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Abstract: This study aimed to investigate the impact of talent management (TM), encompassing (talent
attraction, talent development, talent motivation, and talent retention), on emotional intelligence (El),
encompassing (self-awareness, emotion management, social skills, and empathy) in food industry companies
in Hodeidah Governorate. Using a descriptive-analytical approach, a sample of 194 administrators from the
targeted companies was surveyed. Data were collected through a questionnaire and analyzed using SPSS,
employing statistical measures such as mean, standard deviation, simple linear regression, and multiple linear
regression. The results revealed that there is a significant impact of TM on El. In particular, talent development
and talent retention were individually found to have a significant impact on El, whereas talent attraction and
talent motivation showed no impact on El in the targeted companies. The study concludes that enhancing
talent development and retention is a crucial factor in strengthening managers’ El, thereby underscoring their
role in supporting organizational success and sustainability.
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I. INTRODUCTION

Human resources play an important role in
the success of organizations, especially
individuals who possess special talents and
distinct emotional capabilities. "The success of
an organization relies on its staff, as they are
considered essential for the presentation as well
as effectiveness of an organization" (Kassem &
Ahmed, 2021, p. 153).

Emotional intelligence (EI) is one of the
important behaviors that enable organizations
to excel in light of the rapid developments in the
business environment (Tafamel & Ejechi, 2022),
through a set of capabilities possessed by
emotionally intelligent people, such as the ability
to be aware, understand, and express oneself;
the ability to deal with intense emotions and
control one’s own stimuli and impulses; and the
ability to adapt and solve problems of a personal
and social nature in the work environment,
which play an important role in improving the
organization’s performance and enhancing its
ability to compete (Al-Dubai, 2021). Studies and
researchers have shown that El influences
organizations and companies in many areas that
are very important for the future performance of
the workplace, and it is animportant criterion for
achieving success (Papoutsi et al., 2019). In
addition, it is one of the basic behaviors that
individuals, whether leaders or subordinates,
must be able to adapt to changes, succeed in
dealing with the situations that confront themin
the work environment, and implement the basic
tasks in their work efficiently and effectively
(Milhem et al., 2020).

TM has "become extremely important in a
competitive market, and organizations should
align their talent management initiatives with
their business goals, and success is dependent
on how the organization manages and retains its
talent pool" (Sareen & Mishra, 2016, p. 66).
Nowadays, TM is one of the biggest challenges
facing the organization. According to the Human
Capital Institute, "the single greatest challenge
in workforce management is creating or
maintaining their companies’ ability to compete
for talent" (Elia et al., 2017, p. 83). Therefore, it is
necessary to take measures in terms of
attracting and retaining talented employees to
meet the challenges faced by companies. In
recent days, more investigations have been
conducted on ElPs untapped treasures to

AJMBFS, Vol. 1(2), pp. 1-15.

determine its antecedents and impact on
business-related outcomes (Mohana et al., 2021).

Other studies conducted in the Arab context
have shown that many Arab organizations only
attract talent, expecting higher performance
and greater achievement, without paying
attention to El and the relationship between TM
and El. This field study is expected to enhance
the knowledge of the management of food
industry companies and the general public about
the impact of TM on El and motivate them to
take important steps to enhance TM and El in
food industry companies to raise their level of
development and improve their competitiveness
in light of the environmental changes facing
Yemeni organizations.

Il. LITERATURE REVIEW

Emotional Intelligence

A. Definition and Significance

Elis becoming a crucial skill across intelligent
and highly skilled work teams. This is because
"People need to work collaboratively, and their
communication skills become as important, if
not more essential, than their professional skills
and abilities" (Panigrahi & Mohanty, 2021, pp.
26-27). El plays "an important role in the success
of an organization because it produces a
congenial and vibrant organizational climate
among its members" (Khokhar & Selvamurthy,
2016, p. 22).

El is defined as "the ability of the individual
to perceive the attitudes, the feelings, and the
motives of others and to work with them
effectively" (Papoutsi et al.,, 2019, p. 22). It is
described as what happens when employees
interact with a service user and behave towards
them in a suitable way (Knezevi¢ et al., 2021).

