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Abstract

The present study aims to examine the effect of transformational and transactional leader-
ship styles on the effectiveness of talent management in the Jordanian Ministry of Health,
where the mediating variable is employee engagement while the moderating variable is
organizational culture. The current study fills an important void in the literature because
few studies have integrated all these relationships within the public healthcare sector in a
Middle East context. A cross-sectional quantitative study was performed using stratified
random sampling over 154 departmental units within the Ministry of Health. A structured
questionnaire was used to gather data from 379 healthcare professionals, which were then
analyzed by applying Structural Equation Modeling (SmartPLS 4). The results show that
transformative leadership ( = 0.238; p = 0.043) as well as transactional leadership are
significant to the success of talent management. Leadership styles also positively affect
employee engagement (3 = 0.66; p = 0.001), and employee engagement in turn has a positive
influence on the effectiveness of talent management (3 = 0.309; p = 0.001). Organizational
culture is shown to have a moderating effect (f = 0.102; p = 0.012), which strengthens
the relationship between leadership and talent management. The findings underscore
the need for culturally appropriate leadership development and engagement strategies
in public healthcare systems. Based on the findings, policy-makers in the Ministry of
Health might consider investing in leadership competency building and develop support-
ive organizational cultures as strategic approaches to strengthen talent management and
organizational performance.

Keywords: leadership styles; talent management effectiveness; employee; organizational
culture

1. Introduction

This is a constant problem in Jordan’s health sector, including the MOH, which in-
volves insufficient staffing, high employee turnover and disaffection among staff members.
As the country’s largest single provider of health services, its structure still accounts for
around a third of the nation’s health workforce [1], and the MOH is suffering consider-
able difficulties in talent management, recruitment, development and retention strategies.
Rapid population growth, significant refugee migration, and rising service needs all impose
significant strain on healthcare personnel [1] and add to these challenges. Recent research
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indicates that there are continued issues with retention and morale, with MOH nurses and
midwives reporting moderate job satisfaction and work engagement [2].

The problem of human resource becomes more prominent when talking about the
issue of inefficient talent management in the MOH in the context of the workforce co-
nundrum. Talent management includes the entire set of processes that an organization
uses to attract, develop, retain and maximize the use of human resources to meet strategic
goals [3]. Within the healthcare sector, particularly in public health institutions, effective
talent management is crucial for maintaining continuity of care, mitigating burnout, and
improving organizational resilience. The empirical evidence suggests that leadership styles
in hospitals in Jordan may negatively impact talent management as nurse managers tend
to use transactional and passive leadership styles [4]. Empirical studies have revealed
positive relationships between transformational and authentic leadership with employee
engagement and job satisfaction and negative relationships between these same leadership
styles and turnover intentions, and that job satisfaction mediates between these leadership
styles and employee engagement [5]. In spite of all these evidences, transformational
leadership practice is still not used to its full potential in Jordanian public healthcare insti-
tutions, and formal leadership development programs are still limited in their extent and
implementation [6].

The process of employee engagement has emerged as a key intervening variable
between leadership and organizational results. Vigor, dedication and absorption in work [7]
will be higher if the employees feel their leaders are supporting and inspiring them. In
Jordanian healthcare, however, engagement levels are still at a moderate level, which may
be attributed to the lack of empowerment and limited recognition of staff performance
contributions [8].

Moreover, organizational culture has an important moderating influence on the in-
fluence of leadership on employee behavior and performance. A positive and supportive
culture with a focus on teamwork, recognition, and shared values can facilitate the effective-
ness of transformational leadership, while a rigid hierarchical structure can impede it [9,10].
Research in hospitals in Jordan has shown that an unhealthy organizational culture has a
negative impact on service delivery, staff retention, and well-being of the employees [8,11].
Furthermore, the organization culture of the Ministry of Health has been described as
bureaucratic and very centralized, which may affect leaders’ capacity to be motivational
and engage employees effectively [12].

