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Abstract
Despite the theoretical and empirical evidence that talent management improves organizational performance it is
still one of the main challenges facing organizations worldwide and specifically in the health sector. This study
examines the moderating effect of an effective performance management system on the relationship between
talent management and organizational performance. This study was carried out on the public health sector and
was specifically focused on public health workers in Jordan. The study focused on 30 public hospitals in Jordan.
A survey of 430 respondents that were made up of public health workers was used for the analysis. SEM in
AMOS statistical analysis package was used is this study. The findings showed that a performance management
system moderates the relationship between talent management and organizational performance. This suggests
that performance management system can be used as a strategy to identify talented employees; integrate,
re-strategize and strengthen management-employee relationship to improve their organizational performance.
Keywords: talent management, performance management system, organizational performance, employees,
health workers
1. Introduction
Talent management is one of the main challenges facing organizations on a global scale. It is especially
challenging in the current volatile and dynamic business environment (Meyers & van Woerkom, 2014). The
reason for this is that talent management requires both quantitative and qualitative skills (Al Ariss et al., 2014;
Meyers et al., 2013). Talent management encompasses putting the right employee in the right position (Devine,
2008). When employees are put in the right positions in the organizations their talent is maximized for optimum
organizational success. Talent management is a relatively new area for private and public institutions and
organizations. Talent management is now being prioritized by most organizations to recruit staff because it has
been shown to have good results in attracting, retaining and developing employees (Baheshtiffar &
Nekoie-Moghadam, 2011). Talent management includes procedures to attract, retain and develop personnel
(D’Annunzio-Green, 2008). Further, talent management is essential to an organization because of its role in
helping organizations effectively entice and retain talented employees. Furthermore, the identification and the
development of talent help organizations in identifying employees that can serve as leaders in the future. This
dimension of talent management stresses the development of talent pools that possess a high level of leadership
capability (Baheshtifar & Nekoie-Moghadam, 2011).
In addition, talent management is also a strategy that is used to support the competence of the organization
through performance enhancement, succession planning, carry development and employee development
(Iles,2007). The process of managing talent is an issue facing all organizations worldwide (Gardner, 2002) the
scarcity of talent is a universal concern which has led to many organizations in the world to compete for the
same talent pool thus this issue viewed as a global labour market competition for talent. The global integration
trend demonstrates the standardizations of organizations in recruiting, developing and managing of talent to
maintain their competitive advantage and position. Hence, organizations need to adapt to global talent
management best practices as well as adapting to local labor markets and requirements (Stahl et al., 2007).
Previous research showed that talent management can increase organizational performance. There are some other
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factors that can affect the relationship between talent management and organizational performance. The aim of
these other factors is also to improve employees’ talent and organizational performance. One of these factors is
performance management system (PMS) which serves as a process that ensures that employees are working hard
towards accomplishing the mission and objectives of the organization (Cardy, 2004; Gruman & Saks, 2011)
referred to as the “Achilles Heel” of managing human capital (Buchner, 2007; Pulakos, 2009; Gruman & Saks,
2011). PMS also motivates performance, enhances development of individual skills, builds performance culture,
determines employee promotion, eliminates employee poor performance, and assists in implementing business
strategies (Lawler, 2003; Zhang, 2012). This study argues that employment practice is undergoing major
challenges that involve attracting, motivating and retaining talented employees in addition to a shortage of talent
which has led to fierce competition for talent. As a result, an effective PMS is needed in any organization to
enhance and strengthen the relationship between managing talented employees and the performance of the
organization. Thus, this study examines the effect of PMS on the relationship between talent management and
organizational performance in the health care sector.
Talent management in the health sector is more complicated than other sectors is because of the following
reasons: the level of demand for talent, shortages of talent across a wide range of health care sector professions,
the geographical movement of health experts, the diversity of the governance structure of health care service
providers, and negative external factors are all highly challenging issues in health sector which talent
management needs to solve. In addition, the inequalities that occur between the balance of demand and supply of
talented workers around the world require the understanding of ‘spatial distribution, regulation and global
circulation’ (Connell & Walton-Roberts, 2016, p. 158) in the health care sector more than in other sectors.
Further, there are issue of morality and ethics in recruitment caused by huge migration of health care specialists
and the additional ‘international recruitment industry to facilitate the passage of health care workers from source
to destination countries’ (Shaffer et al., 2016). Furthermore, there are issues of public enquiry on the quality of
the output of health workers at both managerial and clinical level. These reasons are a cause for concern and it is
imperative to focus on talent management in the health care sector to proffer an empirical solution to the
underlying talent problems.
A example of the issues facing talent management is the Jordanian health care system. This sector undergoing
numerous changes which includes the scarcity of employees as a result of job dissatisfaction and the increased
pressure on employees to provide a very high-quality health care (Alawneh et al., 2015). Employees’ job