El is one of the critical skills in business
organizations "that must be strengthened and
improved within organizations as it contributes
to improving  individual performance,
organizational performance, rich culture and
work-life balance, besides utilizing leaders’
emotional intelligence to manage themselves
and their colleagues and run their businesses
effectively" (Nilam et al., 2022, p. 3). El plays an
important role in professional development and
in practical life in organizations and represents
one of the important elements in work success
and performance improvement (Abu Afsh, 2011).
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This is due to its important and effective role in
improving the ability of individuals to adapt to
the situations they face at work, and it increases
the individual’s ability to rationalize his behavior
and thinking in various ways that increase his
chances of success in dealing with himself and
others in the work environment (Krén & Séllei,
2021). El is a more important and reliable
indicator of success than mental intelligence in
the field of work, as it affects the individual at
times and places of work in the organization and
outside it as well, and it affects relationships with
colleagues at work. This is reflected in the
individual’s performance and the extent of what
he can accomplish (Al-Kharabsheh & Al-Saed,
2021). El has an important role in pushing
individuals towards achieving goals and bringing
them to success or helps managers in
organizations to reach the highest levels of
performance in all areas of work within the
organization because El makes them more
aware, flexible, and adaptable to the changes
that occur in the environment surrounding the
institutions and the formation of a positive
environment; in addition, EI has a close
connection with motivation which has a direct
relationship with the improvement of
institutions' performance (Almutairi & Alkshali,
2021).

B. Emotional Intelligence Dimensions

El dimensions include '"self-awareness,
emotion management, social skills, and
relationship management”" (Noureen et al.,
2020, p. 12854).

1. Self-awareness is "one’s aptitude to notice
their own sensations, physical feelings,
responses, routines, actions, in addition to
beliefs" (Makkar & Basu, 2019, p. 463).

2. Emotion management is "the ability to
control one’s feelings, reactions, and
perceptions, especially during times of
stress" (Kassem & Ahmed 2021, p. 154).

3. Social skill refers to one’s aptitude to
understand, perform as well as respond
properly to a societal condition (Almutairi &
Alkshali, 2021). It also defined as '"the
capability to recognize diverse
communication styles in others in addition to
speaking with them in their favored manner"
(Sembiring et al., 2020, p. 1118).

4. Empathy is the ability to understand,
recognize, and respond to the feelings and
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emotions of others through their voices or
facial expressions, not necessarily through
what they say (Al-Dubai, 2021). It can be
measured using three indicators: "the ability
to read the feelings of others, to feel for
others and their problems and help them
solve them, and to ease the pain of
individuals who are experiencing problems"
(Nilam et al., 2022, p. 7).

Talent Management

A. Definition and Significance

TM is defined as "the activities and
processes that involve the systematic attraction,
identification, development, engagement, and
retention of talented individuals to achieve
sustainable strategic success" (Gallardo-
Gallardo et al., 2017, p. 357). It is "an ongoing
process that involves hiring and retaining a high-
quality workforce, developing their skills, and
constantly inspiring them to achieve better
performance” (Siddigi et al., 2021, p. 6536).
Chartered Institute Personal Development
describes talent management as "systemic
attraction, recognition, development,
participation, and retention of employees who
have special value for an organization, either
because of their high potential for the future or
because they are performing critical work roles
or operations" (Coulson-Thomas, 2012, p. 429).

Talented employees are the most valuable
resource for companies, and the active T™M
strategy is key to competitive success
(McDonnell et al., 2017). TM offers the ability for
organizations to recruit the most skilled and
trained personnel available and establishes an
employer identity that can attract future talents
and, in turn, leads to enhancing economic
performance. It is the key to survivability and
sustainability for every organization, and it is
seen as a multifaceted compilation of associated
human resources processes that delivers a
simple basic benefit for any organization
(Areigat et al, 2010). The organization's
performance and success are dependent on how
it manages and retains its talent pool. Proper
measures should be taken to implement the best
TM practices in the industry, which can help the
organization gain a competitive edge over its
competitors and also help the company always
stay ahead in the market.
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B. Talent Management Dimensions

It is essential for the organization to use

various techniques and methods to attract,
recruit, and accurately select the required talent,
thus improving its performance. Namugumya et
al. (2023) identified four dimensions of talent
management:

1.

Talent attraction: It means getting talented
individuals from the market with a higher
level of knowledge, competencies, abilities,
and potential who meet the current and
future needs of an organization at all
positions or levels (Al-Saidi & Kadhem, 2020).
Talent development: It is the process of
equipping talented individuals with the
knowledge, skills, and behaviors that
enhance their ability to keep pace with
changing business requirements and meet
customer demand levels (Almohtaseb et al,,
2020).

