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Nabeel Al Amiri (United Arab Emirates), Ahlam Abu Shawali (United Arab Emirates)

TALENT MANAGEMENT
STRATEGIES OF A PUBLIC UAE
HOSPITAL IN THE INDUSTRY 4.0
ERA: A QUALITATIVE ANALYSIS

Abstract

Talents play a critical role in achieving organizational strategic goals and a higher level
of performance in the healthcare industry. Therefore, the UAE government, which
strives to provide world-class healthcare services, encouraged the adoption of talent
management strategies and creation of essential capabilities for talent recruitment,
development, and retaining. This study explores the talent management strategies,
policies, and practices in multiple departments of a public UAE hospital. Moreover, it
investigates required skills, competencies, and programs for those departments in the
context of Industry 4.0. The study adopted a case study approach and qualitatively sur-
veyed a purposive sample of 13 departmental managers, section heads, and supervi-
sors who are experienced in employee management. The study found that talent man-
agement at the studied hospital is undefined and unclear in terms of strategies, policies,
and practices. Furthermore, the study highlighted the need for employee encourage-
ment, motivation, and engagement, as well as confirmed the critical role of manage-
ment and leadership in facilitating talent management in the hospital. Accordingly, a
UAE hospital could benefit from this study to develop its talent management policy
and strategies that will guide managers in the Industry 4.0 era.

Keywords human resources, development, organization,
performance, healthcare
JEL Classification J24, M51, M53

INTRODUCTION

Talent crisis of skilled labor is globally unaddressed. Accordingly, the
shortage could reach millions of workers and result in a huge loss
of annual revenue. In the UAE context, talent management became
a critical issue for business organizations. Blandford (2009) claimed
that the UAE organizations learned a lesson from the global crisis of
low cash liquidity, which happened in 2009-2015, and felt the need to
establish long-term plans that focus on talent management, utilization,
and development.

In recent years, the UAE’s image as a workplace has changed and pro-
fessionals are attracted to enter the country, the UAE government’s
efforts to build a knowledge-based economy by providing national
human resources with the skills required for the labor market, in-
creasing the number of research and development (R&D) personnel,
promoting entrepreneurship, and attracting talents (The United Arab
Emirates’ Government portal, 2019). However, the literature identified
many gaps related to talent management, including the lack of train-
ing, learning, and development within the HR and talent management
areas (Al Suwaidi, 2014). Moreover, insufficient management support
for a talent management strategy, inadequate and unproductive train-
ing programs, and ineffective staff appraisal systems (Al Mansoori,
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2015), a shortage in the national talent (Abir, 2015), underutilization of women (Waxin & Bateman,
2016), and inadequate manager’s contribution to the talent management process (Al Awadhi, 2018) has
been observed. Besides, Dirani (2018) identified a critical challenge of talent management and develop-
ment activities within UAE organizations, which is the influence of the two-tier system that includes
one for Emirati nationals and another for expatriates. Additionally, the HR functions of UAE organi-
zations, including performance and talent management as found by KMPG (2019), are undergoing dis-
ruption due to Industry 4.0 technologies, such as artificial intelligence and applied data analysis.

Hence, this paper aims to explore the talent management strategies and practices of multiple depart-
ments of a public UAE hospital and investigates the skills, competencies, and programs required for
talent management in the Industry 4.0 era. The study uses a structured qualitative questionnaire on
a purposeful sample of departmental managers, section heads, and supervisors. Moreover, the study
comes up with recommendations for improving talent management strategies and practices that suit a

UAE hospital in the Industry 4.0 context.

1. LITERATURE REVIEW

1.1. Talent and talent management
definitions

The linguistic definition of a “Talent” by The Free
Dictionary (n.d) is “a special, often creative natu-
ral ability or aptitude” and “a person with special
ability in a particular field”. In business sphere,
van Dijk (2008) described “Talent” as the product
of ability (competence, education, training, and
experience), coupled with motivation (engage-
ment, satisfaction, challenge, and wellness) and
opportunity. Andersen (2013) another definition
for a “Talent”™ “a person who possesses special
skills, which are difficult to copy or imitate, who
is a top performer with competencies of strate-
gic importance which cannot be readily devel-
oped”. Also, The Chartered Institute of Personnel
and Development — CIPD (2020) defined talent as
“those individuals who can make a positive impact
on organizational performance either through
their immediate contribution or in the longer term
by demonstrating the highest levels of potential”.

