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Abstract — The purpose of this research is to
determine the intervening impact of the organizational
intelligence with respect to talent management
practices and the performance of the employees in the
scope of pharmaceutical businesses in Jordan. Using a
structured questionnaire, descriptive and analytical
techniques were employed to find information from the
pertinent population of managers, deputy managers
and overall department heads. 150 valid responses
were achieved and examined. The findings indicate a
positive correlation between employees, competitive
advantage, and job success. When employees’ skills are

correctly identified and effectively utilized in
appropriate roles, organizations tend to achieve
superior performance, particularly within the

pharmaceutical industry. This research study is mostly
limited to the pharmaceutical industry in Jordan,
hence, the generalization of the findings may be an
issue. Further studies should seek how these findings
would apply in other industries and even regions. This
study offers and important perspective on the
organizational intelligence as a mediator between
talent management and job performance, aiding in the
formulation of strategies on how the organizations can
enhance performance through the proper acquisition
and utilization of manpower.
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1. Introduction

At the present time as a result of the tremendous
technological development and globalization that led
to the removal of borders between all organizations
in the world, and the phenomenon of Human capital
flight has increased in a clear way, contemporary
organizations face severe competition in the work
environment [1]. Accordingly, the need has emerged
towards attracting, retaining and developing talent,
and developing strategies to attract talent and human
intelligence, including them in the plans for the
development of strategic human resources, and the
development of the necessary mechanisms in order to
qualify leaders who are capable of making excellence
and possessing competitive advantage [2].

Organizational intelligence  represents  the
organization's ability to use their human and
organizational energies to adapt to the surrounding
environment and changes in the internal and external
environment and analyze them to discover strengths,
weaknesses, opportunities, and threats in order to
optimally invest in internal capabilities and invest
external opportunities to the company's success in
achieving their goals [3]. On the other hand, Job
performance depends on talents and capabilities in
achieving the planned goals, and therefore
organizations rely on a number of indicators and
dimensions to measure job performance that take into
account the extent of commitment, creativity, and
achievement [4]. The importance of an integrative
relationship between workers and the organization's
initiatives to enhance organizational agility, as well
as the presence of human minds that elevate
organizational performance and gain a competitive
advantage [5]. Consequently, organizations are eager
to plan and implement training programs that
enhance competencies and talents. The organization
is focused on growth, survival, and profitability [6].
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The business environment faces a gap between
supply and demand that is constantly increasing and
expanding as head to the competitive global
economy [2].

As a result, the organizations tend to improve
their strategies, policies, and practices with a view to
attracting, developing, and assigning the required
human talents, preserving them, and searching for
strengthening organizational intelligence capabilities
to keep the organization in competition in the
business environment because individuals with
talents are able to lead companies and improve their
performance, and as a result, it appeared the so-called
talent war [7]. Organizations have recognized the
challenges and threats of talent war and faced them
in the light of the concept of talent management, but
a number of organizations, especially Arab ones, still
need a realistic understanding of this challenge, as it
relies on measuring the gap in the current job
performance on managing threats to carry out
processes to improve job performance through plans,
strategies, policies, and practices instead of managing
opportunities that require less effort and cost to
achieve excellence and success, which is talent
management and job performance, to reach the
alignment in managing possibilities and threats [8],
[9].

Previous studies have identified a knowledge gap
in the literature regarding the measurement of
organizational intelligence's mediating role in the
relationship between talent management strategies
and job performance in pharmaceutical companies in
Jordan. Therefore, the purpose of this study is to
address these questions:

1. In what ways do talent management strategies
affect the organizational intelligence in
pharmaceutical companies in Jordan?

2. How does organizational intelligence act as a
mediator between talent management strategies
and job performance?

3. How do talent management strategies impact the
performance of an individual employee in the
pharmaceutical industry in Jordan?

4. What is the role of organizational intelligence in
strengthening the effect of talent management
programmes on job performance?

5. What are the most important factors in talent
management, involving particular techniques and
practices that are bearing the greatest fruits in
terms of enhanced organizational intelligence and
performance in pharmaceutical industry in
Jordan?

