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gmtracr.The prime objective of the present study was to examine the impact of
Human Resource (HR) practices, namely: employee recngna'l, compensation
fairness and talent management on employee retention and organizational
performance. The researc o examined the me ng role of employee
retention and moderating role of person job fit. The data was collected from
the employees of Islamic banks of Indonesia through survey method. The data

was collected through emails from the respondents. From the distributed

questic 359 questic were received back. The results pointed out

that employee recognition does not impact positively the organizational
performance. Rest of the all dire indirect proposed hypothesis were
statistically significant. Moderating impact of person job fit on the path of
W rloyee retention and organizational performance was also confirmed. The
study fills the gap of limited studies by examining the gap of limited studies

ducted about HR practices in the Islamic banking sector. Conclusively, the
findings of this study will be helpful for the practitioners and policy makers
regarding the banking sector as well as help to retain employees by using

different HR factors.

KEvYWwORDS: Talent Management, Employee Recognition, Orpanizational

Performance, Employee Retention, Indonesia

L. Introduction

Organizations around the globe always compete with each other to gain comperitive
advantage. In order to achieve this, main source organizarions have is their human
resource. The efficiency and validity of organization is basically dependa upon the
efficiency of the employee. The productivity of the employee impacts the organizarional
performance. the aim of organizations is to retain the employees who have skills and play
important role t achieve their financial goals. For this purpose, talented employees need
recognition (Inuwa, 2016).

Basically, employee recogniton is the acknowledgement of an employee or set of
employees for their accomplishment, B‘;rm and hard work (Dalle & Hasrurti, 2017). These
efforts made by these employees are in line with the values and goals of organization. In
past studies, the concept of employee recognition is not properly conceprualized.
Employees need urgenty to be recognized is the major challenge of HRM. The areas of
work engagement and workplace life quality share employee recognition as an important
contribution factor. Important namire of employee recognition is highlighred by employees.
it is imporeant factor for meaningful workplace. The factor of employee engagement works
as the important factor for personal development. For the good mental health of a person,
recognition is the important concept (Brun & Dugas, 2008).

Another in'nportmfnctor for employee rerention and enhances the performance of the
organizations is ralent management. Talent management is the commitment of
organization to recruit and remin the employee which is mlented and skilled. Ir also shows
commimment to rerain such employees. Therefore, mlent management is the term which
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shows the commimment of organizarion to retain the .loyees who have skills to fulfil
organizational goals. The recent shift on the corm of ralent management is related ro the
its role tfBain competiive advantage. The role of human resource management is
important o gain competitive advam:aga' he concept of ralent management is viewed as
the basic human capitl which have very important role w play in the success of
organization (Vaiman, Scullion, & Collings, 2012). Therefore, there is need of proper
talent management in order to compete in the marker by all kind of companies.

The perception among employees thar their salary reflects their efforts and quality of
work is known as compensation fairness. This perception is mainly dependent upon a
number of determinants and factors like responsibilities and skills which are needed for a
job to be completed. It also includes the comparison of pay which are received by other
workers for doing same kind of work. It is important to mention that compensation
fairness do not mean that workers of any organization are being paid equally. In fact, it is
the difference in the salary of employees according to the efforts, responsibilities and skills
of an employee. The meaning of fair means that compensadon was honest and impartal
and derermined as per the merit and justice. The outcome of the organization is dependent
upon the factor that the amount of fairness for which they trear their employees
(Hartmann & Slapnidar, 2012).

One of the major problems in the management of workforce is the employee retention.
It’s been observed by researchers from the past trrend thar in future, those organizations will
be successful which will be better able tw retain their employees. these organizations will
adapt strategies due to which crearivity and innovarion will be promoted which will have
impact on employee’s behaviour and organizational success. Thus, retention of employees
is the complex concept and there exist no hard and fast rule which an organizaton can
follow. Retention is basically the obligation on employee to continue the job with a specific
organization. Basically, retention of employee is a cognirive construce which is basically the
behnvita intention and plays very important role w creare a permanent behaviour
among employees. There are a number of important factors that plays important role
create retention among employees. these factors include system of career development,
flexible work schedule, remuneration, salary, culture of organization and communicadon
with colleagues and many more (Dutea & Banerjee, 2014).

