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ABSTRACT 

In any organizations, Developing Talent (DT) is essential. Theoretically, employees will be 

developed parallel with their years of contribution to the institutions.  Indirectly, their Job 

Satisfaction (JS) will be achieved. DT has become part of the main agenda to Ministry of Higher 

Education (MOHE) to ensure the development of talent is continuous. Therefore, this research 

will investigate the relationship between DT and JS in selected public universities in Malaysia. 

Quantitative approach has been used in order to collect primary data from 238 respondents in 

selected public universities. Information obtained from this method has been analyzed using 

IBM Statistical Package Social Sciences (SPSS). As a result, there was a moderate relationship 

recorded between DT and JS. However, University A scored slightly higher correlation between 

DT and JS as compared to other two public universities. As a conclusion, each public university 

has their own way in order to develop their talent according to the mission and vision of the 

university and directly will achieve JS of each employee in the organization. 

Keywords: Developing Talent, Job Satisfaction, Public University, Quantitative Method, IBM 

SPSS.  

1. INTRODUCTION 

The development process is one of the TM programs which focus on employee development in 

several aspects such as leadership, decision making, presentation and much more (Abidin & 

Mansor, 2016; Avolio & Bass, 2002; Allan H Church et al., 2016; Clunnies, 2003; Flanigan, 

2015; Hitt et al., 2016; Iles, Chuai, et al., 2010; Marques, 2015; Rhodes, Brundrett, & Nevill, 

2008; Strack, Baier, Caye, Zimmermann, & Dyrchs, 2011;  Zhang, Chen, Ooi, Tan, & Zhang, 

2015). In this process, the organization will invest a lot of money in order to maintain and retain 

the employee in the future (Hracs, 2009; Irshad, 2012; Kagwiria, 2013; Kim, 2008; Nair, 2012; 
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Rai, 2014). Based on Blass, Knights, Orbea, & Al-Awamleh, (2006), TM is more than HRM, 

leadership development initiatives or succession planning. It is the collective approach to 

recruiting, retaining and developing talent within the organization for its future benefit, and 

extends beyond the domains listed above to include strategy, organizational culture and change 

management. Yet, effective organizational management of the business has been discovered and 

internal talent must be identified and developed (Abraham, 2015; Al-Ariss et al., 2014; Bethke-

Langenegger, Mahler, & Staffelbach, 2008; Brown, 2008; Farndale et al., 2014; Gholam et al., 

2015; Kaliannan, Abraham, & Ponnusamy, 2015; Oracle, Paper, & David Wilkins, 2012). Based 

on Dries, (2013), he also suggested encouraging employees to move into other roles, thus, giving 

them training opportunities in other fields of the business. It confirms that the practice of 

exporting the team to other parts of the business could make alignment easier. It also tackles on 

the effective leadership on managing this kind of endeavor (Amundsen et al., 2014; Brown, 

2008; Sarwar, 2013). 

In different perspectives, employees can be developed by using technologies (Corsello, 2012) 

and it has a vital role towards effective management (Bidayatul Akmal Mudtafa Kamil, 2013; 

Boudreau & Ramstad, 2004; Moczydłowska, 2012; Stahl, Björkman, Farndale, Gunter,  Morris, 

et al., 2012; Tajuddin et al., 2015a; Zhuge & Zhang, 2007).  As noted by Ruiz and Fuentes 

(2016) and Corsello, (2012), technology will enable organizations and individuals to automate 

and standardize key processes as well as gain access to and generate a greater volume of timely 

and useful information, thus helping to maximize the organization's TM strategy in a cost 

effective manner. Debane, Defossez, & McMillan, (2014) in their research emphasize on using 

of technology can be useful in the future and help the organization to grow. In addition, they also 

develop their own program to be used in manager development.   