dissatisfaction has become a key concern to the public health care system because it has led to low quality of
health care and high turnover rates in Jordanian public hospitals (Mrayyan, 2005). These challenges have serious
implication on Jordanian health care sector because replacing licensed and experienced health professionals
consumes time and is costly for the sector (Abdelhafiz et al., 2015; AbuAlRub& Nasrallah, 2017; Alhamwan et
al., 2015; Alawneh et al., 2015; Higazee et al., 2016). An empirical study was carried out by Hayajneh et al.
(2009) in the context of Jordanian healthcare sector to ascertain the rate of turnover among registered Jordanian
nurses in Jordanian hospitals. This study used a proportional random sample of 25% of the total number of
hospitals in Jordan. The findings showed that the total rate of turnover is 36.6% as a result of job dissatisfaction.
This finding is regarded a critical issue in Jordanian hospitals. Jordanian hospitals need further studies to identify
the causes and proffer effective and efficient strategies to solve it. In a report by the Committee Secretary of
Jordanian Medical Association, Dr. Walid Salah (2014), stated that 3000 doctors in Jordan wish to work outside
of Jordan as a result of job dissatisfaction and that 90 % of the 3000 doctors had left their positions in the Jordan
Ministry of Health to seek positions abroad (Alawneh et al., 2015). This is evidence that the Jordanian health
care system lacks professional health workers and there is a need to create strategies to retain the existing
talented workers and attract new ones. Thus, there is need for empirical studies to focus on how to effectively
manage talent in the Jordanian health care sector which will then improve their performance.
The remainder of this research focuses on the literature review and the development of the hypotheses. The
research then it presents the research methodology which includes the statistical model and testing procedures.
The report of the empirical results is given with a discussion on the findings. The final part of the paper is the
conclusion which includes the implications, limitations and suggestions for future studies.
2. Literature Review and Hypotheses Development
2.1 Talent Management and Organizational Performance
In summary to the various discussions on talent management, it can be concluded that talent management is a
multi-faceted concept that has been championed by human resource practitioners while fueled by the
competition for talent and built on the foundations of strategic human resource Management (Hughes & Rog,
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2008). In addition, it can also be deduced that talent management is imperative for at least two main purposes
which are (i) that effective managing of talent ensures that organizations can efficaciously obtain and hold on to
important talents, and (ii) retaining these talents for long time (Al Ariss et al., 2014).
There have been a few studies that examined the relationship between talent management and organization
performance. These studies have shown a positive relationship. Kehinde (2012) examined the effect of talent
management on the organizational performance. Kehinde examined sixteen firms in Nigeria and his findings
showed that there is a positive relationship between talent management and the organizational performance of
Nigerian firms. Kehinde recommended that firms with special talent should engage in a talent management
scheme that should be totally different from their usual style of HRM. The study of Payambarpour and Hooi
(2015) used a sample of 498 employees working in multinational corporations to investigate the talent
management effect on organizational performance. This study used PLS-SEM application in testing the
hypotheses of the study. Their findings showed that management development and strategic human resource
inputs which serve as proxies for talent management are positively related with organizational performance. The
authors suggested that to improve organizational performance, management development and strategic HR
inputs must be considered and improved.
Nafei (2016) examined the impact of talent management on organizational performance of Egyptian firms using
370 samples of employees in industrial firms. The findings showed that there is a relationship between talent
management dimensions and organizational performance. Nafei suggested that industrial firms in Egypt should
improve their organizational performance by improving the dimensions of talent management. Sareen and
Mishra (2016) used a sample of 206 professionals in Indian information technology (IT) firms to evaluate the
impact of talent management on organizational performance. The results indicated that talent management
partially affected organizational performance. The authors suggested that the effective management of the IT
professionals will improve organizational growth and profitability. Najm and Manasrah (2017) used a sample of
183 bank employees of six Jordanian banks to examine the talent management and organizational performance
relationship. Their findings implied that talent management dimensions have a positive effect on organizational
performance. The authors suggested that there is need for organizations to develop indicators that will assist in
assessing the progress of talented employees at different stages of their careers, in order to improve
organizational performance. El-Dahshan et al. (2018) investigated the effect of talent management on
organizational performance by focusing on 273 nurses that were randomly selected in two large hospitals in
Egypt. The findings of this study showed a high positive significant relationship between organization
performance and talent management components used for their study. They recommended that there is need for
healthcare organizations to adopt talent management strategy so as to stay competitive in the contemporary
health care domain. Based on the findings of these past studies, this study hypothesized that talent management
has relationship with organizational performance in the following:
H1: There is significant impact of Talent Management on Organizational Performance
H1a: Talent Management Planning has a significant impact on organizational performance.
H1b: Compensation and Rewards have a significant impact on organizational performance.
H1c: Recruiting and Attracting have a significant impact on organizational performance.
H1d: Employee Empowerment has a significant impact on organizational performance.
H1e: Employee Engagement has a significant impact on organizational performance.
H1f: Training and planning have a significant impact on organizational performance.
