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Abstract

Innovation strategies significantly contribute to the enhancement of organizational competitive advantage. Talent
management is considered as a stimulator improving the organization performance. The purpose of the study is
to evaluate the effect of competitive innovative strategy on organizational effectiveness in relation to talent
management. The quantitative design is applied using a questionnaire-based survey. A total of 279 participants
were recruited for collecting data which was analyzed using SPSS. Descriptive and inferential statistics were
computed along with chi-square. The results have shown a significant and positive effect of process innovation,
retention, and attraction on organizational effectiveness. In addition, the study has found a positive and
significant moderating role of retention, engagement, and attraction on process innovation and organizational
effectiveness. However, the study fails to find any significant effect of engagement on organizational
performance, competitive advantage, and total positioning. In order to improve organization competitive edge,
the study recommends investing in the talent management and development for enriching its intellectual capital,
which serves as a great asset for competitive advantage.
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1. Introduction

Given the current business practices, it is integral for organizations to sustain an innovative edge to ensure their
survival in the competitive business environment (Distanont, & Khongmalai, 2018). Enhancement of
organizations’ performance and competition is associated with their capability to acquire their determined
objectives by assimilating their various components such as innovative strategies, good control, and talent
administration, while also modifying their strategies as per the prevailing market conditions (Hotho, Lyles, &
Easterby-Smith, 2015).

Instigation of innovative strategies have been supported by various researches (Adnan, Abdullah, & Ahmad,
2016; Martin-de Castro et al., 2013). Such as, it has been indicated that innovation stimulates the performance of
the organization in both monetary and non- monetary terms. Kibisu and Awino (2017) adds the organization
which lacks innovative strategies fail in the competitive environment and requires organizations to form a
linkage between innovation and organizations' strategies. The innovative strategies inducing in the latest
development and change over time also create value for stakeholders and helps in organizations’ performance
enhancement. This also leads to the formation of sustainable growth makes the organization competitive in
external and internal markets (Virameteekul, 2011).

The research by Martin-de Castro et al. (2013) asserts towards the adaptations of the innovative technology for
the creation and sustainment of the organization’s competitive gain. In order to position oneself dominant,
Zemplinerova (2010) have suggested investment in the research, development, and innovation of the
organizations' diverse components. The significance of the innovative competitive strategies have also been
highlighted by the survey results of Autant-Bernard et al. (2013). The survey also highlighted that in order to
optimize the gain from the innovative strategies, novelty and knowledge flow must be sustained in the
organization.

However, the implementation of the innovative strategies come with their own set of risk. Such as adversative
diversion of the determined outcomes followed by a financial loss (Vaughan, 2014). It is highlighted that

24



ijbm.ccsenet.org International Journal of Business and Management Vol. 14, No. 4; 2019

competitive innovation strategy instills the risk management stressing on the organization towards its control and
financing. Supplementing this, Georges (2013) reports that risk management also promotes restructuring and
reduction of risk through value maximization. This necessitates the following of a flexible thought and
application process in-line with the altering circumstances. The innovation must flow among the various agents
of the organization for their sharing of a common goal as well as effective execution (Perry-Smith & Mannucci,
2017).

Camison and Villar-Lopez (2014) assert that innovative business practices help in enhancing the technologically
oriented innovation as well as technology in other systems improving organization performance. Whereas Lu et
al. (2010) establish that innovation improves the organizations' adaptation capability escalating its performance.
Several researches have demonstrated that the prospects of business survival can be associated with a
competitive advantage in a particular business environment (Tseng, Tan, & Siriban-Manalang, 2013). The
intensity of the competition is also related to the organization actions, and its response to the generation of
revenue (Adnan, Abdullah, & Ahmad, 2016). Moreover, it also integrates the promotion, resource development
as well as the satisfaction of its stakeholders (Asomaning & Abdulai, 2015).

Given the resource of the companies, the studies on talent management have increased in relation to the
organization performance (Anwar et al., 2014; Fakhr El Din, 2013; Lyari, 2013). The concept of talent
management dates back to 1980s when the organizations were filtering out the best resources for exerting control
and planning on their development which changes in 1990 (Anwar et al., 2014). In it, employees were given the
control to plan their development accordingly, while following in 2000, the organizations presented an
opportunity for their development. The significance of the talent management is also reported by Diab (2014)
survey, which highlighted that 53% of CEOs were concern that insufficient talent within their organizations
could adversely affect their financial performance.

