Journal of Business and Retail Management Research (JBRMR), Vol. 13 Issue 1

October 2018

The effect of talent management and emotional intelligence on
organizational performance: Applied study
on pharmaceutical industry in Jordan
Marzouq Ayed Al-Qeed
The World Islamic Science & Education University, Amman, Jordan
Amineh Abdul Halim Khaddam
Amman Arab University, Jordan
Zeyad Faisal Al-Azzam
Education Malaysia Jordan, Embassy of Malaysia, Jordan
Khalid Abd El Fattah Atieh
Arab American University, Palestine
Keywords
Talent Management; Emotional Intelligence; Performance; Pharmaceutical Industry; Jordan
Abstract
This paper studies the impact of talent management on organizational performance in Jordanian
pharmaceutical companies and evaluates the mediating role of emotional intelligence in the relationship
between talent management and organizational performance. A survey was distributed among managers of
pharmaceutical companies in Jordan, and 1125 responses were collected. The respondent sample was
constructed using random stratified sampling. The PLS-SEM was used to test the hypothesized relationships
of the model. The study result revealed positive relationships between (1) talent management and
organizational performance, (2) talent management and emotional intelligence, and (3) emotional intelligence
and organizational performance. Employing PLS path modelling to evaluate the structural model is highly
original. The paper emphasizes the importance of emotional intelligence as a mediator of the relationship
between talent management and organizational performance in the pharmaceutical industry of Jordan.
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1. Introduction
Successive technological developments and global economic systems forced organizations to
diversify their resources to accommodate and adapt to new challenges in which public and private
organizations create their survival and growth strategies in a hyper competitive environment. Human
resources now have a vital role in helping organizations compete and achieve their goals; effective and
efficient employees are considered a competitive advantage. Firms that want to survive, grow, and sustain
their competitive advantage will work to attract, hire, cultivate, develop, and retain employees, especially
those with extraordinary talents, to create value (Horváthová, 2011). Two points of view about talent
arose: the first is that talented individuals expend extraordinary efforts and have potential that affect
organizations effectiveness; the second view is that all employees represent talent through their
contributions to achieve the organization’s objectives (Kehinde, 2012). In other words, a talented employee
has the highest performance and high potential to do so.
However, authors see talent as belonging to individuals possessing a triangle of knowledge, skills,
and capabilities, along with showing high potential to perform efficiently and effectively. This study
hypothesizes that the main task of human resource departments in today's organizations is to search for,
discover, develop, and preserve talent. Noteworthy, talent and talent management strategies cannot
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achieve the desired results without integrating employee engagement in organizations’ strategies
(Payambarpour & Hooi, 2015; Hanif & Yunfei, 2013).
Recent studies show that organizations will face major challenges now and in the future related to
talented employees, which might affect their organizational growth and development. Clearly, the
foundation of every organization’s potential for future success ultimately depends on the strength of its
talent. Thus, effective talent management has become so crucial to business growth and economic
progress that it is forcing organizations to re-examine how they attract, develop, retain, and engage
employees (Tajuddin, Hassan, Syed, & Ali, 2016).
In the context of Arab business organizations, similar to other public and private organization of
the world, Jordanian public and private organizations suffer from both shortages of skilful and talented
employees and low performance. These organizations are facing migrating and depleting talents because
they are in high demand. However, public and private organizations in Jordan have not realized the
importance of dealing with their talents or discovering hidden ones. Other studies conducted in the Arab
context have obviously proved that many Arab and Jordanian organizations solely attract talents
expecting to perform higher and achieve much more without giving special attention to who are those
talents. Lately, the pharmaceutical industry in Jordan has started suffering from talent migration or
depletion. Hence, talented individuals who are distinguished by their abilities, skills, knowledge and
distinctive competencies are being attracted by other global competitors. Therefore, this study aims to
examine the effect of talent management on organizational performance at pharmaceutical industry in
Jordan.
2. Literature review and research model
2.1. Talent management and organizational performance
In today’s knowledge economy, talents are becoming not only important but also scarce. Scholars
believed that talent was always inherited and predetermined by genes. Others believed that when a
person is born, he will have an innate readiness for being talented. According to Clake and Winkler (2006)
