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ABSTRACT

This study examines the effect of talent managepractical (talent attraction, talent retention,dming and
development, career management, performance marmaggmewards system, commitment, and Businessrahce -
Syrian Private Banks. The organizations which dbfaous on talent management is associated wittkyseaformance in
competitiveness. There are several empirical studia improving the performance of organizationsdgveloped
countries with good talent management. There ieficidncy at research on the importance of taleanagement in
Syrian private banks. The conceptual frameworklicg study is developed based on the resource-bésedtheory. This
study used a quantitative approach to achieve thjeatives of the study. A survey technique is tsemllect data from
270 employees of Syrian private banks in the smeglton. Moreover, Partial Least Squares (PLS) tégha is employed
to evaluate the research models and proposed hgpeth Findings indicate that human capital, suialt capital,
relational capital, and social capital are all siitant and positively related to competitive adtage and business
performance. Spiritual capital has a direct relat&hip to competitive advantage. It does not hawirect relationship
with business performance. The finding also indisaghat competitive advantage is significant anditpely related to
business performance. Moreover, structural capétadl relational capital are positively related to dimess performance
through the mediating effect of competitive advgata he study results can help the managers iraByrank industry to
the understanding of the important intangible reses and challenger of Industry 4.0 whereby mostganies require

designing the HR practices through the goal to emage innovativeness and learning in the organaati
KEYWORDS: Intellectual Capital, Competitive Advantage, Busm®erformance

INTRODUCTION

Effective talent management ensures that emplogee=able to make use of their talent to achieveatisolute
success of an organization. Since public and prigattor organizations consider talent managenseatreew addition to
the industry, most organizations are observed te hmioritized it as they want to make sure thaythire the right
people. Talent management has also been recenkgdito attracting, keeping, and developing emmsy@Al Ariss,
Cascio, & Paauwe, 2014). The starting point ofrtaiteanagement can be traced to the beginning ofeéae2000. One of
the events that made it prominent was when a mamaggeconsulting firm, McKinsey, reported a ‘war tafents’, which
became a dilemma to employers at that time. Thisafled war was characterized by difficulties ircigtment of

employees due to the tight competition of lookimgl aetaining talented ones with knowledge managemémstructure
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and organization performance (Abualoush, Masa'd&gdtaineh, & Alrowwad, 2018). Since then, the topictalent
management has increased in importance and hasdgattention in both the literature and in businesctices. The
importance of talent management has increasednmstef the impact it brings to the success of grapization. For this
reason, organizations prioritize this mechanismh{é&s and Morton, 2005). Attracting, retaining, adeleloping talents
are the mechanisms involved in talent managemenfiunzio-Green, 2008). It is of high significanes it gives
organizations the opportunity to draw and retaia tlecessary talent effectively. Furthermore, taldentification and
development helps organizations in identifying emgpkes who have the making of a leader. Develogtent pools that
have the abilities to become leaders has beenrtphasis of this mechanism (Csikszentmihalyi, Mih&Robinson,
Rick. (1990).

Management of talent is a difficult task for mosgamizations in the context of globalization redgsd of the country
(Elegbe, 2016). In addition, the issue of the ifisiehcy of talent is almost universal. Organizai@round the world are in the
same league — searching for talents. This is seenglobal labor market for talents. The trend lobal integration shows
organizations’ standardizations in talent recruitmelevelopment, and management to ensure theipeatitive position and
consistency. Thus, organizations need to attutieettalent management’s global best practicesigdocal requirements, and
to the local labor market (Sidani and Al Ariss, 2pDAberdeen Group and the Human Capital Institd@0%) conducted a
study that covered 170 human capital managemefggsionals and executives. The findings of thidystuere; 57 percent of
companies cited in the next 5 years will be masttiyggling to attract the required talent and agking talent requirements, 79
percent of the companies’ main dilemma was thelahgés in the implementation of succession planniig study also
unveiled that out of all the firms they have sure@y1 percent of them had their own official ratanplans for executive and
65 percent for the mid-level management staff. Bdfand, the principal resources of businessesaatk tapital, and fixed

assets; however, it is no longer applicable tactiveent situation (Gardner, 2002).

