� �V�X�U�Y�H�\�V�� �D�U�H�� �J�H�Q�H�U�D�O�O�\�� �X�Q�G�H�U�W�D�N�H�Q�� �W�R��

establish information that is statistically tested to provide evidence that the findings 

�D�U�H�� �U�H�O�L�D�E�O�H�� �D�Q�G�� �Y�D�O�L�G���´�� �,�Q�� �D�Q���H�I�I�R�U�W���W�R�� �H�P�S�K�D�V�L�V�H the advantages of the quantitative 

approach, the table below illustrates the differences between the quantitative and 

qualitative designs (Martin, 2007:63-64).   

 

 

 

 

TABLE 3.1: Difference between quantitative and qualitative research: Adapted from 

Babbie and Mouton (2001); Kelinger and Lee (2000); Mc Daniel & Gates (2006); 

Schurink and Schurink (2001); Struwig and Stead (2001). 

Quantitative research  Qualitative research  
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Behaviour can be explained in causal deterministic 
ways and people can be manipulated and 
controlled 

Behaviour is intentional and creative and it can be 
explained, but also predicted. 

Objective �± researcher seen as detached from the 
object that one studies 

Subjective �± because interaction takes place with 
the subject (object of investigation). 

Needs a set of plan for the completion of research Is very flexible and changes as the data change 
and circumstances change. 

One of the main focuses is to test the hypotheses / 
objectives 

The researcher can develop new hypotheses 
during the research process. 

Tries to establish causal relationship Generates hunches. 
Degree of replicability is high Degree of replicability is very low. 

 

 

3.3 Research design  

 

Welman, Kruger and Mitchell (2011:52) define a research design as a plan according 

to which researchers obtain research participants (subjects) and collect information 

from. In it, researchers describe what they will do with the participants, with a view to 

reaching conclusions about the research problem (Welman et al., 2011:52). Martin 

(2007:61) agrees with Welman et al. (2011) in that research designs are intended to 

enable the researcher to answer the research objectives as validly, objectively, 

accurately and economically as possible. Martin (2007:61) adds further that 

adequately planned and executed designs help greatly in permitting one to rely on 

�E�R�W�K�� �R�Q�H�¶�V�� �R�E�V�H�U�Y�D�W�L�R�Q�V�� �D�Q�G�� �L�Q�I�H�U�H�Q�F�H�V���� �7�K�H�U�H�I�R�U�H���� �W�K�H�� �U�H�V�H�D�U�F�K�H�U�� �Z�L�O�O�� �X�V�H�� �D��

positivistic approach (quantitative approach) to collect and analyse data to make 

independent findings and arrive at an objective conclusion. Welman et al., (2011:6) 

describe a positivistic approach as one underlying the natural scientific method in 

human behavioural research and holds that research must be limited to what 

researchers can observe and measure objectively, that is, that which exists 

independently of the feelings and opinions of individuals. A survey research design 

was used.  
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3.3.1 Research method  

 

According to Bless and Higson-Smith (2006:49-50), diagnostic evaluation research is 

used to identify neglected areas of need, neglected target groups and problems in 

organisations and programmes. This research method was designed to inform 

researchers about the present situation in an organisation or target group, highlighting 

current problems, as well as the possible consequences of various types of 

interventions. In this way, a reliable and valid instrument in the form of a questionnaire 

was utilised to collect data on the present situation from the engineers who were the 

targeted population so that possible interventions could be suggested. A quantitative 

research method was utilised. 

 

 

 

 

 

 

3.4 DESCRIPTION OF THE POPULATION AND SAMPLE SIZE  

 

Below is the description of the population and the sample size of the study. 
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3.4.1 Population  

 

Welman et al., (2011:52) define population as the study object consisting of 

individuals, groups, organisations, human products and events or the conditions to 

which they are exposed. The population of the study was 2500 engineers, which 

consisted of permanent and fixed-term contract engineers.  

 

3.4.2 Sample  

 

According to Sekeran (2003:266), sampling is the process of selecting a sufficient 

number of elements from the population, so that a study of the sample and an 

understanding of its properties or characteristics make it possible for researchers to 

generalise properties or characteristics to the population elements. Welman et al. 

(2011:55) argue that in order for the results to be generalisable, the sample must 

therefore, be representative. According to Welman et al. ���������������������� �³�U�H�S�U�H�V�H�Q�W�D�W�L�Y�H�´��

implies that the sample has the exact properties in the exact same proportions as the 

population from which it was drawn but in smaller numbers. In other words, a 

representative sample is a miniature image or likeness of the population (Welman et 

al., 2011:55).  

Since the focus of this study is on engineers and not every employee of the 

organisation under study, a convenience sampling method was used to reach as many 

engineers as possible. When the convenience sampling method is used, the 

researcher selects participants based on their willingness to respond and also their 

availability (Gravetter & Forzano, 2011:151).  
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However, caution is given that an increase in the sample size, and proportion to the 

size of the population from which the sample is drawn, results in a decrease in the 

standard of error (Welman et al., 2011:70). Therefore, although researchers must try 

to draw the largest possible sample, it is not necessary to draw a sample larger than 

500 as it will have little effect in decreasing the standard error and margin error 

(Welman et al., 2011:70). Secondly, the desired sample size does not only depend on 

the size of the population but also on the variance (heterogeneity) of the variable. The 

general rule states that the larger the variance of the variable, the larger the sample 

which is required (Welman et al., 2011:70). Below is the table which illustrates the 

sample size and the standard error of the mean for a population of 10 000, which 

illustrates the assertions by Welman et al. (2011). 

 

TABLE 3.2: The effect of sample size on the standard error of the mean for a 

population of 10 000 (where N = 100): Adapted from Welman, Kruger and Mitchell 

(2011) 

Sample size  Standard error  
20 2.24 
50 1.40 
100 0.99 
250 0.62 
500 0.44 
1000 0.30 
2500 0.17 
5000 0.10 

 

 

3.5 MEASUREMENT 

 

According to Stevens (cited in Welman et al., 2011:70), measurement involves the 

assignment of numbers, in terms of fixed rules, to individuals (or objects) to reflect 
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differences between them in some characteristic or other attribute. This can be 

achieved via open, closed or a combination of open and closed questions, using 

various types of scales.  

 

3.5.1 Measurement scales  

 

Statistical information, including numbers and sets of numbers, has specific qualities 

that are of interest to researchers (Heffner, 2015). These qualities, including 

magnitude, equal intervals and absolute zero, determine what scale of measurement 

is being used and therefore what statistical procedures are best. Heffner (2015) 

identified four measurement scales, which are: 

�x The lowest level which is the Nominal Scale, and represents only names and 

therefore, has none of the other three qualities.  For example, a list of students 

in alphabetical order would all be classified as nominal data.  

�x The second level, is called Ordinal Data and has magnitude only. It can be 

looked at as any set of data that can be placed in order, from greatest to lowest 

but where there is no absolute zero and no equal intervals.  Examples of this 

type of scale would include Likert Scales and the Thurstone Technique. 

�x The third level is called an Interval Scale and possesses both magnitude and 

equal intervals, but no absolute zero. Temperature is a classic example of an 

interval scale because it is known that each degree is the same distance apart 

and it can easily tell if one temperature is greater than, equal to, or less than 

another.  It has no absolute zero because there is (theoretically) no point where 

the temperature does not exist. 
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�x The fourth and highest scale of measurement is called a Ratio Scale.  It 

contains all three qualities and is often the scale that statisticians prefer 

because the data can be more easily analysed.  Age, height, weight and scores 

on a 100-point test would all be examples of ratio scales.  For example, if one 

is 15 years old, they do not only know that they are older than someone who is 

10 years old (magnitude) but also knows that they are five years older (equal 

intervals).  With a ratio scale, there is also a point where none of the scale 

exists; when a person is born, their age is zero. 

 

It is therefore, logical that when measurement scales are identified, data gathering 

should be discussed. 

 

3.6 QUESTIONNAIRE ADMINISTRATION 

 

The design of the questionnaire, reliability, validity and its distribution is discussed 

below. 

 

3.6.1 The questionnaire  

 

Data was collected by means of a questionnaire. The questionnaire used to collect 

data was designed such that quantitative data was collected in a standardised manner 

sop that the data was internally consistent and coherent for analysis. Lamb, Hair and 
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McDaniel (2009:248) suggest that conducting a survey in this manner is effective when 

the number of people to be surveyed is large. 

The questionnaire used has an element on demographics. This part of the 

questionnaire asked things like gender, race, salary, rank, citizenship, engineering 

field and department of the respondents. Respondents chose what described them. 

Another questionnaire that was used to collect data consisted of a Lirkert scale of 

measurement because of its popularity in social sciences (Kidder & Judd cited in 

Welman et al., 2011:156). Respondents were requested to respond to each of the 

statements by choosing an alternative that they agree with most. In this research, four 

�D�O�W�H�U�Q�D�W�L�Y�H�V���W�R���F�K�R�R�V�H���I�U�R�P���Z�H�U�H���J�L�Y�H�Q�����W�R���³�F�R�P�S�H�O�´���W�K�H���U�H�V�S�R�Q�G�H�Q�W�V���W�R���P�D�N�H���D���F�K�R�L�F�H��

and �D�Y�R�L�G�� �³�Q�H�X�W�U�D�O�´�� �D�Q�V�Z�H�U�V���� �7�K�H�� �U�H�V�S�R�Q�G�H�Q�W�V�� �F�K�R�V�H�� �R�Q�H�� �R�I�� �W�K�H�� �I�R�X�U�� �R�S�W�L�R�Q�V�� �Z�K�L�F�K��

are, �³�V�W�U�R�Q�J�O�\���G�L�V�D�J�U�H�H�¶�����³�G�L�Vagree�´�����³agree�´�����R�U���³strongly agree�´���� 

 

3.6.2 Questionnaire development and construction  

 

Welman et al. (2011:174) assert that the decision to conduct a questionnaire survey 

should itself be the culmination of a careful process of thought and discussion, 

involving consideration of all possible techniques. The concepts and variables involved 

and the relationships being investigated, possible in the form of hypotheses, theories, 

models or evaluative frameworks were clear and guided the questionnaire design 

process (Welman et al., 2011:174).  

 

Regarding questionnaires on transformational leadership and talent retention, the 

researcher used existing questionnaires developed by Sinha and Sinha (2012:153-
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154) and Basso, Avolio (2004:213) and Lievens, Van Geit and Coetsier (1997:419) 

respectively. A ready-made questionnaire on talent acquisition could not be found, 

hence the researcher developed one. The talent acquisition questionnaire used in this 

study is based on theories developed by Rivera (2012:1), Crispin and Mehler 

(2011:11) and Kaiser (2009:1). A pilot study was conducted and corrections to the 

questionnaire were made after it was served to HR colleagues.  

 

In developing the questionnaire, the researcher considered the guidelines below as 

suggested by Lamb, Hair and McDaniel (2009:251):  

�x The questions should be simple, understandable and not too long. 

�x The correct information should be elicited from the respondent. 

�x Leading or loaded questions should be omitted. 

�x The respondents selected should have the necessary information at their 

disposal to be able to answer the questions. 

�x Questions that could embarrass respondents should be avoided. 

�x Questions that respondents will not answer honestly should be avoided. 

�x The questionnaire should be pretested for clarity of questions and ease of 

use, prior to being distributed to the respondents. 

�x The questions in a questionnaire should be tested to ensure that they are 

easy to understand, not leading questions; are unambiguous, and are not 

based on the assumptions of the developer. 
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�x The layout must be designed in such a way that it is easy for the respondent 

to read. 

 

3.6.3 Reliability  

 

According to Welman et al. (2011:145), reliability is concerned with the findings of 

research and relates to the credibility of the findings. In determining whether  findings 

are reliable, one needs to ensure that the evidence and conclusions stand up to the 

closest scrutiny. Creswell (2012:159) refers to reliability as, �³�������� �W�K�D�W�� �V�F�R�U�H�V�� �I�U�R�P�� �D�Q��

instrument are stable and consistent. Scores should be nearly the same when 

researchers administer the instrument multiple times at different times. Also, scores 

need to be consistent. When an individual answers certain questions one way, the 

individual should consistently answer the closely-related �T�X�H�V�W�L�R�Q���L�Q���W�K�H���V�D�P�H���Z�D�\�´����

Welman et al. (2011:145) agree with Creswell (2012) and state that the scores that 

are assigned to individuals should, therefore, be consistent, irrespective of the time of 

measurement, the test used and the person administering it. Welman et al. (2011:145) 

add that reliability, therefore, refers to the extent to which the obtained scores may be 

generalised to different measuring occasions, measurement/tests forms and 

measurement/test administrators. Ibid also submit that the Cronbach coefficient alpha 

is a known measure of the internal consistency of the measurement test.  

 

The table below as adapted from Creswell (2012:160) depicts the instruments used to 

�P�H�D�V�X�U�H���W�K�H���L�Q�V�W�U�X�P�H�Q�W�¶�V���U�H�O�L�D�E�L�O�L�W�\�� 
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TABLE 3.3�����,�Q�V�W�U�X�P�H�Q�W�V���W�R���P�H�D�V�X�U�H���W�K�H���L�Q�V�W�U�X�P�H�Q�W�¶�V���U�H�O�L�D�E�L�Oity: Adapted from Creswell 

(2012) 

Form of reliability  Number of times 
instrument 
administered  

Number of different 
versions of the 
instrument  

Number of 
individuals who 
provide information  

Test-retest reliability Twice at different time 
intervals 

One version of the 
instrument 

Each participant in the 
study completes the 
instrument twice 

Alternate forms of 
reliability 

Each instrument 
administered once 

Two different versions 
of the same concept or 
variable 

Each participant in the 
study completes each 
instrument 

Alternate forms and 
test-retest reliability 

Twice at different time 
intervals 

Two different versions 
of the same concept or 
variable 

Each participant in the 
study completes each 
instrument 

Inter-rater reliability Instrument 
administered once 

One version of the 
instrument 

More than one 
individual observes 
behaviour of the 
participant 

Internal consistency 
reliability 

Instrument 
administered once 

One version of the 
instrument 

Each participant in the 
study completes each 
instrument 

 

 

Welman and Kruger (2001:140) submit that in social research, a Cronbach�¶�V Alpha 

between 0.4 and 0.7 indicates medium internal consistency and reliability, whereas a 

Cronbach Alpha between 0.7 and 1.0 indicates high or good internal consistency and 

reliability. Rubin and Babbie (2011:199) concur that a reliability coefficient of 0.70 or 

�K�L�J�K�H�U���L�V���J�H�Q�H�U�D�O�O�\���F�R�Q�V�L�G�H�U�H�G���³�D�F�F�H�S�W�D�E�O�H�����L�Q���V�R�F�L�D�O���V�F�L�H�Q�F�H���U�H�V�H�D�U�F�K���F�L�U�F�X�P�V�W�D�Q�F�H�V�� 

   

3.6.4 Validity  

 

Reliability and validity are interrelated, they are the two fundamental elements in the 

evaluation of a measurement instrument. Instruments can be skills or attitude tests, 

clinical simulations or survey questionnaires. Instruments can measure concepts, 

psychomotor skills or affective values. Coolican (1992:35) argues that an effect or test 

is valid if it demonstrates or measures what the researcher thinks or claims it does. 
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Welman et al. (2011:142) concur and refer to validity as the extent to which the 

research findings accurately represent what is really happening in a situation.  

Creswell (2012:162) cautions that one should examine whether the scores from the 

instrument (not the instrument itself) are valid. The suggestion is that, one should:  

�x Identify an instrument to be used.  

�x Look for evidence of validity by examining previous studies.  

�x Identify the purpose for which the instrument was used. 

�x Examine if the instrument measures what it is intended to measure. 

 

TABLE 3.4: Different types of the concept of validity. Adapted from Leedy and Ormond 

(2010:92) 

Validity types  Definition  

Face validity It is the extent too which, on the surface, ans instrument looks like it is 

measuring a particular characteristic. It is often useful for ensuring the 

cooperation of people who are participating in the research study. 

Content validity It is the extent to which the measurement instrument is a representative 

sample of the content area (domain) being measured. A measurement 

instrument has high content validity if its items or questions reflect the 

various parts of content domain in appropriate prportions and if it requires 

the particular behaviours and skills that are central to that domain. 

Criterion validity It is the extent to which the results of an assessment instrument correlate 

with one another, presumably related measure (the latter measure is, in this 

case, the criterion). 

Construct validity It is the extent to which an instrument measures a characteristic that cannot 

�E�H���G�L�U�H�F�W�O�\���R�E�V�H�U�Y�H�G���E�X�W���L�V���P�H�D�V�X�U�H�G���W�R���H�[�L�V�W���E�D�V�H�G���R�Q���S�D�D�W�H�U�Q�V���L�Q���S�H�R�S�O�H�¶�V��

behaviours (such a characteristic is a construct). 

 

 

According to Givens (2008:9), Barnes, Christensen and Stillman (2013:1567) and 

Shams and Mostafa (2016:359), the questionnaire on transformational leadership by 
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Avolio and Bass (2004) and Lievens et al. (1997) has been widely used in 

transformational leadership studies and the researcher is comfortable with its reliability 

and validity. In addition, the questionnaire on talent retention by Sinha and Sinha 

(2012) has also been extensively used in talent management studies and the 

researcher is comfortable with its reliability and validity (Arun & Shekar, 2014:74). 

Creswell (2012:162) suggests that an examination of the instrument must be done to 

assess if the instrument measures what it is intended to measure. Regarding the face 

and content validity of the talent acquisition questionnaire, the researcher is 

comfortable that the instrument measured what it intended to measure because of the 

reliability of the results.  In conclusion, the reliability of the factors was assessed by 

means of Cronbach Alpha and all the individual items contributed significantly to the 

overall reliability of the instrument. 

 

3.6.5 Distribution of the questionnaire  

 

The Group HR Executive of the organisation under study granted permission to the 

researcher to conduct the study. The letter is attached as Appendix �³�$�´. 

 

The researcher used a convenience sampling method (which is a non-probability 

sampling technique) to electronically distribute the questionnaire to 2 500 engineers. 

Some of the engineers are permanently employed and others are on fixed-term 

employment.  The questionnaire was created using SurveyMonkey software. The 

completed questionnaires were 585 in total. Mc Daniel and Gates (cited by Martin, 

2007:83) explained that 21% is the current standard on surveys being returned 
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nowadays. The response rate for this particular study was 23% and the researcher is 

certain that the research questions were answered and the size of the data was 

adequate to perform the required statistical analysis. In support of  Mc Daniel and 

Gates (cited by Martin, 2007:83), Welman et al. (2011:70) posit that researchers must 

try to draw the largest possible sample, however, it is not necessary to draw a sample 

larger than 500 as it will have little effect in decreasing the standard error and margin 

error. Hence the researcher is comfortable that the sample size was adequate to 

perform statistical analysis. 

 

This software guaranteed anonymity and confidentiality of respondents because it 

assigned different numbering codes to respondents. Therefore, the researcher could 

not identify the respondents who completed the questionnaire but could only see their 

responses. The researcher explained to the respondents the purpose of the study and 

the process to be followed. The researcher also explained that completing the 

questionnaire was voluntary and therefore no one would be forced to complete it. In 

that way, consent was granted.  
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3.7 STATISTICAL ANALYSIS METHOD S 

 

Below is a discussion of the statistical methods used in the study. 

 

3.7.1 Descriptive and inferential statistics  

 

Welman et al. (2011:231) explain that descriptive statistics are concerned with the 

description and/or summary of the data obtained for a group of individual units on 

analysis. Leedy and Ormrod (2010:265) state that descriptive statistics describe the 

body of data. They describe three things that the researcher may want to know about 

the data, points of central tendency, the amount of variability and the extent to which 

different variables are associated with one another (Leedy & Ormrod, 2010:265).   

 

Anderson (2009:274-275) describes the process of descriptive analysis as the 

conversion of raw data into a form that makes it easier to understand and interpret. 

The researcher used descriptive statistics which involved the description and summary 

of data, while inferential statistics involved the inferences that were drawn from the 

results (Welman et al., 2011:242). Eventually, the results of the statistical investigation 

were represented graphically by means of charts and pie charts (Welman et al., 

2011:242). Van Hoek (2013:123) adds that descriptive statistics are usually valuable 

when they interpret biographical information such as age, years of service, position 

and gender. According to van Hoek (2013:123), both techniques summarise the 

overall trends in the data, to make them more manageable while trying to keep as 

many of the original elements intact as well as to provide an insight into the scores. 
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Creswell (2012:183) summarises the statistical procedures which can be used to 

provide detailed information below.  

 

 

FIGURE 3.2: Examples of statistical procedures: Descriptive statistics (2012:183). 

Adapted from Creswell (2012) 

 

According to Creswell (2012:195-197), results can be reported as follows: 

�x Tables that summarise the statistical information.  

�x Figures that indicate variables and their relationships. 

�x Bar charts representing tendencies and distribution of the data. 

�x Scatterplots showing the relationship between two different scores and how 

they fluctuate from the mean. 

�x Line graphs demonstrating the interaction between two variables. 

�x Charts depicting the difficult relationships between variables in correlation 

research design. 
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Fiigure 3.3 below depicts statistical procedure used in this study. 

 

FIGURE 3.3: Examples of statistical procedures: Inferential statistics (2012:183). 

Adapted from Creswell (2012) 

 

In interpreting the results, Leedy and Ormorod (2010:284-285) list the following 

considerations: 

�x Relating the findings to the original research problem and to the specific 

research questions and hypothesis. 

�x Relating the findings to pre-existing literature, concepts, theories and research 

studies. 

�x Determining whether the findings have practical significance as well as 

statistical significance. 
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�x Identifying limitations of the study.  

 

However, the Publication Manual of the American Psychological Association (2010) 

cited by Creswell (2012:196) argues that the following standards must be met when 

publishing the results:  

�x No duplication. 

�x The inclusion of important results only. 

�x The exclusion of visually disturbing detail. 

�x Readability and comprehensibility. 

�x Reliability. 

�x Careful planning and preparation. 

 

3.7.2 Factor Analysis  

 

�+�L�Q�W�R�Q���� �%�U�R�Z�Q�O�R�Z���� �0�F�0�X�U�U�D�\�� �D�Q�G�� �&�R�]�H�Q�V�� ���F�L�W�H�G�� �L�Q�� �.�¶�$�Numu, 2015:203-204) assert 

that, the factor analysis is useful in examining the correlations between variables in 

the data questionnaire to establish sets of underlying variables or factors that explain 

the variation in the original (questionnaire/measured) vari�D�E�O�H�V�����.�¶�$�N�Xmu (2015:204) 

submits that when correlations between the variables are high, it is possible to confuse 

some of the factors and/or that some variables may be redundant. Leedy and Ormord 

�����������������������F�R�Q�F�X�U���Z�L�W�K���.�¶�$�N�Xmu (2015) that  factor analysis is used to examine the 

correlation between a number of variables and to identify clusters of highly interrelated 
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variables that reflect underlying themes or factors within data. Accordingly, factor 

analysis allows a large number of the questionnaire variables to be reduced to more 

limited sets of important and useful factors (�.�¶�$�N�Xmu, 2015:204). Anderson 

(2009:303) submits that factor analysis involves assessing how strongly each variable 

is correlated with each of the other variables and identifying:  

�x Clusters of variables that all correlate fairly strongly with each other.  

�x The extent to which one or more variables accounts for all the variations in the 

data set. 

 

Garson (2008) lists the following purposes of factor analysis:  

�x Reducing a large number of variables to a smaller number of factors for 

modelling purposes. 

�x Establishing that multiple tests calculate the same factor, thereby giving 

justification for administering fewer tests. 

�x Validating a scale by representing that its component items load on the same 

factor and leave proposed scale items which cross-load on more than one 

factor. 

�x Deciding on a subset of variables from a larger set, based on original variables 

that have the highest correlations with the principal component factors. 

�x Recognising clusters of cases. 

�x Deciding on network groups by clustering sets of people together.  
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There are two types of factor analysis that have been identified to measure construct 

validity and they are, Exploratory Factor Analysis (EFA) and Confirmatory Factor 

Analysis (CFA). 

 

�x Exploratory Factor Analysis (EFA)  

According to Grafarend (2008:1), EFA can be used to uncover the underlying 

dimension of a large set of variables. It can reduce a large set of variables to a 

few underlying factors.  

 

�x Confirmatory Factor Analysis (CFA)  

Grafarend (2008:2) avows that CFA is a special form of factor analysis that can 

be used to assess the number of factors and the loadings of variables. In contrast 

to EFA where all loadings are free to vary, CFA allows for the explicit constraint 

of certain loadings to be zero. 

 

In this study, a Principal Factor Analysis was completed by making use of SSPS 

version 24 software. Garson (2008) asserts that this analysis seeks the least number 

of factors that can account for the common variance (correlation) of a set of variables, 

while the more common principal factor analysis searches for the set of factors that 

can explain all the common and unique variances in a set of variables. An oblique 

rotation was performed to determine whether the factors were allowed to correlate with 

each other. 
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3.7.3 Analysis of Variance (ANOVA)  

 

According to Leedy and Ormrod (2010:282), ANOVA is used to look for differences 

among three or more means by computing the variances (x2) both within and across 

groups. If an ANOVA yields a significant result (i.e. significant value of F), one should 

follow up by comparing various pairs of means using a post-hoc comparison of means 

(Leedy & Ormrod, 2010:282).  According to Field (2012:39), post-hoc tests consist of 

pairwise comparisons that are designed to compare all different combinations of 

groups. 

 

Field (2005:389) explains that the factorial ANOVA is used when one has two or more 

independent variables/factors. The following three factorial designs were identified:  

�x Independent factorial design: Several independent variables/predictors exist 

and each is measured using different participants (between groups).  

�x Related factorial design: Several independent variables/predictors exist and 

each is measured but the same participants are used in all conditions 

(repeated measures).  

�x Mixed design: Several independent variables (predictors) are measured 

(some are measured with different participants, while others use the same 

participants).  

 

According to Welman et al. (2011:237), a T-test determines whether an observed 

difference in the means of two groups is sufficiently large to be attributed to a change 
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in some variable or if it could have occurred by chance. The principle underlying T-test 

and ANOVA is the assumption that both groups represent samples from a normal 

distribution (Welman et al., 2011:237). 

 

3.7.4 Correspondence analysis  

 

According to Yelland (2010:1), Correspondence Analysis is a statistical technique that 

provides a graphical representation of cross tabulations (which are also known as 

cross tabs or contingency table). Cross tabulations arise whenever it is possible to 

place events into two or more different sets of categories, such as product and location 

for purchases in market research or symptom and treatment in medical testing 

(Yelland, 2010:1). Van Hoek (2013:130) adds that a correspondence analysis is an 

exploratory data analytical technique, designed to analyse two-way and multiway 

tables with a number of measures of correspondence between the rows and columns. 

It is used to identify systematic relations between variables when there are no (or 

rather incomplete) expectations about the nature of those relations (van Hoek, 

2013:130). Correspondence Analysis has several features that differentiate it from 

other techniques of data analysis. An important trait of Correspondence Analysis is 

the multivariate treatment of the data through concurrent consideration of multiple 

categorical variables (van Hoek, 2013:130).  
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3.7.5 Forced ranking  

 

In all the questionnaires used for this study, forced ranking was used in order to afford 

the respondents the opportunity to rank all the three different constructs 

(transformational leadership, talent acquisition and retention). The Likert Scale was 

used to compel respondents to choose only the one option they agreed with from four 

options. These options were from strongly disagree (represented by 1) to strongly 

agree (represented by 4). Forced ranking, therefore, required the respondents to make 

a final decision and determine if they strongly disagree or disagree or agree or strongly 

agree. The researcher could not use a 5-point Likert Scale because it gives 

�S�D�U�W�L�F�L�S�D�Q�W�V���D���³�Q�H�X�W�U�D�O�´���R�S�W�L�R�Q���Z�K�L�F�K���F�R�X�O�G���F�R�Q�I�O�D�W�H���W�K�H���U�H�V�X�O�W�V����Lozano, García-Cueto, 

and Muñiz (2008:73) argue that the clearest conclusion from previous studies on which 

Likert scales (3-point, 4-point, 5-point Likert scales and etc.) to use is that the minimum 

number of categories for ensuring an appropriate level of reliability is four.  

 

According to Welman, Kruger and Mitchell (2011:156), the Likert Scale is the most 

popular type of scale in the social sciences. Its popularity stems from the fact that it is 

easier to compile compared to any other attitude scales like Huttman and Thurstone 

(Welman et al. (2011:156). 

 

3.7.6 Regression analysis  

 

According to Leedy and Ormrod (2010:282), Regression Analysis is used to examine 

how effectively one or more variables allows the researcher to predict the value of 
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another (dependent) variable. It is argued that a simple linear regression generates an 

equation in which a single independent variable yields a prediction for the dependent 

variable. However, a multiple linear regression yielded an equation in which two or 

more independent variables were used to predict the dependent variables.  

 

In order to determine the degree to which different constructs influence each other, 

multiple regression was used. The Multiple Regression Analysis with transformational 

leadership variables as predictors and talent acquisition and retention as the 

dependent variables was used. Multiple Regression Analysis with talent acquisition 

variables as predictors and talent retention as a dependent variable were also used. 

The results of the Multiple Regression Analyses are reported in chapter four. 

 

3.8 Research and design method ology for validating the envisaged 

framework  

 

To achieve the objective of this research, which is to develop a validated framework 

for transformational leadership, talent acquisition and retention of engineers in an 

energy provider in South Africa, it was important to get data from the subject matter 

experts (academics) so that the framework can be validated. �/�D�Z�V�K�H�¶�V���W�H�F�K�Q�L�T�X�H���L�V��

essentially a method that is used to gauge agreement among panellists regarding how 

essential a particular item is. Following the proposed methodology by Lawshe, panel 

judges were asked to rate ten �V�W�D�W�H�P�H�Q�W�V���R�U���L�W�H�P�V���E�\���F�K�R�R�V�L�Q�J���H�L�W�K�H�U���³�Y�H�U�\���V�W�U�R�Q�J� ,́ 

�³�P�R�G�H�U�D�W�H�´���R�U���³�Q�R�W���D�W���D�O�O�´�����/�D�Z�V�K�H���������������������������,�Q���W�K�L�V���V�W�X�G�\�����³�H�V�V�H�Q�W�L�D�O�´���Z�D�V���U�H�S�O�D�F�H�G��
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�E�\�� �³�Y�H�U�\�� �V�W�U�R�Q�J�´���� �³�X�V�H�I�X�O�� �E�X�W�� �Q�R�W�� �H�V�V�H�Q�W�L�D�O�´�� �Z�D�V�� �U�H�S�O�D�F�H�G�� �E�\�� �³�P�R�G�H�U�D�W�H�´���� �D�Q�G��

�³�X�Q�Q�H�F�H�V�V�D�U�\�´�� �Z�D�V�� �U�H�S�O�D�F�H�G�� �E�\�� �³�Q�R�W�� �D�W�� �D�O�O�´���� �$�F�F�R�U�G�L�Q�J�� �W�R�� �/�D�Z�V�K�H�� ���������������� �W�K�H�� �P�R�U�H��

panellists (beyond 50%) wh�R���S�H�U�F�H�L�Y�H�G���W�K�H���L�W�H�P���D�V���³�H�V�V�H�Q�W�L�D�O�´�����W�K�H���J�U�H�D�W�H�U���W�K�H���H�[�W�H�Q�W��

of the degree of its content validity.    

 

3.8.1 Data gathering  

 

A questionnaire was developed using  SurveyMonkey software. It was electronically 

sent to the panelists which guided and allowed them to clearly indicate their 

judgements on the strength of the inclusion of different items in the framework. 

Panelists were provided with a draft framework and brief information on the principles 

underlying the framework. They were instructed to consider the listed components of 

the proposed framework and select only one of the three different options which, in 

their opinion, best represented their own judgements regarding each of the respective 

components. Please refer to Appendix �³D�´�� �W�R�� �V�H�H�� �W�K�H�� �T�X�H�V�W�L�R�Q�Q�D�L�U�H�� �Xsed by the 

panellists. 

 

3.8.2 Population and sampling  

 

�$�V�� �/�D�Z�V�K�H�¶�V�� �W�H�F�K�Q�L�T�X�H�� �U�H�T�X�L�U�H�V�� �W�K�D�W�� �S�D�Q�H�O�L�V�Ws have a sound expertise in a specific 

field, the sample comprised of 18) respondents (academics) who are deemed to be 

experts in the fields of leadership and human resource management. These 
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participants formed the evaluation panel for the researcher to obtain the required data 

in order to draw conclusions. 

 

3.8.3 Questionnaire distribution  

 

The framework (Figure 4.51) which was part of the questionnaire was electronically 

sent to the evaluation panel (N=18). The questionnaire was structured and the 

participants were instructed to evaluate the framework by selecting one of the three 

options for each statement or item that best described their judgement. As mentioned 

earlier, the researcher used a 3-point Likert Scale; (1=Very important; 2=Moderate; 

and 3=Not at all) to ascertain responses. The questionnaire is attached as Appendix 

�³�'�´�� 

 

3.9 CONCLUSION  

 

The researcher in this chapter and for the purpose of this study explained the research 

method, type of research, population, sample, measurement scales, statistical 

analysis, ANOVA, factor analysis, correspondence analysis and regression analysis. 

Furthermore, the researcher explained the research methodology used to validate the 

envisaged framework. The statistical analysis of the findings is discussed in the next 

chapter. 
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CHAPTER 4  

STATISTICAL ANALYSIS  

4.1 INTRODUCTION 

 

The results from the 585 questionnaires obtained from the respondents are analysed 

�L�Q�� �W�K�L�V�� �F�K�D�S�W�H�U���� �7�K�H�� �S�X�U�S�R�V�H�� �R�I�� �W�K�H�� �T�X�H�V�W�L�R�Q�Q�D�L�U�H�� �Z�D�V�� �W�R�� �P�H�D�V�X�U�H�� �U�H�V�S�R�Q�G�H�Q�W�V�¶��

perceptions of transformational leadership, talent acquisition and retention of their 

current employer.  

 

The first segment of this chapter will focus on the demographic report of the sample, 

�L�Q�G�L�F�D�W�L�Q�J���W�K�H���U�H�V�S�R�Q�G�H�Q�W�V�¶���G�H�P�R�J�U�D�S�K�L�F��profile. The second section will focus on the 

frequency analysis per item. This will be followed by the factorial analysis of the 

questionnaire and the reliability of the factors identified. 

 

The significance of differences between the different demographic groups will be 

analysed by means of ANOVAs. A regression analysis will investigate the predictive 

relationship between the variables. 
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4.2 DEMOGRAPHIC PROFILE OF THE SAMPLE  

 

The descriptive information on the demographics of the respondents will be discussed 

in this section. The biographical information consists of factors such as employment 

status, gender, age, engineering field, length of service, education and designation. 

 

Employment status distribution 

 

The employment status distribution in Figure 4.1 below indicates that 98.3% (575 of 

the 585) completed this section of the questionnaire. The minority (0.3%) of the 

employees who completed the questionnaire are on fixed-term contracts and majority 

that completed the questionnaire are on permanent contracts (99.7%). 

 

FIGURE 4.1: Employment status distribution of the sample (n=575) 

 

 

 

99.7%

0.3%
Employment status

Permanent Contract
Fixed-term contract
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Gender distribution 

 

The gender distribution in Figure 4.2 below indicates that 99.7% (583 of the 585 

respondents) completed this section of the questionnaire and the rest did not. It also 

shows that less females (31.2%) than males (68.8%) completed the questionnaire.  

 

 

FIGURE 4.2: Gender distribution of the sample (n=583) 

 

Age distribution 

 

In terms of the age distribution (Figure 4.3 below), 99.5% (582 of the 585 participants) 

completed this part of the questionnaire and the rest refrained. The results also 

indicate that 45.7% of the respondents who completed the questionnaire are between 

the ages of 31 and 40 years, 22.3% are between the ages of 18 and 30 years, 21.8% 

are between 41 and 50 years and 10.1% are 51 years and more.  

31,2%

68,8%

Gender

Female
Male



143 
 

 

 

FIGURE 4.3: Age distribution of the sample (n=582) 

 

Engineering field distribution 

 

In terms of the engineering field distribution (Figure 4.4 below), 93.8% (549 of the 585 

respondents) completed this part of the questionnaire and the rest abstained. The 

results demonstrate that 0.2% of employees who completed the questionnaire are 

geologists, 4.9% are civil and structural engineers, 58.5% are electrical engineers, 

24.6% are mechanical engineers, 10.0% are chemical engineers, 0.5% are 

�G�U�D�X�J�K�W�V�P�D�Q�����D�Q�G�������������D�U�H���T�X�D�Q�W�L�W�\���V�X�U�Y�H�\�R�U�V�����1�R���H�P�S�O�R�\�H�H�V���K�D�Y�H���O�H�V�V���W�K�D�Q���D���\�H�D�U�V�¶��

service. 

 

 

 

22,3%

45,7%

21,8%

10,1

Age

18 - 30
31 - 40
41 - 50
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FIGURE 4.4: Engineering field distribution of the sample (n=549) 

 

Length of service distribution 

 

In Figure 4.5 below, 98.6% (577 of the 585 respondents) completed the question and 

the rest did not. The results indicate that none of the employees who completed the 

questionnaire has less than one year of service. However, 26.2% fall between 1 and 

5 years of tenure, 36.0% fall between 6 and 10 years, 25.3% fall between 11 and 20 

years, 8.3% fall between 21 and 30 years, and 4.2% are 51 years and over.  

 

4.9%

58.5%

24.6%

10.0%

0.5%
1.3%

0.2% Engineering Field

Civil & Structural
Electrical
Mechanical
Chemical
Draughting
Quantity Surveying
Geologists
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FIGURE 4.5: Length of service distribution of the sample (n=577) 

 

Highest educational qualification distribution 

 

In terms of the highest educational qualification distribution (Figure 4.6 below), 99.5% 

(582 of the 585 respondents) completed this question and others refrained. The results 

revealed that 0.3% completed N6 Diploma and National Diploma, 20.3%  completed 

Bachelor Degree, 51.2% completed Bachelor Degree (Hons) / BTech, 26.4% 

completed Masters Degree, and 1.4% completed Doctrate Degree.   

 

0.0%

26.2%

36.0%

25.3%

8.3%

4.2%

Length of service in Eskom

Less than 1 year

1 �±5 years

6 -10 years

11 -20 years

21-30 years



146 
 

 

FIGURE 4.6: Highest educational qualification distribution of the sample (n=582) 

 

Designation distribution 

 

In terms of the designation distribution (Figure 4.7 below), 93.5% (547 of the 585 

respondents) completed this part of the questionnaire. The results reveal that 5.9% 

are senior managers, 23.9% are middle managers,  8.4%  are chief engineers,  19.7%  

are senior engineers, and 42% are engineers.   

0.3% 0.3

20.3%

51.2%

26.4%

1.4%

Highest Educational Qualification

N6 Diploma

National Diploma

Bachelor Degree

Bachelor Degree (Hons)/ B
Tech
Masters Degree/ M Tech

Doctorate Degree/ D Tech
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FIGURE 4.7: Designation distribution of the sample (n=547) 

 

4.3 FREQUENCY ANALYSIS  PER ITEM  

 

The frequency of each item in the questionnaire will be reported and discussed below. 

Questions 1 to 7 were assigned to demographic information of the questionnaire. 

Hence the frequency analysis per response will start from question/item 8. 

 

Question 8: �³�7�K�H���L�P�P�H�G�L�D�W�H���V�X�S�H�U�Y�L�V�R�U���W�D�O�N�V���D�E�R�X�W���E�H�O�L�H�I�V���,���F�R�Q�V�L�G�H�U���L�P�S�R�U�W�D�Q�W�´�� 

In Table 4.1 below, it is clear that the majority of the respondents answered negatively 

to the statement, with 62.3% disagreeing and 33.6% strongly disagreeing. It is, 

therefore important that supervisors consider embracing the beliefs of their 

subordinates so that they feel as an important part of the organisation. Only a few of 

the respondents answered positively, with 3.8% agreeing and 0.4% strongly agreeing.   

 

5.9%

23.9%

8.4%

19.7%

42%

Designation

Snr Manager
Middle Manager
Chief Engineer
Snr Engineer
Engineer
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TABLE 4.1: Frequency distribution for questi�R�Q�� ������ �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U�� �Walks 

�D�E�R�X�W���W�K�H���E�H�O�L�H�I�V���,���F�R�Q�V�L�G�H�U���L�P�S�R�U�W�D�Q�W�´�� 

My immediate supervisor talks about the beliefs I consider important. (n=551)  

 Frequency % Valid % 
Cumulative 

% 

Valid 

Strongly disagree 185.00 31.62 33.58 33.58 

Disagree 343.00 58.63 62.25 95.83 

Agree 21.00 3.59 3.81 99.64 

Strongly agree 2.00 0.34 0.36 100.00 

Total 551.00 94.19 100.00  

Missing System 34.00 5.81   

Total 585.00 100.00   

 

 

�4�X�H�V�W�L�R�Q���������³My immediate supervisor seeks various perspectives when solving 

�S�U�R�E�O�H�P�V�´. In Table 4.2 below, the majority, (20.5% strongly disagreed and 74.8% 

disagreed). Most of the participants were negative about the statement. Respondents 

predominantly believed that supervisors do not instil a positive attitude when solving 

problems. This may have dire consequences for workers if attention is not paid to it.   

  

TABLE 4.2���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� ������ �³�0y immediate supervisor seeks 

�Y�D�U�L�R�X�V���S�H�U�V�S�H�F�W�L�Y�H�V���Z�K�H�Q���V�R�O�Y�L�Q�J���S�U�R�E�O�H�P�V�´�� 

My immediate supervisor seeks various perspectives when solving problems. (n=552)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 113 19.3 20.5 20.5 
Disagree 413 70.6 74.8 95.3 
Agree 24 4.1 4.3 99.6 
Strongly agree 2 .3 .4 100.0 
Total 552 94.4 100.0   

Missing System 33 5.6     
Total 585 100.0     
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�4�X�H�V�W�L�R�Q�����������³My immediate supervisor talks optimistically about the future � .́ In 

Table 4.3 below, the majority of the respondents answered negatively towards the 

statement, with 33.2% and 63.6% strongly disagreeing and disagreeing respectively. 

It is critical that supervisors address this part to instil motivation in their subordinates. 

  

TABLE 4.3���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U�� �W�D�O�N�V��

�R�S�W�L�P�L�V�W�L�F�D�O�O�\���D�E�R�X�W���W�K�H���I�X�W�X�U�H�´�� 

My immediate supervisor talks optimistically about the future. (n=546)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 181 30.9 33.2 33.2 
Disagree 347 59.3 63.6 96.7 
Agree 14 2.4 2.6 99.3 
Strongly agree 4 .7 .7 100.0 
Total 546 93.3 100.0   

Missing System 39 6.7     
Total 585 100.0     

 

 

Question 11: �³My immediate supervisor talks enthusiastically about what needs 

to be accomplished �´����In Table 4.4 below, one can conclude that the majority (25.6% 

strongly disagreed and 70.4% disagreed) of the respondents were not satisfied with 

the issue. This may in future prove dire for the organisation if this is not attended to 

because engineers should be motivated to accomplish their tasks.  
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TABLE 4.4���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U�� �W�D�O�N�V��

�H�Q�W�K�X�V�L�D�V�W�L�F�D�O�O�\���D�E�R�X�W���Z�K�D�W���Q�H�H�G�V���W�R���E�H���D�F�F�R�P�S�O�L�V�K�H�G�´�� 

My immediate supervisor talks enthusiastically about what needs to be accomplished. (9n=550)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 141 24.1 25.6 25.6 
Disagree 387 66.2 70.4 96.0 
Agree 18 3.1 3.3 99.3 
Strongly agree 4 .7 .7 100.0 
Total 550 94.0 100.0   

Missing System 35 6.0     
Total 585 100.0     

 

 

Question 12: �³My immediate supervisor �V�S�H�Q�G�V���W�L�P�H���F�R�D�F�K�L�Q�J���P�H�´����In Table 4.5 

below, 62.3% of the respondents strongly disagreed with the statement and 3.3% 

disagreed. In essence, the majority of the participants were negative about the 

statement. In other words, only 34.5% of the participants felt that their supervisors 

coach them.  

 

TABLE 4.5�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\��immediate supervisor spends 

�W�L�P�H���F�R�D�F�K�L�Q�J���P�H�´�� 

My immediate supervisor spends time coaching me. (n=551)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 343 58.6 62.3 62.3 
Disagree 18 3.1 3.3 65.5 
Agree 188 32.1 34.1 99.6 
Strongly agree 2 .3 .4 100.0 
Total 551 94.2 100.0   

Missing System 34 5.8     
Total 585 100.0     
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Question 13: �³My immediate supervisor goes beyond self -interest for the good 

�R�I�� �W�K�H�� �J�U�R�X�S�´. In Table 4.6 below, the majority of the respondents answered the 

statement positively. In essence, 70.3% and 0.4% of the respondents agreed and 

strongly agreed with the statement respectively. There may be a need to work on the 

minority (29.3%) of the respondents who responded negatively towards the statement.  