and Elegbe (2010), talents can be developed through the environment that would shape his/her
behaviour; otherwise, he will remain invisible. This talent can be divided into the following types; general
talent is expressed by general intelligence, where intelligence is the main measure of talent, and special
ability, which may be in the specific field, and a person with it performs a certain work with a high degree
of creativity and innovation. Thus, talent is intelligence with effort. Jyoti and Rani (2014) define talent as
high performers and high potential employees, who have a sharp strategic mindset, managerial,
communication, and functional skills, experience, commitment and contribution behaviour that results in
outstanding performance. The term “War of Talent” was launched in 1998 by McKinsey & Company and
proclaimed that “the better talent is worth fighting for”. Thus, McKinsey defines talent as “the sum of a
person's abilities- his or her intrinsic gifts, skills, knowledge, experience, intelligence, judgement, attitude,
character and drive, it also includes his or her ability to learn and grow” (Michaels, Jones, & Axelrod,
2001: xii; Schiemann, 2014). Moreover, talent can be defined as the person who consistently shows
outstanding performance in any field with cognitive or valuable abilities (Cooke, Saini, & Wang, 2014).
Daveis and Daveis (2010) have a different perspective of talent management. They considered it as
systematic and ongoing processes that include certain processes such identifying, developing and
retaining talents.
Indeed, certain factors might be impacting the war for talent, such as global demographics,
economic trends, increasing mobility, diversity, and transformational changes. Different factors affecting
talent management are explicitly listed, such as corporate culture, work environment, top management
commitment, financial allocations to talent management and communications (Abdul-Kareem, 2016). To
address the gap of knowing-doing in talent management that is imposed on organizations, they should
eliminate traditional business models and scarcity mindsets and adopt new approaches to finding,
nurturing, stimulating, motivating, and retaining global talents (Haines, 2013). These are innovative,
integrated and strategic responses, rather than tactical battles, to create more cooperative and generative
talent approaches (Beechler & Woodward, 2009). However, too many studies have focused on the
expected results of investigating talent management, such as motivation, competitive advantage, human
resource practices and commitment (Vaiman, Scullion & Collings, 2012; Stahl et al., 2012; Cappelli &
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Keller, 2014). However, the definition of talent is still debatable between scholars and authors
(Thunnissen, Boselie & Fruytie, 2013; Gallardo-Gallardo, Dries & Gonzalez-Cruz, 2012; Tansley, 2011;
Lewis & Heckman, 2006).
Therefore, in the early 1990s, the term talent management emerged and was popularized by many
researchers and practitioners as hyper competition dominated. According to researchers and practitioners,
the term is still young and evolving (Collings, Scullion & Vaiman, 2011), as well as contributing to
bridging the gap between talent demand and talent supply by considering the flow of talent through an
organization that will certainly align individual goals to organizational goals and workforce strategies to
business strategies (Jyoti & Rani, 2014; Hilal, 2012; Iles, 2008). Moreover, others defined talent
management as organizational procedures related to analysing, identifying, selecting, training,
developing, motivating, and retaining the higher performers and high potential employees to ultimately
achieve organizational strategic goals (Valverde, Scullion & Ryan, 2013; Nankervis, 2013; Bano, Khan,
Rehman & Humayoun, 2010; Silzer & Church, 2010).
In other perspectives, some authors viewed talent management as a new technique in human
resource management focused on recruitment, retention, developing leadership competencies, career
path, succession planning, and more (Kaur, 2013; Piansoongnern, Anurit & Kuiyawattananonta, 2011;
Thunnissen, et al., 2013; Collings & Mellahi, 2009; Vaiman, Haslberger & Vance, 2015; Gallardo-Gallardo,
Nijs, Dries & Gallo, 2015). Meanwhile, others urge that talent management is future-oriented and fulfils
strategic goals (Vaiman & Collings, 2013; Lewis & Heckman, 2006; Schweyer, 2004; Anwar, Nisar, Khan &
Sana, 2014). Therefore, organizations started to seek and nurture those talents inside and outside its
boundaries. Based on the foremost contributions, the authors can define talent management as a set of
organizational activities to attract, hire, train, develop, motivate and retain talents to meet the current and
future organizations’ objectives and seek a sustainable futuristic leadership (Sart, 2014).
Generally, most scholars and practitioners symmetrically agree on the following four components
of talent management strategies that organizations should implement: talent attraction, talent
development, talent retention and succession planning (Irtaimeh, Al-Azzam & Khaddam, 2016). In fact,
too many models based on talent management are still considering talents as the ability of a person to
perform high, which increases success and leads to better results (Ross, 2013; Latukha & Selivanovskikh,
