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ABSTRACT

Operating a business in a competitive environment has pushed companies to seek out
the most effective strategies for improving their talented workforce. Many prior
literatures have indicated that one of the most important parts that an organization’s
strategic plan should include is managing the best talent on the market. The challenge
faced is to reduce the battle of red zone in talent management. At a time when companies
are competing for talent, a company’s employer branding can be incredibly influential
in a candidate’s consideration of working there. Therefore, it is important that
organizations to implement strategies that can create leaders who can demonstrate the
behaviors and be an example to their followers. This is important in building and
retaining a strong talent pipeline. Thus, this study aims to investigate the relationship
between employer branding and talent management and the mediating role of
transformational leadership. A total of 113 middle level management employees were
involved as respondents using purposive sampling. This research makes the
guestionnaire instrument the main research tool to collect information about the
constructs involved. The findings of the study showed a positive relationship between
economic, social, development, application, interest value’s, work-life balance on talent
management. In addition, the findings also show that role of transformational leadership
is a mediator on the relationship between employer branding and talent management. It
is believed that this research paper will benefit industry practitioners and academics for
future reference.



HUBUNGAN ANTARA PENJENAMAAN MAJIKAN DAN PENGURUSAN BAKAT
DALAM FIRMA PEMBUATAN: PERANAN PENGANTARA KEPIMPINAN
TRANSFORMASIONAL

ABSTRAK

Mengendalikan perniagaan dalam persekitaran yang kompetitif telah mendorong
syarikat untuk mencari strategi yang paling berkesan untuk meningkatkan bakat
tenaga kerja. Banyak literatur terdahulu telah menunjukkan bahawa salah satu
bahagian terpenting yang perlu disertakan dalam pelan strategik organisasi ialah
pengurusan bakat yang terbaik di pasaran. Cabaran yang dihadapi adalah untuk
mengurangkan persaingan zon merah dalam pengurusan bakat. Pada masa syarikat
bersaing untuk mendapatkan bakat, penjenamaan syarikat oleh majikan sangat
mempengaruhi dalam pertimbangan calon untuk bekerja di sana. Oleh itu, adalah
penting bagi organisasi untuk melaksanakan strategi-strategi bagi membentuk
pemimpin yang mampu menunjukkan tingkah laku yang baik sebagai contoh kepada
pengikut mereka. Ini adalah kritikal dalam membina dan mengekalkan saluran bakat
yang kukuh. Justeru itu, kajian ini bertujuan untuk menyiasat hubungan antara
penjenamaan majikan dan pengurusan bakat serta peranan pengantara kepimpinan
transformasi. Seramai 113 kakitangan pengurusan peringkat pertengahan telah
terlibat sebagai responden menggunakan persampelan bertujuan. Penyelidikan ini
menjadikan instrumen soal selidik sebagai alat kajian utama untuk mengumpul
maklumat tentang konstruk yang terlibat. Dapatan kajian menunjukkan hubungan
positif antara ekonomi, sosial, pembangunan, aplikasi, nilai minat, keseimbangan
kerja-kehidupan terhadap pengurusan bakat. Tambahan juga, dapatan kajian
menunjukkan bahawa peranan kepimpinan transformasi adalah pengantara kepada
hubungan antara penjenamaan majikan dan pengurusan bakat. Adalah dipercayai
bahawa kajian penyelidikan ini akan memberi manfaat kepada pengamal industri
dan ahli akademik untuk rujukan masa hadapan.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

Human resource forms an important competitive advantage for the firm (Debarun
Chakraborty, 2020), and have an enormous impact on the contribution to achieve business
results (Trivedi and Truss, 2019; Zinar, 2020). Undoubtedly, talent management in
organization often the primary debate that reflect as strategic deployment among human
resource management (Toterhi and Ronald J. Recardo, 2019). Past research studies
conducted by talent management researchers have constructed theories that provide
knowledge and awareness on talent related issues. However, most studies focus on talent
in business context, especially on skills and abilities of individuals required for todays and

future organizational purposes (Efendi, 2021; Horvathova, 2020).

To fill this gap, this study explored empirically the issue of ‘turnover red-zone’ in
talent management in the private sector and other factors that influence it. The discussion
inthis chapter covers the background of the study, problem statement, research question,
objective of the study, scope of the study, limitations of the study, importance of the study,

thesis organization and definition of concept and operation.



1.2 Background of Study

In this new digital and data-centric era, the way talent functions drive value to
business is rapidly changing and has made the element of talent an important factor in the
transformation process of a country (Yildiz and Soner Esme, 2021). With businesses
requiring more differentiated experiences, talent management must be re-imagined
delivering better business outcomes and value, thus ensuring all functions maximum out
their productivity and collectively work together to help attract, grow, and retain the
industry’s best talent (Amber Grewal, 2020).

Talent is acknowledged as a crucial component of economic and business growth,
competitiveness, and innovation on a global scale (Agarwal, 2019). Undoubtfully,
Malaysia is not exempt in facing the process of transformation as a country. Researchers
Hongal and Kinange (2020) demonstrated talent is acknowledged as the key enabler to
drive Malaysia’seconomic transformation and support an economy that aspires to be
productivity-driven, knowledge-intensive, and innovation-led. Since independence,
Malaysia has undergone various processes in managing talent, that needs to ensure talent
availability to support growth and economic transformation (Aman et al., 2018; Wojcik,
2021; Group, 2021). To address the long-term talent demands, a wide range of reforms are
being implemented. Talent has now been recognized as a crucial enabler for the
Government Transformation Programme (GTP) in conjunction with these initiatives by
Aina and Atan (2020), and more immediate talent-related interventions are required to
support the momentum of the Economic Transformation Programme (ETP), 10th
Malaysian Plan (2011-2015), which will help Malaysia move toward the competitive status

of a high-income economy and successfully realize a vision 2020.



The availability of top talent and a highly skilled workforce is crucial for the
realization of private sector projects (Ananthan et al., 2019). In addition, the talent needed
to drive the economic transformation agenda must have the skills and characteristics
demanded by business. Accordingly, Malaysia's economic strategy of advancing up the
value chain requires elite people (Ruchira, Perera and Sajeevanie, 2020). The measures
and changes will also improve the talent pool, business climate, and livability. As per
Deloitte Talent 2020, Malaysia must raise its position in the global talent indexes if it is to
achieve its goals of improving the talent climate. Plus, it has to create a heightened profile
in the transformation programme while expected to enhance their capacities and
capabilities towards achieving higher competitiveness in both domestic and international
markets (Jayaraman, Talib and Khan, 2018).

In the mid-1980s, significant development of manufacturing sector in Malaysia
began after the country changed its focus from agricultural sector (Manufacturing in
Malaysia, 2018). The waves of technological advancement from agriculture to electronic
manufacturing have led to increased prosperity, productivity, and new jobs. The proactive
role played by the Federation of Malaysian Manufactures (FMM) reported in year 2021,
an umbrella organization of the manufacturing sector in providing critical feedback and
inputsto the Government on policy as well as operational issues is particularly noteworthy.
The government's initiatives and its 12MP plan including the National fourth Industrial
Revolution (4IR) policy, which supports the manufacturing sector, will help create more

jobsand talent demand in 2022 (Randstad, 2022).

In the context of this study, the researcher will conduct a study in Manufacturing
Electric and Electronic (EandE) Industry. The manufacturing sector was primarily focused
on the electrical and electronic (EandE) industry, which spawned the growth of other

industries in supply, logistics and services (TalentCorp, 2022). There has been a global



surge in demand in the electronics manufacturing services (EMS) sector, particularly
for semiconductors (Nadarajah, 2021). The growth of semiconductor will continue to
spearhead the growth of the EandE industry in Malaysia and has benefited from the global
demand in the usage. Research on talent management is important as this study is
conducted less in EandE industries. This study is expected to elaborate on the importance
and challenges of talent management in detail by making transformational leadership as

mediating variables and employer branding as independent variables.

1.3 Problem Statement

The value chain for Malaysia's EandE business has grown at a stratospheric rate
(Woon, 2021). It began as a labor-intensive sector in the early 1970s and has since
developed into a large hub for the global electronics industry, contributing significantly to
the nation's manufacturing production, exports, and employment (Osman et al,. 2020). The
sector is one of 12 National Key Economic Areas (NKEA) charged in the government's
Economic Transformation Programme with helping Malaysia become a knowledge-based,
high-income economy by 2020 (MIDA, 2021).

Over the years of centuries, Lee and Toh Wei Liang (2021) demonstrated
Semiconductor plants largely defined the EandE sector due to strong external demand
(Jabatan Perangkaan Malaysia, 2018). Besides, several global corporations offer small
businesses the chance to join their supply chain by expanding to become publicly traded
companies or have gone global. This phenomenon boosts the nation's economy and assures
the country of a promising future (Workday 2020; Lin, 2021). Moving to the employment
part in EandE, the industry creates opportunities for hundred thousand of people in
Malaysia (Ming, 2019). This industry is well positioned in Malaysia to offer the jobseekers
in this fast-paced, technologically advanced environment with many reputable companies

around the world. This is because they can look at the problem from different angles and



offer their new ideas or solutions toward the problem (Chen, Lee and Ahlstrom, 2021).

Presently, electric and electronic industry plays a key role by ensuring that the plans
can generate high value-added activities and knowledge to meet demand for greater
visibility into Malaysia’s supply of talent (R. and Suresh, 2019). In line with this,
Malaysia’s EandE sector growth is expected to be robust in the coming years. This growth
will require a steady supply of skilled talent, both in numbers and in the appropriate skills-
sets, to meet the present and future needs of the sector (TalentCorp, 2023). However, the
findings of the study points to several talent issues that will have an impact on the talent
pool’s ability to support the EandE sector which cause the function, role, and direction of
industry in defending the fate of high turnover are seen to be increasingly challenging
(Moshood, Nawanir et al., 2021). As the growth of the industry keeps on expanding
throughout the years, the problem of high turnover has always been one of the factors face

by the EandE in Malaysia.

Additionally, TalentCorp Malaysia (2021) examined the electric and electronic
sector also faces a situation of skills gaps, where adequately trained and skilled talent, both
at entry and experienced levels are lacking. The gap in talent demand-supply numbers and
skill sets is further exacerbated by issues of talent attrition, whereby the EandE sector is
losing its experienced talent to competing sectors and countries (Manshor and Yong,
2022). Continuing the loss of this experienced talent has an adverse impact on the quality
and level of skill sets within the EandE sector since this talent would typically have good
skill sets to be considered for international opportunities. The key talent issues facing the
EandE sector in Malaysia are in many ways similar to talent issues faced by other
industries in Malaysia, as well as regional and global EandE industries, however with
varying degrees of severity; (1) Talent supply from Institutions of Higher Learning are not

industry-ready; (2) Skills gaps in existing Talent pool; (3) Lack of employability skills



among entry level talent; (4) Attraction of new talent; (5) Difficulties in retaining good
talent; (6) Potential shrinking talent supply pool in the future (CY Whah, 2018; Azman,

2016).

In a recent report by Manshor and Yong (2022), for Malaysia’s electric and
electronic industry to be globally competitive, EandE needs to have a closer partnership
between government, industry, and universities, especially on The War for Talent. There
is a window of opportunity for Malaysia to capture investments, business opportunities
and sales orders. The EandE industry and the Malaysian government should move quickly
to seize this window of opportunity. In tandem with the growth of the industry, talent has
become the number one challenge for the EandE industry in Malaysia (Kadir, Naghavi and
Geetha Subramanian, 2020). Heading into 2023, the changing macroeconomic climate and
softening of semiconductor market is driving a shift in the priorities for EandE companies;
80% of EandE companies remain focused on recruitment to cope with talent shortages and

high turnover rates (Bali and Dixit, 2016); Mahadi, Woo, Baskaran and Yaakop; 2020).

As Malaysia wanted to remain in their management of talent-supply chain they must
develop, attract, trained, or retained more human resource in this sector (Ananthan, Manaf,
Hidayati, and Dewi, 2019). To overcome this challenge, the application of the talent
function is a key and critical aspect, Holm and Hutsch (2016); Kichuk (2017) that needs
to be given attention to ensure the sustainability of electric and electronic manufacturing
industry. The ability to distinguish between those with the capacity to make a difference
in the workplace and the rest of the workforce is made possible by talent (Azman, Sirat
and Phang, 2016; Al Amiri and Shawali, 2021). Talent is used to describe the "small
number of people who possess the greatest quality of managerial and leadership skills,"”
frequently associated with leadership and managerial, technical, or specialist jobs

(Subramaniam, Suan and Johari, 2019).



Many businesses are proved that they are still unsure how to face the issue of talent
management and how to restructure their strategies to overcome it (Aizat Ramli, Isa,
Baharin and Ibrahim, 2018; Selvanathan, Surendran, Arumugam, Subramanian and Y usof,
2019). Undoubtfully, Malaysia is not exempt from this daunting trend because it has been
stated in recent studies that Malaysia continues to struggle to nurture talent due to a
scarcity of talented people. Talented, skillful people are leaving (Ananthan, Manaf,
Hidaayati and Dewi, 2019). Talent management is critical for a country like Malaysia,
which is on its way to being developed (Vaiman et al., 2012; Ahmed et al., 2020). As a
result of recent changes in the environment, there is increasing pressure and emphasis on
more targeted talent management elements. Even though Malaysia's manufacturing sector
has been given high importance in terms of talent management, there is still a discussion
about how to create and cultivate talents in the country, particularly in the EandE
manufacturing industry (Othman et al., 2017; Ezaili Alias et al., 2018; Palanisamy et al.,

2021).

To attract and retain talented workers employers must ensure talent in the company
will thrive and develop and it is called a mutual matter between employer and employee
(Edsisolutions, 2020). The search for the right tool and the long-term strategy for effective
talent management can therefore be achieved to a great extent through the right employer
branding values (Huseynova, Matoskova and Ales Gregar 2022). Employer branding can
be developed as the long term pull strategy for talent management; has emerged as one of
the most complete tools based on the culture and reputation of each organization. Amelia
and Nasution (2016) claimed the main objective of employer branding is employee
retention and talent attraction. This reflects the image of an organization from the viewpoint
of a prospective employee and explains the importance that the organization attaches to its

employees (Maheshwari et al., 2017). In light of this, if an organization adopts the opposite



strategy and comprehends the current trends in employee values, the problem of talent
attraction and retention can be more effectively resolved (Priya, Gobinath and Raman,

2021).

Similarly, there are many elements of the employer-branding project that can add
to debates around talent management. Arguably, having a solid and appealing employer
brand should aid firms in attracting and retaining outstanding employees (Edwards, 2017).
Researchers also indicate by looking at employer branding from the perspective of talent
management; a successful employment brand would help attract and retain talented
employees who perform to their full potential and thrive in the organization's culture.
Ultimately, with employer branding, the idea of "thriving or performing” to "their best"
also has shades of "fulfilling their potential,” another concept that has been associated with
"talent” in the talent-management field (Ibrahim, 2023; Ruchira et al., 2020). This shows
why employer branding is so valuable to talent management. For that reason, it is critical

tounderstand how employer branding relates to talent management.

For creating organizational employer branding, leadership involvement is required
to reflect on the organization's situation in terms of retaining existing talent and attracting
new ones, as said by Monteiro et al (2020). Veldsman and Johnson (2016) mentioned
leadership behaviors associated with the transformational leadership style were noted in
the study to be relevant in managing talented employees. In examining the specific
leadership behaviors that employees considered to be important in contributing to
increasing talent, it was not surprising to note that engagement and empowerment
behaviors were found to be highly rated in driving talent management. These leadership
behaviors are aligned to leaders’ good practices in creating a positive psychosocial
environment for employees. It is, therefore, important that organizations implement

strategies to build leaders who can demonstrate the behaviors sought by their followers, as



this is important in enhancing the management of top talent (Mey, M.R., Poisat, P., and

Stindt, C (2021).

Among the scholars who surveyed transformational leadership and talent
management are (Onyango,2015; Wahba, 2016; Sanjeev and Singh, 2017) as well as
Bingab (2019). Meanwhile, studies were done between leadership and branding, for
instance, Lenka and Chawla (2015), Maurya and Agarwal (2015), and Iglesias (2016).
Although several scholars mentioned leadership in their research, there is still a lack of
research using transformational leadership as a mediating variable. Therefore, to see the
extent to which the impact of employer branding relationship on talent management,
mediating factor is an important aspect in looking at the strength of the relationships. The
transformational leadership is seen as an important factor to influence between two
variables which are employer branding and talent management to improve and support the

element in this process.

To conclude, researcher studied the relationship between Employer Branding (EB),
Talent Management (TM) and Transformational Leadership (TL) in Manufacturing Firms.
Although there are previous studies that discuss and explore the relationships between
these variables, the studies are reported separately, in different contexts and show
inconsistent and inconclusive study findings. Meanwhile, it is more valuable for the EandE
industries to get more insight into the talent management area to overcome high employee
turnover, especially the relationship between employer branding and talent management,
which automatically leads to the involvement of transformational leadership roles.
Therefore, acomprehensive studyneeds to be conducted to look at the relationship between

EB, TM, and TL together.



1.4  Research Questions
A central research question with related sub-questions can be communicated about
the research problem and purpose of the study that guides the analysis of employees in
manufacturing firms. The study goal can be used to answer this research question. The
question of the research is as follows:-
I. What is the relationship between employer branding and talent management?
ii. What is the relationship between employer branding and transformational
leadership?
iii. What is the relationship between transformational leadership and talent
management?
iv. How does transformational leadership mediate the relationship between

employer branding and talent management?

1.5  Research Objectives
As a result, the purpose of this study is fourfold, and the research objectives of this
study are as follows:-
i.  To study the relationship between employer branding and talent management.
ii.  To study the relationship between employer branding and transformational
leadership.
iii.  To study the relationship between transformational leadership and talent
management.
iv.  To study the transformational leadership mediate the relationship between

employer branding and talent management.
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1.6 Scope of Study

The study's goal is to look into the connection between employer branding, talent
management and how transformational leadership role affect relationship. The industry
study is focused on the Manufacturing electric and electronic sector in Negeri Sembilan,
Malaysia. The reason of chosen target location was due to Negeri Sembilan offers an ideal
location within the Greater Klang Valley area, with strategic land use, efficient social
services, enhanced community amenities, integrated transport and logistics service and
network. Meanwhile, the manufacturing sector is still a key driver of the Malaysian
economy, and the sector is an important contributor to Negeri Sembilan’s economic
growth and development. Thus, to explore on this, the survey questionnaire was distributed
among middle-level management in selected top-performing electric and electronic (EandE
— Semiconductors) companies for achieving the desired objectives. The research scope
focuses on talent management as the dependent variable followed by employer branding

as the independent variable and the transformational leadership as mediating variable.

1.7  Limitation of Study

This study contains the four major limitations. First, the data are self-ratings of
talent workforce, and the results are based on perceptions that may not be a true measure
of the actual workforce. Next, all participants have an Asian culture perspective of the
phenomenon included in this study, thus limited to manufacturing sector within Malaysia.
The focus on manufacturing sector in Malaysia may not be generalizable to other sector
or countries. Besides, compared to foreign countries, there are insufficient local studies.
Therefore, the use of international explorations and publications may not be relevant to the
local context. Lastly, talent is heterogeneous, thus limiting the components in this study

provides only a snapshot of the phenomenon.
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1.8  Significance of Study

This research is essential in determining the relationship between employer
branding and talent management and the mediating transformational leadership by
focusing on middle-level management in manufacturing companies. This research was

separated into two classifications which are knowledge and practical viewpoint.

1.8.1 Practical view

The outcome of this study can be beneficial. It provided valuable insight into human
resource management or businesspeople to identify the relationship between employer
branding and talent management with the current leadership role. Talent will be the single
most in-demand corporate resource during the next twenty years, with enormous potential.
It is one of the most challenging aspects of modern Human Resource Management (HRM).
Effective talent management determines a large part of an organization's effectiveness.
Employee attraction, engagement, and retention challenges necessitate novel, attempted
tactics and communication methods. Other than that, this research is helpful to get
knowledge about employer branding for talent management that provided organizations
withclues for improvement regarding selecting the right people, developing their potential,
and igniting their passion, strengthening their commitment, and guiding them through
periods oftransition.

This study can also help the company's HR build a stable employee base by fully
realizing the link between employer branding and talent management and mediating
transformational leadership role among middle-level management in Malaysia. Looking
at transformational leadership as mediating the relationship ultimately helps an
organization understand the degree to which each leadership element is critical to

achieving its strategic objectives. This means that the overall results can influence the top-
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performing organization sector, especially electric and electronic manufacturing
companies in Malaysia. The researcher hopes this study will further identify the
relationship between employer branding and talent management and also about

transformational leadership as a reference for future research.

1.8.2 Knowledge view

The findings of this research provided a basic understanding of the relationship
between employer branding and talent management and the transformational leadership in
mediating the relationship. Besides, it can be useful to other academics who want to do
similar study on this subject. Having pointed out the relevance of more knowledge about
talent management in general, it is time to narrow the perspective down and stress the
usefulness of answering the main question. By answering the question of the relationship
between employer branding and talent management and the mediating transformational
leadership. This research tested from Berthon, Ewing, and Hah (2005) theory values;
economic, social, application, development, interest, and work-life balance. The question
on how leadership is related to employer branding and talent management indicates how
human resource can be used in fostering employer branding to stimulate talent
management. Additionally, the research study is conducted in the context or
underdeveloped background of previous studies, and this study's findings explained the
relevance of the underlying theory. Therefore, this research study believed that the
underlying theory linked Malaysia's manufacturing firms' perception of the relationship
between employer branding, talent management and the mediating transformational

leadership by focusing on middle-level management perspectives.
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1.9  Organization of Thesis

This thesis consists of five chapters. A comprehensive literature review regarding
the studyof talent management (TM), transformational leadership (TL) and employer
branding (EB) is described in this thesis. To facilitate better understanding, the
organization of this thesis as follows:

The first chapter is the basis of this study. It explained the importance and
justification of the study conducted. As a whole, the aim of the study is to understand the
determined factor to talent management. This chapter provided a brief explanation of the
problem’s history, statement of problem, research question, research purpose, study's scope
and limitations, significance of the study, thesis structure, definitions of key terms, and
findings.

The second chapter comprehensively reviews the literature on the main variables
of the study namely Talent Management (TM) and other influencing factors. Since this
study is explanatory research conducted in Manufacturing Firms, the background of this
sector explained as the basic information of the study organization. Next, the TM model
as the main variable and the underlying models of TM and its position in the talent
literature discussed in detail. In addition, this chapter describes the results of previous
studies relatedto the main variables of TM and the display of research models that can

illustrate the objectives and goals of this study.

The third chapter discussed important aspects of study implementation which
include selection of research approach, research design, research process, data collection
techniques,instrument construction, data analysis methods, measurement, and structural
models as wellas conclusions. This chapter begins with the development of conceptual and
theoretical structures through empirical surveys and consistent observations with

deductive research methods (Joshua Chukwuere, 2021). In this case, the structure of
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concept and theories have been identified. This study uses two types of data, namely
primary data, and secondary data. Secondary data consists of journal articles, books, and
the Manufacturing — Department of Statistics Malaysia Official portal which serves as the
main source of researcher. Primary data were collected through direct surveys. The data
obtained were analyzed to identify thetesting of the hypotheses and research questions

developed.

In the fourth chapter the finding of study, evaluation of measurement models,
structural models, mediator analysis, hypothesis testing, and conclusion are reported.
Overall, this chapter explains the reliability and validation of research modelas well as
research hypotheses evaluated based on the methods described in Chapter Three. The
findings of the study are presented in terms of measurement model and structural model.

Plus, the findings of the mediating relationship are also presented.

Finally in Chapter Five, a summary of hypotheses, research finding is discussed
based on research questions, contributions to theory and practice, future research, and

limitation of study as well as conclusion.

1.10 Conceptual and Operational definition

This section presents the conceptual and operational definitions used in this research
for each of the keywords. It aimed to enable the reader, before reading in-depth, to
recognize the meaning of the keywords. The significant constructs involved in the
conceptual and operational definitions are employer branding, talent management, and the

transformational leadership.
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1.10.1 Talent Management

In light of this, there are several authors defined talent management as a range of
human resources practices, activities, and functions in organizations, including recruiting
for work, developing through training, and planning a great career”(Hongal and Kinange,
2020; Holm and Hutsch, 2016). According to King and Vaiman (2019), talent management
is "the process of acquiring and maintaining talent.” Some view talent management as a
policy for selecting employees for suitable positions). Therefore, this research applies the
definition of talent management as suggested by author Mahlahla (2018), a deliberate
approach implemented to recruit or hire, develop, and retain people with required aptitude
or skills to meet the present and future goals or needs of the organization. It is the creation
and maintenance of a supportive and pro-people organizational culture. Talent
management is, therefore, the commitment of an organization to recruit, develop, retain
the most talented and qualitative employees available in the job market.

In this study, talent management is perceived to consist of the perspective of
employees on talent that has been valued in their organization. No talent management
process is likely to succeed unless the organization recognizes the value of talent
identification and development. This ensures that employee talent is widely understood
and aligned with the business at all levels of decision-making processes. Organizations
today recognize the need for an evolved talent strategy. When employees are happy and
feel like they belong, they contribute more and stay in their jobs longer. On the other side,
with very few exceptions, employees will leave their jobs unless they have visibility into
their career progression options and the right support to pursue them. Whereas
understanding what each employee brings to the table and matching individuals to the roles
and assignments where they can contribute the most helps improve engagement and

efficiency. Put simply, investing talent management in an organization, the most important
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resource is its employee. To this end, employers may recruit candidates with highly
desirable skillsets, provide ongoing learning and development opportunities, and reward

valued team members and encourage them to advance within the organization.

1.10.2 Employer Branding

Employer branding underlines the unique aspect that can be described as an
integral part of the staffing process within an organization (Kucherov and Zamulin, 2016)
by developing the brand's perception for the audience and making it unique that it could
be differentiated from its competitors (Carpentier et al., 2017). Besides, employer branding
refers to an organization's overall attempts to communicate how desirable a workplace is
to current and potential employees. Although there are several authors explained the term
of employer branding, in the context of this study, the researcher uses the term employer
branding proposed by author Berthon, Ewing and Hah (2005) which is a strategy that seeks
to influence how current employees and the rest of the larger workforce perceive a
company's brand. To put it simply, it describes the company's reputation and popularity
from a potential employer's perspective and describes the values the company gives to its

employees.

In this study, employer branding is perceived to be consists of economic value,
social value, application value, development value, interest value and work-life balance
that communicates the organization is a good employer and a great place to work, which
boosts recruitment efforts and the engagement and retention of current employees.
Besides, individual differences may affect how employees view the various sorts of
benefits supplied by an employer, hence it is crucial that the business provides flexible and
inventive employee benefits that cater to everyone’s specific needs. Included in, a person's

sense of inclusion within the company in terms of the organizational culture, which in turn
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affects how appealing a company is on the whole. A worker's social requirements give

them a sense of community and harmony both inside and outside of the workplace.