Human capital has been critical to come to terntl thie global competition as organizations are amng against
each other to hire and retain talented people totaia operations and to sustain growth (Sidani Andriss, 2014). The tight
competition for talent is not just a matter of mimmg incentives, perks, and other material rewaitd&s more about
developing strategies and approaches that will ntalemted people, who are willing to learn, stantl contribute, sign
the contract, and stay loyal with the company. Mfitis (2000) noted that “in the war for talent thare winners and
losers like in business there is success and &ildmerefore, the possibilities of winning are ling in companies that
have a talent management system (Williams, 2008jcH talent management should be prioritized abayéhing else in
every organization. The best practices of talentagament should make organizations build locahtalen a way that is
aligned with local norms but still at par with thbal standards. This will ensure that all paftshe organization draw
diverse and ample professional talents. Most omgdioins have implemented global performance staisdavhich are
supported by a global leadership competency prafild a performance appraisal system (Briscoe, Befinschuler,
Randall & Tarique, Ibraiz, F2011). Poorhosseinzadeth Subramaniam (2012) discovered that each aa@om has its
talent management strategies. However, one hasdaw khe basic steps that need to be taken intoidenation in

enhancing talent management.
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LITERATURE REVIEW
Talent Management

According to Bharwari & Jauhari (2013), talentedbfpssionals are those leaders who have the skitks,
committed to the organization, and are orienteddiions linked to innovation. In addition, the artlndicates that the
talented worker is not characterized by his broegliaintance of knowledge, but what distinguishes isi his ability to
learn and incorporate technology to innovate (JauB@13). A more extensive description is the aree by Bhardwaj &
Punia (2013). The talent is oriented to resultgpa&imze and communicate to their teams, leading vaorking as a team.
As the author points out, it is behaviors, beyondwedge, that define talent (Bhardwaj, 2013). aith the knowledge
and skills are requirements with which today's @ssfonals must count; these do not differentidtad professionals
because more than possessing the knowledge, @lpraéessionals have the ability to learn and umleghat is known
(Bhardwaj, 2013). For the author, talented professls are those who achieve superior results thraoigraction with
third parties, for which they have certain emotics@mpetencies such as being self-aware, managiagetf, motivating,
and have empathy and social qualities. As it iseoled, Bhardwaj states that those who are descabeagrofessionals
with talents have certain personality traits, agytihave certain competences that make them mareteal people with
respect to other people in an organization. Framphint of view, those who do not comply with ttmain characteristics

linked to talented professionals simply would netdart of this select group of organizational teden
Reward System

Rewarding employees for their performance is tmel&imental practice of business operation. It h&s lween in
the past several decades that rewards have beetoped into a system to encourage employee maiivetth reach
business goals. The varieties of rewards that engo employees are major forces of performaAcmstrong, Green,
and Graefe (2011) define forecasting of performasthe actions that produce results. Thus, bygusireward system to
encourage performance will produce better busimesalts. This practice shows that motivation frongaod reward
system contributes to employee satisfaction anginpnovement in skills from training and developmemhich results in
higher performance and retention rates. When aroymg is satisfied with their job and life, it islated to the recognition
received from the reward system. Thus, it can belagled that when employees are satisfied throeglamds, they are
less likely to quit, unionize, or become absentalbise they are motivated to work hard and improvéopaance. Thus,
having a reward system within talent managemenbleraorganizations to motivate and compensate werke their
efforts, which creates the end result of highedpaivity. To sum up, rewards are a powerful mdtvahat can be used
with the organizational strategy for goal achievatr{i@rmstrong, 1993). When the needs of the busires fulfilled by
the talent and the talent’s needs for recognitiod eewards are fulfilled by the business, perforoeais maximized

through motivation.
Employee Commitment

Employee commitment is defined as a state in whitlemployee sits with a particular organizatiorhviiving
personal goals and intentions to maintain membgrslithin the organization. Thus, high employee imement means
siding with the particular occupations of an indival, while high organizational commitment meansading the

organization that recruits the individual (Boddyal@n & Ladyshewsky: 2010a 2010). According to Adiml and
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Altarawneh (2014), commitment to the organizatiomoives three attitudes that are; identificatiorihwdrganizational
goals, feelings of involvement in organizationakis, and feelings of loyalty to the organizationhéfl interpreted, the
commitment of the organization is a form of identfion, loyalty, and involvement expressed by empes to the
organization (Gibson and Meacheam, 2009). A conathigmployee means that there is loyalty to the rozgtion in

