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ABSTRACT

Despite the negative impact of the recent global financial crisis, businesses in Dubai
were fairly successful in terms of profitability. However, political and socio-economic
issues related to the corporate governance were never considered a priority. In the
absence of transparency, disclosure and accountability, the semi government and
government organisations in Dubai can be weak in terms of trust, communication,
talent retention and practicing performance management. Therefore, it is necessary to
examine some ways on how we can effectively increase the practice of transparency

within the semi government and government organisations.

Increasing organisational transparency in Dubai semi government and government
organisations is necessary in order to attract more foreign investors to invest in the
country. Although Dubai and UAE is located in good strategic location, the absence
of corporate governance and trust between the local government and its employees
could not only weaken the relationship between the employers and employees in semi
government and government sector but also the local business people and their

potential foreign business partners.

Two methods were used to analysis Qualitative - Focus Group and Quantitative —
Online Survey. The target research respondents for this study include the UAE
nationals who are currently employed in Dubai semi government and government
organisations. Upon examining the perception of 135 randomly selected online
research respondents, the focus of this study is to determine whether or not talent and
performance management could effectively enhance organisational transparency in
Dubai semi government and government organisations. For the Focus Group the

target audience were 25 participants, 16 in total attended the 3 sessions scheduled.

For data analysis are spondent perceptions pertaining to the significance of
organisational transparency with the enhancement of talent and performance

management in Dubai.

The findings results suggest a strong correlation between talent management and
organisational  transparency, performance management and organisational

transparency and setting of clear organisational objectives related to talent and



performance management and organisational transparency. Therefore, this study
suggests a triangular link between talent management, performance management, and
organisational transparency in the sense that a significant increase in organisational

performance and talent management could increase employees’ trust.

Because of the interrelationship between talent management, performance
management and organisational transparency, this study recommends the need to
provide training intervention as a way to promote transparency, the provision of
comprehensive induction for new applicants, and improvements in the communication
link in private organisational level. To increase transparency in government level, this
study suggest the need to introduce and promote the concept of talent and
performance management in local colleges and universities through government
intervention, the implementation of a yearly talent management conference focused
on the best corporate governance practices locally and internationally, and establish a
separate government entity to conduct audit on talent management, performance
management and transparency in Dubai’s semi government and government

organisations.

Aside from determining strategic ways in hiring, improving and retaining competitive
employees, future research study should identify and design the kind of training and
development programmes that will enable the semi government and government
sectors in Dubai and develop a structured mechanism to link talent management to
performance management, this to increase the quality of talent management,
performance management and organisational transparency. It is also necessary to
identify the best organisational structure to improve corporate governance,

transparency in specific, in Dubai semi government and government sector.
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CHAPTER 1

INTRODUCTION

1.1 Background

The United Arab Emirates (UAE) is emerging as a pivotal business and political
centre in the Middle East. The constant growth of international business entities
reflects the UAE’s successful attempt at building a reputation for providing
commercial opportunities. Organisations from abroad have been able to avail
themselves of several business opportunities in diverse industries such as finance,
trade, tourism, entertainment, construction, manufacturing, education and health
sectors (Akoum 2008, 51).

Dubai, a UAE city-state, is particularly attractive to foreigners because of its
geographical location in the Arabian Gulf. In addition, Dubai has experienced
significant development as a result of its oil industry and its corresponding industrial
and economic progress. The local population is the minority between 8-20 per cent,
whilst the majority of the population is made up of Arab, Asians and Westerners. As
a result of this distinctive population and Dubai’s unique location, there is a
significant multi-cultural environment depicted through a series of “conflicts’ such as
“West/East, modernization / fundamentalism and Arab/Asian” (Elshestawy 2004, Ch.
8, 169).

Despite the business success of Dubai and the UAE in general, the recent global
financial crisis has hit the area as much as the rest of the world. One of the key areas
of concern in Dubai, the UAE and the rest of the world is transparency and corporate
governance in general. Of specific concern for researchers, relative to the UAE and a
number of Arab states is the level of ownership and control over the management of
business organisations. A study conducted by the World Bank in 2003 found that the
segregation of ownership and management is rare with boards of directors being
overwhelmed by shareholders holding key positions. The result is corporate
governance is not prioritized and there is a general lack of transparency, disclosure
and accountability (Naciri 2008, 320).



Organisational competition in the UAE is also hampered by the inefficient business
regulatory regime. Organisations are essentially left to self-regulatory systems in
order to ensure that they are competitive (Rettab 2008, 138). In the light of the fact
that business organisations are largely left to self-regulatory devices, corporate
governance via enhanced transparency has been relegated to the internal workings of
the organisation. In this regard, determining whether or not organisational
transparency can be enhanced via performance and talent management is a significant

area for investigation.

1.2 Organisational Transparency

Enhancing transparency in Dubai and the UAE in general is particularly important
since this location within the region is particularly favoured amongst multinational
businesses. Dubai’s “strong infrastructure” its “dynamic business culture” and its
“accommodating lifestyle for expatriates” make it an ideal international business
centre (Rehman 2007, 268). It therefore follows that in the face of inadequate
business regulations, foreign organisations doing business in Dubai and the UAE will
have to rely on voluntary techniques for enhancing transparency. The obvious issue
for determination is whether or not, talent and performance management will offer the
most effective and efficient method for enhancing organisational transparency under

the broader goal of improving corporate governance.

Over the last decade or so, organisational transparency has become a pivotal area of
interest for management and the general public. Although in general terms
transparency has become synonymous with accountability, it has branched out to
mean the deliberate crafting of policies and strategies for achieving respect and
credibility. In this regard, organisations have increasingly characterized transparency
in the context of communications as an appropriate management strategy (Heath, Toth
and Waymer 2009, 132). In other words, organisational transparency is about vision,

communication and openness (Garsten and De Montoya 2008, 4).

It is popularly believed that transparency is the key to organisational effectiveness and
consequentially a number of organisations are redesigning their communications
systems, human resources departments and public services so as to improve their
ability to respond to the demands of stakeholders (Williams 2005, 358).

Organisation, organisational, organise. This research paper argues that it is not enough



to simply recruit talent but to also build upon existing talent and to enhance
performance for strategic planning in organisational transparency. It is argued that
talent creation, development, recruitment and management removes complexities in
communication processes and structural strategies relevant to transparency and as a

result enhances performance (Effron and Ort 2010, 4).

This research therefore investigates the connection between organisational
transparency and talent and performance management. It will examine how talent and
performance management can be key components of organisational transparency. In
order to make the connection the significance of organisational transparency will be
evaluated. Once the paper successfully evaluates the importance of organisational
transparency, the significance of talent and performance management will by
analyzed and tied to organisational transparency. This investigation is intended to
make a case for the enhancement of transparency in Dubai, particularly since
voluntary regulation is the primary method for shaping and forming corporate

governance in the Emirate.

1.3 Importance of the Study

Dubai is characterized as “an excellent strategic location” with excellent “business-
friendly policies (Oxford Business Group 2008, 10). These factors have assisted
Dubai in establishing itself as “a gateway to the greater Middle Eastern region and a
global business centre” (Oxford Business Group 2008, 10). Even so, the recent global
financial crisis together with the multicultural environment in Dubai necessitated an
examination of the likelihood that organisational transparency can be enhanced via
talent and performance management. This question is relevant to organisations in

general and is equally applicable to all organisations.

Worley and Lawler (2010) explain that today’s organisations are becoming more
inundated with intense and diverse demands on their resources (p.2). With demands
on an organisation’s resources competition becomes more intense. In order to
compete productively, both internal and external trust in the organisation is extremely
important. Organisation transparency appears to be the best way forward. In this
regard, organisation transparency is about human capital resources. This means the

management of talent and performance rather than compliance models.



Enhancing Organisational Transparency through Talent and Performance
Management study indicates that an organisation’s highest performance corresponds
with trust. This can only be accomplished by virtue of an organisation’s ability to
clearly communicate its objectives and priorities. Communication is vital to the
survival of any organisation. Those individuals responsible for communicating
should ensure that they are clear on what the organisations’ objectives are. They need
to know what the organisation intends to achieve and how they aim to achieve their
objectives. They have the important responsibility of ensuring that all these
objectives and goals are communicated to the various stakeholders. Flaman et al
(2010) maintains even further that when the priorities and vision of an organisation
are different from those that they serve and different from donors and employees,
capacity building is instantly problematic. It therefore follows that if talent and
performance is managed effectively and efficiently, the organisation’s ability to
operate transparently and in a medium of trust will be facilitated. After all it takes
talent and performance to clearly delineate values, vision, accountability, strategies
and standards. Likewise, it takes talent and performance to understand and function

within those parameters.

1.4 Problem Statement

Rehman (2008) observes that the UAE is among the world’s “preferred locations for
multinationals’ regional offices” (268). A number of important multinationals such as
Pepsi and Merck have established their respective “regional headquarters” in Dubai so
that their other offices in the Middle East are required to account to the Dubai
regional headquarters” (Rehman 2007, 268). In this regard, organisational
transparency is particularly important for multinationals and business organisations
headquartered in Dubai. In order to fully understand the significance of transparency
in an inadequately regulated region such as Dubai, the concept of organisational

transparency is entirely important.

Trust is perhaps the most important capital any organisation can have. Trust must
permeate throughout all levels of the organisational operations and its various
relationships, both internally and externally. It t is important that all stakeholders,
including employees, shareholders, Government, consumers, trade partners and the

general public trust the organisation’s vision and the ability to achieve its vision



ethically and responsibly (Bandsuch, Pate and Thies, 2008, 99-100) . This trust is
said to be best achieved via organisational transparency (Schoorman, Mayer and
Davis 2007, 346). The organisation must be able to demonstrate to their various
stakeholders that they are behaving in an ethical manner as trust is difficult to
measure. There are no key performance indicators that an organisation can use in
order to be able to effectively judge whether an organisation is trust-worthy.
Therefore, in order to be able to measure trust, an organisation must be able to
demonstrate to its various stakeholders that they are ethical. They also must ensure
that they are transparent with regards to how they do business and clearly
communicate their goals and visions, and eventually how they have measured against
their goals. If they are successful in doing this, it will increase confidence and
ultimately trust amongst the different stakeholders of the respective organisation.

Trust in a multi-cultural environment such as Dubai can be a complex issue. The
mixed population can be an impediment to understanding among the different
cultures. This means that each cultural group must not only understand their own
cultures, but they must also understand how they are perceived by the other cultures.
It is only when this level of understanding and awareness is achieved can trust and
commitment be built and cultivated (De Bono, Van Der Heijden and Jones 2008,
260).

Effective organisational transparency informs all stakeholders of the:

e Organisation’s goals and objectives.

e The role of the organisation’s members.

e The members’ structural place within the organisation.

e The member’s duties and tasks.

e The standards for their respective actions and conduct and who they
depend on as well as what they rely on.

e The consequences of the conduct and actions.

e The significance of their conduct and actions within the organisations
and for the entirety of the organisation (Blay-Formarino 2001, 61).

In other words, clear communication and information sharing within an organisation
corresponds with transparency. Transparency is therefore connected to trust,
credibility and reliability. These factors are fortified by virtue of persistent and clear

communication that ensures that the daily operations of the organisation are



transparent. Moreover, these operations must be perceived as not only fair but
effective. Transparency feeds trust, reliability and credibility because all stakeholders
are always at liberty to gain access to what it is that they are required to know relative
to the organisation, what the organisation “wants them to know about changing
circumstances” (Schockley-Zalabak, Morreale and Hackman 2010, 132). An
organisation should ensure that they have a Code of Conduct that the organisation
strives to achieve or work towards. The Code of Conduct are the set of boundaries
that an organisation creates that all employees should be aware of. These should be
clearly communicated to everyone. They are a set of values that the organisation lives
by and allows all stakeholders to understand how the company will do business, in

other words what they can or cannot do.

It therefore follows that when organisational transparency is poor, it can breed
mistrust. When an organisation breeds mistrust on the part of stakeholders, it will not
have the commitment and support necessary for efficient and effective functioning.
This could lead to the ultimate destruction of the organisation. Similarly, when
organisational leaders have little or no trust in their subordinates, the suggestion is
that subordinates are incompetent and unreliable. The only reasonable conclusion is
that the management of talent and performance is the best method for structuring
effective organisational transparency (Pierce, Gardiner, Cummings and Dunham
1989, 623). Put another way, organisational transparency is best achieved through
talent and performance management rather than rigid compliance strategies because
the latter implies a lack of trust and confidence within the organisation (Uren 2007,
32).

Trust is particularly important within an organisation that relies on a voluntary
regulated regime. Members within the organisation, stakeholders and the broader
community must have faith and confidence in the organisation’s ability to manage its
own corporate governance. This would specifically mean that transparency would
have to be a key emphasis. The rationale is that if stakeholders, members of the
organisation can see how the organisation functions in both good times as well as

difficult times, they are more likely to trust the organisation’s capacity.

10



1.5 Research Questions

In order to understand how transparency can be enhanced by virtue of talent and
performance management in Dubai this paper will examine the link between
organisational transparency and talent and performance management practices. This
research argues that it is not enough to simply recruit talent but to also build upon
talent and to enhance performance for strategic planning in organisational
transparency. This research is organized around a primary research question and a

series of secondary research questions.
The primary research question is:

Can talent and performance management enhance organisational transparency in
Dubai? This question is investigated by studying the dynamics of organisational
culture and the significance of transparency and how talent and performance works in
tandem with effective transparency. This question also invites consideration of the
specific problems for Dubai’s corporate governance constructs. The investigation of
the issues arising under the primary research questions invokes a number of

supplemental/secondary questions, which are summarized below:

e What is organisational transparency?

e What is the significance of organisational transparency?

e What is the significance of talent and performance for the effectiveness of the
organisation in general?

e How talent and performance management is related to organisational
transparency?

1.6 Aims and Objectives

This study is primarily concerned with enhancing organisational transparency in
Dubai a key factor in enhancing the competitiveness of any economy. This study is
therefore concerned with linking between two key priorities in the development of

sustainable and competitive economy, transparency and effective talent management.

In order to make this link this study narrows it focuses on exploring the role and
effects of cultural diversity management within the organisation and how leadership

can intervene to identify and implement practices and policies that have a greater

11



potential to benefit the organisation. In this regard the primary aims are objectives of

this study are set out as follows:

e Investigate the significance of transparency in fostering success in
organisations
e Examine the role of transparency in the effective management of talent

e Examine the effectiveness of current practices in talent management and
identify best practices and their impact on the success of organisations
operating in Dubai.

1.7 Research Methodology

This research study is based on a mixed methods approach in the investigation of the
primary research question and the secondary research questions. In this regard, the
research combines both quantitative and qualitative approaches. The qualitative
research method is derived from desk top searches consisting of a review of the
literature. The literature is important for analyzing the theories and assumptions
relative to organisational functioning and effectiveness and more especially
transparency through talent and performance management. The sources are therefore
comprised of academic articles espousing the theories and assumptions giving rise to
this dissertation’s hypotheses. Empirical studies found in the literature will also be

used to support and test these hypotheses.

The quantitative research is derived from the collection of data by two methods. The
first set of data is collected by virtue of the distribution of a questionnaire for a
primary analysis targeting UAE nationals of both genders and ranging in ages from
25-35. This sample population are workers in Dubai’s government departments and
semi-government organisations.  The questionnaire is designed to assess the
respondents’ thoughts and perspectives on the enhancement of organisational
transparency via talent and performance management in Dubai. The researcher
conducts a survey by virtue of an anonymous questionnaire. The questions are also
designed to determine whether or not the respondents within these organisations view
transparency as something that should be mandated rather than managed via talent
and performance. Ultimately the questionnaire is aimed at soliciting information

relative to the worker’s attitudes toward interdependence. The questionnaire is also

12



designed to determine whether or not talent and performance is rewarded and

cultivated within the organisation.

A secondary analysis is conducted by virtue of informal interviews, asking a number
of randomly chosen UAE nationals, from genders, aged 25-35, and working in Dubai
government and semi government organisations of their thoughts and perspectives in
enhancement of organisational transparency through talent and performance

management in Dubai.

The secondary data obtained as a result of informal interviews amongst a random
sample population is intended to determine overall confidence in organisations. The
informal interviews will seek to determine what the general public expects of an
organisation in terms of transparency and competency. The results of this random
interview will ascertain whether or not public trust in organisation is connected to

talent and performance and in what ways.

1.8 Dissertation Structure

The dissertation is organized and presented as follows:

Chapter 1 of this study provides an introduction to the study consisting of a statement
of the problem, the significance of the study, the hypotheses to be investigated, the
research questions and the research methodology and structure.

Chapter 2 of this study sets out the literature review which consists of theories and
assumptions relative to organisational transparency and the underlying significance of
trust and how both transparency and trust are indistinguishable and are connected to

the management of talent and performance.

Chapter 3 provides an analysis of the research methods used for the conduct of this

research, the tools and other research details.

Chapter 4 will present the researcher’s findings which will be analysed through the
data collected in the qualitative as well as quantitative research. The findings will be

analysed and inferences drawn.

Chapter 5 will discuss the findings in the light of existing empirical evidence and

evaluate how the present research agrees or disagrees with them.

13



Chapter 6 will conclude findings and provide recommendations for enhancing
transparency through talent and performance management will be given and an
explanation for these recommendations will also be provided. Further areas of
research will be provided as well as a statement on the weaknesses and strengths of

the research.

14



CHAPTER 2

LITERATURE REVIEW

2.1 Introduction

This paper investigates the utility of enhancing organisational transparency through
talent and performance management. More specifically, this paper seeks to argue that
transparency is directly and indirectly linked to talent and performance management.
It is generally perceived that trust is at the core of transparency, talent and
performance. More specifically, trust is a by-product of talent and it promotes
performance. Moreover, transparency creates and fosters trust among organisational
members and for those outside the organisation. In other words, an organisation that
cultivates talent generates trust in and among the organisation. Also an organisation
that trusts its members motivates optimal performance. Likewise, a transparent
organisation generates trust within and outside the organisation. It therefore follows
that when talent and performance generates trust it will automatically transfer itself
over to transparency (Cheese, Thomas and Craig 2006, p. 40). If an organisation’s
performance and talent management is efficient and effective, transparency will be
enhanced quite simply because the organisation has confidence in its internal
workings and is more inclined to be frank and open.

2.2 Organisational Transparency

2.2.1 Concepts of Organisational Transparency

A review of the literature reveals that transparency is not a universal term as it means
different things to different organisations and researchers. Breggren and Bernshteyn
(2007) argue that modern business entities are increasingly taking the position that
their firm’s performance is intimately tied to improvements in efficiency and that
latter is exemplified by improved transparency (411). What then, is organisational
transparency? For the most part, transparency is perceived as virtually the same as
openness (Williams 2005, 358). For Christenson (2002), organisational transparency

is both a “condition” and a “strategy” (162).

15



According to Garsten and de Montoya (2008A) transparency is best understood as
“good governance” (1). Moreover, transparency is parallel to organizing and
controlling “beyond local and cultural participants” (Garsten and de Montoya 2008A,
1). Transparency intrinsically means governing capital flows, cultural factors and the

organisation’s impacts so that:

Visibility, information and openness are closely linked to
organising, and that what is visible can also be represented
(Garsten and de Montoya 2008A, 1).

Mayer (2003) of the Centre for Association Leadership provides a simplistic but
succinct description of transparency. Mayer (2003) contrasts the concept of
transparency with that of secrecy. While secrecy means “deliberately hiding your
actions; transparency means deliberately revealing them” (Mayer 2003). When one
speaks of transparency, one speaks of deliberate and unambiguous disclosure. It is no
longer sufficient for organisations to merely be frank and open when information is
requested. Quite simply, organisation transparency means active disclosure (Borgia
2005, 21).

In the modern business world, transparency is becoming increasingly important in
order to ensure that the ethics of an organisation are not compromised upon.
Transparency is best understood as a response to an organisation’s stakeholders’ right
and/or desires to know all relevant facts related to the organisation’s financial stability
and its constructs. This invariably means knowing whether or not the officers and
directors express themselves in a manner that is consistent with the stakeholders’
interest. Transparency permeates all areas of the organisation to the extent that it “can
both affect, and be affected by the conduct of employees at all levels” (Borgia 2005,
21).

The Enron collapse brought greater attention and emphasis on transparency. The
Enron collapse occurred in 2001 when it was discovered that Enron had engaged in
accounting fraud in an attempt to deceive consumers and investors as to the real state
of Enron’s financial position (Jickling 2002, 2). This scandal naturally drew attention
to the need for organisations to be transparent. Organisations responded by
developing manuals that were disseminated to all employees. The target for these
manuals was to give the employees a detailed description of how they should express
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themselves in the workplace, what they can or cannot do with regards to customers,
partners and stakeholders. These manuals also clarified what organisations expected
of their employees and what employees could expect from the organisation. The
international organisation BP provides a good example of this. Lord Browne, BP’s
CEO at that time, introduced a manual that was disseminated to all employees as well
as new employees joining the organisation. The manual was referred to as the Code of
Conduct. Several training programs were rolled out across the organisation in order
for the employees to understand what is expected from them. Transparency is crucial
in any organisation as each individual’s actions reflect on the reputation of the

organisation.

As Borgia (2005) explains, for the majority of organisations, it success is intimately
tied to employee innovation, commitment, talent and performance overall. It
therefore follows the rule that says when an organisation is transparent “it will attract
the best and retain the best” (Borgia 2005, 21). If the employee feels that they are
part of the organisation and part of the decision-making process, they will be more
inclined to give their full commitment, dedication and loyalty to the organisation.
They will feel that if the company trusted them enough to share their objectives,
vision and values then they will have a duty towards the organisation. On the other
hand, an organisation that is opaque it will suffer from disenfranchised workers and
the attendant staff turnover. Moreover, transparency also has an influence externally
with regard to a broader class of stakeholders such as consumers, trade partners,
suppliers and it also impacts international trade and state regulations (Borgia 2005,
21). In other words, persons and entities outside of the organisation that have an
interest in how the organisation conducts its business may demand enhanced
transparency. The extent of organisational transparency has an impact on its
competitiveness in both domestic and international markets and as such may influence

how the state chooses to regulate transparency (Borgia 2005, 21).

If employees are merely instructed to perform certain tasks and to just follow the
orders, they will not have the drive or motivation to succeed. The managements of
the organisation play a vital role in this, if they were open and clear in regards to what
they aspire for their organisation and discuss this with their employees and gain their

feedback and buy-in this will yield unlimited benefits. The employees will feel that
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they are part of the wider organisation rather than simply just being involved in their

part of the business.

