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ABSTRACT 

In various institutions, talent management can be seen as a response to changes affecting the workplace such 
as the industrial revolution, the rise of labour unions, globalisation and competitiveness. Health care institutions 
need to and are interested in managing talented people to ensure high quality care, long term competitiveness, 
sustainable prosperity and continuous development. This is to achieve the goal of health care which is, delivering 
safe, effective, efficient, timeous and equitable health care. The purpose of this article was to identify 
antecedents that influence effective talent management in public health institutions in Uganda. The research 
findings reveal that an enabling work environment, a stable working environment and career development highly 
influence effective talent management than organisational support and employee satisfaction. Even though job 
autonomy and personal value effectively influence talent management, management in public health institutions 
need to realise the importance of nurturing and monitoring job autonomy and acknowledge personal values to 
effectively enhance talent management. 
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1. INTRODUCTION AND BACKGROUND 

The future competitiveness and prosperity of an institution depends on its employees, as 

they are considered fundamental for the performance and effectiveness of an organisation 

(Osibanjo, Akinbode, Falola & Oludayo 2018:112; Pandita & Ray 2018:2). In reality, the 

success of an organisation depends on employees who are enthusiastic about carrying out 

the tasks assigned to them (Alefari, Barahona & Salonitis 2018:438; Pandita & Ray 2018:4). 

Thus, it is important to attract, integrate, educate and retain skilled and ‘high-potential’ 

employees. The process of developing such employees is referred to as talent management 

(Dayel, Debrah & Mulyata 2020:3). For the health sector, talent management is especially 

important in light of shrinking and aging talent pools, coupled with the difficulty of retaining 

health employees (Flores, Risley & Quintana 2018:1-2). Taye, Morankar, Abdulahi, Admasu 

and Tadele (2019:1-2) contend that this is particularly important for health care institutions 

that need and are interested in managing talented people to deliver safe, effective, patient-

centred, timely, efficient and equitable care.  

Uganda faces severe human resource challenges, despite opportunities brought about by 

the considerable disease burden (such as HIV/AIDS and communicable diseases) and a 

growing population (Musoke, Ndejjo, Atusingwize, Ssemugabo, Ottosson, Gibson & Waiswa 

2020:1). Despite the contribution of the health sector to national growth and development, 

employees in Uganda’s health sector continue to leave for better work conditions and job 

opportunities. Thus, it is important to attract, integrate, educate, and retain skilled and high 

potential employees. 

2. PROBLEM STATEMENT 

The need for talent management is overwhelming in the health sector, which is 

characterised by a severe shortage in its professional, administrative and technical 

workforce, coupled with the difficulty of attracting talent from other sectors. Talent 

management is in crisis in many public health institutions, which emphasises the need for a 

competent, committed and engaged workforce to achieve organisational success (Dahshan, 

Keshk & Dorgham 2018:118). There is also a mismatch between the demand and supply of 

talent, particularly for specific positions that translate into a shortage of skills and experience 

(Cao & Li 2017:368; Pagano 2017:83). Furthermore, as the demand for talented employees 

in the health sector continues to outstrip supply, public health institutions find it difficult to 



J NAKATO 
NE MAZIBUKO 
S JAMES 

Antecedents Influencing  
Effective Talent Management in 

 Public Health Institutions in Uganda 

 

 
Journal of Contemporary Management 
DHET accredited 
ISSN 1815-7440 

Volume 17 Issue 2 
2020 

Pages 601-631 

Page 3  

 

sustain their core mission of delivering high quality care (Malema & Muthelo 2018:2-3; 

Scheffler, Campbell, Cometto, Maeda, Liu, Bruckner, Arnold & Evans 2018:2). 

Despite the benefits thereof, the concept of talent management has not fully been embraced 

and, therefore, public health institutions in Uganda continue to face the challenges 

associated with the attraction, selection, motivation and retention of talented employees 

(Witter, Mashange, Namakula, Wurie, Ssengooba & Alonso‐Garbayo 2017:6). In addition, 

the health sector in Uganda has an inadequate number of employees and heavy workload 

(Wanduru, Tetui, Tuhebwe, Ediau, Okuga, Nalwadda, Ekirapa-Kiracho, Waiswa & 

Rutebemberwa 2016:1).  

Therefore, public health institutions that do not create a favorable work environment, with 

attractive work conditions, will struggle to find suitable talented employees with a variety of 

skills.   

Against this background, it is necessary to address the following research question in this 

study:  

What are the antecedents that influence effective talent management among employees in 

the public institutions of the health sector? 

3. OBJECTIVE OF THE STUDY 

Despite the importance of talent management, relatively little research has been done in 

identifying the antecedents of talent management in Uganda. The objective of the study was 

to investigate the antecedents that influence effective talent management in public health 

institutions in Uganda.  