which they are currently employed and will strigedchieve the goals of the organization in whiakyttwvork for. Angle

and Perry (1981) describe organizational commuioicads a feeling of identification, involvementdaloyalty expressed
by employees to the organization. Based on thierstanding, it can be identified that commitmenthe organization
involves three attitudes namely: a sense of ideatibn with organizational goals, feelings invadven organizational
tasks, and feelings of loyalty to the organizatiéwnidence suggests that the lack of commitmentredace organizational
effectiveness. Meyer and Allen (1997) formulatedéhdimensions of commitment in the organizati@maely: affective,

continuance, and normative. These three are bestgsed as components or dimensions of commitmreghgr than the
types of commitment. This is because the relatipnsii the organization's members to the organipatieflects the

different degrees of the three dimensions.
Bank Performance

Business performance is one of the main issueseadeld by the firm's owners, investors, suppliensi a
employees (Crane and Matten, 2016). Strong perfocmés the main goal of every small and mediumrense (SMES).
According to Fiksel (2015), robustness and perfarraawill allow the firm to benefit society throughe withdrawal of
resources, job creation, and distributing wealthmb that are underperforming are often less coitiypeetand would have
difficulty in financial management (Domurath, & Belt, 2015). Therefore, it is important for firms tegularly check
their performance from time to time due to changeshe uncertain business environment (Stefahetial., 2015).
Today's market environment is different than thekaiain recent years due to environmental chanigasdccur quickly.
The dynamic changes have caused companies to chmvgebusiness is conducted and how the producteated.
Competitiveness is gained from the strategy angtbeess of how the quickly the company respondedke advantage
of market changes. Delgado, Lago-Pefias & Mayor4p8fiated that a company is successful in new basiwhen it has
an idea and a business model that can be impletheMi¢h the ability to innovate, the company shocitene up with new
products and services, facilitate entering new et@rkgenerate growth for the company, and create velue. By
improving product and process innovation, thus sufpy innovation, higher productivity, lower costabor absorption
and increased profitability occur. Furthermore, pamies that innovate have a higher market shanegteer growth rate,
and higher profitability. Strategic talent managemés closely linked with the talented employeesttlenable
organizations to achieve strategic goals by bujidifobal competitiveness. Talent management hdipscompetitive
capability required by an organization in this fpated world that is moving towards innovation (Regll & William
2019).

PROBLEM STATEMENT

Globalization has enabled talented employees nbmib the marketing of their skills within one req, but to
look for jobs in firms across the world. As a résflthis, experts are mainly worried about thegiitity of intense global

competition for talents, which may draw attentiawards how talent is recruited, retained, develpomedi managed.
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However, talent management is a challenge forrgthizations as they compete for the same seti@ittéCappelli and
Keller, 2014).

RESEARCH QUESTION
RQ1 what extent Talent management will lead to Rewsgistem?
RQ2 what extent Talent management will lead to Exyyge Commitment?
RQ3 what extent Reward system and Commitment?
RQ4 what extent commitment and Bank performance?
RQ5 what extent Reward system and Bank performance?
RQ6 what extent the relationship between Talentagament and Bank Performance?
RQ7 what extent commitment mediates the relatignbbtween reward system and bank performance?
RESEARCH OBJECTIVES
* ROL1 the relationship between Talent managemenRamndard System.
* RQ2 the relationship between Talent managemeneamdoyee Commitment.
* RQ3 the relationship between the Reward Systentt@@ommitment.
* RQ4 the relationship between Commitment and BamfoReance.
* RQS5 the relationship between the Reward SystenBamné Performance.
* RQ6 the relationship between Talent managemenBané Performance.
e RQ7 the mediating effect of commitment on the relgrstem and bank performance.
METHODOLOGY

