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ABSTRACT

The purpose of this research is to investigate the effect of talent management (TM) practices on employee engagement 
(EE) in Malaysia Private Universities (MPU). The present research applied a cross-sectional research approach, and 
the study data were collected from 314 academics from MPU. Partial Least Square-Structural Equation Modelling 
(PLS-SEM) was employed to evaluate the study hypotheses. The findings showed that TM practices: talent recruitment 
practice (TRP), training and development practice (T&DP), and compensation practice (CP) has a significant effect on 
EE. This research is one of its kind conducted in MPU. Therefore, this research makes significant contributions to the 
existing literature by investigating the effect of TRP, T&DP, CP on EE, and also the findings of the research serve as 
a guide to the universities management to formulate their institutional policies to inspire their employees to engage in 
their task effectively which can enable the universities to fulfil their specified mission and vision.

Keywords: Talent management practices; training and development practice; talent recruitment practice; employee 
engagement; compensation practice.

ABSTRAK

Tujuan penyelidikan ini adalah untuk mengkaji kesan amalan pengurusan bakat (PB) terhadap pengambilan pekerja 
(PP) di Universiti Swasta Malaysia (USM). Kajian ini menggunakan pendekatan kajian keratan rentas, dan data 
kajian dikumpul daripada 314 ahli akademik dari USM. Pemodelan Persamaan Struktur Kuasa Dua Terkecil Separa 
(PLS-SEM) telah digunakan untuk menilai hipotesis kajian. Penemuan menunjukkan bahawa amalan PB, amalan 
pengambilan bakat (APB), amalan latihan dan pembangunan (AL&P), dan amalan pampasan (AP) mempunyai kesan 
yang signifikan terhadap PP. Penyelidikan ini adalah salah satu daripada jenisnya yang dijalankan di USM. Oleh itu, 
kajian ini memberi sumbangan besar kepada literatur sedia ada dengan menyiasat kesan APB, AL&P, AP ke atas PP, 
dan juga penemuan kajian ini menjadi panduan kepada pengurusan universiti untuk menggubal dasar institusi mereka 
dan memberi inspirasi kepada pekerja mereka untuk menjalankan tugas mereka dengan berkesan dan seterusnya 
membolehkan universiti memenuhi misi dan visi yang ditetapkan.

Kata kunci: Amalan pengurusan bakat; latihan dan amalan pembangunan; amalan pengambilan bakat; penglibatan 
pekerja; amalan pampasan.
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INTRODUCTION

Organisations require highly motivated, enthusiastic, 
focused and committed or engaged workers in their 
workforce because employees with a higher job 
engagement will contribute much more to organisation 
competitiveness and performance (Singh et al. 2016). Bal 
et al. (2013) observed that highly motivated and engaged 

workers are likely to have interest in their job and are 
profoundly linked to the goals of their organisation 
while disengaged workers are much more anxious 
with time rather than commitment during their work. 
Engaged workers are linked to their jobs energetically 
and efficiently, which in turn has a beneficial impact 
on organisational success indicators (Kahn 1990). This 
is extremely important, therefore, for organisations 
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to concentrate on improving employee engagement 
(EE) for sustainable efficiency in a highly competitive 
environment, talent management (TM) practices have to 
be in place to boost the morale of the employees (Ahmed 
& Islam 2018). 

TM is a term constantly in the thought and 
minds of practitioners and managers, as recruiting, 
developing and retaining of skilled workers in a highly 
competitive business environment becomes more 
challenging (Supraptiningsih et al. 2018). This condition 
is troublesome in the sense of Malaysia as the Global 
Competiveness Report tends to rate the country low in 
terms of labour efficiency and development of people 
(World Economic Forum 2012). A country’s international 
competitiveness and development of a knowledge 
community relies on its population having a large and 
sustained educational sector. Any institution offering 
higher education is powered by a high-quality academic’s 
that are valuable asset to the institution. In addition, 
recruiting and retaining high-quality academics is very 
critical for educational institutions as a low retention 
rate may have monetary and academic implications 
(Rensselaer Polytechnic Institute 2012). Furthermore, 
there is no educational institution that can guarantee 
sustainability and efficiency over the long term without 
a well-qualified and dedicated academics (Pienaar & 
Bester 2008). Academic workers at institutions of higher 
learning play a vital role in providing the best quality 
service and represent the expertise of the institutions. 
Specifically, their behaviours and attitudes can have a 
substantial effect on clients and student’s perception 
and satisfaction of the standard of service (Burke et 
al. 2013). In order to establish the relationship, Saks 
(2006) argued that a theoretical basis is suitable to 
explain EE in the reciprocal standards of social exchange 
theory (SET), which explains the shared relationship 
between two parties. Kahn’s (1990) model suggested 
some psychological factors that are essential to EE but 
it was not explicitly discuss why employees should be 
sensitive with different extent of engagement to those 
specific factors. In addition, the SET norms which 
define the mutual relationship between two parties have 
provided a clearer hypothetical basis for explaining and 
understanding EE (Karatepe 2011). However, according 
to Van De Voorde and Beijer (2015) if workers obtain 
economic benefits via TM practices, they feel obligated 
to reimburse the institution because of their mutual 
understanding with the employer, and furthermore, Song 
Lim et al. (2014) confirmed that one of the directions in 
which workers can reimburse their institution is through 
a high degree of engagement.