Together, the opportunity of learning and developing new abilities, the possibility
of being surrounded by knowledgeable co-workers, and the extent to which an employee
has access to training and development programmes and activities within a company.
Moreover, it explains the level of excitement in work by emphasize how stimulating and
interesting the work is in external branding efforts to seem more attractive that make
prospective employees see and form an interest in an organization to build a strong brand.
The opportunity for an employee is to apply knowledge to their work practices as well as
teach others to stimulate them on an individual level and sense a feeling of accomplishment
within the organization. Thus, finding a good level of balance helps to reduce stress of
employees and prevent them from having health and mental illnesses. As a result,
employees are happier, more efficient, and productive which could have a positive impact

not just in the workplace but also in their personal life.

1.10.3 Transformational Leadership

In recent times, Amadi (2018) stated, leadership is a significant aspect of human
behaviour and a well-studied topic in human resource management. Bingab (2019)
leadership was described in a straightforward and suitable manner. As a result, the
researcher concluded that traditional leadership definitions are the leadership group.
Besides, leadership starts from understanding employees, communicating effectively,
setting goals and objectives, ensuring to achieve those set goals and above all looking into
employee motivation. The leadership role is very critical in creating organizational climate
therefore research on this streamis a never-ending process. Thus, based on a thorough

analysis of the leadership theory, the researcher adapted transformational leadership theory
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of (Bass and Avolio, 1994) for this study.

While discussing the crucial nature of transformational leadership, it consists of
five scales with subscales: 1) Idealized influence (attribute) that demonstrates qualities that
motivates respect and pride from association with him or her; 2) lIdealized influence
(behavior), communicates value, purpose, and importance of organization’s mission,; 3)
Inspirational motivation, exhibits optimism and excitement about goals and future states;
4) Intellectual stimulation that examines new perspectives for solving problems and
completingtasks; 5) Individualized consideration which focuses on development and

mentoring of followers and attends to their individual needs.

1.11  Summary

This chapter is the study's basis. The research will continue the study by reviewing
the literature found in previous studies to provide a clear explanation of this research
concept on examining the relationship between employer branding and talent management
and the presence of transformational leadership role explain how or why there is a relation
between these variables as well by focusing on middle-level management in manufacturing
firms. The research goals and research questions are also outlined. The study's significance
and the research project's overall chapter layout are also included. Given limited research
carried out in Malaysia, this research will be tested from Malaysia's top- performing
manufacturing companies' perception. This study outlines four research questions to
support model development and validation to achieve the research goal. The importance
of research from an academic perspective and practically explained in general.
Subsequently, chapter one concludes with an explanation of the thesis arrangement and

related conceptual and operational definitions.
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CHAPTER 2

LITERATURE REVIEW

2.1  Introduction

To determine a clear direction, the research motives will be placed in a broader
perspective. This section gives background information and an elaboration on the various
aspects that are part of the study. This chapter continues with the background of
manufacturing (electric and electronic) firms in Malaysia (section 2.2) and the talent
turnover (section 2.3). This is followed by section 2.4 with regard talent overview, talent
focus then and now, challenges and talent management in which the various stages of
talent management get attention. Consequently, the value of employer branding that
contributes to talent management are elaborated in section 2.5 onwards. In section 2.6,
underpinning theories are described. The chapter continues with section 2.7, previous
studies on the relationship between employer branding values, talent management and
transformational leadership as mediating variable. VVarious hypotheses will result from this
section. Then in section 2.9, the conceptual model in line with the current study is explored.

The last section provides a summary of the expected relationships.
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2.2  Manufacturing Electric and Electronic Talent Turnover in Malaysia
Manufacturing has played a significant role in Malaysia's economic transformation.
It has contributed 16.4 percent to total jobs in the context of employment. Department of
Statistics Malaysia (2018) explains the sector employed 1,075,925 individuals in 2018 and
produced revenue of some 17.63 billion. Meanwhile, the number of workers grew year on
year. The manufacturing industry absorbed 13,910 job seekers during the same period
(Wan, 2015), was placed Malaysia first in 2014 and third in 2018 among the world's top
manufacturing sites, recent report by Business Circle and Cushman and Wakefield (2018).
The sector's development, however, has brought with it new obstacles (Subramaniam,
Choo and Johariam, 2019). Hence, manufacturing sector was positive in overall

performance in Malaysia. Electric and electronic subsector are crucial for the sector to

grow.
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Figure 2.1: Total number of employees engaged in the Manufacturing sector

(Source: Department of Statistics Malaysia, 2021)

Looking at figure 2.1, the Department of Statistics Malaysia (2021) was recorded
that there is a decrease of 2.2 percent of total employees engaged in the Manufacturing
sector compared in between November 2020 [2,195,488] persons and 2019 [2,245,373]
persons. Nevertheless, the manufacturing industry is worthy of research in Malaysia, due to
even the most successful manufacturing operations struggle with finding qualified talent
in today’s employment environment (Ezaili Alias et al., 2018). The turnover rate grew

gradually from 13.2 percent in 2014 to 14.3 percent in 2015, as per Malaysian MyStarJob.
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Furthermore, Yeong (2017) in The Sun Daily claimed, Malaysian Human Resources (HR)
must adjust and realize the average turnover for any individual is two and a half years.
Organizations have sought ways to improve employee source management throughout
time, notably in the manufacturing business, with the goal of reducing and sustaining
employee turnover. If the manufacturing industry's talented workforce declines, which
means that the manufacturing industry has not implemented its human resources strategy

(Foong et al., 2015).

Along the way, employers continue to be concerned about managing talent among
their employees. Organizations encounter challenges as a lack of skilled labor has become a
growing concern for businesses around the world. Malaysia isn't immune to this tendency.
Including a recent survey, regardless of business size or market industry, managing valued
brilliant personnel is the top concern and significant worry among Malaysian employers
(Othman et al., 2017).This crucial trend had undoubtedly received greater attention from
the Malaysian Government, as in the 11th Malaysian Plan, the manufacturing sectors
remain the major contributors to Malaysia's economic development (Economic Planning

Unit, 2015).

Researcher Revawala, in year 2015 highlighted that talent management is critical
in the manufacturing sector as companies also spend a great deal of time and money
training their workers. Moreover, industrial manufacturing companies struggle to fill jobs,
even with high unemployment rates in many countries. The challenge is finding the right
worker for the available position. The talent competition is increasing, and manufacturing
is not always seen as offering the most appealing career prospects. Manufacturing does
not hold a cache, particularly for young people. It is not considered a place to construct a
professional career. With manufacturing rising and competitive once again, the industry

does not attract the talent it needs to sustain growth. Therefore, the manufacturing
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company wants to improve the quality and efficiency of its workers to decrease the high
employee turnover, and it is necessary to evaluate and understand in depth the factors
affecting talent management in Malaysia's manufacturing industry (Ooi and Teoh, 2021).

Year 2017, Teoh and Abu reported due to its highly diversified economy, robust
industrial foundations, established infrastructure and connections, constructive
government policies, and diligent workforce, Malaysia has continued to attract significant
investment in the manufacturing sector despite a difficult economic environment. The shift
to higher-value, more complicated goods necessitate the constant development of products
and processes by talented, creative, and innovative employees with technological
knowledge. The manufacturing talent gaps are partly growing due to external factors, or
megatrends, which generate a greater need for labor (Ibrhim and Ali, 2019). However, the
researcher identifies that studies on the manufacturing e and e industry in Malaysia are
limited. Therefore, it shows the gap, and for the researcher, it is convincing to survey the
manufacturing e and e industry evaluation. The research can give readers a fresh
perspective into the related research area. So, this brings out an idea to the researcher that
this study will be focused on issue of turnover talent gap in e and e manufacturing firms,

as illustrated in the following Table 2.1.
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Table 2.1: Summary of Turnover Rate in Manufacturing Firm

Study

Methodology

Sample

Instrument of Construct

Main Findings or Contributions

Kin et al., (2022)

Empirical
study via

interview and

134 professional

working employees at

a manufacturing

Questionnaire; knowledge and
awareness of employee about

working environment, training

Identified that role of higher management
has the highest weightage with turnover

intention, thus if prioritization given to all

survey company and development, higher three factors by management and innovate
management role innovative ideas to reduce.
Munir and Tobi Analysis Survey; work-related factors Recommended that to survey the effect of
(2020) regarding task, process, production process and environment on
workplace, equipment, input and | employees and their turnover intention that
output possible for manufacturing companies to
derive concrete countermeasures, thus retain
valuable employees.
Singh and Literature 211 respondents from | Questionnaire; meaningful work, | The results shows that meaningful work
Rangnekar, review and various manufacturing | organization information and positively impacts organization trust and
(2018) analysis organizations communication, and information communication positively

organization trust

impact organization trust while partial

24




mediation effect of organization information

communication was also captured on the

relationship.
Lim (2019) Empirical 150 working Questionnaire: factors such as It indicates that employee commitment
investigation employees from training, supervisor, pay and found to mediate the effect of pay and
manufacturing fringe benefits; and perceived fringe benefits on employee turnover that
EandEcompanies organizational support enable EandE manufacturing industry

and Malaysian government policymaker
to

better comprehend the needs of employees.

Ng Chee Kean, Literature Training and development, Results of correlation analysis reveal that

(2020) review and compensation and benefit, career | training and development, compensation
analysis development, and supervisor and benefits, career development and

support supervisory support are correlated to the

employee turnover in manufacturing

company.
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Questionnaire; training and

Recommended that manufacturing industry

Lim et al. Empirical Working employees in [development, compensation, focus on improve the performance of
(2019) study via manufacturing work environment, work life the industry, increase retention rate
survey industry balance
Amako Empirical Participants from 9 Semi-structures interview with Findings indicates leadership support for
(2020) investigation manufacturing plant relation organizational employees’ personal and professional
via interview leaders document; supportive challenges is crucial to reducing turnover
leadership, competitive pay and | while implement to retain plant workers.
benefits, and training and career
development opportunities
Hee and Ann Literature Factors influencing employee Identified that employer can plan human
(2019) review and turnover; compensation and resource strategies in a more precise manner
analysis benefits, work-life balance, work | and eventually strengthen the relationship

stress and job satisfaction

between employer and employees in
manufacturing industry to sustain its

business and retain the employees.
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Survey questionnaire; job

Study recommended management needs to

Yuting Li (2019) | Empirical Workers in large satisfaction, organizational improve their worker's job performance and
Analysis manufacturing commitment, leadership, job reduce their role conflict and then decrease
industry performance, work-family the workers’ termination intention.
conflict
Yahya, Tee and Empirical Gen Y employees Questionnaire; human resource | Provide new insights, the important of HRD
Johanim (2018) study via across manufacturing | development and work-life in workplace of manufacturing industry
survey industry balance while employers should gradually change
their company’s policies to align with the
changes of the behaviors and needs of them
new employees.
Skelton, Nattress | Literature Survey; job satisfaction and job | Given importance of employee retention on
and Dwyer (2020) | review and embeddedness corporate productivity, morale, and profits
analysis along with the ability to improve the

organization’s positive contribution to
society, it is important for managers to
understand these factors and their effect on

employee turnover intent.
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2.3 Talent Overview

The term talent is often discussed owing to the increasing demand for highly
qualified employees. Before considering theories based on talent management, it is
necessary to comprehend the fundamental notions of talent, just as it is with any other
science (Dries, 2013; Bolander et al., 2014; Feng, 2016). Eighteen years had passed since
McKinsey pinned the concept of "War for Talent" on the study agenda for human resource
scholars in 1998, and most scholars and managers had adopted the talent management
concept. In the context of this approach, the term “talent” can often be found in literature.
The organization can build up a competitive advantage through talent management,
whereby all employees of anorganization have valuable talents. With talent management,

it is all about identifying the talent and the proper placement of the employees (Kroj, 2016).

In the year 2023, Cadigan, Dries and Zelderen refers to talent as a person’s who has
the aptitude or skill to do something well (Svenska Akademiens ordlista, 2016). These
definitions assume that individuals have different strengths and that professionals working
with developing talent need to identify these and use them to the organization's advantage.
In addition, Bolander et al. (2014) mentioned that because it represents something
important, rare, inimitable, and non-substitutable, talent is viewed as a strategic asset. It
enables value-creating initiatives to be implemented and long-term competitive advantage
to be achieved.Clarity of talent definition allows organizations to identify their talents and
supports them indeveloping and retaining talents. Organizations find more excellent value
in building their talent definition than accepting a prescribed purpose. Therefore, for
scholars and practitioners to make progress in talent management research, talent
definition has become increasingly important (Gallardo-Gallardo et al., 2020).
Considering that talent may be used to everyone with unique talents and abilities, talent

must be applied on those indicated as high performance or prospective.
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As a result of these findings, talent concepts are widely divided, whether they
concentrate on unique individuals, a collection of features or statements of need focused
on each organization's strategy. As a result, the current study's goal is not to focus solely
on talent; rather it will add to the empirical perspective on talent management by providing
a detailed look at the talent management decision-making process in the workplace, as
well as a review of the proposed generalization framework. Having studied the meanings
of talent, the concept of talent management needs to be explained in depth. To correctly
describe talent in an organizational setting, and in accordance with the goal of this study,

the three definitions listed in Table 2.2 were found to be appropriate:

Table 2.2: Definition of Talent

Source Definition of talent
Wiblen and Something that is resided in the unique set of
McDonnell (2020) knowledge, capabilities, contributions, commitment,

skills, competencies, and abilities of a person.

Aina and Atan (2020) “Talent” as those individuals who currently or have the
potential to contribute to firm performance by occupying
strategic jobs differentially.”

Gallardo-Gallardo et al. Employees who are considered essential for

(2020) organizational performance.

Several definitions for talent exist based on the above literature, but the extent to
which they can apply to employees at other organizations is another subject (Visser, K.,
Barkhuizen, N., and Schutte, 2018). After discussing several definitions, the following
section will highlight the comparison of talent priorities in the past and present. Since
talent went through a dramatic development from the 1980s to the end of the 20™" century,

some changesconcerning reality have changed.
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2.3.1 Talent: Focus Then and Now

Considering today's economy is so knowledge-based, the emphasis has changed to
having the necessary abilities and talent pools; as a result, the human component of business
has taken precedence. This trend is vividly illustrated by Michaels, Handfield-Jones, and

Axelrod (2001), as shown in the table below.

Table 2.3: Comparison of talent priorities in the past and present

The old reality The new reality

Workers are looking for employers Employers are looking for talented workers

Workers are readily accepting the job Workers are negotiating their talent and return
offered

Equipment, money, land is  the | Talented workers are a corporate asset
organizational capital

Workers obey and have a protected job Workers are mobile and have various
obligations

Talent leads to a slight advantage Talent leads to a considerable advantage

Limited jobs are available Limited talented people are available

Source: Inspired by Michaels, Handfield-Jones and Azelrod (2001)

Since the publication of “The War for Talent” (2001), the phrase has gotten a lot
of attention and has become a popular topic of discussion (Aarnio and Kimber, 2016;
Supeala, 2018; Emerald, 2021), as illustrated in the table above. This assertion is backed
up by the PWC Annual Global CEO Survey from 2018. Concern over the availability of
key skills is at an all-time high. Among Tech CEOs, 80% express concern (they are most

prominent).
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80%

2018

Extreme concern over
talent availability has

risen from 31% to 38%

46%
2009

Figure 2.2 Concern over talent availability
Source: PWC Annual Global CEO Survey (2018)

In other words, based on McKinsey report, talent will become the most significant
business resource and the resource with the smallest supply in the next twenty years. A
new focus among business leaders has emerged as a result of the McKinsey report. Too
far, the corporate focus has been on developing and retaining talented employees within
the company (Workday, 2017) and efficient management and administration of talents
(Chee, 2017). Therefore, anyone can be a source of talent because they all run the company
and determine its success. So, employees value talent management, and the organization
should value it as well, because it can lead to a competitive edge for all employees. This
directs the attention of the researcher towards talent management that will be explained in
the next section to give a clear explanation and exact meaning of talent management and

how it can be managed.
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2.3.2 Talent Management

Talent management is all about how an organization gets to decide to manage its
talented employees as well as how to provide for its skilled and qualified employees (Holm
and Hutsch, 2016) through an advanced network of relationships that link all organizations
functions together to reach its goals (Jose Hejase et al., 2016; Alruwaili, 2018; Obeidat et
al., 2019). To put it another way, “TM can be defined as the systematic identification,
selection, and development of talent through an organized and enriched programmed of
activities and instruments in which numerous actors participate and exert influence”
(Thunnissen and Van Aresbergen, 2015). To put it in perspective, TM is the management
of talented individuals who are acknowledged as “talent” by their employers (Panday and
Kaur, 2021). The most recent definition of TM refers to the systematic identification,
recruitment, placement, development, engagement, and retention of individuals who are

considered “high potential”’by their employer (CIPD, 2020b).

When defining talent management, it is necessary to think about the two basic
approaches: exclusive and inclusive (Holm and Hutsch, 2016; Savaneviciené and
Vilciauskaite, 2017). More precisely, inclusive talent management recognizes talent in
each employee to ensure that they are above average in the general population and have
the right talent for thejob. Meanwhile, strategic talent management concentrates on
selecting top-performing employees who make the most of the company. Companies could
profit from integrating these two words (Mosley, 2014), by appreciating that each
employee’s talent is equally essential and recognizing that some people are more talented
than others. When it comes todealing with talent management in particular, companies
worldwide are doing their best to identify some talented individuals who can be an asset
to the company. Still, they are fascinating, and they're up against obstacles in their quest

to become a preferred employer Jafari and Khanmohamadi (2016) while Maurya and
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Agarwal (2018) stated attracting and maintaining talent has long been a top priority for
businesses, and research shows that companies that manage their workforce well get

superior results (Alruwaili, 2018).

Besides, a study by King and Vaiman (2019) aimed to investigate the employee
core competencies in achieving effective talent management. Prior studies have been
explored that there is a strategy behind talent management by focusing on competencies
that need to be promoted externally exist within the organization, as well as skills that can
be further established to meet organizational needs Bryant, 2017; Hongal and Kinange,
2020. Understanding an employee’s perspective is essential, but Najm and Manasrah;
Khoreva et al. (2017), reported that the employment relationship faces challenges that
involve attracting, developing, and retaining talented employees. The researchers also
added that talent management needs less time and effort among employees, resulting in

increased performance and fierce competition among competitors.

Sheokand and Verma (2015) discovered that the concept of talent management
arises slowly in today's business environment. Human resources, often known as an
organization's human capital, are the most significant factor in gaining a competitive
advantage. Organizations that operate on a worldwide scale have begun to recognize their
value and significance. The study did a thorough evaluation based on previous research,
and they discovered that the concept of talent management is questionable in the twenty-
first century. Nonetheless, it results in a high-performing company. Since different authors
may define talent management in diverse ways, The definition of talent management used
in this study was drawn from author Mahlahla (2018), and it entails a purposeful, conscious
effort to attract, develop, and retain people with the aptitude and talents to satisfy current
and future organizational demands. Additionally, it also self-generated the stages of talent

management with several steps in as depicted in Figure 2.3 below.
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Figure 2.3 Stages of Talent Management
Source: Mahlahla (2018)

Individual and organizational growth in response to a changing and complex
operational environment is part of talent management by ensuring that the organization
has continuous talent feeding aimed at increasing workforce productivity. This remark was
backed up by Jose Hejase et al. (2016); Gitonga (2019) who argued that talent shortages,
labor-force ageing, and human mobility flexibility have made talent management vital,
and these concepts should be developed and managed in a holistic and parallel manner to
function together to the best of their abilities for any firm. Thus, this made the researcher
focus more on attracting, developing, and retaining talented employees in this study.
Together to get more insight and get to know the gaps in talent management, researchers

interested in learning about the challenges in implementing talent management. As seen
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in the following section, Alferaih and Arabia (2018) highlights additional obstacles related
to adopting talent management, including the failure to attract high-quality personnel and

the inability to keep them.

2.3.3 Challenge of Talent Management

In many businesses, with varying turnover rates, turnover intention is a genuine
issue (EzailiAlias et al., 2018). It is concentrated among specific individuals at specific
stages in their careers, resulting in "turnover red zones," or employee groups at high risk of
leaving (Deloitte Talent 2020) which is a current concern of talent management area.
Besides, Top Echelon (2020), talent management is not always straightforward owing to a
variety of issues that can arise, such as managers who are not spend in helping employees,
disgruntled/unmotivated employees, and people who are not a suitable fit for the
organization. From start to finish talent management is concerned with an employee's
development. As a result, employees will feel more valued, challenged, and pleased in
their jobs. If talent management is not correctly executed, a company’s employee’s

turnover rates could be high.

Employee turnover is high when employees believe their jobs are unchanging and
their pay isn't increasing. Employees do not wish to execute the same tasks on a daily
basis. Employees, on the other hand, desire to develop in their professions, get promoted,
and be given new responsibilities. When employees leave, the company's talent
management process must be restarted. It can be extremely difficult to replace managers
or high-level employees who leave a company. The industry must therefore find
substitutes as soon as possible. If managers are not present, the talent management process
may be damaged. Therefore, one of the most prominent challenges talent management

professionals’ faces is employee turnover (Ogbeibu et al., 2021).
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Figure 2.4: Biggest challenge of Talent Management
(Source: Karen McCandless, 2018)

In Deloitte Talent 2020 series, in today's talent market, firms that want to succeed
cannot afford to be complacent, even if retention rates appear to be good. Employers are
nowconfronted with a more targeted problem, rather than addressing broad concerns about
turnover. They need to change their talent management strategy to focus on maintaining
individuals with vital skills who are at risk of leaving, as well as capable leaders who can
lead their organizations forward despite the global economic downturn. Companies must
focus on the apparent turnover red zones arising concerning rates of turnover in specific
cohorts of employees, where there is a high possibility of departure, particularly for those
with less than two years on the job, in addition to looking at the population with turnover

risk (Dayeh and Farmanesh, 2021).

Besides that, Bui and Chan (2018) stated that employee turnover is a major worry
for businesses, which see talented employees as a source of competitive advantage. The
most widely implemented human resource programmed to address talent turnover issues
is talent management. Research by Altindag et al. (2018); Jayaraman et al. (2018) stated,

when the level of talent management is seen to be higher, the likelihood of talented
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individuals leaving reduces. It demonstrates that a company cares about its people when it
employs more talent management strategies. This may strengthen the psychological bond
between the company and its employees. As a result of these psychological responses, it's
possible that turnover intentions will be reduced. Variables such as a psychological
contract have been discovered in several investigations (Psychology Compass, 2021,
Nayak et al., 2021) and organizationaljustice is one of the intervening variables in the
relationship between talent management and behavioral outcomes like turnover intentions

(Amushila and Bussin, 2021).

Academics and practitioners are interested in several methods for lowering
employee turnover rates. Talent management comes into play whenever there is a
conversation about talented individuals. It is positioned in human resource management
literature as a successful method for lowering employee turnover (Narayanan, 2016).
Therefore, it can be concluded that, in overcoming the above challenge, a researcher is
interested in focusing this study into the red zone of the talent management area in which
the scope of current concern. It follows that in the next section highlighted manufacturing

firm’s scenario in Malaysia in detail.
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2.4  Employer Branding

Brands are an organization’s primary precious resource (Sinkkonen, 2021). Based
on the synthesis of the literature, the employer branding factor was selected. Employer
branding underlines the unique aspect that can be described as an integral part of the
staffing processwithin an organization (Kalinska-Kula and Staniec, 2021) by developing
the brand's perception for the audience and making it unique that it could be differentiated
from its competitors (Bhasin et al., 2019). In literature, employer branding is a very recent
term adapted from various research fields. Ambler and Barrow first used it in 1996,
developed it as a derivative from corporate branding, and associated it with marketing and
human resources. As highlighted by Purusottama and Ardianto (2019), employer branding
tries to influence prospective applicants' opinions of a company in order to build and
strengthen its reputation as an employer and position it as a 'great place to work.' In
addition, Employer branding is defined as "a combination of characteristics and features
that defines a business,offers a specific type of employment experience, and appeals to

those who thrive and perform best in its culture "(CIPD, 2020).

Employer branding focuses on establishing and connecting a corporate culture that
aligns with the organization's target group (Kaur et al., 2015). Employer branding has a
widerange of applications, and there are various advantages to having a well-functioning
and efficient employer brand. Employer branding by Malik in year 2019, not only inspires
and attracts top talent but also offers other advantages. It could, for example, aid in the
development of employee loyalty and engagement, resulting in lower employee turnover
and increased employee retention. Successful employer branding, as per (Aldousari,
Robertson, Yajid, and Ahmed, 2017), is an investment in establishing a solid and consistent
reputation and relationship with employees over time. This is advantageous to both the

employer and the employees (Kucherov and Zamulin, 2016). Since employers and
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employees are the significant assets of an organization, the link between the company and

its employees is becoming increasingly influential.

Purusottama, Ambara, and Ari Ardianto (2019) investigate the effects of multiple
dimensions of employer branding on skilled local employees in Indonesia in order to
exploit organizational competitiveness. Employer branding encompasses characteristics
such as working environment, remuneration, and benefits, company reputation, corporate
vision, and leadership, as well as corporate social and environmental responsibilities, they
tested the relationship between different dimensions of employer branding and
organizational competitiveness using data collected from 277 employees who are students
majoring in management and accounting in Indonesia. Their findings indicate that only
corporate vision and leadership, corporate reputation, and working environment
significantly affect organizational competitiveness. In particular, they find that the three
dimensions are more directed at dimensions that tend to be intangible. Their research sheds
some light on talentedworkers in emerging economies. It suggests additional research that
could help organizationsadopt more successful strategies to promote and grow talented

employees to join their desired organization to maximize productivity.

Moreover, Holm and Hutsch conducted a study in the year 2016 to advance our
understanding of effective employer branding and their ability of the organization to create
and offer that the talent wants. Developing the role of employers and differentiating
themselves in the labor market from competitors is increasingly viewed as critical for any
organization. Studies to date have highlighted and designed a case study that represents a
company operating in an industry that recognizes a lack of talent. Therefore, they focus on
two key questions: firstly, how can an organization build an effective brand of employees,
and what challenges its implementation entails? Second, what can an organization offer

its employees to engage and retain them inside the organization? A comparative analysis
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of a consulting company working in the Swedish IT sector uses a collective intelligence
approach. This methodology was used to identify, rank, and structure employer branding
necessary for management and employees. The study results indicated that employee value
proposition (EVP) combines the challenging talent requirements with the individual
characteristics and provides the basis for a successful employer brand. Because each firm
and its employees are unique, there is no "one-size-fits-all" solution to developing a strong
employer brand. The method and the measures involved in the creation of the employer
brand are therefore relatively standardized. All of the preceding ideas demonstrate
that employer branding may be utilized as a strategic tool for retaining and managing talent
(Noutel et al., 2021), and that there is a flow or set of dynamic relationships between

employer branding and talent management (Michelle B. Wolfswinkel, 2020).