For this study, a survey research methodology wptad, as this approach helps to provide starmzddi
information to describe variables and analyzingtrehships between variables (Malhotra and Gro¥888). Thus, the
reason for adopting the survey research due teuitability of collecting data from the respondebécause interviewing
private Syrian banks employees was not permittgdtich are then used to examine the relationshigsvdsn the
variables. Further, the research questions of “yy@” used in this study require that this studgpat a survey research
methodology. In addition to positivism, there athes paradigms that can be used in other reseaethoaologies. The
constructivist paradigm is defined as the assumptitat allows developing subjective meanings frardividuals’
experiences with certain issues that relate toutiterstanding of a certain phenomenon (CreswdllZvang, 2009). It is
actually referring to the understanding of realddgghenomenon cases and it is often associatedquilitative research.
Finally, the third method of the research paradigfars to the critical theory research paradign tlaéds the assumptions
of reality shaping the social, political, culturaiconomic, and ethnic and gender values (Guba @mzbln, 1994). The

guantitative method was chosen with the use ofraegugquestionnaire as the main technique of cailgctlata. More
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specifically, the researcher used the mall/evenibatercept method, which allowed the researcbeadsess a large
number of respondents at the place of the colleatiodata (questionnaire distribution). ChurchilidaLacobucci (2002)
also declare that event interception method isiargensive method to collect high quality and aatudata. For the next
step, the researcher adopted a cross-sectionayswich provided a data collection method thatp®ms at one point in
time. The cross-sectional study was based on a refatisensample of the population, and the resultst@generalized
to the overall population from which the sample ealfor the aims of this study, a cross-sectional siudy the suitable
method as contrasting to a longitudinal study slétao time constraints. The distribution of questiaires was done
through face to face distribution by three traimesinerators help to disseminate the questionnairdseaselected private
banks in Syria. The bank interception method whildo known as the mall/event/bank interception oeétivas adopted
in this study. Firstly the managers of the respatgl@vere met with by the numerators and guided thighquestionnaire
distribution. The mall/event/bank interception nwathemployed the random probability sampling metiodrder to
reduce the sampling biaQuestionnaires (270) were distributed to privatekbamployees in the southern region with the
help of the banks’ branch managers. A total of @d4@stionnaires were retrieved (89.6%). This ratibigh compared with
the return rates in administrative science stu@ssuch, 2008) The high rate of return is due to the realizatidrthe
importance of research by bank managers and tmeioueagement on the employees. Twenty-two respongzs
excluded due to missing valuesiter the data were collected and analyzed, thgssical analyses were then transformed
into structural equation modeling. Initially, thetd were checked on the outliers and other irreigielss and different
assumptions (univariate and multivariate outliard data normality) were tested. The outcome ofethiests indicated that
the intention of the statistical necessities wassfiad. Based on those necessities, dissimilaistitzal analyses were
executed using SmartPLS. The SmartPLS was suitabthis study as the aims of this study was toetl®y, estimate, and

interpret a proposed model.

RESULT
Demographic Data

The total number of respondents of this study immdsed of 220 administrative staff of the priva@nks in the
Southern region in Syria. This sample populationsisted of 130 males and 90 females. The followalde 4.3 shows
that the total percentage of males was 59.1% andeimales, it was 40.9%. Therefore it is concludedt more
respondents were male. A total of 28 participaeisiiged to the age range of 18 to 25 years whichuads for 12.7% of
the total population. A total of 132 participantsre between 26 to 35 years of age, which corresptanthe percentage of
60.0%. The middle-aged participants between 365tyehrs old were 45 in nhumber, accounting for 20&%he total
population. A total of 10 participants were betwdérto 54 years of age and their percentage wésé.4lere were only a
few participants who were more than 55 years of #iyese five respondents account for 2.3% of tha fwopulation.
Thus, most respondents fell into the 26-35 age mrwbhereas the least amount of respondents were fhenoldest
category, which is the above 55, age group. Alboeslents were also categorized by marital stathghnis depicted in
table 4.5 of the 220 total respondents, 89 of theensingle, which corresponds to 40.5%. The mamesgondents totaled
119, this equals 54.1 percent of the total respotsdd he divorced category holds 10 respondentkingaip 4.5 percent.
In the smallest characteristic group was widowbdrd were 2 with 0.9 percent. Therefore, of thaltspondents, the

two marital statuses with the highest amount opoesgents were single and married whereas divornddasdowed had
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the least amount of respondents. A total of 2 pi@dints were Ph.D. holders which is the lowest nemd§ participants

although it is the highest education level. Thecpetage of Ph.D. holders is 0.9. A total of 20 oesfents had completed
their masters with a percentage of 9.1. These &rficjpants’ percentage is 80. The percentage pbdia holders is 7.3,
totaling 16 respondents. A total of 6 participamasl a vocational education which corresponds tq&réent. Therefore,

the majority of respondents held bachelor degrdashatotaled 80 percent of all participants.
Structural Model Testing