In literature, the definitions of talent management
vary. Collings and Mellahi (2009, pp. 26-27) de-
fined strategic talent management as “activities
and processes that involve the systematic identi-
fication of key positions which differentially con-
tribute to the organizational sustainable competi-
tive advantage, the development of a talent pool of
high potential and high performing incumbents
to fill these roles, and the development of a differ-
entiated human resource architecture to facilitate
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filling these positions with competent incumbents
and to ensure their continued commitment to the
organization”.

Serrat (2010, p. 3) defined talent management as

“the additional processes and opportunities that

an organization makes available strategically to
a pool of people who have talent”. The definition
carries a few keywords that are additional, pool,
and strategic. The Chartered Institute of Personnel
and Development CIPD (2020) proposed another
definition that is “the systematic attraction, iden-
tification, development, engagement, retention,
and deployment of those individuals who are of
particular value to an organization, either because
of their high potential for the future or because
they are fulfilling business/operation-critical
roles”. Furthermore, The Chartered Institute of
Personnel and Development CIPD (n.d.) empha-
sized that it is about using data obtained from the
workforce, succession, and contingency planning
tools to identify existing talents and to decide what
talents are needed to add value to the organization.

1.2. Theories, strategies, and models
of talent management

The resource-based view (RBV) of the firm pro-
posed by Barney (1991) suggests that the firm com-
petitive advantage depends on the valuable, rare,
and hard to copy resources that include human
resources. Accordingly, human resources devel-
opment (HRD) is a branch of human resources
management based on the strategic view of a HRD
theory. One new definition of the HRD as outlined
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by Wang et al. (2017, p. 1175) is “a mechanism in
shaping individual and group values, beliefs and
skilling through learning-related activities to sup-
port the desired performance of the host system”.
Furthermore, several theories and models were de-
veloped to improve talent performance (Rabbi et
al., 2015). Another important theory that emerged
from the theory of the firm is the talent-based the-
ory. This theory proposes that talent is the only
resource that may help in gaining and maintain a
competitive advantage (Rabbi et al., 2015).

The importance of talent management strategies is
critical for organizations. Kamil et al. (2011) con-
cluded that organizations, which consider talent
management as a strategic human resource, in the
end get higher success and sustainability. Sareen
and Mishra (2016) revealed that talent manage-
ment is positively related to the overall organiza-
tional performance. Moreover, Sareen and Mishra
(2016) found that recruiting and attracting, com-
pensation and rewarding, succession planning
have higher impact on the organizational perfor-
mance, comparing to other dimensions such as
training and development and defining and re-
taining talents.

Regarding talent management strategies, Ford
et al. (2010) recommended developing organi-
zational talent management strategies and pro-
grams that fit with organizational culture, mar-
ket, and resources. McKinsey & Company & the
Conference Board (2012) suggested that organi-
zational priorities were leadership development,
talent acquisition and retention, as well as strate-
gic workforce planning because there is no single
perspective and approach to talent management.
According to Andersen (2013), organizations
must have a clear and practical definition of the
“Talent”, which could be linked to the human re-
sources strategy, talent management policies, and
practices, in addition to the company system and
context. These all enhance the competitive advan-
tage of a company.

Chambers et al. (1998) highlighted the essential
factors for motivating talents, including 1) the
company brand, values, culture, performance, in-
dustry leader, presence of talented people, well-
planned development strategies, inspiring mis-
sion, fun with colleagues, and job security, 2)
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compensation and lifestyle, and 3) great jobs, in-
cluding freedom and autonomy, career advance-
ment, career growth, and admired boss. McKinsey
& Company (2012) developed the “Five Elements
of a Successful Talent Formula”, which helps or-
ganizations staying competitive in the market.
The five elements are: to install a talent mindset
at all levels of the organization starting with sen-
ior management; to create a winning Employee
Value Proposition (EVP) that brings scarce talent
through the doors, and keeps them there; to re-
cruit great talent continuously; to grow great lead-
ers; to distinguish and affirm the top performers.