Employer — Talent — Talent —>| Talent —> Talent

Branding Attraction Sourcing Development Retention

.

Talent

Management <}

Figure 2.5: Flowchart of Employer branding to Talent management
(Source: Hongal and Kinange, 2020)

Overall, model Berthon et al. (2005) is among the most comprehensive model of
employer branding. Along the way, the researcher also selects a dimension from a recent
study by Sahti (2019), who has highlighted creating an employer brand index. In addition,
most employer branding models are less than an empirical validity perspective. Only a few
studies have valid data. Therefore, Berthon's (2005) and Sahti (2019) model is a model

that has the validity of data that meets the standard measurements. The selection of this
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model is also based on the suitability of the cultural context and state. This is because most
employer branding models are developed in the Asian context, which is appropriate in the
context of the study in the manufacturing sector in Malaysia as one of the Asian countries.
The selection of this model will contribute to the development of employer branding, its

relationship with talent management, and mediating transformational leadership.

As mentioned earlier, to make employer branding measurable, Berthon et al. (2005)
and Sahti (2019) use the concept of employer attractiveness, which means benefits
visualizedby a potential employee for working in a specific organization. Thus, the next
section will explain six dimensions of employer branding: economic, social, development,

application, interest value, and work-life balance.

2.4.1 Employer Branding Dimensions

As described before, the company's work characteristics are the company's
offerings to attract potential talents. As previously discussed, several studies have analyzed
these offers using the idea of employer branding dimensions. In the earliest study of
employer branding, Ambler and Barrow (1996) developed three dimensions of employer
branding: the practical dimension of an employer's job growth and other activities; the
economic dimension related to financial activities such as salaries and other payments; and
the psychological dimension that spoke of the sense of belonging that the thing an
employee perceives in an employment relationship. Yet, Ambler and Barrow (1996) did
not develop the measurement for these dimensions (Zhu et al., 2014). Based on the works
mentioned above, Berthon et al. (2005) developed a scale for calculating the dimension
that attracts talents, and they discovered five dimensions: First, an interest value to
determine how much talent is attracted to a company;second, a social value for the work

environment, such as good team relationships; third, an economic value for salary,
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compensation, and job security; fourth, a development value forcareer development; and
finally, an application value to determine how much the employee's skills can be used in

the company.

Several studies have been studying the employer branding factor based on its
meaning as the science of employer branding began to evolve. In the private sector
background in China, Jiang and lles (2011) discovered five dimensions of employer
branding. The dimensions were economic, which relates to the economic need assessment
of the employee; growth, which relates to the need of the employee for professional
development; social, which relates to the condition of the employee for an exciting
challenge; and brand trust, which relates to how employees view the employer in terms
of integrity, reputation, and willingness to meet the demand of the employee. Almagik et
al (2014) discovered six dimensions of employer branding in a study comparing the
employer branding dimension to differences in age, gender, and current employment
status. These dimensions are social, business, economic, application, cooperation, and
workplace environment. When comparing the characteristics of female and male
employees, they discovered that women valued social value, market value, application

value, and cooperationvalue more than males.

In the educational sense, university, and higher education contexts, Bakanauskiené
and Bendaravi¢iené (2015) suggested an employer branding dimension. Achievement,
association, relationships, and system are four components of university employer
branding defined by Bakanauskiene et al. (2011). At the same time, Bendaraviciene, R.,
R. Krikstolaitis (2013) suggested eleven dimensions that include organizational culture,
the teamwork of fairness and confidence, academic atmosphere, strategic management,
job satisfaction, relationship with managers, compensation and gain, training and growth,

a balance between work and life, working conditions, and loyalty in the context of higher
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education. A collection of aspects of employer branding based on the Chinese context was
also developed by Zhu et al. (2014). Since many employer branding studies are often carried
out in the Western context, they suggested a dimension only for the Chinese context. They
noticed that the company could strengthen its employer branding in Chinese and Western
contexts through rewards and benefits, growth opportunities, and recognition. Although
the other two vary from Western, people consider work-life effectiveness and
organizational characteristics such as leadership, ownership, and reputation (which closely
relate to functional compensation and profit factors and opportunities for development)

essential factors in the Chinese context.

Having a strong and distinct employer brand is a major plus (Carpentier et al.,
2017). However, little is known about how to use recruitment communication and
procedures to build, maintain, or improve the expectations that make up this fundamental
employer brand (Lievens and Slaughter, 2016; Sullivan, 2017). Building a brand, raising
public perception, and growing employee satisfaction will recruit new professional
employees (Urbancova et al., 2017). Thus, we may conclude from the many studies that
the aspects of employer branding change depending on the environment. To create an
employer branding strategy inthe manufacturing industry, the dimensionality of the
manufacturing industry in Malaysia should be studied first. In this study, employer branding
involved five dimensions introduced by Berthon et al. (2005), with a high majority among
researchers. Another dimension adapted by Sahti (2019) was selected due to a minimal

study in very recent studies. There are six dimensions as follows in Table 2.4.
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Table 2.4: Area of Employer Branding values proposed in this study

Dimensions

Definition

Economic Value (EV)

This examines the degree to which a potential employee
Is attracted to an employer that provided competitive
salaries, compensation packages and offers job security
and opportunities to climb the career ladder (Berthon et
al., 2005).

Social Value (SV)

This examines the degree to which a prospective
employee is attracted to an employer that provides a fun
and happy work environment where good collegial
relationships exist and there is a sense of team spirit
(Berthon et al., 2005).

Application Value (AV)

This examines the extent to which a potential employee
is attracted to an employer that allows them to apply their
learning and teach others in a caring, customer-
orientated environment (Berthon et al., 2005).

Development Value (DV)

This examines the extent to which a potential employee
is attracted to an employer that provides
acknowledgment, self-esteem, and assurance, along with
career-enhancing experience and a platform to future
employment (Berthon et al., 2005).

Interest Value (1V)

This examines the degree to which a prospective
employee is attracted to an employer that provides a
stimulating workplace, original work practices and that
utilizes the creativity of employees to develop and
produce high-quality, innovative products and services
(Berthon et al., 2005).

Work-Life Balance (WLB)

To what degree does an employer manage their talented
employees to work in a harmonious place with all their
identities and equilibrium between the personal and
official life (Sahti, 2019).

Briefly, by identifying the dimensions of employer branding proposed for this

study as shown in Table 2.4 above, similarly researcher will present on significant

employerbranding dimensions based on journal reviews in the following section.
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2.4.2 Significant Employer Branding dimensions

The following table 2.5 is the most critical dimensions based on journal reviews.
There is a total number of 17 journals that discuss the dimensions of values in employer
branding. The table below shows the title of the journal, respondents, methodology used,
thefindings (result), and references. Consequently, the researcher has to choose the top six
highemployer branding dimensions from the journals based on the mean. Thus, it enables
the researcher to arrange the sequence of the employer branding dimensions based on the

importance of following this context.
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Table 2.5: Summary Employer Branding values identified in previous studies

Employer branding

Model of Employer Branding

values 1 2 7 8 9 10 11 12 13 14 15 16 17
Economic value v v N N N N N N v 1 v | N
Social value v v VI NN AN N v oA
Functional value N

Humanitarian value N

Collaboration value N

Diversity value v N

Development value N N N N 5| | N N N N N N
Reputation value N

CSR value N J

Communication value N

Application value VI NN NN N VIV [ A
Management value N N
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Interest value V[ VA VIV VA v VA
Work-life balance v v N v v |
Cooperation value N

Innovation value v

4Employer branding attributes identifies by Berthon, Ewing and Hah (2005)

bLiterature Source: (1) Gehlot and Mohanty (2017); (2) Kheswa (2015); (3) Espinoza, Rojas and Raymundo (2019); (4) Amelia and Nasution
(2016);

(5) Santiago (2019); (6) Kaiser and Regjepaj (2019); (7) Sharma (2019); (8) Mohamad, Sidin, Dahlia and Boo (2018); (9) Dabirian,

Kietzmann andDiba (2017); (10) Reis and Braga (2016); (11) Eger, Micik, Gangur and Rehor (2019); (12) Tanwar and Kumar (2019); (13)
Hadi and Ahmed (2018);

(14) Dobija, Mazurek and Weistroffer (2018); (15) Liu (2018); (16) R. Sharma, Singh and Rana (2019); (17) Ergun and Tatar (2016)
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As a result, the six dimensions of employer branding chosen are economic value,
social value, development value, application value, interest value, and work-life balance.
These six employer branding dimensions have been selected based on the result for each
journal. From the above table of periodicals, the economic, social, development,
application, interest (values) exhibit top five high results while work-life balance display
as an essential dimension with less attention given in recent years. Therefore, it has been
selected to be evaluated in this research. The following section will elaborate the
underpinning theory that focuses on the relationship between study variables and research

study.

2.5 Underpinning Theory

Researcher Gregor (2002) reported, underpinning theories are "theories for
comprehending social context studies that underpin a study is typically considered as a
lens” (Orlikowski, 2000). The methods are meant to prove "how" and "why" things occur
in the manner that they do. This allows a reader to interconnect the study variables and
research. Theory shall systematically explain the relationship among study variables or
phenomena to explain, predict, and control such phenomena (Mkhomazi and lyamu,
2017). Additionally, the theory's purpose is to better understand the socio-technical
dynamics in organizations and institutions, as well as how individuals connect with
solutions to overcome current and future difficulties. The theories that underpin a study
have no bearing on the study'soutcome. Rather, it aids our understanding of a situation.
Hence, the following sub-section will demonstrate the theories that contribute to employer

branding, talent management, and leadership phenomena under this research study.
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2.5.1 Social Exchange Theory

Human behavior is modelled using social exchange theory, which is a
psychological and economic model. It explains people's processes to make and maintain
workplace relationships (Chernyak-Hai and Rabenu, 2018, Cropanzano et al., 2017).
Social exchange theory is a cost-benefit analysis that measures the risks and benefits of
pursuing or maintaining a connection. It is also utilized to describe people's behavior in a
variety of contexts and interactions (Indeed, 2020). Organizations can utilize social
exchange theory to help shape an atmosphere and business culture that encourages
friendliness and collegiate relationship-building, allowing employees to feel personally

linked to thecompany (Frieder, 2018; Abdul et al., 2019, Aryee et al., 2015).

The study adds to the talent management literature by elaborating on the social
exchange idea (Blau,1964). The social exchange theory is a useful lens for analyzing how
talent management might influence the attitudes of high-potential individuals. The theory
claims that when companies invest in their employees, they are more likely to respond in
good ways, and it was concluded: “These findings reinforce the general logic of talent
management by indicating that notifying talented employees of their status has a
motivational effect, which is consistent with the predictions of the social exchange theory”
(Bjorkman et al., 2013). In line with this, employees who feel well-treated and happy in a
positive and meaningful atmosphere, as evidenced by Redmond (2015), will willingly be
encouraged to produce positive results. In other words, employees will contribute to the
business by being more committed and engagedat work, which will lead to a higher desire
to remain longer and be loyal to the company (Chernyak-Hai and Rabenu, 2018; Haley,

2018).
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Additionally, individuals participate in action that are driven by the expectation of
reciprocity, based on current research by Harden et al. (2018). They also claim that
supervisor-employee information technology (IT) professionals influence interactions. As
a resultof this interchange, the organization's commitment improves and its turnover rate
decreases (Harden et al., 2018). Correspondingly, this pertains to current study by focusing
on manufacturing firms as well. As per social exchange theory, talent management is
defined as signs of company's willingness to contribute to qualified workers (Mensah et
al., 2016; Khoreva et al., 2017). As a result, the more talented people believe the
organization is following through on its pledges and commitments, the more likely they
are to deliver excellent results (Dries et al., 2014; Festing and Schafer 2014; Seopa et al.,

2015; King, 2016; Khoreva et al., 2017).

Moreover, in 2017, researcher Zalk clarifies that the mechanics underlying how
talented people portray and perform to talent management can be better understood using
social exchange theory. Based on the social exchange theory, talented employees may
perceive investments in talent management as a sign of their employer's commitment,
indicating future prospects in thefirm (Sonnenberg et al., 2014; Khoreva and Vaiman,
2015; King, 2016). Employees are not only"measured” by their immediate output in this
situation, but also by their total contribution to the corporate environment. This can take
the form of hiring high-potential friends, publishing in a forum or blog in a way that
promotes employer branding, and providing a diverse set of abilities, workstyles, and areas
of expertise (Chernyak-Hai and Rabenu, 2018; Matongolo et al., 2018). As a result, when
companies invest in employer branding, skilled employees take it as support from the
company and respond with good employee attitudes, resulting in improved talent

management.
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2.5.2 Transformational Leadership Theory

Transformational leadership is a modern leadership model that emphasizes how
leaders may help their participants make decisive revolution (Hamed, 2021). In his 1978
book, leadership expert James MacGregor Burns established the concepts of
transformational leadership for the first time. When examining political leaders, the phrase
"transformational leadership" is defined as an action in which "leaders and their followers
boost each other to higher proportion of ethics and encouragement.” However, this term is

now utilized when looking at corporations as well (Burkus, 2020).

Moreover, transformation leaders motivate supporters to advance to a more
excellent standard of morality and determination by expressing an energetic vision and
complex objectives and leaders and followers (Burns, 1978). Bass (1985) expanded on
Burn's (1978) work by defining the boss's ability to generate a worthwhile and meaningful
chance of followers and implementing four transformative leadership characteristics.
Motivating followers encourages them to believe in their ability by inspiring and
motivating them to achieve an exciting vision. Besides, to put this method into practice in
the worksite, one must first understand what transformative leadership entails.
Transformational leadership is, at its most fundamental level, a process that affects and
revolutionizes the individual (Northouse, 2001). Transformational leadership, to put it
another way, is the ability to inspire others to develop, evolve, and pursue. It necessitates
determining the motivations of employees, providing their needs, and praising them
(Northouse, 2001). Thereby, through valuing the firm'sworkforce, a transformational

leader may assist the company prosper (Nguyen et al., 2017).

Transformational leadership is advantageous since it aids in the transformation of
ideas and the acceptance of recommendations from all members (H. Abdulla and

Hammadi, 2020). The relationship between talent management and leadership is viewed as
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beneficial in every firm (Al-Azzam et al., 2016).Because when an organization looks after
its people, employees find a qualified leader who can help the company grow while also
increasing employee enjoyment and retention. The organization will retain talented
individuals and hire additional executives with diverse leadership styles (Busari et al.,

2019).

Aside from that, transformational leadership is defined by four factors: idealistic
influence, inspiring motivation, intellectual stimulation, and individual consideration

(often known as the "four I's™). Each of the four components describes qualities that are
important to the "transformation” process. The "four I's" are used by managers who are
good role models, encouragers, innovators, and coaches to assist "transform™ their
employees into better, more productive, and successful persons. As a result, using the

transformational approach in the workplace can be quite beneficial for managers

(Algatawenh, 2018).

It may be argued that effective leadership can pervade all levels of an organization,
ensuring the seamless operation of various teams, both individually and collectively.
Naturally, the question arises. "What role does the leadership play in enhancing the
relationship between employer branding and talent management?". For this reason, this
study aims to investigate the importance and role that the leader plays in the organization
that needs to be discussed. Overall, this study contends, as stated in the theoretical literature
above, that if employer branding had a positive impact on talent management, it would
benefit employees. Employees will reciprocate and enhance their level of engagement with
the company as a result. As a result, it will diminish turnover intention that leads to
turnover red zone among manufacturing firms’ employees in Malaysia. The organization
will benefit from the low level of turnover in the redzone of talent management. That is

how the interplay between talent management, employer branding, and the
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transformational leadership works. Thus, in the next section, the researcher will explain in
detail the transformational leadership in an organization that influences the relationship

between employer branding and talent management.

2.6 Transformational Leadership

Leadership is about formal and informal exercise of authority under laws, policies
and rules that explain rights and responsibilities of parties involved in any activity within
the framework of the firm (Torlak et al., 2021). However, leadership style refers to a
particular behavior applied by a leader to motivate subordinates to achieve particular
organizational goals (Amadi, 2018). Leadership behaviours associated with the
transformational leadership style, therefore is concerned with responsibility of initiating
and leading the dynamics of an organization, fostering desired behaviors, responsive to the
change process and ensures that the vision of the firm is realized (Demir etal., 2021). There

are many examples of the forms in transformational leadership literature.

Transformational leadership is based on traditional concepts. This single remark
encapsulated the essence of all leadership — the direction of group accomplishments.
Researcher Were has upheld this point in the year 2015, leadership must ensure that teams
work effectively to fulfil the mission and central purpose of the organization while being
responsive to the ever-changing business environment. Consequently,employees replicate
the leader's attitudes toward accomplishing desired goals, and leaders are superiors who
affect them (Poturak et al., 2020). The planning and implementation process will be led by
the leaders. There is a distinction between management and leadership; management is
worried about the short-term problems of an organization while leaders follow and analyze
broader prospects (Demir et al., 2021). Management is involved with the development,

control,and planning of organizational resources, which must be emphasized. On the other
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side, leadership is concerned with aligning the workforce with the intended outcomes

within the organizational framework (Abdulla et al., 2020; Top et al., 2020).

Transformational leadership is the most important aspect in the organization's talent
management. In the year 2021, researcher Mohamed Jais claimed, in today's talent
management, leadership is critical, and the worldwide industrial downturn has increased
the demand for more decisive leadership and elevated talent management to a corporate
preference. Other than that, globalization and technology push companies into various
societies, different management methods, and different leadership contributing to the value
of human touch (Cascio and Boudreau, 2016). A study conducted by Kaiser and Regjepaj
(2019) reported that employees value strong leadership in the workplace since they expect
their leaders to serve as mentors and role models. Besides, Sharma (2019) demonstrated
that trusting leadership ready to give a ladder to its employees to reach thetop induces self-
esteem and self-worth. Espinoza (2019), in their study, examines the methodology for
reducing staff turnover based on employer branding. The critical element of Endo
marketing is leadership; workers perform better, feel more driven to work, and increase

productivity under someone's leadership (Budur, 2021).

In summary, transformational leadership was chosen as the overall mediator
because of its impact on the link between employer branding and talent management. The
transformational leadership is one of the critical aspects of human behavior in the direction
of human resource subjects in recent times since leaders adopt and look into broader
prospective to lead and survive their business in the market (Al Hammadi and Md Noor,
2020). The research paper of Al Hammadi also claimed thatthe leader delivers the practical
process and administers the organization's achievement and performance positively.
Among the scholars who surveyed leadership and talent management are Onyango (2015);

Wahba (2016); Sanjeev and Singh (2017) as well as Bingab (2019). Meanwhile, studies
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were done between leadership and branding, for instance, Lenka and Chawla (2015),
Maurya and Agarwal (2015), and Iglesias, (2016). Although several scholars mentioned
leadership in their research, there is still a lack of research using transformational
leadership as a mediating variable. Therefore, the researcher decided to take
transformational leadership role as a mediator between employer branding and talent

management.

In the next section, 2.10, the researcher will illustrate the previous studies to
understand the area of research and find many similarities and differences in them and get
many clarifications. Most of the time, earlier research studies that disclose research
findings have been shared in the past. This could indicate that the writers investigated a
specific hypothesis, examined the theory's premises, or responded to a specific research
issue. Therefore, the following section will help build up a hypothesis based on this

research study.

2.7 Previous Researches

Survey books, scholarly articles, and any other sources pertinent to the researcher's
particular subject, field of inquiry, or theory are included in this form. It accomplishes this
by offering a description, overview, and critical assessment of these works in relation to
the study topic at hand. Literature reviews are meant to provide an overview of the sources
used by the researcher while investigating a specific topic and to demonstrate how this

research fits into a broader area of study.

2.7.1 The Relationship between Employer Branding and Talent Management

According to previous research, businesses have been using their official platforms,
such as their career websites, to make sure that aspiring employees may learn as much as

possible about the standing of the companies (Gunesh and Maheshwari, 2019). Employer
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branding, which enables employees to present themselves as a part of the company, can
be considered as the primary technique used by businesses to attract better candidates from
the market. Employer brand will assist businesses in showcasing their strongest points and
how they stand out from rivals (Gunesh and Maheshwari, 2019). It will then draw potential
talent and start the process of making them want to work for the organizations. Finding
talent on strategic platforms must be a part of the plan, and employer branding must change

to reflect the most recent workforce movement (Priya and UmaRaman.M, 2021).

Organizations are placing more focus on predicting future skill demands in an era
of fast technology and organizational change. Employer branding, which is a component
of talent management influence, complements this by creating a futuristic employer brand
in order to draw candidates who have the abilities and traits required to execute the long-
term goal. Companies must make major investments in enhancing their employer brands
in order to attract potential employees due to the industry's persistent skill shortages
(Malik, 2019). Based on Ekhsan et al. (2021) the idea of employer branding is the newest
strategy that can support a company's attempts to attract and keep personnel. It also
improves the company's brand image and presents the organization as a reputable and
appealing one. Making a choice on the best time to begin employer branding is therefore
crucial. Numerous studies involving college students have revealed that employer
branding can be ingrained in the system very early and that organizations can learn a great
deal about the values that potential employees seek in an employer (Noutel et al., 2021).
Since branding is a component of marketing, it is crucial that aspiring employees establish
the employer brand in their minds before looking for their ideal workplace. Employer
branding can be implemented early on to attract the top candidates from the market. In this

sense, its importance in attracting talent is not restricted to a specific time period.
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Employer branding involves more than just promoting an organization's reputation
to potential employees; it also demonstrates the organization's capacity to keep employees
up to date on company-related activities. Potential talents have been regarded as focusing
on the communication side of employer branding because this is how they will begin
"communicating" with the organizations of their choosing (Nelke, 2021). This also reflects
on generation and gender, as the world looks forward to receiving many talents from new
generations, employer branding has become important as this generation places a greater
emphasis on immediate responses and looks for employers who can give them the freedom
and quick career growth (Rzemieniak and Wawer, 2021). Employer branding can therefore

enable organizations not only to draw in talent but also to keep it.

The best platforms to use for employer branding can be difficult to select from
several perspectives. Previous research additionally indicated that selecting the
appropriate channel is crucial because social networking has become a well-liked platform
for the most recent generations to access the information they require, and employer
branding can be employed to attract talent from the market (Carmack and Heiss, 2018).
Employer branding in this context isn't only about projecting the finest pictures of

businesses; it also involves using smart channels to reach and entice the right people.

Organizations must utilize employer branding to its full potential and keep
upgrading their platforms in order to find the greatest talent in the new norms and realities
they face. Employer branding, as previously noted, is used to communicate the reputation
of the organizations through a variety of platforms that must be carefully selected. When
selecting the appropriate platforms to connect with the appropriate skills in this situation,
communication efficacy must be carefully considered (Nelke, 2021). In the modern
workforce, talent management has been viewed as a business strategy. It is crucial to

explain to potential employees how the organization can give them the career advancement
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they desire. Employer branding may convey the strategy in the best and most popular ways
that talent today wants. According to the study's findings, conveying employer brand
messages was essential for influencing employer brand discernment (Bowd, 2006; Knox

and Bickerton, 2008).

In order to better understand the challenges of managing talent in today's globalized
world, where organizations are not only competing with one another, but governments and
their societies have also entered the talent race, there has recently been a noticeable
increase in interest in talent management in the national context. It implies that finding
talented workers is no longer a problem for organizations; rather, it is now a problem for
the entire country. Declining growth rates are a cause for concern as the talent pool of the
future gets smaller (The Future of skill in Malaysia 2035 | CIPD Asia Reports). Businesses
must decide where to concentrate their resources as the battle for talented workers
intensifies in order to entice the best candidates. In research findings connected to talent
search and development, it is underlined how talents, abilities, and competencies interact
as well as how occupational groupings assess future demand. To conclude, following
section explained in detail the values or attributes of employer branding which serves as
the primary bridge to access talents, and talent management used by organizations to stay

competitive in the market.

H1: There is a positive significant relationship between employer branding and talent

management

2.7.1.1 Economic value and Talent Management

Economic value measures how interested a person is in an organization's pay
compensation package, advancementchances, and job security. Workers are less likely

to switch jobs in a disrupted market; the favor organizations that offer stable positions and
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advancement prospects for ongoing learning (Wallace et al., 2014). The findings suggest
that in a competitive market, economic value atwork, such as a higher-than-average wage,
job stability, and prospects for advancement, attractsemployees. Moreover, people are
drawn to a positive culture of innovation that engages andretains workers because it has
an impact on a company's reputation, demand, and position (prestige). It shows that of
the three components of employer branding, economic value is the mostpowerful

predictor.

Besides, the purpose of this study is to look at the link between expected employer
brand attractiveness, organizational identity, and application intent (Ergun and Tatar,
2016). Researchers stated that to win the struggle for talent, businesses must understand
what employees expect from them. Economic value exhibits a significant link with
organizational identity when assessing the relationship between perceived employer brand
attractiveness and organizational identification. However, the association between
perceived employer brand attractiveness and economic value application has little
influence on intent to use. In contrast to the traditional employer perspective of attracting
the greatest people, the study's findings show that organizations” economic values are
neither valuable nor influential of the application motive or organizational identity of

prospects.

In that case, Reis and Braga (2016) researchers stated the majority of the comments
about economic value were about pay. Pay and benefits, such as medical insurance,
retirement allowance, secure employment, and other measurable rewards were important
to those focused on economic value. Economic value revealed 16 percent as the third best
place to work, which is why people come and remain, pertaining to the attraction and
strengths of employer branding value propositions figure. The findings of the study

underlined the important distinction between genuine motivators and hygiene variables,
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which researcher genuinely think it will be a focus of upcoming research to further our
knowledge of crowdsourced employer branding and how predictive analytics of employer
branding sites may assist managers identify how appealing their firms are to employees.
Therefore, this leads to the first hypothesis:

Hla: There is a positive significant relationship between economic value and talent
management

2.7.1.2 Social value and Talent Management

R. Sharma et al. (2019) reported, the level of a person's attraction to a potential
employer is measured by social value, which is defined as a joyful and enjoyable work
environment with a team environment and solid cooperative connections. Multiple
regression of social value recorded as R 0.65 and jointly accounted for 40% variance in
the prediction of general attractiveness and 58% intention to pursue. In complicated
economic circumstances, social value pulls employees to the firm and recognizes people.
Employers attract employees by providing a progressive, friendly, and enjoyable
atmosphere (Berthon et al., 2005; Ambler and Barrow, 1996). Research has put forward
that the organizations' Team spirit, competence, and behavingappropriately and nice
among co-workers, helpful relationships, nice and worthwhile organization reputation, and
well-known and high-quality goods accompany employee identityare all examples of

social value.