After the reliability and validity of the model weemet, the assessment of the structural model sinalyas
conducted to examine the model’s predictive cafiasiland the relationship between the constridis. structural model
analysis consists of examining the structural méatethe coefficient of determinatiof®}), predictive relevanceQf), size
and significance of path coefficient, affdeffect sizes (Rigdon, Sarstedt & Ringle, 2017)e Btructural model analysis

was utilized to examine the following research Hipses:
H1: Relation between talent management and therdesyestem.
H 2: Relation between talent management and emglogmmitment.
H 3: Relation between the reward system and emplogenmitment.
H 4: Relation between employee commitment and barfiiqamance.
H 5: Relation between the reward system and barfhnpeance.
H 6: Relation between talent management and bankpeafuoce.

H 7: Mediating effect of commitment on the reward systand bank performance relationship.
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Figure 1: Bootstrapping of Structural Model
Path Coefficient

According to Ringle et al., (2015), path coeffidenvere used to estimate path relationships betweetatent
variables in the model itself. Estimated path doifhts close to +1 represent strong positive i@tahips (and vice versa
for negative values). The closer the estimatedfimieft to 0, the weaker the relationships. Verwlealues which are
close to 0 were usually non-significant (Ringleatt 2014). To decide whether the path coefficisnsignificantly

different from zero, the critical value for sigmifince will be 5%d=0.05) probability of error.

Table 2: Results of Path Coefficient and T-Statistis

Hypothesis | Pathway | Path Coefficient B) | T Value | Sig. | P Values Decision
H1 ™ >R 0.684 7.876 * 0.000 H1 Accepted
H2 ™ > C 0.556 487 * 0.000 H2 Accepted
H3 R->C 0.143 .362 S 0.174 H3 Rejected
H4 C-> BP 0.168 .090 0.037 H4 Accepted
H5 R-> BP 0.166 .583 0.010 H5 Accepted
H6 ™™ >BP 0.503 .768 * 0.000 H6 Accepted
***Statistically significantp<0.001 **Statistically significarp<0.01 *Statistically significanp<0.05

NS=No statistically significant different

As shown in Table 4.20, the path coefficient ress@dtr the relationship between talent managemeatreward
(b= 0.684,p<.001), the relationship talent management and doment (3= 0.556,p<.001), the relationship between
commitment and bank performangig=0.168,p<.05), the relationship between reward and banfopeance = 0.166,
p<.05) were significant, and the relationship betwédent management and bank performaige ¢.503,p<.001). On
the other hand, the relationship between reward @mdmitment g= 0.143,p>.05) was not significant. The results
indicated that talent management has a strongiyp®sélationship with reward and commitment, meaieyltommitment
and reward also has a strong positive relationghith bank performance. However, the result shoves there is no
relationship between reward and commitment. Acecaydib the results, research hypothesis 1, resdaypbthesis 2,
research hypothesis 4, and research hypothesigé aveepted whereas research hypothesis 3 waserkj&ignificant
testing of the structural model shows that the tans of talent management contributed to explajnine variation in

employee reward, commitment, and bank performance.
Coefficient of Determination (R?) and Predictive Relevance@?)

Meanwhile, the Coefficient of Determination %jRis a measure of the model’s predictive accuracy &
calculated as the squared correlation between @figpendogenous construct’s actual and predictddes (Ringle et al.,
2015). Table 1.3 shows the results of the Coefiicief Determination (B and Predictive Relevance J)Jor construct

bank performance, commitment, and rewards.