A study by Anwar et al. (2014) suggest the formation of strategic practices in talent management for retaining
and engaging employees accelerating the organization performance. Talent management also amplifies the
organization product and process innovation in the organization making it smoother (Sintset Kenfac,
Nekoumanesh, & Yang, 2013). The talent development helps the organization in devising an innovative strategy
which aligns the workforce skill with the organization objective, adding to its competitive advantage. Vaiman et
al. (2012) highlight that the integration of talent management improves the retention and engagement of the
employees, while also attracting the talented profiles in the market. The improved performance of the
organization in relation to talent management has been endorsed by several studies (Anwar et al., 2014;
Fapohunda, 2014).

The present literature provides that talent management has been studied by authors at a micro level (Bjorkman et
al., 2013; Gelens et al., 2013; Gelens et al., 2014; Al-Qeed, 2016), which requires further exploration for its
macro effect. For this, the study uses talent management for exploration of its effect as a moderator in
organization innovative strategy focused on advancing its competitive advantage. Considering the economy of
Jordan, the efforts are being made for leveraging the growth of the organizations in the economic market. Such
as Diab (2014) showed that the Jordanian private hospitals are integrating the competitive components such as
cost, flexibility, quality, and delivery for accomplishing achieve competitive advantage. Though, these remain
limited among the web development industries. This is evident from the reporting of World Economic Forum
Global Information Technology Report (2009-2010), which list Jordan on the poorest innovation indicators
(Mohammed, 2011). Since the concept of talent management is accelerating, the study intends to evaluate its
effect in terms of competitive innovative strategy in the Jordan economy. It is assumed that its results will
contribute to the existing research on organizational effectiveness with regard to the three variables such as talent
management, competitive advantage, and innovation strategies. Moreover, the study will provide guidance to the
managers for utilizing the process of talent management as a part of its competitive innovation strategy. The
objectives of the study are as follows (1) To explore the strategic significance of talent management in
competitive advantage; (2) To evaluate the role of talent management in the enhancement of organizational
effectiveness; and (3) To examine the relationship among innovative strategy, talent management, and
competitive advantage.

2. Conceptual Framework and Hypothesis Development

The importance of innovational strategies in influencing the performance of an organization has been endorsed
by many scholars in numerous studies, the investigations on this relationship has been performed in different
economic sectors around the globe and relate strategies of innovation on successful performance of industries.
For instance, Garcia-Sanchez et al. (2018) claimed that product and process innovation is mandatory for
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companies to overcome market competitors specifically in present dynamic environments, where internal
variables of an organization are encouraged to create competitive advantages. Internal variables include an
organization resources, assets and adaptable designs, training of employees, management proficiencies and its
coordination, and flexible policies of human resources. Tuan et al. (2016) suggest that to survive and grow in the
competitive environment, organizations must dive deep in the ocean of innovations including product, process
and marketing factors. Beyene et al. (2016) considering perspective on Ethiopian manufacturing organizations
denotes two main ideologies i.e. effectiveness and efficiency of the organization is brought by innovational
strategies for long-term survival. On the study of role of enhancing innovational strategies in telecommunication
organizations, Hajir et al. (2015) explored that when organizations have efficient substructures, innovation
upsurges and the organization preserves its competitive advantage in the industry.

Payambarpour and Hooi (2015) have noticed organizational effectiveness in a broader way; the study specifies
that performance of global organizations is effected by management policies and human resource development in
order to evaluate the relationship between employee management and organizational performance. In a different
study conducted by Nijveld (2014) put forwards a consensus about talent management and its benefits on
organizational effectiveness. He states that organizations need large resources to target trainings of employee and
to develop managers on greater extent. There is a major effect of employee management in the financial
outcomes of an organization Rastgoo (2016) indicates attraction and management of talent as two main factors
of the dimensions of talent management. The study furthers claims that management should hunt for talented
employees in an organization and reward them with opportunities, which will boost growth and prosperity of an
organization. Based on the aforementioned discussion, following hypotheses have been presented;

Hla: Innovation strategies positively and significantly effects organizational performance.
H2a: Innovation strategies positively and significantly effects competitive advantage.
H3a: Innovation strategies positively and significantly effects talent positioning.

H4a: Retention positively and significantly moderates the relationship between innovation strategies and
organizational effectiveness.

