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world dllt‘. (0 the shortage of skilled workers, economic growth and high rate of
czuzjlu}'cca turnover. Talent management refers to the amic:iﬁation of required human
lL'.'lpI!ul for an organization and the planning to meet those needs. Talent Management
involves an extensive collection of activities that different organizations cmh;ﬂi‘.e: o
ensure that they get and maintain a highly skilled and knowlcdgr:;;hlc worklorce,

-'\L'*."‘_l'd“l,‘:' to Walker (2002), employee retention includes all forms of organization’s
I“_'“'L"*‘-‘* and practices in place to make the workers to be tied and loyal to or be identified
with the organization for a long period of time. He added that employee retention is
inclusive of every necessary effort made by the management of the organization 10 keep
the desirable employees with a view to ensurc that they meet the :Jrgamizatiun's; sct
l;lEch.ﬁ Conseqguently, the demand for competent employees is high especially for key
decision making workforce; therefore, organizations are exposed fo a continuous
competilive [ight for the best and talented employees. Indeed, there is a paradigm shift
from human resource to human capital which consists of knowledge, skills and
capabilities of the people employed in an organization which is indicative of their value
(Armstrong, 2010). The need for talent management in organizations is driven by the
global trends which include business growth which often require different kinds of talent,
workforce demographics with reducing labor pools, complex economic conditions, and
global focus on leadership, Organizations need to align business strategies with talent
management practices that will engage and develop the right individuals, because having
the right competencies, skills and experiences are keys to competitive differentiation and
success as a market leader (Onyango, Nzulwa, & Kwena, 2017).

However, while a number of researches have been carried out on talent management and
employees retention in countries such as Pakistan, Bolswana, Kenya and Ghana which
mostly focused on service, educational and telecommunication sectors with limited
;mcmbl.\ in Nigeria (o establish the relationship between these two concepts in the Civil
Service. Examples of studies being carried out in the country include Aibiyi and
Oghoator (2015) whose research centred on the Nigerian Universities, Nzewi, Ogbeta
and Chiekezie (2013) concentrating on selected banks in Asaba Metropolis. Samson,
Osibanjo, Adeniji, Salau and Falola (2016) also n:scurciu.jd on bunk_i_ng sector and Osaro
(2016) carrying out her study on oil firms, hence, this study. This mufl'_'.-' l.hcrel'nrc
altempls 10 examine the impact of talent management on employees’ retention n Lagos

State Civil Service.

Objectives of the Study ' :
T'he broad objective of this study was to examine the impact of talent management on
employees® retention in Lagos State Civil Service while specific objectives were {o:
(i) examine the relationship between talent management and employees
cetention in Lagos State Civil Service; _
(iiy  ascertain the relationship between talent altraction and labour turnover in
[agos State Civil Service;
(iii)  determine the relationship between career management  anc employee
¢ngagement in study area.
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Literature Review
Conceptual Clarifications

Talent Management
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According to Diseko (2014), talent is referred to as a person’s power
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wonderment, excitement, ecstasy or confidence which a leader's speech, a
the lyrics to the song, a piece of music, a beautiful architectural design or we
motion picture, or an excellent sporting or business achievement prompl.
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The main purpose of retention is to prevent the loss of compelent employees
‘organization which could have an adverse effect on productivity and service
The objective of any organization is not only to recruit personnel but also to
develop and retain such manpower (Kibui, 2015).

, retention is improved when employees are offered compensation and benefits,
supportive work culture, can develop and advance and balance work and life
§ (Messmer, 2006). This is because experienced and better placed employees in
tions stand chances of gelting related employment opportunities in other places,
i be prevented from leaving, only when socially supportive policies are being put

ur Turnover
ept of labour turnover is often used interchangeably with employees’ furnaver.
the rate at which employees leave a business enterprise (Hedwiga, 2011)
ees’ (urnover can also be defined as a measure of the number of employees
g and being replaced within a particular period, usually a year, expressed as a
age of the total labour force at the beginning of the period (Abbasi & Hollman,
Adeniji. 2009). Employees’ turnover can be defined as a measurement of the
of time an organization’s employees remain in the workforce of the organization
w frequent the organization has to replace its workforce. Anytime an employee
the workforce of any business organization, the reasons for leaving
standing, and such employee is being replaced, it is referred (o as labour turnover

nyomi 2016).

iployee Engagement

B Soement is the simultancous employment and expression of a person’s ‘preferred
in task behaviors that promote connections to work and to others, personal presence
sical, cognitive, and emotional), and active, full role performance (Khan, 1990).
{y and Ieiter, (2008) as cited in Aljunaibi (2014) consider employee engagement
i energelic state of engrossment with personally fulfilling activities that improve
sense of professional value, They categor ized engagement by encrgy, involvement,
i efficacy which are the direct opposites of the burnout dimensions of exhaustion.
Bicicn:. and inefficacy. According to Gibbons (2006), employee engagement is 4
htened emotional and intellectual connection that an employee has for his/her job,
ization, manager, or co-workers that in turn influences him/her 1o apply additional