Hills (2012) said that the ideal talent strategy
should be created collaboratively with all stake-
holders, up to date, integrated with business plans,
and backed up with HR metrics that link talent
with business results. The talent strategy should
be tailored to the particular culture, maturity of
the business, stay simple, and well communicat-
ed. Additionally, Hills (2012) recommended HR
departments to be skilled in talent management
and in assisting managers get the best from them.
More, the PwC (2012) and Keller and Meaney
(2017) advised using people analytics as a key tool
to provide evidence and insight to support HR
decision-making.

Regarding talent competence, in 2013, the
Association for Talent Development (ATD) (2014a)
proposed its first talent competency model. The
competency model (ATD, 2014a) included 10 ar-
eas of expertise: instructional design, training de-
livery, learning technologies, evaluating learning
impact, managing learning programs, integrated
talent management, coaching, knowledge man-
agement, change, and performance improvement.
The model also included six foundational compe-
tencies: business skills, global mindset, industry
knowledge, personal skills, interpersonal skills,
and technology literacy. Additionally, the model
(ATD, 2014b) redefined the knowledge and skills
required for TD professionals to be successful and
capture changes driven by digital, mobile, social
technologies, demographic shifts, globalization,
and economic forces.

Then, the ATD (2019) refined the model to help

talent development professionals stay current on
knowledge and skills that are important for suc-
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cess in the field. The update is based on data col-
lected from a literature review, interviews with
thought leaders, and an occupational survey of
more than 3,000 talent development professionals
from 73 countries.

1.3. Talent management in the
Industry 4.0 era

Industry 4.0 was defined by the Germany Trade
and Invest (GTAI) (2011, p. 6) as “the technological
evolution from embedded systems to cyber-phys-
ical systems that enable technologies, such as the
Internet of Things (IoT), and online data and ser-
vices to create a truly networked world in which
intelligent objects communicate and interact with
each other”. Bayraktar and Atag (2018), argue that
Industry 4.0 will affect the business by extincting
some professions, creating new jobs, changing the
required skills, and establishing new managerial
understanding and regulations.

On the other hand, the World Economic Forum
(2019) highlighted critical skills for the Industry
4.0 workforce, including 1) developing new lead-
ership capabilities, i.e. the ability to embrace am-
biguity and explain the associated risks and un-
certainties to the workforce, combine operational
management, technology, integration, and people
management skills, and use analytic, 2) managing
the integration of technology in the workforce, 3)
enhancing the employee experience, 4) building
an agile and personalized learning culture, 5) es-
tablishing metrics for valuing human capital, and
6) embedding diversity and inclusion.

On the other hand, Shaw and Varghese (2018)
concluded that emerging technologies such as the
Internet-of-Things, big data, and artificial intelli-
gence will automate most of the HR processes and
the HR departments will play a more strategic role
in the organization competitiveness. Hence, the
managers need to adopt appropriate management
and innovation skills to survive and grow within
Industry 4.0.

Whysall et al. (2019) suggested transforming the
talent management theory and practice towards a
more dynamic, systems-thinking orientation, ac-
knowledging the interrelated nature of different
talent management activities.

http://dx.doi.org/10.21511/ppm.19(2).2021.02
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2. AIM OF THE STUDY

The study has multiple aims. It explores the talent
management strategies, policies, and practices in
multiple departments of a public UAE hospital in
the Industry 4.0 era. The objectives of the study
are as follows:

1) Get to know how managers understand the
definition of a talent, talent management, and
their practices of the selection, development,
and retaining of talents at their departments.

2) The talent management strategies, facilitators,
and inhibitors at a UAE hospital.

3) The manager’s perception of the effect
of Industry 4.0 technologies on talent
management.

4) 'The skills, competencies, and programs re-
quired to develop the hospital’s talents within
the Industry 4.0 contexts.

The study will come up with recommendations for
improving talent management at the UAE hospital to
adopt the best talent management strategies to grow
in the UAE’s highly competitive healthcare market,
particularly within the Industry 4.0 era. Besides, oth-
er UAE hospitals could benefit from the study to ex-
pand the role of the healthcare sector in enhancing
the country’s innovation and competitiveness.

3. METHODOLOGY

The study used the case study approach to explore
qualitatively the talent management strategies,
processes, policies, activities, and programs as
practiced and described by a purposive sample of
department managers, section head, and supervi-
sors in a UAE tertiary hospital within the Industry
4.0 contexts.