People enjoy the pleasure they get from a positive work environment, fun and
social co-workers who hold common beliefs, a collaborative problem-solving strategy,
and an organizational culture that values people (Dabirian et al., 2019). The first thing to
notice about the matrix is that each quadrant is distinct. When employees commented on
the best and worst locations to work, they stressed distinct values, and when they applauded

or complained about them, they emphasized alternative value propositions. The comments
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in each quadrant ranged from 65 percent to 83 percent, demonstrating that these values
account for the majority of what employees care aboutat work. Together, these two findings
point to "praise factors" (such as social value) that enticeindividuals and build a good

relationship.

Other than that, it is also supported by Paschen and Kietzmann (2019); The goal
of the study was to look into the difficulties of attracting and keeping IT talent executives
by exploring employer branding as a method for managing companies' reputations as "great
places to work."This article defines and outlines eight values that IT workers consider
when evaluating IT employers, identifies which values are the most significant, and
suggests ways for IT organizations to use employer brand information to recruit and retain
IT talent in order to remain competitive. It's based on a content analysis of over 15,000
employee reviews. Based on the authors of this study, social value refers to the satisfaction
that IT personnel derive from other people. Employees were overly concerned about an
organizational culture that prioritized individuals, skilled co-workers, and a collaborative
problem-solving approach. Besides that, for present and past IT personnel, social value
such as a collaborative work atmosphere and smart colleagues was a critical praising
factor. Even former employees who had left their firms praised the social aspects of their
workplace. Thus, the study suggests that employees in top companies praised social value
more than bottom companies, implying that they are urged to place a greater emphasis on
social value in their employer branding efforts. This leads to the hypothesis:

H1b: There is a positive significant relationship between social value and talent management

2.7.1.3 Development value and Talent Management

Development value is a metric that measures a person's attractiveness to "an
employer who provides confidence, self-worth, and recognition, as well as career-

enhancing experience and a launching pad to future work™ (R. Sharma et al., 2019).
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Employees are motivated to use their skills and abilities effectively at work when they have
development value, which leads to a positive perception of the workplace, that shapes their
expectations about their job. In the year 2016, user reviews attempting to address it had a
development value since it measured how much an employer values its employees’
accomplishments and provides opportunities for professional development and
advancement, as per researchers (A. Dabirian et al., 2019). It also draws employees by
providing an exciting, inventive work environment and providing opportunities for
employees to develop a variety of skills through training, coaching, and mentoring.
Development value has a substantial relationship in organizational identity and intent to
use when studying the association between perceived employer brand attractiveness and

desire to apply (Ergun and Tatar, 2016).

Researchers Hadi and Ahmed (2018) mentioned that the degree of appeal of an
employer who provides career development is measured by development value. The study's
findings backup main research, indicating that development value is a critical factor in
employee retention. Therefore, the study concluded that employee retention relies heavily
on the value of development. Furthermore, businesses must devote greater resources to
employee development. An employer should never underestimate the power of
appreciating his staff for certifying an improvement in their working skills because
recognition is a basic aspect of development value. Aside from that, providing employees
with the essential information and abilities to accomplish a specific task is another way to
improve employee performance. It will be helpful to both sides if they do so. Ahmad and
Daud (2016) stated most employees are loyal to a business that can provide employee
development programs due to fierce rivalry among candidates these days. That is a sure-

fire strategy to ensure good future prospects.
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Humans' behavioral responses are influenced by praise, which is typical of human
nature. As a result, the more employees feel good about themselves and feel confident while
working for that firm, the more likely they are to stay with that organization. Researchers
Reis and Lacombe (2016) backed up this claim by demonstrating that development value is
an appeal element that stands out; this characteristic refers to an employer's willingness to
provide possibilities for professional development and advancement, and it is the second-
most essential attribute in a study conducted by Eger et al. (2019). In summary, the
following is hypothesized:

Hl1c: There is a positive significant relationship between development value and talent
management

2.7.1.4 Application value and Talent Management

The degree to which a person is drawn toward an employer is measured by
application value, which provides workers with opportunity to use their knowledge and
educate others in a humanitarian and customer-focused atmosphere (R. Sharma et al.,
2019). Altogether, with an estimated beta value of 0.70, application value proved to be the
most reliable predictor of desire to pursue. Researchers Hadi and Ahmed (2018) mentioned
that the degree of attractiveness of a place that allows an individual to practice and apply
what they have learnt is determined by its application value. In terms of application value,
Glassdoor user comments indicated that employees want to put their knowledge and talents
to effective use. Teaching opportunities and offering excellent client advantages are two
examples (Dabirian et al., 2017).

A research study revealed by Henriette Brune (2019) that application value assesses
how individuals are attracted to customer-oriented and humanitarian employers that allow
teaching others obtained knowledge. Application value explained 8.79% of total variance

after rotation in the present sample. Apart from that, Okafor (2015) also supports the impact
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of employer branding on potential employees' perceptions of an employer's attractiveness
traits and their inclination to apply for a job was the focus of the study. This is about the
application advantages, which include symbolic and instrumental aspects like social
responsibility, acceptability, and belonging. This value measures how interested a job
applicant is in an employer who offers the chance to utilize college knowledge, supports
knowledge sharing, and is socially responsible and customer oriented as EmpAt qualities
to attract future employees. Besides that, the findings of the study showed, potential
employees place a higher value on an employer with high application values and correlate
positive intents with such businesses. This is in line with the findings of the current study.
Therefore, the researcher concluded that HR professionals' application value implications
for EB match skills with job requirements to allow these students to apply knowledge from

college. The preceding discussion leads to the development of the following hypothesis:

H1d: There is a positive significant relationship between application value and talent
management

2.7.1.5 Interest value and Talent Management

Based on researchers R. Sharma et al. (2019), the degree of attraction a person has
toward an employer who provides an interesting work environment, novel work methods,
and utilizes employees' creativity to produce creative and high-quality services and
products is measured by their interest value. Besides, it assesses the degree of an employer's
attractiveness who is accountable for providing a work environment with possibilities for
innovation and creativity (Hadi and Ahmed, 2018). This statement is also supported by
Dabirian et al. (2019). The degree to which it necessitates creative work habits and an
innovative thinking to execute tough but attainable tasks was used by reviewers to

determine how exciting work is. Another interesting finding is that when it comes to
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choosing an employment, researchers Reis and Lacombe (2016) found that interest value
iIs more essential than the other attributes for baby boomers. This may be consistent with
studies demonstrating that members of this generation are more dedicated to their jobs
because they choose an employer who can provide exciting and innovative employment
produced in a similarly creative atmosphere.

In other words, interest value can be provided by exciting work environments and
can lead to the perception of innovativeness as an ascribed personality trait (Lievens and
Slaughter, 2016). It also includes self-assurance gained by working for a reputable
organization, which can be interpreted as indications for the impression of prestige and
concern for employers (Roy, 2008; Arachchige and Robertson, 2011; Lievens and
Slaughter, 2016). Brune's research in 2019 will integrate data from a mixed methods
approach to see what role employee preference profiles play in employer branding. The
findings demonstrate that ‘Interest Value' measures how attracted people are to innovative
employers who adhere to high quality standards in theirproducts and services. In this
sample, ‘Interest Value’ explained 9.79% of total variance after rotation.

Thus, the following hypothesis is proposed:

Hle: There is a positive significant relationship between interest value and talent
management

2.7.1.6 Work-life Balance and Talent Management

Researchers Hadi and Ahmed (2018) mentioned that work-life balance is a
characteristic that determines whether or not an employee's function and personal lives are
in correct balance, allowing them to work in harmony with their identities. Employees
should be thought of as more than simply that. It is critical to presume that people have a
separate identity from their employment. Employees operate more efficiently and

effectively when they strike the right balance between work and social life. Whereas a study
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conducted by Kaiser and Regjepaj (2019) on employer branding's effect on employee
commitments and satisfaction moderated by generations revealed that Generation Y
members are known for emphasizing work-life balance,fulfilling individual values, training
and development opportunities as well as mobility and autonomy in their careers (Ito et al.,
2013; Festing and Schafer, 2014; Reis and Braga, 2016; Eger al., 2018). In addition, Kumar
and Velmurugan (2018) demonstrated in a study that work-life balance is among the most
important motivators for Generation Y employees. Compared to older generations such as
the Baby Boomers, for Generation Y, work is something that needs to do for survival and for
being able to live, which implies that life outside workis far more essential to them than their
work-life (Yuin et al., 2019).

In year 2016, Lievens and Slaughter reported the emphasis on work-life balance that
could help to attract young recruits. The value calculated is based on how interested people
are in working for a company that offers flexible hours, opportunities to work from home,
and an on-site sports facility. The explained total variance in the sample was 6.9% after
rotation. The results yielded one more factor of Berthon et al. (2005) scale, which makes
sense due to the update with two more dimensions of Tanwar and Prasad (2016) regarding
the company's work- life balance and ethical behavior.

The addition of items by Tanwar and Prasad (2017) describing work-life balance
contributed 6.9% of the explained total variance in the sample. It resulted in the additional
factor ‘“Work-Life-Balance Value.” Therefore, this value suggested to include in future
assessments of employer attractiveness. Moreover, the inclusion of work-life balance as a
factor updates the employer attractiveness scale and might be helpful for future scale
development. Regarding the education levels and current employment status, organizations
might provide opportunities for advancement and feel suitable for lower academic

education and students and work-life balance and interdepartmental connection to
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individuals who are employed or with a higher educational level. It might also be helpful
to conduct interviews with current employees or interested applicants to learn more about
them (Brune, 2019). Work-life balance is becoming increasingly important in fostering
employee loyalty and ensuring their long-term retention. In summary, this leads to the
following hypothesis:

H1f: There is a positive significant relationship between work-life balance value and talent
management

Therefore, it can conclude all the six values of employer branding have a relationship
between talent management with the following main hypothesis H1: as drawn in Figure 2.6

by Holm and Hutsch (2016).

EMPLOYER -

BRANDING h MANAGEMENT
How talent perceived the How organisation
organisation manage its talent

Figure 2.6 Employer Branding versus Talent Management
Source: Holm and Hutsch (2016)

2.8 The Relationship between Employer Branding and Transformational

Leadership

Reported by researcher Mauryaand Agarwal (2015), the goal is to explore connections
between internal employer branding with transformational leadership in changing workplace
trends. While prior research stated, employer branding is becoming a more popular topic
recently due to an increase in the power of branding in the employer of choice. This article
is aimed to demonstrate the vital transformational leadership style on the perception of
employees towards the employer branding which in turn motivate them to continue work

relationship with a cheerful outlook towards the organization. The result of a study
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investigating the effect of transformational leadership style on employer branding has been
reported. Using survey data, it has been found that transformational leadership variables
strongly correlate with employer branding. Also, employer branding has a strong and positive

relationship with transformational leadership.

Besides that, the presence of the leadership team behind employer branding is critical
to its success, and a leadership culture that collaborates across the organization is essential
for a successful employer branding strategy. Leadership shapes the culture of the
organization and has a direct impact on what it is like to work for a company (Amin et al.,
2021). Further, in an article, Jorgen also explains that we are attempting to sell the
organization in order to communicate the brand's message, and leadership is critical.
Organizations want employees tobe enthusiastic to come to work; leadership is what
motivates individuals to stay, and it is the key reason people decide to stay or leave. People
may join the company because it has a positive employer brand, but they will depart if the
leadership fails to live up to that expectation. Interestingly, the successful organization will
develop employer brand leadership competence across all leadership responsibilities,
ensuring that employee experience is consistent across theboard. This is supported by an
organizational culture that encourages team members at all levels to engage in continuous

learning, empowerment, transparency, and cooperation.

Furthermore, Hanif and Qureshi (2020) the researchers want to look at the work of
Arasanmi and Krishna (2019) and see how employer branding attributes affect
transformational leadership in Pakistan's telecom sector. Because they are acknowledged as
influential in distributing best practices, this focuses on employer branding qualities and the
significance of transformational leadership style. In a year (2018), researchers Matongolo et
al. hypothesized that the organization's branding might be divided into three categories:

remuneration strategy, people's orienteers, leadership and training, and developments. In
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addition, descriptive statistics, bivariate correlations, and regression with SPSS-19 and
Smart PLS were used to collect data from a sample size of 250 employees, comprising
respondents of various ages. The findings show that employer branding qualities such as
remuneration strategy, person orienteers, and perceived organizational support are positively
associated to talent retention, while the mediation influence of transformational leadership
is demonstrated with a level of significance that supports the hypothesis. This, therefore,
leads to the following hypothesis:

H2: There is a positive significant relationship between employer branding and
transformational leadership

Following section gives a clear direction on the previous studies on the relationship between

employer branding and the transformational leadership as per table 2.6.
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Table 2.6 Previous studies on the relationship between employer branding and transformational leadership

No Title Respondents Methodology Result Reference
1 | Therole of leadership in Data have been Contribution of a Sonal Jain (2020). The role
developing a strong collected from transformational leader, of leadership in developing a
employer brand 150 professionals | professionals from ten | practices enhancing employee | strong employer brand.
Indian IT companies. | engagement significantly International  Journal of
contribute to building Business and Globalisation.
employer’s brand image,
leading to and psychological
attachment of employees.
2 | Internal employer branding Data were collected Employer branding has a Maurya and Agarwal
with transformational by aiming at the strong and positive relationship | (2015). Internal employer
leadership: To deal with working employees. with transformational branding with
changing workplace trends leadership. transformational
leadership: To deal with
changing workplace trends.
Innovations and Business
Management: Issues and
Challenges (pp. 307-313).
3 | Transformational leadership Sample of full-time Employer branding as an Sahu, Parthardikar and

and turnover: Mediating
effects of employee

405 employees

employees working in

information

intermediary between

transformational leadership

Kumar (2018).
Transformational

leadership and turnover:
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engagement, employer technology (IT) behavior and psychological Mediating effects of

branding, and psychological organizations in India. | attachment. employee engagement,

attachment employer branding, and
psychological attachment.
Leadership and
OrganizationDevelopment

Journal Vol.39, pp.82-99.

Mapping the domain of the
fragmented field of internal

branding

Data extracted and
organized into a
proforma that include

existing employees.

Leadership leads to increased
identification with brand
values by employees, which
has the strongest impact on
employee commitment to
brand values. Internalization of
brand values through
transformational leadership

reduces turnover.

Iglesias (2016). Mapping
the domain of the

fragmented field of internal

branding. Journal of

Product and Brand

Management, Vol. 25 Issue

1 pp.

Antecedents and

Consequences of Employer

Branding

347 executives

Primary data were
collected by
administering a
questionnaire survey

on 347 top-level

The leadership of top
management is the most potent
predictor/influence of

employer branding.

Biswas and Suar (2016).

Antecedents and

Consequences of Employer

Branding. Journal of
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executives in 209

companies in India.

Business Ethics, 136, pp57-
72.

Employer Branding Applied
to SMEs: A Pioneering
Model Proposal for
Attracting and Retaining
Talent

An exploratory
approach based on a
quantitative
perspective was
adopted to develop the
employer branding
model applied to
SMEs

Employer branding reinforces
leadership confidence, creates
more robust ties between
employees across
organizational management
and teams, and reduces

turnover.

Monteiro et al., (2020).
Employer Branding Applied
to SMEs: A Pioneering
Model Proposal for
Attracting and Retaining
Talent.

Effects of Employer
Branding with Role of
Transformational

Leadership

250 employees

Data were collected
from employers of the
telecom industry of

Pakistan.

There is a relationship between
Employer Branding with
transformational leadership.
The effect of transformational

leadership is proved.

Hanif and Qureshi
(2020). Effects of
Employer Branding with
Role of
Transformational
Leadership. Sustainable
Business and Society in

Emerging Economies, Vol 2.
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Transformational
Leadership and Corporate
Reputation: Mediation
Effects of Employer
Branding

132 respondents

Employed a
quantitative online
survey technique
through purposive

sampling.

Transformational leadership
impacts employer branding,

and employer branding directly
impact corporate reputation,
but the correlation between
transformational leadership and
business reputation is
insignificant when adding

employer branding.

Zeesahn, Qureshi, Bashir
and Ahmed (2020).
Transformational
Leadership and Corporate
Reputation: Mediation
Effects of Employer
Branding. Journal of
Management and Research,
Vol 7.

9 | Impact of Employer Questionnaires were Employee engagement happens | Kiran Suresh Shukla (2017).
Branding on Recruitment: A sent online as well as | if the brand is embedded into Impact of Employer
200 respondents | 0 ) _
Study of IT Sector circulated among the | the culture of the organization | Branding on Recruitment: A
Employees in Pune fresh employee in IT | and underpinned by a Study of IT Sector
Sector in Pune. leadership Employees in Pune.
10 | The Role of HR Department Data was collected Organizations must have strong | Parmar (2014). The Role of

in Employer Branding at
Public and Private Sector

40 respondents

from private and public
sectors organization

employees.

leadership with brand values
and also receives regular
internal communications details
about the brand.

HR Department in
EmployerBranding in
Public and Private Sector.
Journal of Human
Resources Management
and Labor Studies, Vol. 2,
No. 2, pp.201-225.
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2.9  The Relationship between Transformational Leadership Talent Management

Based on the research by Abdulla and Hammadi in a year (2020), the trouble of
attracting and keeping talented and experienced people, especially for senior executives or
leadership roles, was highlighted in the report as a major concern facing large enterprises in
the United States at the time. The authors drew on the topic of talent retention and leadership
in their work; however,based on their leadership characteristics, they associate more with
one of the key components than the other. The project applies descriptive and inferential
statistics to examine survey data acquired from 371 systematic randomly recruited
respondents. In Abu Dhabi, the research revealed the importance of leadership in talent
management and employee retention.

Additionally, there is a statement of agreement by a researcher Al-Azzam et al.
(2016) who demonstrated talent management and leadership in any organization always
have a beneficial relationship since they look after their talented employees and discover
qualified leads that can lead to organizational growth and boost employee happiness and
retention. The company will keep talented employees and recruit more leaders with a variety
of leadership styles. Besides, the research adopts positivism philosophy and statistical
techniques to interpret the data collected. It is referred to as pre quantifiable data gathered
through observation from several types of employees from different companies. After
evaluating the data, the major finding of the empirical study is that the independent variable
(talent management) has a considerable impact on the dependent variable. Employee
retention has a positive association with independent variables. In the regression of models,
the R2 value of 0.491 was statistically significant. Talent management has been shown to

improve employee retention in studies.
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Moreover, some researchers view leadership as aset of behaviors, traits, or personality
traits that define one's ability to lead (Warrilow, 2012; Northouse, 2018). The study's
independent variable was transformational leadership style. It centers around a common goal
that is achieved by self-reinforcing behaviors that employees or followers get from
completing a task successfully. As a result, a transformational leader serves as a role model
and a mediator in the talent management process, inspiring followers and providing purpose
in the pursuit of corporate objectives. Therefore, organizations should put in place
procedures that foster a leadership style that acknowledges workers' talents as precious assets
that must be managed properly in order to offer services efficiently and effectively (Al Amiri
and Shawali, 2021). Thismeans that 44.7 percent of talent management is determined by
transformational leadership.

Last but not least, Michael Staunton (2020) proposed an 80/20 rule for leadership in
the digital age, in which 80 percent of a leader's position remains unchanged and a 20%
uplift is necessary. As new situations arise, leaders will need to become more involved in
talent management in order to offer value to the organization and improve engagement and
human development both inside and beyond the organization. Hence, this leads to the
hypothesis as follows:

H3: There is a relationship between the transformational leadership and talent management
The prior research on the connection between transformational leadership and talent

management, as shown in table 2.7, is clearly outlined in the following section.
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Table 2.7 Previous studies on the relationship between transformational leadership and talent management

No Title Respondents Methodology Result Reference
1 | Transformational Sample of employees | A positive impact between Mir, Khan and Abbas
Leadership Style and Talent of the banking sector | transformational leadership and | (2020). Transformational
Retention in Pakistani 155 employees of Pakistan. talent retention Leadership Style and Talent
Banks: A Serial Multiple Retention in  Pakistani
Mediation Model Banks: A Serial Multiple
Mediation Model. Journal
Economy 19(1), 63 — 76.
2 | The Role of Leadership in Data were collected There is a considerable Abdulla and Hammadi
the Talent Management and by distributing influence between the role of (2020). The Role of
Employee Retention of 371 respondents | questionnaires to leadership and talent Leadership in Talent
Education in Abu Dhabi systematically management. Management and Employee
randomly sampled Retention of Education in
respondents. Abu Dhabi. European
Journal of
Multidisciplinary Studies,
Vol 5, Issue 1.
3 | The Role of Leader's Talent Data were collected Leadership in an organization | Kim, Lee and Rhee (2015).

Management Ability in

Relations between

356 employees

from employees

working at various

should recognize the

importance of talent

The Role of Leader's Talent
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Leadership Styles and
Organizational

Effectiveness

firms in Daegu City
and Kyongsang North

Province.

management. And the result
shows leader's talent
management ability, directly
and indirectly, influences

organizational effectiveness.

Management Ability in
Relations between
Leadership Styles and
Organizational
Effectiveness. Asian Social
Science; Vol. 11, No. 25.

Effects of Transformational
Leadership Styles on Talent
Management: A Case of
Micro, Small and Medium
Size Enterprises in Migori

County, Kenya

220 employees

Data were collected
using simple random
sampling from top
management, middle
management staff, and
lower cadre

employees.

The majority of the
respondents Somehow Agreed
that their leaders recognize
their talents, and the result
indicates a positive and
committed relationship exists
between Leadership Style and
Talent Management.

Onyango (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, Vol. 10.

Talent Management for
Developing Leadership: An
Empirical Investigation

100 respondents

A self-supported
structured
questionnaire was
used to collect
information from the

respondents of IT

There is a positive relationship
between talent management

and leadership development.

Sanjeev and Singh (2017).
Talent Management for
Developing Leadership: An
Empirical Investigation.

Independent Journal Of
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Company in
Delhi/NCR.

Management and
Production,

Vol. 8, No. 3.

The Effect of Leadership
Style on Talent
Management Practices
Comparative Study between

Public and Private Sector in

Egypt

133 employees

Sample of employees
working in public and
private sector in

Egypt.

Leadership styles

more likely impacts Talent
management processes in the
private sector than the public

sector.

Wahba (2016). The Effect
of Leadership Style on
Talent Management
Practices Comparative
Study between Public and
Private Sector in Egypt.
International Journal of
African and Asian Studies,
Vol. 9.

The Need for Effective
Leadership in Talent

Management in Mauritius

Data was collected
from the industrial and
labor-intensive sectors

in Mauritian.

Talent management seeks
effective leadership to help
Mauritius attain higher levels
and step into the next
economic shift. While leaders
realize that role of leadership is
critical to play in building a

strong pool of talent.

Betchoo (2014). The Need
for Effective Leadership in
Talent Management in
Mauritius. International
Letters of Social and
Humanistic Sciences Vol.
27.

78




8 | The Influence of Leadership Questionnaires were Leadership styles affect Bingab (2019). The
Styles on Talent administered in a field | employee retention Influence of Leadership
Management in the 200 participants survey in the banking | significantly; thus, the higher Styles on Talent
Banking Sector of Ghana: A sector. the mean, the greater the extent | Management in the
Case Study of Agricultural to which leadership styles Banking Sector of Ghana: A
Development Bank (ADB) affect employee retention. Case Study of Agricultural

Development Bank (ADB).
Asian Social Science; Vol.
15, No. 5.

9 | The Influence of Data were collected L eadership behaviors Sadeli (2012). The Influence
Leadership, Talent from the 26 (transformational and of Leadership, Talent
Management, 756 respondents | participating interaction between Management,
Organizational Culture and companies. transformational and Organizational Culture and
Organizational Support on transactional) significantly Organizational Support on
Employee Engagement influence talent management. Employee Engagement.

International Research
Journal of Business Studies,
Vol. 5, No. 3.

10 | The relationship between Data were collected Leadership drive and foresight | Barkhuizen and Gumede

talent management, job

satisfaction, and voluntary

208 respondents

from employees at the
head office of the

are significant predictors of

organizational values and

(2021). The relationship
between talent management,
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turnover intentions of
employees in a selected

government institution.

selected government

institution.

norms, strategic direction,
success orientation, and
organizational dynamics and

innovation.

job satisfaction, and
voluntary turnover
intentions of employees in a
selected government
institution. Journal of
Human Resource

Management, Vol.19.

11

Relationship Between
Distributed Leadership and
Talent Management by
Principal’s in Secondary

Schools

395 teachers

Data was collected by
using survey
questionnaires from
several secondary
schools’ teachers in

Malaysia.

Leadership is at a moderately
prominent level, while the
principal'stalent management
is relativelyhigh. There is a
significant positive relationship
between distributed leadership
and principals’ talent

management.

Azman, Yusof and Aida
(2020). Relationship
Between Distributed
Leadership and Talent
Management by Principals
in Secondary Schools.
International Journal of
Academic Research in
Progressive Education and
Development, 9(4), 221
233.
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2.10 The Relationship between Employer Branding, Transformational Leadership
and Talent Management

Deloitte Talent 2020 did qualitative study on the talent paradox in boosting employee
performance, which included a review of the literature and several case studies. The purpose
of this survey was to determine the impact of corporate leadership on employee perceptions
and to make recommendations on how the company can enhance its talent management
performance through effective leadership. The results demonstrate the significance of
leadership and its direct impact on employee perception. Throughout the survey, leadership
is considered a vital component for enhanced performance; when employees trust their
leaders, receive clear messages about business strategy, and believe their leaders can execute
it, they are more engaged and committed. It helps to bridge the gap between expected and
real performance, such as the one between intended and actual staff performance. Besides,
the implications of these findings are clear, and good leadership could make such a
difference between an employee who is dedicated to their current position and one who is
always looking for new opportunities. The findings of this poll also highlight three intriguing
tendencies within workers: trust in leadership, ability to execute, and effective
communications.

At the same time, Betchoo (2014) researches transformational leadership strategies
and talent management. They investigate through qualitative rather than quantitative
interpretation, which sheds insight on the rapidly evolving idea of talent management in
corporate organizations, as well as the need to link leadership more firmly. The goal is to
determine how important it is to link leadership to talent management in situations where
local managers must improve their leadership skills while also developing the talent that
their organizations rely on. Furthermore, an article claimed, the global economic crisis has

triggered the demand for more initiative-taking leadership and has elevated talent
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management to a corporate priority. It identifies it as extremely valuable to consider how
leaders may motivate their staff to learn more, improve themselves, overcome their
limitations, and reinforce their strengths in order to establish an inner desire to learn and seek
talent. This may also help to break up the monotony of day-to-day work and create a more
pleasant working environment. The way influential leaders drive answers to organizational
problems determines how top talent is developed in the future. They do so in a manner that
is compatible with the organization's objective and strengthens it. This is also where talent
management looks for transformative leadership to assist firms reach new heights and
prepare for the next economic change.