4. LITERATURE REVIEW 

4.1  Talent management  

Järvi and Khoreva (2020:76), Ozuem, Lancaster and Sharma (2016:50) and Thunnissen 

(2016:59) refer to talent management as the adoption of a combination of policies and 

practices designed to attract, develop, motivate and retain productive, engaged employees 

who possess a combination of exceptional knowledge, skills, attitudes, values and 

competencies that are crucial to organisational success. Therefore, talent management is an 

on-going, challenging and dynamic process of systematically identifying, assessing and 

developing high-potential individuals to fill `key roles for the continuity and maximisation of 

organisational performance (Ramu 2017:60; Whysall, Owtram & Brittain 2019:2). According 

to Rastgoo (2016:653), there is a positive and significant relationship between talent 
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management, organisational development and employee motivation. Also, Künneke 

(2017:129) found that perceptions of talent identification and talent development are the 

most important contributors to employee talent management.  

Dong (2019:906) has indicated that organisations need to adopt flexible talent management 

systems, to operate in different environments, while Antony (2018:34) and Vnouckova, 

Urbancova and Smolova (2018:3327) found that the process of managing talent 

relationships is associated with building the organisation’s image and meeting employee 

expectations. Thus, there is both a perception and evidence that talent management is 

predicted by organisational support, reward system, work conditions, social and work 

environment, leadership styles, career development, supervisor support, employee 

engagement and employee personality.  

4.2  Organisational support 

Organisational support refers to the perceived extent to which an organisation cares about 

and values its employees (Liu, Zhao, Shi, Zhang, Liu, Li, Duan, Li, Lou, Jia, Fan, Sun & Ni 

2018:2). Therefore, for the purpose of this study, organisational support is described as the 

mental process of evaluating the degree to which an organisation offers assistance, 

encouragement, appreciation, respect, care and empowerment for the well-being of its 

employees, as compared to similar positions in other organisations.  A number of scholars 

maintain that employees who are talented appreciate working in supportive organisations. 

This encourages them to commit to the organisation, as supported by the work of Mensah 

(2019:527). In the health sector, Shi, Wang, Jia, Li, Mu, Liu, Peng, Li and Fan (2017:10) 

found that, when working for organisations that have supportive mechanisms in place to 

counter violence and anxiety, nurses remain committed to providing quality treatment to 

patients. Similarly, Liu et al. (2018:10) and Tomo and De Simone (2017:49) concur that 

organisations in the health sector should focus their attention on creating working conditions 

that enhance fairness, employee well-being and the involvement of employees, and which 

foster relationships as a show of support. In summary, public health institutions need to be 

supportive to encourage reciprocal behaviour amongst health workers, which is important in 

managing employee talent. 

4.3  Reward system 

A reward system is described as the combination of the policies and practices that govern 

the provision of all monetary and non-monetary compensation and incentives provided by an 

organisation to its employees, in exchange for their contributions to the overall organisational 

goals (Aremu 2019:8; Vincent, Alala & Kiongera 2017:1395). Peluso, Innocenti and Pilati 
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(2017:311) found that organisations that plan, adopt and implement practices and policies 

related to rewards, are able to benefit from motivated employees and innovative employee 

behaviour. Non-financial rewards include task variety, benefits, job security, mentoring, 

leave, recognition and promotion, while financial rewards, encompassing salary and wage, 

are the core rewards (Prouska, Psychogios & Rexhepi 2016:1262; Stumpf, Tymon Jr, Ehr & 

van Dam 2016:468).  

According to Adom (2018:2) and Beck-Krala, Tarczoń and Masłyk (2017:17), rewards reflect 

the values and beliefs of an organisation, and are important in the attraction of talent. This is 

supported by the work of Tsai, Chou and Chen (2008) cited in Hamukwaya and   

Yazdanifard (2014:192) that suggest  that an organisation that pay high wages attract not 

only qualified but competent and productive candidates that recognise the organisation’s 

ability to achieve its objectives, and thus contribute to the overall performance of the 

organisation. Antony (2018:42) also found that fair salary, together with good safety and 

health insurance were crucial to keeping talent rooted to organisations. In addition, 

employees who are talented increase their work efforts and positive behaviour when they 

feel that rewards are fairly earned (Allisey Rodwell & Noblet 2016:665).  

In light of this, it is evident that public health institutions need to implement fair and equitable 

systems of financial and non-financial rewards, such as remuneration, allowances, pension 

and other benefits to manage, attract and retain talented health workers.  

4.4  Work conditions 

Work conditions are described as the conditions in and under which work is performed 

(Hsiao & Lin 2018:248; Robertson, Di, Brown & Dehejia 2016:1). Flexibility in work 

schedules, balancing family and work, workplace hazards, social benefits, housing 

conditions, access to public facilities and the type of employment contract are aspects of 

work conditions (Antony 2018:44; Binczycki & Łukasiński 2016:187). Fleischmann, Carr, 

Stansfeld, Xue and Head (2018:183) suggest that talented employees need favourable 

conditions to be efficient and productive in their jobs. Mwanzi, Wamitu and Kiama (2017:1) 

suggest that enhancing the work conditions of health workers is associated with talent 

utilisation. Therefore, for public health institutions to manage, attract and retain talented 

health workers, they should provide quality work conditions for the different types of 

employee contracts, such as the outsourced, transferred, temporary, contract or permanent 

employees.  