Even though the interrelationship between leadership, engagement and talent man-
agement has been recognized, there is still a lack of empirical studies investigating the
three variables together in the unique field of the Jordanian MOH and its public health-
care system among developing economies. Most of the studies to date have focused on
one or two of these constructs individually or in pairs, as well as on mechanisms that might
explain the complex relations between these constructs and the context-dependent effects
that may occur. Further, research has mainly seen ‘leadership style” as a single, whole entity,
without investigating the distinct nature of its effects on any given leadership dimension,
such as the different mechanisms by which transactional and transformational leadership
influences practices of talent management and employee engagement. This theoretical
dimension would be especially relevant in the healthcare environment of the Middle East
and developing countries where organizational and cultural aspects could be significantly
different from those in developed countries in the West.

2. Literature Review

Leadership styles that have an emphasis on transformational and transactional lead-
ership focus on how organizations recognize, develop and retain their high-potential em-
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ployees [13]. Support provided by effective leadership with strategic vision and resources
can be sustained to implement talent management practices in a sustainable manner [14].
Transformational leadership has a positive impact on creativity and intrinsic motivation,
which increases the outcome of talent retention and development [15]. Whereas transac-
tional methods are focused on short-term business engagements, which can disrupt the
realization of distinctive human capital. Transformational leadership has been seen to have
a positive impact on staff turnover, meaning that if it is well applied, it results in higher
staff retention rates and institutions are able to keep their best resources [16]. Employees’
alignment with organizational performance goals increases leadership competencies, which
affects employee performance outcomes [16].
Based on the above, the following hypotheses can be drawn:

H1. TL positively influences the effectiveness of talent management.

Hla. There is a positive relationship between transactional leadership and effectiveness of
talent management.

H2. Leadership styles (transformational and transactional) positively impact employee engagement.

The positive relation between employee engagement and talent management effec-
tiveness is highlighted.

Employee engagement is when staff are motivated, engaged, and contributing to their
organization’s success [17]. Talent management is the process of attracting, developing
and retaining high-potential employees [3]. Employee attachment is strengthened through
organizational support, and employee engagement is shaped by talent management prac-
tices and organizational culture [10]. This suggests that there is a positive relationship
between employee engagement and talent management [18]. According to Achmada &
Soetjipto [19], talent management indirectly affects employee performance through em-
ployee retention. Pandita and Ray [20] also argue that alignment of talent management
with employee engagement yields better retention outcomes.

H3. Employee engagement positively impacts Talent Management Effectiveness.

Employee engagement is a critical component of the leadership/talent manage-
ment effectiveness relationship [21]. Engagement is supported by visionary leaders
through the use of suitable rewards and motivational measures, leading to the reduc-
tion in turnover rate and growth in commitment [22]. Additionally, organizational cul-
ture serves as a moderating agent in the transformational leadership and creative perfor-
mance link [23]. Furthermore, there is a significant impact among organizational culture
and interaction between talent management and innovation [24]. Learning-oriented cul-
tures enhance responsiveness to leadership styles and employee development [25]. How-
ever, rigid organizational cultures can undermine the effectiveness of leader and talent
management practices.

Abdullahi et al. [26] discovered that talent management practices like succession
planning, promotion and performance appraisal had a significant effect on employee
performance, which is mediated by employee engagement. Ali et al. [27] explained that
there is a strong relationship between leadership and talent development, and that the
effect of transactional leadership on talent engagement is direct and indirect through
talent development.

The above suggests the following hypotheses:
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H4. Organizational Culture moderates the relationship between Leadership Styles and Talent
Management Effectiveness.

HS5. Leadership Style significantly influences Employee Engagement which in turn significantly
influences Talent Management Effectiveness.

This study aims to discuss the effect of leadership and types of leadership on the
effectiveness of talent management practices in the Jordanian Ministry of Health. The
results reveal that leadership impacts not only directly but also indirectly via employee
engagement as an important mediator during talent management.