All of the HRM efforts are done by organizarions t improve their organizarional
performance. basically, organizational performance is based on acrual result or ourpur
which are the intended goals and objectives. A number of specialists around the globe have
shown their concern regarding their organizational performance. organizational
performance is referred as the amimudes which can be assessed as their contribution
organizational goals (Cook & Hunsaker, 2001). Therefore, organizational performance is
the overall picture of the organization in terms of achievement of their organizarional goals
and objectives (Abidemi, Halim, & Alshuaibi, 2017).

Employees are very important for service sector organizations (Dalle, Hairudinor, et al.,
2020). One of the important service sectors is Islamic banking sector. Since last few years
Islamic banking sector have grown rapidly since last few years (Rizvi, Narayan, Sakti, &
Syarifuddin, 2019). It is important for banks to focus on their efyees so they can
improve their performance (Dalle, Si\.'om,l., 2020). therefore, the n objective of the
present study was to examine tla‘ole of talent management, employee recognition, wage
fairness on employee retention and organizational performance. Moreover, the mediating
role of employee retention and moderating role of person job fit will be assessed as well.

2. Literature Review

Performance is basically a comparative term which is described in terms of referring to
the ourcome of some msk. In a number of studies, a number of measures are developed
assess the performance of organization. Most of the times, performance of any organizarion
is measured through financial achievement of organization. On the other hand, it can also
be achieved through the msk related outcomes of an individual. There are a number of
factors that impacts the OP of the organization. One of these determinants is the role of
HRM through which service sector organizarions can achieve their financial goals and gain

214




TALENT MANAGEMENT, EMPLOYEE RECOGNITION AND COMPENSATION FAIRNESS ...

competitive advanrage over the other companies operating in same sector (Gondal &
Shahbaz, 2012).

In order to achieve their goals, set by the organizarions, it is crucial that these firms focus
on ways by which they can achieve their rarget. In current decade, organizatons have
perception that they can achieve their goals by the skills and experience of their workforce.
The factors which make the construct of OP are efficiency and effecrivity of the
organization in case of meeting the objectives of organization, the amount of resources
used by the firm to meet the set objectives, the capacity developed by the firm o meet is
objecrives and challenges and innovarion and quality of products being produced (Katou,
2008). Performance of banks is also very important for their survival. Number of banks are
rising which include local and international banks. In this scenario, the performance of
bank in rerms of their marker share and financial gain is very important to be measured
regularly.

E ee Retention

Retention of employees is important for the survival of organizations. Basically, itﬂe
process in which employees are encouraged to be the part of organizarion for maximum
time period. In management terms ERﬂects the efforts of the employer o retain the
employee as the part of their workforce. In order o control the rurnover of the employees,
organizations must work on the strategies to rerain the employees.

Researchers believed that employees are posing a number of challenges because the
aour market is very tough in present era. Thus, it has become more difficult for
employers to remin the employees for longer period of time. Since lst decade,
organizations are facing immense competidon and facing complexity and difficulty ©
retain the employees. one of the targets set by the organizations is to keep the rate of
rurnover low and increase rare of retention of skilled employees. Among other challenges

being faced by the organizations, one of the biggest unsolved issues is of employee murnover
(Lewis & Sequeira, 2016).

Employee Retention and Organizational Performance

This is the age of commercialization and industrializarion in which every organizaton is
opting to achieve effectiveness and efficiency within organizaton which will impact the
overall performance of organization. The basic challenge which organizations are facing are
to retain the employees. as the present age is of globalization, the opportuniries for
employees are also on Th us, for the development of the organizational competence,
retention of employees has gained a lot of artendon. The demands of employees are also
changing in terms of their dutes and jobs. A number of scholars in their srudies have
pointed out that biggest challenge employees are facing is the employee turnover.
Moreover, different organizations use different ways ro retain their employees. Thus, ER
will have the positive impact on the performance of organization (Nasir & Mahmood,
1@

On the other hand, it is pointed out that employees working in the organization are the
most critical asset for thar firm. For the survival of organizations, employees are the key
because they hold the knowledge and skills. Moreover, organizations are competing with
each other w acquire and retain the best challenge. Because of the complexity of business
environment, management of employees is the biggest challenge being faced by the
organization. Addirionally, researchers noticed that the way of managing the people ar the
workplace is the m:a factor o improve the OP (Ibidunn, Osibanjo, Adeniji, Sﬂlﬂl.nL
Falola, 2015). Thus, on the basis of above discussion, we can hypothesize that H1: ER and
Employee performance are positively related to each other.