 

https://scholar.google.com/citations?user=wLVODckAAAAJ&hl=en&oi=sra
https://scholar.google.com/citations?user=wLVODckAAAAJ&hl=en&oi=sra
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 4.5  Social and work environment 

The social and work environment refers to the employee’s surroundings at work, which are 

characterised by low levels of stress, employees feeling appreciated by management and 

not feeling threatened at work (Plantiveau, Dounavi & Virués-Ortega 2018:195). It is 

important to note that organisations differ from one another in terms of the interplay of 

factors within the social and work environment, such as social interaction, norms, values and 

attitudes (Berthelsen, Muhonen & Toivanen 2018:6). Turner, Glaister and Al Amri (2016:53), 

suggest that the environment in which employees work shapes talent management 

practices. Fletcher (2016:2) and Masharyono, Pratama and Purnama (2016:574) further 

maintain that it is important to create flexible environments in which employees are 

comfortable enough to make contributions to their organisations.  

Numerous studies indicate that talented employees can be managed in a reputable 

organisation with a conducive social and work environment, which has abundant resources 

and is free from distractions (Antony 2018:35; Chavengvorakul & Wongsurawat 2017:17). 

Furthermore, Edem, Akpan and Pepple (2017:4) found that talented health workers were 

impressed by, and successfully fulfil their tasks in organisations that had suitable office 

space, work areas, new furniture, access to electricity, transport, housing, improved work 

tools, bright wall colours, lighting, proper ventilation, plants, feedback mechanisms and open 

communication with management. Thus, it is imperative that employees in public health 

institutions feel protected and empowered to perform their duties within the social and work 

environment, which is related to the attraction, commitment and retention of talented 

employees. 

4.6  Leadership style 

Leadership styles are defined as the different types of behaviour and characteristics of 

leaders which, if used effectively, contribute to the creation of a well-positioned organisation 

(Ekiyor & Dapper 2019:89; Fahlevi, Zuhri, Parashakti & Ekhsan 2019:2440; Malik, Saleem & 

Naeem 2016:387). i Solà, i Badia, Hito, Osaba and García (2016:2) describe leadership 

styles as the means of communicating a shared vision and performance expectations; and 

providing an appropriate role model for employees. This is in addition to fostering 

collaboration and support amongst employees to achieve collective goals (Moorosi & 

Bantwini 2016:1). It should be noted that leadership styles include authoritarian, democratic 

and laissez-faire styles, among others. These highlight the behaviours of individuals in 

leadership positions and how they differ in terms of interdependency and shared goals 

between leaders and followers (Gerard, McMillan & D’Annunzio-Green 2017:116).  
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Rao (2017:1) and Siddique and Nawaz (2019:1042) support the understanding that, through 

their leadership styles, leaders make use of negotiation, appreciation, motivation and 

collaboration as methods to build and nurture sustainable relationships with talented 

employees. Asrar-ul-Haq and Kuchinke (2016:56), supported by Mi, Gan, Xu, Long, Qiao 

and Zhu (2019:3) and Ramdas and Patrick (2018:19), found that there is increased social 

justice, collaboration, employee engagement and creation of new perspectives and ideas 

when talented employees are working in an organisation in which they see their leader as a 

role model. Moreover, numerous studies indicate that the attitudes and behaviours that 

leaders exhibit in the execution of their duties, guide and manage the emotions and feelings 

of talented employees towards realising their full potential, participating in decision making, 

and accomplishing tasks - which will result in the attraction, motivation and retention of 

employee talent (Khalid, Pahi & Ahmed 2016:609; Othman, Hamzah, Abas & Zakuan 

2017:115; Solaja & Ogunola 2016:55). Leadership styles are important to the management, 

attraction and retention of talented employees since they can inspire confidence, respect, 

communication and other positive attitudes and behaviours amongst employees. This is 

supported by the findings of Kaok, Yusuf and Dewi (2019:46), Ebrahimi, Moosavi and 

Chirani (2016:351), i Solà et al. (2016:1) as well as Siam, Bakar and Ramli (2019:77) and 

Supraptiningsih, Brasit and Mardiana (2018:20).  

4.7  Career development 

Jusuf, Mahfudnurnajamuddin and Latief (2016:8) define career development as the 

technical, theoretical, conceptual and moral education regarding the requirements of the 

position held by an employee. For the purpose of this study, career development is defined 

as the process through which an organisation provides employees guidance on their career 

paths; it also includes selecting, assessing, assigning and developing employees so that 

they become more qualified, secure, employable, change resilient, ready for promotion and 

meeting future needs. According to a study conducted by Bocciardi, Caputo, Fregonese, 

Langher and Sartori (2017:68), the knowledge and skills gained from education are related 

to enhanced job security and career adaptability, as well as advancement and performance, 

since employees are able to make better decisions and cope with the demands of their work.  