An organisation is obliged to announce its year on year profits, its losses and give the
stakeholder an opportunity to question the performance of the company. This action
is building the trust between the organisations’ stakeholders and will attract more and
more investors. A company that hides its profits and tries to deceive stakeholders will

build mistrust and could lead to the ultimate downfall of that company.

According to Probst (1998), transparency means being in a position to identify
knowledge and expertise within an organisation (21). Probst (1998) also maintains
that a majority of larger organisations are unable to “keep track of their internal and
external data, information, and capabilities” (21). In the face of this kind of
insufficient transparency, organisations tend to become inefficient and suffer from

“uninformed decisions and redundant activities” (Probst 1998, 21).

Christensen and Langer (2009) subscribe to a common sense approach to
organisational transparency and argue that it implicitly means that an organisation
conducts itself so that “everything is plainly revealed” as a result of the fact that all
“obstacles and clutter in our way” can be seen through (132). To this end,
transparency is associated with “clarity, lucidity, and translucency” (Christensen and
Langer 2009, 132). A window permits visibility but at the same time it marks the
difference between the inside and the outside of a building (Christensen and Langer
2009, 133-134). Looked at in this way, organisations are increasingly revealing their
annual results; they invite stakeholders to annual meetings to give them an
opportunity to listen to the leadership team on what went well and what did not, to
ensure that similar mistakes are not repeated in the future. Stakeholders are given the

chance to ask questions and gain clarity to any concerns that they may have.

Managing transparency requires specific skill and therefore engages talent. As
Garsten and de Montoya (2008B) explain, organisational transparency is a double-
edged sword in that organisations are required to conceal as well as reveal.
Significant effort must be placed into what should be revealed and what should be
concealed (Garsten and de Montoya 2008B, 79). In other words, managing an
organisation’s transparency is a delicate balancing act requiring strategies that

maintain the credibility, capacity and general good reputation of the organisation at

18



the same time does not erode its ability to compete in an advantageous manner. In the
final analysis, organisational transparency means revealing what is sufficient to
maintain stakeholder trust and meet their demands and ensuring that the competition
is kept within the organisation’s boundaries. When we talk about transparency, new
ideas and concepts should be contained to the senior leadership until that concept
reaches its infancy and can be revealed to the wider organisation. However, the
senior leadership should ensure that they do not work independently but gain the
wider support of their respective leadership teams.

Essentially, a particular amount of performance and talent is necessary for drawing a
fair balance between “voluntary visibility” and “force scrutiny” (Garston and De
Montoya 2008B, 86). Specific techniques are therefore necessary for “assessing,
auditing and evaluations” (Garston and De Montoya 2008B, 86). Obviously
organisational performance, use of resources and how the organisation is meeting its
goals require assessing, auditing and evaluations. While leaders are required to have
the capacity or the talent to implement practices and policies for organisational
transparency, both staff and leadership are required to perform under both forced

scrutiny and voluntary visibility.

2.2.2 Transparency, Trust and Capacity

Trust and transparency are intricately connected to each another. Rawlins (2008)
used the 2007 Edelan Trust Barometer to measure and analyse employees’
perceptions on the connection between trust and transparency. As a result of
employing the Barometer, trust in businesses increased since 2002 and that was
directly attributable to both economic prosperity and an increase in organisational
operations (Rawlins 2008, 1). These findings emphatically support the contention
that organisations are required to be “more open and transparent with their
communication” in order to improve trust (Rawlins 2008, 1). This also confirms the
theory that when employees feel their leadership trust by sharing the organisation’s
vision and objectives, they will feel more loyal and deliver economic prosperity to the

organisation.

Farazmand (2004) explains that transparency, accountability and ethics are intricately
tied to capacity and quite simply, “capacity is trust” (17). Trust is built in an

organisation via “credibility, fairness, transparency, and accountability” and not just
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with respect to previous activity and conduct (Farazmand 2004, 17). By sharing the
objectives and priorities of the organisation it allows the employees to understand
what they need to focus on to achieve these objectives and lead to economic
prosperity of the organisation. The key is always to prevent wrongdoing and not to get

trapped in a practice where wrongdoing is punished. As Farazmsnd (2004) explains:

Transparency eliminates opportunities for corruption and closes
the doors to secrecy and abuse, and proactive accountability
mechanisms help serve as a strategic instrument in pursuit of

excellence and trust, and hence legitimacy (17).

An organisation needs to adopt a no blame culture in order for employees to feel that
they can perform and try new ideas in order to lead to the economic prosperity of the
organisation. If an employee feels that they can try new ideas this will lead to them
being given freedom to be more creative and constantly thrive within the organisation.
Organisations adopting no blame cultures are more successful, and that due to the
results of employees having the freedom to create and innovate, they constantly thrive

within the organisation.

In a comparative study conducted by Smith and Schwegler (2010) between non-
governmental organisations in the US and German, findings indicate that the US
organisations in particular connected accountability, openness and transparency (196).
One of the US respondents noted that from the broader stakeholders’ perspectives,

organisations were required to:

Have complete trust in our quality standards; they have to trust
us in doing what we say that we will do. Issues of transparency
and accountability, those are often used words, but they’re often

used because it’s so critical (Smith and Schwegler 2010, 296).

Taschereau and Bolger’s (2006) research study makes a significant connection
between transparency via trust and capacity building, and ultimately demonstrates
how transparency can be enhanced via talent and performance management. The fact
is, leadership requires talent to foster trust, knowledge and skill in promoting
organisational goals, objectives and values. Ultimately these leadership qualities are

cultivated by openness and clarity in operations.
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In this regard, Taschereau and Bolger (2006) identify the following salient features of

good and efficient organisational leadership:

1.

The ability to articulate the organisation’s vision and to persuade “individuals
and organisations to work together to pursue particular ideas or new
directions” (Taschereau and Bolger 2006, 13). This means that leaders must
have the ability to ensure that there is a free exchange of ideas and information
within the organisation. The best way to accomplish this is to foster an open

and transparent organisation.

The ability to strategize and to continuously look within the organisation and
outside of the organisation for opportunities and possible action. This takes
talent and performance skills. This means that if an organisation is managed
through talent and performance with a high level of trust and transparency,
opportunities and space for action will be more visible in the highly visible

organisation.

Identifying and using the knowledge, experience and commitment of
individuals and ensuring that they are motivated by corresponding
responsibilities and rewards (Taschereau and Bolger 2006, 13). It is thus a
natural conclusion that an organisation lead by those who reward performance
and identify talent through reward fosters transparency which the above study
says is enhanced when performance and talent is rewarded.

Identifying methods for harnessing knowledge and experience by “facilitating
conversations, creating a common language and shared agreements”
(Taschereau and Bolger 2006, 13). Implicitly, this leadership quality is
intricately tied to transparency since it speaks of knowledge and
communication. Both knowledge and communication have been determined

in the literature thus far, to be a prominent feature of transparency.

The quality of leadership is often linked to the ability to identify “acceptable
and realistic priorities” (Taschereau and Bolger 2006, 13) It therefore follows
that in a transparent organisation it is more likely that acceptable and realistic

priorities will be identifiable.
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6. The ability to manage relationships and to listen to different opinions and the
ability to facilitate dialogue and to reach agreement are among the salient
qualities of leadership. The ability to empower “others to act and nurturing
leaders throughout” the organisation are also salient leadership qualities

(Taschereau and Bolger 2006, 13).

7. The ability to manage tensions that will inevitably arise in the course of
sharing and exchanging ideas “and practices for joint action” while at the same
time “ensuring that there is sufficient space for divergent views to be
expressed” (Taschereau and Bolger 2006, 13). This particular leadership
speaks directly to enhancing transparency through managing talent and
performance. An open organisation that facilitates an exchange of ideas

captures the cultivation of talent and performance in a transparent setting.

8. The ability to mobilize, leverage and manage “human, material and financial
resources to support” the organisation’s activities is the final leadership quality
(Taschereau and Bolger 2006, 13). Transparency is enhanced because the
objective is to manage the entire organisation’s capital so that they support the
activities of the organisation. This would obviously require cooperation and

trust.

2.2.3 Talent Management and Its Impact on Performance

2.2.3.1 Talent Management

Organisations may fail or succeed as a result of talent. Silzer and Dowell (2009, p. 3)
have pointed out that it is important to assess whether an organisation has the talent
required to make important and effective decisions or use the available resources in an
optimum manner, how to create, innovate and how to compete and fulfil
organisational objectives. When talent is evaluated, its not so important that a single
leader has talent but whether this talent is sufficiently spread out in the organisation so
as to ensure that organisational strategies are implemented and organisational
challenges are met. Good leaders are able to use the talent they have for
organisational benefit. Not only do they know their talents, they are also aware of
others’ talents within the organisation and then enhance and maximize that talent

accordingly in order to gain the best outcomes.
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In its simplest form, talent management is being able to anticipate “the need for
human capital” and setting strategies for meeting those needs (Cappelli 2008, 1).
Talent management is not just about ensuring that employees develop and that they
are aptly replaced or promoted. Nor is talent management only about ensuring
employee job satisfaction. It is also and perhaps more significantly about supporting
an organisation’s end goals which is invariably about profits. In this regard, talent
management is more complex than the term suggests. It means responding to the
demands of stakeholders and keeping up with competition while under pressure to

maximize profits (Cappelli 2008, 3).

Talent management is about anticipating the organisation’s future strategy and
ensuring that management has the right talent available to meet the future demands.
If management does not then it needs to ensure that there is a proper plan in place to
meet those demands when they do arise. In other words, talent is directly connected to
transparency. It means having the resources to meet the organisation’s objectives and
the ability to show how those objectives have been made or explaining how the
organisation failed to meet those objectives. By setting an individual’s objectives at
the beginning of the year and ensuring that the person’s objectives are directly
correlated with the objectives of the line manager and the organisation, the individual
is made aware what he or she would need to focus on. By setting an individual’s
objectives at the beginning of the year and ensuring that the person’s objectives are
directly correlated with the objectives of the line manager and the organisation, the
individual is made aware what he or she would need to focus on. By devising a
mechanism for checking on the performance of that individual and ensuring that he or
she is on track to meet those objectives transparency within the performance
management system and ultimately the organisation is ensured. This is because the
monitored individual will know whether or not they are performing in a manner

consistent with the organisation’s expectations and requirements.

Kesler (2002) takes an interesting approach in talent management. He does so by
explaining the talent management of the New York Yankees and the Atlanta Braves
professional baseball clubs. These two teams according to Kesler (2002) ‘“have
competed brilliantly” and have done so “on the basis of deep bench strength and the
development of exceptional players in their minor-league organisations” (1). These

two teams have exhibited admirable talent management strategies by functioning
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under “relentless scouting, growing the most-talented farm teams and skilfully
managing he movement of players through the system” and always paying attention to
the bench’s depth (Kesler 2002, 1). The teams also hire the occasional veteran and
special talent to “fill specific gaps” (Kesler 2002, 1). This is a classic example of
anticipating the needs of a team now as well as in the future. A leader should know
what the strengths of his team are as well as concentrate on the competencies that
require developing and ensure that he puts the right resources in the team to
successful accomplish an objective or task that he has set out for his team to do. A
leader should always ensure that he understands where the gaps are and takes action
to fill those gaps otherwise this could seriously hinder the team being able to
accomplish their tasks. This is a classic example of anticipating the needs of a team
now as well as in the future. A leader should know what the strengths of his team are
as well as concentrate on the competencies that require developing and ensure that he
puts the right resources in the team to successful accomplish an objective or task that
he has set out for his team to do. A leader should always ensure that he understands
where the gaps are and takes action to fill those gaps otherwise this could seriously

hinder the team being able to accomplish their responsibilities.

Arguably, Kesler’s example of effective talent management demonstrates that talent
management is about ensuring that there is a connection between strategic goals and
what is required to fill those goals throughout the organisation. It means recruiting,
developing, rewarding and using talent appropriately. It also means ensuring that
there are willing learners and willing teachers within the organisation. The
management should ensure that they incentivise staff to perform and put the adequate

resources to ensure that they succeed.

According to Joyce (2009) talent management commences with “attraction” (123). In
order to get a candidate interested in an organisation it is important to have talent to
start with. By being transparent about the opportunities that are available within an
organisation as well as the talent that is currently there, an organisation will be able to
successfully recruit new talent. It will also incentivise and encourage existing talent
as they are given recognition by their management. The requisite talent will know
who to make the organisation’s attributes attractive to a candidate and that those
attributes are unambiguously “stated and communicated” (Joyce 2009, 123).

Ultimately, recruitment, development and retention of talent is the essence of talent
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management. Talent is not just about skills and gifts. It is about the individual’s
ability to grow. It encompasses ‘“knowledge, experience, intelligence, judgment,
attitude, character, and drive” (Briscoe 2008, 196). An individual should have the
will, the hunger and the ambition to want to grow within an organisation. It is these

attributes that the management will want to develop in their employees.

Talent management therefore engages the ability to take a “conscious, deliberate
approach” to “attract, develop and retain and retain people with an aptitude and
abilities to” efficiently and effectively meet the organisation’s present and future
needs (Briscoe 2008, 196). Beyond that, talent management requires the ability to be
flexible in terms of responding to complicated operational environments and ongoing
as well as anticipated and unanticipated changes. It also means the ability to create
and maintain a “supportive, people oriented organisation culture” (Briscoe 2008,
196). The management should ensure that they develop a nurturing environment

which encourages people to want to perform.

In the final analysis, talent management is intricately tied to the organisation’s
challenges, strategies and objectives. More specifically, organisations require
sustained effort for coordination among its different units to the extent that there is
sustained cooperation, collaboration and synchronisation. Moreover, in such an
environment change is automatic. In order to meet the demands of this kind of an
environment that is constantly confronted by change, the organisation requires
innovative, confident, experienced and perceptive employees at all levels of the
organisation. It is possible that the level of talent will correspond with the level of
responsibility each employee has. The key is always to ensure that all gaps are closed.
This kind of organisational management is talent management. The management
should ensure that they have the right people at the right place doing the right jobs
within the organisation. Individuals should enjoy and thrive at what they doing if

they want to ensure success.

2.2.3.2 Performance Management

According to Mitchell (2007) performance management works in tandem with
performance measurement. As Mitchell (2007) explains:
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Performance measurement is the process of assessing progress
toward achieving predetermined goals, while performance
management is building on that process adding the relevant
communication and action on the progress achieved against these

predetermined goals (1).

The US Office of Personnel Management (n.d.) describes performance management
as a “systematic process by which an agency involves its employees” in their capacity
as both “individuals and members of a group” for the improvement of the
organisation’s ability to effectively accomplish its goals and objectives. In this
regard, performance management involves “setting expectations” and ‘“planning

work” (U.S. Office of Personnel Management, n.d.).

Performance management also means continuous monitoring of performance and
creating an environment in which there is a capability for performance. Rating and
rewarding are also important functions in performance management (U.S. Office of
Personnel Management, n.d.).

Becker and Gerhart (1996) argue that in an economic climate where globalisation,
market deregulation, shifting consumer and investors’ demands and competition has
made performance management a pivotal part of organisational success. In order to
effectively compete in this economic environment, organisations are required to
enhance performance by “reducing costs, innovating products and processes” as well
as making improvements in quality, “productivity and speed to market” (Becker and

Gerhart 1996, 779).

Dimovski and Skerlavaj (2008) argue that organisational performance is intricately
tied to organisational learning (147). In this regard, organisational learning is a
“process that involves transforming information into knowledge” (Dimovski and
Skerlavaj 2008, 148). When one looks at the operational definition of performance
the connection between organisational performance management and learning
management is obvious. Organisational performance management is about focusing
on both non-financial and financial indicators. This means focusing of capital flows
in terms of expenditure and income as well as human capital in terms of the operation

of the organisation. It is also about applying a broad focus on all stakeholders and
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applying attention to both present and future performance rather than simply focusing

on past performance as an indicator (Dimovski and Skerlavaj 2008, 150).

Vesset and McDonough (2009) asserts that organisational performance management
is more effective when managed with ‘business intelligence”(1). Business
intelligence is becoming more and more important because of the recent economic
crisis. As a result organisations are looking for ways to keep customers, intelligently
spend funds and use capital, budgeting and keeping abreast of regulations (Vesset and
McDonough 2009, 1). In this regard, performance management requires business
intelligence because it relates not only to internal performance but the performance of
the organisation as a unit. That is why objectives for individual performance should
be consistent with the business objectives so that the individual is not wasting time

working on a task that may not necessarily benefit the organisation.

According to Wade and Recardo (2002) organisational performance management
requires focus on strategies (17). It involves planning marketing strategies for how
the organisation will market its products and services. It is also about how the
organisation will distribute its resources as well as setting “the context for everything
from performance measures to corporate-wide initiatives” (Wade and Recardo 2002,
18).

Ultimately concepts of organisational performance management takes the position
that all individuals within the organisation have an important role to play in the
success of the organisation, particularly with respect to its ability to meet its
objectives and remain or become competitive. This means taking account of the role
that employees play within the wider framework of organisational culture. This
further supports the theory that the management should be aware of the talent that
they have as it is that talent that will ensure that the organisation remains competitive.
An organisation can only succeed with one very crucial element and that is human
capital. The management should ensure that this vital resource is given the tools in
order to perform and ultimately succeed. If you do not nurture the organisation’s
human capital then the organisation will find it very difficult to retain their talent as
they will look for new and better opportunities elsewhere. It is not just about an
employment contract. It is also about a moral contract. It engages concepts and

ideologies that encourage commitment and loyalty as well as cooperation and
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harmony. Individuals within an organisation will feel loyal to that organisation if they
are treated with respect, if they are developed and if they are given the necessary tools
in order to effectively accomplish their jobs. Organisational performance management
takes the position that it is not just about meeting organisational and individual
responsibilities, but about doing so as best and as efficiently as possible. In this
regard, organisational performance management engages intelligence, talent and

transparency as performance measurements will invariably entail accountability.

Miller (2008) expresses the view that organisational success is more likely when there
IS a strong organisational culture. This invariably means ensuring that the organisation
has the parts necessary for building and sustaining a strong culture. It will therefore
ensure that the organisation has a working environment that will improve both
individual and organisational performances (Miller 2008, 81). Looked at in this way,
organisational performance management is consistent with Zammuto’s (1982)
perspective that organisational performance management is more profoundly
characterized as “judging effectiveness” (1). When outsiders believe that an
organisation is performing efficiently, honestly and effectively they will continue to
do business with that organisation and start doing business with that organisation if
they can avail themselves of the organisation’s services or products (Zammuto 1982,
1). If more stakeholders invest in the organisation, it will enhance the reputation of
that organisation in the community as well as globally. This in turn will lead the
organisation to be able to successfully recruit more talented individuals as these
individuals are constantly on the lookout for new opportunities in organisations that
have a good reputation for being transparent, for being a good employer and for

developing its employees.

In order to manage an effective and efficient organisation based on its performance,
managers are required to establish a system for appraising and evaluating individual
and collective performance (Bruns and McKinnon 1992, 17). Performance appraisal
and evaluations are important for measuring and assessing performance, to make a
connection between “individual performance” and “organisational goals” (Bruns et al
1992, 17). 1t is also important for fostering improved capacity and “growth of the
subordinate” employees (Bruns et al 1992, 17).
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Essentially, performance management is a by-product of all aspects of organisational
management techniques. It engages talent, transparency, productivity, organisational
goals and organisational culture in general. Performance when measured will
determine whether or not the organisational is accountable, capable, efficient,
effective and has the skills and talent necessary for improving or sustaining
effectiveness. Performance marks the past and shapes the future of all organisations
and if managed correctly can help organisations predict change and how to respond to
change quickly and efficiently.

2.2.4 Transparency, Talent and Performance Management

Talent and performance management have emerged as a mainstay of organisational
transparency. Increasingly stakeholders demand increased organisational
accountability relative to both intellectual and human capital. In this regard, concepts
of innovation, capacity, creativity, knowledge, intellect and commitment have become
synonymous with organisational strategies, operations, finance and marketing. These
issues are very much in the forefront and as such require responding to shareholder,
investment analysts, community, employees and other stakeholders’ concerns and

questions (Boudreau and Ramstad 2002, 4).

O’Driscoll, Sugrue and Vona (2005) argue that learning is emerging as a significant
component of organisational development and its ability to harvest and sustain
individual and organisational talent necessary for creating a “competitive advantage,
increase efficiencies, and improve bottom-line results” (70). If efficient functioning is
aligned with organisational transparency, it is obvious that managing talent and
performance is vital to improving the efficiency associated with organisational

transparency.

In a 2004 study conducted by IBM’s Global CEO, findings indicated that more and
more CEOs are turning their attention to increasing growth, facilitating transformation
and improving and heightening productivity. Essentially, CEOs are increasingly
becoming aware that developing employee’s talent and improving their performance
is the key to achieving their goals. At least 75 percent of the CEOs surveyed in the
IBM study expressed the view that educating employees and employee education in
general is “crucial for future enterprise success” (O’Driscoll, Sugrue and Vona 2005,

70). This is because if an employee feels that the organisation is taking the time to
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nurture and develop them they will feel that they can have a future within that
organisation. By the leadership investing in the employees, it gives the employees the
impression that the company cares about them and wants to invest in their future.
Transparency can be enhanced through talent and performance management because
an organisation that focuses on employee learning and performance naturally operates
in an integrated environment where information, ideas and opinions are openly shared
(O’Driscoll, Sugrue and Vona 2005, 74). By creating that sort of nurturing
environment, it encourages the employee to perform to his or her maximum. This

creates a very productive working environment.

Pfeffer (1995) maintains that an organisation’s success emanates from the
management of people (55). Drawing on this assumption, if people are recruited on
the basis of their talent and performance ability, they will be easier to manage.
Moreover, if people are relatively easy to manage, organisational transparency is
enhanced. The logical conclusion is that if employees are talented and have high
degrees of performance capacities, the level of trust and confidence in these
employees will naturally follow. When employees are trusted and there is reciprocity
in trust among the organisation’s chain of command a spirit of interdependency,
sharing and inclusion naturally follows so that organisational transparency is
heightened. This in turn will lead to increased productivity in the work place and buy

in from the employees.

Quinn, Anderson and Finkelstein (1998) argue that for any organisation to be
successful, it is required to capitalize on its “intellectual and systems capabilities”
rather than on its “physical assets” (87). The ability to manage the intellectual and to
transfer it to a useful and effective product and service is an essential organisational
skill. The benefits of managing this kind of talent are obvious. It is manifested in a
wide variety of services, but more importantly it exemplifies organisational values via
organisational conduct such as development, research, design, marketing, logistics

and management systems (Quinn et 1998, 87).