2. Literature Review

This section provides a thorough analysis of
earlier research and theoretical viewpoints related to
the relationship  between job  performance,
organizational intelligence, and talent management
strategies.
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In addition to emphasizing the mediating function
of organizational intelligence in improving employee
and organizational outcomes, it investigates how
organizations attract, develop, and retain talent. The
literature review is organized into subsections that
look at the key ideas: job performance,
organizational intelligence and its components, talent
management, and its strategic dimensions. These
subsections serve as a conceptual basis for the study's
research framework and hypotheses.

2.1. Talent Management

Talent management represents a strategic and
integrated approach to attracting, developing, and
retaining employees who possess the skills and
competencies necessary to achieve an organization’s
long-term objectives. It ensures that businesses have
the right people in the right positions, contributing
effectively to  organizational growth  and
sustainability. Within the framework of business
organizations, talent is defined as a rare and valuable
asset characterized by distinctive, often complex, and
difficult-to-imitate qualities [10].

Talent can be defined as the cognitive skills and
abilities that human resources possess to help them
achieve career excellence [11], while [12] defined it
as a group of workers who possess ideas, knowledge,
and skills to enhance production and achieve
effectiveness. The term "talent" is used in the
contemporary business management environment,
specifically in the human resources management
environment, due to the intense competition among
numerous international organizations and companies,
which has compelled them to incorporate innovative
ideas and methods into their programs, work
mechanisms, and functions [13].

2.1.1. Talent Management Strategies

Talent management strategies refer to a structured
set of organizational practices and policies aimed at
attracting, developing, retaining, and effectively
utilizing talented individuals to achieve the
organization’s strategic objectives. These strategies
ensure that the organization builds and sustains a
competitive  workforce  capable of driving
performance and innovation in a dynamic business
environment [11]. Such strategies attempt to
guarantee that there are the correct individuals with
the correct abilities performing the correct tasks at
the appropriate time in the organization. Usually,
talent management strategies are aimed with three
dimensions: the talent acquisition strategy, and talent
development strategy, and talent preservation
strategy [14].
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Within this framework, talent management
strategies usually have three primary components:
the Talent Acquisition Strategy, which is about
finding and hiring the best candidates; the Talent
Development Strategy, which is about improving
employees' skills and abilities; and the Talent
Preservation Strategy, which is about keeping good
employees and lowering turnover. All of these
factors work together to create a process that helps
businesses build a skilled, driven, and devoted staff
that can keep their edge in a constantly changing
business world.

2.1.2. Talent Acquisition Strategy

Talent acquisition strategy represents a systematic
and proactive approach to identifying, attracting, and
selecting the most suitable candidates for specific
roles within the organization. It ensures that
individual ~ capabilities are  aligned  with
organizational needs and long-term objectives,
thereby strengthening the company’s human capital
foundation and supporting sustainable competitive
advantage [15]. Organizing and managing the
effective management of a talent pool is developing
human potential for the needs of the organization and
fills the gaps not only for today management needs
but plans for tomorrow as well. They employ a
competency model to determine and assess the
potential of the candidates that they wish to work
with in terms of qualifications and the organizational
culture. Most of the times the activities of acquiring
talent revolve around the employer’s branding,
candidate’s relationship management, and utilizing
internal as well as external talent pools. Within the
pharmaceutical field, in this case, this is very
important since there is the necessity of very
specialized knowledge and skills [2].

2.1.3. Talent Development Strategy

Talent development strategy focuses on the
continuous improvement of employees’ skills,
competencies, and knowledge to enhance their
professional growth and performance. It ensures that
employee development initiatives are aligned with
the organization’s long-term strategic objectives,
thereby fostering a culture of learning, innovation,
and sustainable success [16]. It involves offering
training programs, mentorship, career development
opportunities, and continuous learning platforms that
help employees grow within the company. The aim is
to build a skilled, adaptive workforce that can meet
the current and future demands of the industry. For
pharmaceutical companies, where innovation and
technical expertise are critical, talent development
helps keep the workforce up-to-date with industry
trends, research advancements, and regulatory
requirements [17].
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2.1.4. Talent Preservation Strategy

Talent preservation strategy, also known as talent
retention, focuses on maintaining a stable and
committed workforce by implementing effective
organizational practices and policies. It aims to retain
high-performing employees, reduce turnover, and
foster long-term engagement through a supportive,
motivating, and inclusive work environment that
promotes loyalty and satisfaction [18]. This
dimension is all about providing a healthy workplace
culture, decent pay, career advancement
opportunities, and job happiness. Without talent
retention, critical organizational survival capabilities
such as knowledge retention and the costs of
avoiding high employee turnover will be lost in vain.
In the case of pharmaceutical organizations where
the workforce has highly specialized skills, retention
of talent can help in enhancing the capability to
execute research, innovate and perform overall
activities [19].