 

TABLE 4.6���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U�� �J�R�H�V��

beyond self-�L�Q�W�H�U�H�V�W���I�R�U���W�K�H���J�R�R�G���R�I���W�K�H���J�U�R�X�S�´�� 

My immediate supervisor goes beyond self -interest for  the good of the group. (n=537)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 194 33.2 36.1 36.1 
Disagree 12 2.1 2.2 38.4 
Agree 329 56.2 61.3 99.6 
Strongly agree 2 .3 .4 100.0 
Total 537 91.8 100.0   

Missing System 48 8.2     
Total 585 100.0     

 

 

Question 14: �³My immediate supervisor treats others as individuals rather than 

just members of the group � .́ In Table 4.7 below, the majority (70.3% agreed and 0.4 

strongly agreed) of the respondents answered the statement positively. This may 

suggest that the majority of the respondents are satisfied that supervisors pay 

attention to their individual needs.  
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TABLE 4.7�������)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\���L�P�P�H�G�L�D�W�H���V�X�S�H�U�Y�L�V�R�U���W�U�H�D�W�V��

others as �L�Q�G�L�Y�L�G�X�D�O�V���U�D�W�K�H�U���W�K�D�Q���M�X�V�W���P�H�P�E�H�U�V���R�I���W�K�H���J�U�R�X�S�´�� 

My immediate supervisor treats others as individuals rather than just as a member of a group. 
(n=539) 

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 151 25.8 28.0 28.0 
Disagree 7 1.2 1.3 29.3 
Agree 379 64.8 70.3 99.6 
Strongly agree 2 .3 .4 100.0 
Total 539 92.1 100.0   

Missing System 46 7.9     
Total 585 100.0     

 

 

Question 15: �³My immediate supervisor conveys a sense of power and 

confidence � .́ In Table 4.8 below, the majority of the respondents answered positively 

to the statement. In essence, 71.5% and 0.9% of the respondents agreed and strongly 

agreed with the statement respectively. The item is classified under item 1 

(supervisory stimulation and vision). This may suggest that the majority of the 

respondents are satisfied with �W�K�H�L�U���V�X�S�H�U�Y�L�V�R�U�V�¶���V�W�L�P�X�O�D�W�Lon habits which in turn instil 

confidence in them. 

 

TABLE 4.8�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\���L�P�P�H�G�L�D�W�H���V�X�S�H�U�Y�L�V�R�U���F�R�Q�Y�H�\�V��

�D���V�H�Q�V�H���R�I���S�R�Z�H�U���D�Q�G���F�R�Q�I�L�G�H�Q�F�H�´�� 

My immediate supervisor conveys a sense of power and confid ence. (n=529)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 139 23.8 26.3 26.3 
Disagree 7 1.2 1.3 27.6 
Agree 378 64.6 71.5 99.1 
Strongly agree 5 .9 .9 100.0 
Total 529 90.4 100.0   

Missing System 56 9.6     
Total 585 100.0     
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�4�X�H�V�W�L�R�Q�� �������� �³My immediate supervisor articulates a compelling vision of the 

future � .́ In Table 4.9 below, the majority (52.4% agreed and 0.9% strongly agreed) of 

the respondents answered the statement positively. This suggests that supervisors 

have inculcated the future and vision of the organisation. The response are very clear 

of where the organisation is heading. However, the organisation needs to be careful 

because 47.4% of the respondents answered negatively to the statement. 

 

TABLE 4.9���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U��

articulates a compelling visi�R�Q���R�I���W�K�H���I�X�W�X�U�H�´�� 

My immediate supervisor articulates a compelling vision of the future. (n=527)  

 Frequency % Valid % 
Cumulative 

% 

Valid 

Strongly disagree 236 40.3 44.8 44.8 
Disagree 14 2.4 2.7 47.4 
Agree 276 47.2 52.4 99.8 
Strongly agree 1 .2 .2 100.0 
Total 527 90.1 100.0   

Missing System 58 9.9     
Total 585 100.0     

 

 

Question 17: �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U�� �F�R�Q�V�L�G�H�U�V�� �D�Q�� �L�Q�G�L�Y�L�G�X�D�O�� �D�V�� �K�D�Y�L�Q�J��

different need s���� �D�E�L�O�L�W�L�H�V���D�Q�G���D�V�S�L�U�D�W�L�R�Q�V���I�U�R�P���R�W�K�H�U�V�´. In the Table 4.10 below, 

the majority of the respondents answered the statement positively. In essence, 72.4% 

the respondents are satisfied with the statement. The item is classified under item 2 

(consideration). This may suggest that the majority of respondents felt that supervisors 

do pay individual attention to their subordinates.  
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TABLE 4.10: Frequency distribution �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U��

�F�R�Q�V�L�G�H�U�V���D�Q���L�Q�G�L�Y�L�G�X�D�O���D�V���K�D�Y�L�Q�J���G�L�I�I�H�U�H�Q�W���Q�H�H�G�����D�E�L�O�L�W�L�H�V���D�Q�G���D�V�S�L�U�D�W�L�R�Q�V���R�I���R�W�K�H�U�V�´�� 

My immediate supervisor considers an individual as having different needs, abilities and 
aspirations from others. (n=526)  

 Frequency % Valid % 
Cumulative 

% 

Valid 

Strongly disagree 136 23.2 25.9 25.9 
Disagree 9 1.5 1.7 27.6 
Agree 380 65.0 72.2 99.8 
Strongly agree 1 .2 .2 100.0 
Total 526 89.9 100.0   

Missing System 59 10.1     
Total 585 100.0     

 

 

Question 18: �³�0�\��immediate supervisor gets others to look at problems from 

�G�L�I�I�H�U�H�Q�W�� �D�Q�J�O�H�V�´. In Table 4.11 below, the majority of the respondents answered 

positively to the statement. In essence, 64% and 0.4% of the respondents agreed and 

strongly agreed with the statement respectively. This may suggest that respondents 

are satisfied with the autonomy they have to solve work problems. This may also 

suggest that engineers in the organisation are free to experiment a number of solutions 

to work challenges.  

 

TABLE 4.11���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q���������� �³�0�\�� �L�P�P�H�G�L�D�W�H���V�X�S�H�U�Y�L�V�R�U���J�H�W�V��

�R�W�K�H�U�V���W�R���O�R�R�N���D�W���S�U�R�E�O�H�P�V���I�U�R�P���G�L�I�I�H�U�H�Q�W���D�Q�J�O�H�V�´�� 

My immediate supervisor gets others to look at problems from many different angles. (n=5 17) 

 Frequency % Valid % 
Cumulative 

% 

Valid 

Strongly disagree 176 30.1 34.0 34.0 
Disagree 8 1.4 1.5 35.6 
Agree 331 56.6 64.0 99.6 
Strongly agree 2 .3 .4 100.0 
Total 517 88.4 100.0   

Missing System 68 11.6     
Total 585 100.0     
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Question 19: �³�0�\���L�P�P�H�G�L�D�W�H���V�X�S�H�U�Y�L�V�R�U���K�H�O�S�V���P�H���G�H�Y�H�O�R�S���P�\���V�W�U�H�Q�J�W�K�V�´. In Table 

4.12 below, the majority of the respondents answered the statement positively. In 

essence, 58.3% and 0.4% of the respondents agreed and strongly agreed with the 

statement respectively. This may suggest that engineers in the organisation feel 

stimulated by their supervisors and therefore, �D�U�H���I�R�F�X�V�H�G���W�R�Z�D�U�G�V���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V��

vision. However, the organisation must address the minority (41.3%) because this 

number is high and cannot be ignored.  

 

TABLE 4.12�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\���L�P�P�H�G�L�D�W�H���V�X�S�H�U�Y�L�V�R�U���K�H�O�S�V��

�P�H���G�H�Y�H�O�R�S���P�\���V�W�U�H�Q�J�W�K�V�´�� 

My immediate supervisor helps me develop my strengths. (n=518)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 205 35.0 39.6 39.6 
Disagree 9 1.5 1.7 41.3 
Agree 302 51.6 58.3 99.6 
Strongly agree 2 .3 .4 100.0 
Total 518 88.5 100.0   

Missing System 67 11.5     
Total 585 100.0     

 

 

Question 20: �³My immediate supervisor suggests new ways of  looking at how to 

complete assignments � .́ In Table 4.13 below, the majority of the respondents 

answered positively to the statement. In principle, 60.2% and 0.4% of the respondents 

agreed and strongly agreed with the statement respectively. This may suggest that 

supervisors are able to stretch the thinking ability of their subordinates and thereby the 

latter get stimulated by such actions. However, the minority (41.3%) must be attended 

to because the number is high that if it is ignored it can be disruptive.  
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TABLE 4.13���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U��

suggests new ways of looking at how to �F�R�P�S�O�H�W�H���D�V�V�L�J�Q�P�H�Q�W�V�´�� 

My immediate supervisor suggests new ways of looking at how to complete assignments. 
(n=512) 

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 188 32.1 36.7 36.7 
Disagree 14 2.4 2.7 39.5 
Agree 308 52.6 60.2 99.6 
Strongly agree 2 .3 .4 100.0 
Total 512 87.5 100.0   

Missing System 73 12.5     
Total 585 100.0     

 

 

Question 21: �³My immediate supervisor expresses confidence that goals will be 

achieved � .́ In Table 4.14 below, the majority (74.8% agreed and 0.6% strongly 

disagreed) of the respondents are satisfied that their supervisors express confidence 

that goals will be achieved.  

 

TABLE 4.14���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �L�P�Pediate supervisor 

�H�[�S�U�H�V�V�H�V���F�R�Q�I�L�G�H�Q�F�H���W�K�D�W���J�R�D�O�V���Z�L�O�O���E�H���D�F�K�L�H�Y�H�G�´�� 

My immediate supervisor expresses confidence that goals will be achieved. (n=512)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 119 20.3 23.2 23.2 
Disagree 7 1.2 1.4 24.6 
Agree 383 65.5 74.8 99.4 
Strongly agree 3 .5 .6 100.0 
Total 512 87.5 100.0   

Missing System 73 12.5     
Total 585 100.0     
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Question 22: �³My immediate supervisor expresses satisfaction when others meet 

expectations � .́ In Table 4.15 below, the majority of respondents answered positively 

to the statement. In essence, 80.5% and 0.8% of the respondents agreed and strongly 

agreed with the statement respectively. One can conclude that supervisors in this 

organisation go an extra mile to cherish the good work from subordinates and by doing 

so their self-confidence is boosted. Acknowledgement and recognition from 

supervisors make subordinates strive for more achievement.  

 

TABLE 4.15: Frequency distribution for �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U��

�H�[�S�U�H�V�V�H�V���V�D�W�L�V�I�D�F�W�L�R�Q���Z�K�H�Q���R�W�K�H�U�V���P�H�H�W���H�[�S�H�F�W�D�W�L�R�Q�V�´�� 

My immediate supervisor expresses satisfaction when others meet expectations. (n=512)  

 Frequency % Valid % 
Cumulative 

% 

Valid 

Strongly disagree 90 15.4 17.6 17.6 
Disagree 6 1.0 1.2 18.8 
Agree 412 70.4 80.5 99.2 
Strongly agree 4 .7 .8 100.0 
Total 512 87.5 100.0   

Missing System 73 12.5     
Total 585 100.0     

 

 

Question 23: �³My immediate supervisor is a symbol of success � .́ In Table 4.16 

below, the majority of the respondents answered positively towards the statement. Put 

differently, 56.9% and 0.6% of the respondents agreed and strongly disagreed with 

the statement respectively. One can conclude that employees in this organisation see 

their supervisors as role models. However, the group that is a minority with a score of 

42.5% answered negatively and cannot be ignored. The organisation should address 

the perceptions of these people.  
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TABLE 4.16���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U�� �L�V�� �D��

�V�\�P�E�R�O���R�I���V�X�F�F�H�V�V�´�� 

My immediate supervisor is a symbol of success. (n=522)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 212 36.2 40.6 40.6 
Disagree 10 1.7 1.9 42.5 
Agree 297 50.8 56.9 99.4 
Strongly agree 3 .5 .6 100.0 
Total 522 89.2 100.0   

Missing System 63 10.8     
Total 585 100.0     

 

 

Question 24: �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U�� �L�Q�W�U�R�G�X�F�H�V�� �Q�H�Z�� �S�U�R�M�H�F�W�V�´. In the Table 

4.17 below, the majority of the participants responded positively to the statement. A 

total of 59.9% and 0.6% of the respondents agreed and strongly agreed to the 

statement respectively. In other words, they are satisfied with their supervisors 

introducing new projects. One can conclude that when new projects are introduced 

they stimulate employees.  

 

TABLE 4.17���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U��

�L�Q�W�U�R�G�X�F�H�V���Q�H�Z���S�U�R�M�H�F�W�V�´�� 

My immediate supervisor introduce s new projects. (n=521)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 197 33.7 37.8 37.8 
Disagree 9 1.5 1.7 39.5 
Agree 312 53.3 59.9 99.4 
Strongly agree 3 .5 .6 100.0 
Total 521 89.1 100.0   

Missing System 64 10.9     
Total 585 100.0     
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Question 25: �³My immediate supervisor listens to my concerns � .́ In Table 4.18 

below, the majority of respondents answered this statement positively. A total of 72.3% 

and 0.4% of the respondents agreed and strongly agreed with the statement. One can 

conclude that they are satisfied that supervisors pay attention to their concerns. 

 

TABLE 4.18�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\���L�P�P�H�G�L�D�W�H���V�X�S�H�U�Y�L�V�R�U���O�L�V�W�H�Q�V��

�W�R���P�\���F�R�Q�F�H�U�Q�V�´�� 

My immediate supervisor listens to my concerns. (n=520)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 134 22.9 25.8 25.8 
Disagree 8 1.4 1.5 27.3 
Agree 376 64.3 72.3 99.6 
Strongly agree 2 .3 .4 100.0 
Total 520 88.9 100.0   

Missing System 65 11.1     
Total 585 100.0     

 

 

�4�X�H�V�W�L�R�Q�� �������� �³My immediate supervisor re -examines critical assumptions to 

question whether they are appropriate � .́ In Table 4.19 below, the majority of the 

respondents answered positively to the statement. Unquestionably, 63.6% and 0.4% 

of the participants agreed and strongly agreed with the statement correspondingly.  
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TABLE 4.19: Frequency �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U�� �U�H-

�H�[�D�P�L�Q�H�V���F�U�L�W�L�F�D�O���D�V�V�X�P�S�W�L�R�Q�V���W�R���T�X�H�V�W�L�R�Q���Z�K�H�W�K�H�U���W�K�H�\���D�U�H���D�S�S�U�R�S�U�L�D�W�H�´�� 

My immediate supervisor re -examines critical assumptions to question whether they are 
appropriate. (n=503)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 171 29.2 34.0 34.0 
Disagree 10 1.7 2.0 36.0 
Agree 320 54.7 63.6 99.6 
Strongly agree 2 .3 .4 100.0 
Total 503 86.0 100.0   

Missing System 82 14.0     
Total 585 100.0     

 

 

�4�X�H�V�W�L�R�Q�� �������� �³My immediate supervisor talks about his/her most important 

beliefs and values � .́ In Table 4.20 below, the majority (57.8% agreed and 0.6% 

strongly agreed) of the respondents are satisfied with the statement. One can 

conclude that the important beliefs and values of the supervisors resonate with the 

core values of the organisations and therefore their beliefs and values inspire the 

subordinates towards the vision of the organisation. Nonetheless, the minority (41.6%) 

of respondents who answered negatively to the statement cannot be ignored because 

this is sufficient to cause a disruption to the organisation. 
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TABLE 4.20: Frequency �G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\���L�P�P�H�G�L�D�W�H���V�X�S�H�U�Y�L�V�R�U���W�D�O�N�V��

�D�E�R�X�W���K�L�V���K�H�U���P�R�V�W���L�P�S�R�U�W�D�Q�W���E�H�O�L�H�I�V���D�Q�G���Y�D�O�X�H�V�´�� 

My immediate supervisor talks about his/her most important beliefs and values. (n=507)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 200 34.2 39.4 39.4 
Disagree 11 1.9 2.2 41.6 
Agree 293 50.1 57.8 99.4 
Strongly agree 3 .5 .6 100.0 
Total 507 86.7 100.0   

Missing System 78 13.3     
Total 585 100.0     

 

 

Question 28: �³My immediate supervisor considers the moral and ethical 

(Behaviours) consequences of decisions � .́ In Table 4.21 below, the majority 

(79.8% agreed and 0.4% strongly agreed) of the participants answered the statement 

positively. Overall they are satisfied with this aspect.  

 

TABLE 4.21���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �L�P�P�H�G�L�D�W�H�� �V�X�S�H�U�Y�L�V�R�U��

considers the moral and ethical (b�H�K�D�Y�L�R�X�U�V�����F�R�Q�V�H�T�X�H�Q�F�H�V���R�I���G�H�F�L�V�L�R�Q�V�´�� 

My immediate supervisor considers the moral and ethical (b ehaviours) consequences of 
decisions. (n=505)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 95 16.2 18.8 18.8 
Disagree 5 .9 1.0 19.8 
Agree 403 68.9 79.8 99.6 
Strongly agree 2 .3 .4 100.0 
Total 505 86.3 100.0   

Missing System 80 13.7     
Total 585 100.0     
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�4�X�H�V�W�L�R�Q�� �������� �³I am ready to trust my immediate supervisor to overcome any 

�R�E�V�W�D�F�O�H�´. In Table 4.22 below, the majority of participants responded positively to 

the statement. Certainly, 60.4% and 0.4% of the respondents agreed and strongly 

agreed with the statement. One can conclude that this is a positive characteristic which 

inspired the majority of the respondents. 

 

TABLE 4.22�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�,���D�P���U�H�D�G�\���W�R���W�U�X�V�W���P�\���L�P�P�H�G�L�D�W�H��

supervisor to overcome any o�E�V�W�D�F�O�H�´�� 

I am ready to trust my immediate supervisor to overcome any obstacle. (n=508)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 190 32.5 37.4 37.4 
Disagree 9 1.5 1.8 39.2 
Agree 307 52.5 60.4 99.6 
Strongly agree 2 .3 .4 100.0 
Total 508 86.8 100.0   

Missing System 77 13.2     
Total 585 100.0     

 

 

Question 30: �³I was �D�W�W�U�D�F�W�H�G���W�R���Z�R�U�N���K�H�U�H�´. In Table 4.23 below, the majority (78.2% 

agreed and 1.6% strongly disagreed) of the participants are satisfied with the 

statement. One can conclude that the majority of the respondents had known the 

organisation they are working for long before they joined. It will be interesting to know 

whether the organisation is able to exploit what attracted the majority of the 

respondents in order to retain them.  
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TABLE 4.23�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�,���Z�D�V���D�W�W�U�D�F�W�H�G���W�R���Z�R�U�N���K�H�U�H�´�� 

I was attracted to work here. (n=551)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 104 17.8 18.9 18.9 
Disagree 7 1.2 1.3 20.1 
Agree 431 73.7 78.2 98.4 
Strongly agree 9 1.5 1.6 100.0 
Total 551 94.2 100.0   

Missing System 34 5.8     
Total 585 100.0     

 

 

�4�X�H�V�W�L�R�Q�����������³I had a good overall experience of my employer leading up to my 

employment (consider communication and interaction, the interview process 

and feedback as well as other engagements with the organisation )� .́ In Table 

4.24 below, the majority of the respondents answered positively to the statement. A 

total of, 77.3% and 0.4% of the respondents agreed and strongly agreed respectively 

with the statement. This item fell under item 4 (before selection). This is part of 

candidate experience leading up to employment of the majority of the respondents. It 

will be exciting to know whether the organisation is able to keep or enhance these 

attracting factors so that the attraction rate is sustained or improved.  
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TABLE 4.24�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�,���K�D�G���D���J�R�R�G���R�Y�H�U�D�O�O���H�[�S�H�U�L�H�Q�F�H��

of my employer leading up to my employment (consider communication and 

interaction, the interview process and feedback as well as other engagements with the 

�R�U�J�D�Q�L�V�D�W�L�R�Q���´�� 

I had a good overall experience of my employer leading up to my employment (consider 
communication and interaction. the interview process and feedback as well as other 

engagements with the company). (n=537)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 110 18.8 20.5 20.5 
Disagree 10 1.7 1.9 22.3 
Agree 415 70.9 77.3 99.6 
Strongly agree 2 .3 .4 100.0 
Total 537 91.8 100.0   

Missing System 48 8.2     
Total 585 100.0     

 

 

Question 32���� �³�7�K�H�U�H�� �Z�D�V�� �H�I�I�H�F�W�L�Y�H��communication between myself and my 

�H�P�S�O�R�\�H�U�� �E�H�I�R�U�H�� �,�� �Z�D�V�� �H�P�S�O�R�\�H�G�´. In Table 4.25 below, the majority of the 

respondents are satisfied with the statement. A total of 3.2% and 64.4% of the 

respondents agreed and strongly agreed with the statement individually.  

 

 

TABLE 4.25���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�7�K�H�U�H�� �Z�D�V�� �H�I�I�H�F�W�L�Y�H��

�F�R�P�P�X�Q�L�F�D�W�L�R�Q���E�H�W�Z�H�H�Q���P�\�V�H�O�I���D�Q�G���P�\���H�P�S�O�R�\�H�U���E�H�I�R�U�H���,���Z�D�V���H�P�S�O�R�\�H�G�´ 

There was effective communication between myself and my employer before I was employed. 
(n=539) 

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 168 28.7 31.2 31.2 
Disagree 7 1.2 1.3 32.5 
Agree 17 2.9 3.2 35.6 
Strongly agree 347 59.3 64.4 100.0 
Total 539 92.1 100.0   

Missing System 46 7.9     
Total 585 100.0     
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Question 33: �³�0�\���H�P�S�O�R�\�H�U�¶�V���E�U�D�Q�G���D�W�W�U�D�F�W�H�G���P�H�´�����,�Q��Table 4.26 below, the majority 

(80.4% agreed and 1.7% strongly agreed) of the respondents answered the statement 

positively. In essence, the majority of the respondents are satisfied with this aspect. It 

will be interesting to note �L�I���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���E�U�D�Q�G���W�K�D�W���D�W�W�U�D�F�W�H�G���W�K�H���P�D�M�R�U�L�W�\���R�I���W�K�H��

respondents continues to attract them in future.  

 

TABLE 4.26�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\���H�P�S�O�R�\�H�U�¶�V���E�U�D�Q�G���D�W�W�U�D�F�W�H�G 

�P�H�´ 

�0�\���H�P�S�O�R�\�H�U�¶�V���E�U�D�Q�G���D�W�W�U�D�F�W�H�G���P�H�������Q� �������� 

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 91 15.6 17.0 17.0 
Disagree 5 .9 .9 17.9 
Agree 431 73.7 80.4 98.3 
Strongly agree 9 1.5 1.7 100.0 
Total 536 91.6 100.0   

Missing System 49 8.4     
Total 585 100.0     

 

 

�4�X�H�V�W�L�R�Q�� �������� �³My employer has an effective job interview processes �´����In Table 

4.27 below, the majority of the respondents answered the statement positively. In total, 

74.9% and 1.1% of the respondents agreed and strongly agreed with the statement. 

It will be interesting to note �L�I�� �W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �M�R�E�� �L�Q�W�H�U�Y�L�H�Z�� �S�U�R�F�H�V�V�� �V�X�V�W�D�L�Q�V�� �L�W�V��

effectiveness for its credibility in the eyes of the engineers.   
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TABLE 4.27���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �H�P�S�O�R�\�H�U�� �K�D�V�� �D�Q�� �H�I�I�H�F�W�L�Y�H��

�M�R�E���L�Q�W�H�U�Y�L�H�Z���S�U�R�F�H�V�V�H�V�´ 

My employer has an effec tive job interview processes. ( n=537) 

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 118 20.2 22.0 22.0 
Disagree 11 1.9 2.0 24.0 
Agree 402 68.7 74.9 98.9 
Strongly agree 6 1.0 1.1 100.0 
Total 537 91.8 100.0   

Missing System 48 8.2     
Total 585 100.0     

 

 

Question 35: �³My employer used effective psychometric assessments tools as 

part of the recruitment process � .́ In Table 4.28 below, the majority of the 

respondents are satisfied with the statement. In essence, 70.1% and 0.6% of the 

respondents agreed and strongly agreed with the statement respectively.  

 

TABLE 4.28���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �(�P�S�O�R�\�H�U�� �X�V�H�G�� �(�I�I�H�F�W�L�Y�H��

�3�V�\�F�K�R�P�H�W�U�L�F���$�V�V�H�V�V�P�H�Q�W�V���7�R�R�O�V���D�V���3�D�U�W���R�I���W�K�H���5�H�F�U�X�L�W�P�H�Q�W���3�U�R�F�H�V�V�´ 

My employer used effective psychometric assessments tools as part of the recruitment 
process. (n=521)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 146 25.0 28.0 28.0 
Disagree 7 1.2 1.3 29.4 
Agree 365 62.4 70.1 99.4 
Strongly agree 3 .5 .6 100.0 
Total 521 89.1 100.0   

Missing System 64 10.9     
Total 585 100.0     

 

 



167 
 

Question 36: �³I liked the treatment I received on my first day as an employee � .́ In 

Table 4.29 below, the majority (74.8% agreed and 0.6% strongly agreed) of the 

participants answered the statement positively. One can conclude that the majority of 

the participants got a good impression of the organisation they are working for on their 

first day.  

 

TABLE 4.29�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�,���O�L�N�H�G���W�K�H���W�U�H�D�W�P�H�Q�W���,���U�H�F�H�L�Y�H�G��

�R�Q���P�\���I�L�U�V�W���G�D�\���D�V���D�Q���H�P�S�O�R�\�H�H�´ 

I liked the treatment I received on my first day as an employee. (n=516)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 125 21.4 24.2 24.2 
Disagree 2 .3 .4 24.6 
Agree 386 66.0 74.8 99.4 
Strongly agree 3 .5 .6 100.0 
Total 516 88.2 100.0   

Missing System 69 11.8     
Total 585 100.0     

 

 

Question 37: �³�0�\���H�P�S�O�R�\�H�U���K�D�V���D�Q���H�I�I�H�F�W�L�Y�H���K�L�U�L�Q�J�����S�O�D�F�H�P�H�Q�W���S�U�R�F�H�V�V�´. In Table 

4.30 below, 60.7% of the respondents agreed with the statement while 0.8% strongly 

agreed. Certainly, the majority were satisfied with the statement.  
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TABLE 4.30: �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �H�P�S�O�R�\�H�U�� �K�D�V�� �D�Q��effective 

�K�L�U�L�Q�J�����S�O�D�F�H�P�H�Q�W���S�U�R�F�H�V�V�´�� 

My employer has an effective hiring/ placement process. (n=516)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 189 32.3 36.6 36.6 
Disagree 10 1.7 1.9 38.6 
Agree 313 53.5 60.7 99.2 
Strongly agree 4 .7 .8 100.0 
Total 516 88.2 100.0   

Missing System 69 11.8     
Total 585 100.0     

 

 

Question 3 8���� �³My employer has an effective induction process � .́ In Table 4.31 

below, 64.9% of the respondents agreed with the statement and 0.6% strongly 

disagreed. This means that the majority of the participants are satisfied with the 

statement.  

 

TABLE 4.31���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �H�P�S�O�R�\�H�U�� �K�D�V�� �D�Q�� �H�I�I�H�F�W�L�Y�H��

�L�Q�G�X�F�W�L�R�Q���S�U�R�F�H�V�V�´ 

My employer has an effective induction process. (n=516)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 165 28.2 32.0 32.0 
Disagree 13 2.2 2.5 34.5 
Agree 335 57.3 64.9 99.4 
Strongly agree 3 .5 .6 100.0 
Total 516 88.2 100.0   

Missing System 69 11.8     
Total 585 100.0     
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�4�X�H�V�W�L�R�Q�� �������� �³I followed my employer on social media prior to becoming an 

employee � .́ In Table 4.32 below, the majority (86.4%) of the respondents answered 

negatively to the statement. In essence, 82.9% of the respondents strongly disagreed 

with the statement while 3.5% disagreed. It will be interesting to see if this picture 

changes in future. Nonetheless, the organisation has a duty to change this picture 

because most organisations are attracting employees through social media.   

 

TABLE 4.32�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�,���I�R�O�O�R�Z�H�G���P�\���H�P�S�O�R�\�H�U���R�Q���V�R�F�L�D�O��

�P�H�G�L�D���S�U�L�R�U���W�R���E�H�F�R�P�L�Q�J���D�Q���H�P�S�O�R�\�H�H�´ 

I followed my employer on social media prior to becoming an employee. (n=514)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 426 72.8 82.9 82.9 
Disagree 18 3.1 3.5 86.4 
Agree 70 12.0 13.6 100.0 
Total 514 87.9 100.0   

Missing System 71 12.1     
Total 585 100.0     

 

 

�4�X�H�V�W�L�R�Q�����������³I have a working relationship with my superior � .́ In Table 4.33 below, 

the majority of the participants are satisfied with the statement. In total, 85% of the 

respondents agreed with the statement and 1.1% strongly agreed. Only 13.9% of the 

respondents were not satisfied with this aspect.  
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TABLE 4.33�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�,���K�D�Y�H���D���Z�R�U�N�L�Q�J���U�H�O�D�W�L�R�Q�V�K�L�S���Z�L�W�K��

�P�\���V�X�S�H�U�L�R�U�´ 

I have a working relationship with my superior. (n=526)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 68 11.6 12.9 12.9 
Disagree 5 .9 1.0 13.9 
Agree 447 76.4 85.0 98.9 
Strongly agree 6 1.0 1.1 100.0 
Total 526 89.9 100.0   

Missing System 59 10.1     
Total 585 100.0     

 

 

Question 41: �³I am motivated to work for my employer � .́ In Table 4.34 below, the 

majority of the respondents answered the statement positively. In essence, 65.1% of 

the respondents agreed with the statement and 0.4% strongly agreed. One can 

conclude that this is a good picture showed by the majority of the respondents. Truly, 

one can say organisational commitment does exist. The item is categorised under item 

6 (relationship). One can conclude that the majority of the respondents are likely to 

stay longer in the organisation. 

 

TABLE 4.34�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�,���D�P���P�R�W�L�Y�D�W�H�G���W�R���Z�R�U�N���I�R�U���P�\��

�H�P�S�O�R�\�H�U�´. 

I am motivated to work for my employer. (n=527)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 171 29.2 32.4 32.4 
Disagree 11 1.9 2.1 34.5 
Agree 343 58.6 65.1 99.6 
Strongly agree 2 .3 .4 100.0 
Total 527 90.1 100.0   

Missing System 58 9.9     
Total 585 100.0     
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Question 42: �³�,���D�P���F�R�P�P�L�W�W�H�G���W�R���P�\���H�P�S�O�R�\�H�U�´. In Table 4.35 below, the majority 

(82.6%) of the respondents answered the statement positively. A total of 81.8% of the 

respondents agreed with the statement and 0.8% strongly agreed. The item is 

classified under item 6 (relationship). One can conclude that this statement 

demonstrates good signs of employee retention.  

 

TABLE 4.35�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�,���D�P���F�R�P�P�L�W�W�H�G���W�R���P�\���H�P�S�O�R�\�H�U�´�� 

I am committed to my employer. (n=528)  

  
Frequency % Valid % Cumulative 

% 

Valid 

Strongly disagree 89 15.2 16.9 16.9 
Disagree 3 .5 .6 17.4 
Agree 432 73.8 81.8 99.2 
Strongly agree 4 .7 .8 100.0 
Total 528 90.3 100.0   

Missing System 57 9.7     
Total 585 100.0     

 

 

Question 43: �³�0�\���H�P�S�O�R�\�H�U���F�R�P�P�X�Q�L�F�D�W�H�V���Z�H�O�O���Z�L�W�K���P�H�´. In Table 4.36 below, the 

majority of the respondents answered the statement positively. 65.5% of the 

respondents agreed with the statement while only 34.5% answered the statement 

negatively. One can also conclude that the minority which answered negatively is 

sufficient to derail the organisation from achieving its strategic goals. The organisation 

should, therefore, do something to change the situation.  
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TABLE 4.36: Frequency �G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\���H�P�S�O�R�\�H�U���F�R�P�P�X�Q�L�F�D�W�H�V���Z�H�O�O��

�Z�L�W�K���P�H�´�� 

My employer communicates well with me. (n=522)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 174 29.7 33.3 33.3 
Disagree 6 1.0 1.1 34.5 
Agree 342 58.5 65.5 100.0 
Total 522 89.2 100.0   

Missing System 63 10.8     
Total 585 100.0     

      
 

Question 44: �³�0�\���H�P�S�O�R�\�H�U���U�H�F�R�J�Q�L�V�H�V���P�\���V�N�L�O�O�V�´. In Table 4.37 below, the majority 

of the participants answered the statement positively. A total of 59.3% of the 

respondents agreed with the statement and 0.65% strongly agreed. However, the 

minority (40.1%) which answered the statement negatively is a number to take note of 

and the organisation must find a way to address it. 

 

TABLE 4.37���� �)�U�H�T�X�H�Q�F�\�� �G�L�V�W�U�L�E�X�W�L�R�Q�� �I�R�U�� �T�X�H�V�W�L�R�Q�� �������� �³�0�\�� �H�P�S�O�R�\�H�U�� �U�H�F�R�J�Q�L�V�H�V�� �P�\��

�V�N�L�O�O�V�´�� 

My employer recognises my skills. (n=519)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 200 34.2 38.5 38.5 
Disagree 8 1.4 1.5 40.1 
Agree 308 52.6 59.3 99.4 
Strongly agree 3 .5 .6 100.0 
Total 519 88.7 100.0   

Missing System 66 11.3     
Total 585 100.0     
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Question 45: �³My employer provides me with learning and good working 

climate � .́ In Table 4.38 below, the majority of the respondents answered the 

statement positively. Indeed, 72% of the respondents agreed with the statement and 

0.4% strongly agreed.  

 

TABLE 4.38�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\���H�P�S�O�R�\�H�U���S�U�R�Yides me with 

�O�H�D�U�Q�L�Q�J���D�Q�G���J�R�R�G���Z�R�U�N�L�Q�J���F�O�L�P�D�W�H�´�� 

My employer provides me with learning and good working climate. (n=511)  

  
Frequency % Valid % Cumulative 

% 

Valid 

Strongly disagree 138 23.6 27.0 27.0 
Disagree 3 .5 .6 27.6 
Agree 368 62.9 72.0 99.6 
Strongly agree 2 .3 .4 100.0 
Total 511 87.4 100.0   

Missing System 74 12.6     
Total 585 100.0     

 

 

�4�X�H�V�W�L�R�Q�����������³My employer trains me well to do my job � .́ In Table 4.39 below, the 

majority of the participants answered the statement positively. In total, 61.2% of the 

respondents agreed with the statement and 0.4% strongly agreed. The item is 

classified under item 8 (development). However, the organisation cannot ignore the 

minority which answered the statement negatively. Even though the responsibility to 

be trained lies with employees themselves, the organisation should demonstrate an 

effort to assist the minority.  
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TABLE 4.39�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\���H�P�S�O�R�\�H�U���W�U�D�L�Q�V���P�H���Z�H�O�O���W�R��

�G�R���P�\���M�R�E�´�� 

My employer trains me well to do my job. (n=513) 

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 189 32.3 36.8 36.8 
Disagree 8 1.4 1.6 38.4 
Agree 314 53.7 61.2 99.6 
Strongly agree 2 .3 .4 100.0 
Total 513 87.7 100.0   

Missing System 72 12.3     
Total 585 100.0     

 

 

�4�X�H�V�W�L�R�Q�����������³My employer provides me with career development opportunities � .́ 

In Table 4.40 below, the majority of the respondents answered the statement 

positively. Truly, 53.5% of the respondents agreed with the statement and 0.45 

strongly agreed. One can conclude that the organisation has a greater chance of 

retaining a majority of the engineers. However, it remains important that the 

organisation addresses the minority (38.4%) because they answered the statement 

negatively.  

 

TABLE 4.40: �)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\���H�P�S�O�R�\�H�U���S�U�R�Y�L�G�H�V���P�H���Z�L�W�K��

career de�Y�H�O�R�S�P�H�Q�W���R�S�S�R�U�W�X�Q�L�W�L�H�V�´�� 

My employer provides me with career development opportunities. (n=512)  

  
Frequency % Valid % Cumulative 

% 

Valid 

Strongly disagree 227 38.8 44.3 44.3 
Disagree 9 1.5 1.8 46.1 
Agree 274 46.8 53.5 99.6 
Strongly agree 2 .3 .4 100.0 
Total 512 87.5 100.0   

Missing System 73 12.5     
Total 585 100.0     

 



175 
 

  Question 48: �³My employer provides me with good benefits � .́ In Table 4.41 below, 

the majority of the respondents answered the statement positively. Overall, 84.3% of 

the respondents agreed with the statement and 0.6% strongly agreed with the 

statement. One can conclude that the majority of the participants are satisfied with the 

benefits offered by the organisation, therefore the majority of the engineers are likely 

to stay. 

 

TABLE 4.41�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\���H�P�S�O�R�\�H�U���S�U�R�Y�L�G�H�V���P�H���Z�L�W�K��

�J�R�R�G���E�H�Q�H�I�L�W�V�´�� 

My employer provides me with good benefits. (n=509)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 73 12.5 14.3 14.3 
Disagree 4 .7 .8 15.1 
Agree 429 73.3 84.3 99.4 
Strongly agree 3 .5 .6 100.0 
Total 509 87.0 100.0   

Missing System 76 13.0     
Total 585 100.0     

 

 

�4�X�H�V�W�L�R�Q�����������³My employer compensates me well �´����In Table 4.42 below, the majority 

of the engineers are satisfied with the statement. In total, 65.6% of the respondents 

agreed with the statement while the minority (34.4%) answered negatively to the 

statement. Therefore, the majority of the engineers can be retained if the 

compensation can be improved.  
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TABLE 4.42�����)�U�H�T�X�H�Q�F�\���G�L�V�W�U�L�E�X�W�L�R�Q���I�R�U���T�X�H�V�W�L�R�Q�����������³�0�\���H�P�S�O�R�\�H�U���F�R�P�S�H�Q�V�D�W�H�V���P�H��

�Z�H�O�O�´�� 

My employer compensates me well. (n=508)  

  
Frequency % Valid % 

Cumulative 
% 

Valid 

Strongly disagree 167 28.5 32.9 32.9 
Disagree 8 1.4 1.6 34.4 
Agree 333 56.9 65.6 100.0 
Total 508 86.8 100.0   

Missing System 77 13.2     
Total 585 100.0     

 

 

4.4 FACTORIAL STRUCTURE OF THE QUESTIONNAIRE AND RELIABILITY  

 

The factorial structure of the questionnaire and reliability are discussed in this section. 

 

4.4.1 Factorial structure of the questionnaire  

 

A principal axis factor analysis with a direct oblimin rotation was performed on the 

various scales to investigate the groupings of items and their correspondence to the 

original theoretical scales.  �$�F�F�R�U�G�L�Q�J���W�R���.�D�L�V�H�U�������������������³�W�K�H���.�0�2���V�K�R�X�O�G���E�H�������������R�U��

�K�L�J�K�H�U���L�Q���R�U�G�H�U���W�R���S�U�R�F�H�H�G���Z�L�W�K���I�D�F�W�R�U���D�Q�D�O�\�V�L�V���´���.�D�L�V�H�U�����������������V�X�J�J�H�V�W�V���D���F�X�W-off value 

�R�I�� �������� �D�Q�G�� �D�� �G�H�V�L�U�D�E�O�H�� �Y�D�O�X�H�� �R�I�� �������� �R�U�� �K�L�J�K�H�U���� �%�D�U�W�O�H�W�W�¶�V�� �W�H�V�W�� �R�I�� �V�S�K�H�U�L�F�L�W�\��should be 

significant (p < 0.05), to indicate sampling adequacy.  

�,�W���L�V���F�R�P�P�R�Q���S�U�D�F�W�L�F�H���Z�K�H�Q���L�Q�W�H�U�S�U�H�W�L�Q�J���W�K�H���I�D�F�W�R�U�V���L�Q���D���I�D�F�W�R�U���D�Q�D�O�\�V�L�V���W�R���³�V�X�S�S�U�H�V�V�´��

or ignore items on a factor with a loading of less than 0.3 because these items have 

less than 10% correlation with that factor (Knafl & Grey, 2007:2).  
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TABLE 4.43: Results of the Kaiser-Meyer-Olkin measure of sampling adequacy and 

�%�D�U�O�H�W�W�¶�V���W�H�V�W���R�I���V�S�K�H�U�L�F�L�W�\ 

KMO and Bartlett's  test   

Kaiser -Meyer-Olkin measure of sampling a dequacy.  .920 

Bartlett's Test of Sphericity  

Approx. Chi -square  4268.957 

Df 190 

Sig.  .000 

 

 

4.4.1.1 Factor analysis of  transformational l eadership  

 

�7�K�H���.�0�2���Y�D�O�X�H���Z�D�V�����������������Z�K�L�F�K���L�V���P�R�U�H���W�K�D�Q���D�F�F�H�S�W�D�E�O�H�����%�D�U�W�O�H�W�W�¶�V���W�H�V�W���R�I��spherity 

was significant (p<0.01).  

 

By applying the rule of loadings of items discussed above, only the items that clearly 

�K�D�Y�H�� �D�� �O�R�D�G�L�Q�J�� �R�I�� �D�W�� �O�H�D�V�W�� �������� �Z�H�U�H�� �U�H�W�D�L�Q�H�G���� �7�K�H�� �L�W�H�P�� �X�Q�G�H�U�� �W�D�O�H�Q�W�� �D�F�T�X�L�V�L�W�L�R�Q���� �³�,��

�I�R�O�O�R�Z�H�G���P�\���H�P�S�O�R�\�H�U���R�Q���V�R�F�L�D�O���P�H�G�L�D���S�U�L�R�U���W�R���E�H�F�R�P�L�Q�J���D�Q���H�P�S�O�R�\�H�H�´���Z�D�V���L�J�Q�R�U�H�G��

beca�X�V�H���L�W���K�D�G���D���O�R�D�G�L�Q�J���R�I���O�H�V�V���W�K�D�Q�������������7�K�H���L�W�H�P���X�Q�G�H�U���W�D�O�H�Q�W���U�H�W�H�Q�W�L�R�Q�����³�,���K�D�Y�H���D��

�Z�R�U�N�L�Q�J���U�H�O�D�W�L�R�Q�V�K�L�S���Z�L�W�K���P�\���V�X�S�H�U�L�R�U�´���Z�D�V���D�O�V�R���L�J�Q�R�U�H�G���E�H�F�D�X�V�H���L�W���O�R�D�G�H�G���O�H�V�V���W�K�D�Q��

0.3. 

 

�7�K�H�� �L�W�H�P���� �³�7�K�H�U�H�� �Z�D�V�� �H�I�I�H�F�W�L�Y�H�� �F�R�P�P�X�Q�L�F�D�W�L�R�Q�� �E�H�W�Z�H�H�Q�� �P�\�V�H�O�I�� �D�Q�G�� �P�\ employer 

before I �Z�D�V���H�P�S�O�R�\�H�G�´ is placed on both factor 1 with a loading of 0.219 and factor 2 

with a loading of 0.451. This indicates that this specific item loads mainly on 
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consideration (factor 2). The low loading of 0.219 on the factor of supervisory 

stimulation and vision are insignificant and can be ignored (Burges, 2006:2). 

 

Theoretically, transformational leadership had four sub-factors factors which are an 

idealised influence, inspirational motivation, intellectual stimulation and individualised 

consideration.  

 

However, after factor analysis investigation, new factors were established as follows 

(Table 4.44 below): 

Factor 1: Supervisory stimulation and vision (orange area) 

Factor 2: Consideration (light blue area) 

Factor 3: Positive attitude (light green area) 

 

TABLE 4.44: Factor analysis for transformational leadership 

Supervisory stimulation and vision  
Factor  

1 2 3 
b13 My immediate supervisor suggests new ways of looking at how to 
complete assignments. 

0.765   

b9 My immediate supervisor articulates a compelling vision of the future. 0.608   

b8 My immediate supervisor conveys a sense of power and confidence. 0.599   

b5 My immediate supervisor spends time coaching me. 0.578   

b19 My immediate supervisor re-examines critical assumptions to question 
whether they are appropriate. 

0.576   

b12 My immediate supervisor helps me develop my strengths. 0.570   

b17 My immediate supervisor introduces new projects. 0.555   

b20 My immediate supervisor talks about his/her most important beliefs and 
values. 

0.533   

b11 My immediate supervisor gets others to look at problems from many 
different angles. 

0.530   

b16 My immediate supervisor is a symbol of success. 0.505   

b22 I am ready to trust my immediate supervisor to overcome any obstacle. 0.503   

Consideration  Factor  



179 
 

1 2 3 
b18 My immediate supervisor listens to my concerns.  -0.775  

b10 My immediate supervisor considers an individual as having different 
needs, abilities, and aspirations from others. 

 -0.649  

b15 My immediate supervisor expresses satisfaction when others meet 
expectations. 

 -0.564  

b7 My immediate supervisor treats others as individuals rather than just as a 
member of a group. 

 -0.524  

b21 My immediate supervisor considers the moral and ethical (Behaviours) 
consequences of decisions. 

 -0.454  

b14 My immediate supervisor expresses confidence that goals will be 
achieved. 

 -0.413  

b6 My immediate supervisor goes beyond self-interest for the good of the 
group. 

 -0.403  

Positive attitude  
Factor  

1 2 3 
b3 My immediate supervisor talks optimistically about the future.   0.740 
b4 My immediate supervisor talks enthusiastically about what needs to be 
accomplished. 