Drawing on the argument put forth by Quinn et al (1998), it therefore makes sense
that managing talent is essential for composing a framework for organisational
transparency. If talent such as intellect is managed it will ensure that intellectuals

within an organisation are well placed to devise a system for organisational
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transparency that is not only consistent with the organisation’s values, but is such that

it is clearly understood and followed by members within the organisation.

Harstad (2007) maintains that managing talent is the key to accomplishing
organisational transparency (2). As the argument goes, if an organisation was not
committed to hiring and retaining the best talent available, virtually all responsibilities
would fall to the CEO. This means that there would be no need for transparency as
leadership would be centralized to a single actor. However, if an organisation was
committed to hiring and retaining or even building talent, responsibilities and
decision-making would automatically be distributed throughout the organisation. As
a result of shared responsibilities, the internal organs of the organisation would be run
in an open and shared way. The information would be there for all within the
organisation to know (Harstad 2007, 2). This reduces the risk of corruption in the
workplace. This is because if there is transparency and openness in the workplace
where a number of players are trusted with important and confidential information, it

will be very difficult for people within the workplace to act in an unethical manner.
Blass (2007) defines talent management as:

Additional management processes and opportunities that are
made available to people in the organisation who are considered
to be “talent” (5).

Talent can mean different things to different organisations, but essentially it refers to
persons within an organisation who are capable of high performance and it is those
people that talent management will close in on. How management motivates or fails
to motivate this kind of talent in an organisation is referred to as talent management.
For some organisations, talent refers to hard to obtain skills (Blass 2007, 6). An
organisation should therefore ensure that it develops a nurturing environment in the
workplace where employees are encouraged to develop themselves. With an

organisation investing in the employees they will feel motivated to perform.

In any event, talent management typically involves a system of developing or
sustaining talent and the provision of opportunities for obtaining or developing talent.
An organisation should constantly be searching for new talent as well as work

towards retaining existing talent. Blass (2007) notes that:
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Transparency can increase as the talent management system
becomes embedded and culturally accepted within an

organisation (7).

Arguably, this is because as the organisation encourages and motivates talent within
the organisations, more and more employees will be able to develop talent with the
result that responsibilities and consultation takes place in more involved way. As
talent spread throughout the organisation, greater participation in the decision-maker
process is likely to follow. When decision-making and consultation is decentralised,
there is more democracy and as a result greater transparency within the organisation
which in turn leads to more ethical behavior within the work place. Employees will

feel obliged to work in a responsible manner.

Performance management is tied to talent management as it relates to the human side
of the organisation. It can mean coping with and managing internal concerns or it can
mean meeting the demands of the organisation’s stakeholders (Halachmi 2005, 502).
Regardless, performance is a very visible commodity and has no real consequence if it
is not conducted openly. In other words, an organisation’s performance either as a
whole or on the part of its employees and/or executives has little meaning if it is done
in secret. An organisation should ensure that they conduct themselves in an open
manner and ensure that they share their performance results and objectives with the
staff as well as with stakeholders, partners and customers. Therefore, since the
organisation’s performance will reflect on the organisation as a whole, managing

performance will only function to enhance organisational transparency.

Essentially, organisations want more revealing about their effectiveness, to be a top
quality. It therefore follows that organisations can enhance transparency by
improving its performance. Logically, if performance is top quality, organisations
would be more likely to ensure that it is well known. On the flip side, if organisations
want to obtain a reputation for high performance they will ensure that members of the

organisation are quality performers.

As with talent management, if and when more and more members of the organisation
become high performers, responsibilities, consultation and decision-making is shared

within the organisation. In other words, managing performance is likely to create a
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more open organisation where information and responsibilities are shared creating a

far more decentralised system. The result is a more transparent organisation.

Managing performance and talent is all about managing results and in each case it
courts and invokes accountability (Moynihan 2006, 78). The fact is it requires putting
in place a system for identifying talent and performance and commands that those
who perform or underperform undergo some form of accountability. For instance
those who underperform must account for failure to perform whereas those who
perform at a high level ought to be rewarded for high performance. Moreover, a
system of compliance is typically implemented with the expectation that those with
specific talent should perform to a certain standard and those who should produce a
certain level of performance meet that quota in a specific way. It therefore follows
that managing performance and talent automatically calls attention to some form of
enhanced transparency. The leadership in the organisation should set very clear
objectives to the whole organisation the way it intends to operate. They should ensure
that all employees understand the importance of transparency and that they all comply
with the rules of the organisation. There should be no leeway for any employee to
feel that they can act in a way that could lead to the organisation being negatively
impacted. That is why an organisation should ensure that they make it clear to
employees what they can or cannot do. By highlighting the rules, it ensures that
employees are obliged to work and act in an ethical manner which in turn means that
they will not damage the reputation of the organisation. By an organisation stating to
employees what they can or cannot do means that they are being transparent with the
employee on what is expected of them if they choose to continue to be employed

within that organisation.

2.3 Conclusion

The conceptual framework for the research method is derived from the literature. The
literature reveals that conceptually, transparency is aligned with trust. An open and
frank organisation essentially cultivates the impression that it has nothing to hide from
its internal members and from the public and other classes of stakeholders. An
organisation that effectively manages talent and performance is more likely to be open
as it is more likely to be efficient and productive. Moreover, an organisation that

effectively manages talent and performance and does so fairly is more likely to
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generate trust and job satisfaction among its employees. In turn those employees will
function as good ambassadors of the organisation and thereby fostering cooperation

which translates into trust and confidence.

Drawing on this conceptual framework the researcher uses this information to collect
data by virtue of the surveys distributed and the informal interviews. The goal is to
determine whether or not perceptions of transparency can be linked to trust and
whether or not both trust and transparency correlates to talent and performance
management among a random population sample in Dubai. The responses of the
random population will provide robust evidence of whether there is a sufficient link
between organisational transparency and talent and performance management in
Dubai.

This conceptual framework forms the basis for conducting the empirical research
study in Dubai’s organisations. The results of the surveys and interviews are used to
determine whether or not, based on the sample population studied, best practices
relative to transparency, talent and performance management are being used in
Dubai’s organisations and whether or not those organisations are amenable to change

and improvement.

In the context of the conceptual framework, the results of the surveys and interviews
conducted can help to determine what perceptions of trust are within Dubai’s
organisations and whether or not those perceptions of trust are directly linked to
organisational transparency. Specifically, the results of the surveys and interviews
will determine whether or not organisational transparency and trust are also deduced
from organisational management of talent and performance. Drawing on the
conceptual framework deduced from the literature review, the researcher will be able
to determine whether or not organisational transparency in Dubai’s organisations are
sufficiently linked to trust and more especially, talent and performance management.
Once these determinations are made, it will be possible to devise a model by which
organisational transparency can be enhanced in Dubai’s organisations via talent and
performance management. At the very least, the results of the survey will identify

areas for further research in enhancing organisational transparency.
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CHAPTER 3

RESEARCH METHODOLOGY

3.1 Introduction

This research investigated whether or not talent and performance management can
enhance organisational transparency in Dubai. Therefore it was necessary to
determine what is meant by organisational transparency and what significance
organisational transparency has for organisational success. It was also necessary to
determine the significance of talent and performance to the organisation’s success in
general and how those two factors are connected to organisational transparency. Each
of these factors is investigated against organisation culture in Dubai. The research

questions that guided this study were therefore constructed around these issues.

3.2 Research Obijectives

e Investigate the significance of transparency in fostering success in
organisations

e Examine the role of transparency in the effective management of talent

e Examine the effectiveness of current practices in talent management and
identify best practices and their impact on the success of organisations
operating in Dubai.

3.3 Research Design

This research was therefore organized around the collection of data and evidence
calculated to investigate how organisational transparency can be enhanced by talent
and performance management and how this hypothesis is relevant to organisational
transparency in Dubai. Ultimately the research methods were intended to support the
research effort to examine the links organisational transparency and talent and
performance management and to tie that link to organisations in Dubai. The research
aims to contribute to the improvement of organisational success in Dubai by first
investigating the benefits of organisational transparency to organisational success and
secondly, how talent and performance management can enhance organisational
transparency. Thirdly, to contribute to the improvement of organisational success in

Dubai by applying the data collected on organisational transparency and the cause-
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effect linkage between organisational transparency and talent and performance
management. Research methods were therefore required to conduct an investigation
of organisational transparency and talent and performance management generally.
Research methods were also required to engage in the collection and examination of

data relevant to Dubai’s organisational culture.

This research study was based on a mixed methods approach in the investigation of
the primary research question and the secondary research questions. Researchers have
come to accept that using a single approach to research methods could produce biased
results (Creswell 2009, 14). In other words, researchers could simply only produce

results that are consistent with what they hope to prove.

Since this research aims to examine more than one hypothesis and seeks to establish a

link between the two main variables, therefore a mixed research method was used.
The hypotheses examined in this paper are:

H#1:  Talent in Government and Semi Government sectors will significantly

influence the degree of Transparency in Government and Semi Government sectors.

H#2: Performance in Government and Semi Government sectors will significantly

influence the degree of Transparency in Government and Semi Government sectors.

H#3: Talent Development in Government and Semi Government sectors will
significantly influence the degree of Communication in Government and Semi

Government sectors.

H#4: Performance Objectives in Government and Semi Government sectors will
significantly influence the degree of Communication in Government and Semi

Government sectors.

H#5: Talent Development Quality in Government and Semi Government sectors will
significantly influence the degree of Trust in Government and Semi Government

sectors.

H#6: Performance Appraisal in Government and Semi Government sectors will
significantly influence the degree of Trust in Government and Semi Government

sectors.
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The research is designed to examine the link between organisational transparency and
talent and performance management and its impact on organisational success, which
iIs why a mixed research method is more suitable to this intent. The research is
considered an exploratory exercise; since a single investigation for this subject will be
inadequate to illustrate the relationship between the 3 factors. Therefore additional
approach has been conducted besides the survey which is the focus group for

demonstrating the linkage.

3.3.1 Secondary Research

As an exploratory exercise this research was calculated to provide insights into
organisational transparency and for gathering data for application to organisational
success in Dubai. The research methods were therefore commenced by gathering data
for preliminarily identifying possible variables or factors relative to organisational
transparency. The research then moved into what can be characterised as a
descriptive study for defining and setting out the key variables relative to

organisational transparency and talent and performance management.

The literature was important for analyzing the theories and assumptions relative to
organisational functioning and effectiveness and more especially transparency
through talent and performance management. The sources were therefore comprised
of academic articles espousing the theories and assumptions giving rise to this
dissertation’s hypotheses. Empirical studies found in the literature were used to
support and test these hypotheses for the purpose of establishing a cause-effect

linkage.

Specifically the researcher endeavoured to determine the extent to which
organisational transparency is enhanced by talent and performance management. This
aspect of the research was determined by a qualitative research of the literature.
Insight was gained into organisational transparency and its link to talent and

performance management in Dubai’s organisation by virtue of empirical evidence.

This was followed by a quantitative study which involves the collection of empirical
data specific to Dubai’s organisations to test the hypotheses variables and
relationships in terms of cause-effect linkages in Dubai’s organisations. The
collection and analysis of this kind of data is therefore entirely suited to a mixed
methods research approach.
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3.3.2 Primary Research

The mixed method research was useful. The data collected out of the qualitative
research method was fair enough to know exactly the characteristics of the population
that was used in the quantitative research method. It also provided valuable insight
into the gaps in the literature and what areas of research could be supported or
disproved by virtue of more empirical research studies. Essentially the quantitative
and qualitative research methods can be used to compliment or reinforce each other
(Creswell 2009, 14). Primary research consisted of the data that was gathered during
the course of this study which could then be analysed and discussed in the light of the
researches conducted earlier to attempt to reach clear conclusions. The methods
employed for the conduct of both the types of primary research, qualitative and

quantitative will be elaborated upon later in this chapter.

3.4 Hypotheses

The secondary research conducted earlier, presented in chapter 2 not only highlighted
the gaps existing in the available literature, but also yielded information which led to
the formation of the following hypotheses:

H#1: Talent Management in Government and Semi Government sectors will
significantly influence the degree of Transparency in Government and Semi

Government sectors.

H#2: Performance Management in Government and Semi Government sectors will
significantly influence the degree of Transparency in Government and Semi

Government sectors.

H#3: Talent Development in Government and Semi Government sectors will
significantly influence the degree of Communication in Government and Semi

Government sectors.

H#4: Performance Objectives in Government and Semi Government sectors will
significantly influence the degree of Communication in Government and Semi

Government sectors.
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H#5: Talent Development Quality in Government and Semi Government sectors will
significantly influence the degree of Trust in Government and Semi Government

sectors.

H#6: Performance Appraisal in Government and Semi Government sectors will
significantly influence the degree of Trust in Government and Semi Government

sectors.

To investigate whether these hypotheses are correct or not, suitable research tools

were required, the details of which are presented below.

3.5 Research Tools

The research required the designing and construction of one survey questionnaire
divided into four main categories of questions that were designed to collect data that
could help in evaluating respondents’ views of and perception on the enhancement of
organisational transparency via talent and performance management in Dubai. The
questionnaire was adopted from The Gallup Organisation, this organisation is
specialise in human nature and behaviour for more than 70 years, in the past couple of
years their focus was on Transparency, Talent and Performance, which they have

worked with many international organisation to measure this three areas.

The questionnaire was linked to the literature review and was picked based on the
main influence and study on the three areas. It aimed at soliciting information relative
to the worker’s attitudes toward interdependence. The questionnaire was also
designed to focus on whether or not talent and performance is rewarded and cultivated

within the organisation.

Each of the questionnaires comprised 15 questions in three specific categories. The
first category was transparency, the second category was talent management and the
third category was performance management. The 5 point scaled questions were
categorically in that the respondents were required to choose responses ranging from
“strongly disagree” to “strongly agree”. By taking this approach the researcher was
able to not only determine whether or not organisational transparency corresponds
with performance and talent management, but to what degree if at all. These
questionnaires provided robust data in that they provided direct evidence of the level

of trust and transparency in Dubai organisations and whether or not there is an
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appreciable link to talent and performance management. These questionnaires also
provided opinions from the non-management perspective and as such are believed to
provide unbiased data as management may be swayed by self-serving agendas in
response to the questions. After all, the questionnaires targeted management

practices, policies and outcomes.

The survey/questionnaire was divided into 4 main categories; these categories will

help analyze obtained findings (Refer to Appendix 3: Survey Categories)

1. Demographic Data: The questionnaire consisted of identifying the person
answering the survey; the variables are gender, marital status, age and
education level, number of years worked in the organisation, job status,
sector and nationality. They range from two points to six points depending
on the question level.

2. Organisational Transparency: This variable was the dependent variable,
which evaluated the level of trust and communication of the employees in
the Dubai government/ semi government organisations and it measured the
variable using a five different scale levels (strongly agree, agree, undecided,
disagree and strongly disagree) and it consists of 16 questions and its covers
2 main factors.

e Trust: Is defined whether the employee has confidence in the
organisation. This covers around 8 questions

e Communication: The individual in the organisation can exchange
and share information and vice versa. This is highlighted in 8
questions

3. Talent Management: This variable is the independent, it evaluates how
advanced is the Talent strategies in Dubai government and it measured by
using a five different scale levels (strongly agree, agree, undecided, disagree
and strongly disagree) and it’s consists of 15 questions and its covers 2 main
factors.

o Development: It indicates the level of training and retention
available in the organisation. This covers around 9 questions.
e Quality of development: It refers to the process of quality of career

progression and training quality that the individual feels that had
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been provided to him/her in the organisation. This is highlighted in
6 questions
4. Performance Management: This variable is the independent, it evaluates
the level of performance techniques available in the Dubai government/semi
government and it measured by using a five different scale levels (strongly
agree, agree, undecided, disagree and strongly disagree) and it’s consists of
15 questions and its covers 4 main factors.

e Objectives: The degree to which the organisation management has
understandably communicates its objectives to its employees. This
covers around 2 questions.

e Key Performance Indicators (KPIs): The level to which the
organisation reflects the critical success factors of an organisation to
its employees. This covers around 5 questions.

e Targets: The extent to which the organisation has clearly
communicated the set performance targets for its employees This is
highlighted in 2 questions

e Appraisal: The amount to which the managers define the
understanding and the result of the targets to their employees and
whether were they fairly conducted. This is highlighted in 6

questions

Privacy was of great importance here. The surveys were blind items in that, the
respondents completed the surveys anonymously and no personal identifiers were
used. The participants were assured of privacy and that the research results were
being used for academic research which could benefit the transparency policies and
practices of Dubai organisations. The research takes the position that the
questionnaires were justified on the grounds that they can be beneficial to those who

participated in the surveys.

3.6 Sample

The sample for this research consisted of employees of both genders in the age group
of 25- 35 years who worked in various departments for the government of Dubai as
well as in semi-government organisations. The age group was chosen because

informal talks with potential respondents conducted revealed that the maximum
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interest in participation in this research was shown by the respondents in this age
group. While respondents from an older age group also showed interest, they were not
included so that age would not become a factor affecting results and thus error would
be minimized on this account through their exclusion. The sampling was random
sampling with the sample being selected from email lists and respondents’ willingness
to participate in this research playing a major role in respondent inclusion. The sample
size was of 135 respondents; all were young Emiratis, as indicated from the answers
in the age group and nationality section in the survey, based on that the survey was
filtered. The size of the sample depended upon respondent availability as well as their
interest in participation in the study. It was desired also that the sample size be small
enough to be manageable and yet large enough to make the data generated and its
findings meaningful and capable of being generalized for the larger population.

To garner data, a questionnaire was developed and the web link was distributed to
about 200 employees from top, middle and bottom management in government sector
(7 organisations) and semi government (5 organisations) in Dubai region, these
employees were randomly selected and surveyed in order to examine the hypotheses.
The questionnaire intended was to evaluate the level of the government employee
transparency, talent and performance towards their organisation. We have received
from the 200, 135 completed and filled the questionnaire; the collected data was
organized and prepared before being entered into the SPSS (Statistical Procedures for
Social Sciences) to analyze the data and then interpret it with the purpose to prove the

hypothesis enlisted earlier in this chapter.

3.6.1 Description of the Sample

After receiving the 135 surveys from the government and semi government
employees working in Dubai region, the researcher needed to verify and analyze the
type of people who answered the questionnaire, to do so we inserted the questions and
the answers in the SPSS, and the below table was generated, this helped us to
understand and know the sample population characteristics

The purpose of this is to identify the first phase of our study, which is the
demographic data of the questionnaire; it will help to answer questions like:

e How many males answered the questionnaire?
e How many females answered the questionnaire?
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e How many are married and how many are not?
e What was the highest level of education?
e What is the employee’s job status?

Table 3.1

Description of Study Sample

Classification

Gender

Education

Age

# of years in
org.

# of years in
job

Job Level

Nationality

Sector

Male

47

Female

85

Less than high
school

High school

College degree

26

Graduate degree

55

High Diploma

27

Masters and above

22

Less than 25

27

25-35

88

36 — 46

20

47-57

58 or above

1 year or less

29

2-7

81

8-13

19

14-19

20 years or above

One year or less

33

2-7

79

8-13

19

14-19

20 years or above

Junior

41

Middle level

72

Senior level

21

UAE National

131

Non UAE National

Govt

75

Semi — Govt

59

Total

135

135

135

135

135

135

135

135
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3.7 Research Procedure

This research used what is referred to as a transformative mixed method. Creswell
(2009) describes the transformative research method as a theoretical approach which
is used as “an overreaching perspective within a design that contains both quantitative
and qualitative data” (15). This approach:
Provides a framework for topics of interest, methods for
collecting data, and outcomes anticipated by the study (Creswell

2009, 15),

In this regard, the research combined both quantitative and qualitative approaches.
The qualitative research method was derived from desk top searches. In other words a

number of resources were examined for relevant material.

3.7.1 Qualitative Research

A secondary analysis was conducted by virtue of informal interviews, asking a
number of randomly chosen individuals who were UAE nationals, both genders, age
25-35, working in Dubai government and semi government organisations, of their
thoughts and prospective in enhancement of organisational transparency through

talent and performance management in Dubai.

The focus group invitation was sent to 25 individuals, the sessions were divided into 3
different days, 10 members for the first two days and 5 for the third day, 16
individuals in total attended the group discussion; 7 attended the first day, 6 the
second day and 3 the third day, Their opinions and inputs vary between who realised
the link between the transparency, talent and performance management and who
didn’t.

The 3 main questions that was focused in the session:

1. Does Organisation Transparency enhance Talent and Performance
Management?

2. Is there is a link between Organisation Transparency and Talent
Management?

3. Do you see a link between Organisation Transparency and Performance
Management?
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The qualitative data obtained as a result of focus groups in a random sample
population is intended to determine overall confidence in organisations. The focus
groups were organized to determine what the general public expects of an
organisation in terms of transparency and competency. The results of this random
interview ascertained whether or not public trust in organisation was connected to
talent and performance and in what ways. The qualitative data obtained thus, added to

the quantitative findings would help generate a more complete picture of the issue.

3.7.2 Quantitative Research

The quantitative research was derived from the collection of data. The set of data was
collected by virtue of the distribution of one questionnaire for a primary analysis
targeting UAE nationals of both genders and ranging in ages from 25-35. This sample
population was comprised of workers in Dubai’s government departments and semi-
government organisations. The survey was conducted by a questionnaire that was
distributed online and responses were collected online, both through
Freeonlinesurvey.com. This would assure respondents about the confidentiality of
their responses. The questions were also designed to determine whether or not the
respondents within these organisations viewed transparency as something that should
be mandated rather than managed via talent and performance. Ultimately the
questionnaire was aimed at soliciting information relative to the worker’s attitudes
toward interdependence. The questionnaire was also designed to determine whether or
not talent and performance is rewarded and cultivated within the organisation.

3.8 Ethical Considerations

The only ethical considerations are privacy. Ethical considerations were of
confidentiality. In this regard, the participants were assured that they will not be
identified in the research study and they were informed that the interviews were being
conducted for an academic research project. The participants were fully informed that
they had the option to refuse to participate in the interview. They were also informed
that participating in the interview could benefit them in the long run since it could
provide a foundation for change where necessary or it can identify further areas of

research for the good of organisational transparency in Dubai.
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CHAPTER 4

DATA ANALYSIS

4.1 Introduction

As part of analysing the research respondents’ personal view with regards to the
significance of organisational transparency, from the perspective of enhancing the
talent and performance management in Dubai, and finding ways of how to enhance
organisation transparency through talent and performance management, this chapter is
divided into two major sections which aims to discuss the quantitative and qualitative

analysis of the research findings.