Talent motivation: It is a positive and
effective impact on talented individuals
working in the organization by adopting a
set of material and non-material
motivational methods to ensure their
satisfaction, improve their performance, and
achieve the organization’s goals with high
efficiency (Radwan, 2012). Material and
moral motivation is one of the most
important elements in TM, as it plays a major
role in ensuring the development of talent,
maintaining it, and improving its
performance.

Talent retention: It refers to "the activities
used to prevent employee turnover"
(Bolander et al., 2017, p. 1526). Palma (2022,
p. 9) defined talent retention as "strategies
that can be used in order to maintain
talented employees in the organization, such
as fair division of workload, continuous
opportunities for development, learning,
performance appreciation, and employee
satisfaction".

I1l. PREVIOUS STUDIES

Previous studies that are related to the

independent variable, the dependent variable,
and studies that link the two variables are
discussed, as well as what distinguishes the
current study from previous studies.
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A. Studies Related to Emotional Intelligence

Tafamel and Ejechi (2022) examined the
impact of emotional intelligence (EI) on
organizational  performance at the
University of Benin in Nigeria. The study
found that the impact of El on organizational
performance is a positive one. Further,
organizational citizenship behavior, job
satisfaction, and the organizational
environment were the determinants of
performance at the University of Benin.

Khan et al. (2022) studied the impact of
emotional  quotient-based  hiring  on
organizational performance and the
mediator role of El between hiring and
organizational performance. The results
presented a positive impact of EI on
organizational =~ performance that s
statistically  significant, a statistically
significant impact of emotional quotient-
based hiring on organizational performance,
and a mediator role of El between hiring and
organizational performance.

Nilam et al. (2022) studied the impact of El on
organizational performance in Sri Lankan
banks with a focus on the mediating role of
organizational  culture. The findings
indicated a positive impact of El on
organizational ~ performance and a
considerable  mediatorial impact  of
organizational culture between them.

Al-Shahari (2023) measured the level of El
practice—of the kind comprised of the
facets of self-awareness, empathy,
motivation, and social skill—by the
administrators at the Yemeni Ministry of
Youth and Sports. The study further
examined the association between EI and
decision-making. The findings showed a
positive association between El in all of its
facets and decision-making by
administrative leaders at the ministry.

Noman (2022) evaluated the usage of El by
private sector leaders in Sana’a and the
mediatory role of El between challenges and
leaders’ resilience.  Statistical results
indicated that El statistically significantly
affected leaders’ resilience. Moreover, El
was found to mediate the association
between challenges and leaders’ resilience
in private sector organizations.
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Saeed (2022) examined the practice of El
with females in centers for persons with
special needs and the relationship with
problem-solving strategies. The outcomes
determined a positive effect of El in the form
of all of its elements—self-awareness,
control of feelings, other people's feelings
management, social relationships, and
empathy—on problem-solving strategies in
centers for persons with special needs.

Alshaer and Alkshali (2020) examined the
effect of El and its facets of self-awareness,
self-management, social awareness, and
relationship management on ethical
leadership in Jordanian electrical industries
firms. The results showed that El has a
considerable effect of it integrated facets on
ethical leadership in firms.

Studies Related to Talent Management

Ishaq (2023) has put forward a paper to
examine the impact of talent management
(TM) of leadership in terms of its aspects—
talent attraction, talent development, talent
retention, and talent performance
management—on building organizational
creativity at Sana'a University. Statistical
tests revealed that TM has a statistically
significant positive impact on organizational
creativity at Sana'a University. Moreover,
talent attraction, talent development, and
talent performance management were
identified to result in a statistically significant
positive effect on organizational creativity.

Amin (2023) examined the impact of TM and
its aspects—talent attraction, talent
development, talent retention, and talent
performance management—upon
organizational  creativity in  private
universities. The Governorate of Hodeidah
study found a statistically significant positive
impact of TM upon job creativity.
Additionally, all of the TM aspects—that is,
talent attraction, talent development, talent
retention, and talent  performance
management—were identified to
significantly impact job creativity in the
aforementioned establishments.