2016; Latukha, 2016). Numerous studies have been conducted to determine the relationship between
human resources or talent management and organizational performance in different contextual
environments. Thus, they have proclaimed that a positive relationship exists either between human
resource practices or talent management and organizational performance (Arif & Uddin, 2016; Maya &
Thamilselvan, 2013; Ibidunni, Osibanjo, Adeniji, Salau & Falola, 2016; Davies & Davies, 2010; Ingram,
2016; Al-Azzam, Irtaimeh & Khaddam, 2017). Hence, we hypothesize that
Hypothesis 1: There is a positive relationship between talent management and organizational performance.
2.2. Talent management and emotional intelligence
Interrelationships have attracted much attention where emotional intelligence plays a critical role in
aligning employees with their can-do-attitude. Furthermore, they will be engaged and perform highly to
achieve organizational strategic goals set out by their leaders. Employees will feel valued, trusted,
respected and appreciated if they are properly emotionally treated. Darwin’s contributions gave more
insights into emotion intelligence. Anecdotal studies have proved that leaders are more intelligent than
others in the organization since they are a critical factor of success. Emotional intelligence originated in the
1920s when Thorndike first proposed classifying EI into abstract intelligence, mechanical intelligence and
social intelligence (Asrar-ul-Haq, Anwar & Hassan, 2017). Gardner (1983) suggested the following two
new classification of EI: intra-emotions and inter-emotions (Calik & Birgili, 2013; Gardner & Hatch, 1989).
Several scholars made extra contributions regarding EI. Emotional intelligence theory was developed by
Mayor and Salovey in 1990. They defined it as the ability to understand one’s and others’ emotions and to
build an emotionally based relationship with others to emotionally adapt to the changing environment,
changing circumstances and changing needs (Mayer & Salovey, 1990 & 1997). Subsequently, Goleman
built his contributions based on Mayor’s and Salovey’s theory of EI. He defined EI as the one’s ability to
utilize his/her skills to catch up their state of consciousness, improve self-management, and understand
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their own and others’ feelings (empathy) by running strong relationships (Shayanipour, Imani &
Karimzadeh, 2017; Srivastava, 2013). Another definition of EI refers to the ability to recognize, manipulate
and influence one’s and others’ emotions (Keating, Harper & Glew, 2013).
According to Mayor and Salovey (1997), emotional intelligence is divided into the following four
areas; Perceiving emotions means recognizing the nonverbal or expression emotions of others that appear
through any means of contact. Using emotions to facilitate thoughts assists individual thinking regarding
developing knowledge-based experiences to guide ones’ behaviour. Understanding emotions after
recognizing ones’ emotions, analysing these emotions and anticipating the results of these emotions is the
main idea of understanding how emotions works. Finally, managing emotions reflects the ability of
individuals to use their personality traits to handle these emotions based on their own knowledge and
social awareness (Mayor, Salovey & Caruso, 2004). Symmetrically, Wong & Law (2004) propounded that
EI consists of the following four dimensions: self-emotional appraisal, others-emotional appraisal, the
regulation of emotions, and the use of emotions. Additionally, Goleman and Boyatzis (2008) classified EI
into the following four clusters: self-awareness, self-management, social awareness and relationship
management (Al-Azzam, 2015).
Therefore, the current factors encourage organizations to adapt and implement talent management
strategies to confront strategic surprises in a massive turbulent environment. However, neither attracting
nor retaining talent will be useful without considering talent development. Talent development includes
learning and building strong knowledge to effectively solve organizational problems in conjunction with
dealing with others. Notwithstanding, talent development means engaging employees with all related
strategic planning and goals of organization, so they can feel part of the solution. Palmer & Gignac (2012)
found that emotionally intelligent leadership was correlated with employee engagement. Moreover,
Hakkak, Nazarpoori, Mousavi & Ghodsi. (2015) found that emotional intelligence has a positive effect on
social-mental factors of human resources. Further studies show that emotional intelligence has a great
impact on organizations and motivating human activity (Agnello, Ryan & Yusko, 2015; Brouwers &
Vijver, 2015; Schneider & Newman, 2015; Fagan & Ployhart, 2015; Scherbaum & Goldstein, 2015). It means
that EI is highly significant in the development of human potential, teamwork, effective leadership, stress
reduction, creativity and innovation (Chopra & Kanji, 2010). Thus, emotionally intelligent employees
exhibit better skills (Antonakis, Ashkanasy & Dasborough, 2009; Njoroge & Yazdanifard, 2014). They will
be able to enhance employees’ efficiency and performance in a group through increasing their cooperation
and reducing conflicts, especially when their positive emotions are developed between employees in a