H1g: Organizational Culture has a significant impact on organizational performance.
2.2 Talent Management, Performance Management System and Organizational Performance
Performance appraisal is moving away from a single method of the management of performance to a more
integrated fragment of the overall Performance Management system. PMS has been defined as ‘an integrated set
of planning and review procedures which cascade down through the organization to provide a link between each
individual and the overall strategy of the organization’ (Smith & Goddard 2002, p. 248). According to Armstrong
(2006), PMS is a set of interrelated activities and processes that are treated holistically as integrated and key
components of the organization’s approach to managing performance of employees through developing the skills
and capabilities of its human capital, in order to enhance organizational capability and the achievement of a
sustained competitive advantage.
A performance management system, according to Vitez (2012), takes the subjectivity out of individual employee
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reviews and performance rewards that are conducted by managers. Performance management systems also create
a broad sense of equality where any employee can achieve the performance rewards by following the
expectations and goals identified by the company. An effective performance management system should serve as
the corner stone and driving force behind all organizational decisions, work efforts and resource allocation
(Costello, 1994). Grobler et al. (2002) believes that an effective performance management system is owned by
line managers and driven from the top of the organization. The whole process is transparent and can be openly
challenged and defended. There should be no other management process in place that conflicts with the
performance management process. The effectiveness of the performance management system is formally
evaluated at least once a year and appropriate improvements are made for the next cycle.
While some studies link performance management system to business performance (e.g., Bourne et al., 2005;
Davis & Albright, 2004), some studies link it with strategy (e.g., Braam & Nijssen, 2004). Those that link it with
firm strategy argued that organizational performance increases when employees are well aligned with the
organizational strategy. Using a performance management system will not automatically influence organizational
performance unless it is applied correctly. A Performance management system that is used to complement
corporate strategy will positively affect organizational performance, while the performance management system
that is not related to corporate strategy can reduce organizational performance. Effective implementation of
performance management systems assists in improving the quality of employees’ work, and enhances the
interaction between employees and managers. It also facilitates better understanding of organizational goals and
job expectations. A Performance management system also increases psychological commitment of employees
and motivates and coordinates a more dynamic work culture. Thus, based on the argument that performance
management system improves organizational performance, this study examines the moderating effect of
performance management system on talent management and organizational performance relationship with the
following hypotheses:
H2: Performance management system moderates the relationship between talent management and organizational
performance
H2a: Performance management system moderates by strengthening the relationship between talent management
planning and organizational performance.
H2b: Performance management system moderates by strengthening the relationship between compensation and
rewards and organizational performance.
H2c: Performance management system moderates by strengthening the relationship between recruiting and
Attracting and organizational performance.
H2d: Performance management system moderates by strengthening the relationship between employee
empowerment and organizational performance.
H2e: Performance management system moderates by strengthening the relationship between employee
engagement and organizational performance.
H2f: Performance management system moderates by strengthening the relationship between training and
development and organizational performance.
H2g: Performance management system moderates by strengthening the relationship between organizational
culture and organizational performance.
3. Methodology
3.1 Study Population and Sample
The Health care sector in Jordan was the study population of this research. This research focused on the health
care sector in Jordan for the following reasons: the scarcities of talented health workers, ethics and morality in
recruitment of health professionals, quality of the output, and the levels of training and continuing education and
sustenance of the professional competence of Jordanian health care workers (Abdelhafiz et al., 2015;
AbuAlRub& Nasrallah, 2017; Alhamwan et al., 2015; Alawneh et al., 2015; Higazee et al., 2016). The sample of
this study incuded 30 public hospitals in Jordan with a 4,373 bed capacity that constituted 37.1% of hospitals
under the Ministry of Health and constituted 28.8 % of the total number of Jordanian hospitals (Alawneh et al.,
2015; Ministry of Health, 2018; Saif, 2017). 600 questionnaires were distributed to health care workers in these
public hospitals and 454 were retrieved. Questionnaires that had incomplete responses were not included. 430
responses were finally applied for this study, representing a 71.67% response rate.
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Figure 1. Proposed empirical model
3.2 Measures
This study explored previous research to certify both the content and face validity of the measures adapted. The
constructs which are the dimensions of talent management were adapted from the study of Heinen and O'Neill
(2004) and Ali (2011). Four scale items each for Talent management planning, compensation and rewards,
recruiting and attracting, employee empowerment, employee engagement, and organizational culture were
adapted from the study of Heinen and O'Neill (2004), while four scale items for training and development were
adapted from the study of Ali (2011). This makes it a total of twenty-eight questions for talent management. The
scale for performance management system (four items) was adapted from the study of Ying (2013) and Zhang
(2012). Organization performance was measured using four items adapted from the study of Darroch (2003).
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Table 1. Sample characteristics
Characteristics