Al-Shuja’a (2023) examined the impact of TM
in its aspects—identification of talent,
development of talent, retention of talent,
and TM culture—on employee performance
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in United Nations agencies in Yemen. There
were statistically significant positive results
for the impact of TM on employee
performance. Specifically, talent
identification and talent development
significantly and positively influenced
employee performance but talent retention
and TM culture didn’t significantly impact
employee performance in the analysed
agencies.

Alias et al. (2023) studied the TM
contribution in the manufacturing sector.
There were favourable contributions of TM
to the accomplishment of organisational
results in the results. TM had a positive
impact on  encouraging  creativity,
excellence, efficiency, and overall
organisational performance in industrial
organisations.

Al-Walidi (2022) aimed at finding the impact
of TM, through its constructs—talent
attraction, talent development, and talent
retention—on organizational creativity in
private universities. The study found a
statistically significant positive impact of TM
on organizational creativity in Yemeni
private universities. Moreover, it found that
all the TM constructs—talent attraction,
talent development, talent retention, and
talent performance management—
significantly enhance organizational
creativity.

Al-Manzou (2021) studied the contribution of
TM and its aspects—talent attraction, talent
development, talent retention, and talent
performance management—to the
development of organizational learning in
Yemeni organizations. The study supported
a statistically significant positive impact of
TM in cultivating organizational learning in
the Yemeni Telecommunications
Corporation. In addition, the study
discovered that all of the TM dimensions
hold a great positive impact in driving
organizational learning in the corporation.

Studies Addressing Emotional Intelligence
and Talent Management

Rababa and Abdul Halim (2025) examined
the effect of TM and El on the higher profit
of Jordanian banks. There were statistically
significant associations between TM and El
and statistically significant effects of TM and
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El on  organizational = commitment.
Moreover, organizational commitment
acted to moderate the association between
TM and El.

— Baharin et al. (2023) examined the mediating
effect of El between TM and leadership
ability in Malaysian government agencies.
There were identified to be robust
relationships between TM and leadership
ability and between El and leadership ability.
There also existed a mediating effect of El
between TM and leadership ability.

- Namugumya et al. (2023) observed the
mediating role of systems adaptability
between TM and El in Ugandan higher
education institutions. The results presented
statistically significant associations between
TM and El and that systems adaptability is a
full mediator in the relationship with a
mediation effect of 96.68% in explaining the
variability.

— Taamneh (2022) examined the impact of TM
on El in Jordanian insurance companies.
Findings from the study included that T™M
implementation level is high, El practice level
is moderate, and TM has a positive impact on
El.

- Laborde et al. (2020) discussed the role of El
and TM in the development of job
performance of higher education in
Malaysia. The outcomes were that El
positively contributed in the development of
job performance, TM positively contributed
in the development of job performance, and
El further contributed in the development of
TM.

D. Distinction of the Current Study from
Previous Studies

The current study was conducted within the
Yemeni organizational environment, which
differs significantly from the contexts of
previous studies that were carried out under
different economic, social, and political
conditions. It specifically focuses on food
industry companies in Hodeidah Governorate.
To the researchers’ knowledge, no prior study
has examined these variables within the Yemeni
industrial sector, particularly in the context of
the food industry.
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IV. STATEMENT OF THE PROBLEM

Despite the rapid developments in
management and human resources concepts
worldwide, many food industry companies in the
Republic of Yemen continue to focus primarily
on technical skills when selecting employees,
with limited attention to psychological and
behavioral aspects such as emotional
intelligence (El). El plays a vital role in fostering
effective interaction between individuals and
leadership, as well as in improving the work
environment (Al-Dubai, 2021). Moreover, there is
insufficient interest in developing and advancing
the talented human element, which represents
the cornerstone of success and growth in any
industrial company, regardless of its size or
product type.

The World Economic Forum (2017) report
highlighted a significant weakness in talent
development in Yemen, ranking the country last
at 130 with a score of 35.48%, compared to rank
124 with a score of 40.72% in 2015. This decline
reflects the reduced employment of a workforce
with competencies, skills, and talents. A review
of prior studies—such as those by Ishaq (2023),
Alias et al. (2023), Al-Manzou (2021), and Al-
Omari (2019)—indicates that interest in the
human element, particularly employees with
exceptional talents and abilities, has not reached
the required level. Yet, such talent is a critical
factor for organizational success, enhanced
performance, and the achievement of goals
efficiently and effectively. Similarly, studies by
Milhem et al. (2020), Afifa (2019), and Malik
(2017) revealed that employees’ levels of El were
not high, despite its proven importance in
improving employee performance and positively
influencing  organizational efficiency and
effectiveness.