group (Mayer, Roberts & Barsade, 2008). Al Jarrah and Abu-Doleh (2015) investigated applying talent
management strategies to organizational affiliations at Jordanian universities. They revealed a significant
and extrusive correlation with the application of talent management strategies at the level of
organizational affiliation. Therefore, we hypothesize that:
Hypothesis 2: There is a positive relationship between talent management and emotional intelligence.
2.3. Emotional Intelligence and Organizational Performance
The development of emotional intelligence has occurred since the first models were developed by
Slaovey and later Goleman. The models proposed that individuals with higher intelligence quotient (IQ)
have better abilities to listen, learn and understand than those with lower scores. This finding indicates
that people with higher levels of emotional intelligence have better job performance, strong personal
relationships, more effective leadership skills and are healthier than those with low emotional intelligence
(Cooper, 1997). Since then, many studies have been conducted to examine the reciprocal relationship
between emotional intelligence and business organizations’ performance. Lyons and Schneider (2005)
examined the relationship of ability-based EI facets with performance under stress. Their study revealed
that high levels of EI would promote challenge appraisals and better performance, whereas low EI levels
would foster threat appraisals and worse performance. Certain dimensions of EI were related to more
challenges and enhanced performance. Some EI dimensions were related to performance after controlling
for cognitive ability and demonstrating incremental validity. This pattern of findings differed somewhat
for males and females. O'Boyle, Humphrey, Pollack, Hawver & Story (2011) conducted a meta-analysis
study that examined the relationship between emotional intelligence and job performance and put
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emotional intelligence into the following three streams of emotional competencies: ability-based, selfreported (peer-reported) and mixed models. They concluded that all three streams are differently
correlated with cognitive abilities and with neuroticism, extraversion, openness, agreeableness, and
conscientiousness that are differently associated with job performance. Moreover, Mohamad and Jais
(2016) found that emotional intelligence and its four dimensions (self-awareness, self-regulation, selfmotivation, empathy, and social skills) have a greater impact on teachers’ job performance.
Likewise, recent studies uncovered a strong linkage between emotional intelligence and job &
organizational performance (Pekaar, Linden, Bakker & Born, 2017; Abraham, 2004; Jorfi, Jorfi &
Moghadam, 2010; Higgs, 2004; Codier, Kamikawa, Kooker & Shoultz, 2009; Gutiérrez-Cobo, Cabello &
Fernández-Berrocal, 2017; Gutiérrez-Cobo, Cabello & Fernández-Berrocal, 2017; Arribas-Galarraga, Saies,
Cecchini, Arruza & Cos, 2017; Chaudhry & Usman, 2011). Emotional intelligence equips individuals with
the skills to anticipate their performance, especially in teamwork (Offermann, Bailey, Vasilopoulos, Seal &
Sass, 2004). Daneshfard, Rajaei, Bilondi & Banihashemi (2016) examined the effect of organizational
intelligence and talent management. They defined organizational intelligence as a combination of human
intelligence and machine intelligence and discovered the effect of each component. Their study revealed
that organizational intelligence has a direct and positive effect on talent management which, in turn,
impacted the productivity of organizations’ human resources. Others have conducted studies in the field
of nursing and uncovered that there is no significant relationship between emotional intelligence and
nurses’ perceived job performance (Vahidi, Areshtanab & Bostanabad, 2016; Talarico, Metro, Patel,
Carney & Wetmore, 2008; Healy, El-Atroush, Abol-Enein & El-Sayed, 2013; Golparvar & Khaksar, 2010).
This finding was obscure and suspicious to the current researcher. Thus, the researcher proposes the
following hypothesis:
Hypothesis 3: There is a positive relationship between emotional intelligence and organizational performance.
Despite the agreement between most studies regarding the relationships between talent
management and organizational performance, talent management and emotional intelligence and
emotional intelligence and organizational performance, none of these studies have examined the role of
emotional intelligence as a mediator in the relationship between talent management and organizational
performance. Based on the literature review, emotional intelligence is expected to reinforce talent
management competencies, which in turn is likely to affect (positively or negatively) organizational
performance. The direction of this effect (±) can be identified using empirical analysis where our
argument is going to be empirically tested. Typically, in this regard, the current research will examine the
effect of emotional intelligence in the relationship between talent management and organizational
performance as is depicted in the research model (Figure 1). Therefore, the researcher hypothesizes the
following.
Hypothesis 4: Emotional intelligence mediates the relationship between talent management and organizational
performance.
3.