2.2. Organizational Intelligence

Organizational intelligence refers to an
organization’s collective ability to gather, interpret,
and utilize information effectively in order to make
informed decisions and maintain competitiveness in a
dynamic business environment. It arises from the
growing need to respond proactively to
unpredictable, unprecedented, and sudden changes,
allowing organizations to adapt efficiently and
sustain long-term success [20]. The existing
knowledge required to carry out an organization's
activities becomes outdated and ineffective,
necessitating the creation, development, and
application of new knowledge that aligns with the
changing work environment. It seems that the
interaction between an organization and its
environment ultimately determines the organization's
survival [21]. Organizational intelligence is the
ability of the organization to deal with environmental
changes that often take place around it quickly and
unexpectedly through a rapid and innovative
response, and to exploit and deal with these changes
as opportunities through which the organization can
achieve growth, success, and prosperity [22]. The
ability of a business to generate high-quality, high-
performance goods and make a profit in a dynamic
global market environment is known as
organizational intelligence [23], [24].

2.2.1. Dimensions of Organizational Intelligence

Organizational intelligence is a multifaceted
concept that can be understood through several

complementary  dimensions  reflecting how
organizations  perceive, analyze, and apply
knowledge.
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The literature commonly categorizes these
dimensions into three interrelated components:
Sensing Intelligence, Intelligence in the Decision-
Making Process, and Intelligence in
Application/Practice. Together, these dimensions
illustrate  how organizations collect information,
transform it into strategic insights, and implement
actions that enhance performance and adaptability
[25].

2.2.2. Sensing Intelligence

Sensing intelligence refers to an organization’s
ability to continuously monitor, interpret, and record
environmental changes in real time. This includes
identifying  shifts in  consumer preferences,
recognizing the entry of new competitors, and
tracking the emergence of novel technologies.
Through effective sensing capabilities, organizations
can anticipate market trends, mitigate potential risks,
and respond proactively to evolving business
conditions [26]. The technique of strategically
monitoring  external occurrences that might
significantly affect competitive activity,
organizational strategy, and future performance is
known as sensing. The task of sensing encompasses
actions like gathering data on events that reveal
environmental  shifts, filtering out irrelevant
information using pre-established guidelines, and
initiating decision-making and practice tasks that
facilitate organizational adjustment to environmental
shifts or the emergence of fresh environmental shifts
[27]. Explaining how special events affect business,
identifying opportunities and threats based on event
interpretation, creating action plans that direct
resource reconfiguration, and coming up with new
competitive actions all depend on the ability to
gather, compile, organize, and assess pertinent
information from a range of sources [28].

2.2.3. Intelligence in the Decision-Making Process

Decision-making intelligence represents a critical
dimension of organizational intelligence, as it
enables organizations to transform collected data and
insights into meaningful strategic actions. It involves
analyzing information, identifying opportunities and
risks, and formulating evidence-based decisions that
guide the organization toward achieving its
objectives. Intelligence in the decision-making
process therefore reflects an organization’s capacity
to integrate interconnected actions that interpret
complex events and convert knowledge into
informed strategic choices [29]. To comprehend the
effects of certain events on their work, organizations
gather, compile, organize, and assess related data
from a range of sources.
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Organizations find opportunities and risks through
these actions. Practical principles then function to
minimize the effect of threats and increase the impact
of opportunities. Guidelines for reorganizing
resources, managing company operations, and
launching novel competitive strategies in the market
are known as business principles [30].

2.2.4. Intelligence in Application - Practice

Intelligence in application or practice represents
the stage where organizational insights and decisions
are transformed into concrete actions. It emphasizes
the organization’s ability to operationalize strategic
plans effectively by aligning innovation, adaptability,
and resource management. This dimension refers to
an organization’s capability to introduce new
products, services, and pricing models at the right
time, while dynamically reorganizing resources,
adjusting operations, and restructuring supply chain
relationships in response to strategic objectives and
market demands [31]. As a result of the decision-
making job to handle environmental change, the
practice mission consists of a series of actions to
reassemble organizational resources and alter
business processes according to business principles.
Organizations can reorganize their structure or
implement different activities and resources to
modify business processes [32]. The activities of
new, competing market organizations are also part of
the practice assignment. With strategic partners and
important clients, implement new price structures,
new goods and services, and policy changes [25].