A pilot study conducted by the researchersin
2023 in four food industry companies in
Hodeidah Governorate was carried out to
reinforce and validate the research problem. The
findings indicated that, although talent
management practices (such as recruitment,
development, and retention) were present, they
were managed exclusively by HR departments
without the establishment of specialized talent
management units. This shortcoming persists
despite the critical role of talent in achieving
organizational success. Furthermore, the study
showed that while employees exhibited
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emotional intelligence behaviors, these were
not at the level expected by management to
enable companies to cope with developments
and achieve their goals effectively, particularly
under the difficult conditions caused by the
ongoing war and blockade.

To the best of the researchers’ knowledge,
no prior study has examined the impact of TM on
El in Yemen’s food industry companies.
Addressing this gap, this study seeks to enrich
Yemeni and Arab libraries, bridge the research
gap, and contribute to enhancing the
performance of industry companies.
Accordingly, the research problem can be
formulated in the following main question:

What is the impact of talent management
(TM) on emotional intelligence (El) in food
industry companies in Hodeidah Governorate?

V. RESEARCH SIGNIFICANCE

Itis expected that the results of this research
will provide numerical indicators about the level
of application of TM in food industry companies
in the Yemeni environment, and to determine
the level of application by administrators of El
behaviors and the impact of talent management
on emotional intelligence. The researchers hope
that this will be useful for the management of
industry companies in reformulating strategies
related to attracting, developing and motivating
talents and retain them and focus on increasing
the practice of emotional intelligence behaviors,
which contributes to improving the level of
performance of industry companies and
enhancing their ability to compete and face
challenges.

VI. RESEARCH OBJECTIVES

This study aims at:

1. Measuring the level of application of TM
with its dimensions (talent attraction, talent
retention, talent development, and talent
motivation) in food industry companies in
Hodeidah Governorate.

2. Measuring the level of practicing El behavior
in its dimensions (self-awareness, emotion
management, empathy, and social skills) in
industry companies in Hodeidah
Governorate.

3. Determining the impact of TM and its
dimensions  (talent attraction, talent
retention, talent development, and talent
motivation) on El in food industry companies
in Hodeidah Governorate.

VIl. CONCEPTUAL FRAMEWORK

The conceptual framework represents an
explanation of the study variables and their
dimensions and determines the relationship
between these variables and the direction of this
relationship, where the independent variable was
TM and the dependent variable was El. The
dimensions of TM were identified as defined by
Ishaq (2023), Al-Shuja’a (2023), Amin (2023), and
Omar (2020) with the following dimensions: talent
attraction, talent retention, talent development,
and talent motivation. The dimensions of El were
also identified according to the model of Goleman
(2000), where the dimensions were: self-
awareness, emotion management, empathy, and
social skills, which were adopted by Al-Shahari
(2023) and Al-Dabai (2021). Figure (1) shows the
conceptual framework.

Independent Variable H

Dependent Variable

(Talent Management) [

- )

Talent attraction ~ Ha
Talent development - Hb
Hc
Talent motivation =
Hd
\ Talent retention 1
N _/

> (Emotional Intelligence)

( )

Self-awareness

Emotion management

Social skills

Empathy

Figure 1: Conceptual framework of the Study
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VIIl. RESEARCH HYPOTHESES

Main Hypothesis

There is a statistically significant impact of
TM on El in food industry companies in Hodeidah
Governorate.

Sub-hypotheses

Ha. There is a statistically significant impact of
talent attraction on ElI in food industry
companies in Hodeidah Governorate.

Hb. There is a statistically significant impact of
talent development on El in food industry
companies in Hodeidah Governorate.

Hc. There is a statistically significant impact of
talent motivation on El in food industry
companies in Hodeidah Governorate.

Hd. There is a statistically significant impact of
talent retention on El in food industry
companies in Hodeidah Governorate.

IX. METHODOLOGY

Research Design

This study employed the quantitative
research design, a descriptive correlation
approach. This design was chosen to measure
the level of availability of the study variables
among the sample members and determine the
statistical impact of TM on El.