Further, Mani (2020:1210) and Björkman, Ehrnrooth, Mäkelä, Smale and Sumelius (2017:4) 

emphasise that, through job rotation and career progression, an organisation can develop 

talent. Ali, Bashir and Mehreen (2019:75) found out that career development was another 

factor that affected talent management. For public health public institutions, a number of 

studies support that continuous learning and development are associated with employee 

satisfaction as well as the attraction and retention of talented health workers, such as 
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midwives, nurses and doctors (Adeniji, Osibanjo, Salau, Falola, Igbinoba, Ohunakin & 

Ogueyungbo 2019:256; Jigssa, Desta, Tilahun, McCutcheon & Berman 2018:9; Momanyi, 

Adoyo, Mwangi & Mokua 2016:6).  

4.8  Supervisor support 

Somers, Birnbaum and Casal (2018:7), Chauhan, Ghosh, Rai and Kapoor (2017:269) and 

Pohl and Galletta (2017:62) describe supervisor support as employee beliefs regarding the 

manner in which supervisors treat their subordinates, value their contributions, care about 

their interests and well-being, and show patience and tolerance towards employees who 

experience difficulties in completing their tasks. Supervisor support includes giving credit for 

jobs well done, listening to employees’ complaints about workplace stress, and providing 

incentives for employees to perform better.  

Hämmig (2017:394) found that there is a significant relationship between supervisor support, 

talent management and employee retention. Furthermore, the research findings of Ludwick, 

Turyakira, Kyomuhangi, Manalili, Robinson and Brenner (2018:1) revealed that supportive 

supervision is related to the management of talented health workers in Uganda. Thus, it is 

evident that talented employees in public health institutions appreciate the support of their 

direct supervisors in relation to the problems or outcomes of their work. 

4.9  Employee engagement 

Employee engagement is defined as the practice of ensuring that employees with a positive, 

fulfilling work related state of mind feel connected and loyal, so that they grow attached to 

organisations and exceed organisational expectations (Pandita & Ray 2018:4). For the 

purpose of this study, employee engagement is described as the employee’s physical, 

cognitive, emotional and psychological show of vigour, pride, dedication, enthusiasm and 

passion in performing their duties, roles and responsibilities. The empirical findings of a 

study by Pandita and Ray (2018:12) suggest that employee engagement initiatives influence 

the management and maintenance of innovative and talented employees within 

organisations. Alrowwad, Obeidat, Al-Khateeb and Masa'deh (2018:35) also suggest that 

employee engagement has a positive influence on the management of talented employees. 

Moreover, it encourages employees to enjoy their work and establish healthy work 

relationships, which affords them opportunities for professional growth, to realise their full 

potential and to accomplish their tasks. 

Jindal, Shaikh and Shashank (2017:15); and Jindal and Shaikh (2016:1216) found that 

employee engagement has a positive impact on the management, attraction and retention of 

talented employees, who then reflect the values of an organisation as brand representatives. 
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This is supported by the work of Ali et al. (2019:75) and Ramli, Isa, Baharin and Ibrahim 

(2018:1), which proved that there is a relationship between talent management practices, 

employee engagement and staff retention. This is in line with the findings of O’Connor and 

Crowley-Henry (2019:903), Pandita and Ray (2018:1) and Hassan (2016:62) who 

established that there is a relationship between talent management practices and employee 

engagement. Therefore, public health institutions need to emphasise employee engagement 

initiatives and programs that boost their ability to attract, retain, commit and enhance the 

performance of talented employees.  

4.10  Employee personality 

According to Singh (2019:3) and Emecheta, Hart and Ojiabo (2016:69), employee 

personality is explained as a reflection of the way in which individuals think, feel and behave, 

that has an impact on their emotions, anxiety, needs, desires, satisfaction, confidence levels, 

preferences, propensity for risk and performance. Howell (2017:145) also revealed that 

enhanced employee engagement is predicted by an individual’s personality traits. This is 

supported by the findings of Puryear, Kettler and Rinn (2019:10), Herath and Shamila 

(2018:2) and Kawiana, Dewi, Martini and Suardana (2018:35), which reveal that 

engagement in desirable behaviours, as a result of personality, predicts performance, 

creativity and innovativeness. In addition, De la Fuente-Solana, Cañadas, Ramirez-Baena, 

Gómez-Urquiza, Ariza and Cañadas-De La Fuente (2019:1), Duan-Porter, Hatch, 

Pendergast, Freude, Rose, Burr, Müller, Martus, Pohrt and Potter (2018:2-3), Takase, 

Yamamoto and Sato (2018:167) and McCarthy, Cronly and Perry (2017:394) reveal that, 

across hospitals, personality traits such as being collaborative and cooperative predict a 

health worker’s ability to control and deal with job demands such as workload, depression 

and anxiety; this means that these employees can withstand the pressures of their work, 

which results in employee commitment, performance and retention. However, little research 

has been made to link employee personality directly to effective talent management.  It is 

therefore assumed that the presence of employee personality will lead to effective talent 

management. In light of this, public health institutions need to identify suitable and desirable 

personalities and qualities that dictate how doctors, nurses, midwives, consultants and other 

employees think, feel and act while interacting with patients and colleagues.  