Employee Recognition: Relationship with Employee Retention and Organizational
Performance

After reviewing the diverse literature regarding recognition of employees, it’s been
revealed that ERO is central for both individuals and organizations. Despite that the
importance is given to the concept of recognition because of motivational reason but the
other reason because of which researchers have acknowledged this concepr because of
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social capital, organizational health, TQM, reward, organizational engagement and identity.
An extensive body of literarure mentioned that mentioned that noncash strategy is the best
way for the recognition of employees. Basically, it is the best tool for the leadership in
order o reduce absenteeism, apply safety compliances, improve health, improve quality,
improve productivity and performance. Scholars defined recognirion as the as the
mechanism of giving special aention of acknowledgement to an employee who had good
accomplishment or high performance. This recognition can be on the day-to-day basis or
any other formal rime decided by organization (Smith, 2014).

R@jon of employees is positively impacted by the recognition system of organization.
The basic purpose of recognition is to allow employees to understand and know that their
contributon to organizarion is appreciated and valued. As a result, employee get sense of
ownetship, sense of belongingness, loyalty is developed, retention is increased and morale
is improved as well (Mngomezulu, Challenor, Munapo, Mashau, & Chikandiwa, 2015).

ERO is basically the employee’s acknowledgement for high performance. reinforcement
of a cermin behaviour is the main objective of ERO at the organization. Especially, the goal
is to enforce the activities, practices and behaviour which can improve the performance of
organization. In order o keep the self-esteem of employees high, organizations always try o
recognize the employees. the performance of employees is very high who are recognized.
Moreover, they are well motivared as well. It is because motivated employee’s performance
is good, and they can achieve the organizarional goals effectively. Thus, there exist direct
and positive relationship among job performance and ERO. Basically, recognition is the
outcome of ability and motivation of the job which leads to good performance. the morale
of employee s boosted because of ERO due to which the perannnce of employee is
enhanced (Hussain, Khalig, Nisar, Kamboh, & Ali, 2019). On the basis of these
arguments, we can hypothesize that
H2: ERO positively impacts the ER.

H3: ERO positively impacts the OP.

Talent Management: Relationship with Employee Retention and Organizational
Performance

Talent management in literature is defined as systematic deployment, retention,
engagement, deployment, idenrificarion and atraction of person who can be beneficial for
the organizations. They can take part to fulfil the operadonal roles or they can be
important ﬁ@me future goals and objectives. In other words, mlent positioning is
highlighting right person for the right dme at the right place. The person having right
competencies and have the capability to inspire everyone at organizaton. It is the
responsibility of HR department working in the organization to find the right person and
retain him for the maximum possible rime period. The HR department must be able to do
all this ar every level of the firm. The systematic approaches being faced by the
organizations inclemployee motivation and succession planning which must be aligned
with the strategy of the organization to achieve organizational goals and objectives. In a
study by Mensah (2015), a complete mechanism was provided ro enhance the performance
of employee through talent management. It's been revealed by researcher that employee
performance is impacted a lot the organizational talent management system. In the same
vein, it is pointed out that organizatons are trying to retain the mlent try compensating the
effort of employees through mory and non-monetary initiarives. The most critical issue
being faced by organizatons is to retain the talented employees within the organization.
For this purpose, organizations have to mke iniriatives and pay salaries to employees in
order to convince them ro stay ar the same organization (Chitsaz-Isfahani & Boustani,
2014; Mngomezulu et nln{)l‘i).

As mentioned earlier, one of the major challenges being faced by every organization is to
artract and retain the employees having skills and rtalent. If the employees are treated well
through the implementation of effective talent management strategy, employees can be
retained for the longer period of time. In the same vein, studies have conducted o assess
the impact of ER and recruirment straregy on ER in hospitality industry. The researcher
found that employee rate of retention is increased because of effective implementaton of
retention strategy of organization. As a resul, the financial and operational performance of
organization is improved as well (Chitsaz-Isfahani & Boustani, 2014).
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In organizations, performance is viewed as ability of the employee to perform the rasks
and achieve organizational goals and objectives. The basic elements through which
performance can be evaluared is innovarion, job pergmnnce, desire to work, work skills
and work duties. According to the perspecrives of authors the basic purpose of ralent
management is to manage, retain, identify, select and recruir the mlented employee who
have the ability to perform high (ChisazIsfahani & Boustani, 2014).

H5: Talent management and ER are significantly related to each other.

Hé6: Talent management and OP are significandy relared o each other.

H7: ER mediates the reladonship berween Talent management and OP.