The sample included participants with a minimum
of 1-year of working experience in their current
position and having responsibilities in employee
recruitment, development, appraisal, and promo-
tion. The data was collected until reaching a point
of data saturation and no new result and theme
were generated.
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The case study approach helps to conclude a spe-
cific phenomenon, organization, event, situation,
individual, or group. Besides, the interpretation of
the findings is shaped by the researcher’s own ex-
periences and background.

The study used a structured qualitative survey
to collect the required data. The survey contains
four parts: 1) six questions to collect the neces-
sary demographic data about respondents; 2) one
open-ended questions related to the participant’s
view of a talent and talent management; 3) three
open-ended questions related to hospital talent
management strategies and practices; and 4) three
open-ended questions related to hospital talent
management strategies and practices within the
Industry 4.0 era.

The study survey was prepared based on the liter-
ature review, particularly the previous works and
dissertations of Al Suwaidi (2014), Al Mansoori
(2015), Abir (2015), and Al Awadhi (2018). The
study questions are: 1) how participants define a
talent and talent management; 2) ways to select,
develop, and retain talents; 3) talent management
strategies and initiatives implemented; 4) facilita-
tors and inhibitors of talent management; 5) the
perceived effect of Industry 4.0 on talent manage-
ment; 6) crucial skills and competencies required
to develop the hospital’s talents within Industry
4.0; and 7) how the hospital prepare talents for the
Industry 4.0 (Appendix 1).

The survey was sent to the selected participants by
email, including an information sheet about the
research and instructions. Then, a reminder email
was sent after two weeks to all participants. Finally,
the participants sent back a total of 13 responses
after four weeks.

4. RESULTS

The participants sent back 13 responses from mul-
tiple departments, including the medical depart-
ment (3, 23%), nursing (1, 8%), pharmacy (1, 8%),
laboratory (4, 31%), allied health (2, 15%), and bio-
medical engineering (2, 15%). Some departments,
including the IT and the supply chain, did not re-
spond at all. The sample also includes females (7,
54%), males (6, 46%), age of 31-45 years (4, 31%),
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age of 46-60 years (7, 54%), and above 60 years (2,
15%). Concerning their education, the sample in-
cludes bachelor holders (4, 31%), master holders (5,
39%), PhDs (1, 8%), MBBS and others (3, 23%). All
respondents are department heads (1, 8%), section
heads (8, 62%), supervisors (1, 8%), unit manager
(1, 8%), and others (2, 15%) with experience of 1-2
years (2, 15%), 3-5 years (4, 31%), and more than
5 years (7, 54%) in their current positions. For de-
tails, see Table 1.

Table 1. Sample characteristics

Characteristics Frequency : Percentage (%)
Gender
Male 6 46%
e R
Age

25-30 yeas E 0 : 0

31.45 years i B0
46-60years T b 4%
Above 60 years 2 15%

Medical
Nursing

Pharmacy

Laboratory
Allied health
Biomedical
Others

Department Head ; 1

Section Head 8

Supervisor 1

Unit Manager

Others

1-2 years

3-5years

More than 5 years : 7 54%
Education

Diploma — High school

diploma? 0 0

Bachelor

Master

PhD

MBBSand Others — + 3 2%

Total 13 Sooo

Regarding the responsibilities associated with hu-
man resources management, the majority of re-
spondents are responsible for employee recruit-
ment (8, 62%), employee development (9, 69%),
and employee appraisal (11, 77%). In addition,,
nearly half of the respondents is responsible for
promotion (Table 2).
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Table 2. Respondents’ roles in human resource
management

Roles in HR management : Frequency . Percentage (%)
' 8 5 62%
e 89%
46%

Employee recruitment

Employee promotion

The thematic analysis of the survey’s contents
shows that the respondents define a talented per-
son, in addition to having unique skills and com-
petencies, as having special personal qualities (13
out of 38, 34.2%), leadership qualities (9 out of
38, 23.7%), cognitive qualities (5 out of 38, 13.2%).
Other responses concluded that talents could be
created (1, 2.6%) and some persons could have
multi-talents (1, 2.6%). For further details, refer to
Appendix A.

Regarding the respondent’s view of talent manage-
ment, 8 out of 24 (33.3%) responses involved de-
velopment, improvement, direction, and training
of talented employees. Another few responses in-
cluded other elements of talent management, par-
ticularly identifying talents and capture the good
initiatives (3, 12.5%), recruiting, attracting and
hiring talented employees (4, 16.7%), and others.
For further details, refer to Appendix A.