Job satisfaction is basically how individuals feel about their jobs and perception of their jobs 

(Ibrahim, Ohtsuka, Dagang, & Bakar, 2014; Lyria, Namusonge, & Karanja, 2017; Nguyen, 2012; 

Sokro, 2012; Tripp, Riemenschneider, & Thatcher, 2016). It is the level to which individuals' 

satisfaction or dissatisfaction in their jobs (Flickinger, Allscher, & Fiedler, 2016; Hahn, 

Gottschling, Kunig, & Spinath, 2016; Ibrahim et al., 2014; Ong & Theseira, 2016; Silverberg, 

Marshall, & Ellis, 2001; Spector, 1997; Tripp et al., 2016; Wilczyńska, Batorski, & Sellens, 

2016; Zembylas & Papanastasiou, 2006). Intarakamhang & Peungposop, (2017) and Campbell & 

Smith (2014) describes job satisfaction as an emotional and affecting reaction referring to 

feelings of like or vice versa, and Locke (1976) and Kossivi, Xu, & Kalgora (2016) defines job 

satisfaction as a happy feeling that able to see once the employee received an appraisal from the 

superior in working achieving or assisting individual value. In addition, Oehley, (2013) defines 

satisfaction as an effective reaction to an individual's work situation. In other words, job 
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satisfaction is the contrast between individual expect and perceive to have received (Mustafa, 

2013).  

According to Lofquist & Dawis (1978) and Özpehlivan & Acar, (2015), JS is a feeling based on 

the individual's assessment in satisfies the individual desires. Furthermore, it is also a feeling that 

involved emotionally response either loves or hates about the work those they need to face every 

day. The character or the attitude is reflected to trust, emotional, and action trends of individual 

work atmosphere (Anari, 2012; Braun, Peus, Weisweiler, & Frey, 2013; Ignat & Clipa, 2012; 

Lee & Ok, 2012; Robertson, Gockel, & Brauner, 2013; Van Maele & Van Houtte, 2012). 

Zumrah (2013) highlighted that the signs of job dissatisfaction include bored, skipping work, 

giving less attention, tired, less passionate, incompetence, low performances and etc. These signs 

of job dissatisfaction might be happened due to bias showed by the superior, environment of the 

workplace, low salary, unable to catch with the current scenario in the organization and so on 

and so forth (Abu Taleb, 2013; Andreassi, Lawter, Brockerhoff, & Rutigliano, 2014; Baharin & 

Abdullah, 2011; Fallis, 2013; Griffin, Bayl-Smith, & Hesketh, 2016; Lim & Ling, 2012; Ljigu, 

2015; Melnik, Petrella, & Richez-Battesti, 2012; Shami, Ramzan, & Rasool, 2013; Taylor, 

Mcloughlin, Meyer, & Brooke, 2012; Tejeda, 2014; Tremblay, Dahan, & Gianecchini, 2014; van 

der Doef, Mbazzi, & Verhoeven, 2012; Woo, 2014).  

2. MATERIAL AND METHOD 

In this study, the quantitative approach was used and it's a factorial analysis study that uses the 

survey method to collect data. The research instrument of the study is a structured questionnaire 

and Likert scale format is used. For the purpose of collecting primary data, a questionnaire was 

prepared for this study. Convenience sampling was used in this study as only the respondents 

that agreed to participate in this study were selected. The primary data was collected personally 

by the researcher as an assurance of confidentiality to respondents. A total of 238 questionnaires 

were given to the respondent and collected at the same time. In analyzing information obtained, 

the researcher used Pearson Correlation Coefficient. 

3. RESULTS 

Table 1 showed an overall correlation of DT and JS in selected public universities. Based on the 

findings obtained, University A showed a higher correlation of DT and JS compared to 

University B and University C. University A indicated DT was a statistically significant linear 

relationship with the direction of the relationship is positive and the strength of the relationship 

was moderate (r=0.494, p<0.01). Meanwhile, UPSI showed DT was a statistically significant 

linear relationship with the direction of the relationship is positive and the strength of the 

relationship was low with JS (r=0.354, p<0.01). On the other hand, UiTM having DT that was a 
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statistically significant linear relationship with the direction of the relationship is positive and the 

strength of the relationship was low with JS (r=0.350, p<0.01). 

Table 1: Relationship between Developing Talent and Job Satisfaction 

 

4. DISCUSSION 

Meanwhile, in Malaysia's business context, the study found that only 67.3% of the multinational 

companies studied had to implement TM in their organizations and developing talents was found 

to be the most significant relationship with JS of the employees (Mahan & Indra 2012). Apart 

from that, in the hospitality industry, Nitin (2015) found 52% agreed that developing talents has 

a positive relationship on JS. This finding is consistent with research done by Karen (2001) 

indicates developing talents with specific programs organize by the organization has a significant 

impact towards JS. Meanwhile, in the educational sector, sampling was done by the teacher in 

Iran and the findings revealed that the variables which are developing talents, organizational 

development, and JS have the significant relationship with positive the direction (Parvaneh 

2016). 