With regards to the online research survey findings, this chapter will consider several
measurement techniques used in quantitative research method known as the
percentage based on the use of simple statistics, the Likert scale analysis in terms of
analyzing whether or not the online research respondents strongly agree, agree,
disagree, or strongly disagree with each of the given questions pertaining to the
significance of organisational transparency with the enhancement of talent and
performance management in Dubai, and Statistical Procedures in the Social Sciences
(SPSS) computation.

A computer software SPSS was used to examine statistical inputs on quantitative data;
it is used for complex estimation and to analysis numerical records from a survey. Its
main area is to determine the relation and the effect of a variable or a factor with
another. In this research the Global Reliability, Correlation Analysis and Linear
Regression tests were conducted to verify and measure the strength of the relationship

between the variables.

The second method was qualitative research findings where the inputs of focus group
was analyse in a strategic ways on how researcher can effectively analyse the
qualitative research findings that minimizes the risk of developing bias judgment will

be tackled in details.
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4.2 Quantitative Analysis — Online Survey

4.2.1 Overall Analysis

Likert scale method is a type of ordinal measurement that was used in the

measurement of the online research respondents’ attitude to each of the given
questions related to organisational transparency, talent management, and performance
management. As part of the five major categories of the online research respondents’
responses from strongly agree = 5 to strongly disagree = 1. When using the Likert
scale method, Jamieson (2004) explained that statistical data should be computed
using either mode or median when measuring the central tendency of the figures to

avoid manipulating the ordinal data.

In line with this, a total of 135 randomly selected online research respondents
voluntarily agreed to participate in this study. Most of the online survey respondents
have been working in middle management (53.7%), senior management (15.7%), and
junior management (30.6%) between 2 to 7 years in their current work position. Out
of the total online survey respondents, 97% and 3% were UAE nationals and Non-
UAE nationals respectively who are currently working in Dubai government (56%)
and semi-government organisations (44%). Because of the long-term exposure of the
online research respondents in terms of working in Dubai government and semi-
government organisations, the online research respondents are considered highly
qualified in terms of providing their personal opinion with regards to the impact of
organisational transparency in enhancing the talent and performance management in
Dubai.

Majority with 64.4% of the total research respondents are female whereas the
remaining portion is composed of male respondents who were UAE nationals and
were currently employed in Dubai’s government departments and semi-government
organisations. This study assumed that individuals who were working in Dubai’s
government departments and semi-government organisations between the age
brackets of 25 to 35 were the ones who were more vocal about the significance of
organisational transparency on talent and performance management in Dubai. This
assumption is confirmed by the quantitative results given that majority with 65.2% of

the total research respondents belong to the said age group. Other online research
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respondents either belong to age group of less than 25 years old (20%) or between 36
to 46 years old (14.8%).

The questionnaire was divided into 4 main categories, general information,
Organisational Transparency, Talent and Performance Management. The average
score for transparency was 46.1%, and the result for talent management was 56.9%

and for performance management was 53.4%.

Figure 4.1
Transparency, Talent and Performance Average Score
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4.2.1.1 Talent Management

Most of Dubai government and semi-government organisations’ employees enjoy the
benefit of career improvements as a result of incorporating the importance of learning
in work practices. Based on the Likert scale descriptive analysis, majority with
35.82% and 37.31% of the online research respondents revealed that they agreed and
strongly agreed that they had the opportunity to learn from their co-workers who were
more skilled than they were apart from utilising their own individual academic skills

and personal experiences at work (Refer to figure 4.2)

As a result of job rotation practices and the provision of training services, majority
with 43.28% (agree) and 16.42% (strongly agree) of the research respondents that
they are confident enough that they are able to improve their skills while working in

Dubai government and semi-government organisations. In relation to improvements

49



in skills and talents, majority with 41.79% and 13.43% of the research respondents
agreed and strongly agreed that they were often placed in situations wherein they
could develop their individual talents within the workplace. In fact, the management
was exerting extra effort in searching for ways on how they could recruit and retain

individuals with special skills.

Apart from having the opportunity to work under less management control, workers
employed in Dubai government and semi-government were also given the opportunity
to be promoted at work because of their exceptional talents and skills. Although
majority with 31.82% of the research respondents had neutral perception when it
came to job promotion, 22.73% revealed that they had experienced being promoted at
work. For some reasons, 24.24% and 15.15% of the research respondents disagreed
and strongly disagreed that improvement in talent was enough to provide them the
chance to be promoted in the workplace.

Figure 4.2
Talent Graph Results
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4.2.1.2 Performance Management

With regard to workers’ performance, the management in Dubai government and
semi-government organisations believed that optimum performance was not always
possible. For this reason, employees were given the opportunity to report cases

wherein they couldn’t perform the task being assigned to them. As part of taking
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partial responsibility for workers’ inability to perform, the management immediately
comes up with effective solutions to avoid the adverse effects on the overall team’s

performance.

When measuring employees’ performance, majority with 33.33% and 9.52% of the
research respondents agree and strongly agree that the management was using
performance appraisal and evaluation techniques to ensure that their individual and
team performance was competitive based on the needs of the government and semi-
government organisations. Despite the importance of performance appraisal, the rest
of the research respondents either had a neutral opinion (22.22%), or disagreed
(22.22%) and strongly disagreed (12.70%) that the management was regularly
measuring their individual and team performance using performance appraisal
techniques. In order to achieve accurate results, it is possible that the management
conducts performance appraisal without the knowledge of the workers. In fact, the
management maintains a system of intermittent appraisal to measure individual

performance. (Refer to figure 4.3)

Based on performance appraisal report, research respondents agreed (34.92%) and
strongly agreed (9.52%) that the management dealt with workers’ poor performance
by suggesting ways how each individual could improve their work performance.
Although not all respondents believed that it was necessary to improve their
individual performance, majority of the online research respondents with 34.38%
(agree) and 23.44% (strongly agree) that it was important for them to improve their
work performance in order to be promoted at work. Apart from having the
opportunity of promotion, majority of the research respondents with 40.63% (agree)

and 21.88% (strongly agree) that they would be rewarded for their good performance.
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Figure 4.3
Performance Graph Results
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4.2.1.3 Organisational Transparency

Organisational transparency in Dubai government and semi-government organisation
was average. Through formal notification, majority with 59.80% of the online
research survey respondents were aware of possible new changes in the existing
policies but not the management meetings about the on-going implementation of new
policies. In line with this, only 36.47% and 5.88% of the research respondents
revealed that they were always aware of managements’ meetings whereas 23.53%,
28.24%, and 5.88% of the research respondents were neutral, disagreed, and strongly

disagreed with the research question. (Refer to figure 4.4)

When asked whether or not their management was approachable whenever they had
issue or question in mind, majority with 54% agree and 20% strongly agree that UAE
and non-UAE national workers who were currently working in Dubai government and
semi-government organisations had approachable management group when it comes

to answering issues and questions coming from the workers.

Respondents widely held views, with 33% agreeing and 29% strongly agreeing that
they had the freedom to be innovative and creative and that 55.81% and 18.60% of
the research respondents agreed and strongly agreed that the monitoring system in

Dubai government and semi-government organisation was fair by not becoming
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overly intrusive. Although majority with 53.49% and 29.04% of the research
respondents agreed and strong agreed that supervision was based on cooperation and
guidance, 11.63% of the research respondents felt otherwise. This figure explains why
there are few individuals with 2.35% who do not know the kind of ethics and working

behaviour that is expected from them.

Even though a majority with 50.59% and 25.88% of the online research respondents
agreed and strongly agreed that they knew where to go and who to speak to when
issue arose, there will always be a small portion of Dubai government and semi-
government workers who will be left out of having the benefit of witnessing a full
government transparency. In line with this, 10.59% of the research respondents were
not formally guided as to where exactly to go and who to speak when they encounter

problems.

Apart from the fact that minorities with 18.97% and 12.05% disagree and strongly
disagreed that they were always informed of major government plans nor even asked
for their personal inputs, a large portion of the research respondents with 30.59% and
9.41% disagreed and strongly disagreed that they were informed about the reasons
behind each of the major decisions made out of each of the new government policies
being implemented over the past few years. In case these workers were found capable
of resolving issues on their own, 17.65% of the research respondents did not have the

courage to take actions without seeking their management’s approval.

As a common work practice in Dubai government and semi-government
organisations, online survey respondents revealed that supervision by their managers
were characterized by cooperation and guidance. In fact, the culture and work ethics
in Dubai government and semi-government organisations acknowledged the
importance of teamwork. For this reason, majority with 51.76% and 37.65% of the
research respondents agreed and strongly agreed that they were free to seek advice

from their co-workers.

Because of the organisational hierarchy in terms of authority, 7.14% (disagree) and
3.57% (strongly disagree) of the respondents thought that the Dubai government and
semi-government organisations were practicing fairly and were accountable in terms

of transparency (2.24 / 5). This explains why there were some online research
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respondents who felt that transparency when working with Dubai government and

semi-government organisations was not strong.

Figure 4.4
Transparency Graph Results
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4.2.2 SPSS Analysis

The SPSS was used to analyze data and examine the hypothesis, in this research, we
will study and analyse the 6 main hypotheses that may affect the relationship between
the transparency factors, the talent factors and the performance factors. The
relationships between the variables under study as hypothesised in the previous
chapter are inter-related. This inter-relation presented diagrammatically is shown in

figure 4.4.
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Figure 4.5
Relationship between Transparency, Talent and Performance
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The results of the various tests conducted are given below:
4.2.2.1 Global Reliability Test

A reliability test was conducted to identify the Cronbach's Alpha level, the calculation

result should be < 0.6 to be a strong relation, or the relation between the 3 variables

will be considered weak.

To assess the reliability of the relationship between the global variable (Transparency,
Talent and Performance) scale, Cronbach’s alpha together with the descriptive
statistics were provided. The overall alpha value was found to be 0.863, The mean
and standard deviation and the alpha value for the 3 items are presented in Table 4.5,
we can see that the 3 variables is high and no variable can be deleted to maximized
the alpha value, Therefore, it can be suggested that the reliability of this scale is good.
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Table 4.1
Cronbach’s Alpha, Mean and Std Deviation of the 3 Main Variables

Reliability Statistics
Cronbach's
Alpha M of lterns
863 3
ltem Statistics
Mean Std. Deviation ]
Transparency 409481 900938 135
Talent 43 8667 888719 135
Performance 42 REE9 927158 135
tem-Total Statistics
Scale Carrected Cronbach's
Scale Mean if Wariance if Itern-Total Alpha if ltem
Itern Deleted Itern Deleted Correlation Deleted
Transparency 26.5556 301.502 B30 H0e
Talent 2336370 272784 SR s
FPerfarmance 24.81448 261.540 824 T2T

The global reliability test was also computed, individually, to analyze the variable
with its factors, the result of each variables, the transparency, the talent and the
performance variable, are shown below, it indicates the reliability test for each

variable is strong which is < 0.6.

A reliability test for every factor in the variable to analyze the strength of the Alpha,
and it was noted that all of the factors were proven strong, as there results were
greater than 0.06 (Please refer to the Appendix)
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Table 4.2
Reliability test for Variables 1,2 and 3

Reliability Statistics for

Transparency
Cronbach's
Alpha M oof ltems
917 16
Reliability Statistics for| |Reliability Statistics for
Talent Performance
Cronbach's Cronbach's
Alpha M of Items Alpha M oof lterms
232 15 917 16

4.2.2.2 Correlation Analysis Test

The correlation analysis test was run to measure the significance level between factors
and variables, the result of the measurement of significant level should be < 0.05; and

this indicates that the relation is strong.

The correlations table displays Pearson’s product moment correlation coefficients,
significance values, and the number of cases with non-missing values (N). The values
of the correlation coefficient range from -1 to 1. The mark of the correlation
coefficient indicates the level of the relationship (positive or negative). The absolute
value of the correlation coefficient indicates the strength, with larger absolute values
indicating stronger relationships. The correlation coefficients on the key item are
always 1, the reason that each variable has a perfect positive linear relationship with

itself.

The Pearson's correlation is usually between at least two variables. The value for a
Pearson's can fall between 0.00 (no correlation) and 1.00 (perfect correlation). In

general, correlations above 0.80 are measured high.

The significance of each correlation coefficient is also highlighted in the correlation
table. The significance level (or p-value) is the possibility of obtaining results. If the
significance level is less than 0.05 then the correlation is significant and the two

variables are linearly related.
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This is clearly shown in the table summary below, which was populated from the
SPSS System, we realize that the results on Pearson’s correlation is not less than
0.352 which is between the range from -1 to 1 and Sig. (2-tailed) value of all the items
are 0 which is < 0.05, which suggest and indicates that there is a strong relationship

between the items.

Table 4.3
Showing the Pearson Coefficients for the 3 Variables

Classification Trust | Comm | Dev | QDev | Obj | KPIs | Targets | App | Transparency | Talent | Performance
Pearson 1
Correlation
Trust Sig. (2-tailed)
N 135
Pearson
Correlation 0.648 L
Comm Sig. (2-tailed) | 0
N 135 135
Pearson
Correlation 0.476 | 0.588 1
Development | =0 Giled) | 0 0
N 135 135 135
Pearson
. Correlation 0.352 | 0.577 | 0.865 1
QualityDev =g o iled) | 0 0 0
N 135 135 135 135
Pearson
. Correlation 0.497 | 0.558 | 0.682 | 0.639 1
ClearObj =5 oailed) | 0 0 0 0
N 135 135 135 135 135
Pearson
Correlation 0.535 | 0.575 | 0.785 | 0.754 | 0.745 1
KPIs Sig. (2-tailed) | 0 0 0 0 0
N 135 135 135 135 135 135
Pearson
Correlation 0.481 0472 | 0.671 | 0.587 | 0.682 | 0.795 1
Targets Sig. (2-tailed) | 0 0 0 0 0 0
N 135 135 135 135 135 135 135
Pearson
- Correlation 0.492 0.569 | 0.763 | 0.794 | 0.714 | 0.871 0.749
Appraisal g o iled) | 0 0 0 0 0 0 0
N 135 135 135 135 135 135 135
Pearson
Correlation 0.918 | 0.897 | 0.582 | 0.505 | 0.579 | 0.61 0.525 | 0.582
Transparency g0 tailed) | 0 0 0 0 0 0 0 0
N 135 135 135 135 135 135 135 135
Pearson
Correlation 0.442 | 0.604 | 0.979 | 0.949 | 0.688 | 0.799 0.66 0.801 0.571
Talent Sig. (2-tailed) | 0 o | 0o | o | o | o 0 0 0
N 135 135 135 135 135 135 135 135 135
Pearson
Correlation 0.548 | 0.604 | 0.808 | 0.792 | 0.833 | 0.955 | 0.851 | 0.955 0.632 0.829
Performance | gig (2-ailed) | 0 0 0 0 o | o 0 0 0 0
N 135 135 135 135 135 135 135 135 135 135
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4.2.2.3 Linear Regression Analysis Test

The Linear Regression estimates the coefficients of the linear equation, linking one or
more independent variables that best calculates the value of the independent variable.

Using the stepwise method to calculate the regression analysis test; by inserting the
transparency as a dependent variable towards talent and performance as independent

factors.

To analyse the linear regression the test produced 3 main tables, the Model Summary
Anova and coefficients. The model summary displays R, R squared, adjusted R
squared, and the standard error. R is the correlation that calculates the result of the
dependent variable. The values of R range from -1 to 1. And that indicates the
strength or the weakness of the variable relationship, the larger the values the stronger

the relationships.

R squared is the amount of variation in the dependent variable explained by the
regression model. The values of R squared are from 0 to 1. Smaller the value indicates
that the value does not fit the overall data produced.

The Anova table usually analyzes the variance and checks whether the model fits the

data and the overall measure of strength of the relationship is significant.

Based on the test that was conducted the overall result was evaluated between the
range that stated a strong relation and influence of the variable, all the R ranges were
not smaller than -1 and R square ranges were not smaller than 0, with the support of
the significant factor in the Anova table and this clearly indicated the relation between

the factors. More clarification will be highlighted in the next section.

4.2.3 Hypothesis Study Result

Several tests to analyse and prove the 6 hypotheses that were mentioned previously.
To do so, the reliability, correlation and the regression of the 6 hypotheses were all
tested.

The purpose of these tests is to indicate whether the relationship of variables or

factors is weak or strong. Below are presented the findings.

Hypothesis 1 (H#1) - the reliability test indicates that there is a strong relation
between the 2 main variable, transparency variables and the talent variables, the result

that was calculated was 0.727 which is greater than 0.6; this proves our main
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hypothesis that states there is relation or influence between the 2 variable, thus proves

hypothesis number 1 correct.

Regarding the correlation analyse we realise also it proves the hypothesis, it defines
that there is relation between the global variables, Pearson’s correlation coefficient (p
level) is 0.571 which is between the range of -1 to 1 and the significant value is 0.000
which is less than 0.05.

The result of the regression test also supports the hypothesis and proves that there is a
relation in the global variable, the R is resulted to 0.571 and R square is 0.32 this
proves that this variable indicates “goodness of fit” and the significant value is 0.00

which also relates that there is a relation.

Table 4.4
The Result from the Regression Testing for H#1
Model Summary
Adjusted B Std. Error of the
Iviodel = F Square Square Estimate
] 5717 326 .32 742591
a. Predictors: (Constant), Talent
AN OWVA"
lodel Surm of Sguares df Iean Sgquare F Sig.
1 Regression 3542 457 1 3542 457 54240 ooo®
Residual ¥334.180 133 55,144
Total 10375.637 134
a. Predictors: (Constant), Talent
b. Dependent “ariable: Transparency
Coefficiems”
Standardized
Unstandardized Coefficients Coefficients
Modeal 5 Std. Errar Eeta 1 Sig.
1 (Constant] 15569 3.230 4.520 000
Talent 579 a7 571 5.015 ujun}
a. Dependent “ariable: Transparency

Hypothesis 2 (H#2) — The reliability test states that the performance variable will
significantly influence the transparency variable. We prove this hypothesis is correct
by the result that was calculated which was 0.775 is greater than 0.6; this indicates
strong relation between the two variables, which indicates that performance

influences transparency, thus proving hypothesis number 2 correct.

The correlation test proves this hypothesis correct, indicating the influence of the 2

variables on each other, we realise that the Pearson’s correlation coefficient (p level)
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is 0.632 which is between the range of -1 to 1 and the significant value is 0.000 which
is less than 0.05.

Calculating the regression to check whether the results support the hypothesis and the
outcome of the test proves that there is a relation between the 2 variables, the result
showing that R is calculated to 0.632 and the R square is 0.40 which are within the
ranges that states the “goodness of fit” and the significant in the Anova table is 0.00

which also states the a strength of the relation.

Table 4.5
The Result from the Regression Testing for H#2

Model Summary

Adjusted R Std. Errorof the

hodel R R Sguare Square Estirmate
1 5327 A00 395 7 00506
a. Predictors: (Constant), Perdformance
AN OVAR
Model Surm of Squares df Mean Sguare F Sig.
1 Regression 4350205 1 4350.205 858651 ooo?
Residual 6526432 133 49071
Total 10876637 134

a. Predictors: (Constant), Performance
b. Dependent Yariable: Transparency
Coefficients”

Standardized
Unstandardized Coefficients Coefficients
hodel =] Std. Error Beta t Sig.
1 (Caonstantl 14.714 2851 5.162 000
Perfarmance G115 0ES E32 9.415 000

a. Dependent “ariable: Transparency

Hypothesis 3 (H#3) — Testing the reliability on this hypothesis we realise that the
development factor in talent will significantly influence the communication factor in
transparency. We prove this hypothesis is right with the result that was calculated
which was 0.733 < 0.6; this indicates strong relation between the two factors, thus
there is influence, once again proving the hypothesis right.

Applying the correlation test, it also supports the results of the reliability test which is
that there is an influence of and a relation between these 2 factors, the outcome of the
Pearson’s correlation coefficient (p level) is 0.588 which is between the range of -1 to

1 and the result of the significant value is 0.000 which is less than 0.05.
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The regression result supports both outcomes of the reliability and the correlation test,
it also proves the hypothesis that the two factors influence each other; this is
noticeably with the result of the R = 0.588 and R square = 0.346, this is linked to the
significant result which is 0.00.

Table 4.6
The Result from the Regression Testing for H#3

Model Summary

Adjusted R Std. Errar of the

Iodel R R Square Sguare Eztimate
1 5357 346 341 3.795845
a. Predictors: (Constant), Development
ANOVA"
Model Sum of Sguares df IWean Sgquare F Sig.
1 Regression 1016.005 1 1016.005 0417 nop?
Residual 1918.9384 133 14.428
Total 2934.993 134

a. Predictars: (Constant), Development

b. Dependent Wariable: Communication

Coefficients?

Standardized
Unstandardized Coefficients Coefficients
Iodel B Std. Error Beta 1 Sig.
1 (Constant) 9.394 1.560 B5.022 .00
Development 491 059 558 3.391 .0og

a. Dependent wariable: Communication

Hypothesis 4 (H#4) — The result of the reliability test on the objectives factor in
performance is that it will significantly influence or has a relation with the
communication factor in transparency. We prove this hypothesis is wrong by the
result that was calculated at 0.526 < 0.6. This indicates a weak relation between the

two factors, thus there is no influence, proving hypothesis 4 incorrect.

It was found here that the correlation testing didn’t disagree with the result of the
reliability test. The correlation test highlights that there is a relationship with the 2
factors, to back this up the Pearson’s correlation coefficient (p level) is 0.558, which
is between the range of -1 to 1, and the significant value is 0.000 which is less than

0.05. Thus proved our hypothesis right.

For proving this hypothesis the regression result proves that there is a relation

between the factors, thus there is influence. Based on the calculation that was
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produced where is R = 0.558 and R square = 0.311, linked that to the significant value

=0.00. This result is associated with the correlation result.