As the boundary between HR, marketing, and communication experts blurs in terms
of attracting and retaining people, employer brands are being given more authority to
perform responsibilities that span all three divisions (Monteiro et al., 2020). Additionally, a
strong and effective leadership team that collaborates to engage managers across functions
is essential for a successful employer brand strategy. Regardless of whether or not "leaders
are born, not developed,” most organizations will have an opinion on the quality of their
leadership. The problem is that many organizations do nothing to address leadership
weaknesses, which makes it difficult to recruit the leaders needed to turn things around.
Good leadership at the top is a hallmark of companies with a strong employer brand. Thus,
at all levels of a business, a successful employer brand requires a new perspective, attention,
and commitment. Nonetheless, it must begin with appointing leaders who possess the
necessary skills to conduct the approach efficiently (Jain, 2020).

All over finding indicates that employer brand and leadership is expanding into new
areas and becoming a critical component of a company's overall management strategy.
Employer branding is fragmenting at the moment, with new specialized divisions for talent

management and branding springing up in enterprises. Although an increasing number of
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firms are effectively implementing an employer brand philosophy, a significant fraction of
them still need to improve their approach to employer branding. Based on mentioned
employer brand index research, future EB debates should concentrate on the "skills,
experiences, and capabilities required to effectively provide the employer branding function
and the structure of the teamthat supports it." Plus, employer branding for this generation
also includes excellent leadership and high-quality products or services supplied by the
organization.

It is also supported by Al-Malki and Juan (2018), in which the critical driver in highly
engaged employees is beyond simply having more engaged staff, exceptional leaders make
for more productive businesses. Exceptional leadership is a recurring theme among the
characteristics that employees look for. Good leaders support their teams grow by
developing them, providing opportunities for growth, building trust, and making them feel
appreciated. It highlights a statement to devote resources to the development of competent
leaders across the board. Good presidents have employees who are motivated, joyful, and
work hard, as per the studies. They also help to improve the employer's reputation,
understand which leadership behaviors lead to higher levels ofengagement, and concentrating
on enhancing leaders will benefit your brand and help you develop a better staff (Patel,
2018). Thus, developing a strong employer brand and effectivetalent management are vital
for businesses. Moreover, transformational leadership's function in establishing a strong
brand also results in significant workforces that boost productivity and competitiveness. As
a result, the following hypothesis can be formulated:

H4: Transformational leadership mediate the relationship between employer branding and

talent management
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Based on above previous studies, researcher proposed that economic value, social
value, development value, application value, interest value, and work-life balance are the
significant factors influencing talent management with the mediating role of
transformational leadership. Given the prevalence of relevant models among researchers,
the proposed theoretical framework for this study is more legitimate and capable of
examining how independent factors may be connected to dependent variables while
mediating variables influence the relationship between independent and dependent variables.

Thus, the conceptual frameworkof this research is displayed in the next section 2.12.
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2.11 Research Framework

The model used in this study is a summary of the theories and prior studies which have
been described previously. This model is developed with the aim to investigate the
relationship between employer branding and talent management and the mediating role of
transformational leadership in manufacturing sector employees in electric and electronic
firms. This conceptual model involvesemployer branding as the independent variable, talent
management as dependent variable while transformational leadership as the mediating
variable. The purpose of this research is to investigate the relationship among employees

working in manufacturing electric and electronic firms Malaysia.
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Figure 2.7 Conceptual Model
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2.12 Summary

In the previous section, based on a literature review, various employer branding that
stimulate talent management have been identified. For each of the values and attributes, its
impact on talent management is discussed. This led to all positive relationships between the
employer branding and the talent management. Besides, transformational leadership plays
significant role in mediating the relationship between employer branding and talent
management. The hypotheses as described so far in this chapter are displayed in a conceptual
model. The arrows represent the expected relationships between the independent variables,
employer branding, the dependent variable, talent management and mediating variable as
transformational leadership. The following chapter will be discussing in detail the research

design utilized in this study and how each construct was operationalized.
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CHAPTER 3

RESEARCH METHODOLOGY

3.1  Introduction

The way in which this research will be conducted and how the needed data will
be collected is the central topic of this chapter. First of all, in paragraph 3.2, the research
paradigm is discussed, and research design is elaborated in the following section. In
section 3.4, the different constructs and their measures are described. Next section
emphasized on the data collection method of the target group followed by the population
and sampling technique. Finally, the various data analyses that will be applied in order

to deal with the obtained data are elaborated in section 3.7.

3.2  Research Paradigm

A research paradigm is a systemic way of identifying and explaining connections
between events by penetrating the fundamental mechanisms that are accountable for the
event (Saunders etal., 2019). The development of a research study begins with the choice
of the subject and paradigm of studies (Byrne, 2010). According to Saunders et al.,
(2019), the study paradigm is an attempt to comprehend how to examine a social
phenomenon. A study paradigm guides scientists in the direction of research design and
further explains their connection with the research philosophy, approach, and

information collection strategy. Employing the paradigm into the research aids the
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determination of method and the consistency of methodology that fits into the theoretical
perspective that is associated with the principal epistemology. Hence, it determines
where it come from and how to find a solution. Identifying the research paradigm
obviously offers a thorough research guidance. The quality of studies thus relies on the
connection between concepts and theory, which in turn depends on the researcher's

philosophical thinking (Gannon, Taheri and Jaylan Azer, 2022).

3.3 Research Design

A research design is basically the plan for the study that provides the
specification of procedures to be followed by researchers to accomplish their research
objectives or testthe hypothesis formulated for their studies (Kumar, 2018). It is one of
the steps in the research process to help establish the manner in which researchers go
about achieving objectives of the research. According to Saunders, Lewis, and Thornhill
(2019), it is a systematic categorization of research according to dimension such as
philosophy, approach, choice of data, strategy, time horizons and technique and
procedures.

Dimension of philosophy comprises positivism, realism, interpretism,
pragmatism, objectivism, and constructivism. The dimension of this study is positivism
whereby thestudy formulates hypotheses (or research question) that can be tested. The
dimension of approach comprises deductive and inductive. This study applied a
deductive approach whereby it derived hypotheses from theories, reviewing existing
literature and obtaining a confirmation of the hypotheses. A survey strategy was applied
for this study because it is often associated with a deductive approach. The study
collected large amount of datato address middle level management of manufacturing
company in Malaysia. The study applied cross-sectional approach because
measurement of employer branding towards talent management and mediating
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transformational leadership is done at a single point oftime.

The study demonstrates primary data to answer all research objectives by
employing causal research study. It is also known as explanatory research where the
major objectiveof this research approach is to obtain evidence or test hypothesis
regarding cause-and- effect relationships (Nunan, Malhotra and Birks, 2020). Research
hypotheses were formulated in chapter two to see the effect or outcome, hence, making
informed conclusion based on data collected. lacobucci and Churchill (2018) stated that
the causal research design is deemed the best method to determine cause and effect
outcomes. Figure 4.lillustrates research Onion diagram based upon Saunders, Lewis

and Thornhill(2019).
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Figure 3.1 Research Onion
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3.3.1 Explanatory Study

Explanatory studies are research undertaken for a problem that is not clearly
defined or that requires more information approval. Causal relationship studies between
variable can be referred to as explanatory research (Saunders et al., 2016). The purpose
of this research is to increase the understanding of a researcher on the particular subject
matter or tasks given. It does not give an undisputed result because of a lack of statistical
power but causes the scientist to decide how and why the research was conducted.
Besides, explanatory researchcan be very useful for managing future approaches to
research (Saunders et al., 2016). A good understanding of the matter enables the
investigator to examine further research questions and to improve the usefulness of a

research.

This research is also extremely valuable when it comes to managing the best
way to achieve the research goal of a specialist. Therefore, explanatory studies help to
determine the best research design, method of data collection and correct information
required to conduct the research.

3.3.2 Quantitative Research

Quantitative research is the numerical representation and control of observations
in order to explain and describe phenomena or occurrences which reflect these
observations in research (Oberiri Destiny Apuke, 2017). Quantitative research also can
be defined as social research that employs empirical research, technique, and statements
(Cohen et al., 1980). Furthermore, according to Creswell (1994), defining quantitative
research by collecting numerical data and analyzing it through mathematically based
methods as type of research which describe existing phenomena or extent. In this
research, the main source for data collection was the questionnaire. This research is a

survey that uses scientific sampling and the design of a questionnaire to determine
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population characteristics with statistical accuracy. It also provides objectives and
quantitative approach to test the hypothesis and also to measure the statistical criteria.
Therefore, quantitative research is most suitable in this research. All this because it
examines variables relationships, to confirm the hypothesis and it also frequently

includes controls to ensure that data from the research are valid.

3.3.3 Research Process

The research engaged studies from Sekaran and Bougie (2019) and Hair, Page and
Brunsveld (2019). In order to fulfil the research goals, research process is performed in
accordance with the research framework flow, as illustrated in Figure 3.2. Flow started
with a thorough analysis of the literature concerning the subject of manufacturing sector.
The literary review of associated problems examined further the current problems in
manufacturing EandE firms.The comprehensive literature review was fully understood
throughout the world. Past studies have been closely evaluated to identify the gaps
properly. After the research, the scope of studies was determined.

During the literature review process, the structure and variables identified were
structured, conceptualized, and evaluated. Hypotheses were made based on the
framework once the conceptual framework was established. The exogenous and
endogenous latent variables that are also recognized as observer able and measurable
variables are presented in each latent construction at this point. In the next phase, the
measuring elements based on the theory structure are developed.

The survey method was chosen to develop and test an original questionnaire
using apre-test and pilot test in order to guarantee the validity and reliability of the
articles. In the next phase, this study concentrated on determining the research design
information, such aspopulation, analytical unit, test frame and sample size. The
researcher then chose the methods for this study. Later outcomes were achieved, such
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as missing information assessment, bias in reaction, normality, multicollinearity testing,
and reaction rate analysis. The process and method of data analysis include the analysis
of empirical information to guarantee all the hypotheses and goals suggested have been
achieved with the IBM SPSS software 23 input evaluation. Finally, in this research,
Multiple Regression Analysis (MRA) was implemented to determine the most

influential factor and re-confirm hypotheses tested in this research.

v
LITERATURE REVIEW
Problem Identification

!

THEORETICAL FRAMEWORK AND
HYPOTHESIS DEVELOPMENT
Constructs (exogenous and endogenous)
Theoretical Framework
Hypothesis Development

-

DEVELOPMENT OF ITEM MEASUREMENT
Exogenous and Endogenous Variables

l

QUESTIONNAIRE DEVELOPMENT
Initial questionnaire
Pre-test and pilot test

l

SURVEY ADMINISTRATION
Survey Plan
Survey Implementation
Response Analysis

l

DATA ANALYSIS PROCEDURE AND
TECHNIQUE
Missing Data, Normality, Response Bias
Descriptive Analysis
CB-SEM (AMOS), Statistical Tool Package

l

RESULT AND DISCUSSION
Data Interpretation
Discussion and Conclusion

Figure 3.2 : Research process
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3.4  Constructs and Measures

As the previous paragraph revealed, standardized questionnaires were used to
collect the data. The questionnaire was divided into three sections as attached in
Appendix 3. The questionnaires had the goal of providing information about the
independent variables in Section A (Employer branding), the mediating variable in
Section B (transformational leadership), follow up by dependent variable (Talent
management) in Section C and general questions in Section D (Personal information) as
perceived by the respondents. In the following paragraphs, the measurement of the
various variables is elaborated. It should furthermore be noted that a richer questionnaire
was used, including some extra constructs related to the topic, which might be

interesting for organization.

Table 3.1: Section of questionnaire

Part A Employer Branding Ordinal
Part B Transformational Leadership Ordinal
Part C Talent Management Ordinal
Part D General Information Nominal/Interval/Ordinal

3.4.1 Section A: Employer Branding

In this section, there are 29 items constructed to collect data based on
independent variables from respondents. Survey questions were taken from a study by
Berthon et al (2005), Sahti (2019), and Tanwar and Prasad (2016). The degree of
agreement on a five-point Likert scale ranging used to measure the level of employer
branding (5= Strongly Agree, 4=Agree, 3= Neither agree nor disagree, 2= Disagree, 1=
Strongly disagree). The questions were outlinedto collect data from the respondent's

views on employer branding consisting of questions about measuring independent
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variables perceived as economic value, social value, application value, development
value, interest value, and work-life balance.

Each dimension will be defined to become more objective, accountable for
validity and reliability purposes, and valuable to establish comparative studies. To test
the reliability of their instruments using Cronbach’s alpha, which is set to be statistically
significant when alpha is 0.7 or higher. Berthon’s EmpAt scale had a final Cronbach’s
alpha of 0.97. The positive psychometric qualities, therefore, indicate the study is a good
base for the current study. All of the questions were adopted from previous studies as

indicated in the following Table 3.2.

Table 3.2: Items of employer branding

Economic value

(EV1) This company provide a good promotion opportunity within the organization
(EV2) This company provide job security within the organization

(EV3) There are hands-on-inter-departmental experience in this organization

(EV4) This company provides an above-average basic salary (on a monthly basis)

(EV5) There is an attractive overall compensation package in this organization

Social value

(SV1) This company provides a fun working environment

(SV2) I have a good relationship with your superiors in this organization
(SV3) I have a good relationship with your colleagues in this organization
(SV4) This company have a supportive and encouraging colleagues

(SV5) I have a happy work environment when working at this organization

Application value

(AV1) This company is a humanitarian organization (an organization that contributes to
society)

(AV2) This company provides an opportunity to apply what was learned at a tertiary
institution

(AV3) This company provides an opportunity to teach others what you have learned

(AV4) I feel of acceptance and belonging when working for this organization
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(AV5) The company is customer-orientated

Development value

(DV1) There is always a recognition and appreciation from management to employees
(DV2) There is always a springboard for future employment (Our organization provides
a foundation for future employment)

(DV3) I feel good about yourself as a result of working for a particular organization
(DV4) I feel more self-confident as a result of working for a particular organization
(DV5) I have gained career-enhancing experience (Our organization provides an

experience that improves our career)

Interest value

(IV1) I am working in an exciting environment

(IV2) This company is an innovative employer (encourage employees to do new work
practices and forward- thinking)

(IV3) This company respect both values and makes use of employee’s creativity
(IV4) This organization produces high-quality products and services

(IV5) This organization produces innovative products and services

Work-life balance

(WLBI1) My organization provides flexible working hours
(WLB2) My organization provides opportunities to work from home
(WLB3) My organization protects the work-life balance of its employees

(WLB4) My organization has a reasonable sense of the workload

3.4.2 Section B: Transformational Leadership

There were 21 items in the leadership questionnaire to test. These items were
taken from the questionnaire of Transformational leadership from Bass and Avalio
(2004). Seven scale scores (7=Strongly agree, 6=Agree, 5=Somewhat agree, 4=Neither
agree or disagree, 3=Somewhat disagree, 2=Disagree and 1=Strongly disagree) were
used to indicate whether leadership activities are employed or otherwise. The
questionnaires demonstrated high reliability (Cronbach’s Alpha), both in its dimensions

and its aggregated score of .978.
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Table 3.3: Items of transformational leadership

Idealized influence behavior

(IB1) My leader instills pride in me for being associated with him/her
(IB2) My leader goes beyond self-interest for the good of the group
(IB3) My leader acts in ways that build my respect

(IB4) My leader displays a sense of power and confidence

(IB5) My leader provides complete trust

Idealized influence attributed

(IA1) My leader talks about his/her most important value and beliefs
(IA2) My leader specifies the importance of having a strong sense of purpose
(IA3) My leader considers the moral and ethical consequences of decisions

(IA4) My leader emphasizes the importance of having a collective sense of mission

Inspirational motivation

(IM1) My leader talks optimistically about the future

(IM2) My leader talks enthusiastically about what needs to be accomplished
(IM3) My leader articulates a compelling vision of the future

(IM4) My leader expresses confidence that goals will be achieved

Individualized consideration

(IC1) My leader spends time teaching and coaching

(IC2) My leader treats me as an individual rather than just a member of the group
(IC3) My leader consider me as having different needs, abilities, and aspiration from
others

(IC4) My leader helps me to develop my strengths

Intellectual stimulation

(IST) My leader re-examines critical assumptions to question whether they are
appropriate

(IS2) My leader seeks differing perspectives when solving problems

(IS3) My leader gets me to look at problems from many different angles

(IS4) My leader suggest new ways of looking at how to complete assignments
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3.4.3 Section C: Talent Management

There were 10 items used to test talent management as a whole. ltems are quoted
and translated by researchers from the questionnaire of Mahlahla (2018). Five scale
scores were used to measure the level of talent management using scales of (5= Strongly
agree, 4= Agree,3= Neither agree nor disagree, 2= Disagree, 1= Strongly disagree). The
questionnaires demonstrated high reliability, the Cronbach's alpha value range between
(0.75-0.90).

Table 3.4: Items of talent management

Talent management

(TM1) This company’s talent management is implemented successfully in this
organization to advance employees

(TM2) I feel empowered to takes responsibility for my personal development
(TM3) My inputs, suggestions, and ideas are valued

(TM4) I have an idea about my career plan in the next 12 months in the organization
(TM5) This organization attracts highly talented employees

(TM6) I am satisfied with my chances of promotion

(TM7) This is a good place for training and development

(TMS8) I understand my role and how I can help the organization to achieve its aims
(TM9) I am satisfied by the organization’s personnel policies

(TM10) My manager supports my personal development so that I can reach my full

potential

3.4.4 Section D: Personal Information

The questionnaire ended with five general questions. First of all, the gender
followed by the age of employees were asked. Besides, a question about the education
level of employees was added, which will be elaborated later on in this chapter.
Furthermore, questions regarding tenure and employment category were asked which

experts were mainly of additional interest for manufacturing electric and electronic
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firms. As a consequence of these personal questions, anonymity could not be
guaranteed. However, it was emphasized that the results would not be used for other
purposes and would not be communicated in the organization. All in all, the above-
mentioned aspects were included to encourage the employees and to make them aware

of the importance of completing the questionnaire.

3.5  Data Collection

In this research, researcher using quantitative design approaches shaped survey
andquestionnaire form to collect data and information from respondents. Primary and
secondary data are main sources for data collections. The data and information that are
collected by researchers are categorized as primary data because the data are collected
from new respondents. This researcher used previous study as references in order to fill
the research gap and most recent data were employed from internet and online sources.

Therefore, primary and secondary data are triangulated.

3.5.1 Primary Data

Various data collection methods are available, such as experiments, survey
research, field research and case studies (Babbie, 2020). Since this research aims at
gathering reliable gquantitative data that can be statistically analyzed, questionnaires
have been chosen as the appropriate method of collecting data. The use of a
questionnaire provides several advantages. Firstly, surveys are useful in describing the
characteristics of a large population in which people are the units of analysis (Babbie,
2020). Besides, it is a relatively cheap manner, respondents are able to fill out the
questionnaire at their own pace, and socially desirable answers are limited.
Furthermore, Babbie (2020) argues that questionnaires are excellent ways for measuring

attitudes and orientations in a large population, which is the case here. There are a lot
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of different ways of conducting questionnaires, such as interview surveys, telephone
surveys and online surveys (Babbie, 2020). Because of the necessity to gather a lot of
data and the nature of computer literate experienced middle-level employees in
manufacturing firms, this study made use of an online questionnaire.

By designing the questionnaire, several guidelines were considered. In order to
get more flexibility in the redesign of the items, both questions and statements were
used. Concerning the questions, it was decided to focus on closed-ended questions
because they provide greater uniformity of responses which consequently can be easier
processed (Babbie, 2020). Employees had to respond by means of Likert scale, with
various answering options ranging from for example very low to very high and never to
almost always. The items in the questionnaire were formulated as clear and short as
possible and biased items that encourage respondents to answer in a particular way were
avoided.

Furthermore, the questionnaire started with relatively easy and safe items, and
thereafter more personal questions and statements were addressed. Before putting the
questionnaire in practice, a pre-test was conducted with some expert panels to make
sure that all items were understood (refer to Appendix 2). This led to some small
changes in wordings. Finally, the questionnaire was distributed by email and employees
were given two weeks to complete it. After one week, a follow-up mail was sent to
remind the employees tofill out the questionnaire.

The accompanying text in the email introduced the research topic and
emphasized the necessity of the study, from the perspective of both the organization and
the researcher. To avoid ambiguities, the questionnaire started with an introduction form
in which the goal of the study was explained and in which several instructions for the

employees were formulated. First of all, the response options were elaborated, and it
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was emphasized that there were no ‘right’ and ‘wrong’ answers, but that only opinions
were of interest. Besides,the employees were asked to complete the questionnaire
honestly and without help of others.Furthermore, it was stated that they had to base their

answers on their own feelings and experiences.

3.5.2 Secondary Data

Secondary data is defined as an existing information (data) that have been
gathered before by previous researchers that might be at different demography. The
researcher may use the data as a guideline to make research analysis and support the
findings of this research. The secondary data were collected from the book references,
journal paper, article paper, and the internet sources. This researcher collected the data
through various kinds of sources,which were getting it form online sources. The main
purpose of collecting the secondary data is to get the detail and information about
previous studies. Therefore, secondary data is essential to use in order to support the

primary data as well.

3.5.3 Data Collection Procedure

Looking at the flowchart of the data collection procedures as table 3.5, it consists
of 3 stages. To be more in detail, this study was subdivided into particular phases to
answer the researchers’ statement of the problem. The approval and agreement between
the target respondents and researchers are considered. At first, a letter of request to
conduct the study was prepared to be sent out to head of department in human resources
management. The researcher constructed a questionnaire checklist through Google
Forms, validated by the head of department of the subject. Upon the approval of request,
the researcher sent out the survey form to middle level management respondents in

accordance with their availability and willingness to participate in the study. Each
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guestion were answered according to respondents immediate leader perspective. For the
purpose of this study, respondents are recognized as middle level managers include
general manager, senior manager, manager, deputy manager, senior executive and
executive as well.

As mentioned above, researcher conducts research in electric and electronic
Manufacturing industries through survey, because of the advantages of the survey
method. Besides, researcher explains to the respondents the importance of their
response to this study and clarifies some terms, criteria so that the respondents can
answer the questionnaire with full of knowledge of their responsibility as the subject of
the study. After the respondents answered the questionnaire, the researcher collected
and tallied the data of interpretation.

Table 3.5: Steps of data collection procedure

Before e Seek permission from head of human resource
management of the electric and electronic
industries

e Develop research questionnaire using Google
Form

e Determine sample size through stratified
technique

During e Provide instructions to middle level
management respondents

e Administer the questionnaire

After e Encode the data gathered

e Analyze the data
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3.6  Population and Sampling

The population refers to the entire group of people, events, or things of interest
that the researcher wishes to investigate. Meanwhile, the sample was a subset of the
population (Sekaran and Bougie, 2019). The purpose of this study is to gain insights
into the employer branding that stimulate talent management, on how leadership role
mediates the extent to which these are present within the middle level management. To
investigate these topics at manufacturing electric and electronic firms, it is decided to
focus on employees under a middle-level management position (general manager,
branch manager, department manager) who have a basic awareness of what their
business does and may possess a number of relevant, transferable talents that enable
them to contribute more quickly. There were few reasons for doing this. First of all,
talented employees are essential throughout organizations because talent is considered
as the world’s most valuable resource. When entering into experienced employees
working under the position of middle managers, companies are learning it is crucial to
attract and retain their talent strategies.

To investigate these topics at an E and E manufacturing organization, it is
decided to include the middle level management, consisting of 150 people, which is two
third from the entire organization workforce (Fahmy-Abdullah, Sieng and Isa, 2020).
Therefore, a sample of 132 middle level experts were taken. Furthermore, because of
middle management is at the heart of a hierarchical organization, it devotes more time
to organizational and direction functions than upper management, which already
recognizes that employee turnover puts their organizations at adisadvantage; for
example, Spring (2021) stated that experienced employees have no plans to move up
and out. Likewise, middle managers are more involved in a company's day-to- day

operations. They can provide valuable information to top managers, allowing them to
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take a broader, more strategic picture of the organization's performance.

Besides, they are not looking to work their way up the corporate ladder and do
not jump when a better opportunity arises. Instead, they are stable, loyal, and resilient,
which shows lower turnover. Even the most reasonable estimates demonstrate that losing
an employee can cost a company 1.5 times the annual salary of that person. As a result, the
more money an employee earns, the more costly it is to lose it (Randstad Talent, 2020). It
costs a lot of money to lose an experienced employee, regardless of the low or high
predictions. Concentrate on staff attraction and retention techniques to prevent talent
from leaving. Because there are total 15 top performing electric and electronic
manufacturing enterprises located in Negeri Sembilan, Malaysia (Glassdoor, Inc 2021).
It was important to include middle-level management to ensure that a varied perspective
and different respondents' backgrounds could assist the researcher get more precise and
trustworthy results. As a result, in this case, at least 132 respondents were needed.
Considering the fact that not all employees would participate in this study, the

importance of including as many relevant respondents was emphasized again.

3.6.1 Sample Size Determination

This research employs G * Power analysis tool with the following options for
fixing the total number of respondent requirement to test the study of hypothesis. Result
indicated the required sample size to achieve 80% power for detecting a medium effect,
at a significance criterion of o = .05, the study only needed an initial minimum sample
size of 98 (based on six predictors). Looking at the vast physical location of electric and
electronic manufacturing industries throughout Negeri Sembilan, it warrants stratified
sampling technique. Sample selectionis done based on the geographical location where
higher concentrations of electric and electronic manufacturing industries are situated.

This covers manufacturing hotspot area in Negeri Sembilan where many industries are
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located. This selection was done due to free trade zone(FTC) economic area where many

manufacturing companies are operating in these zones.

Table 3.6: Determining sample size

F tests - Linear multiple regression: Fixed model, R? deviation from zero
Mumber of predictors = 6, o err prob = 0.05, Effect size F = 0.13

Total sample size
[*5] o w w
[=] w [=] w
1 | | L |

-
w
|

-~
[=]
|

T 1 | J T ' I J T
0.6 0.65 0.7 0.75% 0.8
Power (1-P err prob)

Table 3.6 showed the table for determining sample size from a given population.
According to G * Power analysis and sampling method of Krejcie and Morgan (1970)
table, if the population size given is 150, sample size needed for this research is 132 of
respondents. However, out of a total of 15 industries, in return only 9 manufacturing

organizations agreed to participate in this research survey with 113 respondents.

