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Abstract: In today’s dynamic and ever-growing business world, organizations have to adopt every possible move to remain 

competitive. One such move, organizations have at their disposal, is talent management. Talent management helps an 

organization to identify and fill the key positions via attracting, developing, succession planning, and retaining the talented 

individuals to improve its overall performance. This research was intended to investigate the impact of talent management on 

the innovation performance of an organization. The study assumed that an effective talent management system can improve the 

innovation performance. Moreover, we were also interested to unveil the underlying mechanism through which innovation 

performance gets affected by talent management. Hence, we used psychological empowerment as the mediating variable, and 

knowledge observability as the moderating variables to examine the said relationship. It was a cross-sectional study, with a 

sample of 1092 respondents. Data was obtained from 24 public sector (general) universities, in Khyber-Pakhtunkhwa, Pakistan, 

with the help of a self-administered standardized questionnaire. The results of the study demonstrated that talent management 
had a significant positive effect on innovation performance. Likewise, psychological empowerment was found to mediate the 

association between talent management and innovation performance. Moreover, knowledge observability was found to have a 

moderating (strengthening) effect on the relationship of talent management and innovation performance. The study also 

provides viable recommendations for managers to improve the innovation performance of their organizations. 

 

Keywords: Talent Management (TM), Innovation Performance (IP), Psychological Empowerment (PE), Knowledge 

Observability (KO), Education Sector, Developing Nations 

 
1. Introduction 

Organizations nowadays work in a dynamic environment due to the erratic changes taking place in economy, 

technology, and politics, (Wee & Taylor, 2018). One important factor in the transformation and long-term 

sustainability of these organisations is talent management. The phenomena of talent management is thought to be 
essential for gaining a competitive edge and achieving an organization's present and long-term objectives (Collings 

& Mellahi, 2009). Talent management was first used some thirty years ago, and since then, it has become a rapidly 

expanding area of management research, with evidence that it significantly affects an organization's performance 
(Collings, Mellahi & Cascio, 2019). Researchers have defined talent management in a variety of ways. According 

to Genelens, Dries, Hofmans, and Pepermans (2013), talent management is the process of identifying important key 

positions and applying appropriate steps to recruit, select, develop, and manage high-performing talented 

http://www.ijssa.com/
mailto:zubairalamkhan@hu.edu.pk


Khan et al: Talent Management as a Panacea for Innovation Performance in Developing Nations: Insights from Education 

Sector in Pakistan 

 

 

International Journal of Social Science Archives |Vol7•Issue3•July-September, 2024 Page 472 
 

employees who are more valuable to the success of an organization.  

Researchers unanimously agree that one of the key elements in an organization's growth, development, and 

performance enhancement is an efficient talent management system. It helps organisations in identifying, nurturing, 
and overseeing "high potential" workers (Swailes, 2013). Meyers and Van Woerkom (2014) consider talent 

management as the cornerstone for enhancing innovation performance. Moreover, talent management is crucial for 

generating innovative ideas and skills that ultimately impact innovation performance (Guest & Bos-Nehles, 2013; 
Jiménez-Jiménez, Valle & Hernandez-Espallardo, 2008; Laursen & Foss, 2003; Perdomo-Ortiz, Gonzalez-Benito, 

& Galende, 2009). Likewise, Salau et al. (2018) asserted that talent management enhances an organisation’s ability 

for innovation. Therefore, based on earlier studies, we contended that talent management enhances an 
organization's capacity for innovation. 

Innovation performance is the study's dependent variable. According to Dodgson, Gann, and Phillips (2014), 

innovation is the effective application of new concepts to produce new goods or services through the fusion of 

various resources as a result of organizational procedures. Innovation performance (IP) measures how well an 
organization's innovation process produces new goods or services, or how well it produces them while developing 

new marketing strategies, operational procedures, or business practices, as well as how the organization interacts 

with the outside world (Laursen & Saltre, 2006). Three primary activities contribute to innovation performance, 
i.e., an organization's involvement in R&D, the timely introduction of new services or products, and significant 

modifications to existing products or services (Miller & Friesan, 1982).  

The literature indicates that introducing new concepts, goods, and services as well as enhancing innovation 

performance can help a firm gain a sustained competitive advantage (Zhou, 2006). According to O'Regan, 
Ghobadian, and Sims (2006), a key component of an organization's competitive edge is its high performance in 

innovation. Since innovation performance is important for organizational sustainability and overall efficiency, this 

study uses it as a dependent variable. Hence, we tried to examine a few of its significant determining factors, 
including; talent management, psychological empowerment, and knowledge observability. As mentioned earlier, an 

effective talent management system improves the innovation performance of an organisation.  

