
Konferensi Akademik (KONAKA 2012)

Turnover Intention among Talented Lecturers: A Pilot Study

Ida Rosnita Ismail
Norulhuda Tajuddin

Nor Khairunnisa Mat Yunus
Roslina Ali

ABSTRACT

Talent management is an emerging issue in the field of human resources management. Past studies on talent
management have shown that organizations are competing for talented employees as an effort in gaining
competitive advantage. Thus, retaining talented employees has become an important agenda for human
resources management. Our study intends to examine the relationship between turnover intention and its
antecedents among talented lecturers. Before pursuing on a large-scale research, we conducted a pilot study on
a convenience sample of UiTM Pahang lecturers. The objective ofour study is to test the feasibility, reliability,
and validity of the turnover intention study. Partial least squares path modelilJg technique was employed to
analyze the data. Findings revealed that most of the measurement criteria evaluations for both reflective and
formative constructs were met except indicator reliability and internal consistency reliability. In general, this
study shows that there is a need to refine the survey questionnaire by addressing several issues relating to the
feasibility, reliability, and validity ofthe turnover intention study.

Keywords: talent management, pilot studyJeasibility, reliability, validity.

Introduction

"People" is an important asset of an organization. Through people, an organization may gain competltlve
advantage in the marketplace. According to McKinsey and Company (2001), people with better talents will
separate the winning companies from the rest. The importance of people has led human resources scholars to
introduce many new concepts that relate to managing people in organizations. One of these concepts is talent
management.

Since its introduction in 1997 (McKinsey & Company, 2001), there is an increasing number of talent
management studies in the scholarly dat",base (cf., D'Amato & Herzfeldt, 2008; Famdale, Scullion, & Sparrow,
20 I0; Hiltrop, 1999; Lewis & Heckman, 2006). Various aspects of talent management have been examined
including its antecedents and consequences. Despite the increasing number of studies on talent management, we
found that only a few studies have focused on education sector. Thus, there is a need to examine the issue of
talent management in academia given that education sector is a service sector in which its competitive advantage
is gained through talented employees.

On the basis of past literature, we found that job satisfaction and organizational commitment are two
variables that may predict employee retention. Hence, we intend to extend previous fmdings by testing these two
variables on turnover intention among talented lecturers in Malaysia. Also, we add in co-worker support as a
moderator to our conceptual framework to explain how these relationships may vary according to the level of co­
worker support. As part of this larger study, we also conducted a pilot study to test its reliability, validity, and
feasibility using a sample of talented lecturers. In this paper, we present the findings of the pilot study analysis.

Literature Review

Talent management in academic settings

According to Tansley (20 I I), the value of talent management has been long recognized by practitioners but its
development is slow among academic community. As such, it is not surprising that talent management is iIl­
defmed. Nevertheless, a few scholars have attempted to fill the gap by discussing what talent and talent
management are (cf., Nilsson & EIlstrtlm, 2012; Tansley, 201 I). Following Nilsson & EIlstrtlm (2012), we
define talent management as the process of identifying, securing, developing, and managing talent in meeting the
long-term strategic needs of an organization and for short-term productivity.
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Although talent management has received significant attention among scholars, much of these works
focus on professionals in non-academic settings. A reason that may explain this lack of attention is that faculties
are seen as major players in shaping "talent" in students rather than recognizing the faculties as talents. Our
literature search found only a few talent management studies that focus on academic settings. These studies
consist of both conceptual papers and empirical ~orks.

Davies and Davies (20 I0) provide a review on talent management in semi-autonomous schools. Their
conceptual paper proposes that talent management in academies or semi-autonomous schools may be developed
by focusing on talent identitication, talent development, and talent culture. An empirical evidence of talent
management in academic setting is found in Agrawal (2010) and Lavania, Sharma, and Gupta (2011). Although
these two studies investigate factors that may be important in managing talent, Agrawal (20 10) found that
learning opportunities, working environment, incentives, recognition, and salary are the five factors valued by
talented faculties in her study sample whereas Lavania et al. (20 II) found that factors that are associated to talent
management may be also related to the levels of talent management in higher education (i.e., management level,
head of the instructions or director level, and a combination of faculty, technical, and student level). In sum,
these three studies indicate that talent management is relevant in academic settings.

A different approach in examining talent management among faculties, however, is taken in our study.
We propose that job satisfaction and organizational commitment are two important predictors for retaining
talented faculties on the basis of our extensive literature review on talent management. As we intended only to
report our pilot study findings, we did not include a full discussion of our literature review in the present study.

The importance of pilot study

Pilot STUdy is a study conducted prior to conducting a main study. It is a "miniature version" of the main study to
be conducted by a researcher (Woken, n.d.). It is because much of research requirements are conducted in
smaller scale, such as smaller sample size, smaller scope of study, or limited procedures (Woken, n.d.). Scholars
have identified several reasons why conducting a pilot study is important. The reasons include but not limited to
refining hypotheses and research question, evaluating planned statistical and analytical procedures, evaluating
measures, assessing the feasibility of a full-scale study, assessing people's willingness to participate in the study,
and testing the adequacy of questionnaire (cf., Woken, n.d.; van Teijlingen, Rennie, Hundley, & Graham, 2001).
Given the importance of conducting a pilot study as highlighted in the aforementioned argument, we conducted a
pi lot study prior to conducting a full-scale study in order to test reliability and validity of the study variables and
also to identify feasibility of pursuing with a full-scale study.

Method

Data were collected using a survey questionnaire among a convenience sample of 100 talented lecturers.
Following Agrawal (20 I0), talented lecturers or talents are conceptually defined as lecturers who have served at
least three years in their current work institution and have published at least three research papers. The survey
questionnaire consists of three sections, (i.e., Section A on demographic variables, section B on organizational
commitment, co-worker support, and turnover intention, and section C on job satisfaction). The usable number
of returned responses, however, is 30.

Majority of the respondents were female (74%), were Malay (97%), held at least a master degree
(87%), and held a lecturer position (70%). Most of the respondents were in their early 30s. The respondents were
working for various faculties in the university including academy of linguistic, accountancy, business
management, computer science and mathematics, law, applied science, and civil engineering. The results of
demographic analysis are presented in Table I.

The organizational commitment scale, the job satisfaction scale, the co-worker support scale, and the
turnover intention scale were adopted and adapted from previous studies. All responses were elicited using a
seven point Likert-type scale. Respondents were required to rate their level of agreement ranging from I =

strongly disagree to 7 = strongly agree for organizational commitment scale, co-worker support scale, and
turnover intention scale, and to rate their level of satisfaction ranging from 1 = extremely dissatisfied to 7 =

extremely satisfied for the job satisfaction scale. As all instruments were based on summated scale, therefore, the
higher the score the higher the level of agreement or satisfaction is.
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