Developing talents implies constructive development in such organizational motives for 

optimum enhancement of JS of the employees. These types of training and development 

programs help in improving the employee behavior and attitude towards the job and also uplift 

their morale (Pahlavi, 2013). Stephen & Christine (2007) emphasize on JS of the employees was 

dependent with effectiveness and efficacy of training program which able to develop talent 

within the organization. Other than that, developing talents increased JS level of employees 

through training, coaching, motivation which part of the program held in the institution 

(Nagaraju & Archana 2015). According to Elizabeth (2012), JS is directly proportional to 

retention and inversely associated with turnover intention. Meanwhile, factors such pay, 

promotion, working conditions and nature of work are the dimension of JS need to take into 

account by the employers if they want top talents to stay in the company (Alamdar & 

Muhammad 2014).  

Variable 

Public Universities 

University A University B University C 

Job Satisfaction Job Satisfaction Job Satisfaction 

Developing 

Talent 

Pearson 

Correlations 

.494** .354** .350** 

Sig (2-tailed) 
.000 .000 .000 

N 238 238 238 
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5. CONCLUSION 

As a conclusion, the university needs to develop their staff in achieving university mission and 

vision. Employees either academician or administrator has their own strengths to be focused and 

utilized well in creating a vibrant environment of the university. Therefore, employees will be 

thankful and appreciate all the effort shown by the university in developing them to be a better 

person. Thus, their JS will be easily grabbed and the performance of the university will be 

increased. Based on the findings, it shows that these two variables are interrelated which mean it 

gives a significant picture to the management or MOHE to take an initiative action to create an 

effective developing program to their talents. 

REFERENCES 

Abidin, A. Z., & Mansor, A. N. (2016). &quot; Cross-Cultural Education for Sustainable 

Regional Development &quot; Bandung THE RELATIONSHIP BETWEEN TALENT 

MANAGEMENT AND SELF-EFFICACY FROM THE PERSPECTIVE OF 

SECONDARY SCHOOL ADMINISTRATORS AND TEACHERS. International 

Conference on Education and Regional Development. 

Abraham, M. (2015). Effective Talent Management In Malaysian Smes :,(2): 644–672. 

Abu Taleb, T. F. (2013). Job Satisfaction Among Jordan’s Kindergarten Teachers: Effects of 

Workplace Conditions and Demographic Characteristics. Early Childhood Education 

Journal, 41(2): 143–152. 

Al, A., Cascio, W. F., Paauwe, J., Al Ariss, A., Cascio, W. F., & Paauwe, J. (2014). Talent 

management: Current theories and future research directions. Journal of World Business, 

49(2): 173–179. Retrieved from http://dx.doi.org/10.1016/j.jwb.2013.11.001 

Amundsen, S., Martinsen, O. L., Cappelli, P., Singh, H., Singh, J., Useem, M., … Spicer,  a. 

(2014). Effective Leadership Behavior : What We Know and What Questions Need More 

Attention. Leadership Quarterly, 25(3): 801–804. 

Anari, N. N. (2012). Teachers: emotional intelligence, job satisfaction, and organizational 

commitment. Journal of Workplace Learning, 24(4): 256–269. 

Andreassi, J. K., Lawter, L., Brockerhoff, M., & Rutigliano, P. J. (2014). Cultural impact of 

human resource practices on job satisfaction: A global study across 48 countries. Cross 

Cultural Management: An International Journal, 21(1): 55–77. 

Avolio, B. J., & Bass, B. M. (2002). Developing potential across a full range of leadership: 



International Journal of Engineering Technology and Scientific Innovation  

ISSN: 2456-1851 

Volume: 04, Issue: 02 "March-April 2019" 

 

www.ijetsi.org Copyright © IJETSI 2019, All rights reserved Page 96 

 

Cases on transactional and transformational leadership. Mahwah, NJ, US: Lawrence 

Erlbaum Associates. 

Baharin, I., & Abdullah, A. (2011). Sustainable Business in Malaysia : The Need for Talent 

Ecosystem,(August). 