Furthermore, the existing research reveals that innovation performance is influenced by a variety of factors in 
addition to talent management. According to Ingram and Gold (2016), a variety of factors may mediate or mitigate 

the association between talent management and organizational performance (OP). Factors, such as, organizational 

structure (Mohrman & Lawler, 1997), strategy (Sparrow, Scullion & Tarique, 2014), climate (Rogg, Schmidt, Shull 

& Schmitt, 2001), and environmental factors (Garavan, 2012), all moderate the relationship between talent 
management and organizational performance. Therefore, this study looked at two contingent variables: 

psychological empowerment and knowledge observability to investigate the connection between talent 

management and innovation performance. 
Psychological empowerment is extremely crucial for task motivation. According to Jafari, Moradi, and Ahanchi 

(2013), psychological empowerment is the idea held by employees that they can advance their knowledge and 

abilities if they are granted the authority to make critical decisions in order to complete a task inside an 
organisation. Likewise, the positive effect psychological empowerment has on staff morale is significant as it 

inspires workers by boosting their self-esteem, which in turn improves organizational performance (Chan, 2003). 

Psychological empowerment also results inincreased innovation performance (Spreitzer, 1995), and employees’ 

creativity (Zhang & Bartol, 2010), 
Moreover, psychological empowerment plays a significant role in connecting talent management with the 

innovation performance (Liden, Wayne, and Sparrowe, 2000). Redmond, Mumford, and Teach (1993) assert that 

when employees are empowered, they can use their knowledge, skills, and abilities to solve issues, come up with 
new ideas, and feel like they have accomplished a lot. Likewise, talented employees feel more empowered while 

performing their duties. Hence, we propose psychological empowerment as a mediating variable between talent 

management and innovation performance. 

The final construct of the study is knowledge observability (KO). The observability of knowledge describes how 
knowledge required for an activity within an organization can be obtained by observing or witnessing the task 

performance of another person (Winter, 1987). Knowledge observability has a significant impact of the relationship 

of talent management and innovation performance. Zander (1991), and Kogut and Zander (1993) claim that 
knowledge observability acts as a moderator in the relationship between innovation performance and talent 

management. Since knowledge is regarded as a sticky asset, it can move between locations through observability, 
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which enhances performance (Arrow & Lamberton, 1971; Von Hippel 1994).  

Furthermore, knowledge is the primary source of organizational innovation in a global economy and is so crucial 

for economic growth (Gulbranson & Audretsch, 2008). According to Rezaei-Zadeh and Darwish (2016), 
knowledge is a crucial component of organizational transformation, innovative performance, and long-term 

competitive advantage. An organization can generate new knowledge and innovate by using observability to gather 

knowledge (Crescenzi & Gagliardi, 2018; Eisenhardt & Santos, 2002; Inkpen & Dinur, 1998). Furthermore, 
knowledge observability has a significant impact on the relationship of talent management and innovation 

performance. Therefore, the study examines the moderating effect of knowledge observability on the relationship 

between talent management and innovation performance. 
In conclusion, as universities are the centre of innovation, it is crucial to raise staff members' levels of innovation 

performance. Currently such levels are below average. One of the primary reasons of low innovation performance 

may be the lack of effective talent management practices. Therefore, the study attempted to find a solution to the 

problem by investigating the impact of talent management on innovation performance. Additionally, the study also 
explored the moderating effect of knowledge observability and mediating role of psychological empowerment in 

the link of talent management and an organisation’s innovation performance.  

  

2. Literature Review 

2.1 Talent Management 
The idea of talent management first surfaced nearly thirty years ago. Since then, the idea has grown in popularity as 

a branch of management study that demonstrates a major impact on an organization's performance (Collings, 
Mellahi & Cascio, 2019). Lewis and Hackman (2006) defines talent management as a combination of human 

resource practices, such as recruitment, selection, and training and development, that are used to find the most 

competent and talented employees in order to fulfil the prerequisites and accomplish the organization's goals and 
objectives. Talent management is "a consolidated set of activities, processes, techniques and organizational culture 

that are designed and implemented to identify, select, develop, manage, and retain the talented individual to achieve 

the strategic objectives of the organization" (Silzer & Dowell, 2010, p. 18). It is "an efficient and systematic 
process for identification, attraction, development, retention/engagement, and succession planning of talented 

employees with high level of potential and capabilities who improve innovation performance of an organization” 

(Vaiman & Collings, 2015).  