Freq

Percent

Gender

%

Male

194

Female

236

45
55

Age

%

16-25

242

26-35

106

56
25

36-45

64

15

Above 45

18

4

Diploma

210

49

Bachelor

161

37

Master

59

14

0-2

94

22

3-5

135

31

6-10

128

30

Above 10

73

17

Education

%

Experience

%

Table 1 shows that the number of female respondents is higher (236) than the male respondents (194). The age of
most respondents is between the ages of 16 years to 35 years. 49 percent of respondents are diploma holder
compared to 37 percent and 14 percent with bachelor's and master's degree, respectively. The majority of the
respondents have 3-5 years working experience as health care workers in public hospitals.
In examining the proposed model and the hypotheses, the structural equation modeling (SEM) in AMOS 24.0
version was employed by this study. The purpose of applying SEM in AMOS is because it is a sophisticated
software which performs factor analysis (CFA: measurement of the model) and regression analysis (Path
analysis: structural model) simultaneously.
4. Data Analysis
The sample set was checked for the potential issue of outliers, missing values and multi-co linearity (VIF<10 and
Tolerance= 0-1). The findings did not show any issue in the sample set.
4.1 Descriptive Statistics, Reliability and Correlation Matrix
Table 2. depicts the summary of the descriptive statistics, the correlation matrix, average variance extracted
(AVE) and the composite reliability (CR). Talent management planning (TMP) has a significant correlation with
performance management system (PMS)(at r= .241, p<.05) and organizational performance (PER) (at r= .374,
p<.01). Compensation and rewards (COM) have a significant correlation with performance management system
(PMS) (at r= .403, p<.01) and organizational performance (PER) (at r= .295, p<.05). Recruiting and attracting
(REC) have a significant correlation with performance management system (PMS) (at r= .372, p<.01) and
organizational performance (PER) (at r= .522, p<.05). Employee empowerment (EMP) has a significant
correlation with performance management system (PMS) (at r= .348, p<.05) and organizational performance
(PER) (at r= .235, p<.05). Employee engagement (ENG) had a significant correlation with performance
management system (PMS) (at r= .422, p<.05) and organizational performance (PER) (at r= .214, p<.05).
Training and development (T&D) had a significant correlation with performance management system (PMS) (at
r= .526, p<.05) and organizational performance (PER) (at r= .381, p<.05). Organizational culture (CUL) had a
significant correlation with performance management system (PMS) (at r= .329, p<.05) and organizational
performance (PER) (at r= .256, p<.01). Furthermore, performance management system (PMS) had a positive
significant correlation with organizational performance (PER) (at r= .482, p<.05). These results depict the
acceptance of the structural relationships proposed for this study.
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Table 2. Descriptive statistics, reliability and correlation matrix
Constructs