Table 4.7
The Result from the Regression Testing for HO4

Mo del Summary

Adjusted B Std. Error of the

Iodel = H Square Square Estirnate
il 5557 311 305 3.5859865
a. Predictors: (Constant), ClearQhbj
ANOWVA"
Iodel Sum of Squares df Ivlean Sguare F Sig.
1 Regression 913.454 1 913,464 B0.095 ooo®
Residual 2021529 133 15.199
Total 2934993 134

5. Predictors: (Constant), ClearOb)j
b. Dependent “ariable: Communication
Coefficients”

Standardized
Unstandardized Coefficients Coefficients
Iodel =] Std. Errar Beta 1 Sig.
1 [Constant) 13.600 1.1558 11.744 .0oo
ClearOhbj 1.540 199 555 7752 000

. Dependent Yariable: Communication

Hypothesis 5 (H#5) — The reliability test here indicates that the quality of
development factor in talent has influence on or a relation with the trust factor in
transparency. This prove this hypothesis wrong with the result that was calculated at
0.494 < 0.6; this indicates a weak relation between the two factors, thus there is no

influence, thus disproving our hypothesis.

Again, the correlation result proves otherwise that there is an influence between the 2
factors, the conclusion of the Pearson’s correlation coefficient (p level) is 0.558 which
is between the range of -1 to 1 and the significant value is 0.000 which is less than
0.05.

In this hypothesis the regression result agrees with the correlation result which
identifies that there is a relation between the two factors, thus there is influence. This
can be seen from the result obtained from the test, the R= 0.352, R square = 0.124,
this proves the “goodness of fit”, this is linked with the significant value = 0.00 which

overall measures the strength of the relationship and proves there is relation.
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Table 4.8
The Result from the Regression Testing for H#5

Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 3527 124 117 492425
a. Predictors: (Constant), QualityDey
AN OVA"
Model Sum of Squares df Mean Sgquare F Sy
1 Regression 4554912 1 455912 18802 ooo?
Residual 3225021 133 242458
Total 3680.933 134
a. Predictors: (Constant), QualityDey
b. Dependent »ariable: Trust
Coefficients”
Standardized
IUnstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 9.580 2158 4.439 .00o
CualityDey S16 119 352 4,336 000
a. Dependent “ariable: Trust

Hypothesis 6 (H#6) — Using the reliability test here, its states that the appraisal factor
in performance has relation or influence on trust factor in transparency. This
hypothesis is proved right by the result that was calculated at 0.643 greater than 0.6;
thus indicating a strong relation between the two factors, thus there is influence, thus

our hypothesis is proven right.

The result of the correlation accept and support the result of the reliability, which
proves that there is a relation between the two factors, and this is seen in the
Pearson’s correlation coefficient (p level) is 0.352 which is between the range of -1 to

1 and the significant value is 0.000 which is less than 0.05.

Testing the regression had proved similar results of the reliability and the correlation,
the output of the testing had verified that there is relationship between the factors and
there is influence. Observing the data produced from the testing, we found that the R
= 0.492, R Square = 0.242 and well as the significant factor = 0.00 which established

that there is a relationship significant.
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Table 4.9
The Result from the Regression Testing for H#6

Mo del Summary
Adjusted R Std. Error of the
Model = B Sguare Square Estirmate
1 4927 el ] 457955
a. Predictors: (Constant), Appraisal
ANOWA"
Fodel Sum of Sgquares of Mean Sguare F Sig.
1 Regression g591.223 1 g591.223 42.489 oo
Residual 2782710 133 20975
Total 3E30.935 134
a. Predictars: (Constant), &ppraisal
b. Dependent ““ariable: Trust
Coefficients?
Standardized
Unstandardized Coefficients Coefficients
Iodel E Std. Error Eeta t Sig.
1 [Constantl ¥.B44 1.750 4.369 .ooo
Appraisal 545 puisis] A3 5.5153 u[n]n]
a. Dependent “ariable: Trust
Table 4.10
Summary of the Result of the Reliability Test
Type Cronbach's Alpha | N of Items
Talent and Transparency (HO1) Variable 727 2
Performance and Transparency (HO2) Variable 775 2
development and communication (HO3) Factors 733 2
objectives and communication (HO4) Factors .526 2
Quiality of development and trust (HO5) Factor 494 2
Appraisal and Trust (HO6) Factor .643 2

4.3 Qualitative Analysis — Focus Group

The focus group targeted in the informal interview consisted of 25 people, all of

whom were UAE nationals, aged between 25-35 and working in either government or

semi government sectors in Dubai Region. The sessions were conducted in 3 different

days, 10 members for the first two days and 5 for the third day, 16 individuals in total

attended the group discussion; 7 attended the first day, 6 the second day and 3 the

third day, This focus group were interviewed about their thoughts and perspectives on

the enhancement of organisational transparency through talent and performance

management. The 3 main questions were highlighted in the session:
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1. Does Organisation Transparency enhance Talent and Performance
Management?

2. Isthereis a link between Organisation Transparency and Talent Management?
3. Do you see a link between Organisation Transparency and Performance

Management?

The focus group’s thoughts on the link between organisational transparency,
performance and talent management were explored. The idea was to determine if
there was a need to emphasize this connection within Dubai’s organisational
constructs and if Dubai’s organisations are amenable to enhancing organisational
transparency through performance and talent management. It was therefore important
to identify the focus group’s attitude toward and perceptions of the link between
organisational transparency and talent and performance management.

Table 4.11
Summary of the Individual perceptions

Individual Main

Inputs 1 21345 |6 |7 8|9 |10]|11(12|13 |14 |15 16 Total

Talent + Performance
management = X X X X X X X 7
Transparency

Talent & Performance
management doesn't
play a role in
Transparency

Leadership team need
to introduce X X X 3
transparency

Talent-->Performance
management--> X X | X X X X 6
Transparency

Talent--
>Transparency-->
Performance
management

Transparency is the
main factor that leads
to Talent + X X 2
performance
management

The main issues and inputs that were in discussed varied; each individual had
different perception on the topic. As highlighted in Table 4.11, we realise that most
participants agree that talent and performance management do enhance transparency.
And the least number of perceptions with one individual that states that to achieve

transparency the process require to begin with retaining talent which leads to
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transparency and this leads to high performance management within the organisation,

this input can be considered for future studies.

The above inputs were then elaborated more where the individuals in the focus group
conducted for the project research believe that proper training and talent management
can achieve the goal of organisational transparency. Individuals in their responses
seem to separate the ideas of skilful employees with organisational transparency at the
start of their explanations; however, they seem to be guided into linking the two by
the time they reach conclusion. These ideas driven into the participants can be
attributed to the constant exposure to the wordings and ideas within the business
community in Dubai of greater transparency as its being challenged by global

business leaders and multinational companies.

Certain participants put emphasis on training in developing team work and
management skills to ensure that transparency culture exists and strive within. In
addition, there is common agreement that transparency can enhance company’s
performance and ensure it is strive to be among the best in the business. However, as
an example Apple Inc. is perceived to be one of the most closed organisational culture
in term of transparency and information, which greatly have contributed to it to be

one of the most advanced and celebrated business.

Talent doesn’t create transparency and that’s evident in one individual comment
where the reference to the link between transparency and performance is vitally weak
and does not contribute to any performance measurement of the overall company’s
bottom line.  Transparency is measured through information required by law,
business guidelines, and industrial standards of company’s available data for the
market to ensure the fair trade practices and business ethics. In addition, the accuracy
of data and information provided is vital to the continuous existence of free market.
The participant dispute the idea of talented employees contributing to the greater

transparency within an organisation.

Noticeable is the multi layers and levels and understanding of the meaning of
“transparency” in participants responses. Some indicate in their comments that
transparency relates to the information flow within an organisation and the
availability of clear direction for their careers and the company they are currently
working for. The debate ensued in the area of training and development of talents
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(subjects), or even the lack of, which in the end contributed to murky pictures of their
organisation’s goals, values, and future endeavours. In the end, subjects believe that
the continuous of their organisation existence rested on its ability to train, develop,

and ensure transparency of its values and goals within.

Whereas, other participants indicate that the term transparency relates to the overall
flow of information within the market a business is in, and thus the ability for
businesses to make decisions investments based on the accuracy data available. The
law governs the market is the blue print that ensures information and data are
provided by companies on timely manner set by law, and accuracy of such data flow
are measured and maintained by complex of organisational structure and policies that

meets market standard set by each profession.

4.3.1 Talent Management

One of the focus group participants revealed that talent has a strong link to
performance management in the sense that talent and performance should work
together to enhance organisational transparency in Dubai government and semi-
government organisations. In line with this, another focus group participant revealed
that improvements in leadership and organisational culture could enhance
organisational transparency because the middle management and the rest of
employees in lower levels are less likely to participate in major decision making. For
this reason, it has been well explained that having competitive leaders within Dubai
government and semi-government organisations is the key behind making

organisational transparency an accepted practice within the workplace.

A general consensus was identified among a number of targeted focus group. The
consensus was that talent is linked and associated with performance management and
both are required to enhance organisational transparency. These findings are
consistent with the literature. It was reported in the literature that talent and
performance management is the best method for structuring effective organizational
transparency (Pierce, Gardiner, Cummings and Dunham 1989, 623). Although the
interviewees did not specifically say that it was the best method, it was implied by the
contention that talent and performance management is required for enhancing

organisational transparency.
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4.3.2 Performance Management

Apart from giving importance to competitive leadership and organisational culture
that is open in terms of supporting the importance of performance management,
establishing a strong communication link between and among Dubai government and
semi-government employees is also necessary in terms of making each employee
understand the importance of organisational transparency and improvements in talent
development and work performances.

Although organisational transparency is often linked to anti-corruption, one of the
focus group participants explained that organisational transparency is equally
important in terms of enhancing employees’ talents and the quality of their work
performance. By making employees aware of their individual strengths and
weaknesses in terms of skills and talents, it is possible for top management to further

enhance the quality of employees’ talents and overall work performances.

Organizations need to implement a system for performance management and need to
ensure that this performance management scheme is transparent. This system should
apply to all levels of the organisation. At the start of the year, each employee should
sit with their live management and agree on what their mutual objectives are for the
year. This should be followed by bi-annual reviews in order to measure the
employee’s progress toward those goals. The line management can inform the
employee of any concerns or satisfaction with the employee’s progress. In other
words, this strategy ensures that organisational transparency is enhanced through
talent and performance management. It informs the employee of what is expected of

them and whether or not they are meeting those expectations.

4.3.3 Organisational Transparency

Organisational transparency is important in terms of preventing ‘red tape’ or
corruption when it comes to the government budget allocation and other main
responsibilities within the government and semi-government organisations
(Farazmand 2004 p. 17). In line with the importance of open-communication between
the top management and employees, one of the focus group participants explained
that proper training can be used as a strategy in terms of highlighting the importance
of organisational transparency. Making employees aware of the importance of

organisational transparency can make it easier for the rest of the team members to
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strongly support the creation of organisational culture that strongly supports

organisational transparency.

With regards to accountability, a focus group participant explained that one of the best
solution when improving employees work performance, talent development, and the
promotion of organisational transparency is to make each employee accountable in
terms of being open and transparent about their work performance and main role and
responsibilities within Dubai government and semi-government organisations. It is
because of the absence of strong accountability, it is easier on the part of corrupt and
abusive government officials to take advantage of their work position in terms of
making use of the government budget designated to employees training and

development programs and other important projects for their own personal interests.

Transparency is important for developing talent. Although the literature supports the
view that talent is important for enhancing transparency, there is a correlation
nonetheless. Adopting the various views of the respondents a common denominator
would be that transparency in terms of sharing and communicating will enhance
talent. However, talent and performance must certainly be there before this can be
achieved. It means that management must have the talent to communicate clearly so
that subordinates develop talent and improve performance with a view to becoming

more transparent.

4.4 Conclusion

This research investigated the link between talent and performance management with
organisational transparency among organisations in Dubai. An empirical analysis was
conducted in two parts. The first part involved a quantitative analysis by virtue of an
online survey distributed among Dubai workers. The second part was a qualitative
analysis conducted by conducting informal interviews with a focus group comprised
of Dubai workers. The idea was to determine whether or not organisational

transparency in Dubai could be linked to talent and performance management.

Transparency should be understood in terms of involvement on the part of all limbs of
the organisation and not merely restricted to top management. This means setting
performance goals for all employees and ensuring that they are involved in a way that

engenders performance. The key is to motivate performance and the acquisition of

70



talent. This will be achieved by being open and frank and sharing information and
data that enhances performance. By taking this approach, talent and performance

management enhances organisational transparency.

Transparency is important for developing talent. Although the literature supports the
view that talent is important for enhancing transparency, there is a correlation
nonetheless. Adopting the various views of the respondents a common denominator
would be that transparency in terms of sharing and communicating will enhance
talent. However, talent and performance must certainly be there before this can be
achieved. It means that management must have the talent to communicate clearly so
that subordinates develop talent and improve performance with a view to becoming

more transparent.

The research work reported in the preceding paragraphs, that most of the hypotheses
were accepted as evidence emerged clearly, to show the relationship between the
variables taken up for study in this research. The findings will be further explored in
the light of existing research in the next chapter.
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CHAPTER S

FINDINGS AND RESEARCH DISCUSSION

5.1 Introduction

There is always the risk wherein the researcher could be tempted to come up with
research analysis and findings that are in consistent with what they wish to prove. In
line with this, Creswell (2009, p. 14) explained that too much dependency over the
use of a single approach in research methods could lead to bias research findings. For
this reason, it is necessary to integrate the literature review in the gathered

quantitative and qualitative research findings.

5.2 Talent Management

With the result of Cronbach’s Alpha = 0.932 that measures the internal consistency
of the sample and with result of the Correlation test, Sig (2 — tailed) = 0.000,
Cronbach's alpha will generally increase as the intercorrelations among test items
increase, this is shown clearly with the resut above between talent and organisational
transparency. In line with this, Silzer and Dowell (2009) explained that government
and semi-government organisations could improve organisational transparency as a
result of development of strong talent management. In line with this, good leadership
skills on the part of the top government and semi-government officials play a crucial
role in terms of improving the existing talents of each of Dubai government and semi-

government employees.

Talent management is not just about ensuring that employees develop or that they are
aptly replaced or promoted but more on improving the end goals of each government

and semi-government organisations (Cappelli 2008, pp. 1 — 3).

Because of the importance of talent management in the overall success of Dubai’s
government and semi-government organisations, top officials in these organisations
often provide employees the opportunity to learn from their co-workers and utilize or
improve their existing skills through job rotation and training programs. By placing

each employee in a more challenging work environment, it is possible to improve and
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further hone employees’ skills and talents. This is necessary in terms of providing

employees the opportunity for work promotion.

5.3 Performance Management

Based on SPSS testing, there is a reliability and consistency between performance and
transparency, where the result appeared for the Cronbach’s Alpha = 0.947, also this
appeared with several testing for performance appraisal with organisational
transparency (Cronbach’s Alpha = 0.884) and key performance indicators (KPIs) and
organisational transparency (Cronbach’s Alpha = 0.849), it is also shown with the
Correlation analysis test for the above elements that the result of the (Sig (2-tailed) =
0.000) which indicates a strong relationship. In line with this, a considerable number
of online research survey responses believe that proper talent development would
enhance employees’ performance, improvements in job retention and overall
organisational success whereas majority of the focus group respondents agree that
talent development, organisational transparency, and open communication between
the top management officials and lower ranking employees is the key to the success of

Dubai government and semi-government organisations.

On analyzing the quantitative and qualitative research findings, the promotion of
talent development, organisational transparency, and open communication can be
applied in Dubai’s government and semi-government employees by requiring each
employee to participate in talent programs. Through the provision of proper training,
it is possible to establish a culture that accepts positive working experiences and
improvements in work performance to enhance the practice of organisational

transparency.

Indirectly, there is a strong relationship between talent and performance management
in the sense that improvements in employees’ talent could make them increase their
work performance. On top of these strategies, Borgia (2005, p. 21) explained the
importance of making employees feel important by making them free to participate in
major decision-making process as this strategy could make employees be more
committed, dedicated, and more loyal to the government and semi-government

organisations.
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5.4 Organisational Transparency

Organisational transparency through “good governance” is one of the best strategies
in terms of preventing the practice of corruption within Dubai government and semi-
government organisations (Garsten and de Montoya 2008A; Farazmand 2004, p. 17).
In line with this, Borgia (2005, p. 21) explained that transparency within a
government or semi-government organisation could “attract the best and retain the

best” of its employees.

Based on the qualitative research findings, improvements in performance
management could enhance organisational transparency by improving the
management’s leadership approach when developing and implementing
organisational culture that is open in promoting the importance of organisational
transparency. In line with this, setting clear objectives could significantly contribute
to a successful organisation transparency (Cronbach’s Alpha = 0.916) and (Sig (2-
tailed) = 0.000).

Establishing open communication between the top management and the lower rank
employees could improve trust between them (Rawlins 2008, p. 1). In line with this,
poor communication between the top officials and lower ranking employees in Dubai
government and semi-government organisations explains why there were few online
research survey respondents who were not aware that government and semi-
government organisations are using performance appraisal when measuring individual
or team performances, developments in existing policies, or even the kind of ethics

and working behaviour that is expected from them.

Based on SPSS test results, there is strong correlation between organisational
transparency and establishing trust (Cronbach’s Alpha = 0.912) as compared to
organisational transparency and open communication (Cronbach’s Alpha = 0.838).
With Cronbach’s Alpha = 0.917, it is even more effective to combine trust with open

communication to achieve organisational transparency.

Between the importance of developing trust and the practice of open communication
in terms of promoting organisational transparency, development of trust between the
top government officials and the rest of the stakeholders is more effective when

improving organisational transparency. Indirectly, open communication among the
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stakeholders is necessary to strengthen trust among the stakeholders. It means that
developing two-way communication link between the managers and lower rank
employees could contribute to the success of improving organisational transparency
on Dubai government’s future plans, directions, short-term and long-term goals, and

allocation of the available budget.

Apart from the importance of strong communication, making each employee
accountable in the practice of organisational transparency could positively affect the
developments in employees’ talents and overall work performance in the sense that
the practice of corruption within the government and semi-government organisations
can be prevented (Smith and Schwegler 2010, p. 296). Apart from building trust
within the workplace (Farazmand 2004 p. 17), it is possible on the part of the top
management to make use of the available budget on the training and development of

its employees.

5.5 Relationship between Talent, Performance Management, and Organisational

Transparency

Based on the qualitative and quantitative research findings, there is a strong link
between the improvements in talent management, performance management and
organisational transparency. Within a government and semi-government organisation
that has top officials with effective leadership skills and communication skills, it is
possible for the organisation to set organisational culture that promotes not only the
importance of organisational transparency but also a working environment that
embrace the need to implement organisational change. In line with this, setting of
clear organisational objectives and goals would increase the chances wherein the
government officials could easily direct government and semi-government employees

to support the guidelines set on how to increase organisational transparency.

The setting of organisational objectives and goals is a very broad and complex
strategy used in enhancing the overall success of government and semi-government
organisations. In line with this, effective leadership and communication skills are
useful not only in terms of developing organisational culture that strongly promotes
the practice of organisational transparency but also in terms of improving the talent
management and performance management within a government and semi-

government organisations.
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5.6 Relationship between Talent and Performance Management

Specifically the relationship between talent management and performance
management can be explained by examining the ability of the human resources (HR)
department in Dubai government and semi-government organisations to hire and
retain highly competitive and promising young individuals to render their services to
the public. Apart from enhancing the existing skills and talents of each individual
through the provision of formal and informal training and development programs
(Davis, 2007, p. 9), the ability of the HR department to hire and retain a large group
of workers is one area that can be considered in terms of improving the individual and

group performances of government and semi-government employees.

For example: Dubai government can set objectives and goals that aim to improve
talent management, performance management, and organisational transparency. To do
so, Dubai government officials should notify the HR department the need to enhance
its existing recruitment, development, and retention policies of highly skilled and
competitive individuals to stay loyal with the government organisation (Davis, 2007,
p. 3). This can be done by offering competitive and highly skilled employees with
attractive work packages and reward system that could motivate each of the
government employees to deliver their best working performance necessary to

improve the quality of services given to the public.

5.7 Relationship between Organisational Transparency and Performance

Management

There is a strong relationship between performance management and organisational
transparency in the sense that the ability of the HR department to improve employees’
performance could improve employees’ success in terms of promoting the importance
of organisational transparency and vice versa (Breggren and Bernshteyn 2007, p.
411). As explained by Cheese, Thomas and Craig (2006, p. 40), the presence of trust
within a government organisation can significantly improve performance
management. In line with this, trust is considered a by-product of talent which

eventually promotes improvements in employees’ work performance.

According to Borgia (2005, p. 21), transparency permeates all areas in government
organisation to the extent that it “can both affect, and be affected by the conduct of

employees at all levels”. For example: given that Dubai government is successful in
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terms of establishing a working environment that strictly practice organisational
transparency, government employees would become less disturbed and more
motivated to work since each employee is aware that the government organisation is
observing a globally accepted work ethics. In case Dubai government does not
practice organisational transparency, government employees are more likely to
become disturbed and less motivated to work because government employees are
aware that the organisation they are working for accepts bribery and corruption.
Decreased motivation will bring with it a fresh set of problems that will negatively

impact organisations.

5.8 Relationship between Organisational Transparency and Talent Management

Within Dubai government and semi-government organisations, anti-corruption
practices can be prevented by strengthening organisational transparency. Apart from
the practice of effective leadership style and improvements in communication link
between the top government officials and the rest of the low ranking employees, the
promotion of organisational transparency within Dubai government and semi-
government organisations can increase trust among the organisational members as

well as people outside the organisation.

As explained by Cheese, Thomas and Craig (2006, p. 40), the presence of trust within
a government organisation can significantly improve talent management. By
removing the practice of corruption and bribery within Dubai government and semi-
government organisations, it is possible for the government organisations to become
more careful with regards to the allocation of the available government funds. In line
with this aspect, Dubai government could gather sufficient funds, which can be use in
the formal and informal training of the government employees. (See Figure | —
Summary of Triangular Linkage between Talent Management, Performance

Management and Organisational Transparency)
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Figure 5.1

Summary of Triangular Linkage between Talent, Performance Management and

Organisational Transparency

Interrelated Factors that Strengthens the Link between

Talent Management, Performance Management, and

Organisational Transparency

Organisational Culture

Effective Leadership Skills
Good Communication Skills

BE N P

Retain Competitive Employees

Clear Organisational Objectives & Goals

Availability of Training and Development Program
Ability of the HR Department to Hire, Improve, and

\/

Talent Management

Note: These interrelated factors could
promote ‘trust’ not only between Dubai

government and employees but also Dubai
government and the general public.