3. Methodology

In line with this approach, this study was designed using a quantitative approach.
A structured questionnaire was created for the systematic and standardized collection of
data from the study sample. The direct and indirect relationships between variables will
be tested by appropriate statistical methods, which will make them more reliable and will
increase the possibility of verifying and reusing the results in the future. The positivist
philosophy adopted in this study results in a high level of objectivity and scientificity,
and provides quantitative measurable and verifiable evidence as a basis for the results.
This increases its validity in comprehending the nature of leadership styles and talent
management in an organizational environment that is impacted by organizational culture
and employee engagement.

3.1. Data Collection

The main empirical data that was gathered in this research was obtained through the
use of a well-designed structured questionnaire which was designed in such a manner
that it would operationalize the research objectives. There were discrete portions of the
tool that captured the sociodemographics of the participants, the current leadership styles,
the practices of talent management in the organization, the functioning of the employee
engagement as a mediating construct, and the functioning of the organizational culture as a
moderating construct. The survey was sent online to the staff and top executives of various
departmental units in the Jordanian Ministry of Health, thus a representative cross-sectional
sample was ensured. Responses received via the participants were the main data processed
in the form of analytical techniques. Data analyses were also conducted using the complex
software package of Structural Equation Modeling (SEM) called SmartPLS 4 to provide
an analysis of the interrelations between the variables of study. This methodological
approach enabled direct, indirect, and moderating mechanisms to be assessed, which
originate from the leadership styles and effectiveness of the talent management processes
explicitly considering the mediating role of the employee engagement and moderating role
of organizational culture.

3.2. Study Instrument

This study adopted the use of a structured questionnaire because it was appropriate
to the nature of the research objectives due to its ability in measuring the relationship
between the variables. The questionnaire was structured into two major axes, with clearly
documented sources of measurements:

Demographic Data (8 items): Gender, age, years of experience, job title, workplace,
educational level, marital status.

Main Study Axes (79 items total):
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e Leadership Styles (20 items): Adapted from the Multifactor Leadership Question-
naire (MLQ-5X) that measures transformational dimensions (idealized influence, in-
spirational motivation, intellectual stimulation, individualized consideration) and
transactional dimensions (contingent reward, management-by-exception). The reli-
ability in the present study is satisfactory for the MLQ-5X (« = 0.84-0.91), which is
internationally applied.

o Talent Management Effectiveness (18 items): Adapted from Abdullahi et al. [26]
and Ekhsan et al. [18], which have been proven to be reliable in organizations
(x =0.82-0.89).

e From the Utrecht Work Engagement Scale (UWES-17), which is composed of
three dimensions—vigor, dedication and absorption; Employee Engagement (15 items).
The UWES is extensively validated in 20+ countries and health fields (« = 0.85-0.93).

e  Organizational Culture (16 items) adapted from the Organizational Culture Pro-
file (OCP), which measures innovation, teamwork, development and collaboration
(o =0.79-0.86).

All the items used a 5-point Likert scale ranging from strongly disagree (1) to strongly
agree (5). The full questionnaire was then professionally forward- and backward-translated
by bilingual experts to guarantee that there is semantic equivalence and cultural appro-
priateness within the Jordanian healthcare context. Furthermore, a pilot study involving
45 healthcare professionals was carried out to determine the clarity, readability and cultural
appropriateness of the scale, and four items were altered to increase the readability of
the items.

Demographic Data: Gender, Age, Years of Experience, Job Title, Workplace, Level of
Education, Marital Status. These questions aim to describe the characteristics of the sample
and analyze variables according to their personal and professional characteristics.

Main Study Axes: These items were aimed at measuring four main variables, which
were leadership styles, effectiveness of talent management, employee engagement, and
organizational culture. The items were adapted from previous reliable studies based on the
five-point Likert scale (1 = strongly disagree, 5 = strongly agree), which ensures the accuracy
of the measurement, and it can be analyzed statistically. The participants” agreement or
disagreement was measured on a Likert-type scale from 1 (strongly disagree) to 5 (strongly
agree), with the intermediate points indicating varying levels of agreement. the length was
determined as 1.3 as per the equation (5-1/3). Average scores were determined to be at low,
medium and high levels, following this calculation: low level: 1.00-2.33; medium level:
2.34-3.67; high level: 3.68-5.00.