2.3. Job Performance

Job performance represents a critical measure of
how effectively employees carry out their tasks to
achieve organizational goals. It reflects both the
efficiency and quality of work produced, serving as a
key determinant of overall organizational success.
Consequently, organizations that actively assess job
performance aim to enhance both quantitative and
qualitative outcomes by empowering employees,
improving their skills, and providing continuous
training and motivation [33]. Performance is a
merger between the individual’s behavior and the
organization’s strategy, and it has a special interest
within the organization as one of the indicators of
achieving the goals [34].

According to the organization measures job
performance by comparing the  workers'
accomplishments to the planned and expected ones
through feedback [35]. It is crucial to inform the
workers about the evaluation results to rectify any
deviations or negatives in their performance, and to
create training plans to address deficiencies and poor
performance.
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The job performance encompasses the individual's
execution of their duties and responsibilities as
outlined in their job description, along with the
identification of performance indicators [36]. These
indicators serve to gauge the individual's level of
achievement and efficiency, thereby evaluating their
contribution to the organization's goals. Therefore, it
is important to ensure that the incentive system in
place in the organization meets the needs and
aspirations of employees to raise morale and increase
their sense of responsibility towards the organization.

H1: There is a positive impact relationship

between talent management strategies and
organizational intelligence.
H2: A positive  relationship  between

organizational intelligence and job performance.

H3: There is a positive relationship between
talent management strategies and job performance,
mediated by organizational intelligence.

H4: The relationship between talent management
strategies and job performance.

Talent

Organizational
Intelligence

3. Methodology

This study is theoretically based on various
known frameworks, including human factors theory
and social exchange theory. The Human Factors
Theory underscores the significance of human talent
in influencing organizational outcomes, positing that
talented and proficient individuals are essential for
improving performance in many organizational
settings. The Social Exchange Theory posits that
reciprocal relationships form the foundation of
connections between employees and organizations,
where mutual benefits can boost engagement and
motivation, ultimately leading to improved job
performance. Using these existing theories as a
jumping-off point, the researchers constructed a
hypothetical study model to investigate how
organizational intelligence serves as a mediator
between talent management strategies and job
performance. Previous research has shown that
effective talent management is crucial for developing
organizational intelligence, which boosts job
performance. Figure 1 illustrates the research model.

Management
strategies

Job Performance

Figure 1. Study model

Researchers used a questionnaire to collect data
from respondents in a field study on pharmaceutical
companies in Jordan. The researchers collected and
analyzed the data wusing appropriate statistical
methods. They reviewed and researched previous
studies and related literature in the available
databases to develop the theoretical framework. The
researchers developed the study questionnaire,
subjected it to a literature review, and had it reviewed
by several arbitrators. The researchers distributed it
directly to the sampling unit, splitting it into two
main sections: The first part: It includes paragraphs
containing general information about some personal
variables or what is known as demographic
guestions, including (gender, age, educational
attainment, years of service, and marital status).
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Part two includes a paragraph with restricted
answers related to the study variables divided into
three  axes: talent management strategies,
organizational intelligence, and job performance.

In order to achieve the objectives of the study, the
current study was conducted in the pharmaceutical
companies in Jordan, registered with the Jordanian
Society for Pharmaceutical Industries, which
numbered 13 companies until 2020. The inspection
unit was comprised of 190 managers, their deputies,
and department heads. Where the questionnaires
were distributed to the members of the inspection
unit and received 162 of them, after verification, 12
questionnaires that were not valid for analysis were
excluded due to errors and shortages.
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It was thus adopted (150 questionnaires) only for
conducting the analysis, which resulted in an answer
rate of 79% of the questionnaires distributed.

The researchers used a set of statistical methods
included in the statistical software package
(SPSS.v.21) and (AMOS.v.21). The reason for using
these two programs for data analysis is their
accuracy, which aids in reaching objective and
accurate conclusions.