Despite EE contribution in achieving institutional 
or organisational goals, the vacuum has not yet been 
filled due to poor or lack of EE and proper consideration 
of TM practices. There has been a trendy resistance to 
invest in TM practices of workers in organisations, 
this is because it is assumed that personnel’s employed 
based on merit principles or system are assumed to be 

satisfied and happy (Johari et al. 2013). EE is an aspect 
that need attention by the management or leadership 
of MPU because an increase in EE will not happen by 
itself, but with the participation of both the management 
and their employees as well (Johari et al. 2013). Gupta 
and Shaheen (2017) stated that employees in numerous 
growing nations are considered as a device to perform 
responsibilities without pleasing their emotions or job 
requirement. As a result, it reduces their interest and 
hobby in the work and they are attempting to keep 
away from acting consistently with the organisation will 
(Gupta & Shaheen 2017).

Therefore, this research considers talent 
recruitment practice (TRP), training and development 
practice (T&DP) and compensation practice (CP) as 
the dimensions of TM practice toward EE. In view 
of the connection reviewed by SET (Sak 2006), the 
studies that use TM practices and its dimension such 
as Supraptiningsih et al. (2018), Wadhwa and Tripathi 
(2018) was not conducted in Malaysia rather other 
continent like (Indonesia, India, Kenya Uganda etc), 
and the studies conducted in Malaysia by Krishnan et 
al. (2020), Payambarpour and Hooi (2015) and Isa and 
Ibrahim (2014) are in other sectors not in MPU which 
happen to be the scope of the research, and also several 
scholars underlines the notion that studies on academic 
staff in higher educational environment which involve 
TRP, T&DP CP and EE are still relatively scarce 
given the growing significance of such professional 
group (Hurlimann et al. 2013). Riccio (2010) hold that 
institutions of higher learning, as information creators 
should value and support their staff TM in order to stay 
competitive and crucial in a knowledge-based economy. 
Therefore, this research bridges the gap by investigating 
the effect of TM practices (TRP, T&DP and CP) on EE 
in the context of MPU. Thus, to understand the effects of 
TM practices on EE in the context of MPU, the following 
questions are investigated:

RQ1 What is the effect of TRP on EE in MPU?
RQ2 What is the effect of T&DP on EE in MPU?
RQ3 What is the effect of CP on EE in MPU?

LITERATURE REVIEW AND HYPOTHESES 
DEVELOPMENT

TALENT RECRUITMENT PRACTICE AND EMPLOYEE 
ENGAGEMENT

Recruitment relates itself to an organisation as a key 
source of competitive edge, and appropriate recruitment 
strategy might help an organisation compete effectively 
for complex human capital (Shailashree & Shenoy 
2016). Achieving the organisation’s goals is extremely 
dependent on the level or quality of human capital and 
in order to achieve such resources, each institution must 
have a structured recruitment of workers based on the 
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organisation’s core activities. The failure or success of 
workers to engage in meeting the organisations demands 
is heavily dependent on the organisation’s recruitment 
process for potential and prospective workers (Mathis & 
Jackson 2006). On the recruitment process, the employer 
puts a substantial premium on the job analysis and job 
description based on required standards, foremost of 
which the recruitment of people is one of the employer’s 
top priorities. It deals with creating a pool of qualified, 
skilled and talented applicants out of which right person 
for the job can be picked out, for him/her to be engage 
toward achieving positive result (Marites 2012). The 
human resource department in most organisations handles 
the recruitment function in order to run organisation 
efficiently and effectively as well as to recruit and select 
the qualified ones for employment. 