Study Population and Sample

The population of this study included
administrators working in the food industry
companies in Hodeidah Governorate, totaling
471 administrators in seven companies. These
companies were selected from those registered
in the Office of Trade and Industry at Hodeidah
Governorate. The study selected established
food industry companies that have been
operating for more than 10 years and have over
200 employees, to ensure organizational
stability and reliable talent management
practices. Using Krejcie and Morgan's (1970)
stratified competency model, a representative
sample of 208 employees was determined,
accounting for various managerial levels and
departments.

Research Instrument

The questionnaire is used to obtain data
from the participants. In its final form, it included
three parts: the first dealt with the demographic
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data of the participants. The second part
included 20 statements to measure dimensions
of talent management, and the third part
included 20 statements to measure dimensions
of emotional intelligence. The study employed a
seven-point Likert scale questionnaire to collect
data. From 208 distributed questionnaires, 200
were returned and 194 were valid for analysis.
The data were processed using SPSS version 24,
applying various statistical analyses including
descriptive  statistics  (means,  standard
deviations, frequencies, and percentages) as
well as both simple and multiple linear
regression analyses.

Participants' Characteristics

The personal characteristics of the study
sample  members according to the
questionnaires  valid for analysis were
represented in gender, age, years of experience,
educational level, and job by determining the
frequency and percentages as shown in Table 1.

Table 1: Demographic data from valid
questionnaires (n=194)

Variable N| %

Gender Male 176/ 90.7

Female 18| 9.3

Less 30y 32(16.5

30-40 8845.4

Age (yrs.) 4150 28|24
> 55 26 | 13.7

<5 40|20.6

Years of 6-10 50 | 25.8

experience 11-15 53|27.3
>15 51 |26.3

High School 8 | 41
Diploma 35 [18.0

Education level Bachelor's 144| 74.2
degree )

Masterand PhD | 6 | 3.6

Senior 71 3.6

Management level Middle 90(46.4
Front-line 97|50.0

Total 194(100.0

Table 1 illustrates the demographic
characteristics from valid questionnaires. The
valid questionnaires collected from the sample
consists of 194 (90.7%), n=76 from males and
(9.3%), n=18 from females). In terms of age
groups, the majority of the participants (45.4%)

L15-1 ¢(2) adadl (1 xall ¢did saally Ay zt"JJIA;H Ol duyall Al



fall within the range of 31-40 years. Regarding
educational levels, the largest proportion 74.2%
holds a bachelor's degree; regarding levels, the
largest proportion (50) holds the front-line level.

X. RESULTS AND DISCUSSION

Descriptive Statistics

A. Talent Management

To assess the level of application of TM and
its dimensions (talent attraction, talent
retention, talent development, and talent
motivation) in food industry companies in
Hodeidah Governorate, the mean, standard
deviation, and relative importance were
calculated for each dimension and for the overall
variable using SPSS. The results are shown in
Table 2.

Table 2: Descriptive statistics of TM and its

dimensions
Dimension |Mean| SD % |Label |Rank
Talent 5.112 [1.05273.0% Fairly 1
attraction high
Talent Fairly

development | 4995|1113 | 714% [ oy | 2

Talent Fairly

B. Emotional Intelligence

To evaluate the level of practicing emotional
intelligence and its dimensions (self-awareness,
emotion management, empathy, and social
skills) in food industry companies in Hodeidah
Governorate, the mean, standard deviation, and
relative importance were calculated for each
dimension and for the overall variable using
SPSS. The results are shown in Table 3.

Table 3: Descriptive statistics of emotional
intelligence and its dimensions

Dimension |Mean| SD % | Label |Rank

.| Fairly
Self-awareness|5.098(0.870|72.8% high 2
Emotion 524l0 0.2% Fairly
management 4-92410-93970-3% high 3
Social skills |5.347|1.013 [76.4%| High 1

.| Fairly
Empathy 4.713 |1.086(67.3% high 4

., | Fairly
Average 5.021|0.833|71.7% high

retention | 77> 1162 68.2% high B
Talent ., | Fairly
motivation 4-842 11561 69.2% high 3