The hypothetical model (Figure 1) indicates the antecedents impacting effective talent 

management to comprise: organisational support, reward system, work conditions, social 

and work environment, leadership styles, career development, supervisor support, employee 

engagement and employee personality. 
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Figure 1:  The modelled variables measuring of antecedents influencing 
effective talent management in public health institutions 

 

Source: Adapted from Lyria, Namusonge and Karanja (2017:6), Optimis (2011:3), Collings and Mellahi 
(2009:306) and Boyle et al. (1999) cited in Hannigan, Patrick and Machin (2016:65).  

The following research hypotheses were formulated for this study, based on the modified 

theoretical model depicted in Figure 1: 

H1: There is a relationship between organisational support and effective talent 

management. 

H2:   There is a relationship between the reward system and effective talent management.  

H3:   There is a relationship between work conditions and effective talent management.  

H4:   There is a relationship between the social and work environment and effective talent 

management.  

H5: There is a relationship between leadership styles and effective talent management. 

H6:   There is a relationship between career development and effective talent 

management.  

H7:   There is a relationship between supervisor support and effective talent management.  
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H8: There is a relationship between employee engagement and effective talent 

management. 

H9:   There is a relationship between employee personality and effective talent 

management.  

5. RESEARCH METHODOLOGY 

The quantitative method has been employed in this study because it allows the original set 

of research goals to be followed, allows the researcher to arrive at more objective 

conclusions and supports the testing of hypotheses. In addition, since the independent and 

dependent variables under investigation in this study have been clearly specified prior to 

data collection, the quantitative design for the study requires hypotheses testing to measure 

the relationship between the variables.  

5.1  Population and sampling 

In this study, the population comprised of all employees in public health institutions in 

Uganda. The employees in the healthcare sector included doctors, consultants, dentists, 

dispensers, nurses, pharmacists, clinical officers, laboratory staff, occupational therapists, 

allied health staff, environmental health officers, general administrative cadres, cold chain 

technicians and support staff. A sample of 910 employees was drawn from the population 

using stratified random sampling. Stratified random probability sampling was used in this 

study to select a sample of respondents from each stratum. These strata were divided into 

categories of public health institutions, in the Central region of Uganda, namely, national 

referral hospitals, regional hospitals, general hospitals, district health offices, urban 

authorities’ health units and three health centres. A total number of 910 questionnaires were 

distributed to respondents in Uganda’s Central region. The collected usable questionnaires 

were 655 (70% response rate) and a total of 255 (30%) were wasted and incomplete.  

Fifty-one percent of the respondents were female and forty-nine percent male, while 

seventy-four percent were within the age group of 30 to 49 years. Eighty-two percent of the 

respondents had diplomas and bachelor’s degrees. Seventy-five percent of the respondents, 

that is, had a tenure of less than ten years in the public health institutions. This implies that 

the management and government should implement employee retention strategies to 

manage talent effectively in the public health institutions.   

5.2  Research instrument  

A self-administered structured questionnaire comprising of 78 items was used, with six items 

relating to the biographical profile of the respondents.  The questionnaire had the following 
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number of items per variable: organisational support (6 items), reward system (6 items), 

work conditions (8 items) social and work environment (9 items), leadership style (9 items), 

career development (6 items), supervisor support (6 items), employee engagement (6 

items), employee personality (6 items) and effective talent management (10 items). All 

questionnaire items were linked to a seven-point Likert scale (1 = strongly disagree, 2 = 

disagree, 3 = somewhat disagree, 4 = undecided, 5 = somewhat agree, 6 = agree, 7 = 

strongly agree). 

6. DATA ANALYSIS 

STATISTICA (version 12) software package was used to analyse data for reliability, validity, 

descriptive statistics and multiple regression. Finally, the hypothesised relationships were 

tested. 

6.1  Validity and reliability 

The validity of the various items used to measure the constructs, was verified by means of 

factor analysis, which is used to establish complex interrelationships amongst items and to 

group items that are part of unified concepts (de Smith 2018:30). For the purpose of this 

study, a factor should have at least three items and each of these items loading onto it 

should have factorial loads of not less than 0.4 (>0.4).  Table 1 illustrates the findings of 

exploratory factor analysis. 

Table 1:  Summary of factor loading matrix on 7-point Likert scale  

Variable Items accepted Minimum loadings Maximum loadings 

Organisational Support (OS) 
8 0.401 0.733 

Consideration of Employee 
Satisfaction (ES) 

6 0.443 0.888 

Enabling Work Environment 
(EWE) 

8 0.405 0.824 

Stable Working Environment 
(SWE) 

4 0.685 0.779 

Consideration of Employee 
Motivation (EM) 

6 0.413 0.882 

Creating Job Autonomy (JA) 5 0.776 0.861 
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Variable Items accepted Minimum loadings Maximum loadings 

Consideration of Personal 
Value (PV) 

4 
0.743 0.799 

Career Development (CD) 3 0.817 0.931 

Employee Engagement (EE) 5 0.760 0.838 

Talent Management (TM) 5 0.511 0.764 

Note: Loadings greater than 0.4 were considered significant  

Source: Calculated from survey results 

The constructs of the re-specified model and the items which were used to define each 

construct are depicted in Table 2. The constructs were identified as follows: Organisational 

Support (OS), Consideration of Employee Satisfaction (ES), Enabling Work Environment 

(EWE), Stable Working Environment (SWE), Consideration of Employee Motivation (EM), 

Creating Job Autonomy (JA), Consideration of Personal Value (PV), Career Development 

(CD), Employee Engagement (EE) and Talent Management (TM).  