The recruitment process at universities is a big 
dilemma because it affects the performance of the 
students either positively or negatively. Studies often 
revealed that to boost student achievement one of the 
most important factors is teacher expertise (Darling-
Hammond & Ball 1998). The deficiencies of recruitment 
process would predictably result to staffing shortages 
affecting the personnel engagement and the outcomes 
in terms of providing quality education. Serious 
repercussions in terms of recruitment of those unfit for 
the job can be avoided if the institution will apply some 
theories and best practices of recruitment (Miano 2019). 
This relationship is built on SET and RBV theory which 
argue that employer should express involvement to T&D 
of their employees, with that employees that feel their 
employers are much more interested in assisting them to 
meet their personal objectives will reciprocate by been 
engaged in their job toward achieving positive result, and 
also organisation that manage its talents will make the 
talents to be effectively engage in his/her job to attain 
positive result and be more loyal to the organisation as 
well (Homans 1958; Penrose 1959). An empirical studies 
conducted by De Silva and Tharanganie (2018) and 
Alnawaiseh and Almasarweh (2020) revealed that TRP 
has a significant effect on EE. According to Armstrong 
(2008) if the TR mechanism is not corrupted, the 
organisation can recruit workers that can be dedicated to 
the organisation values. These tests suggest that empirical 
findings linked to TM practice (TRP) indeed yielded 
nuanced outcomes. Therefore, TRP-EE relationship 
studies need to be carried out in new contexts. In line 
with that the following hypothesized hypothesis is stated:

H1 TRP has a significant effect on EE.

TRAINING AND DEVELOPMENT PRACTICE ON 
EMPLOYEE ENGAGEMENT

The level of EE with the job can be improved by 
providing the workers in the organisation a well-designed 
T&D program. TM practitioners are more concern in 
conducting T&D session for their employees so that 

employee’s level of work engagement can be increased 
(Albrecht et al. 2015). T&DP is indeed the corporate 
investment designed to improve employee’s appropriate 
skills and capabilities so they can perform much better to 
accomplish organisational goals. T&DP programs/system 
are organized by organisation to improve the work-related 
skills and talents of workers, which can assist employees 
deal with different kind of difficulties in an organisation 
(Karatepe 2013). In addition, TM practices researches has 
described T&DP to be one of EE most powerful predictors 
(Huang et al. 2018). For example, Kahn (1990) revealed 
that organisations may provide their workers with tools 
through the T&DP program and make them believe that 
they have all the capacity to perform better, which in 
effect helps to increase the engagement level. However, 
the T&DP system can help to build committed employees 
towards their jobs, which ultimately assist to increase the 
emotions of availability (Presbitero 2017). In addition, 
earlier empirical studies have discovered that training has 
a direct connection with employee psychological health, 
and also improved employee psychological health will 
contribute to EE level (Gruman & Saks 2011). Empirical 
study conducted by Siddiqui and Sahar (2019), Sendawula 
et al. (2018), Aktar and Pangil (2018) and Nagesh et al. 
(2019) on different endeavour proved that T&DP has a 
significant effect on EE. Aktar and Pangil (2018) stated 
that through T&DP employees gain self-efficacy which 
gradually engage them with their work. Similarly, the 
study of Albrecht (2012) confirmed that employee’s self-
efficacy makes the job meaningful in their mind which 
consequently make the employee’s engaged with their 
work. 

Several studies have been carried out over the past 
decade in the context of developed economy to assess the 
connection between T&DP and EE. When organisation 
conducts various kinds of T&DP program, whether formal 
or informal, it enhances EE level and work performance 
(Shuck et al. 2011). However, the study of Schaufeli and 
Salanova (2010) showed that different T&DP programs 
can be used to promote EE in an organisation. In this 
occasion, the study of Luthans et al. (2010) agreed with 
the finding of Schaufeli and Salanova (2010), and suggest 
that the T&DP system can be utilized as a workplace tool 
to boost the level of EE. The organisations that spend 
money for employee’s T&DP are likely to maintain 
pleasant working environment where EE is ensured 
(Kahn 1990). This positive partnership between T&DP 
and EE is also clarified under SET which postulate 
that workers with proper T&DP will perceive that their 
organisation is heavily investing in their growth, with 
that they will reciprocate by putting high commitment 
level to their function in their job (Schaufeli & Salanova 
2010). Based on one sided outcome, the interaction 
should be resolved by conducting further research in a 
different context. Therefore, the hypothesis is established 
as follow:

H2 T&DP has a significant effect on EE.
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COMPENSATION PRACTICE AND EMPLOYEE 
ENGAGEMENT

Compensation package is another important precedent 
for EE, including both monetary rewards and non-
monetary benefits earned by workers as a consequence of 
an employment contract (Milkovich & Newman 2005). 
Furthermore, Maisoni et al. (2019) stated that CP is a 
significant EE factor that encourages employees to put 
additional effort to their individual and organisational 
growth that involves financial and non-financial 
incentives, and perhaps encourages employees to 
accomplish more and also concentrate so much on personal 
growth and jobs. According to Bhatnagar (2007) CP is 
indeed the collection of benefits offered to employees of 
organisations in a context of salaries, wages, promotions, 
work opportunities, bonuses, good working atmosphere, 
retirement funds and life insurance policies, that are 
often provided to them based on their efficiency. The EE 
level relies on the attractive compensation and benefits 
received by employee (Anitha 2014). Top or edge-
performing workers tend to be distinctly compensated 
and honoured for their remarkable work, particularly 
when the compensation is performance-related (Anitha 
2014). A study showed that the degree of incentives and 
recognition can be a significant part of the job experience 
and a good predicator of commitment whenever results-
related compensation culture takes precedence at work 
(Milkovich & Newman 2005).