The respondents also offered broad criteria for
selection, development, and retaining talents
in their departments. For talent selection, they
pointed out 27 elements included skills (3, 11.1%),
knowledge (2, 7.4%), experience (2, 7.4%), qualifi-
cation (3, 11.1%), motivation (3, 11.1%), character
(2, 7.4%), performance (4, 14.8%), and others. For
talent development, they pointed out 27 strategies,
which are doing regular performance appraisal
(4, 17.4%), training and support (10, 43.5%), and
others. Further, they mentioned 20 strategies for
talent retention, including incentives and pro-
motions (9, 45%), appreciation, recognition, and
awarding them (3, 15%), and others. For further
details, refer to Appendix A.

About talent management, 6 out of 13 (46%) re-
spondents reported that there is no talent manage-
ment policy in their hospital. The rest of the re-
spondents, mainly 7 (54%), were not aware or sure
about the existence of such a policy. Concerning
the presence of a talent pool at the hospital, 6 out
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Problems and Perspectives in Management, Volume 19, Issue 2, 2021

of 13 (46%) respondents claimed that they have
this pool in the hospital, while the rest 7 (54%) ei-
ther said no or they were not aware of that. In ad-
dition, 6 out of 13 (46%) respondents said that they
have people analytics at the hospital, while the rest
7 (54%) either said no or they were not aware of
that.

Regarding facilitators and inhibitors of talent
management at the UAE hospital, the respondents
mentioned 19 comments related to the facilitators
of talent management that could be listed only un-
der the “organizational factors” e.g. management
and leadership (7, 36.8%), IT support (4, 21.1%),
HR departments (3, 15.8), and training (3, 15.8),
etc. Concerning the inhibitors of talent manage-
ment, the respondents mentioned 32 comments
that could be classifieds under 2 main themes that
are organizational inhibitors (22, 68.8%) and indi-
vidual factors (10, 31.3%). For further information,
please refer to Appendix 1.

Regarding the effect of Industry 4.0 on talent
management, the respondents mentioned 27
comments, which could be classified into 2 main
groups, including answers relevant to the indus-
try 4.0 (19, 70.4%) and answers irrelevant to the
industry 4.0 era (8, 29.6%). Furthermore, the re-
spondents mentioned 37 skills and competen-
cies required for talent management within the
Industry 4.0 era that could be listed under 4 main
themes, including specific skills and competencies
(11, 29.7%) related to industry 4.0, cognitive skills
(9, 24.3%), managerial skills (9, 24.3%), and 4) oth-
er skills and competencies (8, 21.6%). For further
details, please refer to Appendix 1.

Finally, all programs and activities, which imple-
mented in the UAE hospital for talent development,
were found irrelevant to the Industry 4.0 challeng-
es. For further details, refer to Appendix A.

5. DISCUSSION

The thematic analysis of what the respondents
added to the definition of talent pointed out
that most of the respondents believe that tal-
ents should have extra positive personal, lead-
ership, or cognitive qualities to be able to make
a positive effect on the organizational perfor-
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mance. This result matches, to some extent, the
recommendation of The Association for Talent
Development ATD (2014a). The study also found
no agreement among respondents about a specif-
ic and dominant quality that can be added to the
definition of a talent.

One respondent said “I believe that searching
for talented people within the organization is an
important issue. However, having a higher de-
gree doesn’t make someone talented. So, allow-
ing who deserve will make a great and positive
impact on all”. Although this quote is smart and
presents a well understanding of the concept of
talent management, it still reflects a subjective
view of one respondent, and it cannot be general-
ized to the hospital level. However, talent devel-
opment and training got around one-third of the
responses, while the other elements of the talent
management process got smaller percentages. In
general, the study concluded that the talent man-
agement concept is immature, vague, and fuzzy
among respondents.

Regarding the strategies used for selection, devel-
oping, and retaining talents, the study found that
the respondents did not use one criterion for tal-
ent selection. More, they mentioned contradicting
opinions regarding Emiratization, which aims to
select the local talents or to recruit talents from
abroad. Additionally, 43.5% of the responses un-
derlined training and support as a crucial strategy
for talent development and mentioned other nu-
merous strategies only once or twice. In addition,
45% of the responses suggested incentives and
promotions as strategies to retain talents within
the hospital, while the rest of the responses were
incoherent.