3.6.2 Sampling Technique

This research has utilized purposive sampling plan in order to collect the data.
Purposive sampling, also known as judgmental, selective, or subjective sampling, is a
type of non- probability sampling in which researchers concentrate on their own
judgment when selecting parts of the population to participate in their analysis (Saunders,
Lewis, and Thornhill, 2019).This sampling method allows researchers to have prior
knowledge of the purpose of the research so that the researcher can properly choose and

approach qualified participants.
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Researchers use purposive sampling when they want to access a particular
subset of people, as all participants of a study are selected because they fit a particular
profile (Campbell, 2020). Purpose sampling is used when researchers carefully decide
how to createa sample population, even if it is not statistically representative of the
larger population at hand. As the name suggests, this researcher has come to this
population on purpose because this researcher think that these individuals fit the profile
of the people need to meet. In purposive sampling, there are six types of purposive that
can be utilized such as extreme case, maximum variation, homogenous, critical and
theoretical (Saunders, Lewis and Thornhill, 2019). However, this research has utilized
homogenous purposive sampling. Homogenous purposive sampling is focuses on a
particular subgroup in which all the sample participants have similar characteristics or a
common set of characteristics (Gentles et al., 2015). In this context, similar
characteristics refer to those who are experienced in manufacturing sector. Therefore,
purposive sampling plan (homogenous sampling) has been utilized in this research due
to common set of characteristics required, which must be an experienced employees as

a priority sampling.

3.7  Research Location

The research location was essential as it would determine whether it can achieve
the perspective of the expected finding. The immediate context for this study is on the
red zones of talent management, which is of current concern, where manufacturing
electric and electronic firms face high turnover. The location will focus on high-
performing companies including On Semiconductor, Nexperia, Samsung SDI, and more
(Glassdoor.com, 2021). The reason for studying high-performing manufacturers is
because they outperform other manufacturing organizations in several measures of

revenue performance by a large margin (Deloitte, 2016). Besides, electric and electronic
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firms in the top quartile (high achievers) had far higher profitability andwere working
with such intensity that their impact on the manufacturing industry's future is expected
to be significant. Plus, Deloitte University Press demonstrated that when it comes to

elite performers, talent is still a vital capability, but the leadership gap is narrowing.

3.7.1 Justification of Study Site Selection

The state of Negeri Sembilan was chosen for this study because it symbolizes a
state that hasthe potential to expand due to a number of fundamentals, including
increased investment year after year (Bernama, 2020). Negeri Sembilan has maintained
its status as an attractive investment destination, attracting RM3.6 billion in total
investment in 2019, up RM1.17 billion from RM2.43 billion in 2018, resulting in the
creation of nearly 100,000 employment. The state's Gross Domestic Product (GDP) for
2019 was RM48 billion, with the primary sector, specifically manufacturing,
accounting for RM39.3 billion or 86.1 percent of the total. The manufacturing industry

has become a significant economic contributor to Negeri Sembilan.
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Chart 3.1: Economic growth by state and economic activity, 2021
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Nevertheless, Negeri Sembilan recorded 6™ position it posted a value added of
RM47.7 billion (2020: RM46.3 billion), a 3.0 per cent increase driven by the
Manufacturing sectors, jumped by 7.2 per cent (2020: -4.9%), owing to strong growth
in the electrical and electronic as proven by Department of Statistics Malaysia (2021).
Along with this, the Federation of Malaysian Manufacturers (FMM) says Negeri
Sembilan can compete with other states such as Pinang, Selangor, Terengganu, Perak,
Kedah in attracting new investments (Bernama, 2021). FMM president Tan Sri Soh
Thian Lai said the state could also be the next hub for the Greater Klang Valley, driven
by its seven focus industries in the Invest Negeri Sembilan Year 2021 (Invest NS, 2021).
Negeri Sembilan’s seven priority clusters are in line with the 11th Malaysia Plan and the

vision to move towards more complex and diverse products of high value and high
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technology. It can then move Malaysian manufacturing activities up the value chain

towards achieving the high-income nation status (MIDA, 2021).

In addition, Razali (2019) said the Malaysia Vision Valley (MVV 2.0) had been
designed to support this blueprint, focusing on high-technology manufacturing.
Meanwhile, the manufacturing sector is still a vital driver of the Malaysian economy.
The industry is essential to Negeri Sembilan’s economic growth and development as
new revenue streams (Lin, 2021). Despite the adverse global economic situation, it
continues to be one of the recipients of investments in the country. Hence, these efforts
have brought about promising results and opened up a new prospect for activating the
economy. At the same time, mainly researchers have selected this location for
development proposal based to get the highest and best uses and utilization of the area,
plus there has been lacking research study focused compared to the previous targeted
location by Othman and Sumardi (2014); Foong, Joy, Lim,Phang and Tiong (2015);

Govindhasamy (2017). It is for these reasons that this state was selected for this study.

By concluding this, as Negeri Sembilan heading towards a modern state with a
vision“Negeri Sembilan 2045 prosperous, inclusive and sustainable”, It aspires to
become a state with well-developed infrastructure for significant industrial clusters, a
well-established investment climate, and a sophisticated commercial ecology (Invest
Negeri Sembilan, 2021). It is well-known for having a highly talented and innovative
workforce which is suitable and fulfil the requirement regarding the phenomena of this
research plus researcher will get the desired information from the respondents within
these organizations. Thus, manufacturing organizations in Negeri Sembilan will be

selected to conduct a questionnaire survey for this study.
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3.8  Data Analysis

To obtain useful information in order to draw conclusions, it is important to

inspect, clean, transform and model the raw data. There are various data analysis

methods that can be used, and the appropriate steps for this study are described below.

Analyzing survey data is an important and exciting step in a survey process.

Before analyzing the data, the data was prepared for analysis. Data editing, coding and

data entry were conducted. Editing consists of scrutinizing the filled-up survey

instrument to identify and minimize errors, incompleteness, misclassification, and gaps

in the information obtained from the target respondents (Kumar, 2018). Meanwhile,

coding is conducted when upon the completion of data collection, the data was

converted into numerical values before keying in the data in the spreadsheet. The study

utilized Statistical Package for the Social Sciences (SPSS Version 22.0) for data entry.

Table 3.7 presents the types of analysis for this study.

Table 3.7: Data analysis method

No Objective Analysis Method

1 To study the relationship between employer branding | Multiple Regression
and talent management

2 To study the relationship between employer branding | Multiple Regression
and the transformational leadership

3 To study the relationship between the Multiple Regression
transformational leadership and talent management

4 To study the transformational leadership mediate the Multiple Regression
relationship between employer branding and talent and Sobel Test
management

109




3.8.1 Missing Values

Although complete sets of data are ideal, it is often the case that there is some
data missing. Missing data can occur for various reasons, for example in long
questionnaires participants accidentally or deliberately miss out questions and in
research on delicate topics participants may exert their right not to answer a question
(Young, Weckman and William, Holland, 2011). The missing values of this study were
identified to increase the data set and the reliability. Complete data are required for the
probability density and adjustment must be made to incomplete datasets. In this study,
different procedures have been used to adjust to the missing data for each situation. The
first step is to eliminate input errors on the part of the data entry. The second step is to
deal with the issue of non-response from the respondents.There are vary and no clear
limit of missing data amongst researchers such as 10% (Dong and Peng, 2013) and 25%
(Sekaran and Bougie, 2019). In this study, missing data has been filled in with the
expectation maximization for data which has less than 10% of missing data. This
method is the most appropriate and effective method since it was based on valid
responses and accurate expectation-maximization algorithm (Jr, Page and Brunsveld,

2019).

3.8.2 Pilot Study

The purpose of conducting a pilot test is to test the feasibility of an approach that
is intended to be used in a larger scale study (Leon, Davis, and Kraemer, 2011). The
main purpose of the pilot test in this research is to validate the instrument based on
consumer understanding after answering questionnaire. These analyses are performed
to measure how well a respondent understand each item in the construct. Ten samples

of questionnaires were givento academicians as a pre-pilot test, three samples for expert

110



validation on survey questionnaires and grammatical errors and 30 questionnaires was

distributed as pilot test.

Researcher Whitehead et al. (2016) suggested that minimum samples for a pilot
test is 40 for large survey and this method help to minimize the overall size for this pilot
study. The data collected from the pilot test will be tested by using the SPPS version
23.0 to measure the internal consistency and reliability of the instrument. As a result,
this research conducted the analysis of reliability coefficient for each variable by using
the Cronbach’s Alpha. Cronbach’s alpha ranges from 0 to 1, and a Cronbach’s Alpha
above 0.70 (Taber, 2018; Sekaran and Bougie 2019) are typically considered acceptable
for the purpose of behavioral research. Therefore, pilot testing was conducted first

before proceeding with the final distributions.

3.8.3 Reliability Analysis

The reliability of a measurement is an indication of the stability and consistency
with whichthe instrument measures the concept (Kumar, 2018). Reliability is typically
reported by means of a correlation coefficient which is technically called a reliability
coefficient. The higher the correlation coefficient, the greater the reliability. Reliability
in this study showed method to overcome the error and bias on researcher and
respondents. The researcher can make an error on questionnaire survey such as, the
question is unclear for respondents to answer correctly, and unrelated question for
respondents. To overcome the bias, researcher carried out pre-test or pilot test to ensure
the questions are responded to the purpose of the research.

According to Sekaran and Bougie (2019), there are four most common
techniques for measuring reliability: test-retest, alternative forms, split halves, and

Cronbach’s Alpha. In this study, Cronbach’s Alpha has been used. In addition, Sekaran
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and Bougie (2019) has mentioned that if a Cronbach’s alpha value is above 0.7, it is
considered as good, but if it is less than 0.6, it is considered as poor. This statement was
also claimed by Keith S. Taber (2018), where the perfectly adequate reliability should
be greater than 0.70. In other words, the closer the Cronbach’s alpha value gets to 1.0,
the better the reliability. Thus, Cronbach’s Alpha Coefficient can be utilized as a
measurement tool in determining the reliability test. Therefore, Table 3.8 presents the

rule of thumb of Cronbach’s Alpha Coefficient utilized in this research.

Table 3.8: The rule of thumb Cronbach’s alpha coefficient

Cronbach’s Alpha Coefficient Range Strength of Association
0.9 and above Very high
0.70 < to < 0.90 High
0.50 <t0<0.70 Moderate
0.30 <to <0.50 Low
<0.30 Very low

3.8.3.1 Reliability of employer branding variable

Table 3.9: Reliability Statistics of Employer Branding

Cronbach’s Cronbach’s Alpha Based on N of Number of
Alpha Standardized ltems Items respondents
942 944 29 30

Table 3.9 shows the Cronbach’s alpha for 29 questions under the employer branding
variable. As shown in Table 3.13, the Cronbach’s alpha is above 0.7, which is .942 for
variable reliability employer branding, indicating good reliability, as Field (2009)
stated. The reliability is relatively high; therefore, they are sufficient for retaining the

construct andmay use the actual questionnaire.
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3.8.3.2 Reliability of talent management variable

Table 3.10: Reliability Statistics of Talent Management

Cronbach’s Cronbach’s Alpha Based on N of Number of
Alpha Standardized ltems Items respondents
947 949 10 30

Table 3.10 shows Cronbach’s alpha for ten questions under the talent management
variable. As shown in Table 3.14, the Cronbach’s alpha is above 0.7, which is .947 for
variable reliability talent management, indicating good reliability as Field (2009) stated.
Thereliability is relatively high; therefore, they are sufficient for retaining the construct

and mayuse the actual questionnaire.

3.8.3.3 Reliability of transformational leadership variables

Table 3.11: Reliability Statistics of Transformational Leadership

Cronbach’s Cronbach’s Alpha Based on T ‘N of —I ~ Number of
Alpha Standardized Items Items respondents
93 L P Al o el 2% W TR

Table 3.11 shows Cronbach’s alpha for 21 questions under the influential leadership
variable. As shown in Table 3.15, the Cronbach’s alpha is above 0.7, which is .953 for
the variable reliability of transformational leadership, indicating good reliability as
Field (2009) stated. Thereliability is relatively high; therefore, they are sufficient for

retaining the construct and mayuse the actual questionnaire.
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3.8.3.4 Reliability of Total Variable for Pilot Test

Table 3.12: Summary of Reliability Statistics

Cronbach’s Cronbach’s Alpha Based on N of Number of
Alpha Standardized ltems Items respondents
972 976 60 30

Table 3.12 shows the total number of independent, dependent, and mediating variables
in the Cronbach’s Alpha. The value of the real variable is .972, which is greater than 0.7.

Thus,the questionnaire is accepted.

3.8.4 Validity analysis

Validity is an analysis technique for both parties to reduce or avoid and
overcome errorand bias. (Saunders, Lewis, and Thornhill, 2019). In other words,
validity refers to thecredibility or authenticity of a research finding. The issues that
might have occurred during this finding is dishonest data collection. It is due to the
instrument given during survey was not related to respondent or, the respondent does
not understand the content given in survey, orthe quantities of respondent needed is not
enough for this research. So, the result might be irrelevant and invalid for testing.
According to Heale and Alison Twycross (2015), there are threevalidity types. They are
validity of content, validity of construction, and validity of criterion. Table 3.13

demonstrated types of validity that have been utilized in this research.
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Table 3.13: Type of validity

Type of Validity Description
Content The extent a research tool measures all aspects of a structure
accurately
Construction The extent a research tool measures all aspects of a structure
accurately
Criterion The extent a research tool connects with other tools which
measure the same variables

3.8.5 Correlation analysis

Correlation measures the strength of a relationship between two variables. The
mostcommon correlation test is that of Karl Pearson, however, it is very sensitive to
violations and both outliers and bends in the data make interpretation difficult (De
Veaux, Velleman and Bock, 2005). Therefore, this study uses Pearson’s rho, which is
suitable for ordinal data and can deal with those problems. This test works by first

ranking the data and then applying Pearson’s equation to those ranks (Field, 2009).

3.8.6 Regression analysis

Correlations as described above can be very useful but to predict one variable
from another is even more interesting and is the essence of regression analysis.
Regression analysis can predict an outcome variable from one predictor variable (simple
regression) or different predictor variables (multiple regression) (Field, 2009). The latter
type of regression analysis helps to understand how the value of the dependent variable
changes when any one of the independent variables is varied, while how
mediate/moderate variables are held fixed. For the model in this study (relationship
between employer branding and talent management and mediating transformational

leadership) it is interesting to see the individual contribution of the independent
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variables towards talent management and how mediating variable works in between this

relationship.

3.8.7 Sobel Test

This is a simple test statistic proposed by Sobel (1982), was initially often used.
The Sobel test is utilized to examine the hypothesis in which the relationship between
the independent (Employer Branding) and dependent (Talent Management) variables is
mediated / affected by a third variable (Transformational Leadership); that is employer
branding and talent management have an indirect relationship. In other words, Sobel
test examines whether the inclusion of a mediator in the regression analysis
considerably reduces the effect of the independent variable on the dependent variable
(Preacher et al,. 2020). Besides, the derivation of the Sobel standard error presumes that
the estimated of paths a and b are independent, something that is true when the tests are
from multiple regression but not true when other tests are used. In such cases, the
researcher ideally provides evidence for approximate independence. The Sobel test can
be conducted using the standardized or unstandardized coefficient. Care must be taken
to use the appropriate standard errors if standardized coefficient are used.

The Sobel test is very conservative (Mackinnon, Warsi and Dwyer, 1995), and
so it has very low power. The main reason for the test being conservative is that the
sampling distribution of ab and few very large ones. Because the Sobel test uses a
normal approximation which presumes a symmetric distribution, it falsely presumes

symmetry which leads to a conservative test.
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3.9 Summary

This chapter explained the methodology used in this study. This research utilized
the quantitative method in order to identify the effect of employer branding values on
talent management, plus on how transformational leadership mediated the relationship
in electric and electronic manufacturing firms. The operationalization of each variable
applied in this study to create the research instruments were also discussed. This chapter
also specified the target population and respondents involved in this study, the
manufacturing middle level management employees in Negeri Sembilan, Malaysia.
Lastly, this chapter highlighted the analysis used for the current study, which included
validity and reliability analysis, correlation analysis and both simple and multiple
regressions in order to address the objectives in this research. The following chapter

presents the research results and finding.
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CHAPTER 4

DATA ANALYSIS AND FINDINGS

4.1  Introduction

After the data was collected by means of the questionnaire, the Statistical
Product and Service Solutions (SPSS) was used to process the raw data and analyze the
result. This chapter first will discuss the data analysis and the findings of the
questionnaires answered by respondents. Next, characteristics of the respondents
discussed. Then the factor analysis and reliability analysis are elaborated and
conclusions about the initial model are given in section 4.4. Subsequently, descriptive
analysis, correlation analysis and regression analysis are carried out in following
sections in order to test the hypotheses. Findings are then discussed in section 4.8

according to research objectives.

4.2  Response rate of study

For the final study, a total of 150 surveys were distributed to electric and
electronic manufacturing middle level management experts of the selected 15 top
performing organizations. Out of the 150 surveys, 133 were returned from 9 approved
companies, equivalent to 87 percent response rate. However, 5 surveys were found to
have more than 10 percent of unanswered items and 3 surveys were excluded because

respondents provided the same responses to all questions in the survey, resulting in an
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effective sample of 113 usable completed surveys (93 percent usable response rate).

The summary of the rate of return of the questionnaire is illustrated in the following

Table 4.1 and 4.2.

Table 4.1: Summary on the rate of return of questionnaire

Number of Percentage

surveys (%)
Total distributed questionnaires 150 100.0
Received questionnaires 133 87.0
Unusable questionnaire (more than 5 2.5
10.0% unanswered items)
Same response to all questionnaires 2 1.0
Usable questionnaires 113 75.0

Table 4.2: Summary on the rate of return of E and E companies

Company Total Return Percentage
middle respondents (%)
managers

Samsung SDI  Energy 35 24 68.0

Malaysia Sdn Bhd

ON Semiconductor 42 28 67.0

Malaysia

Alps Electric Malaysia 31 16 52.0

Starlite Electrical 24 13 54.0

Industries

TMC Metal Malaysia 22 12 55.0

Nexperia Malaysia 15 10 67.0

TDK Electronic 17 5 29.0

Malaysia

Delco Electronic 14 3 21.0

Malaysia

SGB MY Sdn Bhd 12 2 17.0
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4.3  Frequency analysis

The questionnaire were sent to 150 employees that are recognized as middle
level management experts in electric and electronic manufacturing organizations.
Participation occurred on voluntary basis and most employees were willing to
contribute, which was reflected in a relatively high response rate of 75%, which are 113
respondents. When looking at the distribution of employees on the basis of gender, age,
education level, previous working experience, duration of current employment,
management role, recommendation of company, nomination of company as best place
to work, the following can be concluded.

The majority of employees were female with 50.4% (57 respondents), followed
by males 49.6% (56 respondents). Of the participating employees, the majority (56.6%)
had an age between 41 and 50 years, which was quickly followed up by the group that
is between 30 and 40 years old (26.5%). Remaining minority, 16.8% fall under the range
between 51-60 years old (19 respondents).

The education level of the employees can be seen as mainly average (59.3%),
since more than half of them completed a degree. However, more than 34.5% can be
categorized as diploma, with a postgraduate (6.2%) in manufacturing sector domain.
Furthermore, almost 113 respondents have previous working experience. Looking into
current employment status, almost 60 respondents have been working at the
organization for 11-15 years (53.1%) and nearly 33.6% of the participants tenure for 5-
10 years of experience. Whereas remaining 15 of middle level managers ( 13.3%)
worked more in the organization around 16-20 years of service.

The results showed that majority of respondents were other categories in middle
level management such as executive as production, human resource, purchasing,

finance, engineer, business development, utility maintenance, qualityassistant, sales
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assistant, and many more, representing 59 people with 52.2%. Followed by manager,
of whom nearly 17 respondents represent (15.0%). And then senior executive accounted
for (12.4%) with 14 respondents and deputy manager (8.8%) with 10 respondents.
Finally, 9 respondents of senior managers and 4 respondents of General managers
showed the lowest percentage, 8.0%, 3.5% respectively.

Additionally, based on how likely they are to recommend their company to
friends and colleagues, most respondents answered likely of 49.6% (56 respondents),
followed by the 34.5% (39 respondents) who responded neutrally. Lastly, there are
15.9% (18 respondents) of them chosen highly likely. Then for the question on how
likely you are to nominate the company as ‘Best place to work,” most respondents
answered neutrally of 44.2% (50 respondents), followed by the 38.9% (44 respondents)
who answered likely. Lastly,there are 16.8% (19 respondents) of them who were chosen
extremely likely. In table 4.3 a complete overview of the characteristics of the
respondents can be found.

Table 4.3: Profile of respondents

Variable Respondents Percentage
Gender
Male 56 49.6
Female 57 50.4
Missing values 0 0
Age
31-40 30 26.5
41-50 64 56.6
51-60 19 16.8
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Educational level

Diploma 39 34.5
Degree 67 58.3
Postgraduate 7 0.9
Previous working experience

Yes 113 100
Current employment status

5-10 38 33.6
11-15 60 53.1
16-20 15 13.3
Middle management roles

General manager 4 35
Senior manager 8.0
Manager 17 15.0
Deputy manager 10 8.8
Senior executives 14 124
Executives 59 52.2
Recommendation of company to others

Neutral 39 345
Likely 56 49.6
Extremely likely 18 15.9
Nomination of company as best place to work

Neutral 50 44.2
Likely 44 38.9
Extremely likely 19 16.8
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4.3  Reliability Test

As discussed earlier in the previous chapter, reliability is the extent to which it
is intended to measure a variable or a set of variables. The real test purpose is to test the
feasibility ofthe questions to produce accurate results. In this section, the researcher will
present the findings of the survey’s Reliability Test. The reliability of the dependent
variable, independent variables, and variable mediation were all assessed using
Cronbach’s Alpha. The table above shows the results.

Table 4.4: Cronbach's alpha reliability coefficient

Cronbach’s Cronbach’s N of items Number of
alpha alpha based on respondents
standardized
items
952 952 58 113

Table 4.4 shows the reliability test of the research. This test was conducted by
usingCronbach’s Alpha. Fifty-eight questions in the researcher’s questionnaire were
measured, and the Cronbach’s Alpha value is 0.952. As stated by George and Mallery
(2003), the Cronbach’s Alpha value is more significant than 0.7 and is considered
reliable and acceptable. Therefore, the data collected from this research are considered

dependable.
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Table 4.5: Reliability statistics

Variables N of items Cronbach alpha’s
Talent management 10 832
Economic value 5 693
Social value 5 793
Development value 5 691
Application value 5 124
Interest value 5 529
Work-life balance 4 741
Transformational 19 919

leadership

4.4  Inferential Statistics Analysis

This section will analyse and examine the first, second, third, and fourth research
objectives to identify the relationship between employer branding and talent
management and the mediating transformational leadership through multiple linear
regression analysis and the Sobel test. Hypothesis testing was used to investigate
whether the developed hypothesis in research whether to be accepted or rejected. Hence,
there is an independent variable (employer branding), dependent variable (talent
management), and mediating variable (transformational leadership) that will be analysed

in this section.

4.4.1 Multiple Regression Analysis

The regression analysis goes beyond the correlation analysis by predicting a
variable result from more predictor variables (Mooi, 2014; Field, 2009). In this study,
four research objectives are assessed. The initial goal is to look into how employer
branding and talent management are related. The second goal is to look into the

relationship between employerbranding and leadership. Thirdly, the objective is to
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examine the relationship between the part of leadership and talent management. The
study's ultimate goal is to look into the transformational leadership in mediating the
interaction between employer branding and talent management.

The decision-making process for multiple linear regression analyses

¢ If the significance value is less than 0.05, the independent factors significantly
affect the dependent variable.

e If the significance value is greater than 0.05, the independent variables haveno
significant effect on the dependent variable.

Moreover, when interpreting the regression analyses, several values are in
interest. First, the squared correlation is reported, the total amount of variance in the
result explained by the model relative to how much conflict was first described (Field,
2009). Thereis no value for R? (R squared) that automatically determines that the
regression is good. Data from surveys often show weaker associations because it is
challenging to measure responses reliably (Veaux and Vellemam, 2020). However, the
R2 (R squared) is valuable since it tells whether the regression model is worth thinking
about. The adjusted R? (R squared) is another essential indicator, an adjustment to the
R? (R squared) statistic that allows for the number of predictors in the model. It means
that when we add another independent variable to the regression, the R? (R squared)

cannot go down and will most likely go up (Veaux and Vellemam, 2020).

The next value that is relevant is the F-ratio. What is important here is the
significance of F, which should be <0.05, or even better, <0.01. If F is significant, there
wasno relationship between the predictor and dependent variable; there would be less
than a 1 percent chance of such a large F occurring (Field, 2013). Finally, the regression
coefficients (B) are of interest. It is crucial here that the probability that the obtained

results of the t-test might appear when this statistic represented the change in the
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outcome associated with a change in unit value of (B) in the population was 0. The result

reflects a genuine effect whenthis is significant (< .05) (Field, 2013).

4.1.1.1 Objective and Hypothesis Test
41111 Objective 1: To examine the relationship between employer branding

and talent management

Itis crucial to select which predictors are entered into the model when conducting
amultipleregression analysis. The method is chosen here is the forced entry. This means
all independent variables are put into the model simultaneously. Table 4.6 represents
the results of the multiple regression analysis for the independent variable. The
hypotheses assessed here will be discussed below. This will be done by looking at the

effect of employerbranding (EB) on the dependent variable, talent management (TM).

Table 4.6: Model summary of EB and TM

Model] R R Adjusted | Std. Error Change Statistics
Square | R Square of the
Estimate
R F dfl] df2| Sig.F
Square | Change Change
Change
1 701a] 491 487 .23882 419 | 107.136] 1 | 111] .000

a. Predictors : (Constant), EB
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Table 4.7: ANOVA= of EB and TM

Model Sum of df Mean F Sig
Squares Squares
1 Regression 6.080 1 6.080 107.136 .000°®
Residual 6.299 111 .057
Total 12.379 112

a. Dependent Variable: TM
b. Predictors: (Constant), EB

Table 4.8: Employer branding values to talent management

Relationship Beta value (p) t-value (>1.96) p-value (<0.05)
Economic value to TM .508 6.219 .000
Social value to TM 429 5.005 .000
Development value to TM .584 7.587 .000
Application value to TM .554 7.016 .000
Interest value to TM .506 6.177 .000
Work-life balance to TM 621 8.350 .000

Table 4.6, 4.7 and 4.8 furthermore shows the R2 (R squared) and the adjusted R2
(R squared). Also, F-ratio is reported and significant for all hypotheses, which indicates
the overall goodness of it. Whenlooking at the R2 (R squared) value (.491), it becomes
clear that the model can explain an appreciable amount and impact on talent
management. In other words, EB is accounted for 0.516 (49.1%) of variation in TM or,
in simplest form, 49.1% variation in talent management canbe explained due to
employer branding. The F-ratio is significant at the .000 level, indicatingthat the p-value
is less than 0.05, implying a less than 0.1 percent probability that this valuewill occur
in the link between employer branding and talent management. Therefore, the model

has more systematic variation than non-systematic variation.
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The hypotheses suggested that employer branding and talent management have

a direct relationship. Along with that, the relationship between employer branding

values and talent management is depicted in the table above. However remarkable,

employer branding has a significant impact on talent management where it indicates

that the effect of employer branding positively and significantly influences talent

management. The hypothesis of H1 is confirmed with a significant level of .000. A

reason for this finding will be further discussed in chapter 5.