  0.660 

b1 My immediate supervisor talks about the beliefs I consider important.   0.521 
b2 My immediate supervisor seeks various perspectives when solving 
problems. 

  0.448 

Extraction Method: Principal Axis factoring.  
Rotation Method: Oblimin with Kaiser normalization.  
a. Rotation converged in 14 iterations.  

 

 

4.4.1.2 Factor analysis of  talent acquisition  

 

Theoretically, one factor was intended for talent acquisition. However, factor analysis 

indicated that a two-factor analysis solution is the best (Table 4.45 below).  The factors 

�F�R�X�O�G�� �E�H�� �Q�D�P�H�G�� �³�E�H�I�R�U�H��selection�  ́ (liht green area) and �³during selection�  ́ (brown 

area). Where there were cross-loadings, the factor where there was a larger loading 

was used.  This also makes theoretical and intuitive sense. �7�K�H���.�0�2���D�Q�G���%�D�U�W�O�H�W�W�¶�V��

�Y�D�O�X�H�� �Z�D�V�� �������������� �Z�K�L�F�K�� �L�V�� �P�R�U�H�� �W�K�D�Q�� �D�F�F�H�S�W�D�E�O�H���� �� �%�D�U�W�O�H�W�W�¶�V�� �W�H�Vt of sphericity was 

significant (p<0.01).  
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TABLE 4.45: Factor analysis for talent acquisition 

Before selection  
Factor  

1 2 
c8 My employer has an effective hiring/ placement process. 0.861  

c5 My employer has an effective job interview processes. 0.640  

c9 My employer has an effective induction process. 0.598  

c7 I liked the treatment I received on my first day as an employee. 0.405  

c6 My employer used effective psychometric assessments tools as part of the 
recruitment process. 

0.270  

During selection  
Factors  
1 2 

�F�����0�\���H�P�S�O�R�\�H�U�¶�V���E�U�D�Q�G���D�W�W�U�D�F�W�H�G���P�H��  0.598 
c1 I was attracted to work here.  0.593 
c3 There was effective communication between myself and my employer before I 
was employed. 

0.219 0.451 

c2 I had a good overall experience of my employer leading up to my employment 
(consider communication and interaction. the interview process and feedback as well 
as other engagements with the company). 

0.268 0.378 

c10 I followed my employer through social media prior to become an employee 
Extraction Method: Principal Axis factoring.  
Rotation Method: Oblimin with Kaiser normalization. 
a. Rotation converged in 7 iterations. 

 

 

4.4.1.3 Factor analysis for talent retention  

 

The KMO value for talent retention was 0.803 and �%�D�U�W�O�H�W�W�¶�V�� �W�H�V�W�� �R�I�� �V�S�K�H�U�L�F�L�W�\�� �L�V��

significant (p<0.01), therefore the sample was adequate.  Factor loadings are reported 

below in Table 4.46 and show that three clear factors could be identified. These were 

named as follows: 

Factor 1: Relationship (pink area) 

Factor 2: Reward (light blue area) 

Factor 3: Development (light green area) 
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TABLE 4.46: Factor analysis for talent retention 

Relationship  
Factor  

1 2 3 

d2 I am motivated to work for my employer. 0.771   

d3 I am committed to my employer. 0.631   

d4 My employer communicates well with me. 0.429   

Reward  
Factor  

1 2 3 
d10 My employer compensates me well.  0.789  

d9 My employer provides me with good benefits.  0.625  

Development  
Factor  

1 2 3 
d7 My employer trains me well to do my job.   -

0.841 
d8 My employer provides me with career development opportunities.   -

0.526 
d6 My employer provides me with learning and good working climate. 

0.278  -
0.475 

d5 My employer recognises my skills. 
0.252  -

0.351 
d1 I have a working relationship with my supervisor    
Extraction Method: Principal Axis Factoring.  
Rotation Method: Oblimin with Kaiser Normalization. 
a. Rotation converged in 15 iterations. 

 

 

4.4.2 Reliability analysis  

 

When using a measuring instrument to quantify the constructs, it is critical that validity 

and reliability are verified with specific reference to the sample considered in the study. 

The instrument used in this study applied Likert�² type items. The Cronbach Alpha was 

�F�R�Q�V�L�G�H�U�H�G�� �W�R�� �E�H�� �W�K�H�� �D�S�S�U�R�S�U�L�D�W�H�� �L�Q�G�H�[�� �W�R�� �X�V�H�� �W�R�� �P�H�D�V�X�U�H�� �W�K�H�� �L�Q�V�W�U�X�P�H�Q�W�¶�V�� �L�Q�W�H�U�Q�D�O��

consistency.  

 

Reliability was performed for all the factors identified above.  Notwithstanding the 

analysis on each of the factors, an item analysis was also performed. This involved 

the repeated calculation of the Cronbach Alpha for the total scale by eliminating each 
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item at a time, where the contribution of each scale could be determined. When an 

item is omitted during the calculation and the Cronbach Alpha increases, the indication 

is that the item does not contribute well to reliability and might be excluded from the 

analysis. �:�H�O�P�D�Q���D�Q�G���.�U�X�J�H�U�������������������������V�X�E�P�L�W���W�K�D�W���L�Q���V�R�F�L�D�O���U�H�V�H�D�U�F�K���D���&�U�R�Q�E�D�F�K�¶�V��

Alpha between 0.4 and 0.7 indicates medium internal consistency and reliability, 

whereas a Cronbach Alpha between 0.7 and 1.0 indicates high or good internal 

consistency and reliability. The analysis of items in each of the factors that emerged 

from the factor analysis is represented in Tables 4.47 to 4.58 below.  

 

In Table 4.47 below the supervisory stimulation and vision factor had an acceptable 

Cronbach Alpha score of 0.891, where all the individual items contributed well to total 

reliability. The average inter-item correlation was 0.425. Clark and Watson (1995) 

suggest that the average inter-item correlation of items should be between 0.1 and 

0.5. 

 

TABLE 4.47: Item analysis of the supervisory stimulation and vision factor [Factor 1 of 

3 of Transformational leadership] 

Item decsription  
  Cronbach 

aplpha  if item 
is deleted  

My immediate supervisor suggests new ways of looking at how to complete 
assignments. 

.877 

My immediate supervisor articulates a compelling vision of the future. .879 
My immediate supervisor conveys a sense of power and confidence. .883 
My immediate supervisor spends time coaching me. .885 
My immediate supervisor re-examines critical assumptions to question whether 
they are appropriate. .882 

My immediate supervisor helps me develop my strengths. .878 
My immediate supervisor introduces new projects. .885 
My immediate supervisor talks about his/her most important beliefs and values. .886 
My immediate supervisor gets others to look at problems from many different 
angles. .879 

My immediate supervisor is a symbol of success. .878 
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I am ready to trust my immediate supervisor to overcome any obstacle. .876 
Cronbach alpha for transformational leadership  .891 

 

 

The consideration factor in Table 4.48 below had an acceptable Cronbach Alpha 

coefficient of 0.824, where all the individual items contributed well to total reliability.   

The average inter-item correlation was 0.403 which falls within the acceptable range.  

 

TABLE 4.48: Item analysis of the consideration factor [Factor 2 of 3 of 

Transformational leadership] 

Item description  
Cronbach's 

alpha if i tem 

deleted  

My immediate supervisor listens to my concerns. .788 

My immediate supervisor considers an individual as having different needs, 

abilities, and aspirations from others. 
.786 

My immediate supervisor spends time coaching me. .831 

My immediate supervisor treats others as individuals rather than just as a 

member of a group. 
.806 

My immediate supervisor considers the moral and ethical (Behaviours) 

consequences of decisions. 
.808 

My immediate supervisor expresses confidence that goals will be achieved. .800 

My immediate supervisor goes beyond self-interest for the good of the group. .780 
Cronbach alpha for transformational leadership  .821 

 

 

The positive attitude factor in Table 4.49 below had an acceptable Cronbach Alpha 

coefficient of 0.826, where all the individual items contributed well to total reliability. 

The average inter-item correlation was 0.545 which is slightly above the desirable 

range.  
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TABLE 4.49: Item analysis of the positive attitude factor [Factor 3 of 3 of 

Transformational leadership] 

Item description  
Cronbach's 

alpha if i tem 

deleted  

My immediate supervisor talks optimistically about the future. .783 

My immediate supervisor talks enthusiastically about what needs to be 

accomplished. 
.776 

My immediate supervisor talks about the beliefs I consider important. .786 

My immediate supervisor seeks various perspectives when solving problems. .780 
Cronbach alpha for transformational leadership  .826 
 

In Table 4.50 below, the Cronbach Alpha is 0.650. The few number of items included 

may have caused the coefficient to be lower. However, Welman and Kruger 

(2001:140) argue that a Cronbach Alpha score of 0.4 is considered acceptable and 

reliable. Bryman and Bell (2007:164) agree with Welman and Kruger (2001) 

considering that the average inter-item correlation was 0.31 which falls between the 

parameters of 0.1 to 0.5. 

 

TABLE 4.50: Item analysis of the before selection factor [Factor 1 of 2 of Talent 

acquisition) 

Item description  
Cronbach's 

alpha if i tem 

deleted  

I was attracted to work here. .591 

I had a good overall experience of my employer leading up to my employment 

(consider communication and interaction, the interview process and feedback as 

well as other engagements with the company). 

.508 

There was effective communication between myself and my employer before I 

was employed. 
.533 

�0�\���H�P�S�O�R�\�H�U�¶s brand attracted me. .563 
Cronbach alpha for transformational leadership  .621 
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In Table 4.51 below, the positive attitude factor had an acceptable Cronbach Alpha 

score of 0.721, where all the individual items contributed well to total reliability. 

  

TABLE 4.51: Item analysis of the during selection factor [factor 2 of 2 of During 

selection] 

Item description  
Cronbach's 

alpha if i tem 

deleted  

My employer used effective psychometric assessments tools as part of the 

recruitment process. 
.727 

I liked the treatment I received on my first day as an employee. .680 

My employer has an effective hiring/ placement process. .597 

My employer has an effective induction process. .651 

My employer has an effective job interview processes. .650 
Cronbach alpha for transformational leadership  .721 

 

 

In Table 4.52 below, the Cronbach Alpha is 0.650. The few number of items included 

may have caused the coefficient to be lower. However, Welman and Kruger 

(2001:140) submit that a Cronbach Alpha score of 0.4 is considered acceptable and 

reliable.  

 

TABLE 4.52: Item analysis of the relationship factor [Factor 1 of 3 of Talent retention] 

Item description  
Cronbach's 

Alpha if i tem 

Deleted  

I am motivated to work for my employer. .484 

I am committed to my employer. .547 

My employer communicates well with me. .625 
Cronbach alpha for transformational leadership  .650 
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In Table 4.53 below, the Cronbach Alpha is 0.653. The few number of items included 

may have caused the coefficient to be lower. However, Welman and Kruger 

(2001:140) poosit that Cronbach a Alpha score of 0.4 is considered acceptable and 

reliable. Bryman and Bell (2007:164) agree with Welman and Kruger (2001) 

considering that the average inter-item correlation was 0.503 which falls between the 

parameters of 0.1 to 0.5. 

 

TABLE 4.53: Item analysis for the reward factor [Factor 2 of 3 of Talent retention] 

Item description  
Cronbach's 

alpha if item 

deleted  

My employer provides me with good benefits. 
.653 

My employer compensates me well. 
 

 

In Table 4.54 below, the development factor had an acceptable Cronbach Alpha score 

of 0.750, where all the individual items contributed well to total reliability.  

 

TABLE 4.54: Item analysis of the development factor [Factor 3 of 3 of Talent retention] 

Item description  
Cronbach's 

alpha if item 

deleted  

My employer recognises my skills. .731 

My employer provides me with learning and good working climate. .677 

My employer trains me well to do my job. .672 

My employer provides me with career development opportunities. .686 
Cronbach alpha for transformational leadership  .750 
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4.4.3 Descriptive  statistics on the factors  

 

Following the factor analysis and reliability analysis, factor scores were calculated by 

taking the mean score for the items loading on the factor.   

In Tables 4.55 to 4.57 below and Figures 4.8 to 4.17 below, descriptive statistics as it 

relates to transformational leadership, talent acquisition and retention is discussed.  

 

In Table 4.55 below, the mean score of 2.17 for supervisory stimulation and vision 

factor is slightly below the scale midpoint.  It appears that perceptions of engineers on 

supervisory stimulation and vision are slightly on the negative side of the scale.   

 

The mean score of 2.33 of the consideration factor is also slightly less than the scale 

midpoint. Similarly, this illustrates that the perceptions of engineers on this factor are 

slightly on the negative side.   

 

The mean score of 1.76 of the positive attitude factor is quite a lower than the scale 

midpoint. Overall it seems that engineers have quite a negative attitude towards 

transformational leadership in the organisation.   
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TABLE 4.55: Descriptive statistics for factors of transformational leadership 

Descriptive statistics �± transformational leadership  

 N Minimum Maximum Mean Std. deviation 

Supervisory Stimulation and 

Vision 
552 1.00 4.00 2.1713 .69483 

Consideration 553 1.00 4.00 2.3341 .65005 

Positive attitude 553 1.00 4.00 1.7630 .42832 

Valid N (listwise) 552     
 

 

FIGURE 4.8: Descriptive subscale for factors of transformational leadership 

 

4.4.3.1 Talent acquisition  

 

In Table 4.56 and Figure 4.9 below, before selection has a mean score (2.72), which 

is slightly higher than the scale midpoint and indicated a slightly positive attitude 

towards this aspect. �7�K�H�� �V�F�D�O�H�� �³�G�X�U�L�Q�J�� �V�H�O�H�F�W�L�R�Q�´ had a mean score of 2.43 which 

isslightly below the scale midpoint. It could be said that, while respondents were 

somewhat positive about the talent acquisition process (before selection), their attitude 

to the process during selection was about average.   
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TABLE 4.56: Descriptive subscale for factors of talent acquisition 

Descriptive statistics �± talent a cquisition  

 N Minimum Maximum Mean Std. Deviation 

Before selection 553 1.00 4.00 2.7196 .67544 

During selection 541 1.00 4.00 2.4314 .62498 

Valid N (listwise) 541     
 

 

FIGURE 4.9: Descriptive subscale for factors of talent acquisition 

 

4.4.3.2 Talent retention  

 

In Table 4.57 and Figure 4.10 below, relationship (2.44) has a mean score which is 

slightly less than the scale midpoint. The mean score (2.51) for the reward factor is 

just above the midpoint.  One can conclude that respondents do not have a particularly 

positive or negative attitude towards these aspects. The mean score (2.26) for 

development is a bit lower than the scale midpoint.  One can conclude that the levels 



190 
 

of satisfaction of respondent with development opportunities in the organisation are 

therefore somewhat negative.   

 

TABLE 4.57: Descriptive subscale for factors of talent retention 

Descriptive statistics �± talent r etention  

 N Minimum Maximum Mean Std. deviation 

Relationship 530 1.00 3.67 2.4403 .67783 

Reward 509 1.00 3.50 2.5196 .71651 

Development 523 1.00 4.00 2.2612 .72814 

Valid N (listwise) 509     
 

 

FIGURE 4. 10: Descriptive subscale for factors of talent retention 

 

4.4.3.3 Overall scores on talent acquisition and retention  

 

Apart from the factor scores above, total scores were also obtained for talent 

acquisition and retention. In Table 4.58 below, the mean score (2.4) of talent retention 

is slightly less than the scale midpoint. Their attitude towards this aspect falls in the 
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average range.  The means score (2.6) for talent acquisition is slightly above the scale 

midpoint, reflecting a slightly positive attitude towards this aspect.  

 

TABLE 4.58: Descriptive statistics for talent acquisition and retention 

Descriptive statistics  �± talent a cquisition and retention  
 Mean Std. deviation N 
Talent retention 2.4066 . 52767 530 
Talent acquisition 2.5720 .55865 530 

 

 

Overall, mean scores were very much in the average range of the scales for the 

sample as a whole. Investigation of group differences may shed some light on this 

finding. 

 

4.5 ANALYSIS OF VARIANCE  

 

ANOVA is a group of statistical models to test if there is a significant difference 

between means. In other words, it tests whether the means of various groups are 

equal or not. ANOVA in this section will be used to test if there are differences between 

subgroups on the different factors. The subgroups were formed using different 

demographic variables. 

 

The 5 % level of significance was used. Thus, if the Sig. value is <0.05, there is a 

statistical difference between groups. When there are more than two groups to be 

compared, a post-hoc analysis is added in order to compare the groups pairwise and 

investigate where there were significant differences. 
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4.5.1 ANOVA for gender groups  

 

One-way ANOVA was performed to establish if males and females were different from 

each other. In Table 4.59 below and for all eight factors, no statistical difference could 

be found between males and females. This is because the p-values are greater than 

0.05.  

 

TABLE 4.59: ANOVA: Significant difference between gender groups 

ANOVA 

  
Sum of squares df 

Mean 
square 

F Sig. 

Supervisory 
Stimulation and 
Vision 

Between groups .146 1 .146 .301 .583 
Within groups 265.601 548 .485     
Total 265.747 549       

Consideration Between groups .034 1 .034 .081 .776 
Within groups 233.178 549 .425     
Total 233.212 550       

Positive attitude Between groups .019 1 .019 .101 .751 
Within groups 101.124 549 .184     
Total 101.143 550       

Before 
selection 

Between groups .480 1 .480 1.049 .306 
Within groups 251.072 549 .457     
Total 251.552 550       

During 
selection 

Between groups .551 1 .551 1.407 .236 
Within groups 210.342 537 .392     
Total 210.894 538       

Relationship Between groups .012 1 .012 .025 .874 
Within groups 242.430 526 .461     
Total 242.441 527       

Reward Between groups .451 1 .451 .884 .348 
Within groups 257.810 505 .511     
Total 258.261 506       

Development Between groups .467 1 .467 .879 .349 
Within groups 275.651 519 .531     
Total 276.117 520       
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TABLE 4.60: Descriptive statistics: gender 

Descriptive  stats �± gender  

  

N Mean 
Std. 

deviation 
Std. 
error 

95% Confidence 
interval for mean 

Min Max 
Lower 
bound 

Upper 
bound 

Supervisory 
stimulation 
and vision 

Male 174 2.1486 .71447 .05416 2.0417 2.2555 1.00 4.00 
Female 376 2.1837 .68758 .03546 2.1139 2.2534 1.00 4.00 
Total 

550 2.1726 .69574 .02967 2.1143 2.2308 1.00 4.00 

Consideration Male 174 2.3226 .69229 .05248 2.2190 2.4262 1.00 4.00 
Female 377 2.3396 .63217 .03256 2.2756 2.4036 1.00 4.00 
Total 551 2.3342 .65117 .02774 2.2797 2.3887 1.00 4.00 

Positive 
attitude 

Male 174 1.7716 .46304 .03510 1.7023 1.8408 1.00 3.75 
Female 377 1.7591 .41267 .02125 1.7173 1.8009 1.00 4.00 
Total 551 1.7630 .42883 .01827 1.7271 1.7989 1.00 4.00 

Before 
selection 

Male 174 2.7620 .65597 .04973 2.6638 2.8601 1.00 4.00 
Female 377 2.6985 .68539 .03530 2.6291 2.7679 1.00 4.00 
Total 551 2.7185 .67629 .02881 2.6619 2.7751 1.00 4.00 

During 
selection 

Male 167 2.4786 .62946 .04871 2.3825 2.5748 1.00 3.60 
Female 372 2.4095 .62424 .03237 2.3459 2.4731 1.00 4.00 
Total 539 2.4309 .62610 .02697 2.3779 2.4839 1.00 4.00 

Relationship Male 164 2.4350 .71251 .05564 2.3251 2.5448 1.00 3.67 
Female 364 2.4451 .66324 .03476 2.3767 2.5134 1.00 3.00 
Total 528 2.4419 .67826 .02952 2.3839 2.4999 1.00 3.67 

Reward Male 160 2.5656 .67321 .05322 2.4605 2.6707 1.00 3.50 
Female 347 2.5014 .73270 .03933 2.4241 2.5788 1.00 3.50 
Total 507 2.5217 .71442 .03173 2.4594 2.5840 1.00 3.50 

Development Male 162 2.2176 .76924 .06044 2.0982 2.3369 1.00 4.00 
Female 359 2.2823 .70983 .03746 2.2086 2.3559 1.00 3.00 
Total 521 2.2622 .72869 .03192 2.1994 2.3249 1.00 4.00 
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FIGURE 4.11: Means plot for all eight factors for gender groups 

 

4.5.2 ANOVA for age groups  

 

A One-way ANOVA between age groups as depicted in Table 4.61 below was 

conducted to compare the age groups on the factors. In accordance with the p-scores 

in Table 4.61 below, significant statistical differences (p<0.05) between groups were 

identified for five factors (i.e. before selection, during selection, relationship, reward 

and development).    

 

 

 

 

 



195 
 

 

TABLE 4.61: ANOVA: Significant difference between age groups 

ANOVA 

  
Sum of squares df 

Mean 
square 

F Sig. 

Supervisory 
stimulation and 
vision 

Between groups 2.153 2 1.076 2.233 .108 
Within groups 263.653 547 .482     
Total 265.806 549       

Consideration Between groups 2.143 2 1.071 2.553 .079 
Within groups 230.005 548 .420     
Total 232.148 550       

Positive 
attitude 

Between groups .830 2 .415 2.266 .105 
Within groups 100.313 548 .183     
Total 101.143 550       

Before 
selection 

Between groups 27.896 2 13.948 34.176 .000 
Within groups 223.656 548 .408     
Total 251.552 550       

During 
selection 

Between groups 24.639 2 12.320 35.454 .000 
Within groups 186.254 536 .347     
Total 210.894 538       

Relationship Between groups 5.231 2 2.616 5.797 .003 
Within groups 236.909 525 .451     
Total 242.141 527       

Reward Between groups 4.256 2 2.128 4.188 .016 
Within groups 256.085 504 .508     
Total 260.340 506       

Development Between groups 9.330 2 4.665 9.057 .000 
Within groups 266.788 518 .515     
Total 276.117 520       

 

 

TABLE 4.62: Descriptive ANOVA results for age groups 

Descriptives  �± age groups  

  

N Mean 
Std. 

deviation 
Std. 
error 

95% confidence 
interval for mean 

Min Max 
Lower 
bound 

Upper 
bound 

Supervisory 
stimulation 
and vision 

18-30 125 2.2133 .68915 .06164 2.0913 2.3353 1.00 4.00 
31-40 253 2.1050 .71402 .04489 2.0165 2.1934 1.00 3.91 
41+ 172 2.2403 .66791 .05093 2.1398 2.3408 1.00 4.00 
Total 550 2.1719 .69582 .02967 2.1136 2.2302 1.00 4.00 

Consideration 18-30 125 2.3686 .67918 .06075 2.2484 2.4888 1.00 4.00 
31-40 253 2.2699 .65978 .04148 2.1883 2.3516 1.00 3.71 
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41+ 173 2.4084 .60573 .04605 2.3175 2.4993 1.00 4.00 
Total 551 2.3358 .64968 .02768 2.2814 2.3902 1.00 4.00 

Positive 
attitude 

18-30 125 1.7940 .46610 .04169 1.7115 1.8765 1.00 4.00 
31-40 253 1.7210 .44529 .02800 1.6659 1.7761 1.00 3.75 
41+ 173 1.8020 .36890 .02805 1.7467 1.8574 1.00 3.25 
Total 551 1.7630 .42883 .01827 1.7271 1.7989 1.00 4.00 

Before 
selection 

18-30 125 2.3060 .80752 .07223 2.1630 2.4490 1.00 4.00 
31-40 253 2.8149 .60234 .03787 2.7403 2.8895 1.00 3.50 
41+ 173 2.8757 .54650 .04155 2.7937 2.9577 1.00 4.00 
Total 551 2.7185 .67629 .02881 2.6619 2.7751 1.00 4.00 

During 
selection 

18-30 122 2.0361 .70606 .06392 1.9095 2.1626 1.00 3.00 
31-40 248 2.5558 .54741 .03476 2.4873 2.6242 1.00 4.00 
41+ 169 2.5327 .55590 .04276 2.4483 2.6172 1.00 3.40 
Total 539 2.4309 .62610 .02697 2.3779 2.4839 1.00 4.00 

Relationship 18-30 120 2.2583 .71461 .06523 2.1292 2.3875 1.00 3.00 
31-40 244 2.4836 .67091 .04295 2.3990 2.5682 1.00 3.67 
41+ 164 2.5102 .63998 .04997 2.4115 2.6088 1.00 3.00 
Total 528 2.4407 .67784 .02950 2.3827 2.4986 1.00 3.67 

Reward 18-30 113 2.5044 .71806 .06755 2.3706 2.6383 1.00 3.00 
31-40 234 2.4359 .75563 .04940 2.3386 2.5332 1.00 3.50 
41+ 160 2.6469 .64084 .05066 2.5468 2.7469 1.00 3.50 
Total 507 2.5178 .71729 .03186 2.4552 2.5803 1.00 3.50 

Development 18-30 116 2.0431 .71572 .06645 1.9115 2.1747 1.00 3.00 
31-40 241 2.2645 .72514 .04671 2.1725 2.3565 1.00 4.00 
41+ 164 2.4136 .70788 .05528 2.3045 2.5228 1.00 3.00 
Total 521 2.2622 .72869 .03192 2.1994 2.3249 1.00 4.00 
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FIGURE 4.12: Means plot for all eight factors for three age groups (i.e. 18-30; 31-40 

& 41+ years) 

 

In Table 4.63 below, the Post-hoc, Pair Wise Test was also done and indicated 

significant differences (p<0.05) between certain age groups. The first significant 

difference was between ages the ages of 18-30 on the one hand and 31-40 as well as 

the 40+ years on the other hand, on their perception of before selection and during 

selection (p<0.05).  On both scales, older respondents had a more positive attitude 

than the younger ones (18-30).  

 

The next significant difference was between the age groups of 31-40 and 41+ years 

on their perception on reward. The older group had a more positive perception than 

the younger group.  

There was also a significant difference between age the age groups 18-30, 31-40 and 

41+ years on the other hand, on their perception of development. In both cases, older 

respondents had a more positive perception than the younger group (18-30). 
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TABLE 4.63: Multiple comparisons between different age groups (Post-hoc) 

Multiple Comparisons  

Dependent Variable 
Mean 

difference 
(I-J) 

Std. error Sig. 

95% Confidence 
interval 

Lower 
bound 

Upper 
bound 

Supervisory 
stimulation 
and vision 

18-30 31-40 .10837 .07590 .362 -.0779 .2947 
41+ -.02698 .08160 .947 -.2273 .1733 

31-40 18-30 -.10837 .07590 .362 -.2947 .0779 
41+ -.13534 .06861 .144 -.3037 .0331 

41+ 18-30 .02698 .08160 .947 -.1733 .2273 
31-40 .13534 .06861 .144 -.0331 .3037 

Consideration 18-30 31-40 .09867 .07083 .380 -.0752 .2725 
41+ -.03976 .07605 .872 -.2264 .1469 

31-40 18-30 -.09867 .07083 .380 -.2725 .0752 
41+ -.13843 .06391 .097 -.2953 .0184 

41+ 18-30 .03976 .07605 .872 -.1469 .2264 
31-40 .13843 .06391 .097 -.0184 .2953 

Positive 
attitude 

18-30 31-40 .07299 .04678 .297 -.0418 .1878 
41+ -.00802 .05022 .987 -.1313 .1153 

31-40 18-30 -.07299 .04678 .297 -.1878 .0418 
41+ -.08101 .04221 .160 -.1846 .0226 

41+ 18-30 .00802 .05022 .987 -.1153 .1313 
31-40 .08101 .04221 .160 -.0226 .1846 

Before 
selection 

18-30 31-40 -.50889* .06984 .000 -.6803 -.3375 
41+ -.56972* .07499 .000 -.7538 -.3857 

31-40 18-30 .50889* .06984 .000 .3375 .6803 
41+ -.06083 .06303 .628 -.2155 .0939 

41+ 18-30 .56972* .07499 .000 .3857 .7538 
31-40 .06083 .06303 .628 -.0939 .2155 

During 
selection 

18-30 31-40 -.51971* .06519 .000 -.6797 -.3597 
41+ -.49668* .07003 .000 -.6686 -.3248 

31-40 18-30 .51971* .06519 .000 .3597 .6797 
41+ .02304 .05880 .926 -.1213 .1674 

41+ 18-30 .49668* .07003 .000 .3248 .6686 
31-40 -.02304 .05880 .926 -.1674 .1213 

Relationship 18-30 31-40 -.22527* .07490 .011 -.4091 -.0414 
41+ -.25183* .08070 .008 -.4499 -.0537 

31-40 18-30 .22527* .07490 .011 .0414 .4091 
41+ -.02656 .06783 .926 -.1931 .1400 

41+ 18-30 .25183* .08070 .008 .0537 .4499 
31-40 .02656 .06783 .926 -.1400 .1931 

Reward 18-30 31-40 .06853 .08166 .703 -.1319 .2690 
41+ -.14245 .08759 .267 -.3575 .0726 
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31-40 18-30 -.06853 .08166 .703 -.2690 .1319 
41+ -.21098* .07312 .016 -.3905 -.0315 

41+ 18-30 .14245 .08759 .267 -.0726 .3575 
31-40 .21098* .07312 .016 .0315 .3905 

Development 18-30 31-40 -.22142* .08110 .025 -.4205 -.0223 
41+ -.37051* .08707 .000 -.5842 -.1568 

31-40 18-30 .22142* .08110 .025 .0223 .4205 
41+ -.14910 .07265 .123 -.3274 .0292 

41+ 18-30 .37051* .08707 .000 .1568 .5842 
31-40 .14910 .07265 .123 -.0292 .3274 

*. The mean difference is significant at the 0.05 level. 

 

 

From the analysis of the age groups above, it can be inferred, that, in general, older 

respondents had a more positive perception of the measured aspects of the 

organisation than the younger ones.  

 

4.5.3 ANOVA for length of service groups  

 

According to Table 4.64 below, it is evident that significant differences (p<0.05) were 

obvious between groups in before selection (0.000), during selection (0.000) and 

development (0.049). The latter is only marginally significant and will not be 

considered in this analysis.  
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TABLE 4. 64: ANOVA: Significant difference between tenure groups 

ANOVA 

  
Sum of 
squares 

df 
Mean 

square 
F Sig. 

Supervisory 
stimulation and 
vision 

Between groups 2.088 3 .696 1.457 .225 
Within groups 259.980 544 .478     
Total 262.068 547       

Consideration Between groups 2.587 3 .862 2.075 .102 
Within groups 226.501 545 .416     
Total 229.088 548       

Positive attitude Between groups .917 3 .306 1.685 .169 
Within groups 98.845 545 .181     
Total 99.762 548       

Before selection Between groups 10.408 3 3.469 7.965 .000 
Within groups 237.386 545 .436     
Total 247.794 548       

During selection Between groups 6.965 3 2.322 6.091 .000 
Within groups 203.530 534 .381     
Total 210.495 537       

Relationship Between groups 2.653 3 .884 1.946 .121 
Within groups 237.705 523 .455     
Total 240.358 526       

Reward Between groups 3.896 3 1.299 2.545 .055 
Within groups 256.136 502 .510     
Total 260.032 505       

Development Between groups 4.154 3 1.385 2.633 .049 
Within groups 271.368 516 .526     
Total 275.521 519       

 

 

TABLE 4.65: Descriptive ANOVA results for tenure groups 

Descriptives  

  

N Mean 
Std. 

deviation 
Std. 
error 

95% confidence 
interval for mean 

Min Max 
Lower 
bound 

Upper 
bound 

Supervisory 
stimulation 
and vision 

1-5 years 146 2.2500 .69694 .05768 2.1360 2.3640 1.00 4.00 
6-10 years 195 2.1108 .72529 .05194 2.0083 2.2132 1.00 4.00 
11-20 140 2.1601 .66500 .05620 2.0490 2.2712 1.00 3.00 
21+ 67 2.2557 .62797 .07672 2.1025 2.4089 1.00 3.36 
Total 548 2.1782 .69217 .02957 2.1201 2.2363 1.00 4.00 

Consideration 1-5 years 146 2.4080 .66570 .05509 2.2991 2.5169 1.00 4.00 
6-10 years 196 2.2756 .67160 .04797 2.1809 2.3702 1.00 4.00 
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11-20 140 2.3039 .62608 .05291 2.1993 2.4085 1.00 3.00 
21+ 67 2.4569 .54778 .06692 2.3232 2.5905 1.00 3.14 
Total 549 2.3401 .64656 .02759 2.2859 2.3943 1.00 4.00 

Positive 
attitude 

1-5 years 146 1.7865 .52303 .04329 1.7010 1.8721 1.00 4.00 
6-10 years 196 1.7224 .39780 .02841 1.6663 1.7784 1.00 3.25 
11-20 140 1.7696 .38812 .03280 1.7048 1.8345 1.00 2.75 
21+ 67 1.8507 .33445 .04086 1.7692 1.9323 1.00 3.25 
Total 549 1.7672 .42667 .01821 1.7314 1.8029 1.00 4.00 

Before 
selection 

1-5 years 146 2.5833 .76489 .06330 2.4582 2.7084 1.00 4.00 
6-10 years 196 2.6446 .68444 .04889 2.5481 2.7410 1.00 4.00 
11-20 140 2.8649 .55046 .04652 2.7729 2.9569 1.00 3.50 
21+ 67 2.9527 .53776 .06570 2.8216 3.0839 1.00 3.75 
Total 549 2.7221 .67244 .02870 2.6657 2.7784 1.00 4.00 

During 
selection 

1-5 years 142 2.2542 .70957 .05955 2.1365 2.3719 1.00 3.60 
6-10 years 191 2.4546 .61149 .04425 2.3673 2.5419 1.00 3.00 
11-20 139 2.5576 .56337 .04778 2.4631 2.6520 1.00 4.00 
21+ 66 2.4854 .52174 .06422 2.3571 2.6136 1.00 3.40 
Total 538 2.4321 .62609 .02699 2.3791 2.4851 1.00 4.00 

Relationship 1-5 years 140 2.3310 .73237 .06190 2.2086 2.4533 1.00 3.67 
6-10 years 186 2.4659 .67230 .04930 2.3687 2.5632 1.00 3.00 
11-20 138 2.5145 .62018 .05279 2.4101 2.6189 1.00 3.00 
21+ 63 2.4815 .65795 .08289 2.3158 2.6472 1.00 3.00 
Total 527 2.4447 .67598 .02945 2.3868 2.5025 1.00 3.67 

Reward 1-5 years 136 2.4632 .72936 .06254 2.3395 2.5869 1.00 3.50 
6-10 years 173 2.4769 .75061 .05707 2.3642 2.5895 1.00 3.00 
11-20 136 2.5331 .72572 .06223 2.4100 2.6562 1.00 3.00 
21+ 61 2.7459 .52140 .06676 2.6124 2.8794 1.00 3.50 
Total 506 2.5208 .71758 .03190 2.4581 2.5834 1.00 3.50 

Development 1-5 years 139 2.1637 .73210 .06210 2.0409 2.2865 1.00 4.00 
6-10 years 180 2.2208 .73864 .05505 2.1122 2.3295 1.00 3.00 
11-20 138 2.3696 .68496 .05831 2.2543 2.4849 1.00 3.00 
21+ 63 2.3823 .75634 .09529 2.1918 2.5728 1.00 3.00 
Total 520 2.2646 .72861 .03195 2.2018 2.3274 1.00 4.00 

 

 

In Figure 4.13 below, further investigation revealed that the perceptions of 

engagement with the organisation before selection showed a steady increase with 

tenure. In the case of perceptions during selection, those with 1-5 years showed a 

significantly lower score than those with 6-10 and 11-20 years respectively. 

Respondents who have been with the organisation longer seem to have a slightly more 
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positive recollection of their engagement with the organisation both before and during 

selection.  

 

FIGURE 4.13: Means plot for all eight factors for tenure groups 

 

TABLE 4.66: Multiple comparisons between different tenure groups (Post-hoc) 

Multi ple comparisom  

 
Dependent variable 

Mean 
difference 

Std. 
error 

Sig. 
95% confidence level 

Lower 
bound 

Upper 
bound 

Positive attitude 1-5 
years 

6-10 years .06417 .04656 .594 -.0664 .1947 
11-20 .01689 .05038 .990 -.1244 .1582 
21+ -.06422 .06284 .791 -.2404 .1120 

6-10 
years 

1-5 years -.06417 .04656 .594 -.1947 .0664 
11-20 -.04728 .04713 .800 -.1794 .0849 
21+ -.12838 .06027 .210 -.2974 .0406 

11-20 1-5 years -.01689 .05038 .990 -.1582 .1244 
6-10 years .04728 .04713 .800 -.0849 .1794 
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21+ -.08110 .06326 .650 -.2585 .0963 
21+ 1-5 years .06422 .06284 .791 -.1120 .2404 

6-10 years .12838 .06027 .210 -.0406 .2974 
11-20 .08110 .06326 .650 -.0963 .2585 

Before 
selection 

1-5 
years 

6-10 years -.06122 .07215 .868 -.2636 .1411 
11-20 -.28155* .07807 .005 -.5005 -.0626 
21+ -.36940* .09739 .003 -.6425 -.0963 

6-10 
years 

1-5 years .06122 .07215 .868 -.1411 .2636 
11-20 -.22032* .07303 .029 -.4251 -.0155 
21+ -.30818* .09340 .013 -.5701 -.0463 

11-20 1-5 years .28155* .07807 .005 .0626 .5005 
6-10 years .22032* .07303 .029 .0155 .4251 
21+ -.08786 .09804 .849 -.3628 .1871 

21+ 1-5 years .36940* .09739 .003 .0963 .6425 
6-10 years .30818* .09340 .013 .0463 .5701 
11-20 .08786 .09804 .849 -.1871 .3628 

During 
selection 

1-5 
years 

6-10 years -.20040* .06841 .036 -.3922 -.0086 
11-20 -.30333* .07366 .001 -.5099 -.0967 
21+ -.23113 .09197 .099 -.4891 .0268 

6-10 
years 

1-5 years .20040* .06841 .036 .0086 .3922 
11-20 -.10293 .06883 .525 -.2960 .0901 
21+ -.03073 .08815 .989 -.2779 .2165 

11-20 1-5 years .30333* .07366 .001 .0967 .5099 
6-10 years .10293 .06883 .525 -.0901 .2960 
21+ .07220 .09229 .894 -.1866 .3310 

21+ 1-5 years .23113 .09197 .099 -.0268 .4891 
6-10 years .03073 .08815 .989 -.2165 .2779 
11-20 -.07220 .09229 .894 -.3310 .1866 

Relationship 1-5 
years 

6-10 years -.13500 .07543 .362 -.3466 .0766 
11-20 -.18354 .08087 .162 -.4103 .0433 
21+ -.15053 .10228 .539 -.4374 .1363 

6-10 
years 

1-5 years .13500 .07543 .362 -.0766 .3466 
11-20 -.04854 .07574 .938 -.2610 .1639 
21+ -.01553 .09827 .999 -.2912 .2601 

11-20 1-5 years .18354 .08087 .162 -.0433 .4103 
6-10 years .04854 .07574 .938 -.1639 .2610 
21+ .03301 .10251 .991 -.2545 .3205 

21+ 1-5 years .15053 .10228 .539 -.1363 .4374 
6-10 years .01553 .09827 .999 -.2601 .2912 
11-20 -.03301 .10251 .991 -.3205 .2545 

Reward 1-5 
years 

6-10 years -.01364 .08186 .999 -.2433 .2160 
11-20 -.06985 .08662 .885 -.3128 .1731 
21+ -.28267 .11007 .087 -.5914 .0261 
1-5 years .01364 .08186 .999 -.2160 .2433 
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6-10 
years 

11-20 -.05621 .08186 .925 -.2858 .1734 
21+ -.26902 .10637 .095 -.5674 .0293 

11-20 1-5 years .06985 .08662 .885 -.1731 .3128 
6-10 years .05621 .08186 .925 -.1734 .2858 
21+ -.21281 .11007 .292 -.5216 .0959 

21+ 1-5 years .28267 .11007 .087 -.0261 .5914 
6-10 years .26902 .10637 .095 -.0293 .5674 
11-20 .21281 .11007 .292 -.0959 .5216 

Development 1-5 
years 

6-10 years -.05716 .08189 .922 -.2868 .1725 
11-20 -.20590 .08715 .135 -.4503 .0385 
21+ -.21861 .11014 .269 -.5275 .0903 

6-10 
years 

1-5 years .05716 .08189 .922 -.1725 .2868 
11-20 -.14873 .08205 .351 -.3789 .0814 
21+ -.16144 .10616 .511 -.4592 .1363 

11-20 1-5 years .20590 .08715 .135 -.0385 .4503 
6-10 years .14873 .08205 .351 -.0814 .3789 
21+ -.01271 .11027 1.000 -.3220 .2966 

21+ 1-5 years .21861 .11014 .269 -.0903 .5275 
6-10 years .16144 .10616 .511 -.1363 .4592 
11-20 .01271 .11027 1.000 -.2966 .3220 

*. The mean difference is significant at the 0.05 level. 

 

 

4.5.4 ANOVA for engineering fields  groups  

 

A One-way ANOVA between engineering fields groups as depicted in Table 4.67 

below was conducted to compare the importance of the factors to these groups. In 

accordance with the p-scores in Table 4.67 below, significant statistical differences 

(p<0.05) between groups were identified for two factors (i.e. before selection and 

during selection). For these factors, the p-values were 0.023 and 0.003 respectively. 
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TABLE 4.67: Significant difference between engineering fields groups 

ANOVA 

  
Sum of 
squares 

df Mean square F Sig. 

Supervisory 
stimulation and 
vision 

Between groups 1.467 3 .489 1.016 .385 
Within groups 244.437 508 .481     
Total 245.904 511       

Consideration Between groups .817 3 .272 .640 .589 
Within groups 216.336 509 .425     
Total 217.153 512       

Positive attitude Between groups .362 3 .121 .657 .579 
Within groups 93.523 509 .184     
Total 93.886 512       

Before selection Between groups 4.481 3 1.494 3.216 .023 
Within groups 236.402 509 .464     
Total 240.883 512       

During selection Between groups 5.426 3 1.809 4.640 .003 
Within groups 195.300 501 .390     
Total 200.726 504       

Relationship Between groups 2.363 3 .788 1.692 .168 
Within groups 228.523 491 .465     
Total 230.885 494       

Reward Between groups 2.174 3 .725 1.405 .241 
Within groups 244.013 473 .516     
Total 246.187 476       

Development Between groups 1.339 3 .446 .826 .480 
Within groups 261.463 484 .540     
Total 262.802 487       

 

TABLE 4.68: Descriptive statistics for engineering fields groups 

Descriptives  

Variable N Mean 
Std. 

deviation 
Std. 
error 

95% confidence 
interval for 

mean Min Max 

Lower 
bound 

Upper 
bound 

Supervisory 
stimulation and 
vision 

Civil and 
structural 

26 2.3671 .87291 .17119 2.0146 2.7197 1.00 3.91 

Electrical 312 2.1684 .68222 .03862 2.0924 2.2444 1.00 4.00 
Mechanical 124 2.1522 .70205 .06305 2.0274 2.2770 1.00 3.00 
Chemical 50 2.0777 .63917 .09039 1.8961 2.2594 1.00 3.09 
Total 512 2.1657 .69370 .03066 2.1055 2.2259 1.00 4.00 

Consideration Civil and 
structural 26 2.4560 .77981 .15293 2.1411 2.7710 1.00 3.71 
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Electrical 312 2.3280 .65079 .03684 2.2555 2.4005 1.00 4.00 
Mechanical 124 2.3079 .62084 .05575 2.1976 2.4183 1.00 3.00 
Chemical 51 2.2435 .66343 .09290 2.0569 2.4301 1.00 3.00 
Total 513 2.3212 .65125 .02875 2.2647 2.3777 1.00 4.00 

Positive attitude Civil and 
structural 26 1.8686 .69449 .13620 1.5881 2.1491 1.00 3.75 

Electrical 312 1.7580 .40680 .02303 1.7127 1.8033 1.00 4.00 
Mechanical 124 1.7473 .41996 .03771 1.6727 1.8220 1.00 3.25 
Chemical 51 1.7337 .40757 .05707 1.6190 1.8483 1.00 3.00 
Total 513 1.7586 .42822 .01891 1.7215 1.7958 1.00 4.00 

Before selection Civil and 
structural 

26 2.7404 .68000 .13336 2.4657 3.0150 1.00 3.50 

Electrical 312 2.7711 .66450 .03762 2.6971 2.8451 1.00 4.00 
Mechanical 124 2.5638 .70247 .06308 2.4390 2.6887 1.00 3.33 
Chemical 51 2.5948 .73239 .10256 2.3888 2.8008 1.00 3.25 
Total 513 2.7019 .68591 .03028 2.6424 2.7614 1.00 4.00 

During selection Civil and 
structural 26 2.3231 .77990 .15295 2.0081 2.6381 1.00 3.60 

Electrical 308 2.4936 .59650 .03399 2.4267 2.5605 1.00 4.00 
Mechanical 122 2.2577 .65582 .05938 2.1401 2.3752 1.00 3.00 
Chemical 49 2.3388 .62610 .08944 2.1589 2.5186 1.00 3.00 
Total 505 2.4128 .63108 .02808 2.3576 2.4680 1.00 4.00 

Relationship Civil and 
structural 

24 2.5833 .64643 .13195 2.3104 2.8563 1.00 3.67 

Electrical 305 2.4481 .68421 .03918 2.3710 2.5252 1.00 3.00 
Mechanical 118 2.4153 .66372 .06110 2.2942 2.5363 1.00 3.00 
Chemical 48 2.2431 .73010 .10538 2.0311 2.4551 1.00 3.00 
Total 495 2.4269 .68365 .03073 2.3666 2.4873 1.00 3.67 

Reward Civil and 
structural 24 2.7083 .52990 .10817 2.4846 2.9321 1.00 3.00 

Electrical 293 2.5222 .72174 .04216 2.4392 2.6052 1.00 3.50 
Mechanical 113 2.5088 .74995 .07055 2.3691 2.6486 1.00 3.50 
Chemical 47 2.3511 .69872 .10192 2.1459 2.5562 1.00 3.00 
Total 477 2.5115 .71917 .03293 2.4468 2.5762 1.00 3.50 

Development Civil and 
structural 

24 2.2083 .94313 .19252 1.8101 2.6066 1.00 4.00 

Electrical 301 2.2849 .71795 .04138 2.2034 2.3663 1.00 3.00 
Mechanical 115 2.1935 .73154 .06822 2.0583 2.3286 1.00 3.00 
Chemical 48 2.1406 .73460 .10603 1.9273 2.3539 1.00 3.00 
Total 488 2.2454 .73460 .03325 2.1801 2.3107 1.00 4.00 
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FIGURE 4.14: Means plot for all eight factors for engineering fields groups 

 

In Table 4.69 below, the Post-hoc Pair WiseTtest was undertaken and it showed a 

marginal significant difference (p<0.05) only between electrical and mechanical 

engineers for the before selection factor. Electrical engineers had a slightly more 

positive perception than mechanical engineers. The same pattern was found for the 

during selection factor.  