A Cronbach’s Apha of 0.60 is considered acceptable and was used as the cut-off point in 

assessing internal consistency reliability (Riva, Xuereb, Makris, Ageno & Gatt 2019:971). 

The removal of items LS5 and WC6 improved the alpha value of ‘personal value’ from 0.52 

to 0.95. Table 2 shows that all the Cronbach’s Alpha values of the measuring instrument are 

0.60 and above.    

Table 2:  Empirical factor structure for Cronbach’s Alpha coefficients of the 
latent variables 

Latent variable Items Alpha value 

Organisational Support (OS) WC3, SWE8, SS6, CD1, EP5, OS5, OS2, OS3 0.87 

Consideration of Employee 
Satisfaction (ES) 

RS5, LS6, RS4, SS2 
0.82 

Enabling Work Environment (EWE) WC5, WC8, EE5, EE6, SWE1, CD6, LS4, SS1 0.90 

Stable Working Environment (SWE) WC7, CD5, EE4, LS3 0.86 

Consideration of Employee 
Motivation (EM) 

WC1, SWE6, EP3, LS8, SS4, TP5 
0.94 

Creating Job Autonomy (JA) EP4, LS9, SWE7, SS5, WC2 0.97 
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Latent variable Items Alpha value 

Consideration of Personal Value (PV) SS3, EP2, LS7, SWE5 0.95 

Career Development (CD) EE3, LS2, CD4 0.90 

Employee Engagement (EE)   CD2, EE1, SWE9, EP6, WC4 0.95 

Talent Management (TM) TM1, TM2, TM3, TM4, TM5 0.68 

Source: Calculated from survey results 

6.2  Regression analysis results  

The influence of the independent variables on the dependent variables was evaluated 

through multiple regression analysis (Morrissey & Ruxton 2018:2). Table 3 indicates that an 

enabling work environment (b=0.432, p<0.001), a stable working environment (b=0.0254, 

p<0.001) and career development (b=-0.189, p<0.001) are positively related to talent 

management. The R2 of 0.651 indicates that 65% of variability in the model is explained by 

the moderating variable (TM). Creating job autonomy (b=-0.052, p<0.01) and consideration 

of personal value (b=-0.060, p<0.001) are negatively related to talent management. 

Although organisational support (b=0.086, p<0.01) and consideration of employee 

satisfaction (b=0.045, p<0.01) are related to talent management, these variables are 

moderately related.  

Table 3:    Regression estimates and goodness of fit statistics 

 Regression summary for dependent variable: talent management in public 
health institutions 

Parameter Beta b* Std. Error B Std Error T value P-value 

OS 0.096 0.032 0.086 0.030 2.951 0.003** 

ES 0.064 0.025 0.045 0.018 2.545 0.011* 

EWE 0.486 0.033 0.432 0.029 14.888 0.001*** 

SWE 0.344 0.026 0.254 0.019 13.088 0.001*** 

EM -0.028 0.034 -0.016 0.019 -0.827 0.408 

JA -0.097 0.032 -0.052 0.018 -2.993 0.002** 

PV -0.110 0.031 -0.060 0.017 -3.520 0.001*** 
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Regression summary for dependent variable: talent management in public 
health institutions 

CD 0.285 0.025 0.189 0.017 11.383 0.001*** 

EE 0.026 0.031 0.019 0.022 0.851 0.395 

R R2 F Std Error of estimate P 

81% 0.65165043 120.47 0.55814              p< .00000 

*   = p < 0.05 

**  = p < 0.01 

*** = p < 0.001 

 

Source: Calculated from survey results  

The t-values reported in Table 3 indicate that the higher the t-values, the stronger the impact 

of the independent variables on ‘talent management’. The independent variables with high t-

values, namely, enabling work environment (t=14.888), stable working environment 

(t=13.088) and career development (t=11.383) have a strong impact on talent management. 

In contrast, a moderate t-value for consideration of personal value (t=-3.520), and low values 

for creating job autonomy (t=-2.993) and organisational support (t=2.951) as well as 

consideration of employee satisfaction (t=2.545) are evident.  

7. FINDINGS OF THE REFORMULATED HYPOTHESES 

H1: There is a relationship between organisational support and effective talent 

management. 

Table 3 indicates a weak but existent relationship between organisational support and 

effective talent management (p<0.01).  H1 is accepted. 

H2.1:  There is a relationship between consideration of employee satisfaction and effective  

talent management.  

Table 3 reveals a weak but existent relationship between consideration of employee 

satisfaction and effective talent management (p<0.01). H2.1 is accepted. 