Compensation Fairness: Relationship with Organizational Performance and Employee
Retention

Compensation fairness is referred as the employee perception regarding the equality in
the practices of firm regarding the benefits, compensation and salaries. In the same
context, studies have referred compensarion fairness as all kind of tangible and financial
returns, received by the employee as employment relationship part. The employees who
perceive that they are not being treated equally will not be sarisfied with their jobs and will
opt to find new jobs and opportunities where they can find equity (Sudin, 2011). Past
studies conducted in this context have tried w examine compensation in a number of
different settings. These findings reported fairness as the important component of
recruitment process. This is important mean to rerain the employees who are skilled and
best for the organizaton and enhance the performance of organization as well (Das,
Byadwal, & Singh, 2016).

Benefits and compensation provided to employees are the basic mean by which they can
fulfil the basic necessities of life. For employees, there is a lot of importance of benefits and
compensation. These are the only visible rewards during the recruitment process by which
employees can be remined and motvated for achievemenrs of goals and objectives
(UWIMPUHWE, MUSHARE, & Bally, 2018).

The basic element of contract among employees and employer for the sk to be achieved
is the fair wage. It is the amount of money which can be provided to employee to persuade
him/her for the achievement for organizational goals. Addirionally, scholars reported that
workers will prefer to be retained in the organization where they are trend well. If these
employees are provided with poor rewards, they will prefer to leave the organizarion. It is
more likely that employees will prefer to stay in a certain organizarion where their effores
will nencoumged, appreciated and rewarded in the form of fair compensation package.
This is the best strategy to retain the employees. The study conducted by Aguenza and Som
(2012) mentioned compensation fairness as the employee perception regarding the equity
in the process of orgnnion in rerms of benefits and compensations. The findings of the
study poised that if the employees are treated poorly by the management of the firm, they
will prefer to leave the organizatdon. Perceprion of equity among employees is mainly
dependent upon the comparison among employees in terms of what they are being pay for
the tasks they are performing as compare w other employees working in the firm (Tekleab,
Bartol, & Liu, 2005). Despite the fact that the derails of employees’ compensation are not
publicized, still they have perception that they are not being treared equally and fairly
(Aguenza & Som, 2012).

Employee \ f \

recognition
Talent EMPLOYEE ORGANIZATIONAL
RETENTION PERFORMANCE
management
Compensation
fairness \ / \ J/
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Figure 1. Research Framework

In any firm, Qemplovees have perception thar they are nort treated equally, it can be
harmful for the firm’s overall recruitment process to rerain the employees and impacts the
overall performance of the firm (Tima & AK, 2011). It is importnntnt sustainable and
effective strategies should be formulated by the fnns by which they can rerain the
employees for the longer period of time. On the basis of above discussion, it's been
hypothesized that 1

H8: Compensation fairness and Employee Retention are sigrnantl‘,r related to each other.

H9: Compensation fairness and Organizational Performance are significantly related to each other.

H10: Employee Retention mediates the relationship between Compensation fairness and OP.

3. Methodology

Research methodology is certain techniques/process for identifying, selecting, and
analysing the information of research topic. Methodology section helps in evaluadon of
overall validiey and reliability of study. Current study has utilized quantitative survey
method to empirically test the hypotheses. For the collection of data, researcher designed
questionnaires and adopred irems from the past studies. Likert 7 scale selected
design the questionnaire ranging from 1 to 7. Then, researcher gathered data from the
employees of Islamic banking sector of Indonesia. The dara was collecred through emails
and questionnaire was sent to 627 en'n-yees. 359 questionnaires were received back from
the employees which were considered for further analysis of the dat. The response rate of
the study was 57.24%.

4. Results and Analysis

Present study has used PLS-SEM for the results and analysis of the dara obtained during
dam collection process. The software used was PLS 3.2.9 (Henseler, Ringle, & Sarstedr,
2015). The basic purpose of using PLS-SEM instead of using CM-SEM was the basic
purpose of this study was to check the moderadon resule which make the model of the
smudy complex and PLS have the capability to handle the complex models. Moreover, PLS
have the caps to handle non-normal dat. In the end, the statistical power of PLS-
SEM is moﬁmparﬁd to CB-SEM (Hair, Hult, Ringle, Sarstedr, & Thiele, 2017). As
mentioned by Anderson and Gerbing (1988), two step approach was adopted by the
scholar of the present study while using PLS ie., soucrural Model and Measurement
Model.
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Figure 2. Measurement Model
Note: PJF= person job fit, OP= organizational performance, CF= compensation fairness,
TM-= talent management, ERO= employee recognition, ER= employee retention

The first step involves ng PLSS is to assess the measurement model. To begin with
PLS, we must check d'ng(')r loading of all the irems involved which must be more than
0.70 as per the crireria recommended by Hair et al. (2017). The table 1 shows the facror
loading of PJF and OP less than 0.70 were dropped and remaining were retained for
further analysis.