 

TABLE 4.69: Multiple comparisons between different engineering fields groups (Post-

hoc) 

Multiple Comparisons  

Dependent Variable 
Mean 

difference 
 (I-J) 

Std. 
error 

Sig. 

95% Confidence 
Interval 

Lower 
bound 

Upper 
bound 

Supervisory 
stimulation and 
vision 

Civil and 
structural 

Electrical .19877 .14159 .579 -.1984 .5959 
Mechanical .21490 .14962 .560 -.2048 .6346 
Chemical .28942 .16772 .396 -.1810 .7599 

Electrical Civil and 
structural 

-.19877 .14159 .579 -.5959 .1984 
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Mechanical .01613 .07364 .997 -.1904 .2227 
Chemical .09065 .10567 .865 -.2057 .3870 

Mechanical Civil and 
structural -.21490 .14962 .560 -.6346 .2048 

Electrical -.01613 .07364 .997 -.2227 .1904 
Chemical .07452 .11621 .938 -.2514 .4005 

Chemical Civil and 
structural 

-.28942 .16772 .396 -.7599 .1810 

Electrical -.09065 .10567 .865 -.3870 .2057 
Mechanical -.07452 .11621 .938 -.4005 .2514 

Consideration Civil and 
structural 

Electrical .12807 .13308 .819 -.2452 .5013 
Mechanical .14809 .14062 .775 -.2463 .5425 
Chemical .21253 .15710 .609 -.2281 .6532 

Electrical Civil and 
structural -.12807 .13308 .819 -.5013 .2452 

Mechanical .02003 .06921 .994 -.1741 .2141 
Chemical .08447 .09847 .865 -.1917 .3607 

Mechanical Civil and 
structural 

-.14809 .14062 .775 -.5425 .2463 

Electrical -.02003 .06921 .994 -.2141 .1741 
Chemical .06444 .10845 .950 -.2397 .3686 

Chemical Civil and 
structural -.21253 .15710 .609 -.6532 .2281 

Electrical -.08447 .09847 .865 -.3607 .1917 
Mechanical -.06444 .10845 .950 -.3686 .2397 

Positive attitude Civil and 
structural 

Electrical .11058 .08750 .660 -.1348 .3560 
Mechanical .12128 .09246 .633 -.1381 .3806 
Chemical .13493 .10329 .636 -.1548 .4247 

Electrical Civil and 
structural 

-.11058 .08750 .660 -.3560 .1348 

Mechanical .01070 .04550 .997 -.1169 .1383 
Chemical .02435 .06474 .986 -.1572 .2059 

Mechanical Civil and 
structural 

-.12128 .09246 .633 -.3806 .1381 

Electrical -.01070 .04550 .997 -.1383 .1169 
Chemical .01365 .07131 .998 -.1864 .2137 

Chemical Civil and 
structural 

-.13493 .10329 .636 -.4247 .1548 

Electrical -.02435 .06474 .986 -.2059 .1572 
Mechanical -.01365 .07131 .998 -.2137 .1864 

Before selection Civil and 
structural 

Electrical -.03072 .13911 .997 -.4209 .3595 
Mechanical .17654 .14700 .696 -.2358 .5889 
Chemical .14561 .16423 .853 -.3150 .6062 

Electrical Civil and 
structural 

.03072 .13911 .997 -.3595 .4209 

Mechanical .20726* .07235 .043 .0043 .4102 
Chemical .17633 .10293 .403 -.1124 .4650 

Mechanical Civil and 
structural 

-.17654 .14700 .696 -.5889 .2358 

Electrical -.20726* .07235 .043 -.4102 -.0043 
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Chemical -.03093 .11337 .995 -.3489 .2871 
Chemical Civil and 

structural 
-.14561 .16423 .853 -.6062 .3150 

Electrical -.17633 .10293 .403 -.4650 .1124 
Mechanical .03093 .11337 .995 -.2871 .3489 

During selection Civil and 
structural 

Electrical -.17054 .12751 .618 -.5282 .1871 
Mechanical .06543 .13486 .972 -.3129 .4437 
Chemical -.01570 .15149 1.000 -.4406 .4092 

Electrical Civil and 
structural 

.17054 .12751 .618 -.1871 .5282 

Mechanical .23596* .06679 .006 .0486 .4233 
Chemical .15484 .09603 .458 -.1145 .4242 

Mechanical Civil and 
structural 

-.06543 .13486 .972 -.4437 .3129 

Electrical -.23596* .06679 .006 -.4233 -.0486 
Chemical -.08113 .10560 .899 -.3773 .2151 

Chemical Civil and 
structural 

.01570 .15149 1.000 -.4092 .4406 

Electrical -.15484 .09603 .458 -.4242 .1145 
Mechanical .08113 .10560 .899 -.2151 .3773 

Relationship Civil and 
structural 

Electrical .13525 .14463 .832 -.2705 .5410 
Mechanical .16808 .15276 .751 -.2605 .5966 
Chemical .34028 .17055 .265 -.1382 .8187 

Electrical Civil and 
structural 

-.13525 .14463 .832 -.5410 .2705 

Mechanical .03283 .07396 .978 -.1746 .2403 
Chemical .20503 .10594 .291 -.0921 .5022 

Mechanical Civil and 
structural 

-.16808 .15276 .751 -.5966 .2605 

Electrical -.03283 .07396 .978 -.2403 .1746 
Chemical .17220 .11679 .538 -.1554 .4998 

Chemical Civil and 
structural 

-.34028 .17055 .265 -.8187 .1382 

Electrical -.20503 .10594 .291 -.5022 .0921 
Mechanical -.17220 .11679 .538 -.4998 .1554 

Development Civil and 
structural 

Electrical -.07655 .15590 .971 -.5139 .3608 
Mechanical .01486 .16494 1.000 -.4479 .4776 
Chemical .06771 .18375 .987 -.4478 .5832 

Electrical Civil and 
structural 

.07655 .15590 .971 -.3608 .5139 

Mechanical .09141 .08057 .732 -.1346 .3174 
Chemical .14426 .11423 .661 -.1762 .4647 

Mechanical Civil and 
structural 

-.01486 .16494 1.000 -.4776 .4479 

Electrical -.09141 .08057 .732 -.3174 .1346 
Chemical .05285 .12630 .981 -.3015 .4072 

Chemical Civil and 
structural 

-.06771 .18375 .987 -.5832 .4478 

Electrical -.14426 .11423 .661 -.4647 .1762 
Mechanical -.05285 .12630 .981 -.4072 .3015 

*. The mean difference is significant at the 0.05 level. 
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4.5.5 ANOVA for educational levels groups  

 

A One-way ANOVA between educational levels groups as depicted in Table 4.70 

below was conducted to compare the importance of the factors to these groups. As 

shown in Table 4.70 below, none of the groups showed significant statistical difference 

because all the p-values are higher than 0.05.  

 

TABLE 4.70: ANOVA: Significant difference between educational levels groups 

ANOVA 

  
Sum of 
squares 

df 
Mean 
square 

F Sig. 

Supervisory 
stimulation and 
vision 

Between groups .008 2 .004 .009 .991 
Within groups 262.277 540 .486     
Total 262.286 542       

Consideration Between groups .034 2 .017 .040 .961 
Within groups 231.010 540 .428     
Total 231.044 542       

Positive attitude Between groups .310 2 .155 .835 .434 
Within groups 100.287 540 .186     
Total 100.598 542       

Before selection Between groups .548 2 .274 .594 .553 
Within groups 249.288 540 .462     
Total 249.836 542       

During selection Between groups .093 2 .047 .119 .888 
Within groups 207.025 528 .392     
Total 207.118 530       

Relationship Between groups 2.755 2 1.377 2.996 .051 
Within groups 238.115 518 .460     
Total 240.870 520       

Reward Between groups 1.447 2 .724 1.409 .245 
Within groups 255.158 497 .513     
Total 256.606 499       

Development Between groups .380 2 .190 .361 .697 
Within groups 268.638 511 .526     
Total 269.018 513       
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TABLE 4.71: Descriptive results for educational levels 

Descriptives  

 N Mean 
Std. 

deviation 
Std. 
error 

95% Confidence 
Interval for Mean 

Min Max 
Lower 
bound 

Upper 
bound 

Supervisory 
stimulation 
and vision 

Bachelor 
degree 

115 2.1700 .71559 .06673 2.0378 2.3022 1.00 4.00 

Honours 
degree / B 
Tech 

281 2.1776 .69078 .04121 2.0964 2.2587 1.00 3.45 

Masters 
degree / M 
Tech 

147 2.1813 .69386 .05723 2.0682 2.2944 1.00 4.00 

Total 543 2.1770 .69564 .02985 2.1183 2.2356 1.00 4.00 
Consideration Bachelor 

degree 
115 2.3175 .66505 .06202 2.1947 2.4404 1.00 4.00 

Honours 
degree / B 
Tech 

281 2.3346 .64487 .03847 2.2589 2.4104 1.00 3.00 

Masters 
degree / M 
Tech 

147 2.3395 .66285 .05467 2.2314 2.4475 1.00 4.00 

Total 543 2.3323 .65290 .02802 2.2773 2.3874 1.00 4.00 
Positive 
attitude 

Bachelor 
degree 115 1.8072 .49564 .04622 1.7157 1.8988 1.00 4.00 

Honours 
degree / B 
Tech 

281 1.7530 .42116 .02512 1.7035 1.8024 1.00 3.50 

Masters 
degree / M 
Tech 

147 1.7432 .39360 .03246 1.6790 1.8074 1.00 3.25 

Total 543 1.7618 .43082 .01849 1.7255 1.7981 1.00 4.00 
Before 
selection 

Bachelor 
degree 

115 2.7130 .70987 .06620 2.5819 2.8442 1.00 4.00 

Honours 
degree / B 
Tech 

281 2.6865 .67228 .04010 2.6076 2.7655 1.00 3.50 

Masters 
degree / M 
Tech 

147 2.7619 .66873 .05516 2.6529 2.8709 1.00 4.00 

Total 543 2.7126 .67893 .02914 2.6553 2.7698 1.00 4.00 
During 
selection 

Bachelor 
degree 

113 2.4437 .61622 .05797 2.3288 2.5585 1.00 3.60 

Honours 
degree / B 
Tech 

273 2.4162 .62126 .03760 2.3422 2.4903 1.00 4.00 

Masters 
degree / M 
Tech 

145 2.4421 .64287 .05339 2.3365 2.5476 1.00 3.40 

Total 531 2.4291 .62513 .02713 2.3758 2.4824 1.00 4.00 
Relationship Bachelor 

degree 
111 2.4895 .65877 .06253 2.3656 2.6134 1.00 3.00 

Honours 
degree / B 
Tech 

269 2.4833 .65493 .03993 2.4047 2.5619 1.00 3.67 
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Masters 
degree / M 
Tech 

141 2.3215 .73399 .06181 2.1993 2.4437 1.00 3.00 

Total 521 2.4408 .68060 .02982 2.3822 2.4994 1.00 3.67 
Reward Bachelor 

degree 
108 2.4537 .74425 .07162 2.3117 2.5957 1.00 3.00 

Honours 
degree / B 
Tech 

258 2.5000 .73411 .04570 2.4100 2.5900 1.00 3.50 

Masters 
degree / M 
Tech 

134 2.6007 .65689 .05675 2.4885 2.7130 1.00 3.50 

Total 500 2.5170 .71710 .03207 2.4540 2.5800 1.00 3.50 
Development Bachelor 

degree 
111 2.2928 .74839 .07103 2.1520 2.4336 1.00 4.00 

Honours 
degree / B 
Tech 

266 2.2456 .72831 .04466 2.1577 2.3335 1.00 3.00 

Masters 
degree / M 
Tech 

137 2.3047 .69908 .05973 2.1866 2.4229 1.00 3.00 

Total 514 2.2716 .72416 .03194 2.2088 2.3343 1.00 4.00 

 

 

 

 

FIGURE 4.15: Means plot for all eight factors for educational groups 
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Post-hoc analyses are not reported for educational groups, as there were no 

significant differences be found 

 

4.5.6 ANOVA for designation  groups  

 

A One-way ANOVA between designation groups as depicted in Table 4.72 below was 

conducted to compare the groups on the factors. Table 4.72 below shows that 

significant statistical differences (p<0.05) between groups were identified for four 

factors (i.e. before selection, during selection, relationship and development).  

 

TABLE 4.72: ANOVA: Significant difference between designations groups 

ANOVA 

  
Sum of 
squares 

df 
Mean 

square 
F Sig. 

Supervisory 
stimulation and 
vision 

Between groups 3.887 4 .972 2.059 .085 
Within groups 243.490 516 .472     
Total 247.377 520       

Consideration Between groups .568 4 .142 .338 .852 
Within groups 216.881 517 .419     
Total 217.449 521       

Positive attitude Between groups .915 4 .229 1.249 .289 
Within groups 94.693 517 .183     
Total 95.608 521       

Before selection Between groups 15.214 4 3.804 8.523 .000 
Within groups 230.728 517 .446     
Total 245.942 521       

During selection Between groups 10.094 4 2.523 6.647 .000 
Within groups 192.108 506 .380     
Total 202.202 510       

Relationship Between groups 10.403 4 2.601 5.884 .000 
Within groups 218.797 495 .442     
Total 229.200 499       

Reward Between groups 2.479 4 .620 1.196 .312 
Within groups 246.584 476 .518     
Total 249.062 480       

Development Between groups 13.164 4 3.291 6.514 .000 
Within groups 246.550 488 .505     
Total 259.714 492       
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TABLE 4.73: Descriptive statistics for designations groups 

Descriptives  

 N Mean 
Std. 

deviation 
Std. 
error 

95% confidence 
interval for mean 

Min Max 
Lower 
bound 

Upper 
bound 

Supervisory 
stimulation 
and vision 

Snr 
manager 

28 2.4727 .56243 .10629 2.2546 2.6908 1.00 3.00 

Middle 
manager 

126 2.2447 .70016 .06238 2.1212 2.3681 1.00 4.00 

Chief 
engineer 

44 2.0905 .65575 .09886 1.8911 2.2899 1.00 3.00 

Snr 
Engineer 

104 2.1569 .68490 .06716 2.0237 2.2901 1.00 3.00 

Engineer 219 2.1297 .70015 .04731 2.0364 2.2229 1.00 4.00 
Total 521 2.1780 .68973 .03022 2.1187 2.2374 1.00 4.00 

Consideration Snr 
manager 

28 2.4490 .57105 .10792 2.2275 2.6704 1.00 3.00 

Middle 
manager 

127 2.3472 .65573 .05819 2.2321 2.4624 1.00 4.00 

Chief 
engineer 

44 2.3361 .52282 .07882 2.1772 2.4951 1.00 3.00 

Snr 
Engineer 

104 2.3624 .64865 .06361 2.2363 2.4886 1.00 3.00 

Engineer 219 2.3117 .67324 .04549 2.2220 2.4013 1.00 4.00 
Total 522 2.3398 .64604 .02828 2.2843 2.3954 1.00 4.00 

Positive 
attitude 

Snr 
manager 

28 1.8839 .24983 .04721 1.7871 1.9808 1.25 2.25 

Middle 
manager 

127 1.7979 .42550 .03776 1.7232 1.8726 1.00 3.50 

Chief 
engineer 

44 1.6989 .35182 .05304 1.5919 1.8058 1.00 2.50 

Snr 
Engineer 

104 1.7813 .38429 .03768 1.7065 1.8560 1.00 2.75 

Engineer 219 1.7378 .47729 .03225 1.6743 1.8014 1.00 4.00 
Total 522 1.7656 .42838 .01875 1.7288 1.8025 1.00 4.00 

Before 
selection 

Snr 
manager 

28 3.0893 .33482 .06327 2.9595 3.2191 2.00 3.75 

Middle 
manager 

127 2.8537 .53470 .04745 2.7598 2.9476 1.50 4.00 

Chief 
engineer 

44 2.7519 .64186 .09676 2.5568 2.9470 1.00 3.33 

Snr 
Engineer 

104 2.7885 .65616 .06434 2.6609 2.9161 1.00 3.25 

Engineer 219 2.5205 .77108 .05210 2.4179 2.6232 1.00 4.00 
Total 522 2.7050 .68706 .03007 2.6459 2.7641 1.00 4.00 

During 
selection 

Snr 
manager 

26 2.5192 .53067 .10407 2.3049 2.7336 1.40 3.40 

Middle 
manager 

124 2.6301 .47540 .04269 2.5456 2.7146 1.40 3.20 

Chief 
engineer 

44 2.4500 .67393 .10160 2.2451 2.6549 1.00 4.00 

Snr 
Engineer 

103 2.4029 .62536 .06162 2.2807 2.5251 1.00 3.00 
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Engineer 214 2.2782 .67778 .04633 2.1869 2.3695 1.00 3.60 
Total 511 2.4158 .62966 .02785 2.3611 2.4705 1.00 4.00 

Relationship Snr 
manager 

26 2.4872 .59800 .11728 2.2456 2.7287 1.00 3.00 

Middle 
manager 

119 2.6723 .57076 .05232 2.5687 2.7759 1.00 3.67 

Chief 
engineer 

42 2.3333 .67475 .10412 2.1231 2.5436 1.00 3.00 

Snr 
Engineer 

101 2.3960 .70508 .07016 2.2568 2.5352 1.00 3.00 

Engineer 212 2.3145 .69880 .04799 2.2199 2.4091 1.00 3.00 
Total 500 2.4267 .67773 .03031 2.3671 2.4862 1.00 3.67 

Reward Snr 
manager 

26 2.7500 .55227 .10831 2.5269 2.9731 1.00 3.50 

Middle 
manager 

114 2.5877 .69207 .06482 2.4593 2.7161 1.00 3.00 

Chief 
engineer 

40 2.5000 .75107 .11875 2.2598 2.7402 1.00 3.00 

Snr 
Engineer 

95 2.4737 .75219 .07717 2.3205 2.6269 1.00 3.00 

Engineer 206 2.4782 .73136 .05096 2.3777 2.5786 1.00 3.50 
Total 481 2.5198 .72033 .03284 2.4552 2.5843 1.00 3.50 

Development Snr 
manager 

26 2.5385 .66216 .12986 2.2710 2.8059 1.00 3.00 

Middle 
manager 

119 2.4734 .67377 .06176 2.3511 2.5957 1.00 3.00 

Chief 
engineer 

42 2.1905 .73212 .11297 1.9623 2.4186 1.00 3.00 

Snr 
Engineer 

97 2.2964 .71108 .07220 2.1531 2.4397 1.00 3.00 

Engineer 209 2.0993 .73217 .05065 1.9994 2.1991 1.00 4.00 
Total 493 2.2593 .72655 .03272 2.1950 2.3236 1.00 4.00 
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FIGURE 4.16: Means plot for all eight factors for designations levels groups 

 

In Table 4.74 below, a Post-hoc Pair Wise Test was undertaken and it showed 

significant differences (p<0.05) between different designation groups. Looking at the 

significant differences on the before selection factor, it would appear that the engineers 

differed significantly from senior managers, senior engineers, and middle managers 

respectively. Inspection of the mean scores shows that, in all cases, engineers had a 

lower score than the other groups and thus had a relatively more negative attitude on 

this factor.  
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For during selection, relationship and development, only middle managers and 

engineers showed significant differences.  In all cases, the mean value of engineers 

was lower than that of middle management.  

 

TABLE 4.74: Multiple comparisons between different designations groups (Post-hoc) 

Multiple Comparisons  

Dependent Variable 
Mean 

difference (I-
J) 

Std. 
error 

Sig. 

95% confidence 
interval 

Lower 
bound 

Upper 
bound 

Before selection Snr 
manager 

Middle 
manager 

.23561 .13947 .583 -.1956 .6668 

Chief 
engineer 

.33739 .16150 .360 -.1619 .8366 

Snr 
Engineer 

.30082 .14223 .347 -.1389 .7405 

Engineer .56874* .13408 .001 .1543 .9832 
Middle 
manager 

Snr 
manager 

-.23561 .13947 .583 -.6668 .1956 

Chief 
engineer 

.10178 .11686 .944 -.2595 .4630 

Snr 
Engineer 

.06521 .08835 .969 -.2079 .3383 

Engineer .33313* .07451 .001 .1028 .5635 
Chief 
engineer 

Snr 
manager 

-.33739 .16150 .360 -.8366 .1619 

Middle 
manager 

-.10178 .11686 .944 -.4630 .2595 

Snr 
Engineer 

-.03657 .12014 .999 -.4080 .3348 

Engineer .23135 .11037 .357 -.1098 .5725 
Snr 
Engineer 

Snr 
manager 

-.30082 .14223 .347 -.7405 .1389 

Middle 
manager 

-.06521 .08835 .969 -.3383 .2079 

Chief 
engineer 

.03657 .12014 .999 -.3348 .4080 

Engineer .26791* .07955 .024 .0220 .5138 
Engineer Snr 

manager 
-.56874* .13408 .001 -.9832 -.1543 

Middle 
manager 

-.33313* .07451 .001 -.5635 -.1028 

Chief 
engineer 

-.23135 .11037 .357 -.5725 .1098 

Snr 
Engineer 

-.26791* .07955 .024 -.5138 -.0220 

During selection Snr 
manager 

Middle 
manager 

-.11088 .13291 .952 -.5218 .3000 
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Chief 
engineer 

.06923 .15242 .995 -.4020 .5404 

Snr 
Engineer 

.11632 .13523 .946 -.3018 .5344 

Engineer .24104 .12797 .471 -.1546 .6367 
Middle 
manager 

Snr 
manager 

.11088 .13291 .952 -.3000 .5218 

Chief 
engineer .18011 .10812 .597 -.1542 .5144 

Snr 
Engineer 

.22719 .08214 .107 -.0268 .4812 

Engineer .35191* .06954 .000 .1369 .5669 
Chief 
engineer 

Snr 
manager 

-.06923 .15242 .995 -.5404 .4020 

Middle 
manager 

-.18011 .10812 .597 -.5144 .1542 

Snr 
Engineer 

.04709 .11097 .996 -.2960 .3902 

Engineer .17181 .10199 .586 -.1435 .4871 
Snr 
Engineer 

Snr 
manager 

-.11632 .13523 .946 -.5344 .3018 

Middle 
manager 

-.22719 .08214 .107 -.4812 .0268 

Chief 
engineer -.04709 .11097 .996 -.3902 .2960 

Engineer .12472 .07389 .584 -.1037 .3532 
Engineer Snr 

manager -.24104 .12797 .471 -.6367 .1546 

Middle 
manager 

-.35191* .06954 .000 -.5669 -.1369 

Chief 
engineer 

-.17181 .10199 .586 -.4871 .1435 

Snr 
Engineer 

-.12472 .07389 .584 -.3532 .1037 

Relationship Snr 
manager 

Middle 
manager 

-.18509 .14393 .799 -.6301 .2599 

Chief 
engineer 

.15385 .16591 .930 -.3591 .6668 

Snr 
Engineer 

.09114 .14621 .983 -.3609 .5432 

Engineer .17271 .13815 .815 -.2544 .5999 
Middle 
manager 

Snr 
manager 

.18509 .14393 .799 -.2599 .6301 

Chief 
engineer 

.33894 .11933 .091 -.0300 .7079 

Snr 
Engineer 

.27623 .08995 .053 -.0019 .5543 

Engineer .35780* .07615 .000 .1223 .5933 
Chief 
engineer 

Snr 
manager 

-.15385 .16591 .930 -.6668 .3591 

Middle 
manager 

-.33894 .11933 .091 -.7079 .0300 

Snr 
Engineer 

-.06271 .12207 .992 -.4401 .3147 

Engineer .01887 .11229 1.000 -.3283 .3661 
Snr 
Engineer 

Snr 
manager 

-.09114 .14621 .983 -.5432 .3609 
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Middle 
manager 

-.27623 .08995 .053 -.5543 .0019 

Chief 
engineer 

.06271 .12207 .992 -.3147 .4401 

Engineer .08157 .08038 .905 -.1670 .3301 
Engineer Snr 

manager 
-.17271 .13815 .815 -.5999 .2544 

Middle 
manager -.35780* .07615 .000 -.5933 -.1223 

Chief 
engineer 

-.01887 .11229 1.000 -.3661 .3283 

Snr 
Engineer 

-.08157 .08038 .905 -.3301 .1670 

Development Snr 
manager 

Middle 
manager 

.06507 .15387 .996 -.4107 .5409 

Chief 
engineer 

.34799 .17737 .428 -.2005 .8964 

Snr 
Engineer 

.24207 .15697 .667 -.2433 .7274 

Engineer .43918 .14781 .067 -.0179 .8962 
Middle 
manager 

Snr 
manager 

-.06507 .15387 .996 -.5409 .4107 

Chief 
engineer 

.28291 .12757 .297 -.1115 .6774 

Snr 
Engineer 

.17700 .09723 .507 -.1237 .4776 

Engineer .37411* .08163 .000 .1217 .6265 
Chief 
engineer 

Snr 
manager 

-.34799 .17737 .428 -.8964 .2005 

Middle 
manager 

-.28291 .12757 .297 -.6774 .1115 

Snr 
Engineer 

-.10592 .13129 .957 -.5119 .3000 

Engineer .09119 .12019 .966 -.2805 .4628 
Snr 
Engineer 

Snr 
manager 

-.24207 .15697 .667 -.7274 .2433 

Middle 
manager 

-.17700 .09723 .507 -.4776 .1237 

Chief 
engineer 

.10592 .13129 .957 -.3000 .5119 

Engineer .19711 .08733 .279 -.0729 .4671 
Engineer Snr 

manager 
-.43918 .14781 .067 -.8962 .0179 

Middle 
manager 

-.37411* .08163 .000 -.6265 -.1217 

Chief 
engineer 

-.09119 .12019 .966 -.4628 .2805 

Snr 
Engineer 

-.19711 .08733 .279 -.4671 .0729 

*. The mean difference is significant at the 0.05 level. 
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4.5.7 Correlational  between variables  

 

The correlations between the various subscales were investigated by means of a 

Spearman correlation due to the small range of scores. The main interest was in the 

correlation between transformational leadership variables on the one hand and talent 

acquisition and retention on the other.  

�&�R�U�U�H�O�D�W�L�R�Q�V���F�D�Q���Y�D�U�\���L�Q���P�D�J�Q�L�W�X�G�H���I�U�R�P���í�����W�R���������Z�L�W�K���í�����L�Q�G�L�F�D�W�L�Q�J���D���S�H�U�I�H�F�W���Q�H�J�D�W�L�Y�H��

linear relationship, (as one variable increases, the other decreases) 1 indicating a 

perfect positive linear relationship (as one variable increases, the other decreases and 

the inverse) and zero indicating no linear relation between two variables.  As the 

statistical significance of this value is largely influenced by sample size, Cohen (1988) 

suggested that a correlation of 0.5 is large, 0.3 is moderate and 0.1 is small.  

 

Using this guideline, correlations were mostly of a small practical effect, except for 

those that are highlighted in Table 4.75 below, which were of medium effect size.  It is 

thus clear that transformational leadership only correlated significantly with the overall 

Retention Score, as well as with relationship and development, two of the retention 

subscales. These findings create expectations for the regressions to follow below.  
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TABLE 4.75: Spearman correlation between subscales or transformational leadership, 

talent acquisition and retention 

Correlations  

�6�S�H�D�U�P�D�Q�¶�V��
rho 

 Supervisory 
stimulation 
and vision 

Consideration 
Positive 
attitude 

Before 
selection 

Correlation 
coefficient 

0.181** 0.134** 0.115** 

Sig. (2-tailed) 0.000 0.002 0.007 

During 
selection 

Correlation 
coefficient 0.124** 0.106* 0.126** 

Sig. (2-tailed) 0.004 0.014 0.003 

Relationship 
Correlation 
coefficient  

0.406** 0.356** 0.383** 

Sig. (2-tailed) 0.000 0.000 0.000 

Reward 
Correlation 
coefficient  

0.123** 0.155** 0.126** 

Sig. (2-tailed) 0.006 0.000 0.004 

Development 
Correlation 
coefficient  

0.443** 0.414** 0.392** 

Sig. (2-tailed) 0.000 0.000 0.000 

Talent 
acquisition 

Correlation 
coefficient  

0.176 0.137 0.153 

Sig. (2-tailed) 0.000 0.001 0.000 

Talent 
retention 

Correlation 
coefficient  0.438 0.414 0.414 

Sig. (2-tailed) 0,000 0,000 0,000 
 

 

In Table 4.76 below, the correlation is statistically significant (p<0.05) and the 

correlation value is 0.379. This means that there is a statistically significant positive 

correlation between talent acquisition and talent retention. In other words, as one 

variable increases, the other one also increases. 

 

TABLE 4.76: Spearman correlation between talent acquisition and retention 

Correlations  

 Acquisition Retention 

Spearman's rho 

Acquisition 
Correlation coefficient 1.000 0.379** 
Sig. (2-tailed) . 0.000 
N 553 530 

Retention 
Correlation coefficient 0.379** 1.000 
Sig. (2-tailed) 0.000 . 
N 530 530 

**. Correlation is significant at the 0.01 level (2-tailed). 
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4.6 MULTIPLE REGRESSION ANALYSIS  

 

Multiple regression analysis was performed in order to examine the predictive 

relationship between transformational leadership and talent retention and acquisition 

respectively. Results are summarised below. It must be noted in this section that talent 

retention means talent retention total, and  talent acquisition means talent acquisition 

total.  

   

4.6.1 Prediction of talent acquisition  

 

The subscales of transformational leadership were used to predict the subscales of 

talent acquisition as well as the total score. Following this, the total score of 

transformational leadership was used to predict the subscales of talent acquisition as 

well as the total. Results are summarised in Table 4.77 below. Multicollinearity was 

assessed throughout. For this to be acceptable, the tolerance level should be greater 

than 0.2 (Menard, 1995:76) and Varience Inflation Factor (VIF) less than 10 (Myers, 

1990:132). 

 

TABLE 4.77: Prediction of talent acquisition by transformational leadership 

Prediction of talent acquisition by transformational leadership  

Independent variables 
Dependent 
variable 

Percentage 
variance 
explained 

Overall 
model 
significant? 

Predictor 
significance 

Tolerance VIF 

Supervisory stimulation 
and vision Before 

selection 2.5% 
Yes. 

p=0.001 

0.03 0.30 3.31 

Consideration 0.88 0.32 3.10 
Positive attitude 0.88 0.53 1.88 
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Supervisory stimulation 
and vision During 

selection 
1% 

Yes, 
marginally. 
P=0.043 

0.29 0.32 3.09 

Consideration 0.96 0.34 2.90 
Positive attitude 0.38 0.54 1.87 
              
Supervisory stimulation 
and vision Talent 

acquisition 
total 

2.9% 
Yes. 

p=0.000 

0.07 0.30 3.31 

Consideration 0.87 0.32 3.10 
Positive attitude 0.39 0.53 1.88 
              

Transformational 
leadership 

Talent 
acquisition 

total 
3.1% 

Yes. 
p=0.000 

0.000 n.a n.a 

              
Transformational 
leadership 

Before 
selection 

2.5% 
Yes. 
p=0.000 

0.000 n.a n.a 

              
Transformational 
leadership 

During 
selection 

1.3% 
Yes. 
p=0.005 

0.005 n.a n.a 

 

 

The summary of results above confirms that transformational leadership statistically 

predicts talent acquisition but very marginally. Inspection of significance scores show 

that supervisory stimulation and vision were statistically significant predictors of the 

�³�E�H�I�R�U�H�� �V�H�O�H�F�W�L�R�Q�´�� �V�F�D�O�H���� �D�V�� �Z�H�O�O�� �D�V�� �W�K�H�� �W�R�W�D�O��talent acquisition scale. The total 

transformational leadership scale predicted both the subscales and the total score of 

talent acquisition. Even though the overall models were significant, the percentage of 

variance explained was very small. Due to the fact that statistical significance is 

influenced by sample size, the concept of effect size as a measure of practical 

significance was introduced. The appropriate measure of effect size for regression 

analysis is f2, Cohen (1998) provided guidelines for the interpretation of this value, 

which was, in turn, converted by Ellis and Steyn (2003) back to the percentage of 

variance explained (R2). The conclusion was that an R2 of smaller than 0.13 can be 

regarded as �³non-significant� ,́ �E�H�W�Z�H�H�Q�������������D�Q�G�������������D�V���³�Vignificant�´�����D�Q�G���O�D�U�J�H�U���W�K�D�Q��

�����������D�V���³�Sractically significant� .́  Judging the regression analyses by this measure, it 
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must be inferred that transformational leadership does predict talent acquisition but 

very marginally.  

 

4.6.2 Prediction of talent retention  

 

The subscales of transformational leadership were also used to predict the subscales 

of talent retention as well as the total score. Following this, the total score of 

transformational leadership was used to predict the subscales of talent retention as 

well as the total. Results are summarised in Table 4.78 below. 

 

TABLE 4.78: Prediction of talent retention by transformational leadership 

Prediction of talent Retention by transformational l eadership  

Independent variables 
Dependent 

variable 

Percentage 
variance 
explained 

Overall 
model 

significant? 

Predictor 
significance 

Tolerance VIF 

Supervisory 
stimulation and vision 

Relationship 16.8% 
Yes. 

p=0.000 

0.00 0.32 3.13 

Consideration 0.11 0.34 2.92 
Positive attitude 0.00 0.53 1.89 
              
Supervisory 
stimulation and vision 

Reward 2.8% 
Yes. 

p=0.001 

0.36 0.32 3.12 

Consideration 0.02 0.34 2.95 
Positive attitude 0.20 0.53 1.89 
              
Supervisory 
stimulation and vision 

Development 20.8% 
Yes. 

p=0.000 

0.00 0.32 3.17 

Consideration 0.01 0.34 2.96 
Positive attitude 0.01 0.53 1.89 
              
Supervisory 
stimulation and vision Talent 

retention 
total 

21.2% 
Yes. 

p=0.000 

0.04 0.32 3.13 

Consideration 0.00 0.34 2.92 
Positive attitude 0.00 0.53 1.89 
              
Transformational 
leadership 

Development 20.7% 
Yes. 
p=0.000 

0.000 n.a n.a 

              
Transformational 
leadership  

Reward 2.7% Yes. 
p=0.000 

0.000 n.a n.a 
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Transformational 
leadership  

Relationship 17.1% 
Yes. 
p=0.000 

0.000 n.a n.a 

              

Transformational 
leadership  

Talent 
retention 

total 
21.3% 

Yes. 
p=0.000 

0.000 n.a n.a 

 

 

Inspection of the results above shows that transformational leadership has much more 

predictive power to predict talent retention than talent acquisition. This was to be 

expected from the previously reported correlations . With the exception of the reward 

subscale, the percentage of variance explained is much closer to practical significance 

as identified by Ellis and Steyn (2003). Even though none of the R2 values reached 

���������� �W�K�H�\�� �F�D�Q�� �D�W�� �O�H�D�V�W�� �E�H�� �U�H�J�D�U�G�H�G�� �D�V�� �³�6�L�J�Q�L�I�L�F�D�Q�W�´�� �L�Q�� �D�� �S�U�D�F�W�L�F�D�O sense rather than 

statistical sense. All of the transformational leadership subscales significantly 

predicted the development subscale as well as the total retention score. Supervisory 

stimulation and vision, as well as positive attitude were significant predictors of the 

relationship subscale, while only consideration was a significant predictor of the 

reward subscale. The total transformational leadership score was a significant 

predictor of all the subscales of retention, as well as the total retention score. 

  

In support of the finding that there is a statistically significant positive correlation 

between talent acquisition and talent retention, a regression analysis was performed 

between talent acquisition and retention (Table 4.79 below) and it showed that 

independent variable (talent acquisition) statistically significantly predict (P<0.005) the 

dependent variable (talent retention).  
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TABLE 4.79: Prediction of talent retention by talent acquisition 

Prediction of talent retention by talent acquisition  

Independent 
variables 

Dependent 
variable 

Percentage 
variance 
explained 

Overall 
model 
significant? 

Predictor 
significance 

Tolerance VIF 

Talent acquisition  Talent retention 13.3% Yes. p=0.000 0.00 n.a n.a 

 

 

4.6.3 Mediation effects of transformational leadership on the relationship 

between talent acquisition and retention  

 

The last step in the analysis was to investigate whether the relationship between talent 

acquisition and retention (as single constructs) was mediated by transformational 

leadership (as a single construct).  

According to Baron and Kenny (1886:1176), there are four steps to be followed in the 

mediation process as explained by Figure 4.17 below. Baron and Kenny (1986) argue 

that a variable may be called a mediator to the extent that it accounts for the relation 

between the predictor and the criterion.    
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FIGURE 4.17: Panel A: Illustration of a direct effect. X (Talent Acquisition) affects Y 

(Talent Retention). Panel B: Illustration of a mediation design. X affects Y indirectly 

through M (Transformational Leadership) 

 

Step 1:  Step 1 establishes the direct effect of X (talent acquisition) on Y (talent 

retention). This represents Path c in the model. In Step 1 of the mediation model (Table 

4.80 below), the regression of IV (talent acquisition) on DV (talent retention), ignoring 

the mediator M (transformational leadership) was significant, (b = 0.244, p = 0.000). 

 

Step 2: Next, the researcher should prove that the independent variable correlated 

with the mediator. This step essentially involved treating the mediator as if it were an 

outcome variable and represents Path a above. Table 4.80 below showed that the 

regression of the IV on the mediator was also significant, (b = 0.139, p = 0.000). 
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Step 3:  Next, the researcher is required to demonstrate that the mediator affects the 

outcome variable (estimate and test Path b). However, it needs to be controlled for the 

independent variable. In this case (Table 4.80 below), the relationship between the 

mediator and DV is significant (b=0.431, p=0.000), controlling for the IV.  

 

Step 4:  To establish Path c, M mediates the X-Y relationship; the effect of X on Y 

controlling for M should be zero. This would mean that there is complete  mediation. 

In Table 4.80 below, this analysis revealed that controlling for the mediator, the IV was 

still a significant predictor of the DV (b = 0.284, p =.0.000), which suggested partial  

mediation. Satisfying all four conditions provided evidence for complete mediation, 

whereas satisfying the first three conditions indicated partial mediation. 

 

Put in another way, if the effect of X on Y was reduced when the mediator was included 

(c' < c), then the direct effect would be partially mediated. The B coefficient for c is 

0.244 and for Path c�¶, it is 0.284. The effect was thus reduced. This was confirmed by 

the indirect effect in the output. Zero did not fall within the confidence intervals of the 

Beta coefficient (BCi= 0.269; 0.097), therefore mediation can be assumed.  

A Sobel Test was conducted and found significant mediation (z=060, p = .0.001). It 

was found that the Mediator (transformational leadership) mediated the relationship 

between the IV (talent acquisition) and the DV (talent retention).  
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TABLE 4.80: Run procedure matrix for Sobel test 

Total effect of X on Y  
Effect SE t P LLCI ULCI 

0.3444 0.0383 8.9986 0.0000 .2692 
0.4196 

Path c  Step 1 
 

Direct effect of X on Y  
Effect SE t P LLCI ULCI 

0.2842 0.0348 8. 1795 0.0000 0. 3525 
0.4196 

Equal to path Path c' 
 

Indirect effect of X on Y  
 Effect Boot SE BootLLCI BootULCI 

Transformational leadership 0.0602 0.0177 0.0269 0.0968 
 

Partially standardised indirect effect of X on Y  
 Effect Boot SE BootLLCI BootULCI 

Transformational leadership 0.1141 0.0329 0.0514 0.1804 
 

Completely standardized indirect effect of X on Y  
 Effect Boot SE BootLLCI BootULCI 

Transformational leadership 0.0637 0.0184 0.0286 0.1004 
 

Ratio of indirect to total effect of X on Y  
 Effect Boot SE BootLLCI BootULCI 

Transformational leadership 0.1748 0.0473 0.0830 0.2677 
 

Ratio of indirect to direct effect of X on Y  
 Effect Boot SE BootLLCI BootULCI 

Transformational leadership 0.2118 0.0708 0.0905 0.3656 
 

R-squared mediation effect size (R -sq_med)  
 Effect Boot SE BootLLCI BootULCI 

Transformational leadership 0.0445 0.0151 0.0187 0.0778 
Normal theory tests for indirect effect  

Effect se Z p 
0.0602 0.0178 3.3744 .0007 

 

Outcome: Transformational Leadership  
Model summary 

R R-sq MSE F df1 df2 p 
0.1526 0.0233 0.2556 2.5870 1.0000 528.0000 0.0004 

Model 
 Coefficient se T p LLCI ULCI 

Constant 1.7460 0.1036 16.8601 .0000 1.5426 1.9495 
Talent 

acquisition 
0.1396 0.0393 3.5478 0.0004 0.0623 

. .2169 
Path c Step 2 
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Covariance matrix of regression parameter estimates  
 Constant Talent acquisition 

Constant 0.0107 -0.0040 
Talent acquisition -0.0040 0.0015 

 

Outcome: Talent Retention  
Model summary 

R R-sq MSE F df1 df2 P 

0.5507 0.3033 0.1947 114.7179 2.0000 527.0000 0.0000 

Model 

 
Coefficien

t 
Se T p LLCI ULCI 

Constant 0.7679 0.1121 6.8500 0.0000 0.5477 0.9882 
Transformationa

l leadership 
0.4312  0.0380 11.3513 0.0000 0.3565 

0.5058 
Path b  Step3 

Talent 
acquisition 

0.2842 0.0348 8.1795 0.0000 0.2160 
0.3525 

�3�D�W�K���F�¶���6�W�H�S���� 
 

Covariance matrix of regression parameter estimates  

 Constant 
Transformational 

leadership 
Talent acquisition 

Constant 0.0126 -0.0025 -0.0027 
Transformational 

leadership 
-0.0025 0.0014 -0.0002 

Talent acquisition -0.0027 -0.0002 0.0012 
 

 

4.7 Data analysis on the envisaged framework  

 

The SPSS version 24 statistical software was used for data analysis in line with 

�/�D�Z�V�K�H�¶�V�� �W�H�F�K�Q�L�T�X�H���� �/�D�Z�V�K�H�¶�V�� �������������� �&�R�Q�W�H�Q�W�� �9�D�O�L�G�L�W�\�� �5�D�W�L�R�� ���&�9�5���� �Z�D�V�� �X�V�H�G�� �W�R��

�D�V�V�H�V�V���W�K�H���G�H�J�U�H�H���R�I���D�J�U�H�H�D�E�O�H�Q�H�V�V���R�I���W�K�H���S�D�Q�H�O�O�L�V�W�V�����/�D�Z�V�K�H�¶�V�������������������������V�S�H�F�L�I�L�H�G��

a formula for determining an acceptable minimum CVR for different panel sizes which 

was also used as a guideline for certainty of the validity of the envisaged framework. 

According to this guideline, as coined by Lawshe (1975:568) and Ayre and Scally 

(2014:82), a minimum CVR value of 0.44 is required for 18 panelists.  
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The following assumptions in interpreting CVRs as coined by Lawshe (1975, 566-568) 

were used by the researcher for this study: 

i. When all panellists disagree on the essentiality of an item, it can be deducted 

that the item is not truly essential. 

ii. When all panellists fully agree that an item is essential, they could either be all 

wrong or all right. Since they are viewed as experts, it must be concluded that 

all of them cannot be wrong and the item can be considered essential. 

iii. In doubtful cases the following two assumptions, which are consistent with 

established psychophysical principles, can be true: 

�x �$�Q�\�� �L�W�H�P���R�U���S�H�U�I�R�U�P�D�Q�F�H���Z�K�L�F�K���L�V���S�H�U�F�H�L�Y�H�G���W�R���E�H���³�H�V�V�H�Q�W�L�D�O�´�� �E�\�� �P�R�U�H��

than half of the panellists, has some degree of content validity. 