Additionally, the program AMOS is considered
one of the most advanced statistical tools for testing
intermediate variables. To guarantee the reliability
and validity of the results, this paper employed a
variety of statistical methods. Using SPSS v.21, the
researchers tested for kurtosis and skewness, two
indicators of a normally distributed set of data. Also
conducted in SPSS v.21, the Kaiser-Meyer-Olkin
(KMO) test confirmed that the sample was
appropriate for factor analysis. In order to determine
global saturation, the researchers used factor loading
in an exploratory factor analysis (EFA), and the
researchers proved construct validity with AMOS
v.21.

Table 1. Description of the sample of respondents

Using SPSS v.21's Cronbach's alpha to assess
internal consistency, the researchers made sure the
measuring tools were reliable. The researchers used
SPSS v.21's Pearson's correlation matrix to conduct
correlation studies and look for linear correlations
between the variables.

The researchers used descriptive statistics to
summarize the data, which included calculating the
arithmetic mean and standard deviation. The
researchers employed route analysis, utilizing the
regression weight approach, to scrutinize the research
hypotheses and subsequently validated them using
AMOS v.21 software. These procedures guaranteed
that the research-related study variables were
relevant and statistically significant.

4. Results

Respondents answered a number of questions
about their gender, age, years of service, marital
status, and educational attainment in order to provide
a comprehensive picture of the study sample's
demographics, as indicated in Table 1.

Properties Categories Iterations Percentage
Mention 92 %61
Gender female 58 %39
Total 150 %100
From 21 to 25 38 %25
From 26 until 30 27 %18
Age From 31 to 35 53 %35
From 36 and above 32 %21
Total 150 %100
BA 105 % 70
Higher Diploma 14 %9
Educational attainment M.A. 27 % 18
PhD. 4 %3
Total 150 %100
From1to5 12 %8
From 6 to 10 10 %7
From 11 to 15 70 %47
Years of service From 16 to 20 23 %15
From 21 to 25 19 %13
From 26 and over 16 %11
Total 150 %100
Married 88 %59
Unmarried 37 %25
Social status Absolute 15 %10
Widower 10 %6
Total 150 %100
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Table 1 illustrates the current search for a set of
properties, where possible, to contribute to the
achievement of the study's objectives. The gender
distribution shows that 61% of the participants are
male (n = 92), while 39% are female (n = 58). In
Jordanian pharmaceutical companies, males exceed
females in both numbers and percentages, suggesting
that they make up the majority of employees.

Regarding age, 25% of the respondents are aged
between 21 and 25 years, 18% are between 26 and
30, 35% fall within the 31 to 35 age group, and 21%
are 36 years and older. These ratios are effective in
achieving the study's objectives, as they demonstrate
the ability of the study sample members to
comprehend the questionnaire paragraphs and
provide thoughtful responses.

In terms of the educational attainment index, the
majority (70%), followed by those with a master's
degree (18%), a higher diploma (9%), and a PhD
(3%), demonstrate the study sample's comprehension
of the questionnaire paragraphs and familiarity with
the realities of Jordan's pharmaceutical industry.
Regarding the indicator for the number of years of
experience, the results indicated that 47% of the
study sample individuals had experience ranging
from 11 to 15 years, with the remaining 15th percent
having experience from 16 to 20 years. The
percentage indicates the duration of experience,
which ranges from 25 to 21 years. The years of
service indicate that 47% of respondents have
between 11 and 15 years of service, with smaller
proportions having 16 to 20 years (15%), 21 to 25
years (13%), 26 years or more (11%), 1 to 5 years
(8%), and 6 to 10 years (7%). The social status index
revealed that 88 people, or 59%, are married, a
significant percentage that reflects the psychological
stability of the study sample members.
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On the other hand, 37 people, or 25%, are
unmarried, with 15 cases representing the remaining
10%. The number of divorce cases was 10, while the
widowed case accounted for 6% of the total.

Table 2 displays the accuracy and quality of the
data measurement across multiple aspects, including
talent management  strategies, organizational
intelligence, and job performance. Multiple metrics,
including (skewness and kurtosis), KMO (Kaiser-
Meyer-Olkin), factor loadings, and Cronbach’s alpha,
are employed to assess the normality, sample
adequacy, and internal consistency of the data.