., | Fairly
Average |4.939/1.031|70.6% high

Table 2 shows that the overall level of TM
application was at relatively high, with a mean of
4.939, a standard deviation of 1.031, and a
percentage of 70.6%. Among the dimensions,
talent attraction ranked the highest with a mean
of 5.112, a standard deviation of 1.052, and a
percentage of 73.0%, while talent retention
ranked the lowest with a mean of 4.775, a
standard deviation of 1.162, and a percentage of
68.2%. The degree of availability of all dimensions
was relatively high. These results indicate the
interest of industry companies in applying talent
management as one of the important
departments, which has a role in increasing the
organization's ability to respond appropriately
and quickly to various environmental variables
and contributes to the development of industry
companies. The results of the current study
were consistent with those reported by Amin
(2023), Al-Shuja’a (2023), and Al-Walidi (2022).
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Table 3 shows that the overall level of
emotional intelligence practice was relatively
high, with a mean of 5.021, a standard deviation
of 0.833, and a percentage of 71.7%. Among the
dimensions, social skills ranked the highest with
a mean of 5.347, a standard deviation of 1.013,
and a percentage of 76.4%, while empathy
ranked the lowest with a mean of 4.713, a
standard deviation of 1.086, and a percentage of
67.3%. These results indicate that the focus of
senior management in food industry companies
on developing emotional intelligence behaviors
among employees is not at the required level,
because the subject of emotional intelligence is
one of the modern administrative topics in Arab
business organizations, and the industry
companies do not focus on developing these
behaviors through awareness and training
courses. The social skills dimension was ranked
first which could be due to the social cohesion
between the members of the Yemeni society in
addition to the interdependence between
colleagues who have been working together for
a long time. On the other hand, the empathy
dimension was in the lowest rank maybe
because this behavior depends on the level of
human sense of the individuals in industry
companies and their ability to understand and
meet the feelings and needs of others. These
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results are similar to the results of Al-Shahari
(2023) and Al-Dabai (2021).

Hypotheses Testing

A. Testing the Main Hypothesis

The main hypothesis posits that “there is a
statistically significantimpact of TM on El in food
industry companies in Hodeidah Governorate.
This hypothesis was tested using simple linear
regression analysis, as shown in Table 4.

Table 4: Model estimation between TM and El

Path R> | Beta| SE T |P-value
TM —> El | 0.468|0.692|0.039|17.526 | 0.000
TM: Talent management; El: Emotional

Intelligence, SE, Standard Error

Table 4 shows that the value of the
determination coefficient (R*) for the main
hypothesis was 0.468, indicating that T™M
explains 46.8% of the variance in El in food
industry companies, and that 53.2% of the
variance was explained by other variables. The
beta coefficient was 0.692, which indicates a
strong positive relationship between TM and El
in the targeted companies. This implies that a
one-unit increase in talent management is
associated with a 69.2% increase in emotional
intelligence in the targeted companies. The t-
value was 17.526, which is statistically significant
as it exceeds the critical value of 2, and the p-
value was 0.000, indicating significance at the
0.05 level. Based on these results, it is evident
that there is a statistically significant impact of
talent management on emotional intelligence in
food industry companies; therefore, the main
hypothesis is accepted.

This result is consistent with Taamneh
(2022), who indicated a positive impact of TM on
El in insurance companies in Jordan, and with
Kassem and Ahmed (2021) who found a positive
relationship between TM and El among nursesin
Egyptian hospitals. It is also consistent with
Shamloh (2021), who indicated a relationship
between TM and El among individuals working
in the Ministry of Justice and Social
Development in Bahrain, and with Al-Qeed et al.
(2018) who demonstrated the influence of TM
on El in pharmaceutical companies in Jordan.
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B. Testing the Sub-hypotheses

To test the sub-hypotheses, multiple linear
regression was run to examine the impact of TM
dimensions on the El, as shown in Table 5.

Table 5: Model estimation between
independent variables and emotional

intelligence
Path Beta| SE T |P-value
Talent attraction 0.077|0.095/0.813| 0.416
—> El
Talent development 0.397|0.106|3.733 0.000
—> El
Talent retention 0.239|0.118 | 2.12 | 0.023
—> EI
Talent motivation 0.074|0.106]0.693| 0.489
—> EI

El: Emotional Intelligence, SE, Standard Error

Table 5 shows that there is no statistically
significant impact of talent attraction on El,
where the beta coefficient was 0.077, the t-value
was 0.813, and the P-value was 0.416. This does
not indicate statistical significance at the 0.05
level. Therefore, the first sub-hypothesis, which
posits that "there is a statistically significant
impact of talent attraction on El in food industry
companies in Hodeidah Governorate." is
rejected. There is no impact to attract talents in
El; attracting talents is an organizational action
that depends on human resources strategies
and does not depend on emotional skills such as
El.