In addition to the above definitions, talent management can also be described as an approach taken by an 
organization to find, hire, train, inspire, and keep talented workers who can improve the organization's performance 

as a whole (Bethke-Langenegger, Mahler & Staffelbach 2011; Collings & Mellahi 2009; Moczydlowska 2012; 

Salau et al. 2018).  Hence, an effective talent management process contributes a lot the growth, development, and 
performance of an organization.  

Moreover, talent management strategies are employed to identify, nurture, and oversee "high potential" personnel 

who enhance the organization's overall performance (Swailes, 2013). Effective talent management strategies 
improve organizational performance (Festing, Schäfer, & Scullion, 2013; McDonnell, Collings, Mellahi, & 

Schuler, 2017). Similarly, talent management is used to manage an organization's human resources to enhance 

overall performance, especially innovative performance (Collings, McDonnell, & McMackin, 2017). More 

precisely, talent management contributes significantly to an organization's capacity for innovative performance, 
which is critical for gaining a competitive edge and guaranteeing sustainability (Daily & Huang, 2001). 

 

2.2 Psychological Empowerment 
Psychological empowerment refers to an employee's essential motivational and psychological states that support 

him in making changes in his work and maintaining a sense of control over his position (Spreitzer, 2008; Seibert, 

Wang, & Courtright, 2011). Psychological empowerment plays an important role in shaping an employee’s work 

attitude and consequent behaviours. According to Thomas and Velthouse (1990) and Whetten & Cameron (2010), 
psychological empowerment is an internal motivating component that induces an employee to perform his work 

efficiently. Likewise, the dimensions of psychological empowerment i.e., meaningfulness, choice, competence, and 

impact, significantly improves organizational performance (Thomas & Velthouse, 1990). The other effects of 
psychological empowerment include; ability to generate new ideas, ability to solve problems, a sense of 

accomplishment (Redmond, Mumford & Teach, 1993), and innovative capability of employees’ (Ertürk, 2012).  
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In short, psychological empowerment accompanies various desirable consequences for an organisation. For 

instance, Cohn, Khurana, and Reeves (2005) held that psychological empowerment is favourably impacted by 

talent management, and results in an increase in the effectiveness, efficiency, competitiveness, and creativity of the 
organisation. This finding suggests that psychological empowerment nurtures in the presence of an effective talent 

management system and augments innovation performance. Sprinkler (1995) stated that a high degree of 

psychological empowerment leads to the promotion of innovative performance. Likewise, Ertürk, (2012) asserted 
that an employee’s level of psychological empowerment and creativity/innovation are positively correlated.  

 

2.3 Knowledge Observability 
Knowledge observability is the activity of looking at, identifying, and examining different traits and characteristics 

of a result or a process (Kogut & Zander, 1995). Similarly, "the degree to which the fundamental knowledge is 

revealed that is required for use of knowledge" is known as the observability of knowledge (Winter, 1987, p. 172). 

Likewise, the term "knowledge observability" refers to the degree to which adversaries attempt to replicate or 
imitate a technology, product, or process. Furthermore, it can also be defined as an activity that tracks the essential 

knowledge that a business needs in order to investigate various process aspects or generate new products. In a 

nutshell, observability of knowledge encompasses proactive attempts to replicate a technology or process in order 
to enhance an organization's innovation performance (Zander & Kogut, 1995; Pérez-Luño, & Valle-Cabrera, 2011). 

Knowledge observability can have significant consequences for an organisation’s performance. Zander (1991) and 

Kogut and Zander (1993) claim that knowledge observability acts as a moderator in the relationship between 

innovation performance and talent management. They place special emphasis on knowledge observability and 
knowledge embeddedness in systems as moderating elements to enhance organizational innovation performance. 

They went on to say that the easier it is for an organization to transmit knowledge from one place to another, the 

greater observability of that knowledge can be provided — either to another employee within the same firm or to a 
rival. 

There are many positive effects of knowledge observability for an organisation. For example, it leads to forward-

thinking problem-solving and facilitates the success of an organizations (Hornstein, 2015; King, 2007). Other 
favourable effects of knowledge observability include; improved customer relationships, better management 

techniques, increased productivity and sales, enhanced decision-making with fewer errors, new idea generation, and 

improved performance (Hitt, Bierman, Shimizu, & Kochhar, 2001, & Massingham, 2014). 