The analysis of talent management strategies
reveals that the skewness and kurtosis values provide
insights into the distribution shape (within £1.96),
indicating that the data distribution was normal.
While the KMO values ranged from 0.796 to 0.834,
which are considered excellent, confirming that the
sample size was suitable for further analysis. The
skewness and kurtosis values of the items suggest
that the data distribution is considered acceptable in
the context of organizational intelligence. The 0.781
KMO result indicates that the sample size is enough
for factor analysis. Robust factor loadings, spanning
from 0.634 to 0.883, are seen, and a Cronbach's alpha
of 0.854 suggests the scale is very reliable. The
KMO value for Job Performance is 0.834, indicating
an adequate sample size for conducting factor
analysis. The factor loadings for individual items
span from 0.579 to 0.879, with all values meeting or
surpassing the acceptable threshold of 0.40. This
demonstrates robust correlations between the items
and the underlying factor. The overall dimension
exhibits a Cronbach’s alpha of 0.844, indicating a
robust level of internal consistency. The factor
loadings exhibit a robust range, spanning from 0.628
to 0.861, complemented by a Cronbach's alpha of
0.876, which signifies an exceptional level of internal
consistency.

1127



TEM Journal. Volume 15, Issue 2, pages 1121-1133, ISSN 2217-8309, DOI: 10.18421/TEM152-16, May 2026.

Table 2. Testing the accuracy and quality of the measuring instrument data

Variable Item Skewness | Kurtosis | KMO Fact_or Cronbach’s
loading alpha
lteml -0.050 -0.784 0.796 | 0.866 0.844
ltem2 0.879
ltem3 0.790
ltem4 0.758
ltem5 0.676
ltem 6 0.780
ltem 7 0.742
ltem 8 0.749
M-g‘?]'aeggment Item 9 0.663
Strategies Item 10 0.675
ltem 11 0.693
Iltem 12 0.638
Iltem 13 0.644
Iltem 14 0.708
Item 15 0.579
Talent Acquisition Strategy 0.760
Talent Development Strategy 0.740
Talent Preservation Strategy 0.608
Organizational lteml -0.838 0.885 0.781 | 0.883 0.854
Intelligence Item 2 0.838
ltem 3 0.693
ltem 4 0.737
ltem 5 0.812
ltem 6 0.634
ltem 7 0.813
ltem 8 0.796
ltem 9 0.743
Item 10 0.780
ltem 11 0.743
Iltem 12 0.781
Iltem 13 0.666
Iltem 14 0.698
Item 15 0.776
Intelligence sensor 0.781
Intelligence in the decision-making 0.736
process
Intelligence in application / practice 0.686
Job Performance Iteml -0.740 0.153 0.834 | 0.816 0.876
Item 2 0.844
Item 3 0.806
Item 4 0.640
Iltem 5 0.809
Item 6 0.816
ltem 7 0.743
Item 8 0.719
ltem 9 0.799
Item 10 0.801
Iltem 11 0.730
Iltem12 0.829
Iltem13 0.842
Iltem14 0.781
Iltem15 0.736
Iltem17 0.788
Iltem18 0.861
Iltem19 0.628
Item20 0.776
Iltem21 0.781
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4.1. Linear Relationships, Linear Multiplicity and
Descriptive Statistics

During the importance of the variables and the
level of their awareness by the members of the
sampling unit, this requires conducting descriptive
statistics represented by both the mean and the
standard deviation and how it will come later. Linear
relationships, linear multiplicity, and descriptive
statistics between the variables can be estimated by
analyzing the correlation (Pearson). Because the data
has a normal parameter distribution. And
determining the linear relationship between the
dimensions and variables of the study in order to
provide initial support for the hypotheses of
influence in the study, as this type of analysis
examines the interrelationships between independent
and approved variables, which describe the direction
and degree of correlation among them, and this is
presented through the correlation results that show
correlation coefficients. The value of the correlation
coefficient Pearson to the variables ranges between
(1) and (-1), so, when its value is (1), this indicates a
complete positive correlation, and when its value is (-
1), this indicates a complete reverse correlation, but
if its value is (O This indicates that there is no linear
correlation between the variables. As for the strength
of the linear relationship between the variables.
There is a guiding standard for the level of the
relationship between the variables that includes three
states: weak, medium, and strong, where it is seen
that the correlation whose value falls between (0.10

Table 3. Linear relations and descriptive statistics

to 0.29), or (0.10-) to (0.29-) is considered weak, and
the correlation whose value falls between (0.30 to
0.49), or (0.30-) to (0.49-) is considered an average,
while the correlation between (0.50 and more), or
(0.50- or more) is strong.