3.3. Study Population and Sample

The study population comprised all 3847 permanent and contract staff and leaders in
154 departmental units in the Jordanian Ministry of Health. Stratified random sampling
was used to ensure representation across the following: (1) professional categories (clinical
staff—nurses, physicians, and allied health professionals; administrative staff; senior man-
agement), (2) organizational levels (frontline staff, supervisors, middle managers, senior
leaders), and (3) institution types (teaching hospitals, secondary hospitals, primary health
centers). The participants were randomly selected by systematic random sampling from
Ministry HR rosters, using calculated sampling intervals within each stratum. Employees
of at least 6 months tenure were included in the sampling frame. Based on power analysis
(0c = 0.05, power = 0.80) for SEM analyses, a sample of 400 was estimated to detect medium
effect size. The questionnaires were sent out on the internet and had a 2-week deadline
for completion, with reminders set up to go automatically. The non-response bias was
evaluated by comparing the early responses with the late responses, by means of t-test
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(p > 0.05). The final analytical sample comprised 379 respondents (94.75% response rate),
which was sulfficient for the proposed analyses and exceeded the recommended number.

4. Result
Descriptive Analysis of the Demographic Data

Table 1 presents the demographic details of the study sample (N = 379) of the Jordanian
Ministry of Health. There were 201 men (53) and 178 women (47). The majority of the
participants were between 35 and 45 years (136, 35.9), and the next group were between
25 and 35 years (112, 29.6%). The number of employees with over 10 years of experience was
the highest (121, 31.9%). The highest occupational group was nurses (147, 38.8%), followed
by administrative employees (102, 26.9%) and doctors (94, 24.8%). Most respondents were
mostly employed in hospitals (213, 56.2%). The majority had a bachelor’s degree (207, 54.6),
and most of them were married (246, 64.9%).

Table 1. Demographic characteristics of the study sample (N = 379).

Frequency Percentage
Gender Male 201 53
Female 178 47
Age Group 25-35 years 112 29.6
35-45 years 136 35.9
45-55 years 94 24.8
55+ years 37 9.7
Years of Experience Less than 3 years 61 16.1
3-5 years 88 23.2
6-9 years 109 28.8
More than 10 years 121 31.9
Job Title Doctor 94 24.8
Nurse 147 38.8
Administrative Employee 102 26.9
Others 36 9.5
Place of Work Hospital 213 56.2
Clinic 61 16.1
Health Directorates 73 19.3
Ministry of Health 32 8.4
Level of Education Diploma 69 18.2
Bachelor 207 54.6
Master 78 20.6
Doctorate 25 6.6
Marital Status Married 246 64.9
Widowed 21 55
Divorced 34 9
Single 78 20.6
Total 379 100
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Descriptive Analysis of the Study variable

Table 2 shows mean value, standard deviation and relative importance of the vari-
ables being examined. The leadership styles recorded the greatest mean score (M = 3.94,
SD = 0.62), which means that the leadership behaviors were of moderate prevalence in
the respondent. It was followed by employee engagement of 3.79 (SD = 0.64), which
referred again to a moderate level of engagement. Talent management produced a mean
of 3.62 (SD = 0.56), which means that there is moderate adoption of talent-management
practices, but the organizational culture had the least mean (M = 3.55, SD = 0.66), again
indicating a moderate position. When combined, there seems to have been a moderate
level of perception of all variables by the participants of the study.

Table 2. The mean, standard deviation, order and importance of organizational culture.

Items Mean SD Importance
Leadership styles 3.94 0.62 medium
Talent Management 3.62 0.56 medium
Organizational Culture 3.55 0.66 medium
Employee Engagement 3.79 0.64 medium

Internal Consistency for Reliability

The internal consistency reliability is evaluated by the coefficients, which reflect the
extent to which the items of a scale reflect a concept [28]. Cronbach’s alpha and composite
reliability are the most common reliability studies. Cronbach’s alpha was not used in
this study because of the concern as to how to ensure a high internal consistency of the
modified scales by using composite reliability. This is consistent with the notion of Gotz
et al. [29], suggesting that it offers a better measure of reliability. The effects of each item
on a composite score are not ignored as is the case with Cronbach’s alpha, which assumes
equal contribution of all items to a construct. The acceptable value of composite reliability
ranges from 0.60 to 0.90 [30]. Generally, a Cronbach’s alpha of at least 0.7 is considered
acceptable [31].