 

2.4 Innovation Performance 
The concept of innovation performance served as the dependent variable of the study. An organization's innovation 

process that successfully generates noticeably new results or raises the quality of its goods, services, or processes, 
as well as new business procedures, marketing strategies, or organizational techniques in the workplace to gain a 

competitive edge, is referred to as innovation performance (OECD, 2005, p. 46). Furthermore, according to Dodge, 

Gann, and Phillips (2014), innovation performance is the capacity to integrate various resources inside an 
organizational process in order to generate a novel concept, successful new application, or finished good. 

Innovation performance is also defined as the technical aspect of research and development that is utilized to 

launch new goods to increase an organization's overall performance and financial success (Ernst, 2001; Stuart, 

2000). 
To conclude, innovation performance is the effective application of new ideas that come from organizational 

processes as well as the adoption of new knowledge and the combining of different resources, that helps 

organisations to improve new products, processes, or services (Laursen & Salter, 2006). Innovation performance 
can be enhanced through different measures. For instance, Huang and Chen (2017) contended that fostering 

industry-academia collaboration can enhance university innovation performance. It will help accelerate the 

development of critical technological advancements that fosters a creative environment and entrepreneurial activity. 

 

2.5 Theoretical Framework  
The study's theoretical framework elucidates the direct relationship between talent management as an independent 

variable and innovation performance as a dependent variable. On the other hand, psychological empowerment is 
demonstrated to be the mediating variable, while knowledge observability is used to be the moderating variable. 
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2.6 Hypotheses of the Study 

In the light of the literature review and above theoretical model, we developed the following hypothesis: 

H1. Talent management has a positive impact on innovation performance. 
H2. Talent management has a positive impact on psychological empowerment. 

H3. Psychological empowerment positively effects innovation performance. 

H4. The relationship between talent management and innovation performance is mediated by psychological 
empowerment. 

H5. The relationship between talent management and psychological empowerment is moderated by knowledge 

observability. 
H6. The relationship between talent management and innovation performance is moderated by knowledge 

observability.  

H7. The indirect impact of talent management on innovation performance via psychological empowerment is 

stronger in the face of high knowledge observability as compared to low knowledge observability. 

   

3. Research Methodology 

3.1 Measures 
The questionnaire that was utilized in this study contained three distinct sections. The goal of the study was 

outlined in the first section, accompanied by comprehensive instructions for filling it out. The second section of the 

questionnaire focused on the respondents' demographic information, like, marital status, qualification, age group, 

gender, job experience, type of job, and name of university. The final section of the questionnaire included 
questions aimed at evaluating the study's variables. This section's questions were all measured using a 5-points 

Likert Scale, ranging from 1 = strongly disagree to 5 = strongly agree. 

A 52-item scale was used to measure talent management. Out the 52 items, the first sixteen items assessed talent 
acquisition and selection, and were drawn from the scale created and employed by Liu and Pearson (2014). The 

next eleven items were used to assess talent development and training, and were modified from the scale created 

and employed by Truitt (2011).The subsequent eleven items were used to assess succession planning, and were 
taken from the study of Darvish and Temelie (2014). Likewise, the next six items measured the talent identification 

process, and were modified from the study of Annakis, Dass, and Isa (2014). The last eight items were drawn from 

the scale developed by Kyndt, Dochy, Michielsen, and Moeyaert (2009), and were used to measure talent retention. 

All the items were measured using a 5-points Likert scale. 
Furthermore, a 12-items 5-point Likert scale developed by Spreitzer (1995) was used to measure psychological 

empowerment. The four elements of psychological empowerment — meaning, impact, competency, and self-

determination — were selected for measurement. Similarly, the 10-item, 5-point Likert scale developed by Oke, 
Burke, and Myers (2007) was utilized to measure the innovation performance. Likewise, knowledge observability, 

the study's final construct, was assessed using a three-item scale developed by Kogut and Zander (1995). Thus, a 

total of three items utilizing a 5-point Likert scale were employed to test knowledge observability. 

 

3.2 Pilot Study 
Sixty academic staff members and administrative officers from three public sector (general) universities of Hazara 

Division — Hazara University Mansehra, Abbottabad University of Sciences and Technology, and University of 
Haripur — were chosen for the pilot study. The study was conducted using 54 fully completed questionnaires. The 

questionnaire's terminology, order, and structure were adjusted based on suggestions from the respondents. For 

example, the word "university" was inserted in place of "department" or "firm," and demographic characteristics 
including employment type, experience, and qualification were included. 