A well-designed compensation plan for the workers 
make them engaged with the work effectively in order 
to achieve sound result. A study conducted by Mesepy 
(2016), Hoole and Hotz 2016) and Owor (2016) revealed 
that the connection between CP and EE is substantial and 
positive. Sattar et al. (2015) revealed that desired reward 
package has a positive influence of making employee’s 
engaged with the organisation. Furthermore, a study 
by Choo et al. (2013) on the front-desk employees in 
Malaysia shows that CP is one of the key predictors 
that increase EE level at workplace. If employees are 
given their desired compensation package they will be 

highly engaged with the work toward achieving positive 
result. From the other direction, the absence of desired 
or adequate compensation package may contribute to a 
fatigue of work for employees (Owor 2016).

Compensation package positively changes the 
psychology of the employee’s which make them 
engaged in the workplace (Vandenberghe & Tremblay 
2008). Moreover, Saks (2006) stated that CP is one 
of the antecedents which is considered to improve EE 
level in the workplace. Besides, Maslach and Leiter 
(2008) suggest that CP is such an arena of work life 
by which employees are influenced more, therefore, 
when organisations expect to enhance EE level then the 
organisations should work on the compensation packages 
they offered to the employees. More importantly, Kahn 
(1990), the introducer of the EE concept stated that EE 
level is the function of perceived rewards they received 
from the organisation. In a recent studies conducted 
by Maisoni et al. (2019), Ahmed and Islam (2018), De 
Silva and Tharanganie (2018) and Inayat (2018) revealed 
that CP has a significant effect on EE. According to 
SET, employees feel compelled to respond with higher 
commitment to achieve successful outcome after 
obtaining a sound compensation package (Saks 2006). In 
order to prove the stated result which is in line with the 
stated relationship, there is need for further research in a 
different context. So, the hypothesis evolves as follow:

H3 CP has a significant effect on EE.

RESEARCH MODEL AND THEORETICAL FOUNDATION

Figure 1 showed an operating model which links TM 
practices with EE. It was adapted from Mensah (2015) 
and El Masri and Suliman (2019) frameworks. The model 
and the study is built on resources base view (RBV) theory 
and SET. Penrose (1959) developed RBV theory and 
revealed that the theory is based on TM and postulated 
that talent had been the only resource of organisations 
which essentially established a basis for a competitive T&DP & CP) and EE. Therefore, the observed theories provide a sound direction to the research. 

FIGURE 1. The conceptual model

RESEARCH METHODOLOGY

Talent Recruitment 
Practice

Employee 
Engagement

Compensation
Practice

Training & Development 
Practice

FIGURE 1. The conceptual model
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edge and organisations would therefore concentrate on 
talent and talent-derived skills (engagement). 

In relation to RBV theory of the organisation it 
indicates that talent was the only resource that might 
help organisations in sustaining its EE toward achieving 
its competitive advantage and therefore, organisations 
must focus in recruiting, developing and retaining their 
talented workforce (Rabbi 2015). Similarly, from the 
perspective of SET developed by Homans (1958), argues 
that TM practices make contributions to productive 
exchange relationships between employer and 
employees, particularly whenever the requirements of 
staff are taken into consideration, upon which employees 
respond positively with favourable behaviour and 
attitudes (Davies & Gould-Williams 2005). The theories 
help to explain the relationship between TM practices 
(TRP, T&DP & CP) and EE. Therefore, the observed 
theories provide a sound direction to the research.

RESEARCH METHODOLOGY

This research employed cross-sectional approach and 
the unit of analysis are MPU academic staff, and the 
study population consists of 10, 473 respondents which 
are captured from MPU that have un-expired license as 
at 31st January 2019 as provided by (Ministry of Higher 
Education 2019). Simple random and stratified sampling 
technique were utilized in this study which enable each 
respondent in the population to have an equal chance to be 
chosen as a subject in a sample, and it enable the researcher 
to apportion the study sample representing each stratum of 
the study population without any bias respectively. 