The Pearson correlation coefficients indicate
substantial positive correlations among the variables.
Talent management strategies exhibit a positive
correlation with Organizational Intelligence (r =
0.596, p < 0.01) and Job Performance (r = 0.549, p <
0.01). Organizational Intelligence exhibits a
substantial positive connection with Job Performance
(r = 0.551, p < 0.01). The findings indicate that
enhancements in Talent management strategies and
Organizational Intelligence correlate with elevated
Job Performance. The averages and standard
deviations represent the average values of each
variable in the research. The average ratings for
Talent management strategies (M = 3.70),
Organizational Intelligence (M = 3.71), and Job
Performance (M = 3.69) indicate that participants
assessed these dimensions comparably, exhibiting
relatively high levels.

The standard deviations for these measures are
comparatively low (Talent management strategies:
SD = 0.57, Organizational Intelligence: SD = 0.58,
Job Performance: SD = 0.81), signifying minimal
variability in the replies, suggesting that most
participants' assessments are near the mean. The
correlation matrix and descriptive statistics can be
shown in Table 3.

Talent manqgement Organizational Intelligence Functionality
strategies
Talent management 1
strategies
Organizational Intelligence 596 ™ 1
Job Performance 549 ™ 551 1
Mean 3.70 3.71 3.69
Std. Deviation 57 .58 .81
**_Correlation Is Significant at the 0.01 Level (1-Tailed)

Path analysis, a method that involves a network of
linear relationships in one direction and uses the
effect of measured variables to indicate other
measured variables in one direction, was used to test
hypotheses. This method also allows for the analysis
of a set of variables. Path analysis focuses on the
relationships between measured, observed, or
observed variables, which are measured directly and
not through indicators (paragraphs). It assumes that
the measured variables fall within rectangles rather
than ovals, and they can be either independent or
external variables.
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Independent or external variables exogenous
variable the study's goal does not encompass the
variables that influence them; the dependent or
internal variables are considered endogenous. The
independent or external variables are either explained
variables, where the researcher explains the variance
of the dependent variable that influences it, or
predictive variables, which are the causal variables
that exert an influence on the dependent variables.
The straight arrows from which it emits, i.e., from
external independent variables to internal approved
variables, indicate its effect.
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These arrows are called paths. In the hypothetical
model of the study, there are usually multiple paths
that indicate the effect relationships between the
variables. These paths can be either direct (where the
independent variable directly affects the dependent
variable) or indirect (where the independent variable
indirectly affects the dependent variable through the
means of a third variable, known as the intermediate
variable). Path analysis is heavily dependent on
charts and graphs that give a more accurate and
understandable picture of the situation. Researchers
and statisticians recommend a set of ready-made
software, such as AMOS, LISREL, SAS, and EQS,
for conducting path analysis. A program has been
used. The researchers utilised AMOS V.21A, a
sophisticated and contemporary statistical software,
to yield more precise outcomes. The researchers also
used it for other study tests, ensuring that the results
aligned with the data being examined in the same
program. The study employed the regression weights
method to test the hypotheses and confirm their
acceptance or rejection. To be acceptable, the
hypothesis must have values (CR) greater than 1.96
and a significance level of p < 0.05. Table 4 shows
the results of the regression estimates.

Table 4. Results of the regression estimates

Hypothesis| Estimate CR P Decision
Hi 0.673 14.941 | 0.000 | Acceptable
H: 0.661 14.773 | 0.000 | Acceptable
Hs .445 15.221 | 0.000 | Acceptable
H 4 0.262 17.382 | 0.000 | Acceptable

5. Discussion

Table 4 shows the results of regression analysis,
implying  positive correlations among talent
management strategies, organisational intelligence,
and job performance. All hypotheses (H1, H2, H3,
and H4) demonstrate statistical significance, as
showed by P-values of 0.000, showing a strong
relationship among the variables analysed. The
Critical Ratio (CR) values provide additional
evidence for the statistical significance of these
relationships. SET suggests that social behaviour
arises from an exchange process, in which
individuals assess the potential benefits and risks
associated with their social relationships. Within the
framework of the regression analysis presented, the
connections among talent management strategies,
organizational intelligence, and job performance can
be better understood by examining this theoretical
perspective.
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H1: The relationship between talent management
strategies and organisational intelligence is strongly
and positively correlated, demonstrated by a
regression estimate of 0.673 and a CR of 14.941,
therefore H1 supported. This indicates that talent
management strategies significantly and directly
impact the enhancement of organisational
intelligence. From SET's viewpoint, organisations
that prioritise talent management strategies are
fostering a meaningful relationship with their
employees [37]. When the organisation offers
resources such as professional development,
recognition, and chances for career advancement, it
shows that it truly cares about its employees.
Employees, in return, share their insights and
experiences, helping to build the organization’s
knowledge and enhance its collective intelligence.
Structured talent management programs improve an
organization's collective intelligence through the
promotion of innovation and knowledge sharing [38].