Mean SD

Alpha( ) CR

AVE

1

2

3

4

5

6

7

8

9

1

TMP

3.629

0.625

0.776

0.7884

0.5217

0.714

2

COM

3.471

0.651

0.763

0.7922

0.5663

.373*

3

REC

3.544

0.574

0.792

0.8113

0.5242

.458** .233*

4

EMP

3.685

0.637

0.784

0.7782

0.5055

.247** .573** .254** 0.742

5

ENG

3.693

0.562

0.725

0.8025

0.5725

.471** .364** .431** .416* 0.731

6

T&D

3.572

0.611

0.741

0.7948

0.5251

.282** .442** .362** .424* .275*

0.728

7

CUL

3.751

0.596

0.736

0.8146

0.5834

.502*

.325*

.293* .517*

.452* 0.739

8

PMS

3.684

0.647

0.801

0.8217

0.5527

.241*

.403** .372** .348* .422*

.526* .329*

0.745

9

PER

3.775

0.679

0.812

0.8210

0.5602

.374** .295*

.381* .256*

.482* 0.727

0.709
0.711

.419*

.522*

.235* .214*

Notes. **Significant at p<.01 and *significant at p<.05. Diagonal italics are the square root of AVE.
CR=Composite Reliability. AVE= Average Variance Extracted.

This study carried out a t-test to evaluate the possible non-response bias issue through comparison of the early
(n=30) and late (n=30) respondents, which is in line with Rogelberg and Stanton (2007) guidelines. The results
of the t-test showed that there is insignificant difference between the two groups (at p>.05), indicating the
absence of non-response bias in this study. In addition, this study also evaluated the possible common method
bias (CMB) issue as stressed by Podsakoff et al. (2003). Firstly, the common latent factor (CLF) and the original
measurement model in CFA were linked together, and the results showed no significant loss in factors loadings,
while CFA estimates were still significant (at p<.05). Secondly, the common variance shared between observed
variables and CLF were lower than 50%, indicating that there is no concern for CMB in this study. Thirdly, CMB
should exist if the values of correlation are higher than .90. However, the results of the correlation showed that
no values of correlation are higher than 0.90 in this study. Therefore, all these results demonstrate that there is
absence of CMB in this study.
This study also tested the convergent validity by analyzing the values ofcomposite reliability (CR), Cronbach’s
alpha, average variance extracted (AVE) and factor loadings (Hair et al., 2012). The values of Cronbach’s alpha
that are shown in Table 2 are higher than .70 of the threshold criteria because they ranged from .75 to 80.
Meanwhile, the values of AVE and CR range from .50 to .56 and .79 to .81, respectively, which is above the
acceptable level of .50 (for AVE) and .70 (for CR), respectively. Moreover, the factor loadings are higher
compared to the .60 threshold level (see Table 3). The solidity of the convergent validity of the study instrument
has been proved by all these findings. In addition, in line with the method of Fornell and Larcker (1981), the
discriminant validity of the research scales adapted for this study were evaluated by comparing the values of
correlations and the square root of AVE. The results in Table 2 show that the correlation values are less than the
square root of AVE, implying the absence of discriminant validity in this study.
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Table 3. Confirmatory factor analysis
Variables
Talent Management