Bethke-Langenegger, P., Mahler, P., & Staffelbach, B. (2008). Effectiveness of Talent 

Management Strategies. International Conferences on Management Sciences and Arts, 5(5): 

1–16. Retrieved from http://www.inderscience.com/link.php?id=42177 

Bidayatul Akmal Mudtafa Kamil, M. C. M. S. (2013). the Need for Effectiveness Talent 

Management Practices Among. 4th International Conference on Business and Economic 

Research Proceeding,(March): 296–305. 

Blass, E., Knights, A., Orbea, A., & Al-Awamleh, R. a. (2006). Developing Future Leaders: The 

contribution of Talent Management. Ashridge Business School Presented at Fifth 

International Annual Conference on Leadership,(June): 1–21. 

Boudreau, J. W., & Ramstad, P. M. (2004). Talentship and the Evolution of Human Resource 

Management: From “Professional Practices” To “Strategic Talent Decision Science.” 

Center for Effective Organizations, 6(September): 1–16. 

Braun, S., Peus, C., Weisweiler, S., & Frey, D. (2013). Transformational leadership, job 

satisfaction, and team performance: A multilevel mediation model of trust. Leadership 

Quarterly, 24(1): 270–283. 

Brown, D. L. (2008). Develop Your Internal Talent. Manufacturing Engineering, 140(1): 128. 

Campbell, M., & Smith, R. (2014). High-potential talent–A view from inside the leadership 

pipeline. Center for Createive Leadership (CCL),1–34. 

Church, A. H., Fleck, C. R., Foster, G. C., Levine, R. C., Lopez, F. J., & Rotolo, C. T. (2016). 

Does Purpose Matter? The Stability of Personality Assessments in Organization 

Development and Talent Management Applications Over Time. The Journal of Applied 

Behavioral Science , 52(4): 450–481. Retrieved from 

http://jab.sagepub.com/cgi/content/abstract/52/4/450 

Clunnies, J. P. (2003). Benchmarking succession planning & executive development in higher 

education: Is the academy ready now to employ these corporate paradigms? Academic 

Leadership, 2 (4). 



International Journal of Engineering Technology and Scientific Innovation  

ISSN: 2456-1851 

Volume: 04, Issue: 02 "March-April 2019" 

 

www.ijetsi.org Copyright © IJETSI 2019, All rights reserved Page 97 

 

Corsello, J. (2012). Maximizing talent management through the cloud: New technologies offer 

opportunities to develop skills and careers. Human Resource Management International 

Digest, 20(4): 27–30. 

Debane, F., Defossez, K., & McMillan, M. (2014). Developing talent for large IT projects. 

McKinsey&Company,(March). 

Dries, N. (2013). The psychology of talent management: A review and research agenda. Human 

Resource Management Review, 23(4): 272–285. 

Fallis, A. . (2013). Bringing Social Identity to Work: The Influence of Manifestation and 

Suppression on Perceived Discrimination, Job Satisfaction, and Turnover Intentions. 

Journal of Chemical Information and Modeling, 53(9): 1689–1699. 

Farndale, E., Pai, A., Sparrow, P., & Scullion, H. (2014). Balancing individual and 

organizational goals in global talent management : A mutual-benefits perspective. Journal 

of World Business, 49(2): 204–214. Retrieved from 

http://dx.doi.org/10.1016/j.jwb.2013.11.004 

Flanigan, K. E. (2015). Review of Using experience to develop leadership talent: How 

organizations leverage on-the-job development. Management Learning, 46(1): 127–130. 

Retrieved from http://search.ebscohost.com/login.aspx?direct=true&db=psyh&AN=2015-

04867-009&site=ehost-live 

Flickinger, M., Allscher, M., & Fiedler, M. (2016). The mediating role of leader???member 

exchange: a study of job satisfaction and turnover intentions in temporary work. Human 

Resource Management Journal, 26(1): 46–62. 

Gholam, S., Pour, H., Abraham, A. N., Addresses, P., Borj, M., & Avenue, S. (2015). Talent 

Management , the Win - Win Strategy in Higher Education, 5(4): 1612–1617. 

Griffin, B., Bayl-Smith, P., & Hesketh, B. (2016). The Longitudinal Effects of Perceived Age 

Discrimination on the Job Satisfaction and Work Withdrawal of Older Employees. Work, 

Aging and Retirement, 2(4): 415–427. 