This result is similar to that reported by
Taamneh (2022), who found no effect of talent
attraction on El in insurance companies in
Jordan, and by Shamloh (2021), who indicated
the absence of an effect to attract talents in El
among employees of the Ministry of Justice and
Social Development in Bahrain.

Moreover, Table 5 shows a statistically
significant impact of talent development on El,
where the beta coefficient was 0.397, the T-value
3.733, and the P-value was 0.000, which is
statistically significant at the o0.05 level.
Therefore, the second sub-hypothesis, which
posits that "there is a statistically significant
impact of talent development on El in food
industry companies in Hodeidah Governorate."
is accepted. This result aligns with the result of
Kassem and Ahmed (2021), who showed a
significant impact of talent development and
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improvement on El among nursing heads in
private hospitals in Egypt, and with the result of
Al-Qeed et al. (2018), who showed a significant
impact of talent development on EI among
employees in pharmaceutical companies in
Jordan.

Table 5 also shows a statistically significant
impact of talent retention on El, where the beta
coefficient was 0.239, the T-value was 2.12, and
the P-value was 0.023, which is statistically
significant at the 0.05 level. Thus, the third sub-
hypothesis, which posits that "there is a
statistically significant impact of talent retention
on El in food industry companies in Hodeidah
Governorate." is accepted. This result is
consistent with Kassem and Ahmed (2021), who
found a significant impact of talent retention on
El among nursing heads in private hospitals in
Egypt, and with Al-Qeed et al. (2018), who
showed a significant impact of talent retention
on El among employees in pharmaceutical
companies in Jordan.

Finally, Table 5 illustrates that there was no
statistically ~significant impact of talent
motivation on El, where the beta coefficient was
0.074, the T-value was 0.693, and the P-value
was 0.489, which is not statistically significant at
the 0.05 level. As a result, the fourth sub-
hypothesis, which posits that "there is a
statistically ~significant impact of talent
motivation on El in food industry companies in
Hodeidah Governorate." is rejected. This result
contradicts with that of Al-Qeed et al. (2018),
who showed an impact of talent motivation on
El among employees in pharmaceutical industry
in Jordan, and Chavez (2017), who showed an
impact of talent motivation on El among staff of
the San Antonio Residential Care Center in Perd.
This is due to the fact that motivating talented
individuals has an impact on technical,
professional, and mental abilities, and not
necessarily on emotional abilities.

XI. CONCLUSIONS

According to the results of the research,
several conclusions were drawn:

1. The results indicated that food industry
companies in Hodeidah Governorate have a
relatively high level of interest in TM. This
reflects  managers’ awareness  that
attracting, developing, and retaining talent is
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crucial for enhancing company performance
and competitiveness.

2. The findings showed that managers in these
companies exhibit El behaviors at a relatively
high level. This indicates that they
understand their own emotions as well as
those of others and are able to manage them
effectively, fostering positive interpersonal
relationships.

3. The study revealed a positive impact of TM
on Elin food industry companies in Hodeidah
Governorate, suggesting that implementing
TM  practices enhances employees’
emotional intelligence.

4. The results highlighted that the dimensions
of talent development and talent retention
significantly affect El, indicating that
focusing on developing and retaining talent
contributes to improving employees’
emotional awareness.

5. The findings showed that the dimensions of
talent attraction and talent motivation had
no significant effect on El, suggesting that
current  attraction  mechanisms  and
motivational policies may not be structured
to effectively enhance employees’ emotional
intelligence.

Xll. RECOMMENDATIONS

In light of the results and conclusion, the
following are some recommendations:

1. The top management of food industry
companies in Hodeidah Governorate needs
to adopt TM strategies that ensure a positive
work environment and promote El behaviors
among their employees.

2. The top management of these companies
should focus on integrated talent
development programs, including employee
training programs on emotional intelligence
skills, which ensure a positive work
environment and positively impact company
performance.

3. The companies should establish talent
standards and incorporate them into
selection and hiring criteria in food industry
companies.

4. The companies should incorporate El
behaviors into selection and hiring criteria
for employees in industry companies and
incorporate  them into promotion
requirements within companies.
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5. The companies need to redesign motivation
programs in the targeted companies to
include material and moral incentives
capable of  enhancing  employees'
professional and emotional well-being.
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