Table 1. Factor loading

CF ER ERO Op PJF ™

CF1 0.939

CF2 0.930

0.934

3

0.929

0.891

0.925

0.885

HEIELE::

ERO1 0.854

ERO2 0.829

ERO3 0.808

ERO4 0.853

OP1 0.910

oP2 0.881

oPr3 0.912

or4 0.902

OPs 0.876

PJFL 0.754

PJF2 0.826

PJF3 0.759
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PJF5 0.712

T™MI 0.909
T™M2 0.901
T™M3 0.897
T™M4 0.913
T™5 0.841

Note: PJF= person job fit, OP= organizatonal performance, CF= compensation fairness,
TM-= talent management, ERO= employee recognition, ER= employee rerention

One of the reasons t assess the measurement %7:3 we can examine internal
consistency of the items. This can be done through o ite reliability and Cronbach
Alpha of the constructs. As per recommendations of Hair et al. (2017) the minimum
acceptable value of Cronbach Alpha and CR is 0.7. from the values of CR and Cronbach
Alpha menrtioned in mble 2 this criterion is fulfilled by the author of the present study.

2
Table 2. Reliability
Cronbach's rho_ | Composite Average Variance Extracted
Alpha A Reliability (AVE)
(SH 0.927 | 0.929 0.954 0.873
ER 0.929 | 0.930 0.949 0.824
gR 0.857 | 0.868 0.903 0.699
Op 0.939 | 0.940 0.953 0.803
PJF 0.762 | 0.770 0.5848 0.584
™ 0.936 | 0.940 0.951 0.797

Note: PJF= person job fit, OP= organizatonal performance, CF= compensation fairness,
TMs ralent management, ERO= employee recognition, ER= employee retention

Table 2 shows the values of AVE obtained as well from the analysis of Measurement
model. Average variance extracted known as AVE shows the variance among variables of
the study. Minimum wvalue of AVE is 0.50 as per the recommendations of Majeed,
Ramayah, Mustamil, Nazri, and Jamshed (2017) values of AVE in rable 2 shows the criteria
fulfilled by the items involved in the smudy.

Table 3. Discriminant Validity

CF ER ERO Op PJF ™
CF 0.934
ER 0.473 0.908
ERO 0.240 0.306 0.836
Op 0.440 0.643 0.303 0.896
PJF 0.596 0.588 0.338 0.573 0.764
™ 0.392 0.633 0.309 0.610 0.646 | 0.893

Note: PJF= person job fit, OP= organizatonal performance, CF= compensation fairness,
TM-= talent mnMﬁnent, ER.O= employee recognition, ER= employee rerention

The next stage is to assess the discriminant validity of constructs involved in the study.
For this purpose, AVE values were used for the discriminant validity and the criteria
followed was as per the recommendarions of (Fornell & Larcker, 1981). To fulfil the
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criteria of Fornell and Larcker (1981), the square root of AVE was placed which must be
higher than the correlarional values of other items in remaining rows and columns. It's
evident from highlighred diagonal values of table 3 that theavnlues are higher rhan the
remaining values. Thus, the discriminant validity of the data is not an issue in the present
study.

The next phase is o evaluate the strucrural model onwe present study after successful
evaluarion of measurement model. Strucrural model is used © evaluate the proposed
hypothesis of the study. For this purpose, author adopted bootstrapping straregy and 359
cases were run at 5000 subsamples.

Table 4. Direct Results

r-

e, (STDEV) | T Statistics | P Values
CF > ER 0.253 | 0.257 0.052 4.866 0.000
CF~> Op 0.101 | 0.098 0.056 1.810 0.035
ER > Op 0.358 | 0.363 0.065 5.477 0.000
ER*PJF > Op 0.147 | 0.136 0.043 3.436 0.000
ERO > ER 0.089 | 0.089 0.043 2.089 0.019
ERO > Op 0.056 | 0.057 0.044 1.262 0.104
T™ > ER 0.506 | 0.503 0.049 10.430 0.000
™ > Op 0.276 | 0.268 0.068 4.050 0.000

Note: PJF= person job fit, OP= organizatonal performance, CF= compensation fairness,
TM-= talent management, ERO= employee recognition, ER= employee retention

The hypothesis proposed in the present study were one tiled, therefore the cur off value
for etest to prove the hypothesis is 1.645. From the figures obrained afrer running the
bootstrapping procedure, most of the direct hypothesis proposed in the present study were
supported. On the other hand, the impact of employee recogniion on organizational
performance is not proved positively significant. Therefore, ns hypothesis was rejected.
Whereas, rest of the allremaining hypothesis were proved significantly relared ro each
other positively.