The instrument's authenticity was scrutinized using Cronbach's alpha, calculated using the SPSS (v.23). The 

Cronbach's alpha value for the overall scale (containing 93 items) as well as for each of the separate constructs, was 

found to be .868. Since the scale's Cronbach's Alpha value exceeded the benchmark value of .70, the questionnaire 
was suitable for use in the study.  

 

3.3 Population, Sample and Sampling Procedure 
The administrative officers and academic personnel of Pakistan's public sector general universities who were 

employed at Basic Pay Scale-17 and above made up the research population. This group was chosen in accordance 
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with the talent management definition, which calls for personnel holding key positions and participating in 

organizational decision-making. A total of twenty-four general public sector universities form KPK were chosen 

from the list of universities on the Higher Education Commission's (HEC) official website. The target population of 
the study was 4696. 

The systematic random sampling method was used to select the study sample, suing a two-step process. In the first 

step, the population of respondents were identified from each general university, and then the sample was computed 
using the conventional formulas for determining a random sample. In the next step, the respondents from each 

university were chosen using random sampling table. Furthermore, the sample size was ascertained using Daniel's 

sample size formula (Daniel, 1999). The study's sample size was 1092. 

 

3.4 Collection, Preparation and Validation Data   
A specially adapted questionnaire was delivered to the target sample through personal visits to their offices. Out of 

the distributed questionnaires, 855 properly completed questionnaires were received (78.29 percent response rate), 
which were used for final analyses. Before doing the final analysis, data was prepared, analyzed, and validated for 

the purpose. The process of data preparation included preliminary data screening, identifying the missing values, 

and dealing with the outliers. Likewise, initial data tests, such as, normality test, multicollinearity test, construct 
validity tests, and reliability tests were conducted to ensure the suitability of the data for final analysis. Moreover, 

descriptive as well as inferential statistical techniques were applied for analyzing data. Correlation and regression 

analyses were used as the basic tools of the analysis. All analyses were performed with the help Statistical Package 

for Social Sciences (SPSS) version, 23.   

 

3.5 Ethical Considerations 

The study also strictly followed research ethics, such as, participation was purely made on voluntarily basis, and 
prior consent was taken from the respondents. They were informed about the purpose of the study and data 

collection. They were ensured that the information they provide will not be shared with anyone, and their identity 

will be kept anonymous. Moreover, it was assured that the questionnaires they filled will be destroyed upon the 
completion of the study to avoid any possible misuse. Last but not the last, they were given the right to withdraw 

from their participation in study at any time they want. 

 

4. Data Analysis, Results and Findings 
Data analyses revealed that 541 (63%) respondents were males and 314 (37%) were females. Only three of the 

respondents had BA/BSc level of qualification. Likewise, 203 of the respondents had MA/MSc level of 

qualification, 514 were MS/M.Phil., while 135 were PhD qualified. Moreover, 81% of the respondents were faculty 
members, and 19% were the administrative staff. 

 

4.1 Correlation Analysis 
The results of correlation analysis demonstrated that there exist a significant positive association among all the 

variables of the study. A significant positive correlation was found between talent management and innovation 

performance (r =.353**). The correlation coefficient between talent management and psychological empowerment 

was found to be .296**. Similarly, the variables talent management and knowledge observability also shown a 
positive association with each other (r = .435**). Likewise, the correlation coefficient between psychological 

empowerment and knowledge observability was calculated to be .337**. Moreover, the correlation coefficient 

between psychological empowerment and innovation performance was found to be .206**. Lastly, the variables 
knowledge observability and innovation performance were also found to have a positive correlation with each other 

(r = .412**). All the coefficients were found to be statistically significant with a 95% confidence level (**). 

 

Table :   

 Variables of the study 1 2 3 4 

1 Talent Management 1    

2 Psychological Empowerment .296** 1   
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3 Knowledge observability .435* .337** 1  

4 Innovation Performance .353** .206** .412** 1 

  

4.2 Regression Analysis 

Regression analysis was used to assess the cause and effect relationship among the variables of the study. Results 

of the regression analysis approved that there exist a direct, positive, pairwise association between talent 
management, psychological empowerment, and innovation performance of an organization. In addition to the direct 

effect, it was confirmed that talent management also have an indirect effect on the innovation performance through 

psychological empowerment. Hence, the mediating role of psychological empowerment between talent 
management and innovation performance was also approved. Furthermore, the moderated mediation effect of 

knowledge observability and psychological empowerment on the relationship of talent and innovation performance 

was also validated. The findings of the study are presented in a sequential manner as under. 