Seretionary effort to hisfher work.

heoretical Review

& bid 1o explain the relationship between talent management and employee retention,
o theorics (Herzberg's motivation-Hygiene theary and Adams equity theory) bath of
_ eh are relevant to this study were reviewed,
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‘respondents from different c:llt'gﬂl‘l.f.iliion of state gorporations. In the study,
cal software used was SPSS version 20 to analyze the collected data. The study
gings indicated that talent management had a positive and significant effect on
ployee retention. The obtained results equally showed that there was @ significant
jlive relationship helween compelencies mapping, employees’ engagement,
formance management, and career development and employee retention in Kenya
corporations. The findings revealed further that there is a significant positive
ating effect between age and employee retention. The moderating effect of age
gthened the positive relationship belween: career mapping, employee engagement,
reer development and employee retention. It was therefore recommended that state
arations in Kenya should always be putting in place measures of retaining employees
gh career mapping. employee engagement in decision making, performance
fnagement and career development.

ibieyi and Oghoator (2015) examined talent management and employee retention in the
erian Universities. Primary data were used to elicit information from the respondents
ugh the administration of questionnaires. Test of equality, Pearson correlation and
dinary least squarc regression techniques weré utilized for the data analy sis. The resulls
§ the study showed that performance management was significant and positively related
Jorganizational culture, Employee empowerment Was significant and negatively related
§ organizational culture. Compensation and reward were positive and had insignificant
{ on organizational culture. The study recommended that & proactive performance
sement system that would ensure a more transparent and dynamic institutional
ulture should be adopted by the universities with & view 10 encourage and retain skillful
nd talented employees.

B Nigeria, Osaro ( 2016) investigated the relationship between talent management and
imployee retention in oil firms in Rivers State. The study utilized the survey research
gesign. The hypo! heses for the study were tested with the Spearman Rank Correlation. It
' s estublished from the findings of the study that there was a significant relationship
between talent management and employee reiention. The study recommended  that
Aanagement of oil companies should always make career growth and development of
heir employces a priority through proper guidance and feedback.

ETHODOLOGY

Research Design

s study examines the effect of talent management on employees’ retention in the
agos State Civil Service. Survey method was adc spted through the use of guestionnaire
b draw information from the respondents.

Study Population
The population for this study is the entire stafl

of the State’s Ministry of Finance totaling
ithree hundred and tweaty (320) employces bi

wed on the information given or supplied.
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RESULTS AND DISCUSSION OF FINDINGS

Table 1: Socio-Demographic Information of the Respondents
Variables Levels Frequency (N

Male 84

Gender Female 66
Total 150

Tunior Worker 39

Senior (Non-management ) 63

Management Manoagement Stafl 34
Levels Others 14

Total 150
Lessthan 1 year

Length of Service 1-3 years .:,;
4-T yeury 61
B-17 years 94
Total %
Source: Field Survey, 2018 2

Table 1 shows the socio-der i
il | nographic informali ¢ . -
of the 150 (100.0%) of the rcspﬂf:]duniﬁ 1;::11&?{)“- u.'l the “f"-‘[fﬂlﬂdums_ It is shown
males while 66 (44.0%) were females I,}rt‘-lmmruﬂed in this study, 86 (56.0%
respondents St Sl v manageme S s
(zzp;%; w:m“:,.;; unlor workers, 63 (42 0o '.x';-.:c tqm 'IL“IS‘ 39 (S
i Ann : S - L2l S0 ¥
S llu-lft.lllk.ﬁ:] staff while 14 (9 3%) were mt‘:.nmr ;?‘““"““"ﬂscﬂ!i;
- & TEsSpOy Srle s . TR L& WL . -
s i d:stl:i :u;i,nls in this g1 udy were male rl:'.".p-:m‘:ltf _“"}-—Il‘-h'..ﬁ: 11_. ;
males and female staff on thal the outcome of the re i luww':'rf'l
st Stafl members, It is furthe result reflects the opinion
L men cadre, all (he cadres § lurther shown in this disteibution:
I|k‘-’.’|}' hins of o ini C8 Were rcprusu“lcd s 1 BES lhlllbﬂ[tm
That more |hun[|"r|mn-[|m' may oceur if (he « - lh.l‘“ study, This tends 1o red
1lf of the respondens in tl Sampling fails 10 be representative
" e study have spent not less than 4 ye
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job is an indication that the data obtained for this study is reliable enough to depict the
actual nature of variable of interest in this study.