H3.1: There is a relationship between enabling work environment and effective talent  

 management  

Table 3 reveals a statistically significant relationship between enabling work environment 

and effective talent management (p<0.001). H3.1 is accepted. 
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H3.2: There is a relationship between stable working environment and effective talent  

 management  

Table 3 reveals a statistically significant relationship between stable working environment 

and effective talent management (p<0.001). H3.2 is accepted. 

H4.1: There is a relationship between consideration of employee motivation and effective  

 talent management  

Table 3 indicates that consideration of employee motivation is not significantly related to 

effective talent management (r=-0.028, NS). H4.1 is rejected and the alternative is accepted. 

H4.2: There is a relationship between creating job autonomy and effective talent  

 management  

Table 3 reveals a statistically significant relationship between creating job autonomy and 

effective talent management (p<0.01). H4.2 is accepted. 

H4.3: There is a relationship between consideration of personal value and effective talent  

 management  

Table 3 a statistically significant relationship between consideration of personal value and 

effective talent management (p<0.001). H4.3 is accepted. 

H6: There is a relationship between career development and effective talent  

 management  

Table 3 reveals a statistically significant relationship between career development and 

effective talent management (p<0.001).  H6 is accepted. 

H8: There is a relationship between employee engagement and effective talent  

 management 

Table 3 indicates that employee engagement is not significantly related to effective talent 

management (r=0.026, NS). H8 is rejected and the alternative is accepted. 

8. CONCLUSIONS AND RECOMMENDATIONS  

The findings revealed in this study indicate that an enabling work environment, a stable 

working environment and career development effectively influence talent management. 

However, management in public health institutions need to realise the importance of creating 

opportunities to increase consideration of employee satisfaction, improve organisational 
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support, facilitate and monitor creation of job autonomy and consideration of personal 

values, to effectively enhance talent management.  

8.1  Organisational support  

Employees tend to feel that they are appreciated and valued when an organisation offers the 

necessary support through colleagues and management. It is thus indicated in this study that 

acknowledging employee contributions to the achievement of organisational objectives by 

rendering of satisfactory healthcare services is important in enhancing effective talent 

management in public health institutions. Thus, it is recommended that the management of 

these institutions: 

 provide the necessary assistance, encouragement, appreciation, respect, care and 

empowerment for the well-being of employees.  

 consider the different financial, emotional, moral and psychological needs of employees.  

 consider and support the goals, values and opinions of employees by providing them 

with opportunities for career development and promotion.  

 acknowledge, encourage and recognise the hard work and contribution of each 

employee, for employees to feel appreciated and valued.  

 provide mentorship and guidance programmes such as job shadowing, monthly 

meetings, or mentorship sessions that can assist employees in reaching their full 

potential.  

 identify and allow individuals to solve problems creatively, in innovative and imaginative 

ways.   

8.2  Consideration of employee satisfaction  

The subjective value judgement pertaining to the level of fulfilment of the needs, wants and 

desires of an individual in an organization describes employee satisfaction. The 

organisations need to manage talented employees by ascertaining and fulfilling their 

employment requests as well as those related to their position and work environment, so that 

they are gratified with their job performance. Thus, it is recommended that for employee 

satisfaction, to promote the effective talent management of employees in public health 

institutions, management should:  

 promote fair and consistently applied financial policies, on salaries, benefits and 

allowances, to satisfy employees.  
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 provide clear, transparent and efficient policies on remuneration, performance, 

evaluation and retention.  

 provide talented employees with greater responsibility and authority, as this is an 

opportunity for career advancement. 

 8.3  Enabling work environment 

Based on this study an enabling work environment is a setting in which the systems and 

circumstances meet the needs of employees and make the work itself a rewarding 

experience. Organisations thus need to create an enabling work environment to enhance a 

more rewarding work experience for employees, which would allow for effective talent 

management. Accordingly, it is recommended that management in public health institutions: 

 provide a work space that is safe, free from noise and has sufficient lighting.  

 cultivate a culture of participation in decision making pertaining to issues such as career 

and organisational growth, which can drive creativity and innovation. 

 focus on potential, and not only on performance, by matching individuals with the 

suitable positions to expose their capabilities and potential. This can be done by 

providing employees with the requisite skills, tools and technology to carry out tasks and 

fulfil the responsibilities inherent in these positions.  

 help employees plan their career transitions and growth, which includes providing career 

opportunities that are in line with employee passions and interests.  

 trust and respect the decisions made by employees. 

8.4  Stable working environment  

A combination of conditions such as social ties, participatory decision making, resources, 

which have the ability to enhance positive outcomes such as performance, quality of work, 

loyalty and employee wellbeing describes a stable work setting. Organisations need to 

expose employees to a stable working environment that can enhance employee well-being 

and become a source of competitive advantage for organisations. In this respect, it is 

recommended that management in public health institutions: 

 recognise and reward performance, respect work/life balance and mitigate instances of 

workplace bullying, harassment and discrimination. 

 make employees comfortable by encouraging open communication. 
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 prepare a stable and pleasant workplace for employees as they carry out their duties, 

such as providing job security at work and designing clear work rules and policies that 

can guide employees on employment issues including, work hours, leave, vacation time, 

holidays and overtime.  

 offer training related to the accomplishment of tasks and focussing on matters such as 

health and data protection.  

 be proactive and adapt to both short and long-term changes in methods, technologies 

and organisational structure, to succeed in managing talented employees.  