Regarding the hospital strategies and policies,
the results of the analysis reflect a major gap in
talent management strategies of the UAE hos-
pital as no talent management policy was able
to unify the definition of a talent, provide clear
criteria for selection, and define strategies for
developing and retaining of the existing talents.
In addition, the responding informants of mul-
tiple departments provided contradicting an-
swers about the presence of the talent pool and
people analytics at the hospital.
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The results also confirm that organizational fac-
tors have a determinant role in both facilitating
and inhibiting talent management at the UAE
hospital. In particular, management and lead-
ership, I'T support, HR department, and train-
ing were identified as the most common factors
of facilitating talent management. The study
confirmed the findings of Al Awadhi (2018)
regarding the critical role of management and
leadership in facilitating talent management.
On the other hand, the results underlined lack
of resources, encouragement, motivation, and
engagement, absence of policies, and routines,
which are the common organizational factors
that inhibit the hospital talent management.
The results also underlined a few individual fac-
tors that inhibit hospital talent management, in-
cluding diversity, lack of employee interest, etc.

The majority of the responses reflect an under-
standing of the impact of Industry 4.0 on talent
management among respondents, and around
one-third of the responses reflect confusion
about the nature of Industry 4.0 compared to
IT technology. The responses highlighted some
skills and competencies that are required to
develop talents within the Industry 4.0 era, in-
cluding specific skills and competencies re-
lated to Industry 4.0 technologies and general
skills and competencies, such as cognitive skills,
managerial skills, etc. Further, the responses re-
lated to the development programs and activi-
ties of talented people in multiple departments
of the UAE hospital were traditional in nature,
non-specific, and aim to serve the overall goal
of employee training and development rather
than the requirements of the Industry 4.0 era.

In summary, the results confirmed that talents are
those who have extra positive personal, leadership,
or cognitive qualities that make them able to in-
fluence organizational performance. Nevertheless,
the majority of respondents failed to provide a defi-
nite definition of talent management and failed to
agree about one criterion for selection, developing,
and retaining talents. This was due to the absence
of talent management strategy and policy at the
hospital level. The results also confirmed the need
for specific training and development programs
regarding the Industry 4.0 era.
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CONCLUSION

The study aimed to explore the talent management strategies and practices of multiple departments of
a public UAE hospital and explores the skills, competencies, and programs required for talent manage-
ment in the Industry 4.0 Era. The result of the study disclosed critical gaps in talent management at the
hospital level. The study found no talent management policy in place, which created a state of confusion
and fuzziness among departmental managers, head sections, and supervisors about talent and talent
management. In consequence, the understanding of talent and talent management concepts varied, and
the strategies for talent selection, development, and retaining were undefined and unstandardized.

On the other side, the paper identified many organizational and individual factors that facilitate and
inhibit talent management in the UAE hospital. The study confirmed the critical role of management
and leadership in facilitating talent management and highlighted the need for employee encouragement,
motivation, and engagement. Furthermore, the study marked the need for intensive teaching of the hos-
pital employees about Industry 4.0 and providing them with the relevant skills and competencies, such
as data analytics.

Organizations should develop their talent management strategies and programs that fit with their cul-
ture, resources, and business. Accordingly, this study could be a preliminary work to build talent man-
agement policy and strategies for the UAE hospital. Implementing a new talent management strategy
could fill the gaps, clears ambiguity and fuzziness about talent management, attract talents and provide
human resources with special skills required for the hospital, and align the UAE hospital strategy with
the country national employment strategy 2031.

FUTURE RESEARCH

However, the case study approach was used on a one UAE hospital, which makes generalization of the
research findings and conclusions impossible. It is recommended to conduct more research in two ways:
firstly, conduct more qualitative research to explore the particular skills and competencies required for
certain departments and specialties and secondly, conduct quantitative studies on a bigger sample ob-
tained from various organizations to generalize the findings to the sector or country levels.
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APPENDIX A.

Table Al. Thematic analysis of the survey’s content

Questions

Themes

F (%)

38 (100%)

9 (23.7%)

4(10.5%)

4 (10.5%)

1

What would you like to add to the

definition of talent as “a person who
1 i has a special ability and can make

i a positive impact on organizational

9 (23.7%)

i performance”?