Conceptual framework
In the contemporary business environment, globalization and competitiveness are overall
predominant. These integration trends imposed on all organizations to develop its own standards so as
apparently to acquire better competitive level. Thus, turning toward talent management is becoming the
valuable strategic choice that eventually boosts the organization’s performance and that is why talent
management is gaining popularity nowadays. Talent management is a process which consists of four
strategies namely; talent attraction, talent development, talent retention and talent succession, which is
used to boost organizational performance through a dynamic interrelationship between them. However,
intelligent organizations have employed emotional intelligence as a methodology to come close with its
employees to motivate them to enhance their productivity and performance. Therefore, most of the
studies suggested that talent management can influence both individual and organizational performance.
Several studies have identified emotional intelligence as EI or EQ, which fall into two categories
that each have two sub-categories: personal competence; consists of self-awareness and self-management,
and social competence; consists of social awareness and relationship management. The latter, relationship
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management, is tied to the ones’ ability to read other emotions by using own awareness to build
relationships, communicate, and navigate interactions with others successfully. The major conceptual
models of emotional intelligence are divided into three models; (1) the Salovey-Mayer model; (2) the
Goleman model; and (3) the Bar-On model. Even though other study proved the effect of emotional
intelligence on organizational performance (Rahim & Malik, 2010), it still energizes behaviour needed and
implies rational thinking, especially during the tough situations. Therefore, this study comes to
investigate the role of emotional intelligence as a mediator in the relationship between talent management
and organizational performance (figure 1 illustrates the study conceptual framework) where the
employees’ emotional intelligence is the core investigation of this study contrary to previous studies
which were carried on the leadership emotional intelligence in business organizations.