H5a: Engagement positively and significantly moderates the relationship between innovation strategies and
organizational effectiveness.

Hé6a: Attraction positively and significantly moderates the relationship between innovation strategies and
organizational effectiveness.

Organizational
Effectiveness

Innovation
Strategies ]
Organizational
Production Performance
Delivery
Products Competitive
innovation b Advantage

New channels of
information flow

Talent Positioning

Retention Engagement Attraction

Talent
Management

Figure 1. Conceptual framework
3. Methodology
3.1 Study Design

The study has adopted a quantitative design for evaluating the effect of a competitive innovative strategy on
organizational effectiveness with the moderating role of talent management. The rationale behind the selection of
the" design is based on its effectiveness for gathering data objectively and representing it in the form of statistics.
Additionally, this also removes the generalizability prospects in the research.
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3.2 Study Population and Sample

The population of the study constitutes of the employees working in the website development companies in
Jordan. Among the 198 companies, the population derived contains 1009 employees. From the overall
population, a sample of 279 participants was derived.

3.3 Data Collection

For the collection of data, the study conducted a survey using a close-ended questionnaire. It is selected because
it allows the researcher to collect data in an effectual and cost-effective way. The questionnaire used comprised
of four parts, where the first part collected demographic information of the employees while the other three parts
revolved around innovation strategy, talent management, and organizational benefit. The innovation strategy
comprised of two parts namely process innovation and product innovation, having 4 questions in each. While the
talent management constitute of three parts such as retention, engagement, and attraction, which further
comprised of 4 sub-items, respectively. Lastly, the organizational effectiveness includes three parts namely, its
performance, competitive advantage and talent positioning, with 5 items in each. Therefore, a total of 35
sub-items have been presented in the close-ended questionnaire. Moreover, each item on the questionnaire was
based on a 3-point Likert scale (i.e. as 1 to 3, from 1 agree to 3 disagree). The use of scale helps in assessing the
participants’ opinion on competitive innovative strategy on organizational effectiveness where talent
management acts as a moderator.

3.4 Data Analysis

The collected data was assessed using the IBM Statistical Package for Social Sciences (SPSS) version 20.0. A
structural equation modeling (SEM) has been applied via AMOS version 22.0 for analyzing the data collected.
Moreover, confirmatory factor analysis (CFA) has been used to present the causal relationships between the
variables. Descriptive statistics are presented for the demographic characteristics.

4. Results

The study assessed the questionnaire items for their reliability before distributing it among the study participants.
For this, Cronbach Alpha is used, which assessed the reliability of each item inclusive in the questionnaire. The
value of Cronbach Alpha has been illustrated in Table 1.

Table 1. Questionnaire reliability

Variables Number of Items

Innovation Strategy

Process Innovation
PRI 0.789
PRI2
PRI3
PRI4
Product Innovation
PDIL 0.983
PDI2
PDI3
PDI4
Talent Management
Retention
RETI1 0.814
RET2
RET3
RET4
Engagement
ENGLI 0.832
ENG2
ENG3
ENG4
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Attraction
ATT1 0.778
ATT2
ATT3
ATT4
Organizational Effectiveness
Organizational Performance
OP1 0.712
OP2
OP3
OP4
OP5
Competitive Advantage
CAl 0.765
CA2
CA3
CA4
CAS
Talent Position
TP1 0.865
TP2
TP3
TP4
TP5

Table 2 exhibits the demographic details of the participants. As per the responses of the participants, it is found
that most of the participants were male 63.1% whereas the percentage of females was 36.9%. In terms of age,
the majority of the employees employed were aged below 30 years 41.6%, followed by age group of 31 to 40
years 38.4%, while participants aged above forty represent a percentage of 20.1%. With regard to the
qualification, the participants withholding bachelors were 79.8%, while the percentage of masters was 14.4%
with postgraduate and above was reported by 5.8%. Along with it, the majority of the participants 36.6% have
experienced less than 5 years, whereas 29.7% had experience between 5 to 10 years, while lowest percentage of
employees above 15 years of experience was reported to be 11.8%.