Table 5. Mediation Results.

© M) | STDEV) | (|O/STDEV]) |
CF-> ER-> Op 0.091 0.093 | 0.023 3.910 0.000
ERO > ER-> Op | 0.032 0.032 | 0.017 1.895 0.029
T™ > ER > Op 0.181 0.183 | 0.039 4.658 0.000

Note: PJF= person job fit, OP= organizatonal performance, CF= compensation fairness,
TM-= talent management, ERO= employee recognition, ER= employee rerention

Later, indirect or mediation resuls were obtained as well from the bootstrapping
procedure. From the statistical figures obmin its supported that ER has positvely
mediated between CF, ERO, TM and OP. these results are mentioned in mble 5 above.

Table 6. Moderating Results
) Sample Mean (M) | (STDEV) | T Statistics | P Values
ER'PJF> Op | 0.147 0.136 0.043 3.436 0.000

Note: PJF= person job fit, OP= organizational performance, ER= employee retention
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The study also proposed the moderaring effect of PJF on the path of ER and OP. It's
evident from the values obmined and men[ionecn\ table 6 and figure 3 that PJF moderates
positvely and strengthen the relarionship of ER and OP.

O*° | Moderator

3 - —o—Low PJF
_ - ~m—High PJF
2 .|
1.5 4
1 1
Low ER High ER

Figure 3. Showing Moderating Effect of PJF
Note: PJF= person job fit, OP= organizational performance, ER= employee retention

At the end of assessing structural model, i is to evaluate R* of the proposed model
which shows the impact of predicting variables on the outcome variables. The values of R
square of the present study are mentioned in table 7 below showing the values to be
substantial as the criteria proposed lwsenrches.

Table 7. R Square
R Square
ER 0.467
Op 0.526

Note: PJF= person job fit, OP= organizational performance,

EX £ 5] ERd
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By, *‘\ f?‘ . . 5 P b
s 3239 3190 gpamp . e Y
~ / 1B 36505 1O o7
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Figure 4. Structural Model

Note: PJF= person job fit, OP= organizatonal performance, CF= compensation fairness,
TM-= talent management, ERO= employee recognition, ER= employee rerention
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1
After assessing the structural model E the present study, researcher examined the
predictive relevance as per the criteria proposed by Geisser (1974), thar the values of Q
square should be more than zero. The researcher adopted bn'lfolding procedure and
found that the criteria is fulfilled as all values are non-zero as mentioned in rable 8 and
figure 4 below.

Table 8. Q square

ER 0.381

Op 0411

Note: PJF= person job fir, OP= organizational performance,

There are certain limitations as well which should be overcome in the furure studies.
Employee retention strategies must also be assessed with other human resource dimensions
and factors like training of the employees. moreover, impact of retention of employees on
creativity and innovation should be examined in fme studies. The finding of the studies
will be helpful for the policy makers o develop straregies by which they can remin the
employees by using human resource strategies.

5. Conclusion

Competition among the banking sector is rising around the globe. Same is the siruation
of Islamic banking sector in Indonesia. In the time of intense competition, it has become
really difficult for the banks ro improve their Oreganizarional Performance. In this scenario,
the employees working in the banks are asser which plays B’y important role to reach the
pre-decided organizational goals and objectives. Therefore, this study w@nduc[ed to find
the relarionship of Employee Retention, compensarion fairness and talent management
strategies on Employee Retention and Organizarional Performance. Results of the study
revealed thar if banks adopt proper talent management straregies and look for the talented
and skilled employee from the day one, they will be better able to rerain then which will
result in their Organizational Performance. on the other hand, Employee Retention is also
an important strategy under Human Resource department of banks which is key to retain
the employees. employees must be recognized for their high achievemens and good
performance so they can give their best efforts wo achieve the organizatonal goals and
prefer to stay inf§lef same bank. In the end, fairmess in compensation packages also have
the handful role to rerain the employee for the longer period of dme.
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