In order to assess the sample size of the survey, 
Krejcie and Morgan (1970) table were used, with that 
371 academic staff from the research population were 
captured. The sample size was subsequently increased 
by 50% which resulted to 557 academic staff to address 
the non-response issue and to lessen the sample size 
error (Hair, et al. 2010). A Questionnaire were employed 
as a tool for data collection and the data were retrieve 
from the study respondents through Google Form and 
it was send via email to the focused respondents. The 
Google Form (E-mail) questionnaire is established as 
the most widely used approach in various economic 
and business surveys study and the legitimate objective 
of the Google Form (E-mail) questionnaire is to cover 
a wide geographical area (Sekaran & Bougie 2013). 
A total of 557 questionnaires were administered to 
the focus research respondents whereby a total of 314 
questionnaires were appropriate filled out and returned. 
Furthermore, they were no missing data or outlier after 
applying data cleaning and screening test, based on that 
the research advance with 314 appropriate questionnaires 
with a response rate of 56.37% for the final estimate of 
the research hypotheses.

MEASURES

This research used 4 constructs of 25 items that make 
up the research framework, with that EE was evaluated 
with 8 items adapted from Schaufeli et al. (2002). TRP 
was evaluated with 5 items adapted from Slavković et 
al. (2018). T&DP was evaluated with 6 items adapted 
from Singh (2004), and CP was evaluated with 6 items 
adapted from Singh (2004) and Teseema and Soeters 
(2006). A pilot test was carried out in which validity and 
reliability were evaluated on the instrument, in terms 
of validity 4 academic experts and professionals from 
the industry were selected to confirm the validity of the 
instrument, which includes the physical appearance, 
relevance of the items, accessibility, language clarity 
and themes, with this validity of the items were achieved 
(Straub 1989). 

Reliability (internal consistency) among the items 
was also tested with 40 randomly selected academics 
with similar features which were not part of the targeted 
respondents through Cronbach’s Alpha (α) reliability 
(Johanson & Brooks 2010). The result showed that 
Cronbach’s α for EE was 0.841, Cronbach’s α for TRP 
was 0.916, Cronbach’s α for T&DP was 0.882, and 
Cronbach’s α for CP was 0.883. This demonstrates that 
the items are accurate and robust as they Cronbach’s α 
are greater than 0.70 (Hair et al. 2010). In consequence, a 
valid and reliable questionnaire were launched to collect 
data from a large sample.

COMMON METHOD VARIANCE

Podsakoff and Todor (1985) noted that Common 
method variance (CMV) problems occur when self-
reported measure is taken from the same sample in 
research. Therefore, one of the common approach 
of detecting this problem is the single factor test of 
Harman. This is achieved by bringing all the constructs 
into a factor analysis of the components (Podsakoff & 
Heart 1986). CMV occur when a single factor emerges 
from the factor analysis, or one general factor accounts 
for the majority of the covariance among the measures 
(Podsakoff & Todor 1985). The outcome returned a 
six-factor solution in our analysis, with a total variance 
explained of 70.80% and the first factor explained only 
23.35% which indicates that CMV is not an issue to the 
study data.

DATA ANALYSIS AND FINDINGS

In addition, the present study utilized SPSS version 
23.0 to analysed the respondents profile, the preliminary 
analysis while PLS-SEM through Smart-PLS version 3.0 
software were utilized to analyse the measurement and 
structural model (Chin 1998). 
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DESCRIPTIVE STATISTICS

The participants completed the survey questionnaire 
which involves items on TM practices, EE and 
demographic details like gender, marital status, 
nationality, ethnicity, age, area of specialization, working 
experience, academic qualification, academic position 
and staff income were also provided by the participants. 
Therefore, 314 responses received were found to be valid 
for analysis. Based on that, 208 males (66.2%) were the 
most represented gender in the survey. In total, 217 married 
participants (69.1%) were the most represented marital 
status in the survey. In total, 288 Malaysia (91.7%) was 
the most represented nationality in the survey. In total, 
171 Malay (54.5%) was the most represented ethnicity 
in the survey. In total, 103 participants with 41–50 years 
(32.8%) were the most represented age group in the 
survey. In total, 64 participants (20.4%) were the most 
represented participants that specialized in information 
technology in the survey. In total, 115 participants 
with 11–20 years (36.6%) have the highest working 
experience in the survey. In total, 173 participants with 
doctorate degree (55.1%) have the highest academic 
qualification in the survey. In total, 78 participants with 
senior lecturer position (24.8) have the must academic 
position in the survey, while 93 participants with 
RM3000-RM6000 (29.6) have the highest income in 
the survey. Therefore, Table 1 revealed the demographic 
profile of the participants.