Performance
Management

Organisational
Transparency
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CHAPTER 6

Conclusion, Recommendations & Future Research

6.1 Conclusion

Even though most of the organisations in Dubai have been successful despite the
negative impact of the recent global financial crisis, issues related to the importance
of corporate governance was never prioritized. Due to the absence of corporate
governance, transparency, disclosure and accountability, the government and semi
government sectors in Dubai can be weak in terms of trust, communication, talent

retention and practicing performance management.

In general, the presence of inefficient business regulatory regime could hamper the
business competition in Dubai and UAE. To ensure the business competition in these
geographic areas, the promotion of self-regulatory systems and devices has been
incorporated in most of the modern business organisations in Dubai and UAE. In fact,
corporate governance was being practice within each of the business, government,

and semi-government organisations in order to enhance organisational transparency.

On top of the strategic geographical location of Dubai and UAE (Rehman 2008, p.
268), significant improvements in organisational transparency of private and
government sectors could invite and encourage more multinational foreign companies
to invest in the country because of the strong possibility of developing trust between
the local government, local business people, and foreign business owners. In line with
this, business people in Dubai and UAE including the different bodies of the
government organisation should practice organisational transparency by effectively
communicating their individual organisational goals and visions. Apart from setting
the code of conduct, the practice of measuring success and organisational ability in
terms of satisfying the organisational goals could make the local government in Dubai
and UAE increase the foreign investors’ confidence and trust with its preferred local

business partners.

Establishing trust among the organisational stakeholders is necessary in terms of

promoting a successful organisational transparency. The primary research study
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results suggest a triangular link between talent management, performance
management, and organisational transparency in the sense that a significant increase
in organisational performance and talent management could increase employees’
trust. Basically, employees who are confident and content in terms of working in
Dubai government, semi-government and private organisations could increase the
work motivation and participation of each employee. Based on this point-of-view, it is
possible for organisations in Dubai to enhance organisational transparency by
improving employees’ performance through talent management. On the contrary, a
successful organisational transparency can improve employees’ trust which is
necessary in terms of improving talent and performance management with a

government and semi-government organisations.

The research work presented in this dissertation was both a time consuming and a
rewarding task. The review of literature provided some extremely critical insights into
the variables under study here. The secondary research highlighted the importance of
the variables in the work context of today, helped identify the gaps existent in current
research literature as well as provided the empirical basis for the formulation of the
hypotheses that have been tested through research in this work. While the work
proceeded through the usual channels of research, the findings threw up some

expected and some unexpected results.

6.1.1 Research Tools

The questionnaire constructed for the conduct of this research covered some
extremely critical areas of research in talent management, performance management
and organisational transparency. These areas are extremely important in improving
organisational effectiveness. All organisations desirous of consistent growth,
improved efficiency and better working environment need to pay attention to the areas
mentioned above. The absence of research tools to study these concepts is often the
first hurdle that they have to cross. The questionnaire constructed for the conduct of
this research is a handy tool for organisations looking to assess these critical areas of
organisational working. Since the reliability of the test has been established, it
provides a good measure of the variables that have been taken up for study here. The
questionnaire is thus an effective tool for assessing talent management, performance

management and organisational transparency.
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6.1.2 Quantitative Research

The statistical procedures applied for the analysis of data, yielded some important
findings in key areas. The 135 respondents who answered the questionnaire belonged
to the government and semi government departments in Dubai and provided valuable
insight into the working and trade practices of these organisations. With regard to the
independent and dependent variables studied in this research work, the findings are as

follows:

6.1.2.1 Talent Management

Regarding talent management in government and semi government departments of the
Government of Dubai, the respondents felt that they had ample opportunity to learn
on the job, that their talents were assessed fairly and that opportunities for growth
provided to them were plenty. A majority of the respondents replied in the affirmative
that they had the opportunity to learn from co workers more skilled than themselves
as well as the environment was such that they could utilize their academic and non
academic skills well. Further growth was provided by the job rotation practices of the
organisations, giving them opportunities to learn tasks they had not actually been
trained for, further supplemented by training sessions that would foster their growth
as professionals. Less managerial control exercised provided them with a certain
degree of autonomy at work, further aiding their professional growth. Although they
did not appear as enthusiastic about promotions being connected to talent, preferring
to give neutral responses leading to the inference that the majority felt that talent
alone would not be a guarantee for promotion at work, the overall picture that
emerged was that the government and semi government organisations in Dubai had a
healthy respect for talent, that they were committed to development of human
resources, that the importance of learning at work was well and truly understood.
While individual differences in human resource practices may be there, the
organisations as a whole recognized the importance of employee growth for

organisational growth and effectiveness.

6.1.2.2 Performance Management

While the respondents felt that optimum performance on the job was not always
possible, they were also aware of the fact that the organisations gave those
opportunities to report work that could not be completed, taking partial responsibility
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for it as well as making efforts to charter solutions for the problem. A large majority
of the respondents felt that the management used evaluative and appraisal techniques
to assess the employee performance at work and that teamwork was fairly
competitive. However, there were reservations about the accuracy o these appraisals,
unless a parallel evaluation of team performance was being done in clandestine ways
by the authorities. Based upon these appraisals, employees felt that poor performances
were not dealt with. It was also felt by respondents that it was not important to
improve to secure promotions at work. This is perhaps one area that improvement is

needed in.

6.1.2.3 Organisational Transparency

Regarding employees opinions of their management, a majority reported that they
were unaware of management meetings but were informed of policies that were to be
implemented. Organisational transparency was thus moderate, scope for greater
transparency being present. In spite of these, the workers enjoyed the freedom to
create, innovate and approach the management whenever there arose an issue. The
employees also knew who to speak to and that there was managerial cooperation and
guidance. While major plans were always known to them, the process of making these

plans was not.

6.1.3 Qualitative Research

The employees in the focus groups believed that proper training and talent
management could achieve the goal of organisational transparency. The respondents
appeared to understand fully the multilayered concept of transparency. While some
respondents felt that talent managed effectively could enhance organisational
transparency, they also felt that important policy matters were not to be decided by
those who worked on the lower rungs of hierarchy, the top echelons always being
responsible for them.

The respondents felt the need of performance management, realising its importance
and finding transparency important to improving performance of employees.
Speaking on the importance of organisational transparency, the respondents felt that
improving transparency would definitely help improve performance at work, as well
as a better understanding of organisational objectives. They also felt that training

could greatly help in it.
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6.1.4 Inferences

The hypotheses drawn were investigated leading to specific inferences being drawn
from this research. There is a strong and positive relationship between talent and
transparency and performance and transparency, leading to the inference that the
greater the talent, the better the performance, the more will be the transparency in
organisations. Also, the more the talents are developed in government and semi
government organisations, the greater will be the communication in organisational
transparency. The more frequent and open performance appraisal is the more trust the
employees will have in their organisation. Ambiguity in this will result in the
lessening of trust. It is also inferred that objectivity in performance management will
have a negative impact on communication in organisational transparency and quality
of approach in development of talent in organisations studied will likewise negatively
impact organisational transparency. However it can safely be said that organisational

transparency can be enhanced through effective talent and performance management.

6.2 Recommendations

The research conducted has vyielded findings, which are of importance for
organisations wishing to improve transparency, nurture talent as well as improve
performance. While this research has made a small contribution to the academic field,
like a lot of other researches, this one too has limitations which future research can
hope and attempt to rectify. These are enumerated below.

6.2.1 Contribution

The research has given important contribution to organisational research, especially
for the government of Dubai. The Middle East has not been as often a subject of
empirical investigation as some of the Western nations have been. Thus all research
conducted goes a long way in lighting up the path for policy makers and future
researchers alike. The study has brought out the importance of managing talent as
well as improving employee performance in government and semi government
organisations in Dubai. The fact that effective talent management will lead to
improved performance has been established as has been the fact that employees have
reservations about current evaluative and appraisal techniques. While organisational

transparency has to be enhanced, employees were satisfied by and large with the
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working and openness in the organisations studied, apart from performance appraisal,
not feeling that talent and performance had much to do with promotion on the job.
Obviously, this would be food for thought to the organisations studied in the course of
this research.

6.2.2 Recommended Improvements

Improvements in organisational transparency can significantly increase the number of
foreign direct investors in Dubai. In line with this, there are many ways in which
organisational transparency can be improved. In this study, recommendations will be
divided into two separate levels known as: (1) organisational level; and (2)

government level.

6.2.2.1 Organisational Level

e Significance of training intervention in promoting transparency
At the organisational level, it is necessary to promote the importance of training
intervention in order to increase employees’ knowledge not only with regards to the
importance of organisational transparency for the common benefits of its stakeholders
but also to make them become more aware of the negative impacts or effects of poor
organisational transparency within the business organisation, the industry, and the
entire economy of Dubai. Basically, increasing employees’ awareness on this matter
will encourage each one of them to be on their guard in situations wherein unethical

business practices are present.

e Comprehensive induction of new applicants

The provision of comprehensive training for new applicants highly recommended
enabling the organisational leaders to have the opportunity to effectively
communicate and provide the new applicants with better understanding about the
organisational mission, vision, and goals. Likewise, this strategy is useful in terms of
educating newly hired employees about the process in which their individual skills
and talents will be measured while they are employed with the government and semi
government, thus providing them with a comprehensive orientation towards the
required practices.

Key performance indicators (KPIs) can be utilized to enable government and semi

government accurate define and measure the team’s individual and combined
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performance in terms of reaching the organisational goal. For this reason, induction
process given to new applicants should include specific KPIs that are expected from
each of the newly hired employees. Right after providing a comprehensive induction
to new applicants, the HR personnel should make a follow-up with new applicants to
ensure that each one of them is clear with what is expected of them by the

management.

e Improvements in organisational communication
Good communication within government and semi government organisations is one
of the most important factors that contribute to the success of organisational
transparency. In line with this, the absence of organisational communication can make
some employees become less aware of the publicly announced changes with regard to
significant changes in organisational or public policies. For this reason, improving the
organisational communication is highly recommended.
Establishing a strong communication with the government and semi government
organisations is possible by developing organisational culture that is open to two-way
communication between the top management officials and the rest of the lower ranked
employees. In order to make the implement open communication as part of
organisational culture successfully, the use of transformational leadership style is

necessary.

6.2.2.2 Government Level

e Introducing the concept of talent and performance management in the local
universities as a sub-major of subjects like HR management under the courses
of business administration

Government intervention in Dubai is necessary in terms of encouraging the local
colleges and universities to incorporate the importance of talent and performance
management in the curriculum of the college and university students who are
currently enrolled for the degree of business administration. This particular strategy is
effective in terms of increasing the knowledge of future workforce with regards to the
importance of talent management and performance management in relation to the
need to strengthen transparency, disclosure and accountability within the private and

government organisations.
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Apart from preparing the next generation of workforce to readily embrace the need to
promote organisational transparency, government authorities’ continuous negotiation
with the local schools and universities concerning this matter could strengthen the
existing research studies on transparency. As a result of encouraging the local schools
and universities to actively participate in educating the people about the economic and
social advantages associated with transparency, the academic institutions could
readily offer the public with useful short-course trainings to the private and

government organisations in Dubai.

e An annual conference on talent management that introduces and discusses the

best corporate governance practices locally and internationally

Based on the improvements in the research studies and the individual experiences of
the multinational companies in the private sector, the implementation of a yearly
talent management conference can be use to publicly introduce the best and most
current strategies used in the local and internal corporate governance. With respect to
this strategy, the organisation of the annual conference in Dubai could encourage and
motivate the local government to actively work together with the credible local
colleges and universities to improve the auditing system used in monitoring the

practice of transparency in private and government organisations.

In the absence of yearly conference concerning the promotion of organisational
transparency, the stakeholders in both the government and semi government sectors
may end up neglecting or ignoring the practice of transparency in the near future.
Based on this point-of-view, the implementation of the annual conference on this
matter will serve as an effective public reminder that the practice of transparency is

necessary towards the promotion of anti-corruption campaign.

e Establishment of a separate government entity that focuses on auditing,
measuring and evaluating talent management, performance management

systems and transparency in Dubai’s government and semi government

With respect to successful transparency, the primary research study results suggest a
triangular relationship between talent management, performance management, and
organisational transparency. Since management of organisations are more interested

in gaining higher profits, there are cases wherein the organisation management would
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enter into collusion with the company’s executive directors to encourage registered
accountants to perform accounting manipulation to avoid paying excessively high

amount for promoting and retaining talent.

Given that there are a lot of government and semi government sectors in Dubai that
holds talented UAE nationals, establishing a separate government entity which
focuses on auditing, measuring and evaluating the talent management, performance
management and organisational transparency in Dubai’s government and semi
government could make organisational stakeholders think twice about violating the
corporate governance. In relation to the need to audit government and semi
government organisations that are found guilty of violating the transparency law

should be held accountable and punishable by the law.

6.3 Direction for Future Research

Perhaps the most important task of research is to further the course of future research
with the provision of guidelines and directions to researchers of the future. This
research had limitations which future research may rectify. The sample size was of
135 respondents. This was due to the constraint of time. However, this sample size
bettered will perhaps yield results giving findings that can be generalized for the

population as a whole.

The questionnaire designed for this research was tested for reliability but not for
validity. Validity of the questionnaire established, will help future researchers, as it
will then be proved that the questionnaire is measuring what it is designed to measure.
Future research may perhaps cover more organisations like private sectors as well as
study ways to manage talent and employee performance in the context of Dubai.
Appraisal techniques that the management of these organisations is following may be
examined and if possible made known to the employees. Also, the relationship
between talent appraisal and talent management may be explored in greater detail, as
must the relationship between performance appraisal and performance management.
These findings may throw more light on how transparency may be further affected by
talent management and performance management when evaluation and appraisal are
more publically known. Another direction is that future researcher can conduct a
study by expanding demographic area by including Abu Dhabi city government and
semi government sectors and the result will be then compared to findings in this study
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for the purpose of best practice. Also, research taking these factors into account will

contribute to the areas of organisational effectiveness.

6.3.1 Scope of the Research Study

With the goal of improving the corporate governance in Dubai government, and semi-
government organisations, this study focused on determining as to whether or not
talent and performance management could effectively improve the efficiency in terms
of enhancing organisational transparency. In line with this, the pivot of the primary
research study was focused on examining the possible relationship between talent

management, performance management, and organisational transparency.

Based on the results of the primary and secondary research, this study tackled issues
related to the significance of developing a strong organisational culture and setting out
a clear organisational objectives and goals that could enable government, and semi-
government organisations in Dubai develop strategic ways to ensure greater success
in their ventures in terms of improving their talent management and performance
management. In line with this, specific ways on how improvements in talent
management and performance management could positively affect the developments

in promoting the practice of transparency were also discussed.

Applicable to any forms of organisation, this study clearly explained why the use of
effective leadership style and having good communication skills are necessary in
order to increase the ability of the managers to win the trust of employees and
encourage the rest of the organisational stakeholders to support the implementation of
establishing organisational culture that openly accepts the practice of transparency.
Likewise, the use of effective leadership style and having good communication skills
are equally important when it comes to making the managers successfully implement
new organisational objectives and goals that are focused on transparency, disclosure

and accountability.

6.3.2 Limitations of the Research Study

e |dentify and design the kind of training and development programmes
Training and development programs will enable the government and semi government
sectors in Dubai improve the existing practices of its talent management, performance

management and organisational transparency
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The provision of effective training and development programme is important in terms
of improving not only the job satisfaction of each employee but also improving the
individual as well as the performance of the business organisation as a whole. Even
though this study mentioned the importance of making training and development
programmes available to organisational stakeholders, the kind of training and
development programmes that are appropriate in terms of increasing the success of
organisational transparency, talent management, and performance management were

not clearly explored.

Given that this study focused only in examining Dubai government and semi-
government employees’ perception with regards to talent management, performance
management and organisational transparency, it is highly recommended that the
future research should focus on determining the kind of training and development
programmes that could effectively increase the talent management, performance
management and organisational transparency in each industrial sector. Taking this
into consideration will enable the management to have better idea on how they can
effectively improve talent management, performance management and transparency

in their own business organisation.

e Determining Strategic Methods

The strategic ways on how the human resource managers in the government and semi
government sectors could effectively hire, improve and retain its competitive
employees

The local and international businesses today are mostly dynamic in terms of using
high-communication technology (Hough and Oswald 2000, p. 632). To improve the
cost-effectiveness and profitability of the company during economic recession, having
competitive employees and assigning the right person for each particular job
description becomes a significant factor that can contribute to the success of a
business organisation (Marchington and Wilkinson 2005, p. 104).

To prevent the high cost of recruiting wrong people to perform a particular task within
an organisation, effective HR planning should be observed when recruiting additional
human resources to join the workforce. Before assessing the job applicant’s unique

personality, skills and previous work experiences, HR managers should be able to

89



develop a detailed job analysis and systematic process to ensure that selected

individuals are able to perform the required task (Stone 2005, p. 10).

Similar to high cost associated with hiring the wrong people to join the workforce, the
inability of the organisation to retain its valuable employees also entails a lot of
unnecessary operational expenses. In general, the provision of necessary training and
development could somehow improve the existing knowledge and skills of each
employee. However, retaining high skilled employees is more challenging than
providing them with opportunity to learn more. Apart from the use of effective reward
system, the use of effective career management, talent management, succession
planning, and integration of learning and development with employee relations are
among the strategies that can be use in improving employee retention (CIPD 2008, p.
8; Lips-Wiersma and Hall 2007; Chen, Chang and Yeh 2006; Heywood and Wei
2006; Guthrie 2000).

In order to maintain competitive performance management, this study mentioned the
importance of increasing the HR department’s acumen to hire, improve the existing
skills and knowledge of each employee through the provision of effective training and
development programmes and eventually retain competitive employees by making
them loyal to the business organisation. Since this study failed to provide the readers
with comprehensive guidelines on how the HR department could effectively hire,
improve and retain competitive employees, this study also recommends the need to
conduct further research study with regards to the proper management of competitive

employees within the government and semi government sectors.

e Examine the best organisational structure the is best in promoting corporate
governance

Other than improvements in organisational transparency, this study mentioned the
importance of corporate governance in terms of preventing the practice of corruption
within the working environment. Despite the strong contribution of corporate
governance over the success of government and semi government sectors, this study
failed to discuss the different types and the best organisational structure that each of
the government and semi government sectors in Dubai should consider to effectively
increase organisational transparency, disclosure and accountability of each

stakeholder.
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Colley et al. (2005) explained that corporate governance is a system of authoritative
direction or government that is composed of roles and responsibilities that each of the
business owners and the rest of the shareholders, board of directors, and the chief
executive officer (CEO) should comply and perform accordingly. Apart from
determining the different roles of these individuals within a business organisation,
internal and external factors that may directly or indirectly contribute to the
development of effective corporate governance should be carefully observed and
identified.

The board structure can either be unitary or two-tiered (Solomon 2007, pp. 78 — 79).
In relation to a strong corporate governance, future research study should not only
focus on examining and identifying the best organisational structure the is best in
promoting corporate governance but also identify and analyze the role and
responsibilities of each of the active and inactive business executives, the members of
the board of directors, the business owner, the registered accountants, and the rest of
the stakeholders which includes a large group of employees. Doing so will provide the
readers with better understanding on how the government and semi government

sectors could improve their corporate governance and organisational transparency.

For example: The best way for executive and non-executive directors to perform their
duty effectively is to have an access to the company’s business information (Waldo,
p. 5). For this reason, the board of directors should not only carefully analyze the
corporate financial report but also meet the team members regularly to discuss the
proposed strategic plans and issues that will significantly affect the success of the
business (Solomon, p. 103).
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APPENDICES

Appendix 1: Focus Group Inputs

The focus group which consisted of 25 people, 16 people attended the group
discussion, all UAE nationals, age 25-35, working in either government or semi
government sectors in Dubai Region about their thoughts and perspectives in
“enhancement organisation transparency through talent and performance
management.

The opinions and discussions vary between who realised the link between the
transparency, cause talent and performance management and who didn’t.

e Talent is linked and associated with performance management, both need to
play a role to enhance transparency. That is the agreement.

e Talent and Performance management doesn’t play a role in enhancing
transparency, but leadership and organisation culture does since the middle
management and the other lower level of employees don’t make decisions.
Leaders and high management have to practice it in order for it to become a
culture.

e Transparency is not something you can measure; talent and performance
management is the best thing any organisation can have. Moreover,
transparency needs to be introduced in talent programs.

e Talent management is a process that retains, develop and grow individuals or
employees within an organisation, by doing so the employee will be clear
towards his strength and weakness and will work to develop himself, as a
result this will also affect his performance and will increase it; thus being
talented and a performer that will in return enhance the organisation’s
transparency.

e If this individual reached and got promoted to a senior role or takes part in the
management floor, he/she will learn to be transparent and will have clear goals
to translate to the middle/lower employees at the organisation.

e When you acquire talent and manage their performance through the right
training and experience you are enhancing transparency because through
training and the on-job experience they are developing their team work skills
and management skills through training that you set for them, thus achieving
the goal of transparency.
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Enhancing transparency through talent and performance management is a long
process; it requires the need to nurture the talents, which will result in
enhancing transparency within the organisation.

As a one of the participates point of view, he says it is a positive step as
transparency always makes a company strive to become the best in what they
do, so this subject is what companies nowadays want and require. Since, many
companies lack transparency and talent, some argue that talent is what makes
a company/ Organisation transparent for the reason that, through talent you are
educating the management which reflects on the employees and the company
as whole.

The link between talent and transparency is weak, whereas the link between
talent and performance is high and proven to be the most successful approach.
Transparency has other implications, for example transparency deals with
anticorruption, guidelines and organisational culture, talent in other hand
results in creating value for customers, shareholders and communities

Transparency is an internal default value.
Employees will perform well within the right context.

The whole concept and the subject is that it is well known that transparency
enhances talent and performance but the question remains if can it be vice
versa?

When we develop and retain middle management, they perform well, when
they eventually reach the top level, they will be implement transparency and

achieve the goal.

It means making people responsible and accountable for the job they do which
can be measured through their performance. This in turn helps the company
and it is employees be open and transparent, in which/what they do and want
their responsibilities are. We basically can have a culture whereby people are
not held accountable for what they do and they may not be assessed on their
weak or good performance. By putting together a proper performance
management system we would work towards ensuring that the staff are
responsible and transparent in what they do. So when you put appropriate
talent and measure them against their performance, it will encourage
accountability and hence transparency. It is a live risk that most organisations
are having now.