�x �7�K�H���P�R�U�H���S�D�Q�H�O�O�L�V�W�V�����E�H�\�R�Q�G�������������Z�K�R���S�H�U�F�H�L�Y�H�G���W�K�H���L�W�H�P���D�V���³�H�V�V�H�Q�W�L�D�O�´����

the greater the extent of the degree of its content validity. 

iv. It might sometimes be necessary to weight the CVR computed for different 

items. Lawshe (1975:574) cautions that the rating concept, or weighting, is not 

compatible with the content validity analysis method as described above since 

the rationale for the content validity method rests on both logical considerations 

and empirical evidence. Authors have identified several criteria that may be 

used to establish assigned CVRs. Some of these criteria are Rrelevance, 

importance, usefulness and time spent.  

 

As stated earlier, the questionnaire was completed by 18 panelists (Table 4.81 below). 

Using Lawshe (1975) and Ayre and Schally (2014) CVR guideline, the CVRs for all 
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the items were calculated. This study revealed that of the 18 panelists who completed 

the study, only the last two items received less than half (7 panellists of the 18 

panellists for each item) of the consensus amongst them. Accordingly, the CVRs for 

these two items were �O�H�V�V�� �W�K�D�Q�� �]�H�U�R���� �L�Q�G�L�F�D�W�L�Q�J�� �W�K�D�W�� �W�K�H�� �W�Z�R�� �L�W�H�P�V�� �Z�H�U�H�� �Q�R�W�� �³�Y�H�U�\��

�V�W�U�R�Q�J�´�� �R�U�� �³�X�Q�Q�H�F�H�V�V�D�U�\�´�� ���/�D�Z�V�K�H���� �������������� �7�K�L�V�� �P�H�D�Q�W�� �W�K�D�W�� �W�K�H�� �W�Z�R�� �L�W�H�P�V�� �Z�H�U�H�� �Q�R�W��

content valid and were to be eliminated from the final framework. However, they can 

still be included because from the regression analysis point of view (Table 4.81) 

�V�X�S�H�U�Y�L�V�R�U�¶�V�� �F�R�Q�V�L�G�H�U�D�W�L�R�Q�� �V�Lgnificantly statistically predicted the reward which is a 

subscale of talent retention and supervisory stimulation and vision significantly 

statistically predicted before selection which a subscale of talent acquisition (Table 

4.76). Regarding the first eight items, their CVRs are between +1.00 and -1.00 range, 

this demonstrated agreeableness amongst the panellist and therefore, the items were 

essential and content valid (Lawshe, 1975).  

 

The Content Validity Index (CVI) for this study which is the mean of the retained CVRs 

(the CVRs of the first eight items) is 0.51 which is between the ranges of +1.00 and -

���������� �D�V�� �V�X�J�J�H�V�W�H�G�� �E�\�� �/�D�Z�V�K�H�¶�V�� �W�H�F�K�Q�L�T�X�H�� ���������������� �7�K�H�� �I�L�Q�G�L�Q�J�V�� �D�U�H�� �W�K�H�U�H�I�R�U�H��

noteworthy and significant and imply that the framework (Table 4.81) is reliable and 

acceptable. �)�U�R�P���W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���S�H�U�V�S�H�F�W�L�Y�H�����L�W��is, therefore, critical that supervisors, 

which would include immediate managers and seniors managers in the engineering 

divisions should be trained on transformational leadership skills and its application 

�W�K�H�U�H�R�I���V�R���W�K�D�W���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���F�K�D�O�O�H�Q�J�H���R�I���I�D�L�O�L�Q�J���W�R���D�F�T�X�L�U�H��and retain engineers 

becomes a thing of the past.  
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TABLE 4.81:CVR values for different number of panellists: One�² tailed test, p=0.05 

# Statement/Items  
Number of raters 
�Z�K�R���F�K�R�V�H���µ�Y�H�U�\��

�V�W�U�R�Q�J�¶ 

CVR 
per 
item  

1.  
Supervisory stimulation and vision influences development of 
subordinates. 

16 0.78 

2.  
�6�X�S�H�U�Y�L�V�R�U�¶�V�� �F�R�Q�V�L�G�H�U�D�W�L�R�Q�� �R�I�� �W�K�H�� �Q�H�H�G�V�� �R�I�� �L�Q�G�L�Y�L�G�X�D�O�� �V�X�E�R�U�G�L�Q�D�W�H�¶�V��
�L�Q�I�O�X�H�Q�F�H�V���V�X�E�R�U�G�L�Q�D�W�H�V�¶���G�H�Y�H�O�R�S�P�H�Q�W���� 

15 0.67 

3.  Transformational leadership influences talent retention. 15 0.67 

4.  
�6�X�S�H�U�Y�L�V�R�U�¶�V�� �S�R�V�L�W�L�Y�H�� �D�W�W�L�W�X�G�H�� �L�Q�I�O�X�H�Q�F�H�V�� �W�K�H�� �G�H�Y�H�O�R�S�P�H�Q�W�� �R�I��
subordinates. 

14 0.56 

5.  
�6�X�S�H�U�Y�L�V�R�U�¶�V�� �S�R�V�L�W�L�Y�H�� �D�W�W�L�W�X�G�H�� �L�Q�I�O�X�H�Q�F�H�V�� �W�K�H�� �U�H�O�D�W�L�R�Q�V�K�L�S�� �E�H�W�Z�H�H�Q��
supervisors and subordinates. 

13 0.44 

6.  Transformational leadership influence talent acquisition. 13 0.44 

7.  
Supervisory stimulation and vision influences the relationship between 
supervisors and subordinates. 

12 0.33 

8.  
Transformational leadership mediates the relationship between talent 
acquisition and retention. 

11 0.22 

9.  
�6�X�S�H�U�Y�L�V�R�U�¶�V�� �F�R�Q�V�L�G�H�U�D�W�L�R�Q�� �R�I�� �W�K�H�� �Q�H�H�G�V�� �R�I�� �L�Q�G�L�Y�L�G�X�D�O�� �V�X�E�R�U�G�L�Q�D�W�H�V��
influences �V�X�E�R�U�G�L�Q�D�W�H�V�¶���U�H�Z�D�U�G�V�� 

7 -0.22 

 

 

4.8 CONCLUSION  

 

The results received from the questionnaire completed by the employees from the 

respondent organisation were analysed in this chapter using the statistical software 

package (SPSS). A multi-regression analysis was performed and a summary of 

pertinent findings is explained below: 

 

Regarding the descriptive statistics for factors of talent acquisition (Table 4.56 above), 

it was found that while respondents were somewhat positive about the before selection 

process (mean score of 2.72); their attitude towards the process of during selection 

was about average (mean score of 2.43). Regarding the descriptive statistics for 

factors of talent retention (Table 4.57 above), one can conclude that respondents had 

a negative attitude towards relationship (mean score of 2.44) and development 
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(means a score of 2.26) and positive attitude towards reward (mean score of 2.52). 

Regarding the descriptive statistics for transformational leadership (Table 4.55 above), 

respondents had a negative attitude towards supervisory stimulation and vision (2.17), 

consideration (2.33) and positive attitude (1.76).  

 

Regarding the correlation between transformational leadership variables on the one 

hand, and talent acquisition and retention on the other and using a guideline as 

provided for by Cohen (1995), it was found that transformational leadership only 

correlated significantly with the overall retention score, as well as with relationship and 

development, which are two subscales of talent retention (Table 4.75). It was also 

established that there is a statistically significant positive correlation between talent 

acquisition and talent retention (Table 4.76). In other words, as one variable increases, 

the other one also increases.  

 

Regarding regression analyses (Tables 4.77, 4.78 & 4.79), inspection of the results 

showed that transformational leadership has much more predictive power to predict 

talent retention than talent acquisition, but with the exception of reward subscale. All 

of the transformational leadership subscales significantly predicted the development 

subscale as well as the total retention score.  Supervisory stimulation and vision as 

well as positive attitude were significant predictors of the relationship subscale, while 

only consideration was a significant predictor of the reward subscale. The total 

transformational leadership score is a significant predictor of all the subscales of 

retention, as well as the total retention score.  
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As to the mediating effect of transformational leadership on the relationship between 

talent acquisition and retention (Figure 4.17), it was first established that talent 

acquisition is a significant predictor of talent retention. Subsequently, transformational 

leadership was found to be a mediator of the relationship between talent acquisition 

and retention. The statistical findings of the envisaged framework are noteworthy and 

significant and imply that the framework (Figure 5.1) is significant, reliable and 

acceptable and can be used t�R���D�G�G�U�H�V�V���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���F�K�D�O�O�H�Q�J�H���L�Q���I�D�L�O�L�Q�J���W�R���D�W�W�U�D�F�W��

and retain its engineers. 

 

The feedback from the respondents was generally positive. The findings and 

recommendations are discussed in the next chapter. 
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CHAPTER 5  

INTEGRATION, CONCLUSION AND RECOMMENDATION S 

5.1 INTRODUCTION 

 

The results from the 585 questionnaires obtained from the respondents were analysed 

in chapter 4. In this chapter, the researcher will integrate the findings in chapter 4 with 

those of the literature review and provide a conceptual framework for this study. The 

researcher will also provide recommendations, limitations and conclusion. 

 

5.2 INTEGRATION, LITERATURE REVIEW AN D EMPIRICAL RESULTS 

 

The review of literature and empirical results will now be integrated. Transformational 

leadership factors (supervisory stimulation and vision, consideration, and positive 

attitude); talent acquisition factors (before selection and during selection); and talent 

retention factors (relationship, reward and development) that were grouped according 

to the principal axis factor analysis in Chapter 4 will be used as the main headings for 

this section. The researcher will summarise the mediating effect of transformational 

leadership between talent attraction and retention. The statistical significant 

relationship between talent retention and acquisition are summarised.  

 

 



237 
 

5.2.1 Summary of descriptive statistics  

 

From the conclusion of Chapter 4, the descriptive statistics revealed the following 

pertinent information: 

�x All employees surveyed agreed that these factors are important but their degree 

of importance varied (Tables 4.55 to 4.57 and Figures 4.8 to 4.10).  

�x From a talent acquisition point of view, before selection was the most liked factor 

with a mean score of 2.71 (Table 4.56 and Figure 4.9). 

�x Reward falling under talent retention was the second most liked factor with the 

mean score of 2.52 (Table 4.57 and Figure 4.10). Also, from a talent retention 

perspective, relationship was the third most liked factor with a mean of 2.44 

(Table 4.57 and Figure 4.10). 

�x The least liked factors, which fell under transformational leadership, were 

positive attitude with a mean score of 1.76 followed by supervisory stimulation 

and vision with a mean score of 2.17 (Table 4.55 and Figure 4.8).  

 

5.2.2 Supervisory stimulation and vision  

 

The factor of supervisory stimulation and vision is categorised under transformational 

leadership and is one of the least liked factors (Table 4.55 and Figure 4.8). It can be 

argued that one of the reasons for it to be the least liked factor is that transformational 

leadership is not visible to employees and they cannot relate to it. However, when 

regression analysis was performed, supervisory stimulation and vision which is a 
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subscale of transformational leadership statistically significantly predicted the two 

subscales of talent retention (relationship and development) and talent retention total 

(Table 4.78 above).  

 

Intellectual stimulation is one of the four elements of transformational leadership. 

According to Bass (cited in Uslu, Bulbul & Cubuk, 2015:1168), it is argued that these 

four components of transformational leadership collectively define a leadership style 

which position leaders as role models, sources of motivation, catalysts for creative 

problem solving and mentors for the employees. The researcher argues that for 

effective relationships to exist between employees and their leaders (supervisors, 

managers) in this organisation under study, they must act as role models, be the 

source of motivation, be the catalysts of innovative problem solving, and be coaches 

and mentors of their own employees. Employees and in particular engineers would 

prolong their stay if their leaders were to possess the characteristics which the 

researcher alluded to earlier. Concurring with Uslu et al. (2015), Biswas and Varma 

(2012:177) avow that transformational leaders are those who enthuse and inspire their 

followers and base their relationship on mutual understanding and trust. The assertion 

by Biswas and Varma (2012) in line with the result of the study is that supervisory 

stimulation and vision predicted that relationship.  

 

In seeing how supervisory stimulation and vision influences development, it is further 

acknowledged that transformational leaders are able to present a strategic vision to 

their followers to unify and empower followers towards adopting and achieving an 

overarching goal (Dansereau et al., 2013:811). In this way followers may change 
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themselves, or transform, to achieve the overarching goal. As such, it is the vision that 

the leader presents that allows and encourages followers to transform themselves 

(Dansereau et al., 2013:811). Moynihan et al. (2011:147) add that transformational 

�O�H�D�G�H�U�V�� �G�L�U�H�F�W�� �D�Q�G�� �L�Q�V�S�L�U�H�� �H�P�S�O�R�\�H�H�V�¶�� �H�I�I�R�U�W�� �E�\�� �U�D�L�V�L�Q�J�� �W�K�H�L�U�� �D�Z�D�U�H�Q�H�V�V�� �R�I�� �W�K�H��

importance of organisational values and outcomes. This process requires leaders to 

create a sense of vision, mission, and purpose among employees, providing 

confidence and direction about the future of the organisation (Moynihan et al., 

2011:147). The appeal to broader goals activates the higher-order needs of 

employees, encouraging them to transcend their own self-interest for the sake of the 

organisation and its clientele. These assertions by Dansereau et al. (2013:811) and 

Moynihan et al. (2011:147) support the results of this study which found that 

supervisory stimulation and vision is necessary for a relationship to exist between 

leaders and the engineers. The researcher submits that if leaders express such 

behaviours; these engineers are likely to stay longer. 

 

The researcher argues that for engineers to be developed to a level where they are 

able to perform tasks confidently and independently, their supervisors and managers 

as transformational leaders must stimulate them to perform above and beyond 

expectations by acting as positive role models, communicating an attractive vision of 

the future, encouraging independent and creative thinking and being caring and 

nurturing. Similar variations in the relationships with innovation argue Zacher and 

Rosing (2015:58), were found for other leadership styles, such as initiating structure 

and supervisor support. In another study, transformational leadership was found to 

encourage their followers to deliver outcomes beyond their expected level, which is 

�S�R�V�V�L�E�O�H���W�K�U�R�X�J�K���L�Q�Y�R�N�L�Q�J���H�P�S�O�R�\�H�H�V�¶���K�L�J�K�H�U���O�H�Y�H�O���E�H�O�L�H�I�V���D�Q�G���Y�D�O�X�H�V�����%�X�V�K�U�D et al., 
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2015:895). The researcher, submits that the organisation under study can be able to 

retain most of its engineers if suggestions put by Zacher and Rosing (2015)  were to 

be practised and implemented as these relate to relationships between supervisors, 

managers and engineers, and development of employees. To this end, Roberts 

(2012:7) submits that leaders who possess transformational leadership characteristics 

should from a system thinking view point see relationships between parts of the 

organisation that others miss, fostering breakthrough innovation. The researcher also 

submits that this can be made possible once the leaders are able to cultivate an active 

relationship in their followers. 

 

It is further added that from a humanistic standpoint, these leaders should be able to 

�V�H�Q�V�H���W�K�H���H�P�R�W�L�R�Q�V���R�I���R�W�K�H�U�V���D�Q�G���F�R�Q�Q�H�F�W���R�Q���D���µ�K�H�D�U�W�¶���O�H�Y�H�O���Z�K�H�Q���G�H�D�O�L�Q�J���Z�L�W�K���J�U�R�X�S�V��

and teams. Therefore, relationships between engineers and their leaders,  would 

enhance retention in the organisation under study. This is the reason why leaders who 

subscribe to intellectual stimulation from a transformational perspective must listen to 

�V�X�E�R�U�G�L�Q�D�W�H�¶�V���L�G�H�D�V�����G�H�Y�H�O�R�S���V�X�E�R�U�G�L�Q�D�W�H���U�D�W�L�R�Q�D�O�Lty and creativities, as well as involve 

�W�K�H�P���L�Q���V�R�O�Y�L�Q�J���S�U�R�E�O�H�P�V���� �L�P�S�U�R�Y�L�Q�J���I�R�O�O�R�Z�H�U�¶�V���L�G�H�D�V���F�U�H�D�W�L�Y�H�O�\�� �V�R���W�K�H�\�� �F�D�Q���H�[�S�U�H�V�V��

innovation (Herlina et al., 2015:171). It has also been discussed during the literature 

review that leaders who are able to stimulate and inspire followers towards a shared 

vision can implant in their employees creativity and can instil a mentality to always 

challenge the status quo. From a development perspective���� �H�P�S�O�R�\�H�H�V�¶�� �W�K�L�Qking 

abilities are stretched for better problem solving skills. In light of the assertions by 

Robert (2012) and Herlina et al. (2015:171), James and Mathew (2012:81) submit 

therefore that training and development of employees is likely to contribute to 

�H�P�S�O�R�\�H�H�V�¶�� �L�Q�W�H�Q�W�L�R�Q���W�R�� �V�W�D�\���� �0�L�O�O�V�� �������������������� �D�G�G�V���W�K�D�W���I�R�U�� �U�H�W�H�Q�W�L�R�Q�� �W�R���E�H���D�F�K�L�H�Y�H�G����
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transformational leaders should build trust between the team and the leader; build 

esteem in team members; communicate effectively to team members regarding 

retention and engagement issues; be flexible in recognising, understanding, and 

adapting individual needs and views. 

 

In a study done by Khoele and Daya (2014:4) in the pharmaceutical industry, manager 

relationship and dissociation between management and workers emerged as one of 

the important factors determining employee turnover/retention in the sampled 

population. In the same study by Khoele and Daya (2014), it was also revealed that 

legislation such as Employment Equity Act (1998) pushes out the employees, 

particularly the knowledge workers because of the pull factors by potential 

organisations. This means that if transformation is perceived not to be taking place 

where employees are currently applying their trade (push factor), they will seek 

employment elsewhere (pull factor). It is absolutely clear that the relationship between 

manager and subordinates is critically important. In the same study (Khoele and Daya 

(2014:7) one of the respondents (Black male, age 30) remarked, �³I hated my boss. 

�7�K�D�W�¶�V���Z�K�\���,���O�H�I�W���´��Supervisors do not only need to be closer to their subordinates so 

that they are first to know the challenges faced by their subordinates but must be 

creative on how to use the Employment Equity Act to retain the knowledge employees. 

�,�Q�� �O�L�Q�H�� �Z�L�W�K�� �W�K�H�� �V�W�X�G�\�� �I�L�Q�G�L�Q�J�V���� �L�I�� �H�Q�J�L�Q�H�H�U�V�¶�� �U�H�W�H�Q�W�L�R�Q�� �Z�R�X�O�G�� �E�H�� �D�S�S�U�R�D�F�K�H�G�� �L�Q�� �W�K�L�V��

manner it would be in line with the study findings in that supervisory stimulation and 

vision statistically significantly predict the dependent variable (relationship). In doing 

so, employees may feel supported by their supervisors and valued by this organisation 

and chances are that they would stay longer. 
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5.2.3 Consideration  

 

Consideration is also one of the factors falling under transformational leadership. It is 

one of the least liked factors with a mean score of 2.33 (Table 4.55 and Figure 4.8). 

This may also indicate that employees are not happy with individual consideration. It 

is possible that employees do not feel that their individual values and aspirations are 

well looked after by the organisation under study. Regression analysis was also 

performed and it was found that consideration, a subscale of transformational 

leadership only statically significantly predicted reward which is the subscale of talent 

retention (Table 4.77).   

 

Individualised consideration, as a subscale of transformational leadership, is reduced 

to the ability of individual analysis of followers (Simic, 1998:52). Nging and Yazdanifard 

(2015:1134) approve Simic (1998) and concede that individualised consideration is 

the thoughtfulness of the leader towards the abilities of their followers through the 

process of individual analysis. Namely, inclusion of followers into the transformation 

process of an organisation implies the need to diagnose their wishes, needs, values 

and abilities in the right way.  

 

Al-Hussami (2008: 290-292) investigated the relationship between transformational 

leadership and job satisfaction and found that transactional and transformational 

leadership correlates positively with job satisfaction, and transformational leadership 

�L�V�� �D�� �S�U�H�G�L�F�W�R�U�� �R�I�� �M�R�E�� �V�D�W�L�V�I�D�F�W�L�R�Q���� �,�Q�� �D�Q�R�W�K�H�U�� �V�W�X�G�\�� �R�Q�� �³�(�I�I�H�F�W�� �R�I�� �2�U�J�D�Q�L�V�D�W�L�R�Q�D�O��



243 
 

Leadership on O�U�J�D�Q�L�V�D�W�L�R�Q�D�O���+�H�D�O�W�K�´�����.�R�U�N�P�D�]�������������������������I�R�X�Q�G���W�K�D�W���W�K�H��relationship 

between transformational leadership and job satisfaction does exist in that the more 

the teachers perceive their principal as a transformational leader, the more their level 

of job satisfaction increases, and the less their principals exhibit transactional 

leadership, �W�K�H�� �E�H�W�W�H�U�� �V�F�K�R�R�O�¶�V�� �R�U�J�D�Q�L�V�D�W�L�R�Q�D�O�� �K�H�D�O�W�K�� �J�H�W�V���� �,�Q�� �V�X�S�S�R�U�W�� �R�I�� �$�O-Hussami 

(2008) and Korkmaz (2007), Smith (2015:30) asserts that transformational leaders can 

help followers achieve their full potential by creating desirable workplaces. Smith 

(2015:30) further avows that a more pleasant environment may allow followers to 

develop their potential and lead to higher job satisfaction. Smith (2015:31) posits 

further that higher job satisfaction directs organisational health, which measures 

mutual individual relationships, plays a role in the overall success and sustainability of 

an organisation and demonstrates the level of social interaction and harmony between 

key personnel. In other words, transformational leadership shapes the learning 

climate, relationships and morale among employees.  

 

�³Encouraging the heart�  ́ is about supporting individuals and groups to achieve their 

vision (Kouzes & Posner, 2007:248-333). Transformational leaders are cheerleaders 

for the people in their organisations, they should acknowledge the contributions of 

individuals and groups and at the same time celebrate the victories in the organisation. 

The assertions by Kouzes and Posner (2007) are in support of the results of this study 

where it was found that consideration statistically predicted reward. In support of this 

notion, the Aberdeen Group Company (2013:1) argues that an organisation committed 

to retaining top talent must learn the art of appreciating that talent. It further contends 

that it is no surprise that top companies have realised this and employee recognition 
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programmes are becoming the fastest growing areas of talent management (Aberdeen 

Group Company, 2013:1). 

 

Kouzes and Posner (2007:248-333) reiterate that the credibility of transformational 

leaders is based on their record of achievements, dedication and daily demonstrations 

of what and how things need to be done. By celebrating achievements together, 

leaders let people feel that they are part of the group and part of something significant. 

It also increases the sense of belonging and thereby enhances retention. When 

leaders encourage their employees through recognition and celebration, they inspire 

them to perform better (Kouzes & Posner, 2007:248-333) and thereby prolong their 

stay in the organisation they are working for.  

 

While it is critical for transformational leaders to drive the reward and recognition 

agenda for their employees, from the r�H�V�H�D�U�F�K�H�U�¶�V���Y�L�H�Z�S�R�L�Q�W�����1�[�X�P�D�O�R���D�Q�G���1�R�U�G�H�Q�J�H�Q��

(2010) add that organisations must offer attractive remuneration and other conditions 

of service including a conducive workplace environment to be able to attract and retain 

suitable staff. Gberevbie (2010:64) concurs with Nxumalo and Nordengen (2010) in 

that rewards offered by organisations have a direct impact on retention. Rewards 

contribute to motivating and retaining competent staff. �)�U�R�P���D���³�F�R�Q�V�L�G�H�U�D�W�L�R�Q�´���S�R�L�Q�W���R�I��

view, the researcher agrees with Taylor (2010:353) that rewards must be linked to 

what employees value most so that organisations are able to retain talented 

employees. 
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Employees are more likely to stay with an organisation when they strongly feel that 

their leaders show interest and concern for them, if they know what is expected of 

them, if they are given a role that fits their capabilities and if they receive regular 

�S�R�V�L�W�L�Y�H���I�H�H�G�E�D�F�N���D�Q�G���U�H�F�R�J�Q�L�W�L�R�Q�����&�K�L�W�U�D�������������������������,�Q���W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���R�S�L�Q�L�R�Q�����W�K�L�V��

assertion by Chitra (2013) agrees with the results of the study that, consideration 

statistically and significantly predicted reward. When the leadership style is felt as 

unfavourable by the workforce, intention to leave increases and when it is palpated as 

favourable, intention to leave decreases (Chitra, 2013:73).  

 

Khoele and Daya (2014:4), conclude that in terms of the factors that influence retention 

(stayers) and turnover (leavers), their study revealed that although industry and 

organisational factors (manager relationship, lack of disconnect between top 

management and lower levels of staff and etc.) were important, personal factors, 

including rewards, were the critical determinants of turnover. Individuals reported 

being able to tolerate some negative organisational factors, but if the personal factors 

were not adequately addressed, they would leave the organisation even in 

unfavourable market conditions (Khoele �	���'�D�\�D�������������������,�Q���W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���R�S�L�Q�L�R�Q����

to adequately address the personal factors would require the presence of 

transformational leadership and Sharma and Pathak (S.a) are in agreement with this 

assertion.  
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5.2.4 Positive attitude  

 

This is the last factor of transformational leadership which received the lowest mean 

score of 1.76 (Table 4.55 and Figure 4.8). One can deduce that supervisors are not 

giving subordinates tasks that challenge their intellectual ability, tasks that give 

meaning and purpose to them.  

 

However, regression analysis was done and it revealed that positive attitude 

statistically significantly predicts relationship, development and talent retention total. 

In line with these findings, Mills (2007:22) submits that the key reason people stay in 

an organisation is its leaders. It is further posited that, �³�O�H�D�G�H�U�V���D�U�H���D�Q���H�T�X�D�O�O�\���L�P�S�R�U�W�D�Q�W��

factor why people leave; �S�H�R�S�O�H�� �G�R�� �Q�R�W�� �T�X�L�W�� �R�U�J�D�Q�L�V�D�W�L�R�Q�V���� �W�K�H�\�� �T�X�L�W�� �O�H�D�G�H�U�V�´�� ���0�L�O�O�V����

2007:22). The findings of the study revealed that positive attitude statistically predicts 

the relationship between managers, supervisors and employees, and development of 

the employees and this in agreement with (Mills 2007). In other words, engineers need 

inspirations and challenges from their leaders to remain with an organisation for 

longer. In agreement with Mills (2007), Kouzes and Posner, (2002:283�±284) add that 

the most important reason people leave an organisation is the poor quality of 

leadership.  

 

People stay with an organisation because they like the work they are doing and they 

find it challenging, meaningful and purposeful. People want a chance to be tested, 

chance to take part in a social experiment, chance to do something well, a chance to 
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do something good, a chance to change the way things are and a chance to have a 

sense of accomplishment (Kouzes & Posner, 2002:151). The researcher believes that 

the assertion by Koizes and Posner (2002) can be possible if people supervising the 

engineers are able to create a positive attitude around, to inspire and challenge their 

subordinates and are able to create working relationships. If these relationships were 

to be effective and the engineers are allowed to make mistakes while being creative, 

they are likely to stay more with the organisation.   

 

Bo (2014:22) �P�D�L�Q�W�D�L�Q�V���W�K�D�W���O�H�D�G�H�U�V�K�L�S���L�V���D�Q���L�P�S�R�U�W�D�Q�W���I�D�F�W�R�U���D�I�I�H�F�W�L�Q�J���H�P�S�O�R�\�H�H�¶�V���V�H�O�I-

efficacy. In agreement with Mills (2007), Kouzes and Posner (2002:283�±284), Bo 

�������������� �V�X�E�P�L�W�V�� �W�K�D�W�� �W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O�� �O�H�D�G�H�U�V�K�L�S�� �F�D�Q�� �L�P�S�U�R�Y�H�� �W�K�H�� �V�X�E�R�U�G�L�Q�D�W�H�¶�V��

confidence, increase the subordinate understanding and attention through intellectual 

stimulation and individualised consideration. This submission by Bo (20014) supports 

the study findings where positive attitude statistically and significantly predicts 

relationship development. As Mills (2007), Kouzes and Posner (2002) and Bo (2014), 

the researcher contends that the relationship between employees and their managers 

�D�Q�G���G�H�Y�H�O�R�S�P�H�Q�W���F�R�X�O�G���Q�R�W���K�D�Y�H���E�H�H�Q���H�V�W�D�E�O�L�V�K�H�G���L�I���L�W���Z�D�V���Q�R�W���E�H�F�D�X�V�H���R�I���W�K�H���O�H�D�G�H�U�V�¶��

positive attitude that is transcended to the employees. 

 

It is claimed therefore, that through idealised influence and inspirational motivation, 

�W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O�� �O�H�D�G�H�U�V�K�L�S�� �F�D�Q�� �L�P�S�U�R�Y�H�� �W�K�H�� �V�X�E�R�U�G�L�Q�D�W�H�¶�V�� �X�Q�G�H�U�V�W�D�Q�G�L�Q�J�� �D�E�R�X�W��the 

intrinsic value of the task to be completed and this enhances an �H�P�S�O�R�\�H�H�¶�V�� �V�H�O�I-

efficacy, inspires �H�P�S�O�R�\�H�H�¶�V���V�H�O�I-consciousness and confidence and thus improves 

�W�K�H���V�X�E�R�U�G�L�Q�D�W�H�¶�V���L�Q�F�H�Q�W�L�Y�H���W�R���Z�R�U�N���D�Q�G���W�K�H���V�H�Q�V�H���R�I���D�F�K�L�H�Y�H�P�H�Q�W�����%�R�����������������������,�W��is, 
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therefore important that employees are challenged intellectually so that positive 

attitude, self-confidence and self-esteem are preserved. 

 

Tafvelein (2013:18) maintained that understanding how transformational leaders 

�L�Q�I�O�X�H�Q�F�H���I�R�O�O�R�Z�H�U�V�¶���D�W�W�L�W�X�G�H�V�����P�R�W�L�Y�D�W�L�R�Q���D�Q�G behaviour is important for explaining why 

transformational leadership has a positive effect on followers. In line with Tafvelein 

(2013), Lingam and Lingam (2015:38) contend that a good vision is a prod, that if it is 

really powerful it will create an interest to the organisation. Once an interest or 

relationship is created towards an organisation, the researcher submits that the 

employees are likely to stay longer.  

 

In a study by Bushra et al. (2001:265), statistical findings suggested that 

transformational leadership positively relates to organisational commitment in that it 

brings 16% change in organisational commitment which exhibits a positive and 

moderate relationship between transformational leadership and organisational 

commitment. Luthans (2007:147) defined organisational commitment as, �³�D�Q���D�W�W�L�W�X�G�H��

�U�H�I�O�H�F�W�L�Q�J���H�P�S�O�R�\�H�H�V�¶���O�R�\�D�O�W�\���W�R���W�K�H�L�U���R�U�J�D�Q�L�V�D�W�L�R�Q���D�Q�G���L�V���D�Q���R�Q�J�R�L�Q�J���S�U�R�F�H�V�V���W�K�U�R�X�J�K��

which organisational participants express their concern for the organisation and its 

continued success and well-�E�H�L�Q�J�´���� 

 

 According to Cossin and Caballero (2013:6), transformational leadership is 

�V�X�E�V�W�D�Q�W�L�D�O�O�\���L�Q�W�H�U�D�F�W�L�Y�H�����7�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���X�Q�G�H�U�V�W�D�Q�G�L�Q�J���L�V���W�K�D�W���U�H�O�D�W�L�R�Q�V�K�L�S�V���E�H�W�Z�H�H�Q��

leaders and engineers are critical in an organisational setting. Burns (cited in Cossin 
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& Caballero, 2013:6) agrees and states that leaders and followers reach a high degree 

of interconnectedness from which they are able to achieve the desired changes. This 

assertion by Burns (1978) stated by Cossin and Caballero (2013:6) is consistent with 

the study findings where positive attitude as one of the transformational subscales was 

found to statistically and significantly predict relationships between supervisors, 

managers and engineers. Transformational leaders should, therefore strive to nurture 

the best in their employees and work-teams by showing authentic concern and respect 

for individuals. Leaders should build an organisational culture of collaboration based 

on values such as integrity and fairness. 

 

Transformational leaders continuously invest in the development of themselves and 

others; they instil in their employees the need for achievement and encourage them 

to reach self-actualisation (Cossin and Caballero, 2013:6). This realisation by Cossin 

and Caballero (2013:6) supports the study findings which found that positive attitude 

as a subscale of transformational leadership statistically and significantly predicted 

development. In another study conducted by Khoele and Daya (2014:4), they 

established that employee development is one of the factors that must be considered 

for talent retention. Bersin and Deleoitte (2016) argue that the capability gap for 

building great leaders is widening and leadership pipelines are getting weaker across 

all sectors and industries. Consequently, Bersin by Deloitte (2016:1) in their study on 

high impact leadership assert that leadership training is critical for organisations to 

effectively manage and direct employees and organisations. It is, therefore possible 

�W�K�D�W�� �R�Q�F�H�� �H�Q�J�L�Q�H�H�U�V�¶�� �V�X�S�H�U�Y�L�V�R�U�V�� �D�Q�G�� �P�D�Q�D�J�H�U�V�� �D�U�H�� �W�U�D�L�Q�H�G�� �R�Q�� �W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O��

leadership and are able to transcend these skills to engineers, high levels of employee 

retention is a possibility.    
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5.2.5 Before selection  

 

Before selection falls under talent acquisition and is the most liked factor with a mean 

score of 2.72 (Table 4.56 and Figure 4.9). Rivera (2012:1) defined talent acquisition 

as an ongoing cycle of processes related to attracting, sourcing, recruiting and hiring 

(or placing) employees within an organisation. It includes elements of employment 

branding, outreach, networking and relationship building with potential candidate 

communities to continually build and enhance the talent pool for an organisation 

(Rivera, 2012:1).  

 

Laurano (2013:4) agrees with Rivera (2012) and argues that organisations that take a 

holistic approach to talent acquisition and focus on every element (employer branding, 

screening, assessment, hiring and on-boarding) are better able to address skill 

shortages and meet organisational growth objectives. Roberts (2012:7) agrees with 

Laurano (2013:4) and Rivera (2012) and posit that holistic thinking (i.e. a big picture) 

is one of the competencies that best describe a transformational leader. This may also 

mean that those who are in talent acquisition for the organisation under study must be 

holistic in thinking and practice by considering all the functions as mentioned by Riveva 

(2012). In other words, doing these functions in isolation may not assist the 

organisation to achieve its acquisition strategy in the manner it wants to. It appears to 

the researcher that these functions can be possible when leaders who are accountable 

for talent acquisition are stimulated. These leaders inspire the implementers to be 

creative about their jobs and challenge the old way of doing things. This change 

requires managers and supervisors who are able to build effective relationships with 
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subordinates to develop employees so that they are able to be independent and be 

trustworthy when they perform their duties. The researcher submits that these 

assertions by Roberts (2012:7), Laurano (2013:4) and Rivera (2012) are consistent 

with the findings of the study because this holistic approach that they refer to requires 

that accountable managers and supervisors as leaders should create relationships 

with subordinates and thereby promote employee development.   

 

It has been mentioned earlier that one of the important elements that describes 

transformational leadership is intellectual stimulation. In the �U�H�V�H�D�U�F�K�H�U�¶�V��

understanding, this encompasses supervisory stimulation and vision. In agreement 

with the �U�H�V�H�D�U�F�K�H�U�¶�V�� �X�Q�G�H�U�V�W�D�Q�G�L�Q�J�� �R�I�� �V�X�S�H�U�Y�L�V�R�U�\�� �V�W�L�P�X�O�D�W�L�R�Q�� �D�Q�G�� �Y�L�V�L�R�Q���� �'�H�O�R�L�W�W�H��

Consulting (2014:9) coined the following strategies in order for an organisation to be 

strategic and successful in competing for talent. 

 

�³�7�U�H�D�W���U�H�F�U�X�L�W�P�H�Q�W���O�L�N�H���P�D�U�N�H�W�L�Q�J�´��is the first strategy. Those who are in recruitment or 

talent acquisition should partner with corporate marketing to build integrated branding 

and a communication strategy that attracts candidates and employees, not just 

customers. From the onset, this requires that those who are in talent acquisition should 

possess relationship building skills as one of the competencies, otherwise it would not 

be possible that they are able to partner with the corporate marketing department. 

Building relations with followers and fellow colleagues is one of the driving factors of 

a transformational leader. It is important, therefore that leaders who are accountable 

for the attraction of potential employees to the organisation and from a strategic 

perspective should inspire and motivate those who are performing these roles in order 
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to attract the right people to the organisation. It is possible that the vision to attract the 

right people may be not realised if transformational leadership is not considered an 

important need by the organisation under study. 

 

In support of this view, Ohlrich (2015:111-112) avows that it is necessary for the 

�F�R�U�S�R�U�D�W�L�R�Q�¶�V���W�R�S���H�[�H�F�X�W�L�Y�H�V���W�R���X�Q�G�H�U�V�W�D�Q�G���W�K�H���L�P�S�R�U�W�D�Q�F�H���R�I���W�D�O�H�Q�W���P�D�Q�D�J�H�P�H�Q�W���D�Q�G��

having programmes that support the attraction and development of the talent to realise 

�W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �Y�L�V�L�R�Q����An o�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �W�R�S�� �H�[�H�F�X�W�L�Y�H�V�� �D�U�H�� �Whe ones from a 

transformational leadership perspective who should be thought-provoking, motivating 

those who are responsible for attraction of the right people to the organisation. In the 

�U�H�V�H�D�U�F�K�H�U�¶�V�� �Y�L�H�Z���� �W�K�H�� �W�K�L�Q�N�L�Q�J�� �R�I��an �R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �H�[�H�F�X�W�L�Y�H�V�� �L�V�� �Lnfluenced by the 

assertions of Ohlrich (2015), the results of this study show that supervisory stimulation 

and vision significantly predicted before selection may prove to be working for the 

organisation under study if it really wants to attract the right calibre of people to the 

organisation. 

 

The second strategy by Deloitte Consulting (2014) is �³Innovate �± who and where�.́ 

Here the point is that organisations should extend the targets for strategic recruiting. 

It is important that organisations strategically identify where to source the talent they 

are requiring and not to go all over. Supervisory stimulation and vision should involve 

moving away from old habits, challenging the status quo, asking oneself challenging 

questions to arrive at different solutions. This is what is expected from a 

transformational leader and once the skill is mastered by the supervisor it is important 

that it is passed to their subordinates so that working in a way becomes a norm. The 
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point here is that if a strategy which is used to acquire new people to the organisation 

is not yielding the strategic results needed, other creative ways may bring the required 

results. In other words, if apprenticeships and learnership are not yielding the required 

results to source engineers, a different approach should be found. In line with the study 

findings that, supervisory stimulation and vision significantly predicts before selection 

then challenging the old ways of recruiting new people to the organisation is critical to 

the organisation so that it is able to attract the calibre of people that it requires. 

  

Miller (2014) identifies transformational focused recruiting methods which can prove 

�W�R�� �E�H���H�I�I�H�F�W�L�Y�H�� �L�I�� �X�V�H�G���S�U�R�S�H�U�O�\���� �7�K�H�� �P�H�W�K�R�G�V�� �D�U�H�� �µbrand �U�H�F�U�X�L�W�L�Q�J�� �V�W�\�O�H�¶���� �µ�E�U�H�D�N�� �W�K�H��

�E�D�U�U�L�H�U�¶���� �µ�L�Q�V�S�L�U�H�� �W�R�� �K�L�U�H�¶���� �D�Q�G��aare �µ�P�L�Q�G�I�X�O�� �V�R�I�W�� �F�R�Q�Y�H�U�V�D�W�L�R�Q�V�¶. The researcher will 

discuss the first three strategies which relate to the study findings. Regarding the 

brand recruiting style, Miller (2014) submits that the recruiter will need to consciously 

alter their method of recruiting potential candidates to be in alignment with the 

personalities, values and skills of the hiring managers and team members. A high 

�D�Z�D�U�H�Q�H�V�V�� �R�I�� �W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �F�X�O�W�X�U�H����goals and vision will bring the appropriate 

candidates forward during the sourcing process. In other words, transformational 

leaders who are part of the recruitment process are likely to recruit potential 

employees whom they see to be like them or better. In doing so, the researcher 

believes that the organisation will not perpetually have the challenge to attract the 

calibrer of people that it needs. Vijayakumar and Parvin (2015:10) have argued from 

an HR point of view that, branding is very important. If an organisation has a good 

brand image in the market, it is argued that it will find the right calibre of people at the 

right time and at the same time have control over the employee cost (Vijayakumar & 

Parvin, 2015:10). From a perspective of transformational leadership, leaders and 
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managers are required to be inspirational, model the way and must question the status 

quo when branding the organisation so that the organisation as a brand is able to 

attract the right kind of people. Organisational branding can take many forms. It can 

be the leadership of the organisation under study saying the right things on television, 

showing the right things on its website, doing the right things for the public, for example 

to be seen to be socially responsible in many ways.  

 

�³Break the Barriers�  ́is another strategy coined by Deloitte (2014). It is suggested that 

the recruiter must be able to shift gears quickly when standard methods need adjusting 

during certain open requisitions. The sourcing and recruiting style for one position 

might not work for another position. The recruiter will need to challenge and educate 

candidates, clients and management in order to break the barriers blocking the hiring 

process from moving forward. This averment by Deloitte (2014) is in agreement with 

the findings of the study that supervisory stimulation and vision significantly predict 

before selection because when the recruiters are able to break, the organisation will 

be able to acquire the calibrer of people it needs. On the basis that organisational 

culture can be a vehicle to realise the vision of an organisation, Deloitte (2014) posit 

that the recruiters can focus on soft conversations that lead to cultural fit and 

�S�H�U�V�R�Q�D�O�L�W�\�� �D�V�V�H�V�V�P�H�Q�W�V���� �D�O�R�Q�J�� �Z�L�W�K�� �P�R�Y�L�Q�J�� �F�D�Q�G�L�G�D�W�H�V�� �I�U�R�P�� �µ�Z�R�U�V�W-to-�I�L�U�V�W�¶��

positioning instead of skills based conversations. In line with averments by Miller 

(2014), Deloitte Consulting (2014) and Vijayakumar and Parvin, (2015), it is clear in 

�W�K�H�� �U�H�V�H�D�U�F�K�H�U�¶�V�� �P�L�Q�G�� �W�K�D�W�� �V�X�S�H�U�Y�L�V�R�U�\�� �V�W�L�P�X�O�D�W�L�R�Q�� �D�Q�G�� �Y�L�V�L�R�Q�� �L�V�� �W�K�H�� �Z�D�\�� �W�R�� �J�R�� �I�R�U��

successful talent acquisition by the organisation under study.  
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5.2.6 Relationship between talent acquisition and retention  

 

Craig (2015:203) avows that both recruiting and retention can be used to increase an 

�R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �R�Y�H�U�Dll competitive status. Pandey, Henry and Chawla (2012:367) 

�V�W�D�W�H�G�����³In this constantly changing environment, global competition, the nature of work 

companies have realised the importance of talent in the success of the organisation�´����

Therefore, talent management; which includes talent acquisition and retention, should 

be used to address these strategic issues in order to improve organisational 

performance. Pandey et al. (2012) identify two basic problems and recent trends in 

talent management. These two problems are shortage of talent and motivation of 

employees (Pandey et al., 2012). 

 

It has been shown in Table 4.76 above that there is a statistically significant positive 

correlation between talent acquisition and talent retention. In other words, as one 

variable increases, the other one also increases. Also, in Table 4.79, it was confirmed 

that talent acquisition statistically significantly predicts talent retention. A study done 

by Oracle (2012:6) posits that first impression matter, that is, one who has been 

acquired links very well to retention. Oracle (2012) argued that 90 percent of 

employees make their decision to stay with the organisation within the first six weeks 

(Oracle, 2012:6). In agreement with Oracle (2012:9), Pandey et al. (2012) submit that 

top performers who are identified through an efficient talent acquisition process and 

then effectively on-boarded, are positioned to quickly contribute and stay within an 

organisation. When an organisation spends excessive time, money and energy 

recruiting an employee who does not fit the required skill set or need of that 
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organisation, it can result in a high level of turnover and less effective performance �± 

In essence, it is a waste of resources. In other words, talent acquisition and retention 

are inseparable for a competitive advantage of an organisation. This applies as well 

to the organisation which is under study.  

 

To drive quality into a selection and recruiting process, the organisation must first 

define which quality is for each position in the organisation (Oracle, 2016:4). It is 

submitted that the selection process should be grounded on the foundation of a proper 

specification of the requirements of the job. The staffing department should work with 

hiring managers to set out the criteria that will bring about success at a job, including 

knowledge, skills, and abilities; attitude and motivation; and cultural fit, both with the 

organisation and with its customers. Individuals speak all kind of lies during interviews 

to get a job. The researcher argues that if proper work is done effectively before hiring 

a person, the stay of the employees within an organisation is likely to be longer. 