 

4.3 Effect of Talent management on Innovation Performance (H1) 
The H1 of the study assumed that “Talent management has a positive impact on innovation performance”. The data 

analysis suggested to accept the hypothesis (H1: TM IP, R2 =.125**, β =.34, & p < .001). This result is similar to 
the findings of previous researchers, such as, Glaister, Karacay, Demirbag, and Tatoglu, (2018), Ingram, (2016) and 

Widodo, and Mawarto, M. (2020), who declared that talent management is essential for promoting the 

innovativeness and performance of an organization.  

 

4.4 Effect of Talent Management on Psychological Empowerment (H2) 
According to the H2 of the study “talent management has a positive impact on psychological empowerment”. The 

analysis of data supported the hypothesis (H2:TM PE, R2 =.086***, β = .27, & p < .001), confirming that talent 
management augments psychological empowerment. This result is in accordance with the findings of Abazeed, 

(2018), and Loke, Abu, and Lim, (2018), who considered talent management practices as a source to improve the 

psychological empowerment of employees. 

 

4.5 Effect of Psychological Empowerment on Innovation Performance (H3) 

The H3 presumed that “psychological empowerment positively effects innovation performance”. The data analysis 
demonstrated the positive effect of psychological empowerment on innovation performance and hence H3 was 

accepted (PE IP, R2 = .042**, β =.22, &, p < .001). This conclusion is consistent with the findings of Bhatnagar 

(2012), and Schermuly, Meyer and Dämmer (2013), that psychological empowerment promotes inventive 

performance. 

 

4.6 The Indirect effect of Talent Management on Innovation Performance through Psychological 

Empowerment (H4) 
According to the study's hypothesis no.4 “the relationship between talent management and innovation performance 

is mediated by psychological empowerment”. In accordance with the mediation analysis, the total effect was 

decomposed into direct and indirect effects. In this regard, the direct effect of talent management on innovation 

performance was found to be 85.1% of the total effect. Conversely, the indirect effect of talent on innovation 
performance though psychological empowerment was found to be 14.9%. Moreover, these findings demonstrate 

that psychological empowerment was significantly accounted for by both the direct and indirect effects. Thus, 

validating the partial mediation impact of psychological empowerment between talent management and innovation 
performance (H4: TM PE IP; total effect=.399, with 14.9% of the total effect coming from indirect sources and 

85.1% from direct sources). Hence H4 was accepted. 

 

4.7 The Effect of Knowledge Observability on the Relationship of Talent Management and Psychological 

Empowerment (H5) 
According to the study's hypothesis H5 "knowledge observability strengthens the relationship between talent 

management and psychological empowerment,". In light of the moderation analysis, we formed an interaction term 
by multiplying the variable talent management with the variable knowledge observability. Data analysis proved the 
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interaction term (talent management*knowledge observability) to be statistically significant (β =.231**). Therefore, 

H5 was also accepted — meaning that knowledge observability strengthened the positive impact of talent 

management on employee psychological empowerment.   

 

4.8 The Effect of Knowledge Observability on the Relationship of Talent Management and Innovation 

Performance (H6) 
The H6 of the study stated that "knowledge observability strengthens the relationship between talent management 

and innovation performance”. As suggested by the moderation analysis, we constructed an interaction term with the 

multiplication of talent management and variable knowledge observability. The analysis of data verified that the 
interaction term (talent management*knowledge observability) was statistically significant (β =.251**). Hence, the 

H6 of the study was accepted — implying that knowledge observability strengthened the positive effect of talent 

management on organisational innovation performance.  

  

4.9 The Effect of Talent Management on Innovation Performance through Psychological Empowerment and 

Knowledge Observability (H7) 
According to the study hypothesis H7, “the indirect impact of talent management on innovation performance via 
psychological empowerment is stronger in the face of high knowledge observability as compared to low knowledge 

observability”. The moderated mediation analysis was performed wherein the impact for both lower and higher 

levels of knowledge observability were calculated using path analysis. Following the advice of Edwards and 

Lambert (2007), a sample consisting of 5000 observations was bootstrapped. The bootstrap estimates were then 
used to create bias-corrected confidence ranges for the research data's significance test. 

Results of the analysis show that when knowledge observability is high, talent management influences innovation 

performance directly (β =.488; p <.001) and indirectly (β =.232; 95% bias-corrected CI: [.118,.286]) through 
psychological empowerment. However, in the presence of low degree of knowledge observability, the direct and 

indirect effects of talent management on innovation performance decrease respectively (β =.313; p <.001; and β 

=.166; 95% bias-corrected CI: [.095,.208]). Hence, the result demonstrated that both the direct and indirect effects 
increase when knowledge observability is high. 