4.1.1.1.2 Objective 2: To examine the relationship between employer branding

and transformational leadership

Table 4.9 shows the result between the independent variable, employer branding, and

the mediating variable, the transformational leadership role altogether.

Table 4.9 Model summary of EB and TL

Model R R Adjusted | Std. Error Change Statistics
Square | R Square of the
Estimate
R F dfl] df2| Sig.F
Square | Change Change
Change
1 6922 | .479 AT74 33932 479 | 102.101) 1 | 111} .000

a. Predictor: (Constant), EB
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Table 4.10: ANOVA of EB and TL

Model Sum of df Mean F Sig
Squares Squares
1 Regression 11.756 1 11.756 102.101 .000®
Residual 12.780 111 115
Total 24.536 112

a. Dependent Variable: TL
b. Predictors: (Constant), EB

It should be noted that the mediating variable presented in Tables 4.9 and 4.10 has
an R? (R squared) value of .479. In other words, EB's variables account for 0.479 (47.9%) of
variation in TL or, in most straightforward form, 47.9% variation in a leadership role can be
explaineddue to employer branding variables. Moreover, the models define a fair amount of
the difference in a transformational leadership role, with a significance of (.000) which is
the p-value is <0.05. This can be explained by the fact that the analysis also included different
effects of the independent variable on mediating variable of transformational leadership role
were merely confirmed as described earlier chapter.

For employer branding, the hypothesis predicted a direct effect between
employer branding and the transformational leadership. In table 4.9, it can be noticed
that all significant mediating results of the role of transformational leadership could be
found, as was expected. The transformational leadership mediates the relationship
between employer branding. To put it another way, the correlation between employer
branding and transformational leadership role in this result is positive. Thus, the

hypothesis can be accepted.

In addition, it is remarkable that the transformational leadership and employer
branding is significantly the mediating variable that has a positive relationship. The
values for the transformational leadership and employer branding are all positive. The

p-values are significant, indicating that the higher employer branding gives impact to
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the higher leadership role. These findings will be further discussedin chapter 5. In

conclusion, the hypothesis that there is a direct effect between employer branding and

the transformational leadership can be accepted.

4.1.1.1.3 Objective 3: To examine the relationship between the transformational

leadership and talent management

Table 4.11 shows the mediating analysis results conducted to assess the effect of talent

management and the mediating variable of transformational leadership role.

Table 4.11: Model summary of TL and TM

Model R R Adjusted | Std. Error Change Statistics
Square | R Square of the
Estimate
R F dfl] df2] Sig.F
Square | Change Change
Change
1 6822 | .465 460 24431 465 96.386| 1 | 111] .000
a. Predictors: (Constant), TL
Table 4.12: ANOVA and TL and TM
Model Sum of df Mean F Sig
Squares Squares
1 Regression 5.753 1 5.753 96.386 .000®
Residual 6.626 111 .060
Total 12.379 112

a. Dependent Variable: TM
b. Predictors: (Constant), TL
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It should be noted that for all mediating variables presented in tables 4.11 and
4.12, the R2 (R squared) value is 0.465. In other words, the variables of TL account for
46.5% of variation inTM or, in most straightforward form, 46.5% variation in a
transformational leadership role can be explained due to talent management. The
models explain a relatively amount of the variance in talent management, everywhere
significant (.000), which is the p-value is <0.05. This can be explained because the
analysis also included the direct effect between transformational leadership and talent
management roles. These relationships were confirmed as described earlier in this
chapter.

For leadership, the hypothesis predicted that the transformational leadership role
would mediate the effect of talent management in this study. In table 4.11, it can be
noticed that all significant mediating effects of the transformational leadership and
talent management. In other words, when the transformational leadership is high, the
effect of the relationship will be more substantial. In chapter 5 it will be elaborated what
this outcome means. Thus, hypothesis 4 is accepted.

In addition, it is remarkable that the transformational leadership and talent
management are significantly related since the values are all positive. These positive p
values are significant, and they indicate the higher the transformational leadership.

Thus, the hypothesis is accepted. This finding will be further discussed in chapter 5.

46  Sobel Test

Sobel test purpose testing whether a mediator exerts an IV’s influence on a DV.
When a variable carries the impact of an independent variable (IVV) on a dependent
variable (DV), itis called a mediator. In general, mediation occurs when (1) the IV has

a significant effect onthe mediator, (2) the 1V has a significant unique effect on the DV
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in the absence of the mediator, (3) the mediator has a significant unique effect on the
DV, and (4) the IV's effect on the DV shrinks when the mediator is added to the model.
These characteristics can be used to establish whether or not mediation is taking place
on an informal basis. MacKinnonet al (2007); Mackinnon and Dwyer (1993) and

MacKinnon, Warsi, Dwyer (1995) popularized statistically based medical techniques.

Role of Leadership
(LD)

a=1.113 b= 484
(.110) Mediating Variable (.049)

C= 801

(.077)
Emplover Branding | Talent Management

(EB) ’ (IM)

Independent Variable Dependent Variable

Figure 4.1: An illustration of mediation

Description of numbers needed:

a: raw (unstandardized) regression coefficient for the association between IV and

mediator
Sa : standard error of a

b: raw coefficient for the association between the mediator and the DV (when the 1Vis

also a predictor of the DV)

Sy: standard error of b
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Objective 4: To investigate the mediating transformational leadership between
employer branding and talent management

Step 1: Regression analysis between the transformational leadership and
employer branding to get a value of a and

Table 4.13: Model summary of TL and EB

Model R R Square Adjusted R Std. Error of the Estimate
Square
1 692 479 474 33932

a. Predictors: (Constant), EB

Table 4.14: ANOVA and TL and EB

Model Sum of df Mean F Sig
Squares Squares
Regression 11.756 1 11.756 102.101 .000°®
Residual 12.780 111 115
Total 24.536 112

b. Dependent Variable: TL
c. Predictors: (Constant), EB

Table 4.15: Coefficients of TL and EB

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) | 1.036 463 2.239 027
EB 1.113 110 .692 10.104 .000

a. Dependent Variable: TL

Regression analyses were conducted to measure the relationship between
transformational leadership and employer branding. The result of the coefficients and
standard error are needed to do the Sobel test. B and standard error values were then put

into the Sobel test calculator as a and S¢, respectively.
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Step 2: Regression analysis between talent management and transformational

leadership to get a value of b and

Table 4.16: Model summary of TM and TL

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 .682 465 460 24431
a. Predictors: (Constant), TL
Table 4.17: ANOVA of TM and TL
Model Sum of df Mean F Sig
Squares Squares
Regression 5.753 1 5.753 96.386 .000°
Residual 6.626 111 .060
Total 12.379 112
a. Dependent Variable: TM
b. Predictors: (Constant), TL
Table 4.18: Coefficient of TM and TL
Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) | 1.384 282 4.908 .000
LD 484 .049 .682 9.818 .000

a. Dependent Variable: TM

In step 2, the association between talent management and transformational

leadership role was examined using regression analysis. The coefficient of talent

management, transformational leadership role, and standard error are needed for the

Sobel test. B and standard error values were then put into the Sobel test calculator as b

and Sh, respectively.
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Input: Test statistic: Std. Error: p-value:
a[1.113 |  Sobel test: |7.06802355  |(0.07621537 |0 |
b |.484 |  Aroian test: |7.05041454  |[0.07640572 [0 |
52| 110 |Goodman test: |7.08576517  |(0.07602453 |0 |
5b|.ﬂ=19 || Heset all || Calculate |

Figure 4.2: Mediating test of transformational leadership towards employer branding
and talent management

Figure 4.2 shows the mediating test through the Sobel test towards the
transformational leadership on the relationship between employer branding and talent
management. As we can see, for input, unstandardized coefficient and the standard error
of regression between the transformational leadership (mediating variable) and talent
management (dependent variable) was inserted. The statistical is equal to 0; P-value is
less than 0.05 shows a significant value. Therefore, the hypothesis is accepted because
it clearly shows a significant indirect effect of employer branding and talent
management if mediated through transformational leadership. The hypothesis of the
relationship between employer branding and talent management if mediated through the

transformational leadership is accepted.
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Table 4.19: Hypothesis result

Hypothesis

Multiple Regression
Analysis

H1

There is a positive relationship between

employer branding and talent management

H2

Hla: Positive relationship between
economic value and talent management
H1b: Positive value between social value
and talent management

H1lc: Positive value development value
and talent management

H1d: Positive value application value and
talent management

Hle: Positive value interest value and
talent management

H1f: Positive value work-life balance and

talent management

‘There is a positive relationship between
employer branding and transformational

leadership

Accepted

Accepted

H3

There is a positive relationship between
transformational leadership and talent

management

Accepted

H4

There is a positive  mediating
transformational  leadership  between

employer branding and talent management

Accepted
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4.7  Summary

In the summary of this chapter, we can determine employer branding and talent
managementhave a strong relationship. Besides, there is also a positive and significant
relationship between employer branding and transformational leadership role; the same
goes for the relationship betweenthe transformational leadership and talent management
which shows a substantial and positive relationship. Besides that, results show a
significant indirect effect of employer branding andtalent management if mediated

through a transformational leadership role.
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CHAPTER 5

DISCUSSION AND CONCLUSION

5.1 Introduction

This chapter will focus on the further explanation of interpreted results from the
previous chapter. As an overview, this study produced several findings concerning the
research question and research objectives. A discussion of the significance and
contribution to existing knowledge and practical is presented. Furthermore, this chapter
has discussed the reason why hypotheses were accepted and the justification of this
study. This commence provides limitations and some recommendations for future
research. Finally, this chapter summarizes the essential findings and conclusion of the

study.

5.2  Discussion of Findings

At the outset, the researcher devised four objectives to address the research
issues. This section will briefly describe and discuss the results of the finding according
to research objectives. Hence, this section will be organized into four subsections. To
begin, researcher looked into the relationship between employer branding and talent
management. The next step will be to investigate the immediate impact of employer
branding and the influence of transformational leadership. Then explore the relationship

between transformational leadership and talent management. Last but least, to study the
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impact of employer branding and talent management if mediated through a
transformational leadership role. After conducting the research and analyzing the
results, it is time to demonstrate what can be learned from this research and whether the

objectives as well as hypotheses are met.

5.3.1 Research objective 1

To study the relationship between employer branding and talent management

Based on the literature study, the hypothesis of six employer branding variables
would positively influence talent management. Economic value, social value,
development value, application value, interest value, and work-life balance are several
value types. The attractiveness of employer branding does not project to have the same
impact on talent management. The results indicated that the employer branding effects
of the attractiveness on the talent management were all significant. All hypothesized
relationships could be confirmed, and thus all employer branding variables were related
to the dependent variable as expected. However, considering the overall influence of
employer branding on talent management was more critical because each dimension's
worth indicates the existence of work-related experience, expectations, and judgments
of workplace change. Besides, it demonstrates how the relative valences and weights of
these values vary between firms, particularly if they are regarded as pleasant or
unpleasant places to work.

According to Henriette Brune (2019)'s research, employer branding positively
impacts talent management, indicating that businesses are developing and creating a
brand image that reflects their values and philosophy, as well as attracting the right
individuals tohelp them achieve their talent management goals. The findings also

revealed a more significant link between employer branding and talent management
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among employees, indicating a long-term relationship. They supported an
organization's efforts to develop and internalize its brand image, which, when
implemented right, results in a long-term competitive advantage. Consequently,
appropriate employer branding strategies shouldbe formulated to offer an exceptional
promise to attract potential candidates and retain existing employees (Syal, 2021). The
first goal is achieved.

Furthermore, the significance level of these variables is (.000), which is the p-
valueis <0.05. It explains that the analysis also included the relationship between
employer branding and talent management. These relationships were merely confirmed
as described earlier in this chapter. Moreover, it should note that independent and
dependent variables, aspresented in tables 4.22 and 4.23, have the R2 value of .491. The
models explain a relatively amount of the variance in talent management, everywhere
significant (.000). Hence, hypothesis H1 is accepted because it is an essential element
in an organization.

Hypothesis 1: There is a positive relationship between employer branding and talent
management

Previous research found a positive link between economic value and talent
management, as shown in previous studies (Sharma, 2019; Muhammad and Ayesha,
2021; Gehlot and Mohanty, 2017). The findings suggest that in a competitive market,
economic value in the workplace draws employees. People are drawn to a positive
innovation culture that engages and retains personnel because it impacts a company's
reputation, popularity, and position (reputation). Economic worth has the highest mean.
Hence it is acknowledgedas an essential appeal feature, according to Gehlot and
Mohanty (2017). On the other side of the analysis, Dabirian, Kietzmann and Dibaz

(2019) comment based on the valences and weights of employer branding value
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propositions figure it is mentioned economic value demonstrated 16% as the third
position as best places to work, this is why people come andstay. This research showed
that the significant level of economic value is .000, which meansthat economic value is
essential to talent management (r = .258, p = .000). As a result, the researcher has
accepted the hypothesis (H1a).

Hypothesis 1a: There is a positive relationship between economic value and talent

management

Besides, the significant level of social value is 0.000, which the p-value is less than
0.05 (p<0.05), and the t-value is more than (t >1.96), which is 5.005. Therefore, social value
is also a significant effect on talent management. A person's attraction to an employer who
provides a cheerful and enjoyable work atmosphere with solid collegial relationships and
team culture is characterized as social value. R. Sharma et al, (2019) found that multiple
regression of social value had an R 0.65 and accounted for 40% of the variation in the
prediction of general attractiveness and 58 percent of the desire to pursue. In challenging
economic times, social value pulls employees to the employer and honors the people. People
are attracted to social values when they are combined, and they become devoted employees.
A study that looked at employer branding through the lens of attraction features backs this
up. Each quadrant had 65 percent to 83 percent of people's remarks, indicating that these
values account for the more significant part of what employees care about at work. As a result,
hypothesis H1b is accepted.

Hypothesis 1b: There is a positive relationship between social value and talent

management

Furthermore, the result of a significant level of development value is 0.000, t-
value is 7.587 while R-value is .342, which means that it is substantial to talent

management. Development value can be defined as a person’s attraction to "an employer
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who provides confidence, self-worth, and recognition, as well as career-enhancing
experience and a launchpad to future employment” (Johnson, 2021; R. Sharma et al.,
2019). In this vein, development values encourage employees to put their skills and
abilities to good use at workand perceive the workplace as fun, which shapes their
expectations for their jobs. The degreeto which a company appreciates employees'
contributions and provides opportunities for professional development and
advancement was reflected by the development value, according to a study by Dabirian
et al., (2017). As per the observations, the relationship between perceived employer
brand attractiveness and willingness to apply and the value of development substantially
impact organizational identity and intent to apply (Ergun and Tatar, 2016). Researchers
Reis and Braga (2016) found that development value is an appealing element that
supports this proposition. This trait is linked to an employer's ability to provide
professional development and opportunities for advancement, and it was regardedas the
second-most important attribute in a Harvard Business School study by Eger, Micik,
Gangur and Rehor (2018). As a result, H1c is acceptable.

Hypothesis 1c: There is a positive relationship between development value and talent

management

On the other hand, the application value of significant level recorded as 0.000
meansthat application value is substantial to talent management. Plus, the result also
showed a t- value (7.016) and R2 (.307). Hence, hypothesis H1c is accepted because
the application value can be known as the vital element that needs in an organization. The
more the company satisfies its employees' application value, the higher its talent
management. Because when employees felt the work is meaningful and invite the
application of knowledge and skills, it enables them to work and perform better. At the

same time, application value indicates the level of appeal of a facility that allows
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employees to practice what they have learned (Hadi and Ahmed 2018). Employees want
to put their knowledge and abilities to meaningful and conscientious use, according to
Glassdoor user comments. With an estimated beta value of 0.70, application value
emerged as the most reliable predictor of desire to pursue.

Moreover, a research study revealed by Henriette Brune (2019), application
value assesses the extent to which individuals are attracted to customer-oriented and
humanitarian employers that allow teaching others obtained knowledge. It is determined
that there has a positive relationship application value (0.315) which clarifies that it is
statistically highly significant (p<0.01). Therefore, hypothesis H1d is accepted for this
study.

Hypothesis 1d: There is a positive relationship between application value and talent

management

Next, the significant level of interest value is (.000), which is the p-value is
<0.05 while 6.177 (t-value) and .256 of R2. This result can explain that the analysis also
includedthe significant relationship between interest value and talent management were
merely confirmed as described earlier in this chapter. In addition, the result of the
research shows that interest values are among the most favored employer traits, by Eger
et al (2018); consequently, it may be most significant for hiring professionals from a
pool of job applicants (Keppeler and Papenful3, 2020; Reis and Braga, 2016). Dabirian
et al., (2019) upheld this statement, "Interest value" was frequently highlighted as both
a praise and a complaint issue among current and former IT employees at top and
bottom firms. IT firms should underline how stimulating and interesting the work is in
their external and internal brandinginitiatives. Hence, Hle is accepted for this research
study.

Hypothesis le: There is a positive relationship between interest value and talent
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management

The significant level of work-life balance is recorded as 0.000, which is the p-
valueis less than 0.05 (p<0.05). Together, the t-value is 8.350 while R2 (R squared) is
.386. Therefore, work-life balance is also a significant effect on talent management. In a
nutshell, work-life balanceis a condition of equilibrium in which a person equally
emphasizes both their professional and personal responsibilities (Sanfilippo, 2020). To
add some point, Lievens and Slaughter (2016), the emphasis on work-life balance help
to attract young recruits. The findings are consistent with previous research in this field;
notably, the results revealed that the value hadassessed the extent to which individuals
are attracted to employers that provide flexible working hours, opportunities to work
from home, and an on-site sports facility (Contreras et al., 2020). The explained total

variance in the sample was 6.9% after rotation.

As per Tanwar and Prasad (2016) and Carpentier et al. (2017), the value of
work-life balance created an additional dimension confirming that this factor
contributes to employer attractiveness. Therefore, considerations of work-life balance
are suggested to be included in future assessmentsof employer attractiveness. Work-life
balance is becoming more and more critical for building employees' loyalty and results
in a higher level of retention (Kalinska-Kula and Staniec, 2021). It brings an answer are
work arrangements are flexible enough to achieve success on and off the job (Kazekami,
2020). Thus, this leads to the hypothesis that H1f is accepted.

Hypothesis 1f: There is a positive relationship between work-life balance and talent

management
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5.3.2 Research objective 2
To study the relationship between employer branding and transformational

leadership

Based on the literature study, it was hypothesized that employer branding was
adopted as the most popular topic recently due to increased branding power in the form
of employer ofchoice linked to perceived human, personal, and leadership skills.
Previous research also suggests that employer branding is a reputation as an employer
that exists in the minds of candidates and employees, and their thoughts and impressions
shape it.

Research also reveals a positive link between employer branding which requires
strong leadership. The strength of the leadership behind the strategy has the most
significant impact on employer branding. Indeed, leadership needs to understand how
to work in employer branding impacts the profitability and productivity of the entire
organization. When leadership connects the value of work to organization performance,
it can get time and attention and increase resources to do the job to the best of its ability
(Stories incorporated, 2021). Studies have highlighted the ethical behavior of a leader's
ability to attract highly qualified employees.

In contrast, the discipline of employer brand approach is shaping the culture of
the organization, so this can be well achieved by a leader exhibiting transformational
leadership (Maurya and Agarwal, 2015). Thus, a higher degree of employer branding
will positively affect the transformational leadership. Therefore, objective two is
achieved.

H2: There is the positive relationship between employer branding and transformational

leadership
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Furthermore, the significant level of these variables is (.000), which is the p-value is
>0.05. This can explain that the analysis also included the direct effect between employer
branding and transformational leadership role. These relationships were merely confirmed as
described earlier in this chapter. Moreover, it should be noted that for mediating variables,
as presented in table 4.21 and table 4.22, the R2 value .479. The models explain a
relatively amount of variance in the transformational leadership everywhere significant
(.000). Hence, hypothesis H2 is accepted because it is a crucial element in an organization.

To add some point, based on the study by Forsander (2021) revealed positive
relationships were found in all relations through the correlation and regression analysis.
Further, in an article, Forsander clarifies that were attempting to sell the company to get the
message out about what the brand stands for and that leadership is crucial. Employees must
be excited to come to work; leadership motivates individuals to stay, and it is the important
reason people stay. As per Maurya and Agarwal (2015), the result of a study investigating
the effect of transformational leadership role on employer branding has been reported in this
study. Survey data has shown that transformational leadership variables have a strong
correlation with employer branding, and employer branding has a strong and positive
relationship with transformational leadership. The key to successful employer branding is a
solid and capable leadership role that collaborates to engage managers across functions
(Hanif and Qureshi, 2020). Regardless of whether "leaders are born, not formed," most
organizations will consider their leadership function. Thus, this previous research supported

the relationship between employer branding and the transformational leadership.
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5.3.3 Research objective 3

To study the relationship between transformational leadership and talent

management

Based on the literature study, it was hypothesized that the transformational
leadership would have a positive influence on talent management. It was expected that
these transformational leadership roles would have the same effect on talent
management. Similarly, the result also indicated that the transformational leadership in
talent management was all significant. All hypothesized relationships could be

confirmed, and thus it is expected.

According to Hammadi and Mond Noor (2020), the study highlighted a
significant concern that large firms in the United States were confronting at the time,
which was the difficulties in attracting and keeping talent. It is based on talent retention
and leadership component. However, based on their leadership characteristics, they
associate more with oneof the critical components than the other. As per researcher
Irtaimeh and Khaddam (2016), there is a statement of the agreement where there is a
positive relationship between talent management and leadership in any organization.
They take care of their talented employeesand find qualified leaders to lead to
organizational growth and increase employee satisfaction and employee retention. As
the researchers hypothesized, the results show that the organization will retain talented
employees and find more leaders with different leadership styles. Thus, the higher the
transformational leadership will affect talent management positively. Objective three is
thus attained.

Hypothesis 3: There is a positive between transformational leadership and talent

management
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Additionally, the significant level of these variables is (.000), which is the p-value is
<0.05. This can be explained by the fact that the analysis also included the positive
relationship between transformational leadership and talent management. These
relationships were merely confirmed as described earlier in this chapter. Moreover, it should
be noted that for mediating variables, as presented in tables 4.23 and 4.24, the R2 value .465.
The models explain a relatively amount of the variance in talent management, everywhere
significant (.000). Hence, hypothesis H3 is accepted because it is an essential element in an
organization.

The finding of a study by Onyango (2015) indicates that the survey discovered
that leadership style and talent management had a good and substantial link (r=0.447).
Accordingto the report, micro, small, and medium-sized businesses should embrace
transformational leadership approaches to improve talent management. Moreover, in
the talent management process, a transformational leader serves as a role model and
mediator, inspiring followers and providing purpose in pursuing organizational
objectives. Therefore, organizations should place mechanisms that promote a leadership
style that recognizes employees' talentsas valuable assets that need proper management
for efficient and effective delivery of services. The result implies that leadership style
accounts for 44.7% of talent management in MSMEs (Onyango, 2015). There is a case
to be made that leadership in the digital era willnot be new but instead will follow the
80/20 rule, in which 80 percent of a leader's work remains unchanged, and a 20% uplift
IS necessary. As new scenarios arise, leaders must become more involved in talent
management to offer value to the organization and improveengagement and human
development both inside and beyond the firm (Staunton, 2020; Ogbeibu et al., 2021).
Thus, this previous research supported the relationship between transformational

leadership and talent management.
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5.3.4 Research objective 4

To study the transformational leadership and the effect of the relationship

between employer branding and talent management

The importance of employees and the transformational leadership on the board
with employer branding drew attention to talent management. According to Ambler and
Barrow (1996), employer branding is the combination of functional, economic, and
psychological benefits supplied by employment and associated with the employer.
Together, the two-way relationship between an organization and its people, the reason
they choose to join, and the reason they select and are permitted to stay is what employer
brand is all about. Employer branding is defined as "the art of defining a deal in a way
that is different, engaging, and relevant to the individual, and ensuring that it is delivered
throughout the employee's tenurewith the company." The findings based on Monteiro
et al., (2020) and Dev (2019) research revealed that nowadays, brands aren't always
utilized to identify a company's products. However, it is also used as an identity mark
for various firms to stand out and be noticed among other businesses to recruit the
best-talented personnel. The organization's most capable person will be kept. Finally,
having leadership as a mediating function in the company is linked to attracting the right
personnel, hiring them swiftly, and retaining them for the medium and long term.
Hence, the researcher decides that proper implementation ofemployer branding will
help in talent management with mediating role of leaders who will indeed help in the
growth and development of the organization.

Based on the literature study, these employer brandings were predicted to
reinforce transformational leadership and talent management relationships. As a result
of multiple linear regression analysis for employer branding, talent management, and
transformational leadership role showed R was .682and R? (R square) was .465 for the
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relationship between talent management and transformational leadership with a
significant level of .000, which is the p-value is <0.05. While the multiple linear
regression analysis for the transformational leadership and employer branding showed
the value of Rwas .692 and R? (R square) .479 with the significant level of .000. After
running the Sobel test, the -value is equal to zero. The p-value is less than 0.05 (p<0.05),
which means that there isa significant effect on the variable. This result showed that
transformational leadership has a positive impact on talent management and employer
branding. The significance value of this modelis 0, which interprets there has a
significant relationship between transformational leadership mediating the relationship
between talent management and employer branding. As a result,there is a mediating
transformational leadership in the relationship between employer branding and talent
management. Thus, the objective is accepted.

Hypothesis 4: There is a positive relationship between employer branding and talent
management if mediated through transformational leadership

5.4  Implications of the study

Based on the findings of electric and electronic (E and E) Manufacturing Firms,
various implications can be formulated. First of all, the contributions of this study to the

scientific world are described.

5.4.1 Theoretical Implications

The current study fills several gaps identified in this thesis introduction. First, it
contributes to knowledge-based talent management and employees' critical role,
strengthening their standard diagnostic with the organization, a key component of
success and competitiveness. It gives a clear picture of how well the company can

attract, develop, and retain talent and manage it. Employers' demand to be perceived
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differently has grown in recent years, owingto the rising availability of job possibilities
and the labor market's scarcity of talent. In early literature year 2001, Ed Michaels
(2001) the sum of an employee's abilities, including skills,experience, intelligence,
knowledge, character, inner dedication, and improved ability, wastermed as founded
talent. However, this research is consistent with the recent literature in which talent
management isn't only about finding and developing talented people. It is not enough to
hire and promote people simply because they appear to be "skilled." The questionis what
should be done at each stage of an employee's life cycle, from the moment they are
recruited to the day they leave (Kheswa, 2015; Aarnio and Kimber, 2016). Thus,
employer branding has quickly risen to prominence as a strategy for communicating to
potential employees in the labor market and internal customers about the employer's
value pro positionand how it differs from competitors (Alves, Reis, Santos and Martinho
2020).