Figure 1: Research model: TM – EI – OP relationship (developed by authors)
Methodology
Generally, previous studies have proven the positive and significant relationships of talent
management with organizational performance, talent management with emotional intelligence and
emotional intelligence with organizational performance (Shemi, Mohsen & Mahboobeh, 2013; Mensah,
2015). Therefore, the main objective of the current research is to examine the effect of emotional
intelligence (EI) as a mediator on the relationship between talent management (TM) and organizational
performance (OP) in the Jordanian pharmaceutical industry, which has never been studied. Therefore, a
quantitative methodology has been employed between the research variables.
4.

4.1. Population and Sampling
The population of the current research consists of 15 pharmaceutical companies working in the
Jordanian market. The sample was chosen using random stratification of the 15 of pharmaceutical
companies operating in Jordan. A total of 1125 questionnaires were distributed to employees working in
these pharmaceutical companies, and only 985 questionnaires were returned. Reviewing these
questionnaires uncovered that only 969 questionnaires were valid for statistical analysis, resulting in an
effective response rate of 86.1%.
4.2. Measurement
Based on the aforementioned literature review, a structured in-depth questionnaire was
administered to collect the data. A survey instrument adopted from Irtaimeh et al. (2016) & Al-Azzam et
al. (2017) was developed to separately uncover the talent management dimensions such as attraction,
development, retention and succession planning; the emotional intelligence dimensions such as selfawareness, self-management, the social relationship and awareness management adopted from Goleman
(1995); and the organizational performance dimensions. These items were measured by respondents using a
Five Point-Likert type scale that ranged from 1, strongly agree, to 5, strongly disagree.
4.3. Validity and Reliability
This instrument has undergone face validity through academicians and experts in the field of talent
management and emotional intelligence to check whether the instrument was properly constructed to
measure the variables. The inter-correlations of the questionnaire items can provide a measure of internal
consistency (reliability). Therefore, the researcher conducted a standard internal consistency check of
questionnaire items using Cronbach’s Alpha, where its values range from 0 – 1.0. Consequently, the
coefficient value should be at least 0.70 or higher, although a value from 0.60 to 0.70 is considered
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acceptable (Hair, Black, Babin, Anderson & Tatham, 2010). Table 1 illustrates the results of this test with
the means and standard deviations.
Table 1. Cronbach’s alpha of research variables
Variables

Means

Standard Deviation

Cronbach’s Alpha

4.13

0.701

0.942

Talent Attraction

3.97

0.675

0.846

Talent Development

4.01

0.732

0.881

Talent Retention

3.78

0.770

0.918

Succession Planning

3.86

0.794

0.879

Emotional Intelligence
Self-Awareness
Self-Management
Social Awareness
Relationship Management

3.98
3.73
3.67
3.65
4.15

0.837
0.728
0.689
0.871
0.703

0.895
0.734
0.896
0.799
0.801

Organizational Performance
Operational Performance
Financial Performance
Technical Performance

4.52
3.89
4.10
3.93

0.822
0.698
0.823
0.765

0.913
0.788
0.897
0.945

Talent Management Strategies

5.

Results
In this section, the researcher adopted the approach proposed by Baron and Kenny (1986) that
includes four steps to test the mediational hypothesis and show the causal chain. Several regression
analyses should be conducted, and the significance of the coefficients should be examined at each step. In
the first simple regression analysis step, the independent variable should predict the dependent variable.
In the second simple regression analysis step, the independent variable should predict the mediator. In
the third simple regression analysis, the mediator should predict the dependent variable. In the last step, a
multiple regression analysis should be conducted with the independent variable and the mediator
predicting dependent variable. However, two problems may arise. First, if the effect of the independent
variable is no longer significant while controlling for the mediator, the findings will support the full
mediation. If the effect of the independent variable is decreased but still significant, then the findings
support a partial mediation.
In the first step, a simple regression analysis conducted, and the independent variable talent
management was significantly correlated with dependent variable organizational performance (β= 0.623, p<
0.001). Hence, this finding supports the first hypothesis (H 01) that “there is a positive relationship between
talent management and organizational performance”. Therefore, the null hypothesis is rejected. Table 2
shows the result of regression analysis for the mediation of the effect of talent management on
organizational performance through emotional intelligence.
Table 2. Regression analysis for mediation of the effect of talent management on organizational performance
through emotional intelligence
Step 1
Step 2
Step 3
Step 4
Variables
Organizational
Emotional
Organizational
Organizational
Performance
Intelligence
Performance
Performance
Constant
Talent Management
Emotional Intelligence
R
R2
Adj. R2
F-value