TABLE 1. Respondents profile

Characteristics Frequency Percentage (%)
Gender:

Male 208 66.2
Female 106 33.8
Total 314 100

Marital Status:
Single 69 22
Married 217 69.1
Others 28 8.9
Total 314 100

Nationality :
Malaysia 288 91.7
Others 26 8.3
Total 314 100

Ethnicity
Malay 171 54.5
Indian 52 16.6
Chinese 65 20.7
Others 26 8.2
Total 314 100

cont.

cont.
Age:

< 31years 42 13.4
31 – 40years 90 28.7
41 – 50years 103 32.8
51 – 60years 58 18.5
61years & Above 21 6.7
Total 314 100

Area of Specialization
Engineering 58 18.5
Medical Sciences 48 15.3
Information Technology (IT) 64 20.4
Business 53 16.9
Social Sciences 36 11.5
Humanities 28 8.9
Others 27 8.5
Total 314 100

Working Experience:
< 11years 81 25.8
11 – 20years 115 36.6
21 – 30years 68 21.7
31 – 40years 36 11.5
41years & Above 14 4.5
Total 314 100

Academic Qualification
Doctorate Degree 173 55.1
Master Degree 109 34.7
Bachelor Degree 32 10.2
Others - -
Total 314 100

Academic Position:
Professor 45 14.3
Assistant Professor 26 8.3
Associate Professor 27 8.6
Senior Lecturer 78 24.8
Lecturer 64 20.4
Assistant Lecturer 38 12.1
Tutor 29 9.2
Others 07 2.3
Total 314 100

Income
< RM3000 25 8
RM3000-RM6000 93 29.6
RM6001-RM9000 88 28
RM9001-RM12000 55 17.5
RM12001 & Above 53 16.9
Total 314 100

Source: Field Survey (2021)
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MEASUREMENT MODEL EVALUATION

This research followed the approach developed by Hair 
et al. (2014) to evaluate the measurement model, by 
which convergent validity (CV) and the discriminant 
validity (DV) were examined. CV can be accomplished 
by looking at the factor loading of items via the content 
validity of the measurement model (Hair et al. 2010). 
This research makes use of factor loading with a 
substantial value of 0.6 (Hair et al. 2010). Based on the 
findings in Figure 2 and Table 2, thus, it is shown that 
4 items (TDP4, TDP5, TDP6 & CP6) were deleted as 
a result of low factor loading which are less than 0.6. 
The factor loading of the remaining items varies from 
0.651 to 0.915 which are above the recommended value 
of 0.6 (Hair et al. 2014). The CV can further be evaluated 
by composite reliability (CR) and the extracted average 
variance (AVE). The proposed threshold value for CR is 
set at 0.7 and above, while the AVE is set at 0.5 and above 
(Chin 2010). The finding outcome in Table 2 indicated 
that the latent variable (LV) value of CR and AVE was 
above the threshold value of 0.7 and 0.5 simultaneously 
as suggested (Hair et al. 2014). The DV was measured 
using Fornell and Larcker (1981) approach after the 
CV was achieved. The AVE square root of LV should 
be above the LV correlations to attain the DV (Fornell 
& Larcker 1981). The result in Table 3 showed that for 
all latent variables as shown in bold, the square root of 
the AVE’s are higher than the correlation values, with 
that the DV was achieved. Therefore, the measurement 
model of this research was achieved.

STRUCTURAL MODEL EVALUATION

The hypothesized relation was subsequently examined by 
running the PLS algorithms and bootstrapping after the 
measurement model was developed. These findings are 
summarized in Figures 3 and Table 4. Firstly, the study 
carried out collinearity assessment among the exogenous 
constructs and the result in Table 3 showed that there is 
no collinearity problem because all VIF values are below 
the recommended value of 5 (Hair et al. 2010). Hair et 
al. (2014) indicated that R2 has been the most essential 
criterion for evaluating the structural model, provided that 
the predictive-oriented PLS-SEM approach is designed 
to clarify the variance of the LV outcome. The R2 value 
of 0.75, 0.50 and 0.25 was considered to be substantial, 
moderate and weak range respectively (Hair et al. 2014). 
Based on the outcome of the PLS algorithm, the study 
R2 value is 0.432. Figure 2 showed that TRP, T&DP 
and CP comprises of 43.2% of the EE variation, which 
meant moderate range as recommended by Hair et al. 
(2014). Stone-Geisser test of predictive significance (Q2) 
was used in this research via the blindfolding technique 
(Geisser 1974). A further method for evaluating GoF in 
PLS-SEM is the Stone-Geisser predictive relevance test 

TABLE 2. Items loadings, composite reliability and average 
variance extracted

Constructs 
and Items loadings Cronbach’s

Alpha CR AVE

EE 0.870 0.897 0.523
EE1 0.691
EE2 0.655
EE3 0.730
EE4 0.739
EE5 0.776
EE6 0.752
EE7 0.723
EE8 0.713
TRP 0.781 0.851 0.536

TRP1 0.597
TRP2 0.665
TRP3 0.732
TRP4 0.841
TRP5 0.801
T&DP 0.741 0.853 0.662
TDP1 0.860
TDP2 0.865
TDP3 0.704
TDP4 Deleted
TDP5 Deleted
TDP6 Deleted

CP 0.776 0.848 0.529
CP1 0.780
CP2 0.756
CP3 0.640
CP4 0.751
CP5 0.702
CP6 Deleted

Note:  EE =Employee engagement; TRP =Talent recruitment 
practice; T&DP =Training and development practice; 
CP=Compensation practice.