Talent Mgt Planning

Compensation & Rewards

Recruiting & Attracting

Employee Empowerment

Employee Engagement

Training & Development

Organizational Culture

Performance Mgt System

Organizational Performance

Paths

Loadings

TMP1<— Talent Mgt Planning

0.652

TMP2<— Talent Mgt Planning

0.695

TMP3<— Talent Mgt Planning

0.724

TMP4<— Talent Mgt Planning

0.824

COM1 <— Compensation & Rewards

0.783

COM2 <— Compensation & Rewards

0.753

COM3 <— Compensation & Rewards

0.818

COM4 <— Compensation & Rewards

0.682

REC1 <— Recruiting & Attracting

0.801

REC2 <— Recruiting & Attracting

0.640

REC3 <— Recruiting & Attracting

0.791

REC4 <— Recruiting & Attracting

0.711

EMP1 <— Employee Empowerment

0.674

EMP2 <— Employee Empowerment

0.629

EMP3 <— Employee Empowerment

0.734

EMP4 <— Employee Empowerment

0.609

ENG1 <— Employee Engagement

0.772

ENG2 <— Employee Engagement

0.759

ENG3 <— Employee Engagement

0.689

ENG4 <— Employee Engagement

0.808

T&D1 <— Training & Development

0.722

T&D2 <— Training & Development

0.738

T&D3 <— Training & Development

0.651

T&D4 <— Training & Development

0.688

CUL1 <— Organizational Culture

0.744

CUL2 <— Organizational Culture

0.752

CUL3 <— Organizational Culture

0.633

CUL4 <— Organizational Culture

0.671

PMS1 <— Performance Mgt System

0.830

PMS2 <— Performance Mgt System

0.703

PMS3 <— Performance Mgt System

0.766

PMS4 <— Performance Mgt System

0.719

PER1 <— Organizational Performance

0.799

PER2 <— Organizational Performance

0.753

PER3 <— Organizational Performance

0.784

PER4 <— Organizational Performance

0.828

This study carried out the confirmatory factor analysis (CFA) in validating the proposed model, by linking the
three variables (i.e., independent, dependent and moderating variables) to each other. A good fit and acceptable
measurement model that attained the threshold criteria for model acceptance as stressed by Hair et al. (2012) and
is confirmed from the CFA results. All the estimates of the items are at a significant (at p<.05) (see Table 3). Also,
as in Table 4, the indices of model fit imply the data are a good fit.
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Table 4. CFA model fitness indices
Fitness Indicators

Measurement Model

Structural Model

Threshold indices

CMIN/DF

3.000

2.561

<3

CFI

0.952

0.977

<.90

SRMR

0.052

0.054

<.06

RMSEA

0.078

0.069

<.08

P-Value

0.000

0.000

>.05

TLI

0.945

0.978

>.90

NFI

0.927

0.983

>.90

NNFI

0.923

0.949

>.90

IFI

0.951

0.978

>.95

GFI

0.964

0.985

>.95

AGFI

0.935

0.967

>.90

4.2 Structural Model Test
After the measurement model had been accepted, as shown in Table 4, the measurement model is then converted
to the structural model which is also a good fit and accomplished the model fitness threshold indices (Hair et al.,
2012). After this, the standardized path coefficients of the structural model were computed (as shown in Table 5).
It shows that talent management planning (at β=.241, p=.000), compensation and rewards (at β=.435, p=.000),
recruiting and attracting (at β=.393, p=.001), employee empowerment(at β=.227, p=.003), employee engagement
(at β=.350, p=.020), training and development (at β=.514, p=.034), and organizational culture (at β=.230, p=.000)
have significant impact on organizational performance. Thus, H1a, H1b, H1c, H1d, H1e, H1f and H1g are
accepted. Table 5 also shows the results of the moderating effect in AMOS, where there is a 95 percent
confidence interval of the moderating effect of performance management system. Performance management
system (at β=.163, p=.004) moderates the relationship between talent management planning and organizational
performance. Performance management system (at β=.226, p=.014) moderates the relationship between
compensation and rewards and organizational performance. Performance management system (at β=.182, p=.023)
moderates the relationship between recruiting and attracting and organizational performance. Performance
management system (at β=.143, p=.002) moderates the relationship between employee empowerment and
organizational performance. Performance management system (at β=.215, p=.041) moderates the relationship
between employee engagement and organizational performance. Performance management system (at β=.282,
p=.024) moderates the relationship between training and development and organizational performance.
Performance management system (at β=.109, p=.002) moderates the relationship between organizational culture
and organizational performance.
Table 5. The findings of hypotheses testing
Paths

Estimate

S.E

C.R (t)