Hair et al. [32] defines convergent validity as being the correlation of the indicators of
a latent construct that are able to measure the intended construct. In general, it is measured
by average variance extracted (AVE) that measures the average variance explained by
indicators of a construct. If the AVE is >0.5, it is often necessary to confirm convergent
validity [33].

As can be seen in Table 3, all of the constructs had AVE values greater than 0.5, so this
study meets the convergent validity criterion. The internal consistency of the constructs of
the study is satisfactory, with composite reliability coefficients all above the accepted limit
of 0.70 as shown in Table 3 and Figure 1.

As indicated by Hair et al. [32], the assessment of internal consistency reliability
is conducted using the composite reliability coefficient, which should meet a minimum
threshold of 0.70. The values presented in Table 3 demonstrate that the composite reliability
coefficients for the constructs in this study are satisfactory, as all of them exceed the
acceptable level of 0.70.
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Table 3. Assessment of the measurement model.

Construct Outer Loadings  Cronbach’s Alpha > 0.7 Reﬁgﬁﬁ(t);i;eo. 6 E:::::; %e (X;r]i;)ulc(e)‘ 5
Organizational Culture 0.824 0.936 0.597
Culturel 0.74
Culture2 0.765
Culture3 0.774
Culture4 0.836
Cultureb 0.857
Culture6 0.818
Culture7 0.839
Employee Engagement 0.837 0.947 0.641
Engagement1 0.783
Engagement10 0.777
Engagement2 0.728
Engagement3 0.789
Engagement4 0.804
Engagement5 0.852
Engagement6 0.821
Engagement? 0.843
Engagement8 0.778
Engagement9 0.821
Leadership styles 0.809 0.928 0.649
Leadership1 0.675
Leadership10 0.76
Leadership2 0.8
Leadership3 0.659
Leadership4 0.813
Leadership5 0.766
Leadership6 0.851
Leadership7 0.836
Leadership8 0.799
Talent Management 0.87 0.901 0.572
Talentl 0.801
Talent2 0.881
Talent3 0.814
Talent4 0.768
Talent5 0.783
Talent6 0.77
Talent7 0.71
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Figure 1. Research model.

Variable Correlation Using the Fornell-Larcker Criterion

Table 4 represents the results of variables correlation using Fornell-Larcker approach
to assess the discriminant validity of the measurement model.

Table 4. Variable correlation-root square of AVE.

Culture Engagement  Leadership Style Talent
Culture 0.805

Engagement 0.596 0.801
Leadership Style 0.845 0.66 0.773
Talent 0.784 0.708 0.769 0.757

Fornell and Bookstein [34] stated that discriminant validity is determined by using the
correlation method, in which it exists if the square root of the average variance extracted
(AVE) for a variable is greater than the correlation coefficients between that variable and any
other variable. This means that the value should be higher than the off-diagonal elements
in the correlation matrix. In this study, this criterion was confirmed by the correlation
matrix, thus indicating the discriminant validity of the measurements used.

Hypotheses Testing (Path Coefficient)

This section discussed the findings of the path coefficient used to test research hy-
potheses. The finding of direct effect hypotheses (Hy, Hy, H3, Hs, and Hs), presented
in Table 5.