TABLE 3. Results of discriminant validity (Fornell-Larcker 
Method) and VIF

CP EE T&DP TRP VIF
CP 0.728 1.653
EE 0.565 0.723

T&DP 0.621 0.504 0.813 1.728
TRP 0.324 0.479 0.38 0.732 1.186

Note:  EE =Employee engagement; TRP =Talent recruitment 
practice; T&DP =Training and development practice; 
CP=Compensation practice. Diagonals depict the AVE square 
root while the off-diagonals depict the correlations
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FIGURE 2. The measurement model

FIGURE 3. The PLS-SEM bootstrapping direct relationship

TABLE 4. Results of structural path model of direct effects

Hypothesized Paths Path Coefficient Std. Error T-Value P-Value Decision
TRP -> EE 0.558 0.048 11.741 0.000 Supported

T&DP -> EE 0.125 0.052 2.429 0.015 Supported
CP -> EE 0.124 0.055 2.264 0.024 Supported

Note:  EE =Employee engagement; TRP =Talent recruitment practice; T&DP =Training and development practice; CP=Compensation practice.
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(Duarte & Raposo 2010). A cross validated redundancy 
value has also been used to determine the research model 
Q2 (Geisser 1974). The Q2 is considered to be adequate 
when the Q2 of the research model is higher than zero 
(Henseler et al. 2009). The cross-validation redundancy 
value of EE is 0.218. Therefore, it is concluded that the 
model has an adequate Q² (Henseler et al. 2009). 

The analysis of the structural model assesses the 
path coefficients, which explain the strengths of the 
interaction between the exogenous and endogenous 
variables. This research utilized a resampling method 
to bootstrap in order to identify the standard errors and 
t-statistics. The bootstrap approach uses a technique 
of confidence assessment which differs from that of a 
normal calculation. The findings in Figure 3 and Table 4 
showed that all the 3 direct hypotheses have a significant 
effect. Briefly, the significant ties involve, (1) TRP -> EE 
(β= 0.298, t-value= 5.560, p≥ 0.001) H1; (2) T&DP -> 
EE (β= 0.163, t-value= 2.666, p≥ 0.01) H2; and (3) CP -> 
EE (β= 0.366; t-value= 6.228, p≥ 0.001) H3 respectively. 
Therefore, the findings supported the 3 stated hypotheses.

DISCUSSION

The hypothesized hypothesis 1 related to the effect of 
TRP on EE in MPU. The study outcome in Figure 3 
and Table 4, revealed that TRP has a significant effect 
on EE. This implies that university (MPU) attraction for 
recruitment of talent and skill employees are much more 
likely to have a higher engagement level when they are 
placed in the right role or position, and also recruitment 
of suitable workers for suitable roles has close relations 
and ties to the growth of the institution. Therefore, 
effective TRP system has a positive effect on increasing 
quality of work. In a nutshell recruitment of talented 
academic staff in MPU will enable employees to get 
involve (engaged) in their work effectively which will 
also enable the institution to achieve performance and 
promote its image as well. The study outcome is in line 
with numerous past studies of De Silva and Tharanganie 
(2018), Shailashree and Shenoy (2016) and Alnawaiseh 
and Almasarweh (2020) which stated that TRP has 
positive effect on EE. The study result is also supported 
by RBV theory. RBV theory established a possibility 
toward linking recruitment and managing talent resource 
of the institution to its competitive advantage, and hence, 
a positive EE outcome enable the institutions (MPU) to 
achieve high result over time (Rabbi 2015). This firm 
theory based on TM postulated that talent was the only 
institutional resource that ultimately offered a foundation 
for lasting competitive edge and therefore institutions 
should concentrate on talents and their potentials 
(engagement) obtain from the talents, since talents 
help the institution to achieve its competitive edge. 
Consequently, this research indicates that when a person-
organisation suits with employee skills and experience 
by matching work requirements, MPU employees may 

show higher levels of commitment to their respective 
institution (Shailashree & Shenoy 2016).

The hypothesized hypothesis 2 related to the effect 
of T&DP on EE in MPU. The study outcome in Figure 3 
and Table 4, showed that T&DP has a significant effect on 
EE. The result implies that when academic staff of MPU 
are provided with standardized training and development 
(T&D) opportunities, their get motivated and build up 
confidence towards been engaged with their work. The 
finding of the research is compatible with the previous 
studies of Siddiqui and Sahar (2019), Sendawula et al. 
(2018), Aktar and Pangil (2018) and Nagesh et al. (2019) 
which stated that T&DP has substantial on EE. The result 
is supported by SET (Blau, 1964), which is based on the 
norms of reciprocity in social relationships, it is argued 
that employees are propelled to demonstrate positive 
engagement in an institution when they sense that their 
employer recognizes and values them by providing 
adequate T&D opportunities (Kuvaas & Dysvik 2010). 