However, ICIMS (2016:6) in their study on attracting and retaining millennials, note 

three important issues that emerge on how to attract millennials. One of them is the 

stability �R�I���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q�����,�W���L�V���D�U�J�X�H�G���W�K�D�W�����������R�I���P�L�O�O�H�Q�Q�L�D�O�V���F�K�R�R�V�H���R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V��

stability as a top priority when considering employment. Second, they are concerned 

about financial stability. The ICIMS contends that millennials came up during the 

recession and understandably, their financial well-being is paramount. It therefore 

explains the fact that 67% would be likely to leave their jobs for similar jobs with a 

better retirement package (ICIMS, 2016:6). Last, collaboration is one of the most 

important things millennials consider. A good message here is that organisations 

should be thorough recruiting a candidate for a job in order to improve retention. Not 

only that recruitment should be thorough, but from the ICMS view point, organisations 
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should consider recruiting millennials when they are financially stable and their 

reputation is not tainted, otherwise millennials will leave just after being recruited. 

 

5.2.7 Mediating  impact of transformational leadership on talent acquisition 

and retention.   

 

Table 4.76 illustrated that there is a statistically significant positive correlation between 

talent acquisition and talent retention. Put differently, as one variable increases, the 

other one also increases. Also, Table 4.79 confirmed the significant statistical 

relationship between talent acquisition and retention. Similarly, Figure 4.17 

demonstrated that transformational leadership mediates the relationship between 

talent acquisition and retention. Onyango (2015:51) argued that transformational 

leadership style as an independent variable revolves around a common purpose 

through self-reinforcing behaviours that employees or followers gain from successfully 

achieving a task. However, the researcher in support of his argument found that the 

relationship between transformational leadership style and talent management is 

statistically significant (Onyango, 2015:57). This is an interesting assertion because 

talent acquisition and retention are one of the pillars of talent management. Onyango 

(2015) concludes that a transformational leader is, therefore a role model and mediator 

in the talent management process as they inspire followers and provide meaning 

towards the attainment of the organisational goals.  

 



258 
 

The role of the transformational leader is primarily concerned with individual support. 

�,�Q�G�L�Y�L�G�X�D�O���F�R�Q�V�L�G�H�U�D�W�L�R�Q���L�Q���%�D�V�V���D�Q�G���$�Y�R�O�L�R�¶�V�����������������P�R�G�H�O���P�D�N�H�V���V�S�H�F�L�I�L�F���U�H�I�H�U�H�Q�F�H��

to the provision of support through the recognition of individual uniqueness and the 

provision of coaching, delegation, advice and feedback for further development. In 

�.�R�X�]�H�V�� �D�Q�G�� �3�R�V�Q�H�U�¶�V�� �������������� �P�R�G�H�O���� �O�H�D�G�H�U�V�K�L�S�� �V�X�S�S�R�U�W�� �L�V�� �S�U�R�Y�L�G�H�G�� �L�Q�� �W�K�H�� �D�F�W�L�R�Q�V��

related to enabling others to act, with specific reference made to creating opportunities 

for others to learn and grow. These factors as mentioned by Bass and Avolio (1992) 

are factors that will make employees commit to their work and organisations and 

thereby prolong their stay. Added to what Bass and Avolio (1992) stated, Loshali and 

Krishna (2014:15) argue that a firm with transformational leadership would not only 

focus on targeting the business objectives but also emphasise on developing 

employees, coaching them, inspiring belief in them and aligning their values towards 

a higher goal. Transformational leadership would enhance alignment of HR with the 

strategic goals of the organisation. One may also conclude that where a leader 

provides individual consideration, employees are likely to stay longer.  

 

In addition, Besl and Glatzhoter (S.a) from Selcetinternational.com in their study on 

reducing turnover submit that three things must be done. First, hire great leaders who 

focus on developing their people; second, develop leaders so that they can continue 

to engage and challenge their respective teams and third, research the drivers and 

implement strategies to reduce unwanted turnover. When most of these are 

implemented, especially employee engagement and development, one concludes that 

employees are likely to stay longer in an organisation. One also supports the idea to 

employ managers who are keen to engage in employee development because their 

delivery as managers and/or leaders will be possible through the employees. Besl and 
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Glatzhoter (S.a) seem to support �W�K�H�� �U�H�V�H�D�U�F�K�H�U�V�¶ articulation in other studies, for 

example, Maertz, Griffeth, Campbell and Allen (2007) allude that the more 

subordinates perceive to have support from their supervisors, the less likely they are 

to turnover. In another study by Tse, Huang and Lam (2013), cited by Besl and 

Glatzhoter revealed that the more leaders focus on motivating and developing 

employees, the less likely that these employees shall leave the organisation that they 

work for.   

 

From a talent acquisition standpoint, Bradt (2010:4) contends that on-boarding is an 

act of transformational leadership and this is true for both hiring managers and for the 

new employees themselves. Bradt (2010) explains that this is a two-way 

transformational leadership, as organisations transform new employees and the new 

employees are transforming the organisations they are joining. It is asserted that on-

boarding is more successful when hiring managers and new employees each take 

leadership roles seriously. (Bradt, 2010). Bradt (2010) explains that leadership is about 

inspiring and enabling others to do their absolute best, together, to realise a 

meaningful and rewarding shared purpose. One is of the view that when leaders have 

transformational leadership qualities and are able to transcend these qualities to their 

subordinate who are able to use them effectively in their talent acquisition roles, they 

are likely to stay longer in the organisation that they work for. Beyond this, it is 

submitted that compensation packages, professional development and opportunities 

for advancement are the critical factors that makes millennials to accept job offers 

which one argues can guarantee them a longer stay in the organisation (Icims, 

2016:7).  
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5.3 A CONCEPTUAL VALIDATED FRAMEWORK FOR TRANSFORMATIONAL 

LEADERSHIP, TALENT ACQUISITION AND RETEN TION OF ENGINEERS 

AT AN ENERGY PROVIDER IN SOUTH AFRICA 

 

The main objective of the study was to develop a validated framework for 

transformational leadership, talent acquisition and retention of engineers at an energy 

service provider in South Africa. This is depicted in Figure 5.1 below. Based on the 

information obtained from the literature review (Chapter 2), Chapter 4 and 5, a 

validated framework is discussed in this section.  

 

5.3.1 Transformational leadership and talent acquisition or talent acquisition 

total  

 

The findings in the framework which relate to transformational leadership and talent 

acquisition or talent acquisition total are consistent with the literature review. Bell 

(2015) argues that finding transformation talent is easier than people think. In support 

�R�I���W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���I�U�D�P�H�Z�R�U�N����Bell (2015) opines that the starting point of where these 

employees can be found is where they work. He asserts that it may only take the right 

role, the right leader, or the act of simply empowering them, to unleash hidden 

talents.  This is in line with intellectual stimulation, which is one of the behavioural 

descriptors underpinning transformational leadership. The more these employees are 

challenged intellectually, the more boundaries are shifted, the more they are attractive 

and retained to the organisation that they work for. In other words, if employees are 

freed, they may probably excel on their own. Companies ask them to come and take 
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on big challenges the way they want. They have the room to exercise, test and push 

their experience without fear of failing.  If organisations do not give their+ people these 

�R�S�S�R�U�W�X�Q�L�W�L�H�V�����W�K�H�\���P�R�V�W���O�L�N�H�O�\���Z�L�O�O���O�H�D�Y�H���D�Q�G���E�H�F�R�P�H���V�R�P�H�R�Q�H���H�O�V�H�¶�V���W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O��

talent. 

 

�,�Q���V�X�S�S�R�U�W���R�I���W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���I�U�D�P�H�Z�R�U�N���D�Q�G from an employer branding point of view, 

which is an element of talent acquisition, Rivera (2012:1) and Potten (2013: online) 

argue that people in the talent acquisition domain should �³�Vtep outside your comfort 

�]�R�Q�H�´�����7�K�U�R�X�J�K��LinkedIn, (social media website) a platform for conversations beyond 

specific career opportunities can be initiated. In this way, people responsible for 

acquiring or recruiting talent can talk a bit about the culture of the organisation, 

showcase employees all over the world and discuss their roles in the future of the 

industry. In this way, potential employees get attracted to work for the organisations 

where �F�R�P�P�X�Q�L�F�D�W�L�R�Q���L�V���V�K�D�U�H�G���W�K�U�R�X�J�K���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���Z�H�E�V�L�W�H���� 

 

 

One of the principles of transformational leadership by Kouzes and Posner (1997) is, 

�³�F�K�D�O�O�H�Q�J�H�� �W�K�H�� �S�U�R�F�H�V�V�´���� �7�K�L�V�� �L�V�� �L�Q�� �D�J�U�H�H�P�H�Q�W�� �Z�L�W�K the principle of, �³�L�Q�W�H�O�O�H�F�W�X�D�O��

�V�W�L�P�X�O�D�W�L�R�Q�´���D�V���S�X�W���E�\���$�Y�R�O�L�R�����%�D�V�V���D�Q�G���-�X�Q�J�������������������,�Q���W�K�H�L�U���E�R�R�N���W�L�W�O�H�G���³The Talent 

Advantage: How to Attract and Retain the Best and the Brightest�´�����:�H�L�V�V���D�Q�G���0�D�F�.�D�\��

(2009:4) posit that strong leaders should hire people that are smarter than them 

because their success is dependent on the �V�W�U�R�Q�J���S�H�R�S�O�H���W�K�H�\���K�L�U�H�����³�6�W�U�R�Q�J���S�H�R�S�O�H�´���L�Q��

this context refers to people who will be able to deliver the results by challenging the 

status quo. This is a critical assertion because if a leader surrounds themselves with 
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weak people, the result is that they will do what the boss says and this may regress 

the organisation. Weiss and MacKay (2009:4) argue that people are attracted to those 

setting an enviable example and are repelled by those expecting people to do as they 

say not as they do. This is in tandem with the principles, �³M�R�G�H�O���W�K�H���Z�D�\�´���E�\���.�R�X�]�H�V��

�D�Q�G���3�R�V�Q�H�U�����������������D�Q�G���³I�G�H�D�O�L�V�H�G���L�Q�I�O�X�H�Q�F�H�´���E�\���$�Y�R�O�L�R�����%�D�V�V���D�Q�G���-�X�Q�J�������������������&�K�L�H�I��

Executive Officers and other leaders must be exemplary in order to win the war of 

talent. In other words, even when they are delivering public speeches, what they say 

forms the basis of attracting talent to their organisations. �,�Q�� �U�H�V�H�D�U�F�K�H�U�¶�V�� �Y�L�H�Z���� �W�K�H��

assertions by Kouzes and Posner (1997), Weiss and MacKay (2009:4), and  Avolio, 

Bass and Jung (1999) are in support of the framework in that for talent acquisition to 

be successful, it should embrace transformational leadership principles.  

 

�,�Q���V�X�S�S�R�U�W���R�I���W�K�H���U�H�V�H�D�U�F�K�K�H�U�¶�V���I�U�D�P�H�Z�R�U�N����Bradt (2010:4) argues that on-boarding is 

an act of transformational leadership and this is true for both hiring managers and for 

the new employees. He explains that this is a two-way transformational leadership, as 

organisations transform new employees and the latter is transforming the 

organisations they are joining. According to Bradt (2010:5), on-boarding is more 

successful when hiring managers and new employees each take leadership roles 

seriously. He explains that leadership is about inspiring and enabling others to do their 

absolute best, together, to realise a meaningful and rewarding shared purpose. It is 

further explained that on-boarding is not about acquiring, accommodating, assimilating 

and accelerating new employees. These are merely steps on the way to realising a 

shared purpose. The author emphasises that the steps mentioned above are merely 

steps on the way to realising a shared purpose and it is the reason o-boarding is an 

act of transformational leadership for all (Bradt, 2010:5). Through this framework, the 
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researcher opines that transformational leadership can be the remedy to the talent 

attraction, which is a challenge to the organisation under study. 

 

5.3.2 Transformational leadership on relationship and development  

 

Supervisory stimulation and vision; consideration and positive attitude are the 

subscalles of transformational leadership. As mentioned earlier in Chapter 4, it 

became clear that the two subscales of transformational leadership (supervisory 

stimulation and vision; and positive attitude) statistically significantly predict the two 

subscales of talent retention (relationship and development) and talent retention total. 

Consideration, which is also a subscale of transformational leadership statistically and 

significantly predicted development and talent retention total.  In the overall, 

transformational leadership statistically and significantly predicted talent retention. The 

illustration in the conceptual framework is indicative of the findings in the literature and 

Chapter 4 which are discussed in this section. 

 

�1�J�¶�H�W�K�H���� �1�D�P�X�V�R�Q�J�H�� �D�Q�G��Iravo (2012:300) assert that one of the critical roles of 

management is to create a work environment that will appeal the organisation to 

employees. A good working environment can be created through a variety of ways, 

including effective relationships with subordinates and development of employees. 

These talk to consideration may also imply that supervisory stimulation and vision 

does influence development of employees and these may have an influence on 

retention of employees. �,�Q�� �V�X�S�S�R�U�W�� �R�I�� �W�K�H�� �U�H�V�H�D�U�F�K�H�U�¶�V�� �I�U�D�P�H�Z�R�U�N����Samuel and 

Chipunza (2009:411) �D�G�G���W�K�D�W���W�K�H�L�U���G�X�W�\���L�V���W�R���L�Q�I�O�X�H�Q�F�H���W�K�H�V�H���H�P�S�O�R�\�H�H�V�¶���G�H�F�L�V�L�R�Q���W�R��
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be committed and remain with the organisation even when other job opportunities exist 

outside the organisation.  

 

The study by Singh, Fouad, Fitzpatrick, Liu, Cappaert and Figuereido (2013:292) on 

women engineers on the direct role of organisational supports on engineers' self-

confidence, abilities and outcome expectations, and indirect role of supports on job 

attitudes and subsequent turnover intentions, suggests that organisations may find 

some value in offering a variety of interventions that can boost outcome expectations 

and enhance job satisfaction and commitment in a manner that engineers are less 

likely to want to leave their organisations. Tasking human resource departments to 

offer training and development opportunities and thereby creating a supportive 

workplace that promotes employees' expectations from performing well is a good 

example of what Singh et al. (2013:292) suggest. This assertion by Singh et al. 

(2013:292) supports the re�V�H�D�U�F�K�H�U�¶�V�� �I�U�D�P�H�Z�R�U�N����This according to the researcher 

emphasises the fact that individual consideration combined with a relationship can 

lead to job satisfaction and thereby enhance �U�H�W�H�Q�W�L�R�Q�����%�H�D�U�G�����F�L�W�H�G���L�Q���1�J�¶ethe et al., 

2012:300) submits that the role of leadership and a supervisor is crucial in staff 

retention and argues that employees leave managers not companies. In the 

�U�H�V�H�D�U�F�K�H�U�¶�V���Y�L�H�Z�S�R�L�Q�W�����W�K�L�V���V�X�J�J�H�V�W�V���W�K�D�W���H�P�S�O�R�\�H�H���H�Q�J�D�J�H�P�H�Q�W���L�V���F�U�L�W�L�F�D�O�����7�K�L�V���D�O�V�R��

elevates the �S�R�L�Q�W�� �W�K�D�W�� �R�Q�H�¶�V�� �S�R�V�L�W�L�Y�H�� �D�W�W�L�W�X�G�H�� �P�D�\�� �O�H�D�G��to an effective relationship 

between an employee and a supervisor and therefore improve employee retention. 

�7�K�L�V�� �D�V�V�H�U�W�L�R�Q���D�J�U�H�H�V���Z�L�W�K�� �W�K�H�� �U�H�V�H�D�U�F�K�H�U�¶�V���I�U�D�P�H�Z�R�U�N�� �W�K�D�W���D�Q�� �H�I�I�H�F�W�L�Y�H�� �U�H�O�D�W�L�R�Q�V�K�L�S��

between supervisors and engineers may prolong the stay of of latter. 
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From a consideration perspective and supervisory stimulation and vision point of view, 

employees are more likely to remain with an organisation if they believe that their 

managers show interest and concern for them, if they know what is expected of them, 

are given a role that fits their capabilities and if they receive regular positive feedback 

and recognition ���F�L�W�H�G���L�Q���1�J�¶�H�W�K�H��et al., 2012:300).  

 

As Mathew and Gupta (2015:76) put it, individual consideration is where the leader 

�U�H�F�R�J�Q�L�V�H�V�� �W�K�H�� �L�Q�G�L�Y�L�G�X�D�O�¶�V�� �X�Q�L�T�X�H�Q�H�V�V�� �D�Q�G�� �L�Q�G�L�Y�L�G�X�D�O�� �Q�H�H�G�V�� �D�Q�G�� �S�U�R�Y�L�G�H�V�� �V�X�S�S�R�U�W����

encouragement and coaching, delegation, advice and feedback for personal 

development. This may suggest that the more managers are able to practice 

transformational leadership principles, the more employees realise closeness to the 

supervisor and are likely to be encouraged to stay longer in the employ. Dhawan and 

Mulla (2011:63) point out that one of the crucial elements of transformational 

leadership is charisma, which leads followers to identify strongly with the leader. The 

follower's identification with the leader forms the basis for affective commitment. 

Dhawan and Mulla (2011:63) add that as the leader-follower relationship matures, the 

emotional investments of the follower become too strong for the follower to break off 

the relationship and hence this leads to continuance commitment. This emphasises 

the relationship between supervisory stimulation and vision, relationship and talent 

retention. 

 

It is further explained that one of the mechanisms by which transformational leaders 

generate, organisational commitment is through empowering their followers (Dhawan 

& Mulla, 2011:63). Hughes, Norman and Luthans (2008:110) agree with Dhawan and 
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Mulla (2011) when they explain that transformational leadership is negatively related 

to employee negativity or cynicism and intentions to quit but is positively related to 

empowerment of employees. This highlights the relationship between supervisory 

stimulation and vision, development and talent retention. 

 

Specifically, those employees with highly charged transformational leaders should be 

�L�Q�W�H�O�O�H�F�W�X�D�O�O�\�� �V�W�L�P�X�O�D�W�H�G���� �R�U�� �F�R�Q�V�W�D�Q�W�O�\�� �F�K�D�O�O�H�Q�J�H�G�� �W�R�� �³�W�K�L�Q�N�� �R�X�W�V�L�G�H�� �R�I�� �W�K�H�� �E�R�[�´�� �D�Q�G��

identify with the leader towards positive change, which is an idealised influence (Avey 

et al., 2008:115). The researcher is of the view that the employees are likely to stay 

longer if the assertions by Avey et al. (2008) are put to practice. It is also possible that 

if managers and supervisors continue to motivate and inspire employees, the latter 

are likely to stay longer in the organisation and perform beyond expectation. In such 

a context where the leader is continuously challenging the status quo, the follower 

should be less cynical about changing the organisation in the future and this may lead 

to employees becoming more optimistic to the organisation which may prolong their 

stay in the organisation (Avey et al., 2008:115). In another study done by Ahmad, 

Abbas, Latif and Rasheed (2014:21), it was found that idealised influence, inspirational 

motivation, intellectual stimulation, individual consideration and transformational 

leadership as an independent variable have a positive and significant relationship to 

motivation and employees normally stay longer when they are motivated about their 

job and the organisation that they work for. 

 

Al-Hussami (2008: 290-292) investigated the relationship between transformational 

leadership and job satisfaction and found that transactional and transformational 
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leadership correlates positively with job satisfaction and transformational leadership is 

a predictor of job satisfaction. The researcher agrees with this assertion because only 

an employee who is satisfied with their job is likely to stay longer in the organisation. 

Elements of employee satisfaction in the job can be in many forms, that is, a supervisor 

who instils a positive attitude towards workers, a supervisor who stimulates and 

motivates employees and supervisor who is also considerate. In support of the 

�U�H�V�H�D�U�F�K�H�U�¶�V�� �E�H�O�L�H�I���� �L�Q�� �D�Q�R�W�K�H�U�� �V�W�X�G�\�� �R�Q�� �³�(�I�I�H�F�W�� �R�I�� �2�U�J�D�Q�L�V�D�W�L�R�Q�D�O�� �/�H�D�G�H�U�V�K�L�S�� �R�Q��

Organis�D�W�L�R�Q�D�O�� �+�H�D�O�W�K�´���� �.�R�U�N�P�D�]�� �������������� �������� �I�R�X�Q�G�� �W�K�D�W�� �W�K�H�� �U�H�O�D�W�L�R�Q�V�K�L�S�� �E�H�W�Z�H�H�Q��

transformational leadership and job satisfaction does exist in that the more the 

teachers perceive their principal as a transformational leader the more their level of 

job satisfaction increases and the less their principals exhibit transactional leadership, 

the better the �V�F�K�R�R�O�¶�V���R�U�J�D�Q�L�V�D�W�L�R�Q�D�O���K�H�D�O�W�K���J�H�W�V�����,�Q���V�X�S�S�R�U�W���R�I���$�O-Hussami (2008) and 

Korkmaz (2007), Smith (2015:30) asserts that transformational leaders can help 

followers achieve their full potential by creating desirable workplaces. This is in support 

of the fact that individual consideration leads and solidifies relationships thereby 

prolong the stay of the employee.   

In a study done by Singh et al., (2013:283) on women engineers, the authors contend 

that even though post-degree women have already chosen a career in engineering, 

some of the same constructs might help explain why women in engineering choose to 

stay in or leave, their engineering jobs. These authors allude that barriers and support 

may also operate to either enhance or undermine women's career decisions related 

to turnover intentions and decisions. Organisational contextual factors may be sources 

of, or inhibitors of, self-efficacy and outcome expectations (Singh et al., 2013:283). 

Thus, if an organisation provides a supportive work context for employees, they may 

be more likely to feel mastery to do the tasks related to their profession and have 
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positive expectations of outcomes related to those tasks (Singh et al., 2013:283). In 

return, employees may find a reason to stay a bit longer in the organisation.  

 

Smith (2015:30) further avows that a more pleasant environment may allow followers 

to develop their potential and lead to higher job satisfaction. Smith (2015:31) posits 

further that higher job satisfaction directs organisational health, which measures 

mutual individual relationships, plays a role in the overall success and sustainability of 

an organisation and demonstrates the level of social interaction and harmony between 

key personnel. 

 

From a consideration point of view, Judge and Colquitt (cited by Jiang, 2012:241) 

argue that when employees report their frustration in integrating work and non-work 

commitments (work-life balance), it is likely for transformational supervisors to help 

their employees accommodate those competing responsibilities from different areas. 

Hornung, Rousseau and Glaser (cited in by Jiang, 2012:241) assert that once 

employees take the initiative to negotiate �³�L�G�L�R�V�\�Q�F�U�D�W�L�F�� �G�H�D�O�V�´�� ���³i-deals�´������ �W�K�H�L�U��

transformational leaders may grant them special employment conditions that 

�R�W�K�H�U�Z�L�V�H�� �P�D�\�� �Q�R�W�� �E�H�� �D�F�F�H�V�V�L�E�O�H�� �W�K�U�R�X�J�K�� �W�K�H�� �R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �V�W�D�Q�G�D�U�G�� �S�U�D�F�W�L�F�H�V�� �R�U��

policies. From a transformational perspective, this is an individual consideration. 

 

From a positive attitude view point, it was found that transformational leadership 

relates to optimal job functioning (psychological health, job attitudes and performance) 

by contributing to favourable perceptions of job characteristics (more resources and 
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fewer demands) and high-quality work motivation (more autonomous motivation and 

less controlled motivation) in employees (Fernet et al., 2015:11).  

 

Conger and Kanungo (1998:13�±15) emphasise the fact that transformational 

leadership motivates and inspires employees by providing meaning and challenges to 

solve complex problems. In this way, Conger and Kanungo (1998) argue that 

employees are encouraged to use their innovative and creative skills to produce better 

goods and services. It is likely that employees are likely to stay longer with the 

organisation once they adopt this attitude. According to Reggio and Murphy 

(2002:108), this makes employees optimistic and enthusiastic about the future. It is 

�W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���Y�L�H�Z���W�K�Dt this enthusiasm from the employees can make them stay 

longer in the organisation. Senior et al. (2012:282) agree with this notion and see 

transformational leadership to inspire and challenge people to achieve goals. 

Accordingly, there is a concession that transformational leaders motivate their 

employees to transcend their self-interest for the achievement of team and institutional 

goals and in this way it stimulates employees to achieve self-actualisation (Senior et 

al. 2012:282). As mentioned earlier, these views articulated by Senior et al. (2012:282) 

could probably contribute to employees staying longer in the organisation they work 

for. 

 

In addition, Moynihan et al. (2011:147) submit that transformational leaders direct and 

�L�Q�V�S�L�U�H���H�P�S�O�R�\�H�H�V�¶���H�I�I�R�U�W���E�\���U�D�L�V�L�Q�J���W�K�H�L�U���D�Z�D�U�H�Q�H�V�V���R�I���W�K�H���L�P�S�R�U�W�D�Q�F�H���R�I���R�U�J�D�Q�L�V�D�W�L�R�Q�D�O��

values and outcomes. This process requires leaders to create a sense of vision, 

mission, and purpose among employees, providing confidence and direction about the 
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future of the organisation (Moynihan et al., 2011:147). The researcher is of the view 

that retention of employees is possible once they experience meaning in the work they 

do and are aware of the vision and mission of the organisation that they work for.  

 

Bass (cited in Zacher & Rosing, 2015:58) suggests that leaders who subscribe to the 

theory of transformational leadership, stimulate their followers to perform above and 

beyond expectations by acting as a positive role model, communicating an attractive 

vision of the future, encouraging independent and creative thinking, and being caring 

and nurturing. In another study, transformational leadership was found to encourage 

their followers to deliver outcomes beyond their expected level, which is possible 

thr�R�X�J�K���L�Q�Y�R�N�L�Q�J���H�P�S�O�R�\�H�H�V�¶���K�L�J�K�H�U���O�H�Y�H�O���E�H�O�L�H�I�V���D�Q�G���Y�D�O�X�H�V�����%�X�V�K�U�D et al., 2015:895). 

One believes that the more a leader nurtures employees, encourage independent 

thinking, act as the role model the more they are likely to stay with the organisation. 

 

5.3.3 Talent acquisition and retention  

 

It has been shown in Chapter 2 and 4 that talent acquisition significantly statistically 

predicts talent acquisition. It has also been shown that there is a statistically positive 

correlation between talent acquisition and retention. In other words, this means that 

when talent acquisition improves, talent retention also improves. The discussion below 

illustrates the fact that talent acquisition significantly and statistically predicts talent 

retention. 
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A study done by Oracle (2012:6) posits that first impression matter, that is, one who 

has been acquired links very well to retention. It is argued that 90 percent of employees 

make their decision to stay with the organisation within the first six weeks (Oracle, 

2012:6). In agreement with Oracle (2012), Pandey, Henry and Chawla (2012:367) 

submit that top performers who are identified through an efficient talent acquisition 

process and then effectively on-boarded, are positioned to quickly contribute and stay 

within an organisation. When an organisation spends excessive time, money and 

energy recruiting an employee who does not fit the required skill set or need of that 

organisation, it can result in a high level of turnover and less effective performance �± 

in essence, it is a waste of resources. In other words, talent acquisition and retention 

are inseparable for a competitive advantage of an organisation. This applies as well 

to the organisation which is under study.  

 

To drive quality into a selection and recruiting process, the organisation must first 

define the qualities for each position in the organisation (Oracle, 2016:4). It is 

submitted that the selection process should be grounded on the foundation of a proper 

specification of the requirements of the job. The staffing department should work with 

hiring managers to set out the criteria that will bring about success at a job, including 

knowledge, skills and abilities; attitude and motivation and cultural fit, both with the 

organisation and with its customers. Individuals speak all kind of lies during interviews 

to get a job. Roa (2011:128) argues that even if job candidates might not be proficient 

in branding they can simply say they are to impress the recruiter and grab the job. It 

is only later that people realise that there has been a mismatch and thus look for a 

change.  
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An article written by Guenther (2013) also emphasises the relationship between  talent 

retention and attraction. It is argued that when all processes are properly followed, the 

talent acquisition process itself can help boost retention levels. By targeting 

recruitment towards individuals who are a best possible fit for the role on offer, the 

chances of the employee becoming dissatisfied and choosing to leave are reduced 

(Guenther, 2013). It is further explained that providing an honest appraisal of the 

position during the interview stage will help to make sure that new starters do not have 

unrealistic expectations, which tends to be a common reason why people choose to 

leave organisations. From �W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���S�R�L�Q�W���R�I���Y�L�H�Z�����I�R�U���W�K�H���V�\�P�E�L�R�V�L�V���E�H�W�Z�H�H�Q��

talent acquisition and retention to be effective, it requires that people who are in charge 

align themselves with transformational leadership principles. Talent acquisition 

specialists should move away from old habits of finding a talented resource from job 

boards and find creative ways of using social media. 

 

In agreement with Guenther (2013), Erickson (2014) contends that a compelling 

employment brand is one of the proactive strategies that organisations should focus 

on. It is submitted that strong employment brands attract and maintain interest across 

multiple social, skill and geographic demographics including current employees, 

potential employees and those people who may just be interested in your organisation. 

In other words, an organisation with a well thought-out employee value proposition is 

likely to capture the interest of potential employees and retain those who are currently 

employed. One argues that those who are involved in talent acquisition should 

consider identifying markets where they want to pull resources rather than to be all 
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over the place. This also requires somebody who has the big picture scenario of the 

organisation they are working for, and they have to be motivated and have a positive 

attitude.  

 

According to a survey conducted by TechnologyAdvice (2015) on, �³Whether perks 

�P�D�W�W�H�U���I�R�U���H�P�S�O�R�\�H�H���U�H�W�H�Q�W�L�R�Q�´, it was found that 56 percent of employees said perks 

were very or moderately important when evaluating a job and 56 percent of employees 

said they would trade a salary increase for certain on-the-job perks.  This requires a 

creative mind of those charged with talent management to be considerate and creative 

when planning remuneration in an effort to not only to attract potential employees but 

to retain those that are already employed. Offerings such as flexible schedules, 

catered lunches, work-from-home days, employee wellness programme and a greater 

number of paid holidays are increasingly coming into play as a way to ensure that 

employees are attracted to the organisations. The same offerings can prolong the 

�H�P�S�O�R�\�H�H�V�¶���V�W�D�\��with the organisation. This is possible if those who are in charge of 

talent acquisition and retention have been trained on transformational leadership.  
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FIGURE 5.1: �5�H�V�H�D�U�F�K�H�U�¶�V���Y�D�O�L�G�D�W�H�G���I�U�D�P�H�Z�R�U�N���I�R�U���W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O��leadership, talent 

acquisition and retention of engineers at an energy provider in South Africa 

 

Explaining mediation part of the framework: Baron and Kenny (1986) 

 

Mediation is a hypothesised causal chain in which one variable affects a second 

variable that, in turn, affects a third variable. The intervening variable (TL), is the 

mediator. It mediates the relationship between a predictor (TAT) and an outcome 

(TRT). Paths a and b are called direct effects. The mediational effect, in which TAT 

leads to TRT through TL is called the indirect effect. The indirect effect c'  represents 

the portion of the relationship between TAT and TRT that is mediated by TL. 

Graphically, mediation can be depicted in the following way:  
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Following Baron and Kenny (1986), if TL mediates a TA-TR causal relationship then:  

1. TAT significantly predicts TRT [Path c is significant]  

2. TAT significantly predicts TL  [Path a is significant]  

3. TL significantly predicts TRT in the presence of TAT (Path b is significant)  

4. When TL is in the model, the effect of TAT on TRT is reduced (c' is less than 

c). With complete mediation, Path c' is zero. 

 

 

5.4 RECOMMENDATIONS 

 

The following recommendations are made on the basis of the information obtained 

from the literature study and the empirical findings. These recommendations are 

suggested to alleviate the challenge that the institution under study is experiencing, 

which is the attraction and retention of artisans, technicians and engineers. However, 

this study focused on engineers and recommendations will be directed at them.  

The recommendations are made under the following headings: Transformational 

leadership, talent acquisition and retention. 

 

5.4.1 Transformational leadership and talent acquisition  

 

Transformational leadership has been praised by many scholars for its effectiveness. 

However, this would depend on how informed those in leadership are of this leadership 

construct. Herlina et al. (2015:171) note that leaders who subscribe to intellectual 
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�V�W�L�P�X�O�D�W�L�R�Q�� �I�U�R�P�� �D�� �W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O�� �S�H�U�V�S�H�F�W�L�Y�H�� �P�X�V�W�� �O�L�V�W�H�Q�� �W�R�� �V�X�E�R�U�G�L�Q�D�W�H�¶�V�� �L�G�H�D�V����

develop subordinate rationality and creativeness, as well as involve them in solving 

problems, �L�P�S�U�R�Y�L�Q�J���I�R�O�O�R�Z�H�U�¶�V���L�G�H�D�V���F�U�H�D�W�L�Y�H�O�\���V�R���W�K�H�\���F�D�Q���H�[�S�U�H�V�V���L�Q�Q�R�Y�D�W�L�R�Q�����7�K�H��

researcher also believes that if transformational leadership would be given a space at 

the organisation under study, the perception of subordinates about their leaders, 

managers and supervisors might be different going forward. For example, descriptive 

statistics on the subscales of transformational leaders (supervisory stimulation and 

vision, consideration, and positive attitude) proves negative (Figure 4.8 above). This 

disapproval of transformational leadership in the organisation under study may be due 

to a number of factors. This may include amongst others, poor relationships between 

leadership, managers and subordinates and perhaps poor relationships between 

subordinates as well, lack of supervisory stimulation, leadership not modelling the way 

they are supposed to �D�Q�G���O�H�D�G�H�U�V�¶���O�D�F�N���R�I���L�Q�V�S�L�U�D�W�L�R�Q�D�O���P�R�W�L�Y�D�W�L�R�Q�� 

 

Roberts (2012:7) coined what he called five competencies that define someone as an 

effective and successful transformational leader. These competencies include the 

following:  

�x Holistic thinking �± Leaders should �V�H�H�� �W�K�H�� �µ�Z�K�R�O�H�¶�� �R�U�� �E�L�J�� �S�L�F�W�X�U�H�� �D�Q�G�� �D�Y�R�L�G��

getting bogged down in siloed thinking  

�x Systems thinking - Leaders see relationships between parts of the organisation 

that others miss, fostering breakthrough innovation. 

�x Humanistic thinking - Leaders are able to sense the emotions of others and 

�F�R�Q�Q�H�F�W���R�Q���D���µ�K�H�D�U�W�¶���O�H�Y�H�O���Z�K�H�Q���G�H�D�O�L�Q�J���Z�L�W�K���J�U�R�X�S�V���D�Q�G���W�H�D�P�V�� 



277 
 

�x Social optimism �± Leaders �D�X�W�K�H�Q�W�L�F�D�O�O�\�� �H�Q�Y�L�V�L�R�Q�� �W�R�G�D�\�¶�V�� �E�L�J�� �S�U�R�E�O�H�P�V��being 

solved and use this vision to overcome cynicism  

�x Authentic filtering - Leaders �T�X�L�F�N�O�\�� �G�L�V�F�H�U�Q�� �R�W�K�H�U�V�¶�� �P�R�W�L�Y�H�V�� �D�Q�G�� �U�H�D�F�W��

appropriately in complex social situations.  

 

These competencies as espoused by Robert (2012) and are quite critical in the context 

of the organisation under study with regards to how engineers perceived supervisory 

�V�W�L�P�X�O�D�W�L�R�Q���D�Q�G���Y�L�V�L�R�Q�����F�R�Q�V�L�G�H�U�D�W�L�R�Q���D�Q�G���S�R�V�L�W�L�Y�H���D�W�W�L�W�X�G�H�����)�U�R�P���W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V��view 

point and following the study findings, it is not that engineers only have challenges 

with stimulation and vision, consideration, and positive attitude, results also indicate 

that consideration and positive attitude failed to significantly statistically predict during 

selection which is the second subscale of talent acquisition. �µDuring selection�¶ would 

include activities like, job interviews, screening, assessments, hiring and/or placement 

and on-boarding. The results of the study found that talent acquisition significantly 

predicts talent retention. The literature review has also revealed that there is an 

unavoidable link between talent acquisition and retention. One is inclined to believe 

that one of the reasons why the organisation under study battles to attract the calibre 

of engineers that it needs might be as a result of lack of transformational leadership 

skills and competencies that the researcher referred to earlier. Bass and Avolio (1992) 

developed a theory that  it would be helpful for the organisation under study if it could 

be embraced by the leadership of the organisation and especially those who are in 

charge of the talent acquisition function.  

 

Bass and Avolio (1992) coined the 4-concept model defined by intellectual stimulation, 

idealised influence, individual consideration and inspirational motivation. Intellectual 
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stimulation requires that leaders do, inter alia, the following: Stimulate subordinates to 

view the organisation from a different perspective, challenge the old assumption, 

values and beliefs; promote intelligence through professionalism and emphasise 

teaching engineers to search for a sensible solution. Idealised influence requires that 

leaders become a source of admiration,role model for subordinates; enhance 

s�X�E�R�U�G�L�Q�D�W�H�V�¶�� �S�U�L�G�H���� �O�R�\�D�O�W�\�� �D�Q�G�� �F�R�Q�I�L�G�H�Q�F�H�� �D�Q�G�� �D�O�L�J�Q�� �V�X�E�R�U�G�L�Q�D�W�H�V�� �W�K�U�R�X�J�K��

identification with leader around a common mission and vision. Individual 

consideration requires the leaders to diagnose and evaluate the needs of each 

subordinate, promote the development of subordinates, emphasise equality, pay close 

attention to individual differences and act as a mentor and coach for subordinates. 

Lastly, as an inspirational leader, one is required to articulate an appealing vision, 

provide meaning and a sense of purpose, inspire followers to contribute to tasks at 

hand, express important purposes in meaningful and practical ways.  

 

Kouzes and Posner (1997:5) modelled it differently and ask that transformational 

leaders should inspire a shared vision, model the way, challenge the process, enable 

others to act and encourage the heart. The researcher believes that both models by 

Bass and Avolio (1992) and Kouzes and Posner (1997) are complementing each other 

in an effort to empower leaders to capacitate their subordinates so that when they are 

given an opportunity to lead one day it does not become a challenge. Fortunately, as 

it has been said earlier, managers and supervisors can be trained to be 

transformational leaders and therefore, those who occupy leadership positions within 

the talent acquisition space can also be trained on transformational leadership. In this 

way, the researcher believes that attracting the calibre of engineers the organisation 

needs may not be a challenge going forward. 
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5.4.2 Transformational leader ship and talent retention  

 

Supervisory stimulation and vision, consideration and positive attitude were scored 

very low by engineers from the descriptive statistics point of view. This meant that 

engineers showed a negative attitude against the three subscales of transformational 

leadership. This negativity by the engineers also calls for some intervention because 

the organisation under study is finding it difficult to retain the engineers. 

Notwithstanding the findings in Figure 4.78 above that revealed that transformational 

leadership statistically significantly predicts �W�D�O�H�Q�W���U�H�W�H�Q�W�L�R�Q�����L�Q���W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���P�L�Q�G��

this can mean that for talent retention to be improved in the organisation under study 

transformational leadership should play a critical role. This is consistent with other 

study findings which were revealed in the literature review.  

 

�%�H�D�U�G�� ���F�L�W�H�G�� �L�Q�� ���1�J�¶�H�W�K�H��et al., 2012:300) submits that the role of leadership and a 

supervisor is crucial in staff retention and argues that employees leave managers not 

companies. The contention is that a poor relationship with line managers can be the 

�S�X�V�K���I�D�F�W�R�U���E�H�K�L�Q�G���D�Q���L�Q�G�L�Y�L�G�X�D�O�µ�V���G�H�F�L�V�L�R�Q���W�R���T�X�L�W���W�K�H���M�R�E���D�Q�G���O�H�D�Y�H���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q��

(CIPD, 2004: online). While the supervisor-subordinate relationship cannot be 

undermined, perceptions are that some managers do not provide appropriate 

leadership, or, in other instances, treat people unfairly, or bully their staff. The basic 

argument underlying this assumption is that, where employees feel unfairly treated by 

their supervisors, the level of trust tends to diminish. Contrary to this view, Kouzes and 

Ponser (1997) argue that leaders should foster collaboration and build spirited teams 

and make each person feel capable and powerful. Similar views are held by Taplin 
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and Winterton (2007:7), they add that the reason why employees stay may be the fact 

that their managers are accessible and approachable, respected and trusted and listen 

and assist if ever they had problems.  

 

�1�J�¶�H�W�K�H��et al. (2012:300) argue that responsibility and accountability for retaining 

talent needs to move out to the front lines and into the hands of leaders. Leaders and 

their skill in building a climate of retention, a culture that speaks to employees in a way 

that encourages th�H�P���W�R���V�W�D�\�����Z�L�O�O���E�H���D�Q���R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���E�H�V�W���G�H�I�H�Q�F�H���D�J�D�L�Q�V�W���X�Q�Z�D�Q�W�H�G��

�W�X�U�Q�R�Y�H�U�����1�J�¶�H�W�K�H��et al., 2012:300).  In a study by Sattar (2012:17) on young engineers, 

the prevailing theme was a lack of mentorship from the supervisors. Young engineers 

felt that mentoring and career guidance were lacking and no clear career path was laid 

down for them (Sattar, 2012:17). In line with Sattar (2012), Kouzes and Posner (2002) 

talk about inspiring a shared vision. They contend that through a �O�H�D�G�H�U�¶�V���P�D�J�Q�H�W�L�V�P��

and quiet persuasion, they enlist others in their dreams. In other words for leaders to 

be able to retain the engineers, they should breathe life into their visions and get them 

to exciting possibilities for the future. Mills (2007:21) adds that for retention to be 

achieved, transformational leaders should build trust between the team and the leader; 

build esteem in team members; communicate effectively to team members regarding 

retention and engagement issues; be flexible in recognising, understanding, and adapt 

individual needs and views.  

 

Employees are more likely to remain with an organisation if they believe that their 

managers show interest and concern for them, know what is expected of them, are 

given a role that fits their capabilities and if they receive regular positive feedback and 
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�U�H�F�R�J�Q�L�W�L�R�Q�� ���1�J�¶�H�W�K�H�� et al., 2012:300). This assertion equals the individualised 

consideration which is one of the principles defining transformational leadership. As 

mentioned earlier, individual consideration is where the leader recognises the 

�L�Q�G�L�Y�L�G�X�D�O�¶�V�� �X�Q�L�T�X�H�Q�H�V�V�� �D�Q�G�� �Q�H�H�G�V�� �D�Q�G�� �S�U�R�Y�L�G�H�V�� �V�X�S�S�R�U�W���� �H�Q�F�R�X�U�D�J�H�P�H�Q�W�� �D�Q�G��

coaching, delegation, advice and feedback for personal development (Mathew and 

Gupta, 2015:76). This means that the more managers are able to practice this 

transformational leadership principle, the more employees will be encouraged to stay 

longer in the employ. All what �W�K�H�V�H���D�V�V�H�U�W�L�R�Q�V���E�\���1�J�¶�H�W�K�H��et al. (2012), Mathew and 

Gupta (2015) and Kouzes and Posner (2002) mean is that ,where transformational 

leadership is practised chances are that retention of engineers can be improved. 

  

In line with these affirmations by �1�J�¶�H�W�K�H��et al. (2012), Mathew and Gupta (2015), 

Kouzes and Posner (2002), Bass and Avolio (1992), Wang, Kim and Lee (2016:3237)  

posit that team leaders should be aware of the importance of leadership behaviours in 

motivating cognitively diverse team membe�U�V�� �W�R�� �E�H�� �F�U�H�D�W�L�Y�H���� �,�W�� �L�V�� �W�K�H�� �U�H�V�H�D�U�F�K�H�U�¶�V��

belief that motivated people even if they are working in teams are likely to stay longer 

in an organisation. Wang et al., (2016:3237) aver that team leaders should display a 

set of transformational leadership behaviours to realise the potential of cognitive 

diversity. Specifically, they need to articulate a shared group vision, communicate high 

expectations in terms of creativity to followers, stimulate followers to attempt 

innovative ideas and provide necessary coaching and mentoring to help followers 

develop creativity-relevant skills (Wang et al., 2016:3237).  
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In another study done by Al-sharafi and Rajiani (2013:65), the two scholars maintain 

�W�K�D�W���W�K�H���I�R�X�U���O�H�D�G�H�U�V�K�L�S���S�U�D�F�W�L�F�H�V�����H�[�F�H�S�W���µ�H�Q�F�R�X�U�D�J�L�Q�J���W�K�H���K�H�D�U�W�¶���D�V���F�R�L�Q�H�G���E�\���.�R�X�]�H�V��

and Posner (2003) have an influence on the turnover intention of talented employees.  

Their results demonstrated that talented empl�R�\�H�H�V�¶�� �M�R�E�� �V�D�W�L�V�I�D�F�W�L�R�Q�� �L�V�� �S�R�V�L�W�L�Y�H�O�\��

influenced by all the leadership practices (Al-sharafi & Rajiani, 2013:65). Put 

differently, the study conducted by Al-sharafi and Rajiani (2013) revealed that 

�O�H�D�G�H�U�V�K�L�S���K�D�V���D���S�R�V�L�W�L�Y�H���L�Q�I�O�X�H�Q�F�H���R�Q���H�P�S�O�R�\�H�H�V�¶���V�D�W�L�V�I�D�Ftion, loyalty and retention 

which is supportive of the findings of this study. In line with the four elements of 

transformational leadership as illustrated by Mathew and Gupta (2015), Zhang et al., 

(2015:1044-1045) aver that task-focused, relationship-focused, coaching-focused and 

communication-focused leaders are likely to retain talented employees. These above 

findings were revealed in their study on the effect of leadership style on talent retention 

during merger and acquisition integration in China (Zhanga et al., 2015). The findings 

by Zhang et al. (2015) are consistent with the findings of the organisation under study 

in that, �V�X�S�H�U�Y�L�V�R�U�\���V�W�L�P�X�O�D�W�L�R�Q���D�Q�G���Y�L�V�L�R�Q�����O�H�D�G�H�U�¶�V���F�R�Q�V�L�G�H�U�D�W�L�R�Q���D�Q�G���S�R�V�L�W�L�Y�H���D�W�W�L�W�X�G�H��

positively influence the retention of talented employees. In line with the finding of this 

study, Engineers Jobs Company (S.a), submit that for engineers to be retained, 

managers should set clear objectives and empower their teams because they work 

best when their focus is on solving problems, when given tools to remove obstacles, 

when they are listened to and when relations are effective with their managers.  