Hahn, E., Gottschling, J., K??nig, C. J., & Spinath, F. M. (2016). The Heritability of Job 

Satisfaction Reconsidered: Only Unique Environmental Influences Beyond Personality. 

Journal of Business and Psychology, 31(2): 217–231. 

Hitt, M. A., Ireland, R. D., & Hoskisson, R. E. Strategic management: competitiveness & 

globalization: concepts and cases, Case 17 Starbucks Corporation: The New S-Curves 223–



International Journal of Engineering Technology and Scientific Innovation  

ISSN: 2456-1851 

Volume: 04, Issue: 02 "March-April 2019" 

 

www.ijetsi.org Copyright © IJETSI 2019, All rights reserved Page 98 

 

236 (2016). 

Hracs, A. K. (2009). Attracting And Retaining Academic Talent In The City Of Kingston , 

Ontario By. 

Ibrahim, R. Z. A. R., Ohtsuka, K., Dagang, M. M., & Bakar, A. A. (2014). Job satisfaction 

among Malaysian employees: An application of spector’s job satisfaction survey in the 

South East Asian context. Jurnal Pengurusan, 41: 69–79. 

Ignat, A. A., & Clipa, O. (2012). Teachers’ satisfaction with life, job satisfaction and their 

emotional intelligence. In Procedia - Social and Behavioral Sciences (Vol. 33, pp. 498–

502). 

Iles, P., Chuai, X., & Preece, D. (2010). Talent Management and HRM in Multinational 

companies in Beijing: Definitions, differences and drivers. Journal of World Business, 

45(2): 179–189. 

Intarakamhang, U., & Peungposop, N. (2017). Effective Improvement of Talents Management 

for Continuing of Managing Government, 10(1): 124–137. 

Irshad, M. Z. (2012). Job Satisfaction among Academic Staff : A Comparative Analysis between 

Public and Private Sector Universities of Punjab , Pakistan, 7(1): 126–136. 

Kagwiria, R. (2013). Role of Talent Management o n Organızatıon Performance in Companıes 

Lısted in Naıbobı Securıty Exchange in Kenya : Lıterature Revıew. International Journal of 

Humanities and Social Science., 3(21): 285–290. 

Kaliannan, M., Abraham, M., & Ponnusamy, V. (2015). Effective Talent Management in 

Malasian SMES: A Proposed Framework. In Proceedings of the Asia Pacific Conference on 

Business and Social Sciences 2015 (pp. 644–672). 

Kim, P. S. (2008). How to attract and retain the best in government. International Review of 

Administrative Sciences, 74(4): 637–652. Retrieved from 

http://ras.sagepub.com/cgi/doi/10.1177/0020852308098472 

Kossivi, B., Xu, M., & Kalgora, B. (2016). Study on Determining Factors of Employee 

Retention,(May): 261–268. 

Lee, J. H. J., & Ok, C. (2012). Reducing burnout and enhancing job satisfaction: Critical role of 

hotel employees’ emotional intelligence and emotional labor. International Journal of 

Hospitality Management, 31(4): 1101–1112. 



International Journal of Engineering Technology and Scientific Innovation  

ISSN: 2456-1851 

Volume: 04, Issue: 02 "March-April 2019" 

 

www.ijetsi.org Copyright © IJETSI 2019, All rights reserved Page 99 

 

Lim, L. J. W., & Ling, F. Y. Y. (2012). Human resource practices of contractors that lead to job 

satisfaction of professional staff. Engineering, Construction and Architectural 

Management, 19(1): 101118. 

Ljigu, A. W. (2015). The Effect of Selected Human Resource Management Practices on 

Employees’ Job Satisfaction in Ethiopian Public Banks. EMAJ: Emerging Markets Journal, 

5: 1. 

Locke, E. (1976). The Nature and Causes of Job Satisfaction. Handbook of Industrial and 

Organizational Psychology. 

Lofquist, L. H., & Dawis, R. (1978). Values as second-order needs in the theory of work 

adjustment. Journal of Vocational Behavior, 12(1): 12–19. 

Lyria, R. K., Namusonge, P. G. S., & Karanja, K. (2017). The effect of talent retention on 

organizational performance of firms listed in the Nairobi Securities Exchange The effect of 

talent retention on organizational performance of firms listed in the Nairobi Securities 

Exchange, 1(3): 56–68. 