Furthermore, we also assessed whether the moderated-mediation index's bootstrapped confidence interval included 

zero and whether knowledge observability had an impact on the indirect effect. A non-zero probability of positive 

moderated-mediation effect was found in the findings of the moderated mediation analysis (β =.029; 95% bias-
corrected CI; [.005,.051]). Therefore, based on these findings, it was concluded that knowledge observability 

strengthens both the direct as well as the indirect effect of talent management on innovation performance. Hence, 

H7 was also accepted. 
  

5. Discussion and Conclusions 
This study employed a survey approach and quantitative research methodology to investigate the fundamental 
mechanism responsible for improving organizational innovation performance. Data was gathered from staff 

members of Pakistan's Khyber Pakhtunkhwa province's public sector general universities in order to meet the 

study's objectives. It was determined during this research that talent management, psychological empowerment, and 

observability of knowledge are the important antecedents of organizational innovation performance. The findings 
of the study lead to significant conclusion regarding the impact of talent management on an organization's capacity 

for innovation. If universities and other organizations desire to get a competitive advantage form their rivals, they 

should focus more of enhancing their innovation performance through an appropriate talent management system. 
This will help them come up with better products, services, and practices, keeping them ahead of the game.  

The study confirms that innovation performance can be enhanced through proper management of its determining 

factors. The study suggested and validated that factors, such as, talent management, psychological empowerment, 

and knowledge observability have a significant impact on innovation performance of organization. A proper talent 
management system was found to have a direct and an indirect effect on innovation performance. An aptly tailored 

and well managed talent management system boosts up organization innovation performance. This is because it 

helps attract, select, retain, and encourage talented employees, who in turn, come up with novel ideas and help 
enhance innovation performance.  

The study also demonstrated that along with the direct effect, talent management also have an indirect effect on 
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organizational innovation performance. In this regard, it is concluded that talent management results in increasing 

employee psychological empowerment. As mentioned in the literature review section as well as demonstrated by 

the findings of this study, empowered employees have a greater tendency to come up with novel ideas, think 
creatively, and have a greater tendency to engage in innovation. So, this finding led us to conclude that talent 

management can promote the innovation performance of an organization by positively impacting the psychological 

empowerment of its employees. 
In addition to talent management and employee phycological empowerment, the knowledge observability also has a 

significant impact on the relationship of talent management and innovation performance. In this regard, the study 

revealed that the direct as well as the indirect impact of talent management on innovation performance increases in 
the face of more observability of knowledge. In other words, this finding implies the observability of knowledge 

works as a catalyst between the association of talent management and innovation performance. Hence, the positive 

impact of talent management on organizational innovation performance becomes stronger in the presence of more 

observability of knowledge. 
To conclude, the findings of this study suggest that organizations must pay due attention to the crucial factors 

impacting their innovation performance. These factors include talent management, employee psychological 

empowerment, and knowledge observability. Organizations should have a proper talent management system to 
encourage their employees’ level of psychological empowerment and promote their innovation performance. Since, 

the positive effect of talent management on innovation performance is strengthened in the presence of increased 

knowledge observability, therefore, organizations must take appropriate steps to promote knowledge observability. 

In short, organizations must have a proper talent management system, encourage knowledge observability, and try 
to promote employees’ psychological empowerment in order to enhance their innovation performance.  

 

5.1 Theoretical Contributions of the Study 
This work carries important theoretical contributions. The existing body of research on talent management, 

psychological empowerment, knowledge observability, and innovation performance implies that each of these 

variables has independent relationships with the others. Nevertheless, there was not a single study that discussed 
how these constructs worked together. The present study developed a clear model aimed at illustrating the whole 

context of the connections among these constructs. 

The study's findings broaden the definition of innovation performance by examining it within the framework of 

public institutions in developing nations like Pakistan. The study contributes to the available body of knowledge by 
confirming the positive correlation between talent management and innovation performance. It theoretically 

establishes that talent management practices — talent recruitment, talent identification, talent investment, talent 

retention, and succession planning, promote innovative work behaviours and performance. 
Another contribution of the study is the verification of the positive effect of talent management on psychological 

empowerment. Literature clearly shows that most of the studies related to psychological empowerment and talent 

management were conducted in profit-driven businesses or private sector enterprises. This study tested and verified 
the existence of the same relationship by using a different sitting i.e., public sector organisations. 