Part of developing talents is transparency. Such as, making them aware of how
important it is and enhancing better communication, this could mean that
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talent development role is to enhance transparency but that is also an internal
communication role.

If there were no proper communication in terms of organisation’s future plans
and directions in the short, medium and long run along with the allocated
budget and responsibilities at all the level within the organisation, then no one
would have a clear idea of where they are heading. Hence, the type of talent to
be managed as well as how performance will be evaluated and on what can’t
be done properly, as a result, some talent might die eventually since it was not
nurtured and performance results might be unfair, as it didn’t give people with
talent to exhibit their skills on the matter.
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Appendix 2: Survey Questionnaire

Organisation & Transparency

Dear Friends and Colleagues,

It would be greatly appreciated if you kindly support me with my Master's Degree
Dissertation, by filling up the attached questionnaire

The questionnaire is about Organisation’s Transparency, Talent & Performance
Management (Government & Semi Government Sectors in Dubai Region).

The questionnaire will be used to collect the primary data needed for a research study.
Therefore, | seek your assistance to be as open, fair, honest as possible as you can in your
responses.

The researchers assure you that no individuals will be identified from their responses and
there are no requests for confidential information included in the questionnaire. The results of
the analysis will be strictly used by the researchers for study purposes only.

The questionnaire comprises of four parts:

1. General information

2. Organisation Transparency

3. Talent Management

4. Performance Management

Thank You in advance in supporting me in this research, I’'m most grateful.

Best Regards
Project Management - Master Student

Section 1: General information

1) Sex

Male

Female

2) Education Level

Less than high school

High school

College degree
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Graduate degree

High Diploma

Masters or above

3) Age Group

Less than 25

25-35

36 - 46

4757

58 or above

4) Number of years worked in current organisation:

One year or less

2-7

8-13

14 -19

20 years or above

5) Number of years worked in the position or job:

One year or less

27

8-13

14 -19

20 years or above

6) Job Level:

Junior

Middle Management

Senior Management

7) Nationality:

UAE National
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Non UAE National

8) Sector:

Government

Semi-Government

Section 2: Organisation Transparency

This part measures your Transparency towards your organisation. Please tick one box for
each question which best describes your opinion

Strongly|
Agree

Agree

Undecided

Strongly

Disagree Disagree

9) Whenever there is an issue or a question,
management is approachable.

10) Supervision is based on cooperation and
guidance.

11) I know what kind of ethics and behavior
is expected of me.

12) 1 am free to be innovative and creative.

13) Monitoring is fair and not overly
intrusive.

14) 1 always know where to go and whom
to speak to when there is an issue.

15) I am free to seek advice from my peers.

16) Subordinates are permitted to help each
other out.

17) Subordinates are always aware of
managements’ meetings.

18) Subordinates are always informed of
plans for the organisation and are asked for
input.

19) When management makes decisions we
are always informed of the decisions and
the reasons for the decisions.

20) When management introduces policy
changes subordinates are always notified in
advance.

21) If I am not happy about a policy or
practice | am free to discuss my feelings
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with co-workers and management without
fear of penalty.

22) If | can resolve an issue on my own, |
am not afraid to do so without first seeking
management’s approval.

23) If | do not agree with a suggestion made
by my supervisor | am not afraid to express
my opinion.

24) Accountability is fair.

Section 3: Talent Management

This part measures your Organisational Talent Management toward you. Please tick one box
for each question which best describes your opinion:

Strongly|
Agree

Agree

Undecided

Strongly

Disagree Disagree

25) My organisation offers fair
opportunities for training.

26) | am utilizing my academic skills and
experience appropriately.

27) Management is always finding ways to
recruit and retain special skills.

28) Management is always ensuring that
talent is developed.

29) | am always placed in situations where |
can develop talent.

30) If management discovers that a
subordinate has a greater talent in one area,
the subordinate will be placed in that area.

31) My organisation conducts development
test to determine whether or not
subordinates have the talent for the job or
should be transferred to another area of the
organisation.

32) Talented subordinates are permitted to
work independently and to be creative and
innovative.

33) Less talented subordinates are
encouraged to develop talent.

34) Talented workers are encouraged to
work with less talented workers.
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35) When a subordinate gains talent he/she
is promoted.

36) When a worker is not working out in a
particular area he/she is trained.

37) When a worker is not working out in a
particular area he/she is moved to another
area.

38) I feel confident that my skills will be
developed.

39) I always have the opportunity to learn
from workers who are more skilled than |
am

Section 4 : Performance Management

This part measures your Organisational Performance Management toward you. Please tick
one box for each question which best describes your opinion

Strongly|
Agree

Agree

Undecided

Strongly

Disagree Disagree

40) I know what my organisation’s
performance goals are.

41) My organisation’s goals are expressed
in a way that informs me what my
performance level should be.

42) | know what the consequences are for
my organisation if my performance is sub-
par.

43) Workers are encouraged to cooperate to
ensure that individual performance meets
the organisation’s objectives.

44) My organisation sets performance goals
for me.

45) My organisation encourages as opposed
to pressures me to perform at an optimum
level.

46) 1 am confident that good performance
will be rewarded.

47) 1 know that if 1 do not perform
satisfactorily I will not move up in the
organisation.

48) Management maintains a system of
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intermittent appraisals to measure individual
performance.

49) Management always suggests ways that
| can improve my performance.

50) Poor performance is dealt with
proportionately and fairly.

51) Performance appraisals and evaluations
are conducted fairly and objectively.

52) Management accepts that optimum
performance is not always possible.

53) I know who to report to when | am
unable to perform.

54) Management takes partial responsibility
for subordinates’ inability to perform.
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Appendix 3: Survey Categories

Organizational Transparency

Trust Questions:

Whenever there is an issue or a question, management is approachable.
Supervision is based on cooperation and guidance.

| know what kind of ethics and behaviour is expected of me.

| am free to be innovative and creative.

Monitoring is fair and not overly intrusive.

| am free to seek advice from my peers.

Subordinates are permitted to help each other out.

Accountability is fair.

Communication Questions:

| always know where to go and whom to speak to when there is an issue.
Subordinates are always aware of managements’ meetings.

Subordinates are always informed of plans for the organization and are asked
for input.

When management makes decisions we are always informed of the decisions
and the reasons for the decisions.

When management introduces policy changes subordinates are always notified
in advance.

If I am not happy about a policy or practice | am free to discuss my feelings
with co-workers and management without fear of penalty.

If I can resolve an issue on my own, | am not afraid to do so without first
seeking management’s approval.

If 1 do not agree with a suggestion made by my supervisor | am not afraid to
express my opinion.

Talent Management

Development Questions:

My organisation offers fair opportunities for training.

| am utilizing my academic skills and experience appropriately.

Management is always ensuring that talent is developed.

| am always placed in situations where | can develop talent.

If management discovers that a subordinate has a greater talent in one area, the
subordinate will be placed in that area.

Less talented subordinates are encouraged to develop talent.

Talented workers are encouraged to work with less talented workers

When a worker is not working out in a particular area he/she is moved to
another area.

| always have the opportunity to learn from workers who are more skilled than
| am.
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Development Quality Questions:

e Management is always finding ways to recruit and retain special skills.

e My organisation conducts development test to determine whether or not
subordinates have the talent for the job or should be transferred to another area
of the organisation.

e Talented subordinates are permitted to work independently and to be creative
and innovative.

e When a subordinate gains talent he/she is promoted.

e When a worker is not working out in a particular area he/she is trained.

o | feel confident that my skills will be developed.

Performance Management

Obijectives Questions

e [ know what my organisation’s performance goals are.
e My organisation’s goals are expressed in a way that informs me what my
performance level should be.

KPI Questions

e | know what the consequences are for my organisation if my performance is
sub-par.

e Workers are encouraged to cooperate to ensure that individual performance
meets the organisation’s objectives.

e Management always suggests ways that | can improve my performance.

e | know who to report to when | am unable to perform.

e Management takes partial responsibility for subordinates’ inability to perform.

Target Questions
e My organisation sets performance goals for me.
e Management accepts that optimum performance is not always possible.

Appraisal Questions:

e My organisation encourages as opposed to pressures me to perform at an
optimum level.

e | am confident that good performance will be rewarded.

e | know that if I do not perform satisfactorily 1 will not move up in the
organisation.

¢ Management maintains a system of intermittent appraisals to measure
individual performance.

e Poor performance is dealt with proportionately and fairly.

e Performance appraisals and evaluations are conducted fairly and objectively.
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Appendix 4: Overall Survey Results

Results for: Organisation & Transparency

1) Sex

Male

Female

2) Education Level

Less than high school
High school

Coliege degree
Graduate degree
High Diploma
Masters or above

3) Age Group

Less than 25

25 -35
36 - 46
47 - 57

58 or above

4) Number of years worked in current organisation:

One year or less

2«7
8-13
14 - 19

20 years or above

5) Number of years worked in the position or job:

One year or less

B ?
8-13
14 - 19

20 years or above

6) Job Level:

Percentage Responses

35.6 47
64.4 85
Total responses: 132

Percentage Responses

0.0 o]
3.7 5
19.3 26
40.7 55
2G.0 27
16.3 22
Total responses: 135
Per Resp
20.0 27
65.2 88
14.8 20
0.0 0
0.0 0
Total responses: i3s
Per t R P
21.6 29
60.4 81
14.2 19
2.2 3
1.5 2
Total responses: i34

Percentage Responses

24.6 33
59.0 79
14.2 19
TS 2
G.7 1
Total responses: 134
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Junior
Middle Managment

Senior Managment

7) Nationality:

UAE National
Non UAE National

8) Sector:

Government

Semi-Government

Total

Total

Total

9) This part measures your Transparency towards your organisation. Please tick one
box for each question which best describes your opinion:

Whenever there is an issue or a question,
management is approachable.

Supervision is based on cooperation and
guidance.

I know what kind of ethics and behaviour is
expected of me.

1 am free to be innovative and creative.

Monitoring is fair and not overly Intrusive.

I always know where to go and whom to
speak to when there is an issue.

I am free to seek advice from my peers.

Subordinates are permitted to help each other
out.

Subordinates are always aware of
managements’ meetings.

Subordinates are always informed of plans for
the organization and are asked for input.

When management makes decisions we are
always informed of the decisions and the
reasons for the decisions.

When management introduces policy changes
subordinates are always notified in advance.

If I am not happy about a policy or practice I
am free to discuss my feelings with co-
workers and management without fear of

Strongly
Agree

20
(23.26%)

25
(29.07%)
37
(43.53%)

(34.12%)

16
(18.60%)

22
{25.88%)

32
(37.65%)

25
(30.12%)
5
(5.88%)
2
(2.41%)
7
(8.24%)
4

(4.71%)

9
(10.59%)

Agree

54
(62.79%)

46
(53.49%)

44
(51.76%)

33
(38.82%)

48
{55.81%)

43
{50.59%)

44
(51.76%)

51
(61.45%)

31
(36.47%)

35
(42.17%)

27
{31.76%)

32
{(37.65%)

36
(42.35%)

Undecided

7 (8.14%)

5 (5.81%)

2 (2.35%)

13
(15.29%)

12
{13.95%)

10
(11.76%)

5 (5.88%)

5 (6.02%)

20
(23.53%)

21
(25.30%)

17
(20.00%)

18
(21.18%)

23
(27.06%)

Disagree

5
(5.81%)

10
(11.63%)

2
(2.35%)

S
(10.59%)

10
(11.63%)

s
(10.59%)
4
(4.71%)

2
(2.41%)

24
(28.24%)

15
(18.07%)

26
(30.59%)

23
(27.06%)

12
(14.12%)

Strongly
Disagree

]
(0.00%)

o]
{0.00%)

0
(0.00%)

1
(1.18%)

o]
(0.00%)
1
(1.18%)
o
(0.00%)
0
(0.00%)
5
(5.88%)
10
(12.05%)
8
(9.41%)
8
(9.41%)

5
(5.88%)

Percentage
30.6
53.7
15.7

respornses:

Percentage
97.0
3.0

responses:

Percentage
56.0
44.0

responses:

Responses

86

86

85

85

Responses
41
72
21
134

Responses
131
4
135

Responses
75
59
134

Average
Score

197/5
(39.40%)

2.00/5
(40.00%}

1.64/5
(32.80%)

2.06/5
(41.20%)

2.19/5
{43.80%)

22175
(42.20%)

1.78/5
(35.60%)

1.81/5
(36.20%)

2.92/5
(58.40%)

295/5
(59.00%)

3.01/5
{60.20%)

2.99/ 5
(59.80%)

262/5
(52.40%)
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penalty.

If I can resolve an issue on my own, [ am not
afraid to do so without first seeking
management’s approval.

i3 40 17
(15.29%) (47.06%) (20.00%)

If I do not agree with a suggestion made by
my supervisor I am not afraid to express my
opinion.

19 45 12
(22.35%) (52.94%) (14.12%)

14 48 i3

Accountability is fair. (16.67%) (57.14%) (15.48%)

10) Comments (if any):

(The last five responses are given)

15
(17.65%)

9
(10.59%)

6
(7.14%)

O
{0.00%)

9]
(0.00%)

3
(3.57%)

- Whenever you have your chance to change directly go on don't wait for the next day .

11) This part measures your Organisational Talent &Performance Management toward
you. Please tick one box for each question which best describes your opinion:

Strongly >

Agree Agree Undecided Disagree
My organisation offers fair opportunities for 10 28 8 (11.94%) 11
training. (14.93%) (41.79%) IR 116.42%)
I am utilizing my academic skills and 10 35 6 (8.96%) 9
experience appropriately, (14.93%) (52.24%) 5 2 (13.43%)
Management is always finding ways to recruit 5 (7.46%) 25 i1 19
and retain special skills. ’ 4 (37.31%) (16.42%) (28.36%)
Management is always ensuring that talent is 6 (8.96%) 24 15 15
developed. = %/ (35.82%) (22.39%) (22.39%)
I am always placed in situations where I can 9 28 10 14
develop talent. (13.43%) (41.79%) (14.83%) (20.90%)
If management discovers that a subordinate 8 20 10 14
has a greater talent in one area, the P
subordinate will be piaced in that area. (11.94%) (29.85%) (28.36%) (20.90%)
My organisation conducts development test to
determine whether or not subordinates have % 14 24
the talent for the job or should be transferred > (7*46%)  (50.9005) 9 (13-43%) (35 305
to another area of the organisation.
Talented subordinates are permitted to work 7 24 11 20
independently and to be creative and
[GREvative: (10.45%) (35.82%) (16.42%) (29.85%)
Less talented subordinates are encouraged to 4 (5.97%) 28 13 17
develop talent. 7 2 {41.792%) (19.40%) (25.37%)
Talented workers are encouraged to work 5 (7.46%) 19 21 16
with less talented workers. IRTR)(28.36%) (31.34%) (23.88%)
When a subordinate gains taient he/she is 4 (6.06%) 15 21 16
promoted. ¥ (22.73%) (31.82%) (24.24%)
When a worker is not working out in a 2 (2.99%) 23 19 17
particular area he/she is trained. T (34.33%) (28.36%) (25.37%)
When a worker is not working out in a 20 24 16
g:ertancular area he/she is moved to another 2 (3.03%) (30.30%) (36.36%) (24.24%)
1 feel confident that my skills will be 11 29 11 13
developed. (16.42%) (43.28%) (15.42%) (19.40%)

Strongly

Disagree

10
(14.93%)

7
(10.45%)

7
(10.45%)

7
(10.45%)

6
(8.96%)

6
(8.96%)

15
(22.39%)

5
(7.46%)
5
(7.46%)

6
(8.96%)

10
(15.15%)
6
(8.96%)

a4
(6.06%)

3
(4.48%)

85

85

84

Responses

67

67

67

67

67

67

67

67

67

67

€6

67

66

67

2.40/5
(48.00%)

2.13/5
(42.60%)

224/5
(44.80%)

2.30/5
(46.01%)

Average
Score

2.75/5
(55.00%)

2.52/5
{50.40%)

2.97/5
(59.40%)

290/5
(58.00%)

2,70/ 5
(54.00%)

285/5
(57.00%)

3.45/5
(69.00%)

2.88/5
(57.60%)

287 /5
(57.40%)

299/5
(59.80%)

3.20/5
(64.00%)

3.03/5
(60.60%)

3.00/5
(60.00%)

252/5
(50.40%)

2.10/5
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[ always have the opportunity to learn from 25 24 6 (8.96%) 10 2 67 {42.00%)
workers who are more skilled than I am (37.31%) (35.82%) e a (14.93%) (2.99%)
285/5
{56.96%)
12) Comments (if any):
(The last five responses are given)
13) This part measures your Organisational Performance Management toward you.
Please tick one box for each question which best describes your opinion:
Strongly % 3 Strongly Average
Agree Agree Undecided Disagree Disagree Responses Siore
N 248/5
1 know what my organisation’s performance 18 i8 11 13 4 64 (49.60%)
goals are. (28.13%) (28.13%) (17.19%) (20.31%) (6.25%) 3
My organisation’s goals are expressed in a 14 17 16 13 4 2.63/5
way that informs me what my performance %y o 64 (52.60%)
level should be. (21.88%) (26.56%) (25.00%) (20.31%) (6.25%)
2.72/5
I know what the consequences are for my 7 22 18 16 1 64 (54.40%)
organisation if my performance is sub-par. (10.94%) (34.38%) (28.13%) (25.00%) (1.56%) =
Workers are encouraged to cooperate to 12 28 16 > 250/5
ensure that individual performance meets the 6 (9.38%) 64 (50.00%)
organisation’s objectives. (18.75%) (43.75%) (25.00%) (3.13%)
My organisation sets performance goals for 9 25 9 (14.06%) 18 3 64 (ézgof%?)
me, (14.06%) (39.06%) ' s (28.13%) (4.65%) '
. 2.52/5
My organisation encourages as opposed to 11 25 13 14 1 64 (50.40%)
pressures me to perform at an optimum level, (17.19%) (39.06%) (20.31%) (21.88%) (1.56%) :
" ’ 263/5
1 am confident that good performance will be 14 26 3 (4.69%) 12 S 64 (52.60%)
rewarded. (21.88%) (40.63%) TS (18.75%) (14.06%) '
. . . 2.50/5
1 know that if I do not perform satisfactorily I 15 22 10 14 3 64 (50.00%)
will not move up in the organisation, {23.44%) (34.38%) (15.63%) (21.88%) (4.69%) >
Management maintains a system of 3 26 11 7 269/5
intermittent appraisals to measure individual 9 (14.52%) 62 {53.80%)
performance. (14.52%) (41.94%) (17.74%) (11.25%)
292/5
Management always suggests ways that [ can 6 (9.52%) 22 13 15 7 63 (58.40%)
improve my performance. ' °’ (34.92%) (20.63%) (23.81%) (11.11%) &
: : 3.02/5
Poor performance is dealt with proportionately 3 (4.76%) 20 17 19 4 63 (60.40%)
and fairly. : (31.75%) (26.98%) (30.16%) (6.35%) : 2
. 1 295/5
Performance appraisals and evaluations are 6 (9.52%) 21 14 14 8 63 (59.00%)
conducted fairly and objectively. 2€7) (33.33%) (22.22%) (22.22%) (12.70%) i
. , 2.73/5
Management accepts that optimum 3 (4.76%) 28 ie 11 3 63 (54.60%)
performance is not always possible. \HIDT0) (44.44%) (28.57%) (17.46%) (4.76%) gt
2.33/5
1 know who to report to when I am unable to 12 29 12 9 1 63 (46.60%)
perform. (19.05%) (46.03%) (19.05%) (14.25%) (1.59%) 2 4
. o 2.78/5
Management takes partial responsibility for 9 i9 18 11 6 63 (55.60%)
subordinates’ inability to perform. (14.29%) (30.16%) (2B.57%) (17.46%) (9.52%) &
2.67/5
(53.45%)

14) Comments (if any):

(The last five responses are given)
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Appendix 5: Survey Chart Results

Question 1

Sex

A
35.61%

B
64.39%

0o

@ >

A) Male
B) Female

Question 2

Education Level

A) Less than high school
B) High school

C) College degree

D) Graduate degree

E) High Diploma

F) Masters or above
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Question 3
Age Group

100

80 y g

70

20 o
10 N

A) Less than 25
B)25-35
C)36-46

D) 47 - 57

E) 58 or above

Question 4
Number of years worked in current organisation:

A) One year or less
B)2-7

C)8-13

D)14-19

E) 20 years or above
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Question 5

Number of years worked in the position or job:

79
33
19
2

A B C D
A) One year or less
B)2-7
C)8-13
D) 14 -19
E) 20 years or above

Question 6
Job Level:

80

60 |

A) Junior
B) Middle Managment
C) Senior Managment
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Question 7
Nationality:

5 |4

A) UAE National
B) Non UAE National

'A) Government
B) Semi-Government
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Question 9

. This part measures your Transparency towards your organisation. Please tick one box for each question which best describes your opinion:|

1 5

= A
H B
a C
=D
B E
o F
E G
H H
|

= J
B K
o L
oM
A N
= O
(I

Undecided Disagree Strongly Disagree

A) Whenever there is an issue or a question, management is approachable.
B) Supervision is based on cooperation and guidance.

C) | know what kind of ethics and behaviour is expected of me.

D)l am free to be innovative and creative.

E) Monitoring is fair and not overly intrusive.

F) | always know where to go and whom to speak to when there is an issue.
G) | am free to seek advice from my peers.

H) Subordinates are permitted to help each other out.

I) Subordinates are always aware of managements meetings.

J) Subordinates are always informed of plans for the organization and are
asked for input.

K) When management makes decisions we are always informed of the
decisions and the reasons for the decisions.

L) When management introduces policy changes subordinates are always
notified in advance.

M) If | am not happy about a policy or practice | am free to discuss my feelings
with co-workers and management without fear of penalty.

N) If | can resolve an issue on my own, | am not afraid to do so without first
seeking managements approval.

O) If | do not agree with a suggestion made by my supervisor | am not afraid to
express my opinion.

P) Accountability is fair.
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Question 9

(a) Whenever there is an issue or a question, management is approachable.

Strongly Disagree 0

Disagree 5

Undecided 7

Agree

Strongly Agree 20

54

Question 9

(b) Supervision is based on cooperation and guidance.

50 46

W
[}
o

10

0

Strongly Agree Agree Undecided Disagree Strongly Disagree
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Question 9

(c) | know what kind of ethics and behaviour is expected of me.

44
o

o
Strongly Disagree

Strongly Agree Undecided Disagree

Question 9

(d) | am free to be innovative and creative.