4.284***
0.623***

3.593***
0.497***

0.623
0.388
0.384
110.183***

0.497
0.247
0.241
92.469***

4.072***
0.504***
0.504
0.254
0.250
97.739***

4.638**
0.581***
0.310***
0.611
0.373
0.368
90.223***

*** P ≤ 0.01
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In the second step, a simple regression analysis was conducted that assessed model 2. The
independent variable talent management was significantly correlated with the mediator emotional
intelligence (β= 0.497, p< 0.001). Thus, the results support the second hypothesis (H 02) that “there is a
positive relationship between talent management and emotional intelligence”. In the third step, the
mediator emotional intelligence was significantly correlated with the dependent variable organizational
performance (β= 0.504, p< 0.001). By this finding, the researcher strongly rejects the null hypothesis and
accepts the third hypothesis (H03) that “there is a positive relationship between emotional intelligence and
organizational performance”. In the fourth step, according to Baron and Kenny (1986), a multiple
regression analysis was conducted where both the independent variable talent management and the
mediator emotional intelligence were regressed together to predict the dependent variable organizational
performance. The results in table 2 show that the direct effect of talent management on organizational
performance of the first regression model (β= 0.623, p< 0.001) was reduced in the fourth regression model,
but it was still significant (β= 0.581, p< 0.001). This conveys that partial mediation may exist.
The potential problem with the approach used is that it never tests the significance of the indirect
effect. Therefore, an alternative, and the strongest, approach is to calculate the indirect effect and its
significance. Thus, to calculate the indirect effect and its significance, the researcher implemented the
suggested method of Sobel (1982) that considers multiplying the two regression coefficients of step 3 and
step 2. It can be summarized as follows:
Bindirect = (Regression coefficient of step 3) (Regression coefficient of step 2)
Bindirect = (0.504) (0.497)
Bindirect = 0.251
To ensure the significance of the indirect effect of talent management on organizational performance
through emotional intelligence, the Sobel test is recommended. The Sobel test equation consists of the
following (MacKinnon & Dwyer, 1993; MacKinnon, Warsi, & Dwyer, 1995):
Z-value=a*b / SQRT (b2*sa2 + a2*sb2)
Preacher & Hayes (2008) developed an interactive calculation tool for the mediation test (Sobel test),
as shown in figure 2.

a = raw (unstandardized) regression coefficient for the association between the IV and the mediator.
sa = standard error of a.
b = raw coefficient for the association between the mediator and the DV (when the IV is also a predictor
of the DV).
sb = standard error of b.
Figure 2. Sobel Test
To run this program, the unstandardized coefficient and the standard error of the independent
variable talent management on the mediator emotional intelligence and the unstandardized coefficient and
the standard error of independent variable talent management on the mediator emotional intelligence as
predictors of the dependent variable organizational performance must be the inputs of this model. Table 3
summarizes the results of the unstandardized coefficients and standard errors.
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Table 3. Unstandardized coefficients and standard errors of the 4 models implemented
Step 1 OP
Variable

Step 2 EI

Step 3 OP

Unstandardized
Coefficient

Standard
Error

Unstandardized
Coefficient

Standard
Error

0.467

0.059

0.482

0.060

Talent
Management
Emotional
Intelligence

Unstandardized
Coefficient

0.518

Step 4 OP

Standard
Error

Unstandardized
Coefficient

Standard
Error

0.438

0.071

0.043

The results of Sobel test show that emotional intelligence significantly mediated the effect of talent
management on organizational performance (Z-value=3.657, p≤ 0.01). Therefore, the researcher
conclusively accepts hypothesis four (H04) that “emotional intelligence mediates the effect relationship between
talent management and organizational performance”. Figures 3 and 4 illustrate the direct and indirect effects of
the study variables, while table 4 recapitulates the study’s tested hypotheses.