The hypothesized hypothesis 3 related to the effect 
of CP on EE in MPU. The research outcome in Figure 3 
and Table 4, indicated that CP has a significant effect on 
EE, and the result is supported by SET. This implies that 
CP is a predictor of EE in MPU. This indicate that if CP 
is provided to academic staff by their employer (MPU) 
it will energize them to take their task or responsibilities 
diligently. The research finding concur with the studies 
of Ahmed and Islam (2018) and Maisoni et al. (2019) 
and Inayat (2018) and De Silva and Tharanganie (2018) 
which revealed that CP has a substantial effect on EE. 
Theoretically, SET (Blau 1964), provided a theoretical 
support for the relationship between CP and EE. The 
SET argued that, in a social relationship the reciprocity 
and good gesture between two parties govern the entire 
relationship. In this regard, if the institution provides 
its staff with appropriate compensation (both financial 
and non-financial), then such employee will tend to 
reciprocate by putting more effort to achieve positive 
engagement and result.

CONCLUSION AND IMPLICATIONS

This research is unique in its review of the relationship 
between TM practices and EE among MPU (educational 
sector) academic staff. Furthermore, as mentioned 
above, this research tried to address certain research 
questions. Results of the research showed that TM 
practices (TRP, T&DP, and CP) significantly affect EE. 
TRP contributed the most, followed by T&DP and CP. 
To sum up, the substantial contribution of the 3 variables, 
they provide an important insight towards EE attainment. 
Theoretical consequences for EE construct exist. EE has 
been the subject of several institution or practitioners 
but very limited academic research has explored EE’s 
theoretically and operationally, especially in the MPU 
and in the education sector of Malaysia in general (Joo 
& Mclean 2006).
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With regard to the theoretical contribution, the 
current study provides additional empirical literature 
in the area of TM practices that includes TRP, T&DP 
and CP, and also in EE perspective for the consumption 
of MPU in particular, Malaysia educational sector in 
general and other sectors as well. This research explicitly 
established a model for explaining the relationship 
between TM practices (TRP, T&DP, and CP) and EE. 
Previous researches (Vuong & Sid 2020; Alzyoud 
2018; Johansen & Sowa 2019) focused on a set of 
HRM practices to predict EE, rather than relying on 
TM practices to improve EE, which is more recent used 
variable. Theoretically, the current research provides 
additional knowledge in-respect of EE predictors by 
showing that all the 3 TM practices (TRP, T&DP, and CP) 
are strongly EE predictors. The outcome of this research 
further broadens the understanding of knowledge 
reviewing that if the direct relationship between the 
predictors and the endogenous variables are poor or 
weak only then mediator variable will play an essential 
part in explaining and solving certain issues. Practically, 
the findings contribute by helping the university 
management or university policymakers to develop their 
TM policies which become a major impetus to make 
workers more motivated, committed, and enthusiastic as 
they discharge their duties or responsibilities to achieve 
their specified goals for the university. In extension, the 
performance of the university depends on EE excellence 
by creating and adopting new methods, strategies, and 
skills. Consequently, to achieve its specified mission and 
vision, university should exert efforts and enhance human 
capital to encourage their commitment and engagement 
behaviour.

LIMITATIONS AND SUGGESTIONS FOR FUTURE 
STUDIES

The limitations need to be taken into account for future 
research to address them. The drawback of this study 
is that it only focuses on 3 TM practices as the major 
predictors of EE. In this regard, the future research 
may include other essential practices such as workforce 
management, succession planning, talent review 
and performance management to serve as additional 
predictors to EE, and at the same introduce mediating 
variable such as employee satisfaction in order to 
strengthen the variance of EE substantially, and also 
expand the current research model that may enhance the 
percentage of explained variances as well. 

The current research only considers academic 
staff as the unit of analysis and also the research was 
conducted under the context of Malaysia educational 
sector, particularly MPU. Hence, future research should 
expand the scope by considering non-academic staff and 
at the same time consider public, foreign universities or 
other sectors within Malaysia and beyond in order to 
have a generalizable and comparing result. This research 

applies a cross-sectional approach in which data was 
gathered at once during the research period. Such kind 
of techniques does not allow the researcher to create a 
causal relationship among the essential variables of the 
research. In line with that, the question on whether TRP, 
T&DP or CP substantially affect long-term EE remains 
unanswered or unaddressed. Therefore, the longitudinal 
effect of TRP, T&DP and CP on EE should be explored 
in future researches.
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