Table 2. Participants demographics (n=279)

Variables N %
Gender
Male 176 63.1
Female 103 369
Age
Below 30 years 116  41.6
31-40 years 107 38.4
41 years or above 56 20.1
Qualification
Bachelors 223 79.8
Masters 40 14.4
Post Graduate and more 16 5.8
Working Years
Less than 5 years 102 36.6

Between 5 to 10 years 83 29.7

Between 11 to 15 years 61 21.9

Above 15 years 33 11.8
Total 279  100.00
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Table 3 has presented the KMO and Bartlett’s test to measure the sampling sufficiency and sphericity. According
to Hair et al. (2016), KMO measure of sampling sufficiency have to be higher than 0.08 and Bartlett’s test of
Sphericity have to be statistically significant at 1% confidence interval. The requirements for both measures have
been appropriately fulfilled in the below table.

Table 3. Bartlett’s and KMO test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .831
Bartlett’s Test of Sphericity Approx. Chi-Square 1056.832
Df 104
Sig. .000

According to Hair et al. (2006, 2010), the fit indices for CMIN/DF, GF1, CFI, RMSEA, and PCLOSE should be
greater than 0.85 threshold value. Below table has apparently shown that all the fit indices are achieved in the
models. Therefore, confirmatory factor analysis and structural equation modeling was validated and significantly
accurate due to the support of these model fitness (Table 4).

Table 4. Model fitness indices

Threshold CFA SEM
CMIN/DF <3.00 1.433 1.532
GFI >0.85 0.917 0.882
AGFI >0.80 0.870 0.869
CFI >0.90 0.992 0.975
RMSEA <0.08 0.052 0.067
PCLOSE >0.10 0.751 0.282

Table 5 below demonstrates the factor loadings validity means all the items of factors matching the significant
level, which is 0.05 at 5% significance level. The below table displays that factor loading of construct items are
matching the criteria of significant level. The threshold value of factor loading is 0.60 and; therefore, model

factor loading value is larger than 0.60.

Table 5. Construct validity

Estimate P Value
PIS <emm PI 0.773 0.000
PI1 <em- PI 0.861 0.000
P14 < PI 0.602 0.000
PI2 <emm PI 0.682 0.000
P13 <em- PI 0.714 0.000
RET1 <emm RET 0.642 0.000
RET2 <emm RET 0.877 0.000
RET3 <em- RET 0.629 0.000
RET4 <o RET 0.652 0.000
ENG3 <em- ENG 0.761 0.000
ENGI1 <em- ENG 0.871 0.000
ENG2 <e-- ENG 0.798 0.000
ENG4 < ENG 0.642 0.000
ATT1 <em- ATT 0.765 0.000
ATT3 Lemm ATT 0.844 0.000
ATT4 ATT 0.661 0.000
ATTS ATT 0.681 0.000
OP3 oP 0.714 0.000
OP1 oP 0.742 0.000
OP2 OP 0.698 0.000
OoP4 oP 0.635 0.000
CA3 CA 0.663 0.000
CA2 CA 0.782 0.000
CA3 CA 0.684 0.000
CA4 CA 0.672 0.000
TP3 TP 0.789 0.000
TP2 TP 0.616 0.000
TP3 TP 0.687 0.000
TP4 TP 0.619 0.000
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Table 6 showed convergent validity outcomes revealed that the Average Variance Extracted (AVE) threshold
value is 0.50 and for composite reliability threshold value is 0.70.

Table 6. Convergent validity

CR AVE
PI 0.816 0.563
RET 0.982 0.842
ENG 0.725 0.716
ATT 0.783 0.655
opP 0.867 0.782
CA 0.781 0.718
TP 0.857 0.918

The below table 7, indicates that all the construct variables justify standard as the AVE square root for every
particular variable construct have greater values than the pertinent other constructs. Consequently, criteria for
discriminant validity of all the constructs have been confirmed.

Table 7. Discriminant validity

P1 RET ENG ATT OP CA TP
PI 0.876
RET 0.036 0.853
ENG 0246 0423 0.779
ATT  0.09 0.562 0.548 0.762
opP 0.067 0.070 0.073 0.081 0.893
CA 0.043 0.019 0.019 0.033 0.003 0.856
TP 0.066 0.041 0.053 0.010 0.089 0.091 0.841

Table 8 has exhibited the regression coefficients. The findings have revealed a significant and positive effect of
process innovation on organizational effectiveness (P = 0.005). Similarly, the study has shown a positive and
significant effect of attraction (P = 0.006) and retention (P = 0.003) on organizational effectiveness. However, the
study failed to find any significant effect of engagement on the organizational effectiveness (P = 0.712).
Innovation strategies have shown a positive and significant mediating effect on retention (P = 0.042),
engagement (P = 0.028), and attraction (P = 0.038).