1(2.6%

1(2.6%

1(2.6%

1(2.6%

2(5.3%

1(2.6%

1(2.6%

)
)
)
)
)
)
)
)

1(2.6%

1(2.6%)

24 (100%)

3(12.5%)

4 (16.7%)

8(33.3%)

1(4.2%

What is your understanding of talent ¥

1(4.2%

i management?

1(4.2%

4.2%

)
)
)
1(4.2%)
1 )
2(8.3%)
2(8.3%)
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Table A1l (cont.). Thematic analysis of the survey’s content

Questions Themes F (%)
27 (100%)
3(11.1%)
2 (7.4%)
2 (7.4%)
3(11.1%)
3(11.1%)
2 (7.4%)
4 (14.8%)
1(3.7%)
1(3.7%)
1(3.7%)
1(3.7%)
S 1(3.7%)
Emiratization e 1(3.79%)
1(3.7%)
} S 1(3.7%)
Total 27 (100%)
S 4 (17.4%)
1(4.3%)
1(4.3%)
.Trair'w‘ing and support 10 (43.5%)
1(4.3%)
1(4.3%)
1 (4.3%)
1(4.3%)
)
)

How do you select talents in your
i department?

How do you develop talents in your
i department?

""" 1(4.3%
1(4.3%
1(4.3%)
0 (100%)
S 1 (5.0%)
Incent‘lves/Promotlons 9 (45.0%)

Safe environment 1(5.0%)

How do you retain talents in your Appreciation/Recognition/Awarding e 3 (15.0%)
i department? 1(5.0%)
: S 2 (10.0%)
Collaboratlon 1(5.0%)

Create asupport process and workflow 1(5.0%)
Positive work environment 1(5.0%)
3 (100%)
6 (46%)
7 (54%)
3 (100%)
“ Do you have a talent pool at your Yes 6 (46%)
i hospital? No 5 (39%)

B o

3(

6

4(

3(

Total 1

Do you have a talent management
policy in your hospital?

Total 1

""" 15%)
100%)
46%)
31%)
23%)

Total 1

Do you use people analytics at your : Yes

i hospital? Not aware/not sure/no answer
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Table A1l (cont.). Thematic analysis of the survey’s content

Questions

Themes

F (%)

Hospital factors:

19 (100%)

4(21.1%)

1(5.3%)

What are the main facilitators of

7 (36.8%)

talent management in your hospital?

3(15.8%)

1(5.3%)

3(15.8%)

32 (100%)

22 (68.8%)

7(21.9%)

2(6.3%)

5(15.6%)

10 What are the main inhibitors of

i talent management in your hospital?

1(3.1%)

1(3.1%)

27 (100%)

19 (70.4%)

4 (14.8%)

3(11.1%)

1(3.7%)

3(11.1%)

2(7.4%)

1(3.7%)

In your opinion, how industry 4.0 is

2 (7.4%)

11 affecting (or going to affect) talent

1(3.7%)

i management?

1(3.7%)

1(3.7%)

: The tracking systems are improved with the new era

26
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Table Al (cont.). Thematic analysis of the survey’s content

Questions Themes F (%)
100%)
29.7%)
5.4%)
1(2.7%

37

444444444444 0 skills and co ! 11
. . o Y

1(

3(8.1%

)
)
""" 1(2.7%)
)
)
)

Knowledge in operating necessary machlnes 1(2.7%

Create new Iearnmg and competency system 1(2.7%

e 1(2.7%
Ilzatlon 1(2.7%)
9 (24.3%)

What are the skills and competencies |’
12 : required for your department that
i are relevant to the industry 4.0 era?

9 (24.3%)
1(2.7%)
1(2.7%)
1(2.7%)
1(2.7%)
1(2.7%)
)

)

)

1(2.7%
1(2.7%

(2.7%)
8 (21.6%)
4(10.8%)
1(2.7%)
1(2.7%)
1(2.7%)
1(2.7%)
13 (100%)
5(38.5%)
0 (0%)
8 (61.5%)
1(7.7%)
1(7.7%)
1(7.7%)
1(7.7%)
2 (15.4%)
1(7.7%)
: Graduate Nurse Program (GNP) 1(7.7%)

{ What are the talent development
programs and activities implemented
i in your department or hospital that
are relevant to the industry 4.0 era?

13

http://dx.doi.org/10.21511/ppm.19(2).2021.02 27



	“Talent management strategies of a public UAE hospital in the Industry 4.0 era: A qualitative analysis”