Next, investigating the mediating transformational leadership and talent
management led to insights into the relationship between employer branding and talent
management. Because talent management also positively influences employee
commitment and organization performance (Tetik and Zaim, 2021; Kaleem, 2019;
Mwanzi and Kiama, 2017), it is valuableto know more about affecting talent
management. It became clear that the mediator was found, namely the
transformational leadership that reinforces the link between leadership skills and talent
management, and this finding is relevant because transformational leadership roles
affect talent management. To this end, a leader must determine which competencies and
skills are criticalto the company's success, identify those employees that possess them,

and manage their development.
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In summary, the results of this study provide a good overall idea of the
importance of employees in attracting, developing, implementing, and retaining talent
management, the transformational leadership roles that stimulate talent management,
and the degree of employer branding. These findings also can be applied in talent and

leadership education.

5.4.2 Practical Implications

In addition to the theoretical implications, the study results provide guidelines
for electric and electronic (E and E) manufacturing firms to enhance their performance
in talent management. First of all, there is a need for active participation by all
stakeholders based on their respective roles within the electric and electronic sector.
Besides that, there has to be a cohesive and a comprehensive approach to enhance
present initiatives and to formulate new initiatives to address the talent issues. It should
cover programs in talent attraction to ensure the electric and electronic sector has the
adequate number of talents; talent development in ensuring the talent pool has the
required skill sets; and talent retention to ensure the electric and electronic sector does
not lose its experienced skilled talent.

This research has shown that talent begins with a high-potential employee who
exhibits specific characteristics. It demonstrates to their employers that they can
advance and grow in their roles while also assisting the organization in meeting its goals,
critical in talent management. In this line, talent management's primary goal is to
cultivate a motivated workforce that willstay with the firm and contribute to its
continued growth. When talent management is donewell, and in a way that is unique to
the organization, it can provide a long-term competitiveadvantage over the competition.
Besides, all expected relationships have been identified, the transformational leadership

has an impact on talent management.
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In contrast, leadership is seen as one of the main points that could upgrade the
connection between executives' ability and employee retention. The initiative is viewed
as exceptionally critical in any organization since it is the leader's practice viewed as
answerable for demolishing or improving the organization. Thus, it should be

encouraged. Transformational leadership is of interest for overall talent management.

Based on fundamental knowledge, it was assessed to what extent E and E
manufacturing firms provide more targeted recommendations on leadership, employer
branding, and talentmanagement. It has become apparent that the entire organization is
sufficiently busy with the latter overall talent management. Plus, transformation
leadership should be enhanced throughout the organization when looking at the scores
on the associated leadership role. Also, transformational leadership is very beneficial
leadership. It helps transform ideas and take suggestions from each member by
motivating and supporting employees at every level in the organization. Together it is
essential for enhancing talent management among employees is the employer branding
because it has become a top priority in the battle for thebest available talent on the
employment market. To move their organization forward, companies need talented,
leadership-bound employees. The best approach to find them is toprovide the sense that
the company is a great workplace. Employees may have a significant impact on the
image they're trying to project to potential prospects, just like they can with strong

employer branding.

5,5  Limitation of the study

This research study should analyze that these limitations are recognized, and the
meaning of the findings should not be distracted. A relatively recent topic and a current
trend and phenomenon is this research study in Malaysia. It, therefore, has its limitations

that cannot be avoided. For future studies, there are purely platforms. When looking back
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on the researchat Manufacturing firms, it is hoped that it will serve as a starting point
for future study on employer branding and the transformational leadership in talent
management.

Nevertheless, there are still several fascinating fields to investigate to improve
this research. First and foremost, the study's cross-sectional study design may restrict
the study'sconfidence in describing the relationship between employer branding and
talent management on the one hand and leadership's mediating function on the other.
The second limitation is that the first assessed model, which focused on employer
branding and talent management, included only the attractiveness of dimensions to
maintain focus. Along the side, there are also preliminary studies conducted locally
when different to international countries. Therefore, the use of foreign studies and
newspapers may not be relevant to the local context.In addition, access to certain
secondary data is challenging as there is the lowest level of payment required to access
or purchase it. Although talent management is viewed as a single construct, it would be
beneficial to understand the mediating impact of transformational leadership on talent
management by combining its stages. Finally, this study is restricted to organizations in
the manufacturing sector. In other words, the results found here can only be generalized

to organizations that are pretty similar and operate in the same industry.

56  Recommendations

When looking into recommendations, it is a critical suggestion regarding the best
course of action in a particular situation that people want to follow when performing
future studies. These are based on what researchers have found or what they might be
interested in doing in the future. The purpose of this recommendation is to serve as a
guide to resolve specific issues and result in a beneficial outcome (Copland, 2016;

Latavernetta.info, 2020).
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5.6.1 Recommendations for Organization

Some recommendations can be made based on the findings. The employer of the
Manufacturing company should develop the talent management strategy to make sure
that the business is sustainable, and employees' talent recognized, cultivated, and
continuously rewarded. Ultimately, talent management exists to help them achieve their
objectives more effectively, and business needs to increase long-term success. Through
people, a talent management strategy will enable corporate strategy. It is a fundamental
fulcrum of human resources strategy and to a company's performance. Attracting and
retaining the best employees is the art of talent management. As a result, a
manufacturing company could consider whether it has the proper people in place to
deliver, both in terms of quality and quantity. It examines the critical talent pool and
assesses which abilities are currently available and required in the future.

Manufacturing companies are well aware that they must meet specific essential
criteria regarding compensation, benefits, job security, and possibilities for promotion.
However, this is no longer sufficient. Employees, particularly top talent, must be
engaged and motivated to work at a high level, and they must have the tools they need
to succeed. The shifting expectations of employees in the workforce must also be
addressed by management. The industry must provide a compelling value proposition
for employees, justas it does for customers.

Besides, offering ongoing training and development programs also benefit the
staff and company because it may increase employee motivation and skills in handling
the business to ensure its success. With an adequate amount of training and development,
it will substantially develop employees’ talent, and it will result in more effective talent
management that will lead to the organization's success. Therefore, today's

manufacturers must be more adaptable in terms of employee mobility and other working
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conditions.

5.6.2 Recommendations for Future Research

There are still some exciting fields to explore in this research that can enhance
this study. Tobegin with, this type of research may restrict confidence in describing the
relationship between corporate branding and talent management, as well as the
mediating transformational leadership. In the future, studies that can assess the
association between leadership abilitiesand talent management should be conducted,
with employer branding acting as a mediatingvariable. It is valuable to guide future
research based on employer branding as a mediating variable and see how employer
branding mediating the effect of talent management and leadership skills. Meanwhile,
it is recommended to gather information about this topic forfuture studies. More
independent factors might be included and examined better to understand the
relationship between employer branding and talent management. From this study,
independent variables (economic value, social value, development value, application
value, interest value, work-life balance) can explain 49.1 percent of variation
independent variable (Talent Management) and remains 50.9 percent unexplained in
this study. Other variables are essential to explain employer branding to talent
management that this study hasnot covered. Therefore, it is recommended that other
independent variables be incorporatedinto the study to investigate better factors in the
relationship between employer branding andtalent management.

Furthermore, future researchers suggest that researchers target employees from
all of Malaysia's states as this research study just concentrated solely on Negeri
Sembilan. Plus, target respondents of this study are from middle management, so future
researchers must include respondents from different levels of jobs which are senior and

junior management. It will allow researchers to see other feedback from employees
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around Malaysia. Besides, this research consists of 113 qualified respondents who have
responded to the survey. The sample size of the number of respondents to gather more
accurate and credible information should be expanded.

In other developed and developing countries, therefore, the present study model
could be tested. This replication would allow the study to investigate whether the
findings in other regions are authentic and thus provide more incredible support for the
generalized ability of the study findings. Another opportunity for future research is to
expand the model to include other variables like demographic variables. Finally, an
analysis should be carriedout for future studies using both qualitative and quantitative
research methods. Only quantitative research methods managed to run as for this
research. Researchers were able to gather general thinking by only conducting
quantitative research. Researchers, therefore, suggested that both research methods can

lead to different findings in other countries for future studies due to the results.

5.7  Summary

This research study supports the relationships between a electric and electronic
manufacturing firm's employer branding, talent management, and transformational
leadership role. All of the goals of this research are accepted, and the relationship
between variables has a positive effect.

A conclusion can be drawn on the research questions addressed in this study
were answered and achieved. This research had contributed functional data for future
researchers to conduct further research and electric and electronic manufacturing firms
to gain knowledge about talent management, especially what organizations need and
want from employees' perspectives in Malaysia in order to recover from red zone of
talent management. In addition, this study can help organizations understand the

attractiveness dimensions of employer branding towards talent management and how
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transformational leadership roles seek to identify and explain the link that underlies an
observed relationship between an independent variable and a dependent variable. This
research will therefore be beneficial as a benchmark or talent management guidelines
for any organization. According to this new business environment in the Malaysian
context, the result shows that employer branding will significantly impact talent
management and transformational leadership of the manufacturing employee. Finally,
by investing in talent management and supporting employees, they will be influenced
in such a way that they want to work at electric and electronic manufacturing

organizations.
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APPENDIX A

UNIVERSITI TEKNIKAL MALAYSIA MELAKA

Sender Information From: Hemananthiny d/o Selva Raja
ID Student: M061920002

Email: nanthinyhema(@gmail.com
Supervisor Name: Dr Amir Bin Aris

Informative Subject Subject: The Relationship Between Employer Branding
And Talent Management In Manufacturing Firm: The
Mediating Role of Transformational Leadership

Appeal for help I am writing to you to request your participation in brief
survey. Researcher would like to get more feedback
about your experiences with this project. Your responses
to this survey will help researcher to evaluate the
relationship between employer branding and talent
management and role of transformational leadership
survey so that researcher can design better ideas,
solutions and improve the organization talent
management.

How to access the survey The survey is very brief and will take approximately 10
- 15 minutes to complete. Please click the link below to
go to the survey Web site.

Participation of respondent Middle level management — General manager, Senior
manager, Manager, Deputy manager, Senior executives,
executive.

Clickable link Survey link: https://forms.gle/WpzeCjGqtMoPBGPT9

Confidential and voluntary Your participation in the survey is completely voluntary
and all of your responses will be kept strictly
confidential.

Contact information Please do not hesitate to contact me should you have any

further queries or should you require any assistance in
completing the survey.

209




APPENDIX B

This section indicated the employer branding values required in managing your
organization. Please understand each of the following statements carefully and
circle the number of your choice according to the level of agreement.

Bahagian ini menunjukkan nilai penjenamaan majikan yang diperlukan dalam
mengurus organisasi anda. Sila fahami setiap pernyataan berikut dengan teliti dan

PART A: EMPLOYER BRANDING VALUES

BAHAGIAN A: NILAI PENJENAMAAN MAJIKAN

bulatkan nombor pilihan anda mengikut tahap persetujuan.

No

Economic
value

EV1

EV2

EV3

EV4

EV5

Social value

Sv1

Statement/Pernyataan

'~ Is work rewarded apprchriﬂy tilrough salaries, benefits and perks?
Adakah kerja diberi ganjaran yang sewajarnya melalui gaji, dan faedah?

This company provide a good promotion
opportunities within the organization

Syarikat ini menyediakan peluang kenaikan pangkat
yang baik dalam organisasi )

This company provide job security within the
organization

Syarikat ini menyediakan keselamatan pekerjaan
dalam organisasi

There is hands-on-inter-departmental experience
in this organization

Terdapat pengalaman secara langsung antara
Jjabatan di dalam organisasi ini

This company provides an above average basic
salary (on a monthly basis)

Syarikat ini menyediakan gaji pokok yang melebihi
purata (setiap bulan)

There is an attractive overall compensation
package in this organization

Terdapat pakej pampasan keseluruhan yang
menarik di dalam organisasi ini

Is this a fun place to work with talented people and a great organization

culture?

Adakah ini tempat yang menyeronokkan untuk bekerja dengan orang yang

berbakat dan budaya organisasi yang hebat?
This company provides a fun working
environment

Attractiveness
attributes/
Sifat daya tarikan

Scale/Skala
Strongly Strongly
Disagree Agree

1 2 3 45

1 2 3 4 5
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SV2

SV3

Sv4

SV5

Development

value

DV1

DVv2

DV3

Dv4

DV5

Syarikat ini menyediakan persekitaran kerja yang

menyeronokkan

| have a good relationship with my superiors in

this organization 1 2 3 4 5
Saya mempunyai hubungan baik dengan pegawai

atasan dalam organisasi ini

| have a good relationship with my colleagues in

this organization 1 2 3 4 5
Saya mempunyai hubungan baik dengan rakan

sekerja dalam organisasi ini

This company have a supportive and encouraging

colleagues 1 2 3 4 5
Syarikat ini mempunyai rakan sekerja yang

menyokong dan memberi semangat

| have a happy work environment when working

at this organization 1 2 3 4 5
Saya mempunyai persekitaran kerja yang Bahagia

semasa bekerja di dalam organisasi ini

Are there opportunities for employees to grow and advance
professionally?

Adakah terdapat peluang untuk pekerja berkembang dan maju secara
profesional? |

There is always a recognition and appreciation
from management to employees 1 2 3 4 5
Sentiasa ada pengiktirafan dan penghargaan dari

pihak pengurusan kepada pekerja

There is always a springboard for future

employment(Our organization provides 1 2 3 4 5
foundation for future employment)

Sentiasa ada titik permulaan untuk pekerjaan

masa depan (Organisasi kami menyediakan asas

untuk pekerjaan masa depan)

| feel good about myself as a result of working for

this particular organization 1 2 3 4 5
Saya merasa seronok dengan diri sendiri kerana

bekerja untuk organisasi ini

| feel more self-confident as a result of working

for this particular organization 1 2 3 4 5
Saya merasa lebih yakin diri kerana bekerja untuk

organisasi ini

| have gained career-enhancing experience (our

organisation provides experience that improves

our career) 1 2 3 4 5
Saya memperoleh pengalaman meningkatkan

kerjaya (Organisasi kami menyediakan

pengalaman yang meningkatkan kerjaya kami)
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Application
value

Is the work meaningful and does it invite the application of knowledge
and skills?

Adakah kerja itu bermakna dan adakah ia mengundang penerapan
pengetahuan dan kemahiran?

AVl

AV2

This company is a humanitarian organization

(organization that contributes to society) 1 2 3 4 5
Syarikat ini adalah salah satu humanitarian

organization (organisasi yang menyumbang

kepada masyarakat)

This company provides an opportunity to apply

what was learned at a tertiary institution 1 2 3 4 5
Syarikat ini memberi peluang untuk menerapkan

apa yang dipelajari di institusi pengajian tinggi

AV3

Av4

AV5

This company provides an opportunity to teach

others what you have learned 1 2 3 4 5
Syarikat ini memberi kesempatan untuk mengajar

orang lain apa yang telah anda pelajari

| feel of acceptance and belonging when working

for this organization 1 2 3 4 5
Saya merasa penerimaan dan kepunyaan semasa

bekerja di dalam organisasi ini

This companu is customer-oriented
Organisasi ini berorientasikan pelanggan 1 2 3 4 5

Interest
value

V1

V2

" 1s this an interesting pEcez work, vﬁthaall—enéing but achievable

goals?

Adakah ini tempat yang menarik untuk bekerja, dengan matlamat yang
mencabar tetapi boleh dicapai? -~

| am working in an excitement environment

Saya bekerja di dalam persekitaran yang 142 3 4 5
bersemangat

This company is an innovative employer

(encourage employees to do new work practices 1 2 3 4 5
and forward-thinking)

Majikan ini adalah sangat berinovatif

(Menggalakkan pekerja untuk melakukan amalan

kerja baru dan pemikiran ke hadapan)

V3

V4

IV5

This company respect both values and makes use

of our creativity 1 2 3 4 5
Organisasi ini menghargai dan memanfaatkan

kreativiti saya

This organization produces high-quality products

and services 1 2 3 4 5
Organisasi ini menghasilkan produk dan

perkhidmatan berkualiti tinggi

This organization produces innovative products

and services 1 2 3 4 5
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Organisasi ini menghasilkan produk dan
perkhidmatan yang inovatif

Work-life Are work arrangements flexible enough to achieve success on and off
balance the job?
Adakah pengaturan kerja cukup fleksibel untuk mencapai kejayaan di
dalam dan di luar kerja?
WLB1 My organization provides flexible working hours
Organisasi saya menyediakan waktu kerja yang 1 2 3 4 5
fleksibel
WLB2 My organization provides opportunities to work
from home 1 2 3 4 5
Organisasi saya memberi peluang untuk bekerja
dari rumah
WLB3 My organization protects the work-life balance of
its employees 1 2 3 4 5
Organisasi saya melindungi keseimbangan kerja-
kehidupan pekerja
WLB4 My organization has a reasonable sense of
workload 1 2 3 4 5
Organisasi saya mempunyai rasa beban kerja yang
wajar
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PART B: ROLE OF TRANSFORMATIONAL LEADERSHIP
BAHAGIAN B: PERANAN KEPIMPINAN TRANSFORMASI

This section indicates the role of transformational leadership which is a key role in
the orientation & direction of the organization. Please read and understand the
statements carefully and circle one of the following responses to indicate your degree
of strong agreement or disagreement with each of the following statements.

Bahagian ini menunjukkan peranan kepimpinan transformasi yang menjadi peranan

utama dalam

orientasi & hala tuju organisasi. Sila baca dan fahami pernyataan

dengan teliti dan bulatkan salah satu daripada jawapan berikut untuk menunjukkan
tahap persetujuan atau ketidaksetujuan anda dengan setiap pernyataan berikut.

No

Transformational
Leadership

Scale/Skala
Statement/Pernyataan

Strongly Strongly
Disagree Agree

A leadership style that can inspire positive changes who concerned
and involved in the process by focusing on helping every member of
the group succeed.

Gaya kepimpinan yang boleh memberi inspirasi kepada perubahan
positif yang mengambil berat dan terlibat dalam proses dengan
memberi tumpuan untuk membantu setiap ahli kumpulan berjaya.

IB1

B2

IB3

My leader instills pride in me for being

associated with him/her 1 2 3 45 6 7
Pemimpin saya menanamkan rasa bangga

kepada saya kerana dikaitkan dengannya

My leader goes beyond self-interest for

the good of the group 1 2 3 45 6 7
Pemimpin saya melangkaui kepentingan

diri demi kebaikan kumpulan

My leader acts in ways that build my

respect =2an83s4 5 6 7
Pemimpin saya bertindak dengan cara

yang membina rasa hormat saya

1B4

IB5S

My leader displays a sense of power and

confidence 1 2 3 45 6 7
Pemimpin saya menunjukkan rasa kuasa

dan keyakinan

My leader provides complete trust

Pemimpin saya memberikan kepercayaan 1 2 3 4 5 6 7
sepenuhnya
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IA1

1A2

IA3

1A4

IM1

IM2

IM3

IM4

IC1

IC2

My leader articulates a compellinngision i

My leader talks about his/her most
important value and beliefs

Pemimpin saya bercakap tentang nilai
dan kepercayaannya yang paling penting
My leader specifies the importance of
having a strong sense of purpose
Pemimpin saya menyatakan kepentingan
mempunyai tujuan yang kuat

My leader considers the moral and
ethical consequences of decisions
Pemimpin saya mempertimbangkan
akibat moral dan etika keputusan

My leader emphasizes the importance of
having a collective sense of mission
Pemimpin saya menekankan kepentingan
mempunyai semangat misi kolektif

My leader talks optimistically about the
future

Pemimpin saya bercakap secara optimis
tentang masa depan

My leader talks enthusiastically about

what needs to be accomplished
Pemimpin saya bercakap dengan penuh
semangat tentang apa yang perlu dicapai

of the future
Pemimpin saya menyatakan visi masa
depan yang menarik

My leader expresses confidence that
goals will be achieved

Pemimpin saya menyatakan keyakinan
bahawa matlamat akan dicapai

My leader spends time teaching and
coaching

Pemimpin saya meluangkan masa
mengajar dan membimbing

My leader treats me as an individual
rather than just a member of the group
Pemimpin saya melayan saya sebagai
individu dan bukannya ahli kumpulan

1

2
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IC3

IC4

IS1

IS2

1S3

1S4

tugasan

My leader consider me as having
different needs, abilities, and aspiration
from others

Pemimpin saya menganggap saya
mempunyai keperluan, kebolehan, dan
aspirasi yang berbeza daripada orang lain
My leader helps me to develop my
strengths

Pemimpin saya membantu saya
mengembangkan kekuatan saya

My leader re-examines critical
assumptions to question whether they
are appropriate

Pemimpin saya meneliti semula andaian
kritikal untuk mempersoalkan sama ada
ia sesuai

My leader seeks differing perspectives
when solving problems

Pemimpin saya mencari perspektif yang
berbeza apabila menyelesaikan masalah
My leader gets me to look at problems
from many different angles

Pemimpin saya membuatkan saya

melihat masalah dari pelbagai sudut

My leader suggest new ways of looking
at how to complete assignments

Ketua saya mencadangkan cara baharu
untuk melihat cara menyelesaikan
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PART C: TALENT MANAGEMENT
BAHAGIAN D: PENGURUSAN BAKAT

In section indicated the management of talent in an organization. Please answer which
of the following statement best describe your response by circle agree or disagree

number for each question.
Dalam bahagian menunjukkan pengurusan bakat dalam organisasi. Sila jawab

pernyataan berikut yang manakah paling tepat menerangkan respons anda dengan
bulatan setuju atau tidak setuju nombor bagi setiap soalan.

Scale/Skala

No Statement/Pernyataan
Strongly Strongly
Disagree Agree
Talent A constant process that involves attracting and retaining high-quality
Management employees, developing their skills, and continuously motivating them to
improve their performance.
Proses berterusan yang melibatkan menarik dan mengekalkan pekerja
berkualiti - tinggi, membangunkan kemahiran mereka, dan terus
memotivasikan mereka untuk meningkatkan prestasi mereka.
™M1 This company’s talent management is implemented
successfully to advance employees 1 2 3 4 5
Syarikat ini mempunyai pengurusan bakat yang
dilaksanakan dengan jayanya untuk memajukan
pekerja_
TM2 | feel empowered to takes responsibility in my
personal development 1 2 3 4 5
Saya merasa diberi kuasa untuk — memikul
tanggungjawab dalam pembangunan saya
TM3 My inputs, suggestions and ideas are valued
Input, cadangan dan idea saya dihargai 1 2 3 4 5
TM4 | have an idea about my career plan in the next 12
months in the organisation 1 2 3 4 5
Saya mempunyai idea mengenai rancangan kerjaya
saya dalam 12 bulan akan datang dalam organisasi
TM5 This organisation attracts highly talented employees
Organisasi ini menarik pekerja yang sangat berbakat 1 2 3 4 5
TM6 | am satisfied with my chances of promotion

Saya berpuas hati dengan peluang kenaikan pangkat
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™7

This is a good place for training and development
Ini adalah tempat yang baik untuk latihan dan
pengembangan

™8

T™M9

™10

| understand my role and how | can help the
organisation to achieve its aims

Saya memahami peranan saya dan bagaimana saya
dapat membantu organisasi untuk mencapai
matlamatnya

| am satisfied by the organisation’s personnel
policies

Saya berpuas hati dengan dasar kakitangan
organisasi

My manager supports my personal development so
that | can reach my full potential

Pengurus saya menyokong perkembangan peribadi
saya sehingga saya dapat ~memanfaatkan
sepenuhnya kemampuan saya
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PART D: PERSONAL INFORMATION
BAHAGIAN D: MAKLUMAT PERIBADI

The following questions are intended to solicit information that will be used to
determine the profile of respondents. Please (V) to your answers.

Soalan-soalan berikut adalah bertujuan untuk mendapatkan maklumat yang akan
digunakan untuk menentukan profil responden. Sila (V) untuk jawapan anda.

1. Gender/Jantina:

Male/Lelaki

2. Age(Year)/Umur(Tahun):

30-40

Female/Perempuan

41-50

3. Educational level/Tahap pendidikan:

Diploma/Diploma

Degree/ljazah

Post-Graduate/Pasca-Siswazah

Others/Lain-lain (Please state/Sila Nyatakan:

51-60

4. Any previous working experience. If yes, state the duration of your work
experience(years) /Apa-apa pengalaman kerja sebelumnya? Jika ya, nyatakan tempoh

pengalaman kerja anda(tahun).

Yes/Ya

Duration of years/Tempoh pengalaman:

No/Tidak

5. The period of time you are in the present organisation/Tempoh masa anda berada dalam

organisasi kini.

5-10 years/tahun

21 or more/lebih

11 -15 years/tahun

16 -20 years/tahun

6. Which best describe your middle-management role/Yang manakah paling tepat
menggambarkan peranan pengurusan pertengahan anda?

General Manager

Senior Manager

Manager
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Deputy Manager

Senior Manager

Executive

7. How likely are you recommend your company to your friends/Seberapa besar
kemungkinan anda mengesyorkan syarikat anda kepada rakan anda?

Not At All Likely/ Extremely Likely/
Tidak mungkin Sangat mungkin
1 2 3 5

8. How likely are you nominate the company as “Best place to work”/Seberapa besar
kemungkinan anda mencalonkan syarikat sebagai "Tempat kerja terbaik"?

Not At All Likely/ Extremely Likely/
Tidak mungkin Sangat mungkin
1 2 3 4 5
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ABSTRACT

Talent management is a common attraction and retention technique for talented workers in the current business
scenario. Still, talent management contributes to the more significant appeal, and retention of employees is an
unexplored area in the manufacturing industry. In Malaysia, employer branding is gaining significance. While the
idea of the Employer brand has become a routine for companies, several researchers have recently attracted the
attention of this field. Developing, recruiting, and keeping workers is a great challenge for every company. The
purpose of this study is to explore the relationship between positions in employer branding and talent
management. The paper aims to analyze the current state of the manufacturing industry in branding roles and
assess their effect on talent management. The research seeks to address the employer branding and talent
acquisition concept and the company's techniques. As a result, this study aims to look into the functions of
employer branding in fostering employee talent management. For a better understanding of the relationship,
this research proposes a conceptual model. This research is then evolved into a concrete study hypothesis for
future investigations. The goal is that the researcher's findings will reveal a substantial link between employer
branding positions and talent management. For relevant practitioners and new researchers, this study will be a
possible eye-opener.
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