Table 3: Results of the Coefficient of Determinatin (R?) and Predictive Relevance (€)

Constructs R?Value Q? Value
Bank Performance 0.563 0.355
Commitment 0.438 0.306
Rewards 0.467 0.329
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As shown in Table 41.3, the? value for bank performance was 0.563, a commitraers 0.438 while rewards
were 0.467. Thus, results indicate that 56.3% samwgtiance in bank performance, 43.8% sample vegiancommitment
and 46.7% of sample variance in reward was explainetalent management. The general rule for fgis 0.20, and
values below 0.10 will be considered to have lowelg of predictive accuracy ( Hair, Hult, Ringle, Sarstedt, 2013).
Hence, higheR? values for bank performance, commitment, and rdsardicate that there was a high level of predcti
accuracy for each construct. The result also shahaiitheQ? value for bank performance was 0.355, while commitm
was 0.306 and reward was 0.329. According to Hadtl.e (2013)Q? values that are larger than 0 suggest that theemod
has predictive relevance for a certain endogenoustaict, whereas values of 0 and below indicateck of predictive
relevance. Thus, th@” resulted in providing support for the reputatioodal’s predictive relevance F for the constructs of

bank performance, commitment, and reward.
Result of All Hypothesis Relationship

After the hypotheses that were tested in sectidnbglow presents a summary of the results of thpotimeses

test:

Table 1: Summary of Result for All Hypothesis Relabnships

Hypothesis Result

1 The relation between Talent Management and Resyaatgm Supported

2 Relation between talent management and emplaymendment Supported

3 Relation between Reward system and employee conemi Not Supported

4 Relation between employee commitment and Barfopeance Supported

5 Relation between Reward System and Bank perfazenan Supported

6 Relation between Talent Management and Bank peéice Supported
Mediating effect of Commitment on Reward System Badk Performance

7 . . Not Supported
relationship

RECOMMENDATIONS FOR FUTURE RESEARCH

This present study adds to the body of knowledg&ytan Banking particularly with regards to thearceptions
of employee behaviors. As a result, a rigorousuadbehavioral by employing the qualitative methedl lend to the
credibility of the findings. Extending the modelafne to various Industrial such as hospitality, etioo, and
communication will have improved the general amglitity of the findings. The study, therefore, rewaends that further
research should look into the talents and rewardhagement because difference industries have diffestrategic
approaches and thus allow for contrast evaluati@hrasult. In addition, this study was done onlyome shot study or
cross-sectional research design which implies thatemployee perception and was capture at a @ditime. It is
suggested that the next researcher capture tiggudmal research to track talent management, mt\@ad commitment
remuneration preferences over a longer periodtial@ There is some important area that lack lentamanagement and
reward and that need more development in futureidiieg topics such as its impact on change managéand financial
performance of the company in another country.ddition management, reward and remuneration pnedese can be

employing the qualitative methods in understandivggreal phenomena.
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In term of quantitative research, it is recommentted this study should be duplicated in the déférsetting and
correlate with other variables such as turnovegntibns, employee motivation, employee engagensentice delivery,
and performance. In addition should employ a largmber of sample size as such big data analystbatothe scale

becomes stable and rigorous (Kitchin, 2015).

On the other hand, a study should be carried odintb out and confirm whether the management stgles
related to talent management in cooperates withgtreder differences and also to find out if thexeairelationship
between working conditions, length of tenure, gerale related to employee performance and rewarth&more, a
study should be conducted in term of the influesicmtrinsic and extrinsic rewards on the levelgaif. This is important
because the reward is very tangible and subjeicdisidual perception. This present study addshhiody of knowledge
on Syrian Banking particularly with regards to thperceptions of employee behaviors. As a resuiig@ous actual
behavioural by employing the qualitative methodk lnd to the credibility of the findings. Extemdj the model frame to
various Industrial such as hospitality, educatangd communication will have improved the generalligpbility of the
findings. The study, therefore, recommends thathéurresearch should look into the talents and mwaanagement
because difference industries have different giatapproaches and thus allow for contrast evalnaéind result. In
addition, this study was done only on one shotystudcross-sectional research design which imghes the employee
perception and was capture at a point of times Huiggested that the next researcher captureniéudinal research to
track talent management, reward and commitment menation preferences over a longer period at a. tbrethe other
hand, a study should be carried out to find out andfirm whether the management styles are relabethlent
management in cooperates with the gender differeacel also to find out if there is a relationshgiween working
conditions, length of tenure, gender are relate@nployee performance and reward. Furthermoreudysshould be
conducted in term of the influence of intrinsic agdrinsic rewards on the levels of job. This igortant because the

reward is very tangible and subject to individuaigeption.
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