Figure 3. Direct effect of Talent Management on Organizational Performance
*** p≤ 0.01

Figure 4. Effect of Talent Management on Organizational Performance through Emotional Intelligence
*** p≤ 0.01
Table 4. Epitomizing results
Hypothesis

Path

Effect

Result

H01
H02
H03
H04

TM
OP
TM
EI
EI
OP
TM
EI
OP

0.623***
0.497***
0.504***
0.251*** (indirect)

Accepted
Accepted
Accepted
Accepted

*** p≤ 0.001
6.

Discussion and conclusion
This study explored the extent to which emotional intelligence can predict the effects of talent
management on organizational performance in the Jordanian pharmaceutical industry. An integrated
approach that studies the effects of emotional intelligence in the relationship between the effects of talent
management on organizational performance was not found in previous studies because most of these
studies, especially current ones, overlooked the important role of the psychological interactions among
workers. However, this study highlights the role of emotionally talented workers over low emotionally
talented workers as a predictor of high performance achievements. Thus, the study’s findings supported
all four hypotheses.
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Talent management plays an important role in business organizations and has important
implications for organizational performance. Talented workers who possess high skills, competencies,
knowledge, and capabilities can perform higher and have higher potential that is reflected in higher
efficiency and effectiveness of both individuals and organizational performance. Therefore,
pharmaceutical companies should always properly look to attract new talented employees, develop
current and new onboard talented employees, and effectively retain them. Additionally, talent
management is positively and significantly associated with organizational performance. Moreover, the
study’s results revealed that talent management has a positive and significant influence on emotional
intelligence, while emotional intelligence has a positive and significant effect on organizational
performance. Thus, in this respect, there is a consensus between scholars and academicians that the
transition stage of development requires strong interpersonal leadership skills (leaders who
interpersonally aware of social benevolence) as well as a high collaboration among individuals themselves
is mandatory to ensure the sustainability of organizations. In other words, the ability to recognize and
understand others’ emotions can harmonize all talented workers to fuel their interactions in negatively
emotionally charged situations such as customer relations. Thus, emotional intelligence is most important
when forming teams and building work groups that require unifying all efforts and bringing individuals
together to solve critical issues.
Talents’ emotional intelligence is appropriate during stressful times to evaluate their own feelings
and emotions and construct new strategies to cope with each other, either individually or in team.
However, the study’s findings revealed that emotional intelligence mediates the effect of talent
management on organizational performance in the Jordanian pharmaceutical industry. Innately,
emotional intelligence is inherited in every human being and is intangible. It affects every aspect of
behaviour and how we responsively think and act. EI is made up of two core competencies; personal
competence, which is focused more on individual personality than interactions with others, and on being
aware of individual emotions and managing one’s own behaviours and tendencies. Meanwhile, social
competence focuses on understanding others’ emotions and seeing the big picture around you. Emotional
intelligence will definitely develop if an individual is continually learning new skills. Too many studies
have proved that emotional intelligence is a good predictor of organizational performance. The
pharmaceutical industry of Jordan is becoming competitive, global reaching and international, especially
in the Middle East and North Africa (MENA). Thus, a corporate growth strategy was traced that required
talented workers equipped with high potential, competencies, full understanding, high qualifications and
knowledge combined with experience to sustainably achieve the strategic target (Martin, 2014; Al-Jallad,
2017).
6.1. Practical implications
The current research study is focused on the pharmaceutical industry of Jordan. This study
employed the Goleman scale of emotional intelligence as a mediator of this research. Future studies can
use the same variables of this study in other sectors and examine the effects of emotional intelligence on
leadership powers to drive expansion strategies. In the current study, emotional intelligence and talent
management are analysed with organizational performance. Future studies should consider other
dependent variables, such as strategic agility, vigilance and business intelligence. Eventually, some of the
contextual variables, such as employee engagement, can be added to the theoretical framework, and a
mediator can also be employed.
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