Marques, J. (2015). The changed leadership landscape: what matters today. Journal of 

Management Development, 34(10): 1310–1322. 

Melnik, E., Petrella, F., & Richez-Battesti, N. (2012). Does the professionalism of management 

practices in nonprofits and for-profits affect job satisfaction? The International Journal of 

Human Resource Management, 24(6): 1–22. 

Moczydłowska, J. (2012). Talent Management : Theory and Practice of Management . The 

Polish Experience. International Journal of Business, Management, Economics Research, 

3(1): 432–438. 

Mustafa, M. S. (2013). Key factors in performance management. 

Nair, P. J. (2012). Is Talent Management Accentuated By Competency Mapping ? : With Special 

Reference To Educational Sector  Talent Management  Competency Management, 1 

(11). 

Nguyen, H. (2012). A quantitative study of relationships between demographic characteristics, 

personality, and job satisfaction among information technology personnel in Ho Chi Minh 

City, Vietnam,(August). 

Oehley, A.-M. (2013). the Development and Evaluation of a Partial Talent Management 



International Journal of Engineering Technology and Scientific Innovation  

ISSN: 2456-1851 

Volume: 04, Issue: 02 "March-April 2019" 

 

www.ijetsi.org Copyright © IJETSI 2019, All rights reserved Page 100 

 

Competency Model. Journal of Chemical Information and Modeling, 53(December): 1689–

1699. 

Ong, Q., & Theseira, W. (2016). Does choosing jobs based on income risk lead to higher job 

satisfaction in the long run? Evidence from the natural experiment of German reunification. 

Journal of Behavioral and Experimental Economics , 65: 95–108. 

Oracle, A., Paper, W., & David Wilkins. (2012). The Future of Talent Management : Underlying 

Drivers of Change. An Oracle White Paper,(June). 

Özpehlivan, M., & Acar,  a. Z. (2015). Assessment of a Multidimensional Job Satisfaction 

Instrument. Procedia - Social and Behavioral Sciences, 210: 283–290. 

Rai, S. (2014). Retaining Talent and Understating Work Values: Indian Experience Dr. Sumita 

Rai 1, 3(2): 87–95. 

Rhodes, C., Brundrett, M., & Nevill,  a. (2008). Leadership Talent Identification and 

Development: Perceptions of Heads, Middle Leaders and Classroom Teachers in 70 

Contextually Different Primary and Secondary Schools in England. Educational 

Management Administration & Leadership, 36(3): 311–335. 

Robertson, R., Gockel, C., & Brauner, E. (2013). Trust your teammates or bosses? Differential 

effects of trust on transactive memory, job satisfaction, and performance. Employee 

Relations, 35(2): 222–242. 

Ruiz-Jiménez, J. M., & Fuentes-Fuentes, M. del M. (2016). Management capabilities, 

innovation, and gender diversity in the top management team: An empirical analysis in 

technology-based SMEs. BRQ Business Research Quarterly, 19(2): 107–121. 

Sarwar, C. I. (2013). Future of Ethically Effective Leadership. Journal of Business Ethics, 

113(1): 81–89. 

Shami, G. M., Ramzan, M., & Rasool, A. (2013). An Empirical Study on Organizational Climate 

Prevail on Banking Sector of Pakistan and Perception of Employees Regarding 

Organization Climate. International Journal of Research in Commerce and Management, 

4(4): 17–22. 

Silverberg, K. E., Marshall, E. K., & Ellis, G. D. (2001). Measuring Job Satisfaction of 

Volunteers in Public Parks and Recreation. Journal of Park and Recreation Administration, 

19(1): 79–92. 



International Journal of Engineering Technology and Scientific Innovation  

ISSN: 2456-1851 

Volume: 04, Issue: 02 "March-April 2019" 

 

www.ijetsi.org Copyright © IJETSI 2019, All rights reserved Page 101 

 

Sokro, E. (2012). Impact of Employer Branding on Employee Attraction and Retention, 4(18): 

164–173. 