According to the results in Table 5 and as illustrated in Figure 2, the empirical support
of all hypotheses was obtained in the direct and indirect direction. Leadership style
had significant positive direct effects on talent management effectiveness (H1: 3 = 0.238;
t =2.31; p = 0.043) and employee engagement (H2: 3 = 0.66; t = 9.323; p = 0.001). The
leadership contribution to variance in employee engagement is quite large, where around
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43.5% of that variance is due to leadership. This resulted in a positive effect of employee
engagement on talent management effectiveness (H3: 3 = 0.309; t = 3.429; p = 0.001).
Both direct effects were significant for organizational culture: the direct effect on talent
management (3 = 0.405; t = 3.142; p = 0.002) was the strongest, and the direct effect on
the leadership—talent management relationship was significant (H4: 3 = 0.102; t = 2.509;
p = 0.012). The relationship between leadership and talent management was mediated
by employee engagement, with the indirect effect explaining 46.2% of the total effect of
leadership on talent management (p = 0.204; t = 3.353, p = 0.001). The overall effects of
leadership style on talent management were significant (3 = 0.442; t = 3.481; p = 0.001).
The results confirm the impact of leadership on talent management, both directly via
organizational pathways and indirectly via psychological engagement mechanisms, and
show the effect of organizational culture to be significant amplifying factors.

Table 5. Structural model assessment.

Hypo. Direct Effect B Mean SD T Statistics p Values *
Direct effect
Hi1 Leadership Style -> Talent 0.238 0.239 0.103 2.31 0.043
H2 Leadership Style -> Engagement 0.66 0.664 0.071 9.323 0.00
H3 Engagement -> Talent 0.309 0.305 0.09 3.429 0.001
H4 Culture x Leadership Style -> Talent 0.102 0.097 0.041 2.509 0.012
Culture -> Talent 0.405 0.408 0.129 3.142 0.002
Indirect Effect
H5 Leadership Style -> Engagement -> Talent 0.204 0.201 0.061 3.353 0.001
Total Effect
Leadership Style -> Talent 0.442 0.441 0.127 3.481 0.001
* Sig. at («x < 0.05).
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Figure 2. A structural model explaining the main correlations between the research variables.
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Coefficient of Determination (R-square) Value

Calculating effect size (R-square) is performed when the changes between
two variables in the correlation exist. In this study, a smart-PLS algorithm function is
used to obtain the values R-square as indicated in Table 6.

Table 6. R-square of the endogenous latent variables.

R-Square R-Square Adjusted
Engagement 0.435 0.429
Talent 0.727 0.715

In Table 6, the coefficient of determination (R?) was performed to determine the size of
the effect and the share of variables in the endogenous variables that the predictors explain.
The results of the smart-PLS algorithm revealed that the R? of employee engagement was
0.435 (adjusted R? = 0.429) which indicates that 0.435 or 43.5 percent of the variance in
employee engagement was accounted by the leadership style. On the same lines, R? value
of 0.727 (adjusted R? = 0.715) was discovered to have talent management, meaning that
about 72.7 percent of the variations in talent management could be explained by leadership
style, employee engagement and organizational culture as presented in Figure 2. The values
of these parameters show that there is a significant explanatory power of the structural
model of the relationships analyzed.

5. Discussion

The empirical data presented in Table 5 shows that leadership style and talent man-
agement are significantly and positively correlated (H1). This result aligns with the
previous studies of Khan [13] and Abdullahi et al. [26], which found that leadership
practices significantly affect the organizational ability to recruit, develop and retain high-
potential employees. Within the Jordanian MOH context, however, the moderate effect size
(B = 0.238) is worth a discussion. The MOH is governed centrally, has a limited budget,
and has a uniform set of human resource policies, which limits the discretion of leaders.
However, the magnitude of the direct effect suggests that leadership behaviors, supportive-
ness and focus on development have meaningful effects on the perceived and experienced
levels of talent management practices, even in this context. The implication for public
sector interventions in leadership development is that the interventions should be related
to behaviours that can take place within current constraints.

The direct effect of leadership style on employee engagement is quite strong
(B = 0.66; p < 0.001). This effect is explained by social exchange theory and self-
determination theory, which sheds light on the psychological mechanisms that explain the
impact of leadership on organizational outcomes. Transformational leaders who provide
vision, individual consideration and intellectual stimulation address employees’ psycholog-
ical needs for autonomy, competence and relatedness, which improves intrinsic motivation
and engagement. In Jordan’s healthcare environment, where clinical employees often
experience a sense of undervalued and disempowered situations, leaders who focus on
meaningful work, recognition and development opportunities can make a significant dif-
ference to boosting engagement even when there are structural limitations. In contexts
where external recognition and voice is limited, the engagement effect is strong (3 = 0.66),
highlighting the importance of engagement mechanisms in such settings.