Finally, the study adds to the existing literature by confirming the mediation effect of psychological empowerment 

in the relationship of talent management and innovation performance. It also extends the literature on knowledge 

observability, by testing and validating its strengthening impact on the association of the said variables.  

 

5.2 Managerial Implications 
Apart from its theoretical contributions, this study has practical implications for decision makers. In the modern 
workplace, innovation management is becoming essential to achieving sustainability in a complicated environment 

where technologies are changing quickly. However, the adoption of a suitable talent management system has a 

direct bearing on the innovation performance. Academicians and human resources professionals alike concur that 

managing brilliant individuals — a valuable resource for public sector organizations, is a significant task. The 
results of this study highlight a greater understanding of the need to create and execute a talent management system 

in order to enhance performance in terms of innovation. The study offers several recommendations to the public 

sector universities for having an effective management of their human resources to improve their innovation 
performance. It is imperative that managers, administrators, and policy makers develop and switch their emphasis 

from traditional personal management to talent management.  
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Furthermore, talent management continues to be a top concern for senior executives in most organisations due to 

the recent global financial crisis. Organizations are unable to attain innovation performance and get a competitive 

edge because of a shortage of competent workers. The significance of detecting, attracting, choosing, nurturing, and 
retaining the top-level talented people has substantially grown (Scullion, Sparrow, & Farndale, 2011). Hence this 

study attracts the attention of the top-level management to the most critical problem i.e., talent management. The 

study also encourages further research to comprehend the various practices and dynamics of talent management and 
their link with innovation performance.  

In addition, the study highly recommends that the top-level management, policy makers, and administrators of 

public sector universities should develop the system to preserve and systematize the new knowledge their members 
have gained. This is because new ideas and knowledge serve as a foundation for the creation of novel goods, 

services, and systems. Therefore, it is critical that public universities should concentrate on developing mechanisms 

related to the observability of knowledge.  

Last but not the least, the management of organizations should pay due attention to the psychological strength of 
their employees. It is a fact that employees who are psychologically empowered can come up with new and 

innovative ideas. Therefore, it should be ensured to have an environment wherein employees feel themselves 

empowered and have a greater tendency to engage in innovative behaviors.  

 

5.3 Research Limitations and Future Recommendations 
The study at hand yields significant contribution form theorical as well as practical perspectives. However, there 

are certain limitations of the study that need to be clarified for future endeavours. For instance, the cross-sectional 
design was used to gather data. The individual level variables, like psychological empowerment and talent 

management were explored cross-sectionally, which might have resulted in the overlooking of the evolution of 

these constructs over time. Therefore, it is strongly recommended for the future studies to apply longitudinal 
research design for these constructs to capture them in their true essence. 

Furthermore, the study was based upon self-reported data, utilizing a self-administered questionnaire, which may 

result in social desirability bias. To avoid such biases, it would be better to use mixed methodological techniques in 
the future. Finally, the respondents of the study were taken from the public sector universities of only one province 

— Khyber Pakhtunkhwa. Therefore, it is possible that the results may not be applicable to the private sector 

universities, and other regions. Hence, in order to increase generalizability of the results, future research on this 

topic should be conducted considering other regions and other organisational setups.  

 

5.4 Conclusion 
The basic objective of the study was to examine the direct and indirect effect of talent management on innovation 
performance. Along with the mediation effect of psychological empowerment, the moderating impact of knowledge 

observability in the association of talent management and innovation performance was also investigated. A 

comprehensive review of the literature was conducted to establish an understanding of the correlations between the 
study's variables. A total of seven hypothesis were developed as a result the literature review. To test the 

hypotheses, self-administered questionnaires were used to gather data from staff members of Khyber Pakhtunkhwa, 

Pakistan's public sector universities. All the hypotheses of the study were accepted as suggested by the analysis of 

data.  
The study findings have demonstrated that talent management — recruiting, selection, identification, retention, and 

succession planning, is critical to an organization's ability to innovate. Putting it differently, effective and efficient 

methods for attracting, developing, and retaining talented employees is a crucial organizational characteristic to 
boost innovation performance. Moreover, the psychological empowerment of employees is found to be another 

major factor in improving an organization's capacity for innovation. Likewise, it is also discovered that knowledge 

observability reinforced the beneficial effects of talent management on an organization's capacity for innovation. 

This study significantly advances the current business practices, theories, and methodologies. The research 
improves our understanding of talent management in order to increase innovation performance. It streamlines the 

corporate human resource planning procedures by establishing connections between talent management, 

psychological empowerment, knowledge observability, and innovation performance. The study also offers several 
recommendations for carrying out additional research in the field.  
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