Spector, P. E. (1997). Job satisfaction: Application, assessment, cause, and consequences. Sage 

Publications (Vol. 35). Retrieved from http://www.cro3.org/cgi/doi/10.5860/CHOICE.35-

0383%5Cnhttp://books.google.com/books?hl=en&lr=&id=nCkXMZjs0XcC&pgis=1 

Stahl, G. K., Björkman, I., Farndale, E., Morris, S. S., Paauwe, J., & Stiles, P. (2012). Six 

Principles of Effective Global Talent Management. MIT Sloan Management Review, 53(2): 

25–32. Retrieved from 

http://search.proquest.com/docview/914408228?accountid=11979%5Cnhttp://onesearch.lan

cs.ac.uk/openurl/44LAN/44LAN_services_page??url_ver=Z39.88-

2004&rft_val_fmt=info:ofi/fmt:kev:mtx:journal&genre=article&sid=ProQ:ProQ:abiglobal

&atitle=Six+Principles+of+Eff 

Strack, R., Baier, J., Caye, J.-M., Zimmermann, P., & Dyrchs, S. (2011). Global Talent Risk – 

Seven Responses,48. 

Tajuddin, D., Ali, R., & Kamaruddin, B. H. (2015). Developing Talent Management Crisis 

Model for Quality Life of Bank Employees in Malaysia. Procedia - Social and Behavioral 

Sciences, 201: 80–84. Retrieved from 

http://www.sciencedirect.com/science/article/pii/S1877042815047813 

Talent Management Strategy : a Study of Private Banks in India. (2012), 1 (4). 

Taylor, P., Mcloughlin, C., Meyer, D., & Brooke, E. (2012). Everyday discrimination in the 

workplace, job satisfaction and psychological wellbeing: age differences and moderating 

variables. Ageing and Society,1–34. 

Tejeda, M. J. (2014). Exploring the Supportive Effects of Spiritual Well-Being on Job 

Satisfaction Given Adverse Work Conditions. Journal of Business Ethics, 131(1): 173–181. 

Tremblay, M., Dahan, J., & Gianecchini, M. (2014). The mediating influence of career success 

in relationship between career mobility criteria, career anchors and satisfaction with 

organization. Personnel Review, 43(6): 818. 

Tripp, J. F. ., Riemenschneider, C. K. ., & Thatcher, J. B. . (2016). Job satisfaction in agile 

development teams: Agile development as work redesign. Journal of the Association of 

Information Systems, 17(4): 267–307. 

van der Doef, M., Mbazzi, F. B., & Verhoeven, C. (2012). Job conditions, job satisfaction, 



International Journal of Engineering Technology and Scientific Innovation  

ISSN: 2456-1851 

Volume: 04, Issue: 02 "March-April 2019" 

 

www.ijetsi.org Copyright © IJETSI 2019, All rights reserved Page 102 

 

somatic complaints and burnout among East African nurses. Journal of Clinical Nursing, 

21(11–12): 1763–1775. 

Van Maele, D., & Van Houtte, M. (2012). The role of teacher and faculty trust in forming 

teachers’ job satisfaction: Do years of experience make a difference? Teaching and Teacher 

Education, 28(6): 879–889. 

Wilczyńska, A., Batorski, D., & Sellens, J. T. (2016). Employment Flexibility and Job Security 

as Determinants of Job Satisfaction: The Case of Polish Knowledge Workers. Social 

Indicators Research, 126(2): 633–656. 

Woo, K. H. (2014). Recruitment Practices in the Malaysian Public Sector: Innovations or 

Political Responses? Journal of Public Affairs Education, 21(2): 229–246. 

Zembylas, M., & Papanastasiou, E. (2006). Sources of teacher job satisfaction and dissatisfaction 

in Cyprus. Compare: A Journal of Comparative and International Education, 36(2): 229–

247. 

Zhang, H., Chen, G., Ooi, B. C., Tan, K. L., & Zhang, M. (2015). In-Memory Big Data 

Management and Processing: A Survey. IEEE Transactions on Knowledge and Data 

Engineering, 27(7): 1920–1948. 

Zhuge, J. P., & Zhang, H. Y. (2007). Studies on university academic network organization based 

on the knowledge management. ISMOT’07: Proceedings of the Fifth International 

Symposium on Management of Technology, Vols 1 and 2: MANAGING TOTAL 

INNOVATION AND OPEN INNOVATION IN THE 21ST CENTURY. 

Zumrah, A. R. (2013). Is job satisfaction enhancing learning-training transfer relationship? 

Journal of Workplace Learning, 25(8): 543–555. 

 

 