The results indicated a significant positive relationship between engagement and
perception of talent management (3 = 0.309; p < 0.001), which reflects that those who are
engaged perceive that they are being better managed in the organization. This is a two-way
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street: engaged workers are involved in development, are available to mentor others, and
are dedicated to staying. In the MOH context, where the nursing staff turnover is relatively
high (12-15% annually), engagement becomes one of the significant leverage points that
can increase the effectiveness of the nursing staff management process.

The direct effect of organizational culture was the highest (3 = 0.405; p = 0.002), which
is better than direct effect of leadership. The discovery implies that organizational culture,
including shared values, norms, recognition systems and collaborative structures, are
just as if not more important than individual leadership behaviors. Institutional theory
approaches argue that organizational culture is an informal institution that creates “norms
and behavior” that influence the implementation of formal talent management policies.
The authors argue that restrictive cultural norms can even hinder the efforts of good
leaders in the context of MOH, which is described as being bureaucratic, hierarchical,
and risk-avoidant. The culture moderation effect (3 = 0.102; p = 0.012) suggests that
the effectiveness of leadership depends on the context of the culture. Transformational
leadership is perceived as legitimate in cultures that emphasize participation and openness
and boosts effectiveness. In other cultures, however, with a hierarchical structure and a
greater focus on compliance, similar behaviors may have a negative impact.

The analysis found that about 46% of the overall impact of leadership happened
through employee engagement (mediation: 3 = 0.204), while 54% happened through direct
pathways, indicating dual mechanisms of leadership influence. In this mediation, the
psychological engagement states and the behavioral manifestations of an organization’s
impact on leadership are highlighted. Engagement should be made explicit in leadership
development and leadership assessment should include measures of engagement.

These findings, when placed in the context of the integration of the contingency theory,
institutional theory, and organizational complexity theory, prove that the effectiveness of
talent management is not just from one variable, but from a combination of integrated
and mutually reinforcing organizational systems. Leadership, engagement and culture are
interwoven mechanisms that have outcomes. Talent management has to be supported by
the simultaneous development of the three systems and not by piecemeal approaches. Last
but not least, the results show that good leadership plays a crucial role in achieving talent
management effectiveness, thus highlighting the need to examine leadership as an integral
part of leadership improvement in organizations. The findings highlight the importance
of creating a positive and conducive work atmosphere with a supportive and interactive
management style, which promotes employees’” commitment. The evidence shows that
employee engagement contributes positively to the effectiveness of talent management
(H3), in line with the previous research conducted by Achmada & Soetjipto [19], which
emphasized the importance of employee engagement as one of the factors that affect the
performance and employees’ retention. Employees and talent management strategies have
a reciprocal influence on each other, with one reinforcing the other.

It has also been found that the organizational culture plays a moderating role between
leadership style and the effectiveness of managing talents (H4). These results are aligned
with Mahajan [24], who highlighted the need for shared values and systems to improve
the effectiveness of leadership and talent management strategies. One that promotes a
learning-oriented organizational culture fosters employees’ initiative and responsibility,
while rigid cultures may inhibit positive behaviors.

The results also show that leadership style affects talent management, although em-
ployee engagement (H5) acts as an intermediary process. This is also corroborated by
Pandita & Ray [20], who emphasized the need to integrate talent management initiatives
with employee engagement initiatives to enhance talent retention outcomes. The correla-
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tion implies that organizational culture and employee engagement serve as crucial support
mechanisms, improving the effectiveness of organizational leadership.

These results indicate that leadership style is not a standalone element of talent
management, but an element of a wider talent management system that includes employee
engagement and organizational culture [3,6] when viewed in the context of what has
been previously published. These interrelationships underscore the need for additional
research to gain a better understanding of how the behaviors of a leader function in other
organizational settings.