33
D

Strongly Agree Undecided Strongly Disagree
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Question 9

(e) Monitoring is fair and not overly intrusive.

50 =
45
40
35
30

25
2
157 10
10 o
5

0
o
Strongly Agree Agree Undecided Disagree Strongly Disagree

Question 9

(f) | always know where to go and whom to speak to when there is an issue.

Stron&y Agree Undecided Disagree Strongly Disagree

Question 9

(g) | am free to seek advice from my peers.

a4
o

o
Strongoly Agree Undecided Disagree Strongly Disagree
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Question 9
(h) Subordinates are permitted to help each other out.

o
Strongoly Agree Undecided Disagree Strongly Disagree

Question 9

(i) Subordinates are always aware of managements meetings.

35 -
30
25
20
15
10

50

Strongly Agree Undecided Digree Strongly Disagree
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Question 9

(j) Subordinates are always informed of plans for the organization and are asked for input.

40 35
35 P
30
25
20
15
10

5

P
Strongqy Agree

Undecided Strongly Disagree

Question 9

(k) When management makes decisions we are always informed of the decisions and the reasons for the decisions.

30
26

25
20
15

Strongly Agree Undecided Disagree Strongly Disagree
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Question ?m

(m) If | am not happy sbout s policy or practice | am free to di my feeli s and o without fear of penalty.
40 36
3
35

30

Strongqy Agree Undecided Disagree Strongly Disagree

Question 9

(n) If | can resolve an issue on my own, | am not afraid to do so without first seeking managements approval.

45 -

o
o
Disagree Strongly Disagree

Stron&y Agree Agree Undecided
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Question 9
(o) If | do not agree with a suggestion made by my supervisor | am not afraid to express my opinion.

50 a5
45 o
40
35
30

2
20s
15
10

5 0

L
Strongly Agree Disagree Strongly Disagree

s

Question 9
(p) Accountability is fair.

Strongoly Agree Undecided Strongly Disagree
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Talent Management overall rating

40
35
30
25
20
15
10

5

%trongly Agree Undecided Strongly Disagree
Agree Disagree

A) My organisation offers fair opportunities for training.

B) | am utilizing my academic skills and experience appropriately.

C) Management is always finding ways to recruit and retain special skills.
D) Management is always ensuring that talent is developed.

E) | am always placed in situations where | can develop talent.

F) If management discovers that a subordinate has a greater talent in one area,
the subordinate will be placed in that area.

G) My organisation conducts development test to determine whether or not
subordinates have the talent for the job or should be transferred to another
area of the organisation.

H) Talented subordinates are permitted to work independently and to be
creative and innovative.

I) Less talented subordinates are encouraged to develop talent.

J) Talented workers are encouraged to work with less talented workers.

K) When a subordinate gains talent he/she is promoted.

L) When a worker is not working out in a particular area he/she is trained.
M) When a worker is not working out in a particular area he/she is moved to
another area.

N) | feel confident that my skills will be developed.

0O) | always have the opportunity to learn from workers who are more skilled
thanlam
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Question 11

(a) My organisation offers fair opportunities for training.

Strongly Disagree Strongly Agree
1 % 14.93%

3%

Strongly Agree
Disagr.ee % [ Agree
oz ' Undecided
Disagree
Strongly Disagree

N
Undecided
11.94% S

Question 11

(b) | am utilizing my academic skills and experience appropriately.
Strongly Disagree
10.45%

Strongly Agree
14.93%

Disagree
13.43%

Strongly Agree
Agree
Undecided

\' ] -
Undecided L\ 4 | Disagree
8.96% \./ e Strongly Disagree

Agree
52.24%

Question 11

(c) Management is always finding ways to recruit and retain special skills.

Strongly Disagree Strongly(ﬁgree
10.45% 7.46%

@ Strongly Agree
‘ [ Agree
Dzlg.ﬂs%r"? , ‘ ] Undecided
[J] Disagree
[0l Strongly Disagree

Undecided
16.42%




Question 11

(d) Management is always ensuring that talent is developed.

Strongly Disagree Strongly Agree
10.45% 8.96%

)

Disagree & \ - Strongly Agree
22.39% \ Agree
’ Undecided
Disagree
Strongly Disagree

Question 11

(e) | am always placed in situations where | can develop talent.

Strongly Disagree

.96%

Strongly Agree
13.43%

Disagree \
20.90% ; ) Strongly Agree

Agree
Undecided
Disagree

N Strongly Disagree

\
\
\

Undecided \\J

14.93%

Question 11

(f) if management discovers that a subordinate has a greater talent in one area, the subordinate will be placed in that area.

Slron%llygg:/.’eagree Strongly A{grec

94%

Disagree \
20.90% \ Strongly Agree

Agree

Undecided
Disagree

Strongly Disagree

Undecided
28.36%




Question 11

[g) My organisation conducts development test to determine whether or mot subordinates have the talent tor the job or should be transterred to ancther area of the orgaresation

Strongly Agree
7.46%
Strongly Disagree
2.39%

Strongly Agree
Agree
Undecided
Disagree
Strongly Disagree
/ Undecided
13.43%

Disagree
35.82%

Question 11

(h) Talented subordinates are permitted to work independently and to be creative and innovative.

Strongly Disagree
7

46%

Strongly Agree
10.45%

o Strongly Agree

s ree ) —

20.85% - ! Agree
Undecided
Disagree
Strongly Disagree

Undeclided
16.42%

Question 11

(i) Less talented subordinates are encouraged to develop talent.

Strongly Disagree Stror;glyql}gree

7.46% 97%

Disagree [ \
25.37% . . - Strongly Agree

Agree

Undecided
Disagree

Strongly Disagree




Question 11

(j) Talented workers are encouraged to work with less talented workers.

Strongly Disagree Stror_\,g;{_,hégree

8.96%

Strongly Agree

| Agree
Undecided
Disagree
Strongly Disagree

Disagree Agree

23.88% N A 2w
, | 28.36%

Question 11

(k) When a subordinate gains talent he/she is promoted.

Strongly Agree
Strongly Disagree 6.06%
15.15%

Strongly Agree
Agree
: .1 Undecided
Disagree ! Disa
24.24% gree
Strongly Disagree

Undecided
31.82%

Question 11

(I) When a worker is not working out in a particular area he/she is trained.

3 Strongly Agree
Strongsl_ygl);sagree 2999,

Yo

Disagree » = Strongly Agree
25.37% < \ Agree
Undecided
Disagree
Strongly Disagree




Question 11

(m) When a worker is not working out in a particular area he/she is moved to another area.

Strongly Disagréetrongly Agree
% 3.03%

Disagree
ot Strongly Agree
| Agree
Undecided
Disagree
Strongly Disagree

Undecided
36.36%

Question 11
(n) | feel confident that my skills will be developed.

Strongly Disagree
4.48% Strongly Agree
16.42%
Disagree
19.40%

Strongly Agree

| Agree
Undecided
Disagree
Strongly Disagree

Undecided \
16.42%

Question 11

(o) | always have the opportunity to learn from workers who are more skilled than | am

Strongly Disagree
%o
Disagree
14.93%

Strongly Agree
; 37.31% Strongly Agree
Undecided/ i .

8.96% Agree

| e -J Undecided

Disagree
Strongly Disagree




Performance Management overall rating

35
30
25
20
15
10

5

%trongly Agree Undecided Strongly Disagree
Agree Disagree

A) | know what my organisations performance goals are.

B) My organisations goals are expressed in a way that informs me what my
performance level should be.

C) I know what the consequences are for my organisation if my performance is
sub-par.

D) Workers are encouraged to cooperate to ensure that individual performance
meets the organisations objectives.

E) My organisation sets performance goals for me.

F) My organisation encourages as opposed to pressures me to perform at an
optimum level.

G) | am confident that good performance will be rewarded.

H) | know that if | do not perform satisfactorily | will not move up in the
organisation.

) Management maintains a system of intermittent appraisals to measure
individual performance.

J) Management always suggests ways that| can improve my performance.
K) Poor performance is dealt with proportionately and fairly.

L) Performance appraisals and evaluations are conducted fairly and
objectively.

M) Management accepts that optimum performance is not always possible.
N) | know who to report to when | am unable to perform.

0O) Management takes partial responsibility for subordinates inability to
perform.
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Question 13

(a) | know what my organisations performance goals are.

Strongly Disagree _
- I
unaeciced |G
- IES———— |
- NS

0 5 10 15 20

Question 13

(b) My organisations goals are expressed in a way that informs me what my performance level should be.

Strongly Disagree

- EEEN——— |

Undecided

- IS
swenay Acre |

o
oW
-
o
ok
(4]

20

Question 13

(c) | know what the consequences are for my organisation if my performance is sub-par.

Strongly Disagree .

Disagree

uncecise |
- IS

Strongly Agree

o
o

10 15 20 25
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Question 13

(d) Workers are aged to perate to ensure that individual performance meets the organisations objectives.

Strongly Disagree -
Disagree
Undecided

Agree

Strongly Agree

o
(4]

10 15 20 25 30

Question 13

(e) My organisation sets performance goals for me.

Strongly Disagree
Disagree
Undecided

Agree

Strongly Agree

o
(%]
S
o

15 20 25 30

Question 13

(f) My organisation encourages as opposed to pressures me to perform at an optimum level.

Strongly Disagree .
Disagree
Undecided

Agree

Strongly Agree

o
o

10 15 20 25 30
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Question 13
(g) | am confident that good performance will be rewarded.

Strongly Disagree _
oisagre [
Undecided -
- IESE——— |
0 5 10 15 20 25 30

Question 13

(h) | know that if | do not perform satisfactorily | will not move up in the organisation.

Strongly Disagree -
oisare- |
unaecioed |
- IS

0 5 10 15 20 25

Question 13

(i) Management maintains a system of intermittent appraisals to measure individual performance.

Strongly Disagree
Disagree
Undecided

Agree

Strongly Agree

o
o

10 15 20 25 30
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Question 13

(j) Management always suggests ways that | can improve my performance.

Strongly Disagree _
.|
unaeciced |
|
Strongly Agree _

5 10 15 20 25

o

Question 13
(k) Poor performance is dealt with proportionately and fairly.

Strongly Disagree _
- I
uncecice | I
- I———— |
|

Strongly Agree

o

5 10 15 20 25

Question 13

(I) Performance appraisals and evaluations are conducted fairly and objectively.

Strongly Disagree
Disagree
Undecided

Agree

Strongly Agree

o
(&

10 15 20 25
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Question 13

(m) Management accepts that optimum performance is not always possible.

Strongly Disagree -
- EEm—
ancecce |
|
I
Strongly Agree -

0 5 10 15 20 25 30

Question 13

(n) | know who to report to when | am unable to perform.
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Question 13
(o) Management takes partial responsibility for subordinates inability to perform.

Strongly Disagree
Disagree

Undecided

Agree

Strongly Agree

o
N
»
=]
=]

10 12 14 16 18 20

136




Reliability Test:

Trust Variable:

Reliability Statistics

Appendix 6: SPSS Results

Cronbach's N of
Alpha Items
912 8
Item Statistics
Std.
Mean Deviation N

Trustl 2.34 J74 135

Trust2 2.36 .869 135

Trust3 2.14 .839 135

Trust4 2.41 925 135

Trustb 2.48 .800 135

Trust6 2.23 .846 135

Trust7 2.27 J75 135

Trust8 2.53 827 135

Item-Total Statistics
Scale Mean Scale Corrected Cronbach's
if Item Variance if | Item-Total |Alpha if Item
Deleted Item Deleted | Correlation Deleted
Trustl 16.41 21.170 .800 .894
Trust2 16.39 20.867 .736 .898
Trust3 16.61 20.851 72 .895
Trust4 16.35 20.736 .698 902
Trustb 16.27 21.663 .694 902
Trust6 16.53 20.833 167 .896
Trust7 16.49 21.670 721 .900
Trust8 16.23 22.581 535 915
Scale Statistics
Std. N of
Mean |Variance| Deviation Items
18.76| 27.470 5.241 8
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Communication Variable

Reliability Statistics

Cronbach's
Alpha

N of
Items

.838

8

Item Statistics

Std.
Mean Deviation
Communication 2.44 .869 135
Communication 2.95 .840 135
Communication 2.97 .855 135
Communication 3.01 918 135
Communication 2.99 877 135
Communication 2.76 .848 135
Communication 2.62 .809 135
Communication 2.45 817 135
Item-Total Statistics
Scale Mean Scale Corrected Cronbach's
if Item Variance if Item-Total |[Alpha if Item
Deleted Item Deleted | Correlation Deleted
Communication 19.76 17.738 .466 832
Communication 19.24 17.261 .564 .819
Communication 19.22 16.697 .641 .809
Communication 19.19 16.316 .639 .809
Communication 19.20 17.042 .565 819
Communication 19.43 16.590 .665 .806
Communication 19.57 18.322 423 .836
Communication 19.74 17.298 579 817
Scale Statistics
Std. N of
Mean |[Variance| Deviation Items
22.19( 21.903 4.680 8
Development Variable
Reliability Statistics
Cronbach's N of
Alpha Items
.906 9
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Item Statistics

Quality of Development Variable

Reliability Statistics

Cronbach's
Alpha

N of
Items

811

6

Std.
Mean | Deviation N
Development 2.87 934 135
Development 2.76 .883 135
Development 2.95 .822 135
Development 2.85 .860 135
Development 2.93 .816 135
Development 2.93 175 135
Development 2.99 .768 135
Development 3.01 733 135
Development 2.76 821 135
Item-Total Statistics
Scale Mean Scale Corrected Cronbach'’s

if Item Variance if | Item-Total |Alpha if Item

Deleted [ Item Deleted | Correlation Deleted
Development 23.19 24.485 .659 .897
Development 23.30 24.497 107 .893
Development 23.12 24.419 182 .887
Development 23.21 24.782 .693 .894
Development 23.14 25.137 690 .894
Development 23.13 26.146 594 901
Development 23.07 25.905 634 .898
Development 23.05 25.826 .683 .895
Development 23.30 25.094 .690 .894

Scale Statistics
Std. N of
Mean |Variance | Deviation Items
26.07| 31.451 5.608 9
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Item Statistics

Std.
Mean | Deviation N
Quality Development 2.99 .828 135
Quality Development 3.22 912 135
Quality Development 2.94 .826 135
Quality Development 3.10 .800 135
Quality Development 3.00 .669 135
Quality Development 2.56 .928 135
Item-Total Statistics
Scale Mean Scale Corrected | Cronbach's
if ltem Variance if | Item-Total | Alpha if Item
Deleted Item Deleted | Correlation Deleted
Quality Development 14.81 9.018 623 770
Quality Development 14.58 8.529 647 764
Quality Development 14.86 8.898 .653 763
Quality Development 14.70 9.001 659 .763
Quality Development 14.80 10.176 510 795
Quality Development 15.24 9.738 381 .828
Scale Statistics
Mean | Variance| Std. Deviation | N of Items
17.80| 12.803 3.578 6
Clear Obijectives Variable
Reliability Statistics
Cronbach's Alpha | N of Items
916 2
Item Statistics
Std.
Mean [ Deviation N
Clear Objectives 2.76 910 135
Clear Objectives 2.82 .854 135
Item-Total Statistics
Scale Corrected Cronbach's
Scale Mean if | Variance if | Item-Total | Alphaif Item
Item Deleted | Item Deleted | Correlation Deleted
Clear Objectives 2.82 729 .846
Clear Objectives 2.76 .828 .846
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Scale Statistics

Std. N of
Mean | Variance| Deviation Items
5.58 2.873 1.695 2
KPIs Variable
Reliability Statistics
Cronbach's N of
Alpha Items
.849 5
Item Statistics
Std.
Mean Deviation
KPI1 2.87 710 135
KPI2 2.76 .830 135
KPI3 2.96 814 135
KPl14 2.69 .758 135
KPI5 2.90 .813 135
Item-Total Statistics
Scale Mean Scale Corrected Cronbach's
if Item Variance if Item-Total [Alpha if Item
Deleted Item Deleted [ Correlation Deleted
KPI1 11.31 6.708 .660 819
KPI2 11.41 5.916 751 792
KPI3 11.21 6.364 .636 824
KPl14 11.49 6.714 .599 .833
KPI15 11.28 6.308 .654 .819
Scale Statistics
Std. N of
Mean |Variance| Deviation Items
14.18 9.640 3.105 5
Targets Variable
Reliability Statistics
Cronbach's N of
Alpha Items
.621 2
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Item Statistics

Mean Std. Deviation N
Targetl 2.86 812| 135
Target2 2.87 674 135
Item-Total Statistics
Scale Mean Scale Corrected Cronbach's
if Item Variance if | Item-Total |[Alphaif Item
Deleted Item Deleted [ Correlation Deleted
Targetl 2.87 454 458
Target2 2.86 .659 458
Scale Statistics
Mean | Variance| Std. Deviation | N of Items
5.73 1.615 1.271 2
Appraisal Variable
Reliability Statistics
Cronbach's Alpha [ N of Items
.884 6
Item Statistics
Mean | Std. Deviation N
Appraisal 2.77 J72| 135
Appraisal 2.82 969 135
Appraisal 2.76 866 135
Appraisal 2.86 857 135
Appraisal 3.01 707 135
Appraisal 2.98 824 135
Item-Total Statistics
Scale Mean Scale Corrected [ Cronbach's
if Item Variance if | Item-Total | Alpha if Item
Deleted Item Deleted | Correlation Deleted
Appraisal 14.43 11.322 174 .853
Appraisal 14.38 10.819 .656 874
Appraisal 14.44 10.725 787 .848
Appraisal 14.34 11.167 .705 .862
Appraisal 14.19 12.291 .635 874
Appraisal 14.22 11.622 .648 .872
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Scale Statistics

Mean

Variance

Std. Deviation | N of Items

17.20

15.937

3.992 6

Global Variable

Transparency

Reliability Statistics

Cronbach's Alpha

N of Items

917

16

Item Statistics

Mean | Std. Deviation N
Trustl 2.34 174 135
Trust2 2.36 .869 135
Trust3 2.14 .839 135
Trust4 2.41 925 135
Trustb 2.48 .800 135
Trust6 2.23 .846 135
Trust? 2.27 175 135
Trust8 2.53 .827 135
Communication 2.44 .869 135
Communication 2.95 .840 135
Communication 2.97 .855 135
Communication 3.01 918 135
Communication 2.99 877 135
Communication 2.76 .848 135
Communication 2.62 .809 135
Communication 2.45 817 135
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Item-Total Statistics

Scale Mean Scale Corrected Cronbach's

if Item Variance if Item-Total |[Alphaif Item

Deleted Item Deleted | Correlation Deleted
Trustl 38.61 71.315 .708 909
Trust2 38.59 69.842 128 .908
Trust3 38.81 71.455 .635 911
Trust4 38.54 69.355 712 909
Trustb 38.47 70.982 .708 909
Trust6 38.72 70.368 711 909
Trust7 38.68 72.398 .620 912
Trust8 38.42 72.455 570 913
Communication 38.51 70.550 .676 910
Communication 38.00 73.627 474 916
Communication 37.98 72.962 512 915
Communication 37.94 72.862 476 916
Communication 37.96 74.371 .399 918
Communication 38.19 71.197 .646 911
Communication 38.33 73.296 521 914
Communication 38.50 70.729 711 909

Scale Statistics
Mean | Variance | Std. Deviation | N of Items
40.95| 81.169 9.009 16
Talent
Reliability Statistics
Cronbach's Alpha| N of Items
932 15
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Item Statistics

Development
Development
Development
Development
Development
Development
Development
Development
Development
Quality Development
Quality Development
Quality Development
Quality Development
Quality Development
Quality Development

Mean | Std. Deviation
2.87 934
2.76 .883
2.95 822
2.85 .860
2.93 .816
2.93 75
2.99 .768
3.01 733
2.76 821
2.99 .828
3.22 912
2.94 .826
3.10 .800
3.00 .669
2.56 .928

135
135
135
135
135
135
135
135
135
135
135
135
135
135
135

Item-Total Statistics

Scale Mean Scale Corrected Cronbach’s
if Item Variance if Item-Total | Alphaif Item
Deleted Item Deleted | Correlation Deleted
Development 40.99 68.440 .626 .929
Development 41.10 68.303 679 927
Development 40.92 67.255 819 923
Development 41.01 68.358 .695 927
Development 40.94 68.653 714 .926
Development 40.93 70.406 614 929
Development 40.87 69.857 .665 927
Development 40.85 69.575 726 926
Development 41.10 68.497 122 .926
Quality Development 40.88 68.837 .688 927
Quality Development 40.64 68.694 .626 929
Quality Development 40.93 68.606 .708 .926
Quality Development 40.77 69.581 .656 .928
Quality Development 40.87 72.773 505 931
Quality Development 41.31 69.216 577 .930
Scale Statistics
Std. N of
Mean [Variance| Deviation Items
43.87| 78.982 8.887 15
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Performance

Reliability Statistics

Cronbach'’s Alpha

N of ltems

947

15

Item Statistics

Mean | Std. Deviation N
Clear Objectives 2.76 910 135
Clear Objectives 2.82 .854 135
Targetl 2.86 812 135
Target2 2.87 674 135
Appraisal 2.77 172 135
Appraisal 2.82 969 135
Appraisal 2.76 .866 135
Appraisal 2.86 .857 135
Appraisal 3.01 707 135
Appraisal 2.98 824 135
KPI1 2.87 710 135
KPI2 2.76 .830 135
KPI3 2.96 814 135
KPI14 2.69 .758 135
KPI5 2.90 813 135
Item-Total Statistics
Scale Mean if | Scale Variance if | Corrected Item- | Cronbach's Alpha
Item Deleted Item Deleted | Total Correlation| if Iltem Deleted
Clear Objectives 39.93 73.525 744 943
Clear Objectives 39.87 73.773 781 942
Targetl 39.83 74.277 .788 942
Target2 39.81 78.719 .568 947
Appraisal 39.92 74.404 .823 941
Appraisal 39.87 74.251 .645 946
Appraisal 39.93 73.666 777 942
Appraisal 39.83 73.889 770 942
Appraisal 39.68 77.144 670 945
Appraisal 39.71 75.894 654 945
KPI1 39.82 75.849 777 943
KPI2 39.93 74.562 147 943
KPI3 39.73 75.380 702 944
KPI4 40.00 76.552 .666 945
KPI5 39.79 75.584 .688 944
Scale Statistics
Mean | Variance | Std. Deviation | N of Items
42.69| 85.962 9.272 15
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