 

 

 



283 
 

5.5 RESEARCH OBJE CTIVES 

 

The purpose of the study was to develop a validated framework for transformational 

leadership, talent acquisition and retention of engineers at an energy provider in South 

Africa. The objectives that were formulated for the study were stated as follows: 

 

Research objective 1: To determine if there is a significant relationship between 

talent acquisition and retention at the energy provider. This objective was 

achieved by means of conducting empirical research. The results of the empirical 

survey are discussed in chapter 4. 

 

Research objective 2: To determine if there is a significant relationship between 

transformational leadership and talent acquisition at the energy provider. Only 

supervisory stimulation and vision which is a subscale of transformational leadership 

statistically significantly predicted talent acquisition total and �µbefore selection�¶ which 

is one of the subscales of talent acquisition. However, it was also found that 

transformational leadership does predict talent acquisition very marginally. The results 

of the empirical survey are discussed in chapter 4. 

 

Research objective 3: To determine if there is a significant relationship between 

transformational leadership and talent retention at the energy provider. This 

objective was achieved by means of conducting empirical research. The results of the 

empirical survey are discussed in chapter 4. 
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Research objective 4: To determine if transformational leadership has a 

mediating role  in talent acquisition and retention  of engineers at the energy 

provider . This objective was achieved by means of conducting empirical research. 

The results of the empirical survey are discussed in chapter 4. 

 

Research objective 5: To develop a validated talent acquisition and retention 

framework of engineers for the energy provider. The intensive literature review that 

is reported in Chapter 2 and empirical research findings in Chapter 4 contributed to 

the development of the validated conceptual framework. The framework is discussed 

in detail in section 5.3 above. 

 

5.6 SUGGESTIONS FOR FUTURE RESEARCH 

 

The study focused only on engineers and not on all the scarce skilled talent as defined 

by the organisation under study. Technicians, technologists and artisans form part of 

the scarce skilled talent as regards the respondent organisation. Future research on 

how transformational leadership would influence the retention of these other groups 

would be a step in the right direction so that there is certainty regarding the 

extrapolation of the findings.  
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Future research may also be necessary so as to establish reasons why supervisory 

stimulation and vision, positive attitude could not influence reward and during selection 

which is a subscale of talent acquisition. Another important consideration for future 

research would be to establish reasons why consideration could not influence 

relationship, before selection and during selection which are also subscales of talent 

acquisition. The researcher suggests that future studies in the same area should 

include human resource employees so that they respond on whether transformational 

leadership can enhance how they acquire and retain engineers. A consideration to 

use experts from other industries and not only academics may be done in future to 

improve the efficacy of the framework.  

 

5.7 LIMITATIONS OF THE STUDY 

 

A probable limitation of the study could be the fact that the researcher only used a 

quantitative method to arrive at the findings. The results of the study could be 

explained better if both quantitative and qualitative methods were employed in the 

study.  

 

5.8 CONCLUSION 

 

Scholars have written vastly on transformational leadership and acclaimed on how it 

influences human resource practices. This study has also revealed that 

transformational leadership positively influences talent retention. Not so many studies 
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have been conducted that revealed a significant statistical relationship between 

supervisory stimulation and vision, a factor of transformational leadership, and before 

selection, as one of the factors of talent acquisition. However, this study revealed a 

significant statistical relationship between supervisory stimulation and vision and 

before selection. It was also found that transformational leadership is a mediator 

between talent acquisition and retention.  

 

The intent of this study was to develop a validated framework for transformational 

leadership, talent acquisition and retention of engineers in an energy provider in South 

Africa. It can be stated with certainty that the framework is significant, valid and 

reliable. Immediate supervisors, who include supervisors, middle managers and 

senior managers in the engineering divisions of this organisation under study are 

strongly advised to implement this validated framework which could assist to alleviate 

the challenge faced by this organisation, which is a failure to attract and retain scare 

skilled employees which for this study are engineers.  These people can be trained on 

how to effectively use transformational leadership skills which could help them to 

acquire and retain the calibre of engineers they require for the organisation under 

study. 

 

 

 

 



287 
 

LIST OF REFERENCES 

 

ABERDEEN GROUP. 2013. The power of employee recognition [Online]. Available 

from: 

http://go.globoforce.com/rs/globoforce/images/AberdeenReportNovember2013.pdf 

[Accessed: 09/11/2015]. 

ABU-TINEH, A.M., KHASAWNEH, S.A. & AL-OMARI, A.A. 2008. Kouzes and 

Posner's transformational leadership model in practice. Leadership & Organization 

Development Journal, 29(8), 648 �± 660. 

ADDAE, H.M. & PARBOTEEAH, K.P. 2008. Role Stressors and Organizational 

Commitment: Public Sector Employment in St Lucia. International Journal of 

Manpower. 29(6), 567-582.  

AHMAD, F., ABBAS, T., LATIF, S. & RASHEED, A. 2014. Impact of transformational 

leadership on employee motivation in telecommunication sector. Journal of 

Management Policies and Practices, 2(2), 11-25. 

AIN SHAMS, A.M.E. & MOSTAFA, B.N.S. 2016. Transformational Leadership in 

Hierarchical Context: A study of Gender Differences in the Mobile Communication 

Sector in Egypt. The Journal of Applied Research, 32(1), 355-366. 

ALDAMOE, F. M. A., YAZAM, M. & AHMID, K.B. 2012. The Mediating Effect of HRM 

outcomes (employee retention) on the relationship between HRM practices and 

organizational performance. International Journal of Human Resource Studies, 2(1), 

75-88. 

 



288 
 

AL-EMADI, A.A.Q., SCHWABENLAND, C. & WEI, Q. 2015. The Vital Role of 

Employee Retention in Human Resource Management. IUP Journal of Organizational 

Behaviour. 15(3), 7-32. 

AL-HUSSAMI, M. 2008. �$�� �V�W�X�G�\�� �R�I�� �Q�X�U�V�H�V�¶�� �M�R�E�� �V�D�W�L�V�I�D�F�W�L�R�Q���� �7�K�H�� �U�H�O�D�W�L�R�Q�V�K�L�S�� �W�R��

organizational commitment, perceived organizational support, transactional 

leadership, transformational leadership, and level of education. European Journal of 

Scientific Research, 22(2), 286-295. 

ALLEN, D.G., BRYANT, P.C., & VARDAMAN, J.M. 2010. Retaining talent: Replacing 

misconceptions with evidence-based strategies. Academy of Management 

Perspectives, 24(2), 48�±64. 

ALLEN, J.M. & SAWHNEY, R. 2015. Administration and Management in Criminal 

Justice:  A Service Quality Approach. 2nd ed. New Delhi: SAGE Publications. 

AL-SHARAFI, H. & RAJIANI, I. 2013. Leadership practices and talent turnover: Study 

on Yemeni organisation. Business and Management Research, 2(3), 60-67. 

ALVESSON, M. & KÄRREMAN, D. 2015. Intellectual Failure and Ideological Success 

in Organization Studies: The Case of Transformational Leadership. Journal of 

Management Inquiry,1(14), 1-14. 

AMERICAN INSTITUTE OF CERTIFIED PUBLIC ACCOUNTANTS (AICPA). 2011. 

The 2011 PCPS top talent study: attracting and keeping the best [Online]. Available 

from: www.freedownloads.is/pdf/talent-attraction [Accessed: 18/10/2015]. 

ANDERSON, V. 2009. Research methods in human resource management. London: 

Chartered Institute of Personnel and Development. 

 

javascript:__doLinkPostBack('','mdb~~buh%7C%7Cjdb~~buhjnh%7C%7Css~~JN%20%22IUP%20Journal%20of%20Organizational%20Behavior%22%7C%7Csl~~jh','');
javascript:__doLinkPostBack('','mdb~~buh%7C%7Cjdb~~buhjnh%7C%7Css~~JN%20%22IUP%20Journal%20of%20Organizational%20Behavior%22%7C%7Csl~~jh','');


289 
 

ARTHUR, M.B., KHAPOVA, S.N. & WILDEROM, C.P.M. 2005. Career success in a 

boundaryless career world. Journal of Organizational Behaviour, 26(2): 177�±202. 

ARUN, K.M.A. & SHEKAR, V. 2014. A study on Employee Retention Practices in 

Pharmaceutical Companies of Northern Telangana State. International Journal of 

Research in Management, 4(1), 66-85. 

AVEY, J.B., HUGHES, L.W., NORMAN, S.M. & LUTHANS, K.W. 2008. Using 

positivity, transformational leadership and empowerment to combat employee 

negativity. Leadership & Organization Development Journal, 29(2), 110 �± 126. 

AVOLIO, B.J. & BASS, B.M. 2004. Multi-factor Leadership Questionnaire. Manual and 

sample letter. 3rd ed. Redwood City, CA: Mind Garden. 

AVOLIO, B.J., BASS, B.M. & JUNG, D.I. 1999. Re-examining the components of 

transformational and transactional leadership using the Multifactor Leadership 

Questionnaire. Journal of Occupational & Organisational Psychology, 72(4), 441-462. 

AYRE, C. & SCALLY, A. 2014. �&�U�L�W�L�F�D�O�� �Y�D�O�X�H�V�� �I�R�U�� �/�D�Z�V�K�H�¶�V�� �F�R�Q�W�H�Q�W�� �Y�D�O�L�G�L�W�\�� �U�D�W�L�R����

Revisiting the original methods of calculation. Measurement and Evaluation in 

Counseling and Development, 47(1), 79-86. 

BACKHAUS, K. & TIKOO, S. 2004. Conceptualizing and Researching Employer 

Branding. Career Development International, �������������������í������. 

BAIRI, J., MANCHAR, B.B. & KUNDU, G.K. 2011. Knowledge retention in the IT 

service industry. Journal of Systems and Information Technology, 13(1):43-65. 

 



290 
 

BARAP, S.A. & PLUCKER, J.A. 2002. Smart people or smart contexts? Cognition, 

ability, and talent development in an age of situated approaches to knowing and 

learning. Education Psychologist, 37(3), 165-182. 

BARLING, WEBER, T. & KELLOWAY, E.K. 1996. Effects of Transformational 

Leadership Training on Attitudinal and Financial Outcomes: A Field Experiment. 

Journal of Applied Psychology, 81(6), 827-832. 

BARNES, J.N., CHRISTENSEN, D.S. & STILLMAN, T. 2013. Organisational 

Leadership and Subordinate Effect in Utah�¶�V���&�H�U�W�L�I�L�H�G���3�X�E�O�L�F���$�F�F�R�X�Q�W�L�Q�J���3�U�R�I�H�V�V�L�R�Q. 

Journal of Applied Business Research, 29(5), 1567-1582. 

BARON, R.M., & KENNY, D.A. 1986. The moderator�±mediator variable distinction in 

social psychological research: Conceptual, strategic, and statistical considerations. 

Journal of Personality & Social Psychology, 51, 1173-1182. 

BARSADE, S. & GIDSON, D.E. 2007. Why Does Affect Matter in Organizations 

[Online]? Available from: 

https://www.researchgate.net/publication/228960683_Why_Does_Affect_Matter_in_

Organizations [Accessed: 20/10/2015] 

BASS, B.M. 1985. Leadership and performance beyond expectations. New York: Free 

Press. 

BASS, B.M. 1990a. �%�D�V�V���D�Q�G���6�W�R�J�G�L�O�O�¶�V���K�D�Q�G�E�R�R�N���R�I���O�H�D�G�H�U�V�K�L�S: Theory, research and 

managerial applications. 3rd ed. New York: Free Press. 

BASS, B.M. 1995. Transformational leadership redux. Leadership Quarterly, 6, 463-

78.  

https://www.researchgate.net/publication/228960683_Why_Does_Affect_Matter_in_Organizations
https://www.researchgate.net/publication/228960683_Why_Does_Affect_Matter_in_Organizations


291 
 

BASS, B. M. 1999. Two Decades of Research and Development in Transformational 

Leadership. European Journal of Work and Organizational Psychology, 8(1), 9-32. 

BASS, B. M. 2009. The Bass Handbook of Leadership: Theory, Research & 

Managerial Applications. 4th ed. New York: The Free Press. 

BASS, B.M. & AVOLIO, B.J. 1992. Developing transformational leadership: 1992 and 

beyond. Journal of European Industrial Training, 14(5), 21-27. 

BASS, B. M., & AVOLIO, B.J. 1994. Improving organizational effectiveness through 

transformational leadership. California: Sage Publications. 

BASS, B.M., WALDMAN, D.A. & AVOLIO, B.J. & BEBB, M. 1987. Transformational 

Leadership and falling dominoes effect. Group and Organisations Studies, 12(1), 73-

87. 

BATT, R. & COLVIN, A.J.S. 2011. An employment systems approach to turnover: 

human resources practices, quits, dismissals, and performance. Academy of 

Management Journal, 54(4), 695�±717. 

BATTHI, N., MAITLO, G.M., SHAIKH, N., HASHMI, M.A. & SHAIKH, F.M. 2012. The 

Impact of Autocratic and Democratic Leadership Style on Job Satisfaction. 

International Business Research, 5(2), 192-201. 

BEACH, L.R. 1990. Image Theory: Decision Making in Personal and Organizational 

Contexts, Wiley, Chichester. Journal of Applied Psychology, 74, 3-10. 

BEARDWELL, J. & CLAYDON, T. 2010. Human Resource Management: A 

contemporary Approach. 6th ed. Harlow: Pearson Education. 



292 
 

BELL, C. 2015. 8 Attributes of Transformational Talent [Online]. Available from: 

http://www.recruitingblogs.com/profiles/blogs/8-attributes-of-transformational-talent 

[Accessed: 11/11/2015]. 

BERGER, L.A. & BERGER, D.R. (ed.). 2011. The talent management handbook. New 

York: McGraw-Hill.  

BERSIN BY DELOITTE. 2016. High impact leadership: The new leadership maturity 

model [Online]. Available from:  http://www.bersin.com//uploadedFiles/091916-wwb-

high-impact-leadership.pdf?aliId=86796583 [Accessed: 22/09/2016]. 

BESL, A. & GLATZHOFER, P. S.a. Reducing turnover starts with hiring and 

developing great leaders [Online]. Available from: 

http://cdn2.hubspot.net/hubfs/120635/WP_Leadership_Reducing_Turnover.pdf?t=14

74487948354 [Accessed: 22/09/2016]. 

BETTER, M. 2015.  Retention of engineers. Putting compensation and learning and 

development to good use [Online]. Available from: http://www.optforce.com/wp-

content/uploads/Engineer-Retention-CaseStudy.pdf [Accessed: 08/11/2015] 

BIRASNAV, M. 2014. Knowledge management and organizational performance in the 

service industry: The role of transformational leadership beyond the effects of 

transactional leadership. Journal of Business Research, 67, 1622�±1629. 

BISWAS, S. & VARMA, A. 2012. Antecedents of employee performance: an empirical 

investigation in India. Employee Relations, 34(2), 177-192. 

BLAKE, R. & MOUTON, J.S. 1985. �³Presiidential (Grid) Styles� ,́ Training and 

Development Journal, 30-34. 

http://www.recruitingblogs.com/profiles/blogs/8-attributes-of-transformational-talent
http://www.bersin.com/uploadedFiles/091916-wwb-high-impact-leadership.pdf?aliId=86796583
http://www.bersin.com/uploadedFiles/091916-wwb-high-impact-leadership.pdf?aliId=86796583
http://cdn2.hubspot.net/hubfs/120635/WP_Leadership_Reducing_Turnover.pdf?t=1474487948354
http://cdn2.hubspot.net/hubfs/120635/WP_Leadership_Reducing_Turnover.pdf?t=1474487948354
http://www.optforce.com/wp-content/uploads/Engineer-Retention-CaseStudy.pdf
http://www.optforce.com/wp-content/uploads/Engineer-Retention-CaseStudy.pdf


293 
 

BLAKE, R. & MCCANSE, 1991. Leadership Dilemas �± Grid Solution. Huston: Gulf 

Publishing. 

BLESS, C. & HIGSON-SMITH, C. 2006. Fundamentals of social research methods: 

an African perspective. Cape Town: Juta Education. 

BO, Y. 2014. Transformational Leadership and Employee Work Attitudes: A 

�7�K�H�R�U�H�W�L�F�D�O�� �0�R�G�H�O�¶�V�� �&�R�Q�V�W�L�W�X�W�L�R�Q�� �D�Q�G�� �$�Q�D�O�\�V�L�V. International Business and 

Management, 9(1), 20-26. 

BOLDEN, R., GOSLING, J., MARTURANO, A. & DENNISON, P. 2003. A Review of 

Leadership Theory and Competency Frameworks:  Edited Version of a Report for 

Chase Consulting and the Management Standards Centre [Online]. Available from: 

http://business-

school.exeter.ac.uk/documents/discussion_papers/cls/mgmt_standards.pdf.   

[Accessed: 5/7/2015]. 

BOOYSEN, L. 2005. Social Identity Changes In South Africa: Challenges Facing 

Leadership. (Inaugural lecture at Graduate School of Business leadership, June 23, 

University of South Africa, Midrand). 

BOSIOK, D. & SERBIA, N.S. 2013. Leadership Styles And Creativity. Online Journal 

of Applied Knowledge Management, 1(2), 64-77.  

BRADT, G. 2010. Onboarding: An Act of Transformational Leadership. People & 

Strategy. 33(2), 4-5. 

BRESHEARS, E. & VOLKER, R. 2013. Facilitative Leadership in Social Work Practice. 

New York, NY: Springer Publication.  

http://business-school.exeter.ac.uk/documents/discussion_papers/cls/mgmt_standards.pdf
http://business-school.exeter.ac.uk/documents/discussion_papers/cls/mgmt_standards.pdf


294 
 

BRYMAN, A., AND BELL, E. 2007. Business research methods. 2nd ed. New York: 

Oxford University Press. 

BURGES, C. 2006. Continuing professional development: Introduction to research 

statistics [Online]. Available from: http://cpdfactoranalysis.com [Accessed: 

10/08/2016]. 

BUSHRA, F., USMAN, A. & NAVEED, A. 2011. Effect of Transformational Leadership 

�R�Q���(�P�S�O�R�\�H�H�V�¶���-�R�E���6�D�W�L�V�I�D�F�W�L�R�Q���D�Q�G���2�U�J�D�Q�L�]�D�W�L�R�Q�D�O���&�R�P�P�L�W�P�H�Q�W���L�Q���%�D�Q�N�L�Q�J���6�H�F�W�R�U���R�I��

Lahore (Pakistan). International Journal of Business and Social Science, 2(18), 261-

267. 

CAPELLI, P. 2004. Why do employers pay for college? Journal of Econometrics, 

121(1), 213�±241. 

CARROL, M., MARCHINGTON, M., EARNSHAW, J. & TAYLOR, S. 1999. 

Recruitment in small firms. Processes, methods and problems. Employee relations, 

21(3), 236 �± 250.  

CARTWRIGHT, S. & HOLMES, N. 2006. The meaning of work: The challenge of 

regaining employee engagement and reducing cynicism. Human Resource 

Management, 16, 199-208. 

CASCIO, W. & AGUINIS, H. 2011. Applied Psychology in Human Resources 

Management, 7th ed. New Jersey: Pearson education 

CHAMBERS, E.E., FOULON, M., HANDFIELD-JONES, H., HANKIN, S.M., & 

EDWARD. G. MICHAELS III, E.G. 1998. The war for talent [Online]. Available from:  

http://www.executivesondemand.net/managementsourcing/images/stories/artigos_p

df/gestao/The_war_for_talent.pdf [Accessed on: 17/10/2015]. 

http://cpdfactoranalysis.com/
http://www.executivesondemand.net/managementsourcing/images/stories/artigos_pdf/gestao/The_war_for_talent.pdf
http://www.executivesondemand.net/managementsourcing/images/stories/artigos_pdf/gestao/The_war_for_talent.pdf


295 
 

CHAN, S.H. & KOUK, O.M. 2011. A study of human resources recruitment, selection, 

and retention issues in the hospitality and tourism industry in Macau. Journal of Human 

Resources in Hospitality & Tourism, 10(4), 412-441. 

CHAND, S. 2015. Great Man Theory and Trait Theory of Leadership [Online]. 

Available from: http://www.yourarticlelibrary.com/leadership/great-man-theory-and-

trait-theory-of-leadership/28004/. [Accessed: 4/7/2015]. 

CHARTERED INSTITUTE OF PERSONNEL DEVELOPMENT (CIPD). 2010. Talent 

management: an overview [Online]. Available from: 

http://www.cipd.co.uk/subjects/recruitment/general/talent-

management.htm?IsSrchRes=1[Accessed: 18/10/2015]. 

CHARTERED INSTITUTE OF PERSONEL AND DEVELOPMENT. 2014. Employee 

turnover and retention [Online]. Available at: http://www.cipd.co.uk/hr-

resources/factsheets/employee-turnover-retention.aspx [Accessed: 30/10/2015].  

CHARTERED INSTITUTE OF PERSONEL AND DEVELOPMENT. 2015. Talent 

management: an overview [Online]. Available from: http://www.cipd.co.uk/hr-

resources/factsheets/talent-management-overview.aspx [Accessed: 17/10/2015]. 

CHEN, C. & LAI, C. 2014. To blow or not to blow the whistle: The effects of potential 

harm, social pressure and organisational commitment on whistleblowing intention and 

behaviour. Business Ethics: A European Review, 23(3), 327-342. 

CHEW, J. & CHAN, C.C.A. 2008. Human Resource Practices, Organizational 

Commitment and Intention to Stay. International Journal of Manpower, 29(6), 503-522. 

http://www.yourarticlelibrary.com/leadership/great-man-theory-and-trait-theory-of-leadership/28004/
http://www.yourarticlelibrary.com/leadership/great-man-theory-and-trait-theory-of-leadership/28004/
http://www.cipd.co.uk/subjects/recruitment/general/talent-management.htm?IsSrchRes=1%5bAccessed
http://www.cipd.co.uk/subjects/recruitment/general/talent-management.htm?IsSrchRes=1%5bAccessed
http://www.cipd.co.uk/hr-resources/factsheets/employee-turnover-retention.aspx
http://www.cipd.co.uk/hr-resources/factsheets/employee-turnover-retention.aspx


296 
 

CHITRA, K. 2013. Role of leaders in employee retention �± a pragmatic study with 

reference to private sector bank employees. International Research Journal of 

Business and Management, 4, 65-74. 

CHOI, S. 2007.  Democratic Leadership: The Lessons of Exemplary Models for 

Democratic Governance.  International Journal of Leadership Studies, 2(3), 243-262. 

CHUAI, X., PREECE, D. & ILES, P. 2008. �,�V���W�D�O�H�Q�W���P�D�Q�D�J�H�P�H�Q�W���M�X�V�W���³�R�O�G���Z�L�Q�H���L�Q���Q�H�Z��

�E�R�W�W�O�H�V�´�"��Management Research News, 31(12), 901 �± 911. 

CLARK, D.B. 2013. Employee commitment and other factors that affect attraction 

and retention of employees on organisations: The examination of research and OPM 

practices [Online].  Available from:  

http://pqdtopen.proquest.com/doc/1448523034.html?FMT=AI [Accessed: 

17/10/2015].  

CLARK, L.A. & WATSON, D. 1995. Constructing validity: Basic issues in objective 

scale development. Psychological Assessment, 7, 309-319. 

COFF, R., & KRYSCYNSKI, D. 2011. Drilling for micro-foundations of human capital-

based competitive advantages. Journal of Management, 37(5), 1429�±1443. 

COHEN, J. 1988. Statistical power analysis for the behavioural sciences. 2nd ed. 

Orlando, CA: Academic Press. 

COLLINGS, D.G. & MELLAHI, K. 2009. Strategic talent management: A review and 

research agenda. Human Resource Management Review, 19, 304-313. 

CONGER, J.A. AND KANUNGO, R. 1998. Charismatic leadership in organizations. 

Thousand Oaks, CA: Sage. 

http://pqdtopen.proquest.com/doc/1448523034.html?FMT=AI


297 
 

CONSULTING ENGINEERS SOUTH AFRICA. 2013. Biannual Economic and 

Capacity Survey: January �± June 2013 [Online]. Available from: 

http://www.cesa.co.za/sites/default/files/CESA_BECS_Report_Jun13_Final.pdf 

[Online: 07/11/2015]. 

COOLICAN, H. 1992. Research Methods and statistics in Psychology. London: 

Hodder & Stoughton.  

COSSIN, D. & CABALLERO, J. 2013. Transformational Leadership: Background 

Literature Review [Online]. Available from: 

https://www.imd.org/uupload/IMD.WebSite/BoardCenter/Web/213/Literature%20Revi

ew_Transformational%20Leadership.pdf [Accessed: 10/05/2016]. 

COWLEY, W.H. 1928. Three distinctions in the study of leaders. The Journal of 

Abnormal and Social Psychology, 23(2), 144�±157. 

CRAIG, M. 2015. Cost Effectiveness of Retaining Top Internal Talent in Contrast to 

Recruiting Top Talent. CF, 13 (2), 203-209. 

CRAIG, T. 2008. How to make their first day a good one [Online]. Available from: 

http://www.personneltoday.com/ [Accessed: 22/10/2015]. 

CRESWELL, J.W. 2012. Educational research: planning, conducting and evaluating 

quantitative research. Boston: Pearson. 

CRIM, D. & SEIJTS, G.H. 2006. �:�K�D�W���H�Q�J�D�J�H�V���H�P�S�O�R�\�H�H�V���W�K�H���P�R�V�W�����R�U���7�K�H���7�H�Q���&�µ�V��

of employee engagement. Ivey Business Journal, 1-5.  

CRISPIN, G. & MEHLER, M. 2011. The Candidate Experience: What they say it is; 

What it really is; and, What it can be [Online]. Available from: 

http://www.cesa.co.za/sites/default/files/CESA_BECS_Report_Jun13_Final.pdf
https://www.imd.org/uupload/IMD.WebSite/BoardCenter/Web/213/Literature%20Review_Transformational%20Leadership.pdf
https://www.imd.org/uupload/IMD.WebSite/BoardCenter/Web/213/Literature%20Review_Transformational%20Leadership.pdf


298 
 

http://www.careerxroads.com/colloquium/files/TheCandidateExperienceMonograph.p

df [Accessed: 23/10/2015]. 

�'�¶ANNUNZINO-GREEN, N. 2008. Managing the talent management pipeline. 

International Journal of Contemporary Hospitality Management, 20(7), 807-819. 

DAFT, R.L. 2011. The leadership experience. 5th ed. Ohio: Cengage Learning South-

Western.  

DANSEREAU, F., SEITZ, S.R., CHIU, C., SHAUGHNESSY, B. & YAMMARINO, F.J. 

2013. What makes leadership, leadership? Using self-expansion theory to integrate 

traditional and contemporary approaches. The Leadership Quarterly, 24, 798�±821.  

DAVIES, G. 2008. Employer Branding and Its Influence on Managers. European 

Journal of Marketing, �������������������������í�������� 

DEERY, M. 2008. Talent Management, work-life balance and retention strategies. 

International Journal of Contemporary Hospitality Management, 30(7), 792-806. 

DELOITTE CONSULTING. 2014. Talent acquisition revisited. Deploy new approaches 

for the new battlefield [Online]. Available from: http://dupress.deloitte.com/dup-us-

en/focus/human-capital-trends/2014/hc-trends-2014-talent-acquisition.html 

[Accessed: 10/09/2016] 

DEN HARTOG, D.N. & KOOPMAN, P. 2001. Leadership in Organizations; Handbook 

of Industrial, Work and Organisational Psychology, vol. 2: Sage Publication. 16 Feb 

2011: 166-187. 

DEPARTMENT of Higher Education and Training. (n.d). Skills demand list 2012�±

2013 [online]. Available from: 

http://www.careerxroads.com/colloquium/files/TheCandidateExperienceMonograph.pdf
http://www.careerxroads.com/colloquium/files/TheCandidateExperienceMonograph.pdf
http://dupress.deloitte.com/dup-us-en/focus/human-capital-trends/2014/hc-trends-2014-talent-acquisition.html
http://dupress.deloitte.com/dup-us-en/focus/human-capital-trends/2014/hc-trends-2014-talent-acquisition.html


299 
 

http://www.dhet.gov.za/LinkClick.aspx?fileticket=akZ2tL6YU7k=&tabid=346&mid=14

15 [Accessed: 07/11/2015]. 

DEPARTMENT of Home Affairs (2009, May 25). Government notice [Online]. 

Government Gazette, 527(32261), 3-9. Available from: 

http://imcosa.co.za/images/stories/downloads/quota%20list%202009.pdf [Accessed: 

07/11//2015].  

DEPARTMENT of Home Affairs (2014, June 03). Government notice [Online]. 

Government Gazette, 458(37716), 12-25. Available from: 

http://www.zuidafrika.nl/viewer/file.aspx?FileInfoID=457 [Accessed: 07/11/2015]. 

DEVON, H.A., BLOCK, M.E., MOYLE-WRIGHT, M., ERNST, D.M., HAYDEN, S.J., 

LAZZARA, D.J., SAVOY, S.M. & KOSTAS-POLSTON, E. 2007. A Psychometric 

Toolbox for Testing Validity and Reliability. Journal of Nursing Scholarship, 39(2):155-

164. 

DHAWAN, V. & MULLA, Z.R.  2011. The role of pay and leadership in developing 

organisational commitment. South Asian Journal of Management, 18 (2), 60-75. 

DISTEL, S., WEGGE, J. & SCHIMIDT, K. 2014. The impact of social context on the 

relationship between individual job satisfaction and absenteeism: the roles of different 

foci of job satisfaction and work-unit absenteeism.  Academy of Management Journal, 

57(2), 353�±382. 

DRUMMOND, G. & ENSOR, J. 2005. Introduction to marketing concepts. Burlington: 

Elsevier Butterwort-Heineman. 

DU, J. & CHOI, J.N. 2014. Leadership effectiveness in China: The moderating role of 

change climate. Social behaviour and Personality, 41(9), 1571-1584. 

http://www.dhet.gov.za/LinkClick.aspx?fileticket=akZ2tL6YU7k=&tabid=346&mid=1415
http://www.dhet.gov.za/LinkClick.aspx?fileticket=akZ2tL6YU7k=&tabid=346&mid=1415
http://imcosa.co.za/images/stories/downloads/quota%20list%202009.pdf
http://www.zuidafrika.nl/viewer/file.aspx?FileInfoID=457


300 
 

DVIR, T., EDEN, D., AVOLIO, B.J. & SHAMIR, B. 2002. Impact of transformational 

leadership on follower development and performance: A field experiment. Academy of 

Management Journal, 45(4), 735-745.  

ELLIS, S.M. & STEYN, H.S. 2003. Practical significance (effect sizes) versus or in 

combination with statistical significance (p-values), Management Dynamics, 12(4), 51-

53. 

ENGINEERING COUNCIL OF SOUTH AFRICA. 2011. Overview of the Engineering 

Profession in South Africa [Online]. Available from:  

http://www.cesa.co.za/sites/default/files/Dr%20Ossie%20Franks.pdf [Accessed: 

07/11/2015].  

ERICKSON, R. 2014.��Talent Magnetism: Talent Acquisition & Retention Reimagined.  

Available from: http://www.bersin.com/blog/post/2014/08/Talent-Magnetism-Talent-

Acquisition--Retention-Reimagined.aspx [Accessed: 04/10/2016]. 

ERNEST AND YOUNG. 2010. �0�D�Q�D�J�L�Q�J�� �W�R�G�D�\�¶�V�� �J�O�R�E�D�O�� �Z�R�U�N�I�R�U�F�H���� �H�O�H�Y�D�W�L�Q�J��talent 

management to improve business. Internal document. 

ESKOM. 2013. Integrated Annual Report 2013-2014 [Online]. Available at: 

http://integratedreport.eskom.co.za/ [Accessed: 18/02/2015].  

ESPEJO, R., SCHUHMANN, W., SCHWANINGER, M. & BILELLO, U. 1996. 

Organisational Transformational and Learning: A Cybernetic Approach to 

Management. New York: Wiley.  

ESTERHUYSE, W.P. 2003. The Challenge of Transformation: Breaking the Barriers. 

South African Journal of Business Management, 34(3), 1�±8. 

http://www.cesa.co.za/sites/default/files/Dr%20Ossie%20Franks.pdf
http://www.bersin.com/blog/post/2014/08/Talent-Magnetism-Talent-Acquisition--Retention-Reimagined.aspx
http://www.bersin.com/blog/post/2014/08/Talent-Magnetism-Talent-Acquisition--Retention-Reimagined.aspx
http://www.bersin.com/blog/post/2014/08/Talent-Magnetism-Talent-Acquisition--Retention-Reimagined.aspx


301 
 

FALKENBURG, K., SCHYNS. B. 2007. Work satisfaction, organizational commitment 

and withdrawal behaviours. Management Research News, 30(10), 708- 723. 

FELDMAN, D.C. & NG, T.W.H. 2007. Careers: Mobility, Embeddedness, and 

Success. Journal of Management, 33(3), 350-377. 

FERNET, C., TREPANIER, S., AUSTIN, S., GAGNE, M. & FOREST, J. 2015. 

Transformational leadership and optimal functioning at work: On the mediating role of 

employees' perceived job characteristics and motivation. Work & Stress, 29(1), 11-31. 

FIELD, A. 2012. Discovering statistics [Online]. Available from: 

http://www.statisticshell.com/docs/contrasts.pdf [Accessed: 23/11/2015]. 

FLOREA, N.V. 2011. Using branding to attract, recruit, and retain talented staff. 

Management and Marketing, 9(2), 284-297.  

FU, P.P., TSUI, A.S., LIU, J. & LI, L. 2010. Pursuit of whose happiness? Executive 

�O�H�D�G�H�U�V�¶�� �W�U�D�Q�V�I�R�U�P�D�W�L�R�Q�D�O�� �E�H�K�D�Y�L�R�X�U�V�� �D�Q�G�� �S�H�U�V�R�Q�D�O�� �Y�D�O�X�H�V. Administrative Science 

Quarterly, 55, 222-254. 

GARSON, D.G. 2008. Factor Analysis: Stat notes [Online]. Available from: 

http://www2.chass.ncsu.edu/garson/pa765/factor.htm [Accessed 22/11/2015]. 

GARTZIA, L. & BANIANDRÉS, J. 2015. Are people-oriented leaders perceived as less 

effective in task performance? Surprising results from two experimental studies. 

Journal of Business Research, 1-9. 

GBEREVBIE, D.E. 2010. Organisational retention strategies and employee 

performance of Zenith bank in Nigeria. African Journal of Economic and Management 

Studies, 1(1):61-74. 



302 
 

GERARD, J. G. 2012. Linking in with linkedin®: Three exercises that enhance 

professional social networking and career building. Journal of Management Education, 

36, 866�±897. 

GILBERT, G.E. & PRION, S. 2016. Making Sense of Methods and Measurement: 

�/�D�Z�V�K�H�¶�V���&�R�Q�W�H�Q�W���9�D�O�L�G�L�W�\���,�Q�G�H�[�� Clinical Simulation in Nursing, 12, 530-531. 

GILL, A., MATHUR, N., SHARMA, S.J. & BHUTANI, S. 2011. The Effects of 

empowerment and transformational leadership on employee intentions to quit: A Study 

of Restaurant Workers in India. International Journal of Management, 28(1), 217-229. 

GIVENS, R.J. 2008. Transformational Leadership: The Impact on Organizational and 

Personal Outcomes. Emerging Leadership Journeys, 1(1), 4-24. 

GRAFAREND, J. 2008. Exploratory factor analysis [Online]. Available from: 

http://www.12image.com/methods_exploratory_factor_analysis.html [Accessed: 

12/11/2016].  

GRAVETTER, J. & FORZANO, L.B.  2011.  Research methods for the behavioural 

sciences.  4th ed.  Wadsworth:  Cengage Learning. 

GUENTHER, J. 2013. The link between talent acquisition and retention [Online]. 

Available from: https://www.allegisglobalsolutions.com/blog/2013/october/the-link-

between-talent-acquisition-and-retention [Accessed: 04/10/2016]. 

GURBUZ, S., SAHI, F. & KOKSAL, O. 2014. Revisiting of Theory X and Y. A multilevel 

�D�Q�D�O�\�V�L�V�� �R�I�� �W�K�H�� �H�I�I�H�F�W�V�� �R�I�� �O�H�D�G�H�U�V�¶�� �P�D�Q�D�J�H�U�L�D�O�� �D�V�V�X�P�S�W�L�R�Q�V�� �R�Q�� �I�R�O�O�R�Z�H�U�V�¶�� �D�W�W�L�W�X�G�H�V.  

Management Decision, 52(10), 1888 �± 1906. 

http://www.12image.com/methods_exploratory_factor_analysis.html
https://www.allegisglobalsolutions.com/blog/2013/october/the-link-between-talent-acquisition-and-retention
https://www.allegisglobalsolutions.com/blog/2013/october/the-link-between-talent-acquisition-and-retention


303 
 

HAID, M. & STROUD, J.A. 2011. Talent assessment for hiring, promotion and 

development [Online]. Available from: www.freedownload.is/pdf/talent-assessment-

for-hiring-promotion-and-development-7278252.html [Accessed: 22/10/2015]. 

HASNA, A.M. & CLARK, R. 2009. The future of engineering: How do we attract 

young people [Online] Available from: http://www.sefi.be/wp-

content/abstracts2009/Hasna.pdf [Accessed: 07/11/2015]. 

HASSAN, R. 2014. Factors influencing turnover intention among technical employees 

in information technology organization: A case of XYZ (M) SDN. BHD. International 

Journal of Arts and Commerce, 3(9), 120-137. 

HAUTALA, T.M. 2006. The relationship between personality and transformational 

leadership. Journal of Management Development, 25(8), 777-794. 

HEALY, B. 2008. The employee attraction system workbook. Lake Oswego, OR: 

Cengage Learning.  

HEFFNER, C.L. 2015. Chapter 8.2. Scales of Measurement. Scales of measurement 

[Online]. Available from: http://allpsych.com/researchmethods/measurementscales/ 

[Accessed: 14/11/2015].  

HERATY, N. & MORLEY, M. 1998. In search of good fit: policy and practice in 

recruitment and selection in Ireland. Journal of Management Development, 17(9), 662-

685.  

HERLINA, B., BASRI, M., KAHAR, F. & IHSAN, A. 2015. Transformational leadership 

influence toward high school teacher performance in Wajo Regency. International 

Journal of Academic Research, 7(1), 170-175. 

http://www.freedownload.is/pdf/talent-assessment-for-hiring-promotion-and-development-7278252.html
http://www.freedownload.is/pdf/talent-assessment-for-hiring-promotion-and-development-7278252.html
http://allpsych.com/researchmethods/measurementscales/


304 
 

HICKMAN, G.R. 1997. Transforming organisation to transform society. In Kellogg 

Leadership Studies Project. Transformational Leadership Working Papers. The James 

MacGregor Burns Academy of Leadership.  

HOFFMAN. B.J., WOEHR, D.J., ROBYN, M. & LYONS, B.D. 2011. Great man or great 

myth? A quantitative review of the relationship between individual differences and 

leader effectiveness. Journal of Occupational and Organizational Psychology, 84, 

347�±381 

HOWELL, J.M. & AVOLIO, B.J. 1993. Transformational leadership, transactional 

leadership, locus of control, and support for innovation: Key predictors of consolidated-

business-unit performance. Journal of Applied Psychology, 78, 891�±902.  

HUSSAIN, M. & HASSAN, H. 2015: Military leadership and implications for business 

leaders in the light of alternative theories. Pakistan Journal of Science, 67(1), 94-101.  

ICIMS. 2016. �$�� �U�H�F�U�X�L�W�H�U�¶�V�� �J�X�L�G�H�� �W�R��attract and retain millennials [Online]. Available 

from: https://www.icims.com [Accessed: 11/05/2016]. 

INGHAM, J. 2006. �&�O�R�V�L�Q�J���W�K�H���W�D�O�H�Q�W���P�D�Q�D�J�H�P�H�Q�W���J�D�S�����+�D�U�Q�H�V�V�L�Q�J���\�R�X�U���H�P�S�O�R�\�H�H�V�¶��

talent to deliver optimum business performance. Strategic HR Review, 5(3), 20-23.  

INSIGHTLINK COMMUNICATIONS. Getting the Most from Employee Exit Surveys 

to Reduce Employee Turnover. [Online]. Available from: 

http://www.insightlink.com/exit-interviews-employee-turnover.html [Accessed: 

10/10/2015]. 

INTERNATIONAL LABOUR ORGANISATION. 2008. A fair globalization: Creating 

opportunities for all. Report of the World Commission of Social Dimensions of 

Globalization: International Labour Organization, Geneva. 

https://www.icims.com/
http://www.insightlink.com/exit-interviews-employee-turnover.html


305 
 

JAMES, L. & MATHEW, L. 2012. Employee Retention Strategies: IT Industry. SCMS 

Journal of Indian Management, 19(3), 79-87. 

JEHANZEB, K., RASHEED, A. & RASHEED, M.F. 2013. Organizational 

Commitment and Turnover Intentions: Impact of Employee's Training in Private 

Sector of Saudi Arabia. International Journal of Business & Management, 8(8), 79-

90. 

JIANG, H. 2012. A model of work�±life conflict and quality of employee�±organization 

relationships (EORs): Transformational leadership, procedural justice, and family-

supportive workplace initiatives. Public Relations Review.  38(2), 231-245. 

JONES, A.M. 2005. The Anthropology of Leadership: Culture and Corporate 

Leadership in the American South. Leadership, 259-278. 

JOSEPHA, D.L., DHANANI, L.Y., SHEN, W., MCHUGH, B.C. & MCCORD, M.A. 2015. 

Is A Happy Leader A Good Leader? A Meta-Analytic Investigation Of Leader Trait 

Affect And Leadership. The Leadership Quarterly, 26, 558�±577. 

�.�¶�$�.�8�0�8�����2���$������������. Application of artisanal dimension stone in the building industry: 

factor analysis of the regulatory environment in Nairobi, Kenya. Architectural 

Engineering and Design Management, 11(3), 198�±212. 

KAHN, S.B. AND LOUW, V.N. 2013. A leadership approach to the transformation of 

institutional culture: A case of the South African National Defence Force.  Administratio 

Publica, 21(4), 67-90. 

KAISER, F. H. 1970. A second generation little jiffy. Psychometrika, 35(4), 401-415. 

KAISER, M. 2009. Improving the candidate experience: can you put yourself in their 

shoes? NAS Recruitment communications.  



306 
 

KARNES, R.E. 2009. A Change in Business Ethics: The Impact on Employer-

Employee Relations. Journal of Business Ethics, 87(2), 189-197. 

KELLY ENGINEERING RESOURCES. 2010. The Engineering Labour Shortage: 

Maximizing Employee Retention in a Changing Workforce Climate [Online]. Available 

from: 

https://www.google.com/search?q=The+Engineering+Labor+Shortage:Maximizing+E

mployeeRetention+in+a+ChangingWorkforce+Climate&ie=utf-8&oe=utf-

8&rls=org.mozilla:en-US:official&client=firefox-

a&channel=fflb&gfe_rd=cr&ei=BXs_VuTDLcuG8QfD2I7YCQ [Accessed: 08/11/205]. 

KHAPOVA, S.N. 2006. Careers in the knowledge economy and web-based career 

support: New challenges and opportunities [Online]. Available from: 

http://doc.utwente.nl/57123/1/thesis_Khapova.pdf [Accessed: 07/11/2015]. 

KHOELE A, DAYA P. 2014. Investigating the turnover of middle and senior managers 

in the pharmaceutical industry in South Africa. South African Journal of Human 

Resource Management, 2(1), 1-10. 

KIM, S. 2012. The Impact of Human Resource Management on State Government IT 

Employee Turnover Intentions. Public Personnel Management, 41(2), 257-279. 

KLEIN, H. J., & POLIN, B. 2012. Are organizations on-board with best practice on-

boarding? In C. Wanberg, (ed.), The Oxford handbook of socialization (pp. 267�±87). 

New York: Oxford University Press. 