Therefore, when employees believe their workplace to be a stable working environment, 

talent management will be achieved.  

8.5  Creating job autonomy 

It is important for organisations to offer employees considerable liberty and choice to make 

decisions that are associated with successful work scheduling and accomplishing their tasks. 

Based on the findings of the study, employees in public health institutions are not offered 

liberty to decide how they are going to perform their duties and solve problems on their own.  

Therefore, public health institutions need to offer employees the freedom to carry out tasks 

that will optimise their talents. In light of this, it is recommended that management:  

 provide employees with access to information and resources that are relevant to the 

accomplishment of their duties.  

 grant the employees authority and responsibility to execute tasks.  

 encourage units or teams to schedule their own work and determine themselves how to 

do it.  

 provide for flexible work arrangements and appreciate employees who are flexible at 

work, in terms of working hours, task expectations, responsibilities and responses to 

change.  

More so, for talent management to be improved, it is important that employees see that their 

organisations consider them to be competent, with the right skills and knowledge to carry out 

their assignments. 

8.6  Consideration of personal values  

Employees need to have desirable personal values such as honesty, intelligence, creativity, 

kindness, confidence, courage, fairness, courtesy and passion that are perceived as useful 
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and constructive to their respective organisations. Therefore, the public health institutions 

should understand the personal value of each employee, to identify employees who have the 

desirable attitudes and intentions, for the enhancement and effective management of their 

talent. Accordingly, it is recommended that management: 

 appreciate personal values in terms of understanding the principles, goals and standards 

that individuals consider worthy to promote their talent. 

 appreciate employees who are innovative, adaptive to change, open and honest while 

communicating.  

 understand the values of individual employees and match each employee to a job that 

suits his/her personal values.   

 invest in training and development to inculcate appropriate and sound values in 

employees.  

 build and nurture personal values by rewarding positive behaviours, and create a 

conducive environment that is characterised by open communication and feedback as 

well as furnished, well-lit, comfortable and equipped work spaces.  

8.7  Career development  

Public health institutions need to manage talented employees by identifying career 

development needs that can be modified through the enhancement of skills, knowledge and 

experience relevant to the field of health. Thus, it is recommended that management: 

 coach, mentor and counsel new employees so that they are aware of, and participate in, 

career development efforts within their institutions.  

 take an active interest in individual employees’ career plans and possibilities for 

development.  

 have one-on-one career sessions or workshops in which employees are assisted in 

career planning.  

 prioritise investment in the training and education of all employees. 

It can also be concluded that it is important for management to be the chief judge of the 

achievements of members of their group, which ensures effective leadership in terms of 

career development.  
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8.8  Effective talent management   

Based on the findings of this study, organisations are expected to establish and provide a 

stable and an enabling work environment that can meet the needs and desires of their 

employees. Employees consider staying rooted to organisations that offer career 

development opportunities, can help employees fulfil their potential. Organisations that 

provide employees with enough freedom to carry out their tasks at work are making 

significant strides in the management of employee talent. Organisations need to ascertain 

and utilise information about the values and principles that employees hold, since this will 

help explain employee behaviours and attitudes at work, which is important to the 

management of employee talent. The support that an organisation provides, in terms of 

assistance and guidance, is guaranteed to contribute to positive behaviour within the 

workplace, which is important in the management of talented employees. The contentment 

that employees feel when their needs have been fulfilled is also important to employee talent 

management. Therefore, it can be concluded that the unique antecedents of effective talent 

management of workforce in the health environment are: stable working environment, an 

enabling work environment, career development, creating job autonomy, consideration of 

employee values, organisational support and consideration of employee satisfaction. It is 

thus recommended that management: 

 make an effort to align the positions of talented employees with organisational needs.  

 put in place systematic succession plans that can enable employees to effectively 

perform roles that have traditionally been reserved for members of management and to 

deal with the changing realities of the workplace that result from the transfer, death or 

retirement of employees.  

 facilitate and support employees to learn work-related competencies such as teamwork, 

responsibility, work commitment, decision making, communication and leadership.  

 foster professional growth and development in order to enhance talent management in 

organisations.  

 offer specialised training, formal education, or advanced professional learning intended 

to help employees to increase their levels of knowledge, competence, skill and 

effectiveness at work.  

 recognise the role of the talent pool to uncover the hidden potential of employees, which 

is the essence of talent management.  



J NAKATO 
NE MAZIBUKO 
S JAMES 

Antecedents Influencing  
Effective Talent Management in 

 Public Health Institutions in Uganda 

 

 
Journal of Contemporary Management 
DHET accredited 
ISSN 1815-7440 

Volume 17 Issue 2 
2020 

Pages 601-631 

Page 22  

 

 create and make use of a profile of employees who have the potential and ability to 

contribute to performance.  

 make an effort to understand the values of individual employees and to match 

employees to jobs which enhance their talent effectively. 
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