Table 8. Path analysis

Estim S. T-St P

ate E. ats Value
P1 > OE 0.416 0.087  4.007 0.005
RET --—> OE 0.365 0.128  3.996 0.003
ENG --—> OE 0.048 0.134 0.372 0.712
ATT > OE 0.048 0.442 2.721 0.006
PI ---> RET 0.077 0.096 0.757 0.042
PI --->  ENG 0.062 0.013  0.619 0.028
PI > ATT 0.033 0.044  0.233 0.038

5. Discussion

The findings of the study reveal that the integration of talent management and innovation strategies are essential
for the attainment of the competitive advantage. As per the responses of the participants, it is found that talent
management serves as the catalyst towards the development of the organizational effectiveness and its
sustainment of the competitive position in the business environment. The study reports that instilling effective
talent management practices makes the employee use his skills for developing the competency of the
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organizations in Jordan. Bayyurt and Rizvi (2015) which assessed the talent management effect on the
competitiveness of the Pakistani organization have reported similar results. A study on Kenya by Lyria (2015)
also highlights the improvement of the process in Securities Exchange organization because of improved
management of talent. A recent study of Najm and Manasrah (2017) on Jordan Bank also supplements the study
finding pointing towards the effect of talent management for the achievement of a competitive edge.

The results of the study also highlight that the organization must view competitive advantage as a key
component in innovation strategies based on its capability to assimilate the different components together. These
are in line with the study of Anwar (2014) which elucidates that the talented people in the organization serve as a
non-material competitive advantage as other in the market cannot imitate it. Krishnan and Scullion (2017) adds
that a talented workforce integrates into the knowledge for improving the activities of the organization for
sustainment of unique competitive advantage. Mohammed (2016) has illustrated a positive effect of employee
talent management in terms of engagement, and retention as well as value addition advancing organization
performance. The assessed variables also highlight that talent management helps the organization in its retention,
engagement, and attraction of the best talent. These findings are consistent with the study of Kehinde (2012)
which showed that investment of the organization in its retention of best talent allows it to continue its
competitive advantage over others.

Supplementing the study results for the achievements of organization effectiveness by the amalgamation of the
competitive advantage, Shrimali and Gidwani (2012) reports that growing competition for the skilled talents
influences the organization achievement of its goals, while Urbancova (2013) reports increase engagement
promotes innovation accelerating success and competition in the present competitive business environment.
Fakhr El-Din (2013) also supports the findings by stating that the attraction capacity of the organization
enhances given the high performance where talent management acts as a stimulus.

The study findings pertaining to the organization effectiveness has further been endorsed by
Bethke-Langenegger et al. (2011), which found talent management as the most significant component in the
attainment of competitive edge, based on its use as a part of retention and planning strategy. These results are
also endorsed by Ramadan (2012) who stated that organizational effectiveness enhances due to talent
management practices based on its strong relationship with a competitive advantage in terms of its increase and
maximization. The results of the present study are parallel with Khurshid and Darzi (2016) which supplements
that the talent management as a part of its competitive innovative strategy allows the organizations in
sustainment of their significant market share as well as competitive position in the globalized business arcade.

6. Conclusion

The findings of the study conclude talent management as a moderator is essential for organizations to adopt
allowing them to enhance their performance and sustain their competitive edge in the market. Along with it, it
highlights that the integration of innovation practices allows the organizations to form an effective workforce,
which contributes to their performance enhancement. Since the web development companies in Jordan lack the
innovative regulation practices, therefore, the integration of talented workforce can help them in reshaping their
strategies and work practices for performance growth. Consequently, it suggests that organization must
improvise its practice for managing its talent which not only ensures its success at an internal level but also
expands its reach for the attainment of global competitiveness.

At this juncture, the study concludes that adaptation of the innovative strategies allows the organization to
effectively utilize its resources and assimilate the efforts of the organization different components towards a
common innovation goal serving as a competitive gain. While carrying out the study, certain limitations were
observed in terms of its generalizability. Such as application of study results remain limited to the region of
Jordan and to web development companies only. Further, it also directs future studies to assess the effect of
information flow within the organization. Also, the managers' perspective can also be evaluated in terms of their
role in talent management.
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