' Testing of Hypotheses

Ho;: Talent management does not relate to employees’ retention in Lagos State Civil
Service,

Table 2: Pearson Correlation between Talent Management and Employees’
Retention
Variables 1
1 Talent Management ]
2 Employee’s Retention 6207
= P<.05; N=150

Table 2 shows the result of the relationship between talent management and employee’s
retention. As shown in Table 2, the correlation coefficient (r) between talent management
and emplovee's retention is .620. This value is found to be significant at 0.05 probability
level. ‘I'his suggests that there is a positive and significant relationship between talent
management and employec’s retention (N = 150, r = .620 p < 0.05). Since p-value is less
than .05, null hypothesis is therefore rejected. This result concludes that there is
significant relationship between talent management and employee’s retention.

Hos: Talent attraction does not significantly influence labour turn-over in Lagos State
Civil Service.

Table 3: Pearson Correlation between Talent Attraction and Labour Turnover
Variables 1 2

1 Talent atlraction

2  Labour Turn-over 524

#¥= P< ()5, N=150

Table 3 shows the result of the relationship between talent attraction and labour turn-
over. As shown in Table 3, the correlation coelficient (r) between talent attraction and
labour turn-over is .524. This value is found to be significant at 0.05 probability level.
This suggests that there is a positive and significant relationship between talent attraction
and labour turn-over (N = 150, r = .524 p < 0.05). Since p-value is less than .05, null
hypothesis is therefore rejected. This result concludes that there is significant relationship
berween talent allraction and labour turn-over.

Hoy: Carcer Management does not significantly influence employee engagement in the
study area.
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endations

ne m}‘lh'-‘ outecomes of these findings, the following recommendations were made
I'he management of ministry of Finance of Lagos Civil Service should he
more [ocused on managing its available talents so as 1o be able to retain the
employees in the ministry,

Talent attraction should always be utilized as an effective or a veritable tool
for labour turn-over in the ministry.

The ministry should cultivate the culture of seeing and adopting career
management as an essential strategy [or employee engagement as this can
make the workforce in the ministry to be better engaged il appropriate career
management strategies are in place.
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world dllt‘. (0 the shortage of skilled workers, economic growth and high rate of
czuzjlu}'cca turnover. Talent management refers to the amic:iﬁation of required human
lL'.'lpI!ul for an organization and the planning to meet those needs. Talent Management
involves an extensive collection of activities that different organizations cmh;ﬂi‘.e: o
ensure that they get and maintain a highly skilled and knowlcdgr:;;hlc worklorce,

-'\L'*."‘_l'd“l,‘:' to Walker (2002), employee retention includes all forms of organization’s
I“_'“'L"*‘-‘* and practices in place to make the workers to be tied and loyal to or be identified
with the organization for a long period of time. He added that employee retention is
inclusive of every necessary effort made by the management of the organization 10 keep
the desirable employees with a view to ensurc that they meet the :Jrgamizatiun's; sct
l;lEch.ﬁ Conseqguently, the demand for competent employees is high especially for key
decision making workforce; therefore, organizations are exposed fo a continuous
competilive [ight for the best and talented employees. Indeed, there is a paradigm shift
from human resource to human capital which consists of knowledge, skills and
capabilities of the people employed in an organization which is indicative of their value
(Armstrong, 2010). The need for talent management in organizations is driven by the
global trends which include business growth which often require different kinds of talent,
workforce demographics with reducing labor pools, complex economic conditions, and
global focus on leadership, Organizations need to align business strategies with talent
management practices that will engage and develop the right individuals, because having
the right competencies, skills and experiences are keys to competitive differentiation and
success as a market leader (Onyango, Nzulwa, & Kwena, 2017).

However, while a number of researches have been carried out on talent management and
employees retention in countries such as Pakistan, Bolswana, Kenya and Ghana which
mostly focused on service, educational and telecommunication sectors with limited
;mcmbl.\ in Nigeria (o establish the relationship between these two concepts in the Civil
Service. Examples of studies being carried out in the country include Aibiyi and
Oghoator (2015) whose research centred on the Nigerian Universities, Nzewi, Ogbeta
and Chiekezie (2013) concentrating on selected banks in Asaba Metropolis. Samson,
Osibanjo, Adeniji, Salau and Falola (2016) also n:scurciu.jd on bunk_i_ng sector and Osaro
(2016) carrying out her study on oil firms, hence, this study. This mufl'_'.-' l.hcrel'nrc
altempls 10 examine the impact of talent management on employees’ retention n Lagos

State Civil Service.

Objectives of the Study ' :
T'he broad objective of this study was to examine the impact of talent management on
employees® retention in Lagos State Civil Service while specific objectives were {o:
(i) examine the relationship between talent management and employees
cetention in Lagos State Civil Service; _
(iiy  ascertain the relationship between talent altraction and labour turnover in
[agos State Civil Service;
(iii)  determine the relationship between career management  anc employee
¢ngagement in study area.