Last but not least, the results show that good leadership makes a significant contribu-
tion to the successful implementation of talent management strategies, highlighting the
need to investigate leadership behaviors as one of the key factors in improving organiza-
tional performance [6,26].

6. Conclusions

The findings from this research showed that the leadership style, employee engage-
ment and organizational culture are interdependent and mutually reinforcing, and that
they contribute to the effectiveness of talent management in the Jordanian Ministry of
Health. It is found from the empirical results that leadership styles (transformational and
transactional) have a significant influence on the effectiveness of talent management di-
rectly (B = 0.238), and indirectly through the variable of employee engagement (3 = 0.204),
which amounts to 46% of the total influence of leadership on the effectiveness of talent
management. Leadership investments have a cascading psychological and behavioral
impact that is significantly related to employee engagement (3 = 0.66). Organizational
culture has a significantly strong direct influence on talent management (3 = 0.405), which
is more than all other direct influences while also moderating leadership effectiveness
(B = 0.102). Together these three variables explain 72.7% of the variance in the effectiveness
of talent management within an organization in the healthcare field and thus have a strong
explanatory power in the determination of the level of performance of an organization in
the healthcare sector.

Practical implications for MOH leadership and Human Resource Development:

Transformational Leadership Development (High Priority): Formal leadership de-
velopment programs should focus on transformational aspects such as individualized
consideration, inspirational motivation, and intellectual stimulation. Specific skills that
will support employee engagement through the practice of listening and engaging with
employees, recognizing employee accomplishments, coaching employees in career devel-
opment, and communicating the career pathway to employees should be taught as part
of the program. Lecture formats should be supplemented with behavior change methods
(coaching, peer learning, on-the-job practice).

Organizational Culture Change Initiative (Priority: Highest): Culture has a strong di-
rect impact on talent management (3 = 0.405), which means that culture change should also
be given the same or a higher priority than leadership change. A diagnostic culture assess-
ment must be undertaken, with subsequent actions to: (a) create a culture of psychological
safety for reporting of errors; (b) develop a culture of open and honest communication
with regular leadership visibility; (c) develop a culture of recognition and celebration of
contributions; (d) foster a culture of interprofessional working through cross-functional
teams; (e) foster a learning culture through protected training time.

Comprehensive employee engagement programs:

1. Employee Engagement and Well-Being Programs (Priority: High): Implement
comprehensive engagement programs such as: (a) bi-annual employee engagement surveys
with transparency and sharing of results; (b) burnout prevention programs in response to
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the high prevalence of clinical burnout (45%+); (c) career development and advancement
opportunities; (d) work-life balance initiatives; (e) mentoring and peer support programs;
(f) clinical supervision for high stress specialties.

2. Talent Management Practice Improvement (Priority: High): Clearly define talent
management practices to support leadership and culture efforts by: (a) developmental
performance appraisal focused on coaching; (b) succession planning with career visibility;
(c) transparent and merit-based compensation and advancement; (d) training based on
leadership priorities and individual development plans.

3. Governance and Policy Reform (Priority: Medium-term): Mitigate the constraints
of policy on leadership flexibility by: (a) reviewing and reforming policies that constrain
leadership; (b) decentralize appropriate decision-making authority to departmental lev-
els; (c) establish interprofessional governance to facilitate staff voice; (d) design learning
systems and performance dashboards to support evidence-based management. Addi-
tionally, regular employee engagement surveys should be conducted to help to clarify
the influence of employee engagement on talent management. The data that has been
acquired needs to be used to build specific metrics that can be used to supplement the
interaction of employees. There also needs to be consensus on policy from leadership and
the human resources section of the Ministry to enhance the effectiveness of programs and
initiatives implemented.

Finally, the scope of the study could be expanded to other fields within the Ministry
of Health or other government agencies to broaden the findings on the link between
leadership and talent management in a cross-section of professions. Implementation
of these recommendations could have a significant improvement impact on the overall
performance of the unit in the Jordanian Ministry of Health and encourage a culture of
excellence and innovation in the working environment.
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