KLEINMAN, C.S. 2004. Leadership: A key strategy in staff nurse retention. The 

Journal of Continuing Education in Nursing, 35(3), 128-132.  

https://www.google.com/search?q=The+Engineering+Labor+Shortage:Maximizing+EmployeeRetention+in+a+ChangingWorkforce+Climate&ie=utf-8&oe=utf-8&rls=org.mozilla:en-US:official&client=firefox-a&channel=fflb&gfe_rd=cr&ei=BXs_VuTDLcuG8QfD2I7YCQ
https://www.google.com/search?q=The+Engineering+Labor+Shortage:Maximizing+EmployeeRetention+in+a+ChangingWorkforce+Climate&ie=utf-8&oe=utf-8&rls=org.mozilla:en-US:official&client=firefox-a&channel=fflb&gfe_rd=cr&ei=BXs_VuTDLcuG8QfD2I7YCQ
https://www.google.com/search?q=The+Engineering+Labor+Shortage:Maximizing+EmployeeRetention+in+a+ChangingWorkforce+Climate&ie=utf-8&oe=utf-8&rls=org.mozilla:en-US:official&client=firefox-a&channel=fflb&gfe_rd=cr&ei=BXs_VuTDLcuG8QfD2I7YCQ
https://www.google.com/search?q=The+Engineering+Labor+Shortage:Maximizing+EmployeeRetention+in+a+ChangingWorkforce+Climate&ie=utf-8&oe=utf-8&rls=org.mozilla:en-US:official&client=firefox-a&channel=fflb&gfe_rd=cr&ei=BXs_VuTDLcuG8QfD2I7YCQ


307 
 

KNAFL, G.J. & GREY, M. 2007. Factor analysis model evaluation through likelihood 

cross validation. Stat Methods Med Res, 16(2), 77�±102. 

KORKMAZ, M. 2007. The effects of leadership styles on organizational health. 

Educational research quarterly, 30(3), 23-55. 

KOUZES, J. M. & POSNER, B. Z. 1995. The leadership challenge: How to keep 

getting extraordinary things done in organizations. California: Jossey-Bass. 

KOUZES, J.M. & POSNER, B.Z. 1997. Leadership Practices Inventory [LPI]: 

�3�D�U�W�L�F�L�S�D�Q�W�¶�V���:�R�U�N�E�R�R�N����2nd ed. San Francisco, CA: Jossey-Bass Pfeiffer. 

KOUZES, J. M. & POSNER, B. Z. 2002. Leadership challenge, 3rd ed. San 

Francisco: Jossey-Bass. 

KOUZES, J.M. & POSNER, B.Z. 2007. The leadership challenge. 4th ed. San 

Francisco: John Wiley & Sons. 

KOUZES, J.M. & POSNER, B.Z. 2008. The Leadership Challenge: How to get 

extraordinary things done in Organizations. 4th ed. San Francisco, CA: Jossey-Bass. 

KWENIN, D.O. 2013. Relationship between work environment, career development 

opportunities and employee retention in Vodafone Ghana Limited. Global Journal of 

Human Resource Management, 1(4), 1-9. 

KWOK, L., ADAMS, C.R. & PRICE, M.A. 2011. Factors Influencing Hospitality 

�5�H�F�U�X�L�W�H�U�V�¶�� �+�L�U�Lng Decisions in College Recruiting. Journal of Human Resources in 

Hospitality & Tourism, 10(4), 372-399. 

LAM, C.K., HUANG, X. & CHAN, S.C.H. 2015. The threshold effect of participative 

leadership and the role of leader information sharing. Academy of Management 

Journal, 58(3), 836�±855. 



308 
 

LAMB, C.W., HAIR, J.F. & MCDANIEL, C. 2009. Essentials of marketing. Mason: 

South-Western Cengage Learning. 

LAURANO, M. 2013. TALENT ACQUISITION 2013: Adapt Your Strategy or Fail 

[Online]. Available from: http://www.ddiworld.com/ddi/media/trend-

research/talentacquisition2013_tr_aberdeen.pdf?ext=.pdf [Accessed: 17/10/2016]. 

LAWLER, E.E. 2008. Talent: making people your competitive advantage. San 

Francisco: Jossey-Bass. 

LAWSHE, C.H. 1975. A quantitative approach to content validity. Personnel 

Psychology, 28, 563-575. 

LEE, T.H., GERHART, B., WELLER, I., & TREVOR, C.O. 2008. Understanding 

Voluntary Turnover: Path-Specific Job Satisfaction Effects And The Importance Of 

Unsolicited Job Offers. Academy of Management Journal, 51(4), 651-671. 

LEE, T.L.W., MITCHELL T.R., WISE L. & FIREMAN, S. 1996. An Unfolding Model of 

Voluntary Employee Turnover. Academy of Management Journal, 39(1), 5-36. 

LEE, T.W., & MITCHELL, T.R. 1994. An alternative approach: The unfolding model of 

voluntary employee turnover. Academy of Management Review, 19(1), 51�±89.  

LEEDY, P.D. & ORMROD, J.E. 2010. Practical Research. Planning and Design. 9th 

ed. New Jersey: Pearson Education Inc. 

LESABE, R. & NKOSI, J. 2007. A Quali�W�D�W�L�Y�H�� �(�[�S�O�R�U�D�W�L�R�Q�� �2�I�� �(�P�S�O�R�\�H�H�V�¶ Views On 

Organisational Commitment. Journal of Human Resource Management, 5(1): 35-44. 

LEVEY, A. 2013. Employee Retention: Creating a positive working environment 

[Online]. Available from: http://blog.randstad.ca/Blog/bid/284790/Employee-

Retention-Creating-a-positive-working-environment [Accessed: 09/11/2015]. 

http://www.ddiworld.com/ddi/media/trend-research/talentacquisition2013_tr_aberdeen.pdf?ext=.pdf
http://www.ddiworld.com/ddi/media/trend-research/talentacquisition2013_tr_aberdeen.pdf?ext=.pdf
http://blog.randstad.ca/Blog/bid/284790/Employee-Retention-Creating-a-positive-working-environment
http://blog.randstad.ca/Blog/bid/284790/Employee-Retention-Creating-a-positive-working-environment
http://blog.randstad.ca/Blog/bid/284790/Employee-Retention-Creating-a-positive-working-environment


309 
 

LEWIS, R.E. & HECKMAN, R.J. 2006. Talent management: a critical review. Human 

Resource Management Review, 16:139-154. 

LIEVENS, F., VAN GEIT, P. & COETSIER, P.1997. Identification of Transformational 

Leadership Qualities: An Examination of Potential Biases. European Journal Of Work 

And Organizational Psychology, 1997, 6 (4), 415-430. 

LIN, H.F. 2010. Applicability of extended theory of planned behaviour in predicting job 

seekers intentions to use job�² search websites. International Journal of Selection and 

Assessment, 18, 64-74.  

LINDEBAUM, D. & CARTWRIGHT, S. 2010. A critical examination of the relationship 

between emotional intelligence and transformational leadership. Journal of 

Management Studies, 47, 1317-1341. 

LINGAM, G.I. & LINGAM, N. 2015. �$�U�H���7�K�H�\���)�L�W���I�R�U���/�H�D�G�L�Q�J�"���7�H�D�F�K�H�U�V�¶���3�H�U�F�H�S�W�L�R�Q�V��

of Leadership Practices of Niuean School Principals. ISEA, 43(1), 35-47. 

LIPPSTREU, M. 2010. Revisiting fundamental concepts of transformational leadership 

theory: A closer look at follower development process [Online]. Available from: 

https://smartech.gatech.edu/bitstream/handle/1853/33973/lippstreu_michael_s_2010

05_phd.pdf?sequence=1 [Accessed: 10/10/2015]. 

LOCKWOOD, N.R. 2006. Talent management: Driver for organizational success. 

SHRM Research Quarterly, 51(6):1�±11.  

LOEW, L. 2013. High-performance talent management: Framing a systematic 

approach. [Online]. Available from: 

http://www.brandonhall.com/mm5/merchant.mvc?Store_Code=B&Screen=PROD&Pr

https://smartech.gatech.edu/bitstream/handle/1853/33973/lippstreu_michael_s_201005_phd.pdf?sequence=1
https://smartech.gatech.edu/bitstream/handle/1853/33973/lippstreu_michael_s_201005_phd.pdf?sequence=1


310 
 

oduct_Code=R-HighPerformanceTM%3AFramingaSystematicApproach [Accessed: 

18/10/2015].  

LOPEZ. E,S. & ENSARI, N. 2014. The effects of leadership style, organisational 

outcome, and gender on attributional bias towards leaders. Journal of Leadership 

Studies, 8(2), 19-37. 

LOSHALI, S. & KRISHNAN, V.R. 2014. Strategic human resource management and 

firm performance: mediating role of transformational leadership. Journal of Strategic 

Human Resource Management, 2(1), 9-19. 

LUNA-AROCAS, R. & CAMPS, J. 2008. A model of high performance work practices 

and turnover intentions. Personnel Review, 37 (1), 26-46. 

LOZANO, L.M., GARCÍA-CUETO, E. & MUÑIZ, J. 2008.  Effect of the Number of 

Response Categories on the Reliability and Validity of Rating Scales. European 

Association of Methodology. 4(2), 73�±79. 

LUTHANS, F. 2007. Organizational Behaviour. New York: McGraw-Hill. 

MANPOWERGROUP. 2015. Talent shortage survey. [Online]. Available from: 

http://www.manpowergroup.com/wps/wcm/connect/408f7067-ba9c-4c98-b0ec-

dca74403a802/2015_Talent_Shortage_Survey-

lo_res.pdf?MOD=AJPERES&ContentCache=NONE [Accessed: 16/12/2015]. 

MARTIN, A. 2007. Employee perception of organisational commitment, job 

satisfaction and turnover intentions in a post-merger institution. [Online]. Available 

from: 

https://ujdigispace.uj.ac.za/bitstream/handle/10210/552/A_Martin_MCom_Final.pdf?

sequence=1&isAllowed=y [Accessed: 14/11/2015}.  

http://www.manpowergroup.com/wps/wcm/connect/408f7067-ba9c-4c98-b0ec-dca74403a802/2015_Talent_Shortage_Survey-lo_res.pdf?MOD=AJPERES&ContentCache=NONE
http://www.manpowergroup.com/wps/wcm/connect/408f7067-ba9c-4c98-b0ec-dca74403a802/2015_Talent_Shortage_Survey-lo_res.pdf?MOD=AJPERES&ContentCache=NONE
http://www.manpowergroup.com/wps/wcm/connect/408f7067-ba9c-4c98-b0ec-dca74403a802/2015_Talent_Shortage_Survey-lo_res.pdf?MOD=AJPERES&ContentCache=NONE


311 
 

MARTIN, G. 2012. A collection of next generation HR thought pieces: Lens on 

Talent. [Online]. Available from: http://www.cipd.co.uk/binaries/a-collection-of-next-

generation-hr-thought-pieces_2012-part-2-lens-on-talent.pdf [Accessed: 7/10/2015].  

MASIBIGIRI, V. & NIENABER, H. 2011. Factors affecting the retention of Generation 

X public servant: An exploratory study. South African Journal of Human Resource 

Management, 9(1), 1-11.  

MATHEW, M. & GUPTA, K.S. 2015. Transformational Leadership: Emotional 

Intelligence. SCMS Journal of Indian Management, 12(2), 75-89. 

MATHIEU, J.F. & ZAJAC, D.M. 1990. A review and meta-analysis of the antecedents, 

correlates, and consequences of organisational commitment. Psychological Bulletin, 

108(2), 171-194. 

MCCAULEY, C. AND WAKEFIELD, M. 2006. Talent Management in the 21st Century: 

Help Your Company Find, Develop, and Keep its Strongest Workers, Journal for 

Quality and Participation, 29(4), 4-7. 

MCKENZIE, F.H. 2007. Attracting and retaining skilled and professional staff in remote 

locations. DKCRC Report 21. Desert Knowledge Cooperative Research Centre, Alice 

Springs: Australia. 

MCKINSEY & COMPANY. 2013. The best definition of talent for your talent 

management program [Online]. Available from: 

https://mortenkamp.wordpress.com/2013/01/07/the-best-definition-of-talent-for-your-

talent-management-program/ [Accessed: 17/10/2015]. 

MENARD, S. 1995. Applied logistic regression analysis. 2nd ed. Thousand Oaks, 

California: Sage Publications. 

http://www.cipd.co.uk/binaries/a-collection-of-next-generation-hr-thought-pieces_2012-part-2-lens-on-talent.pdf
http://www.cipd.co.uk/binaries/a-collection-of-next-generation-hr-thought-pieces_2012-part-2-lens-on-talent.pdf
https://mortenkamp.wordpress.com/2013/01/07/the-best-definition-of-talent-for-your-talent-management-program/
https://mortenkamp.wordpress.com/2013/01/07/the-best-definition-of-talent-for-your-talent-management-program/


312 
 

MEYER, J.P. & ALLEN, N.J. 1991. A three-component conceptualisation of 

organisational commitment. Human Resource Management Review, 1(1), 61-89. 

MICHAEL, T., & HOWARD, T. 2012. Using new social media and Web 2.0 

technologies in business school teaching and learning. Journal of Management 

Development, 31, 358�±367.  

MICHAELS, E., HANDFIELD-JONES, H. & AXELROOD, B. 2001. The war for talent. 

Boston: Harvard Business School Press.  

MILLER, M. 2014. Transactional to Transformational Leadership Focused Recruiting. 

Available from: http://www.blogging4jobs.com/hr/transactional-to-transformational-

leadership-focused-recruiting-recruittrends/#8irdawSop1WzmfX5.97 [Accessed: 

12/08/2015]. 

MILLS, G.E. 2007. Transformational Leadership and employee retention: An 

exploratory investigation of the four characteristics [Online]. Available from:  

https://books.google.co.za/books?id=jeIchaBdN28C&pg=PA22&lpg=PA22&dq=leade

rship+and+employee+retention&source=bl&ots=CabjvShVDd&sig=yfTRYFDCV3ezy

bkLDlpYV1TTB4E&hl=en&sa=X&ved=0CFIQ6AEwBmoVChMIwNSrwv6CyQIVQ0Y

UCh3CKAV2#v=onepage&q=leadership%20and%20employee%20retention&f=false 

[Accessed: 09/11/2015]. 

MITCHELL, T.R., HOLTOM, B.C., LEE, T.W., SABLYNSKI, C.J. & EREZ, M. 2001. 

Why People Stay: Using Job Embeddedness to Predict Voluntary Turnover. Academy 

of Management Journal. 44, 1102-1121. 

MITTAL, S. & DHAR, R.L. 2015. Transformational leadership and employee creativity. 

Management Decision, 53(5). 894 �± 910. 

http://www.blogging4jobs.com/hr/transactional-to-transformational-leadership-focused-recruiting-recruittrends/#8irdawSop1WzmfX5.97
http://www.blogging4jobs.com/hr/transactional-to-transformational-leadership-focused-recruiting-recruittrends/#8irdawSop1WzmfX5.97
https://books.google.co.za/books?id=jeIchaBdN28C&pg=PA22&lpg=PA22&dq=leadership+and+employee+retention&source=bl&ots=CabjvShVDd&sig=yfTRYFDCV3ezybkLDlpYV1TTB4E&hl=en&sa=X&ved=0CFIQ6AEwBmoVChMIwNSrwv6CyQIVQ0YUCh3CKAV2#v=onepage&q=leadership%20and%20employee%20retention&f=false
https://books.google.co.za/books?id=jeIchaBdN28C&pg=PA22&lpg=PA22&dq=leadership+and+employee+retention&source=bl&ots=CabjvShVDd&sig=yfTRYFDCV3ezybkLDlpYV1TTB4E&hl=en&sa=X&ved=0CFIQ6AEwBmoVChMIwNSrwv6CyQIVQ0YUCh3CKAV2#v=onepage&q=leadership%20and%20employee%20retention&f=false
https://books.google.co.za/books?id=jeIchaBdN28C&pg=PA22&lpg=PA22&dq=leadership+and+employee+retention&source=bl&ots=CabjvShVDd&sig=yfTRYFDCV3ezybkLDlpYV1TTB4E&hl=en&sa=X&ved=0CFIQ6AEwBmoVChMIwNSrwv6CyQIVQ0YUCh3CKAV2#v=onepage&q=leadership%20and%20employee%20retention&f=false
https://books.google.co.za/books?id=jeIchaBdN28C&pg=PA22&lpg=PA22&dq=leadership+and+employee+retention&source=bl&ots=CabjvShVDd&sig=yfTRYFDCV3ezybkLDlpYV1TTB4E&hl=en&sa=X&ved=0CFIQ6AEwBmoVChMIwNSrwv6CyQIVQ0YUCh3CKAV2#v=onepage&q=leadership%20and%20employee%20retention&f=false


313 
 

MOKGOLO, M.M., MOKGOLO, P. & MODIBA, M. 2012. Transformational Leadership 

in South African Public Service after the 2009 national elections. SA Journal of Human 

Resource Management, 10(1), 1-9.  

MORRELL, K. & ARNOLD, J. 2007. Look after they leap: Illustrating the value of 

retrospective reports in employee turnover. International Journal of Human Resource 

Management, 18(9), 1683-1699. 

MORRELL, K., LOAN-CLARKE, J. & WILKINSON, A. 2001. �/�H�H�� �D�Q�G�� �0�L�W�F�K�H�O�O�¶�V��

Unfolding Model of Employee Turnover �± A Theoretical Assessment. Loughborough 

University Working Paper.  

MOYNIHAN, D.P., PANDEY, S.K. & WRIGHT, B.E. 2011. Setting the Table: How 

Transformational Leadership Fosters Performance Information Use. Journal of Public 

Administration Research and Theory, 22, 143�±164. 

MUHAL, P.K. 2012. HR Practices as Determinats of Organisational Commitment and 

Employee Retention. IUP  Journal of Management Research, 11(4), 37. 

MYERS, R.H. 1990. Classical and modern regression application. 2nd ed. Duxbury 

Press: CA. 

NAQVI, F. 2009. Competency mapping and managing talent. ICFAI Journal of 

Management Research, 8(1), 85-94.  

NARIMAWATI, S.E. 2007. The influence of Work Satisfaction, Organizational 

Commitment and Turnover Intention Towards the Performance of Lecturers at West 

�-�D�Y�D�µs Private Higher education Institution. Journal of Applied Sciences Research, 

3(7), 549-557. 



314 
 

�1�*�¶�(�7�+�(, J.M., NAMUSONGE, G.S. & IRAVO, M.A. 2012. Influence of Leadership 

Style on Academic Staff Retention in Public Universities in Kenya. International 

Journal of Business and Social Science, 3(21) 297-302. 

NGING, T.K. & YAZDANIFARD, R. 2015. The General Review of How Different 

Leadership Styles Cause the Transformational Change Efforts to Be Successful. 

International Journal of Management, Accounting and Economics, 2(9), 1130-1140.  

NIKEZIC, S., STOJKOVIC, D., DJUROVIC, B. & DJORDJEVIC. A. 2013. Leadership 

network Blake, Mouton and McCanse:  Case study - leadership styles and dimensions 

in one of the local self-governments in Serbia. International Journal for Quality 

Research, 7(3), 3�±14. 

NIKOLAOU, I. 2014. Social Networking Web Sites in Job Search and Employee 

Recruitment. International Journal of Selection and Assessment, 22(2), 179-189. 

NOUREDDINE, D. 2015.  The Problem of Effective Leadership from the Perspective 

of Corporate Management Development. Procedia.  Social and Behavioural Sciences, 

18, 62 �± 71. 

NXUMALO, M., & NORDENGEN, P.A. 2010. Improving human resource capacity for 

road network preservation [Online]. Paper presented at the 4th SARF/IRF regional 

conference for Africa, Somerset West, Cape Town. Available from 

http://researchspace.csir.co.za/dspace/bitstream/10204/4776/1/Nordengen2_2010.p

df [Accessed: 07/11/2015].  

�2�µ�&�2�1�1�2�5���� �(���-���� �	�� �)�,�2�/���� �0.C. 2004. Spinning a Winning Web: Attracting and 

Retaining Top Performers. The Physician Executive, 12-15. 

http://researchspace.csir.co.za/dspace/bitstream/10204/4776/1/Nordengen2_2010.pdf
http://researchspace.csir.co.za/dspace/bitstream/10204/4776/1/Nordengen2_2010.pdf


315 
 

OBERFIELD, Z.W. 2012. Public Management in Time: A Longitudinal Examination of 

the Full Range of Leadership Theory.  Journal of Public Administration Research and 

Theory, 24, 407�±429. 

ODUMERU, J.A. & IFEANYI, G.O. 2013. Transformational vs. Transactional 

Leadership Theories: Evidence in Literature. International Review of Management and 

Business Research, 2(2), 355-361. 

OEHLEY, A. 2007. The development of a partial talent management competency 

model [Online]. Available from: http://scholar.sun.ac.za/handle/10019.1/2110 

[Accessed: 17/10/2015]. 

OHLRICH, K. 2015. Exploring the Impact of CSR on Talent Management with 

Generation Y. South Asian Journal of Business and Management Cases, 4(1), 111�±

121.  

OLADIPO, V. 2014. The impact of talent management on retention. Journal of 

Business Studies Quarterly, 5(3), 19-36. 

OMAR, K., ANUAR, M., MAJID, A., & JOHARI, H. 2012. Organizational Commitment 

and Intention to Leave among Nurses in Malaysian Public Hospitals. International 

Journal of Business & Social Science, 3(16), 194-199. 

ONGORI, H. 2007. A Review of the Literature on Employee Turnover. African Journal 

of Business Management, 1(2), 049-054. 

ONYANGO, P. 2015. Effects of Transformational Leadership Styles on Talent 

Management: A Case of Micro, Small and Medium Size Enterprises in Migori County, 

Kenya. Journal of Poverty, Investment and Development, 1, 51-59. 

http://scholar.sun.ac.za/handle/10019.1/2110


316 
 

ORACLE. 2016. Talent Retention: Six Technology-Enabled Best Practices [Online]. 

Available from: http://www.oracle.com/us/media1/talent-retention-6-best-practices-

1676595.pdf [Accessed: 22/09/2016]. 

OSBORNE, J. 2015. Recruitment �± Transactional or Transformational [Online]? 

Available from: http://recruitmentbuzz.co.uk/recruitment-transactional-or-

transformational/ [Accessed: 12/11/2015].  

PANDA, S. & SAHOO, C.K. 2013. Workforce planning and talent acquisition: An 

exploration. Productivity, 54(1), 77-84. 

PANDEY, S., HENRY, A., & CHAWLA, S. 2012. Talent management in modern 

business scenario with reference to HR practice in various industries of India. 

International Journal of Research in Social Sciences, 2(4), 367-368.  

PASTOR, I. 2012. Emerging Markets Queries in Finance and Business. Increasing the 

�R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V�� �D�W�W�U�D�F�W�L�Y�H�Q�H�V�V�� �E�\�� �S�U�R�P�R�W�L�Q�J�� �L�W�V�� �U�H�S�X�W�D�W�L�R�Q�� �G�X�U�L�Q�J�� �W�K�H�� �U�H�F�U�X�L�W�P�H�Q�W��

interview process. Procedia Economics and Finance, 3, 415 �± 419. 

PETKOON, L.J. 2002. The discriminant validity of a culture assessment instrument: A 

comparison of company sub-cultures. PhD dissertation: Rand Afrikaans University. 

PILBEAM, S. 2010. People resourcing & Talent planning. 4th ed. Harlow, England: 

Pearson Education.  

POLITY.ORG.ZA. 2014. UJ: Statement by University of Johannesburg, on Minister 

Naledi Pandor encourages youth at Africa Engineering Week opening [Online]. 

Available from: http://www.polity.org.za/article/uj-statement-by-university-of-

johannesburg-on-minister-naledi-pandor-encourages-youth-at-africa-engineering-

week-opening-01092014-2014-09-01 [Accessed: 12/12/2015]. 

http://www.oracle.com/us/media1/talent-retention-6-best-practices-1676595.pdf
http://www.oracle.com/us/media1/talent-retention-6-best-practices-1676595.pdf
http://recruitmentbuzz.co.uk/recruitment-transactional-or-transformational/
http://recruitmentbuzz.co.uk/recruitment-transactional-or-transformational/
http://www.polity.org.za/article/uj-statement-by-university-of-johannesburg-on-minister-naledi-pandor-encourages-youth-at-africa-engineering-week-opening-01092014-2014-09-01
http://www.polity.org.za/article/uj-statement-by-university-of-johannesburg-on-minister-naledi-pandor-encourages-youth-at-africa-engineering-week-opening-01092014-2014-09-01
http://www.polity.org.za/article/uj-statement-by-university-of-johannesburg-on-minister-naledi-pandor-encourages-youth-at-africa-engineering-week-opening-01092014-2014-09-01


317 
 

PORTER, L.W., STERRERS, R.M., MOWDAY, R.T. & BOULIAN, P.V. 1974. 

Organizational commitment, job satisfaction, and turnover among psychiatric 

technicians. Journal of Applied Psychology, 59(5), 603�±609. 

POTTEN, T. 2013. Transformation at Emerson. Available from: 

https://business.linkedin.com/content/dam/business/talent-

solutions/global/en_US/site/pdf/cs/linkedin_emerson_case_study_us_en_130709.pdf 

[Accessed: 11/11/2015]. 

PRESSENTIN, M. 2015. Universal Leadership Approaches & Cultural Dimensions: 

The Expression of Asian Leadership Traits. Amity Global Business Review, 10, 19-38. 

RAMPFUMEDZI, L. 2009. Retention strategy for miners and artisans at Tshikondeni 

coal mine. Research report, Stellenbosch, University of Stellenbosch. 

REGGIO, R.E. & MURPHY, S.E. 2002. Multiple intelligence and leadership. London: 

LEA. 

RIVERA, M. 2012. Talent acquisition: A definition. Seamless workforce [Online]. 

Available from: Http://blog.yoh.com/2011/05/talent-acquisition-adefinition.html 

[Accessed: 23/03/2015]. 

ROBERT, J.M. 2012.  Transformational leadership: Can it be trained [Online]. 

Available from: http://worldviewthinking.com/wp-

content/uploads/2012/07/Worldviews_and_ChangeLeadership.pdf   [Accessed: 

10/08/2015].  

ROBERTS, G. 2005. Recruitment and Selection. 2nd ed. Chartered Institute of 

Personnel and Development (CIPD): London. 

https://business.linkedin.com/content/dam/business/talent-solutions/global/en_US/site/pdf/cs/linkedin_emerson_case_study_us_en_130709.pdf
https://business.linkedin.com/content/dam/business/talent-solutions/global/en_US/site/pdf/cs/linkedin_emerson_case_study_us_en_130709.pdf
http://blog.yoh.com/2011/05/talent-acquisition-adefinition.html
http://worldviewthinking.com/wp-content/uploads/2012/07/Worldviews_and_ChangeLeadership.pdf
http://worldviewthinking.com/wp-content/uploads/2012/07/Worldviews_and_ChangeLeadership.pdf


318 
 

RUBIN, A. & BABBIE, E. 2011. Research methods for the social world. Belmont, CA: 

Cengage Learning. 

SAEED, I., WASEEM, M., SIKANTER, S. & RIZWAN, M. 2014. The relationship of 

Turnover intention with job satisfaction, job performance, Leader member exchange, 

Emotional intelligence and organizational commitment. International Journal of 

Learning & Development, 4(2), 242-256. 

SAHAY, P. 2014���� �'�H�V�L�J�Q�� �W�K�L�Q�N�L�Q�J�� �L�Q�� �W�D�O�H�Q�W�� �D�F�T�X�L�V�L�W�L�R�Q���� �D�� �S�U�D�F�W�L�W�L�R�Q�H�U�¶�V�� �S�H�U�V�S�H�F�W�L�Y�H����

Strategic HR review, 13(45), 170-180. 

SAMUEL, M.O. & CHIPUNZA, C. 2009. Employee retention and turnover: Using 

motivational variables as a panacea. African Journal of Business Management, 3 (8), 

410-415. 

SATTAR, S. 2007. Young professionals: What we really want. Civil Engineering, 15(1), 

16-17. 

SCHIEMANN, W.A. 2009. Reinventing talent management: how to maximize 

performance in the new marketplace. Englewood Cliffs, NJ: Wiley. 

SEITJ, G. & CRIM, D. 2006. �:�K�D�W���H�Q�J�D�J�H�V���H�P�S�O�R�\�H�H�V���W�K�H���P�R�V�W���R�U���� �W�K�H���7�H�Q���&�¶�V���R�I��

employee engagement. Ivey Business Journal, 70(4)1-5. 

SEKERAN, U. 2003. Research Methods for Business: A Skill-Building Approach. New 

York: John Willey & Sons Inc. 

SENIOR, C., MARTIN, R., THOMAS, G., TOPAKAS, A., WEST, M. & YEATS, R.M. 

2012. Developmental stability and leadership effectiveness. The Leadership 

Quarterly. 23(3), 281�±291. 



319 
 

SHARMA, D. & KRISHNAN, V.R. 2012. The Impact of Pay Satisfaction and 

Transformational Leadership on Employee Engagement. In:   Proceedings of the 5th 

International Conference of Management and Behavioural Sciences, June, 2012, 

Haridwar, India [Online]. Available from: http://www.rkvenkat.org/devyani.pdf 

[Accessed: 08/12/2015]. 

SHARMA, P.J. & PATHAK, S.C. (S.a) Impact of transformational leadership of 

engineers working in automobile sector in India on their own creativity. International 

Journal of Enterprise and Innovation Management Studies [Online], 1(3). Available 

from: http://www.ijcns.com/pdf/61-67.pdf: [Accessed: 18/09/2016].  

SHAW, J.D., DELERY, J.E., JENKINS, G.D. & GUPTA, N. 1998. An organisation-level 

analysis of voluntary and involuntary turnover, Academy of Management Review, 

41(5), 511-25. 

SIBIYA, M., BUITENDACH, J.H., KANENGONI, H. & BOBAT, S. 2014. The prediction 

of turnover intention by means of employee engagement and demographic variables 

in a telecommunications organisation, Journal of Psychology in Africa, 24(2), 131-143. 

SIMIC, I. 1998. Transformational leadership-the key to successful management of 

transformational organizational changes. Scientific journal facta universitatis, 1(6), 49 

�± 55. 

SINGH, R., FOUAD, N.A., FITZPATRICK, M.E., LIU, J.P., CAPPAERT, K.J. & 

FIGUEREIDO, C. 2013. Stemming the tide: Predicting women engineers' intentions to 

leave. Journal of Vocational Behaviour, 83, 281�±294. 

SINHA, C. & SINHA, R. 2012. Factors Affecting Employee Retention: A Comparative 

Analysis of two Organizations from Heavy Engineering Industry. European Journal of 

Business and Management, 4(3), 145-162.  

http://www.rkvenkat.org/devyani.pdf
http://www.ijcns.com/pdf/61-67.pdf


320 
 

SMITH, R.C. 2009. Greed is Good. The Wall Street Journal [Online]. Available from: 

http://online.wsj.com/article/SB1233969115233059229.html [Accessed:08/11/2015]. 

SMITH, R. 2015. Advantages and Barriers to Transformational Leadership 

Implementation in a Scientific Laboratory [Online]. Available from: 

http://scholarworks.waldenu.edu/cgi/viewcontent.cgi?article=1301&context=dissertati

ons [Accessed: 08/12/2015].  

SOLE, K., GOVENDER, N., RAGOOBEER, R., HOFFMAN, C.  & FAULDS, L. 2009. 

Enhancing Long-term Retention of South Africa Women in Chemical and 

Metallurgical Engineering Careers [Online]. Available from: 

http://www.mintek.co.za/Mintek75/Proceedings/H03-Sole.pdf [Accessed: 

08/11/2015]. 

SOUTH AFRICA. 1922. Electricity Act, No. 42 of 1922. Government Gazette, 

275(3670).   

SOUTH AFRICA. 1997. Basis Conditions of Employment Act, No. 75 of 1997. 

[Online]. Available from: 

http://www.saflii.org/za/legis/consol_reg/bcoea75o1997rangnr1438752/ [Accessed: 

05/11/2015].  

SOUTH AFRICA. 1998. Employment Equity Act, No. 55 of 1998 [Online]. Available 

from: 

http://bee.b1sa.co.za/docs/The%20Employment%20Equity%20Act%201998.pdf 

[Accessed: 05/11/2015].  

SOUTH AFRICA. 1998. Skills Development Act, No. 97 of 1998 [Online]. Available 

from: http://www.saqa.org.za/docs/legislation/2010/act97.pdf [Accessed: 05/11/2015]. 

http://online.wsj.com/article/SB1233969115233059229.html
http://scholarworks.waldenu.edu/cgi/viewcontent.cgi?article=1301&context=dissertations
http://scholarworks.waldenu.edu/cgi/viewcontent.cgi?article=1301&context=dissertations
http://www.mintek.co.za/Mintek75/Proceedings/H03-Sole.pdf
http://www.saflii.org/za/legis/consol_reg/bcoea75o1997rangnr1438752/
http://bee.b1sa.co.za/docs/The%20Employment%20Equity%20Act%201998.pdf
http://www.saqa.org.za/docs/legislation/2010/act97.pdf


321 
 

�6�3�,�6�$�.���� �%���5������ �2�¶�%�5�,�(�1���� �0���-������ �1�,�&�+�2�/�6�2�1���� �1���� �	�� �9�$�1�� �9�8�*�7����M. 2015. Niche 

construction and the evolution of leadership. Academy of Management Review, 40(2), 

291�±306. 

SRIVASTAVA, P. & BHATNAGAR, J. 2010. Employer brand for talent acquisition: An 

exploration towards its measurement. The Journal of Business Perspective, 14(1), 25-

34. 

STATE OF THE INDUSTRY REPORT. 2010. Executive summary. Talent 

Management Magazine, 1-4. 

STEIN, M.A. & CHRISTIANSEN, L. 2010. Successful on-boarding: a strategy to unlock 

hidden value within your organization. USA: Kaiser Associates Inc., McGraw-Hill.  

STEWART, M. 2010. SHIFTING THE TRAJECTORY OF CIVILISATION. Theories X 

and Y, Revisited. Oxford Leadership Journal, 1(3), 1-5. 

STOGDILL, R. M. 1974. Handbook of leadership. New York: Free Press. 

STOKER, J.I., GRUTTERINK, H. AND KOLK, N.J. 2012. Do transformational CEOs 

always make the difference? The role of TMT feedback seeking behaviour. The 

Leadership Quarterly. 23(3), 582�±592. 

STONE, A.G., RUSSEL, R.F. & PATTERSON, K. 2004. Transformational versus 

servant leadership: a difference in leader focus. The Leadership & Organisation 

Development Journal, 25 (4), 349-361. 

STROH, L.K. & TREEHUBOFF, D. 2003. Outsourcing HR Functions: When �± and 

when not �± to go outside. Journal of Leadership & Organizational Studies, 10(1), 19-

28. 



322 
 

SUUJANSKY, J. 2007. Make your corporate grass the greenest: 16 Cost-effective 

ways to a culture that keeps your keepers [Online]. Available from: http://www.asq.org 

[Accessed: 20 06/2016].  

TAFVELIN, S. 2013. The transformational leadership process: Antecedents, 

mechanisms, and outcomes in the social process. Available from: http://umu.diva-

portal.org/smash/get/diva2:640843/FULLTEXT01.pdf [Accessed: 09/10/2015].  

TAKAWIRA, N., COETZEE, M. & SCHREUDER, D. 2014. Job embeddedness, work 

engagement and turnover intention of staff in a higher education institution [Online]: 

An exploratory study. Available at 

http://www.sajhrm.co.za/index.php/sajhrm/article/viewFile/524/742 [Accessed: 

25/04/2015]. 

TAPLIN, I.M. & WINTERTON, J. 2007. The importance of management style in labour 

retention. International Journal of Sociology and Social Policy, 27(1/2), 5-18. 

TAYLOR, S. 2010. Resourcing and talent management. London: CIPD. 

TECHNOLOGY ADVICE. 2015. Study: Do perks matter for employee retention? 

[Online] Available from: http://technologyadvice.com [Accessed: 20/04/2016]. 

THOMAS, T. 2009. Voluntary Turnover: Why It Exists and What It Costs [online]. 

Available from: http://www.thomasconcept.com/docs/Voluntary%20Turnover-

Why%20it%20Exists%20and%20What%20it%20Costs.pdf [Accessed: 01/11/2015]. 

TOWERS WATSON. 2014. Global talent management and rewards study - At a 

glance [Online]. Available from: 

https://www.towerswatson.com/assets/jls/2014_Global_Talent_Management_and_R

ewards_Study_at_a_glance_EMEA.pdf [Accessed: 20/10/2015].  

http://www.asq.org/
http://umu.diva-portal.org/smash/get/diva2:640843/FULLTEXT01.pdf
http://umu.diva-portal.org/smash/get/diva2:640843/FULLTEXT01.pdf
http://www.sajhrm.co.za/index.php/sajhrm/article/viewFile/524/742
http://technologyadvice.com/
http://www.thomasconcept.com/docs/Voluntary%20Turnover-Why%20it%20Exists%20and%20What%20it%20Costs.pdf
http://www.thomasconcept.com/docs/Voluntary%20Turnover-Why%20it%20Exists%20and%20What%20it%20Costs.pdf


323 
 

TREVOR, C.O. 2001. Interactions among actual ease of movement determinants and 

job satisfaction in the prediction of voluntary turnover. Academy of Management 

Journal, 44(4), 621�±638. 

USLU, T., BULBUL, I.A. & CUBUK, D. 2015. An Investigation of the Effects of Open 

Leadership to Organizational Innovativeness and Corporate Entrepreneurship. 

Procedia - Social and Behavioural Sciences, 195, 1166 �± 1175. 

VAN DIERENDONCK, D. & DRIEHUIZEN, S. 2015. �/�H�D�G�H�U�¶�V�� �L�Q�W�H�Q�W�L�R�Q�� �W�R�� �V�X�S�S�R�U�W��

�I�R�O�O�R�Z�H�U�V�¶���V�H�O�I-worth. Leadership & Organization Development Journal, 36(2), 102 �± 

119. 

VAN DYK, J., COETZEE, M. & TAKAWIRA, N. 2013. Satisfaction with retention factors 

as predictors of the job embeddedness of medical and information technology services 

staff. Southern African Business Review, 17(1), 57�² 75. 

VAN HOEK, C.E. 2013. A competitive talent management strategy for a natural 

resources mining company in selected countries in Africa [Online]. Available from:   

http://encore.tut.ac.za/iii/cpro/DigitalItemViewPage.external?lang=eng&sp=1001122

&sp=T&suite=def [Accessed: 10/052015]. 

VAN ROOYEN, L., DU TOIT, D.H., BOTHA, E. & ROTHMANN, S. 2010. Artisan 

retention in an organisation in South Africa. SA Journal of Human Resource 

Management, 8(1), 1-8. 

VAN SETERS, D.A. & FIELD, R.H.G. 1990. The Evolution of Leadership Theory. 

Journal of Organizational Change Management, 3(3), 29-45. 

VAN WYK, M. & PIENAAR. J. 2008. Towards a research agenda for job insecurity in 

South Africa. Southern African Business Review, 12(2), 49-86. 

http://encore.tut.ac.za/iii/cpro/DigitalItemViewPage.external?lang=eng&sp=1001122&sp=T&suite=def
http://encore.tut.ac.za/iii/cpro/DigitalItemViewPage.external?lang=eng&sp=1001122&sp=T&suite=def


324 
 

VEENSTRA, C.P., DEY, E.L. & HERRIN, G.D. 2009. A Model for Freshman 

Engineering Retention [Online]. Available from: http://aee.asee.org/wp-

content/uploads/vol01/issue03/papers/aee-vol01-issue03-p07.pdf [Accessed: 

07/11/2015]. 

VIJAYAKUMAR, V.T.R. & PARVIN, S.A. 2015. Employer branding for sustainable 

growth of organisations. International Journal of Enterprise and Innovation 

Management Studies, 1(3), 10-14.  

VILUCKYTE, A. 2012. The international talent acquisition process. Case: F-Secure 

Corporation [Online]. Available from: 

https://www.theseus.fi/bitstream/handle/10024/48266/Viluckyte_Aurelija.pdf?sequen

ce=1 [Accessed: 23/10/2015]. 

WALKER, J.W. 2002. Perspectives: talent pools: the best and the rest. Human 

Resource Planning, 25(3), 12-14.  

WANG, X., KIM, T. & Lee, D. 2016. Cognitive diversity and team creativity: Effects of 

team intrinsic motivation and transformational leadership. Journal of Business 

Research, 69, 3231�±3239. 

WANOUS, J.P., REICHERS, A.E. & AUSTIN, J.T. 2000. Cynicism about 

organizational change: measurement, antecedents, and correlates. Group and 

Organization Management, 25, 132-53. 

WATERMEYER, R. & PILLAY, M. 2012. Strategies to address the skills shortage in 

the delivery and maintenance of infrastructure in South Africa: A civil engineering 

perspective. Civil Engineering Magazine, 20(5), 46-56. 

http://aee.asee.org/wp-content/uploads/vol01/issue03/papers/aee-vol01-issue03-p07.pdf
http://aee.asee.org/wp-content/uploads/vol01/issue03/papers/aee-vol01-issue03-p07.pdf
https://www.theseus.fi/bitstream/handle/10024/48266/Viluckyte_Aurelija.pdf?sequence=1
https://www.theseus.fi/bitstream/handle/10024/48266/Viluckyte_Aurelija.pdf?sequence=1


325 
 

WEISS, A. & MACKAY, N. 2009. The Talent Advantage: How to Attract and Retain 

the Best and the Brightest. New Jersey: Wiley and Sons Inc.  

WELMAN, C., KRUGER, F. & MITCHELL, B. 2011. Research Methodology. 3rd ed. 

Cape Town: Oxford University Press.  

WELMAN, J.C. & KRUGER, S.J. 2001 Research Methodology. 2nd ed. New York: 

Oxford University Press.  

WHEELER, A.R, GALLAGHER, V.C, BROUER, R.L. & SABLYNSKI, C.J. 2007. When 

person-organization (mis)fit and (dis)satisfaction lead to turnover. The moderating role 

of perceived job mobility. Journal of Managerial Psychology, 22(2), 203-219. 

WÖCKE, A. & HEYMANN, M. 2012. Impact of demographic variables on voluntary 

turnover in South Africa. The International Journal of Human Resource Management, 

23(16), 3479�±3494. 

WÖCKE, A. & SUTHERLAND, M. 2008. He impact of employment equity regulations 

on psychological contracts in South Africa. The International Journal of Human 

resource Management, 19(4), 528-542. 

XERRI, M.J. & BRUNETTO, Y. 2013. Fostering innovative behaviour: the importance 

of employee commitment and organisational citizenship behaviour. The International 

Journal of Human Resource Management, 24(16), 3163�±3177. 

YAN, J. 2011. An empirical examination of the interactive effects of goal orientation, 

participative leadership and task conflict on innovation in small business. Journal of 

Developmental Entrepreneurship, 16(3), 393�±408. 



326 
 

YELLAND, P.M. (2010). Introduction to Correspondence Analysis [Online].  Available 

from: http://www.mathematica-journal.com/data/uploads/2010/09/Yelland.pdf 

[Accessed: 22/11/2015]. 

YUCEL, I., MCMILLAN, A. & RICHARD, O.C. 2014. Does CEO transformational 

leadership influence top executive normative commitment? Journal of Business 

Research, 67(6), 1170-1177.  

YUKL, G. 2010. Leadership in organisations. 7th ed. New Jersey: Pearson Prentice 

Hall. 

YUKL, G., & VAN FLEET, D.D. 1992. Theory and research on leadership in 

organizations. In M. D. Dunnette & L. M. Hough (ed.), Handbook of Industrial and 

Organizational Psychology (Vol. 3, 147-197). Palo Alto, CA: Consulting Psychologists 

Press.  

ZACHER, H. & ROSING, K. 2015. Ambidextrous leadership and team innovation. 

Leadership & Organization Development Journal, 36(1), 54 �± 68. 

ZEIDAN, H. 2009. The Blake Mouton Managerial Grid. Identifying five different 

leadership styles [Online]. Available from: 

http://www.dcookacademic.com/uploads/1/0/8/8/10887248/blake_mouton_manageri

al_grid.pdf [Accessed: 6/7/2015]. 

ZHANG, J., AHAMMAD, M.F., TARBA, S., COOPER, C.L., GLAISTER, K.W. & 

WANG, J. 2015. The effect of leadership style on talent retention during Merger and 

Acquisition integration: evidence from China. The International Journal of Human 

Resource Management, 26(7), 1021�±1050. 

http://www.mathematica-journal.com/data/uploads/2010/09/Yelland.pdf
http://www.dcookacademic.com/uploads/1/0/8/8/10887248/blake_mouton_managerial_grid.pdf
http://www.dcookacademic.com/uploads/1/0/8/8/10887248/blake_mouton_managerial_grid.pdf


327 
 

ZHANG, S. & BRIGHT, D. 2012. Talent definition and talent management recognition 

in Chinese private-owned enterprises. Journal of Chinese entrepreneurship, 4(2), 143-

163.  



328 
 

APPENDIX A: PERMISSION LETTER FROM ESKOM  

  



329 
 

APPENDIX B SURVEY QUESTIONNAIRE 

 



330 
 

APPENDIX C:  QUESTIONNAIRE 

 

  



331 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



332 
 

PART B: TRANSFORMATIONAL LEADERSHIP  

 



333 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



334 
 

PART C: TALENT ACQUISITION  

 

 

 

 

 

 

 

 

 

 

 

PART D: EMPLOYEE RETENTION 



335 
 

 

 

THANK YOU FOR COMPLETING THE QUESTIONNAIRE!  

 

 

 

 

  



336 
 

APPENDIX D:  FRAMEWORK VALIDATION QUESTIONNAIRE COVER LETTER  

 

 

 



337 
 

 



338 
 

 



339 
 

 