H2: The analysis shows a strong relationship
between organisational intelligence and job
performance, the estimate value is 0.661 and a CR of
14.773. When organisations become smarter, it often
leads to better job performance for everyone
involved. SET suggests that when employees sense
that their input towards the organization's
intelligence is appreciated, they tend to respond with
enhanced job performance [35]. The notable estimate
(0.661) suggests that employees who thrive in a
smart, resourceful organisation feel more motivated
to excel, as they engage in a relationship where their
efforts are acknowledged and rewarded. Higher
organisational intelligence improves decision-
making, leading to better performance among
employees [39].

H3: The relationship between talent management
strategies and job performance is beneficial, with
organisational intelligence playing a mediating role.
The estimate for this hypothesis stands at 0.445,
accompanied by a CR of 15.221. This indicates that
talent management plays a role in enhancing job
performance through its impact on organisational
intelligence. SET describes this as a layered
interaction: effective talent management strategies
enhance the overall intelligence of the organisation,
which subsequently results in improved job
performance [40]. When employees are given
chances to grow and develop, they often feel a sense
of responsibility to use their new skills to boost the
organization’s overall intelligence and performance.
This series of interactions highlights the importance
of give-and-take, where one supportive action, like
nurturing talent, paves the way for even more
positive results, such as enhanced organisational
intelligence and improved job performance. Talent
development programs can improve job outcomes
when they are combined with organisational
practices that support the use of intelligence and
knowledge [16].
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H4: The relationship between talent management
strategies and job performance has been validated,
showing a direct estimate of 0.262 and a CR of
17.382. The effect is positive, but it's not as strong as
it was in H1 and H2. This finding aligns with the
work of [41], who suggest that although talent
management strategies play a vital role, their
influence on job performance is frequently shaped by
other elements within the organisation, including
culture, leadership, and employee engagement. SET
suggests that when organisations invest in their
employees' growth and development, those
employees may see a direct boost in their job
performance. The results corroborate previous
research that has shown talent management
techniques to have a significant impact on
organisational intelligence and employee
performance on the job. Studies like [42] have shown
similar trends, demonstrating how companies with
strong talent management strategies boost both
individual employees' performance and the team's
overall intelligence. This leads to a lasting edge over
the competition.

6. Conclusion

The research investigated the mediation role of
organisational intelligence in the relationship
between talent management techniques and job
performance in pharmaceutical firms in Jordan. The
results indicate that talent management practices
significantly influence organisational intelligence and
job performance. Organisational intelligence was
identified as a vital mediating factor, amplifying the
influence of talent management on job performance.
These findings underscore the necessity of aligning
personnel management strategies with initiatives to
cultivate and maintain organisational intelligence to
enhance job performance. Based on these findings
and the insights from prior literature, several key
recommendations were developed. First, companies
should focus on attracting human talent based on
competency and eligibility criteria to ensure a high-
quality workforce. Additionally, creating divisions
within companies that are dedicated to investing in
and motivating talent - while using quantitative
evaluation criteria - can help identify and nurture
talented employees. Developing strategies and
policies aimed at discovering, developing, and
retaining talent is essential for enhancing job
performance and achieving organizational goals.

Furthermore, regular assessment of both internal
and external environments is essential for enhancing
organisational intelligence, enabling organisations to
more effectively respond to abrupt or unforeseen
environmental shifts.
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A crucial tip is to analyse the risks associated with
talent mobility and assess the expenses involved in
alleviating its effects on organisational performance.
Organisations must consistently enhance
competencies  that promote  superior  work
performance, ensuring these initiatives correspond
with the strategic vision and objectives of the entity.
Subsequently, more research must be undertaken on
these factors across other businesses and contexts to
provide comparative analysis and corroboration of
findings.
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