p-value

H1a: TMP→PER

0.241

0.032

4.471

0.272

Decision
Rejected

H1b: COM→PER

0.435

0.069

1.868

0.000

Accepted

H1c: REC→PER

0.393

0.057

6.524

0.557

Rejected

H1d: EMP→PER

0.227

0.044

5.403

0.431

Rejected

H1e: ENG→PER

0.350

0.048

6.439

0.020

Rejected

H1f: T&D→PER

0.514

0.023

2.382

0.034

Accepted

0.000

Accepted

H1g: CUL→PER

0.230
Moderating Effect

0.018
S.E

3.647
LB 95% CI

UB95% CI P-Value

H2a: TMP←PMS→PER

0.163

0.041

0.115

0.135.004

Accepted

H2b: COM←PMS→PER

0.226

0.036

0.027

0.034.0140

Accepted

H2c: REC←PMS→PER

0.182

0.024

0.142

0.146.0232

Accepted

H2d: EMP←PMS→PER

0.143

0.022

0.134

0.285.002

Accepted

H2e: ENG←PMS→PER

0.215

0.017

0.004

0.051.0411

Accepted

H2f: T&D←PMS→PER

0.282

0.011

0.182

0.025.0242

Accepted

H2g: CUL←PMS→PER

0.109

0.029

0.125

0.113.002

Accepted

Notes. TMP= Talent Management Planning, COM= Compensation and Rewards, REC= Recruiting and Attracting, EMP= Employee
Empowerment, ENG= Employee Engagement, T&D= Training and Development, CUL= Organizational Culture, PMS= Performance
Management System, PER= Organizational Performance.
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Hypothesis H1f assumed that training and development have a significant impact on organizational performance
and the findings supported the assumption. The plausible reason is for this result that Jordanian health care
workers engaged in some training and development that improved their talent and resulted in enhancing their
organizational performance (DuBrin, 2010; Gomez-Mejia et al., 2004). Hypothesis H1g assumed that
organizational culture has a significant influence on organizational performance and the findings supported the
assumption. The possible reason for this result is that the public health workplace culture has a positive influence
on the talent of the workers which then improves organizational performance (Ahlrichs, 2003; Phillips &
Connell, 2003). Therefore, the findings of the significant impact of talent management on organizational
performance is consistent with past studies (e.g., Collings & Mellahi, 2009; El Dahshan et al., 2018;Kehinde,
2012; Milky, 2013;Nafei, 2016;Najm&Manasrah, 2017; Sadri et al., 2015; Sareen & Mishra, 2016).
The second set of hypotheses (H2a, H2b, H2c, H2d, H2e, H2f and H2g) was used to test the moderating effect of
performance management system on the relationship between the dimensions of talent management and
organizational performance. The findings indicate that performance management system moderates by
strengthening the relationship between the dimensions of talent management and organizational performance.
This implies that performance management system integrates the management of organization and employees’
performance which then strengthened the talent of the Jordanian public health workers since the individual level
performance is in line with the organizational level performance (Vaiman & Vance, 2008).
5. Conclusions
The aim of this study was to examine the moderating effect of performance management system on the
relationship between talent management and organizational performance. This study was carried out on public
health sector and specifically focused on public health workers in Jordan. The study sample was made up of 30
public hospitals and survey of 430 respondents from the public workers was used for the analysis. The study
used SEM in AMOS 24.0 and the findings showed that performance management system moderates the
relationship between talent management and organizational performance. This suggests that the management of
Jordanian public hospitals should use a performance management system as a tool to integrate, re-strategize and
strengthened their relationship with the health workers to improve their organizational performance. As an
effective performance management system helps management to measure, deliver and reward employee
performance, it also assists in in dentifying talented employees that can be retained to improve organizational
performance. This study contributes to existing studies on the importance, usefulness and impact of talent
management and performance management system on organizational performance. This study is consistent with
past studies (e.g., Nafei, 2016; Mathias & Jackson, 2006; Vaiman& Vance, 2008) that argued that performance
management system is a system that positively improves talent management and strengthen organizational
performance through integrating and reconfiguring management strategies.
The implications of this study is that the a weak talent management strategy practiced by management of
Jordanian public health sector has led to the issue of shortages of talented health workers and huge migration of
health workers from the Jordanian public health settings (Abdelhafiz et al., 2015; AbuAlRub & Nasrallah, 2017;
Alhamwan et al., 2015; Alawneh et al., 2015; Higazee et al., 2016) can be reconfigured with an effective
performance management system that will measure, deliver and reward employee performance and identify
talented health workers that can be retained to strengthen and improve Jordanian public health performance. The
application of an effective performance management system in the public health system to strengthen the effort
of identifying talented health workers may serve as a response that is quantitative (i.e., by giving room to enough
health workers) and qualitative (i.e., by providing health worker with the right level of skills). In addition, the
use of performance management system to strengthen the relationship between talent management and
organizational performance is applicable to all environments worldwide, especially in a volatile and dynamic
environment where talent management has become one of the main issues facing organizations (Meyers & van
Woerkom, 2014).
As talent management has been a challenge facing many organizations globally, there is need for empirical
studies to test the implications of performance management system on the relationship between talent
management and organizational performance in other specifically in other dynamic and volatile economies. Thus,
future studies can examine the influence of performance management on the talent management organizational
and performance relationship by focusing on other sectors and contexts.
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