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Abstract: The essential target of this study is to examine the effect of both 
servant leadership and talent management on organisational ambidexterity in 
pharmaceutical industries in Egypt. To test these impacts, a highly structured 
questionnaire has been developed and circulated among 294 chemists and 
pharmacists in six organisations following the public area. The questionnaire 
was completed by 262 people, with an 89% response rate. In view of the 
Statistical Package for the Social Sciences (SPSS) and Amos, the outcomes 
showed that servant leadership has a significant positive effect on both talent 
management and organisational ambidexterity. Furthermore, the results showed 
that talent management has a significant positive effect on ambidexterity, and 
affirmed also the mediating vital role of talent management in the relationship. 
Important implications have been founded and discussed for both researchers 
and practitioners. 
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1 Introduction 

Much attention has been paid to management research for organisational ambidexterity 
during the most recent couple of years. Úbeda-García et al. (2020) asserted that 
organisational ambidexterity, which refers to the firm capability to jointly pursue 
exploration and exploitation as two distinguished modes of learning, has received 
attention from management researchers recently. The advantages of ambidextrous 
organisations appear in how corporations can make equilibrium between exploration and 
exploitation which present its capability to explore a new process and exploit what is 
already exist simultaneously (Moreno-Luzon and Gil-Marques, 2015). According to 
March (1991), exploration encompasses (seeking, diversity, venture, innovation and 
testing), while exploitation encompasses (improvement, production, competence, 
achievement and application). An organisation that concentrates only on exploration is 
likely to find itself suffering from the cost excess of experimentation without creating a 
lot of benefits, while on the other side, if it concentrated only on exploitation, it is 
probably going to get itself not ready to contend in business sectors (March, 1991). 
Exploration drives radical innovations in products, technologies, and business models, 
while exploitation leads to gradual changes or refinements in existing technologies, 
business models, and products (Maclean et al., 2020). A successful organisation needs 
both strategic and tactical thinking, besides the appropriate culture-building via its leader 
(Bass and Avolio, 1993). Because prosperity is essential for corporate, there is a  
still-emerging flow of researches that aim to recognise the antecedents and obstacles of 
organisational ambidexterity (Posch and Garaus, 2020), especially focusing on the role of 
leadership. 

According to O’Reilly and Tushman (2013), there have been limited studies on how 
leaders may promote organisational ambidexterity. Since then studies have investigated 
the vital role of leadership models on organisational ambidexterity. For example, in the 
view of semi-structured interviews with senior leaders, Baškarada et al. (2016) 
investigated how exploration and exploitation behaviours are related to and influenced by 
transformational and transactional leadership styles. Similarly, Knight and Cuganesan 
(2020) contributed to ambidexterity research by showing the essential role that  
senior-leadership team practices play in resolving the tension in prior researches 
concerning the contending requests of exploration and exploitation. Luz and Sousa 
(2018) in their chapter likewise examined how organisational ambidexterity can be 
consolidated in the public area through servant leadership. Studies also showed that 
organisational ambidexterity can show an additional role with leadership models as a 
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mediating or a moderator. This is what Nazim et al. (2020) affirmed in their study that 
organisational ambidexterity plays a mediating crucial role with innovation leadership for 
achieving reinforced performances in an organisation. In the same vein, Zain-ul-Abidin 
and Qammar (2020) indicated that organisational ambidexterity mediates among 
transformational leadership and ambidextrous leadership, with employee performances. 
However, researches related to the specified role of servant leadership for ambidexterity 
especially in the public area are not enough (Luz and Sousa, 2018). 

Building on previous studies, the contribution of this study appears in its sought to 
extend the knowledge body of literature regarding leadership models and ambidexterity 
through investigating the influence of servant leadership on organisational ambidexterity. 
Servant leadership regards a one of a kind and complete theory in which the leaders 
serve, support, and enable subordinates to satisfy significant results and advantages for 
people, associations, and the local area (Van Dierendonck, 2011). Furthermore, the 
present study integrated talent management as a human resource practice with leadership 
and ambidexterity literature as a reaction to the calls for connecting different writing 
streams to comprehend organisational ambidexterity in a superior manner (Simsek, 
2009). Until recently, both HR and leadership literature streams have evolved separately, 
with little co-existence (Rao-Nicholson et al., 2020). The uniqueness of integrating these 
variables appears in that the leadership model is vital for supporting the overall strategy 
of human resource and fostering psychological contracts, which thusly can be helpful for 
the firm and employees (McDermott et al., 2013). So, this study tries to investigate the 
role of the servant leadership model on organisational ambidexterity, besides the 
mediating and direct role of talent management as human resource practices in this 
relationship. 

Egypt regards one of the pioneers in the pharmaceutical industry in the Middle East. 
Egypt possesses the greatest pharmaceutical manufacturing base in the Middle East and 
North Africa region, representing around 30% of the regional market (General Authority 
for Investment and Free Zones, 2020). The pharmaceutical industry in Egypt has 
appreciated a time of incredible improvement lately. Although there is a strong local 
production sector, and while the majorities are directed to the local market, imports play a 
significant role also which make Egypt one of a prime exporter of medical preparations to 
the Arab, Asian and Eastern European markets (General Authority for Investment and 
Free Zones, 2020). However, drug production is concentrated in the private sector, 
accounting for 94% of total investments (Al-Mowafy, 2020). According to Luz and 
Sousa (2018), three factors put pressure on public organisations. Most importantly, the 
high velocity of mechanical advancement compels it to make changes in its authoritative 
designs consistently. Second, the expanded taking an interest in online media expanded 
freedoms for public contribution. At long last, a higher accentuation on productivity, 
other than the restricted investment of the public authority. As a result, it seems that there 
is a need for a shift in the environment of the public sector which can aid managers to 
innovate in a far more efficient way than what the public sector is used to (Luz and 
Sousa, 2018). So, there is a need for organisational ambidexterity to move now into the 
public sector (Luz and Sousa, 2018). Building on this insight, the present study 
concentrates on the public sector, especially Pharmaceutical companies which following 
the public sector in Egypt. 
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2 Literature review 

2.1 Servant leadership 

Servant leadership is an ethical leadership model primarily presented by Greenleaf 
(1977). It is a theory that is centred on people (Van Dierendonck and Nuijten, 2011). 
According to Hale and Fields (2007), servant leadership is a philosophy that often 
concentrates on followers ‘growth through increasing followers’ capability to pursue 
creative approaches and to get an incredible obligation at work. Carter and Baghurst 
(2014) also described servant leadership as a philosophy creating a magnificent 
hierarchical culture where both leaders and employees consolidate to achieve 
authoritative objectives without formal or legitimate force. 
Table 1 Shows three cornerstone dimensions developed by Greenleaf (1977) 

Dimensions Affiliated dimensions 
Service Covenantal relationship, responsible morality, organisational stewardship, 

follower development, follower empowerment, helping subordinates grow, 
service-orientation and putting subordinates first. 

Humility Altruistic calling, voluntary subordination, emotional healing, relational power, 
transcendental spirituality, moral love, authentic self, altruism, credibility, and 
behaving ethically. 

Vision Influence, persuasive mapping, creating value for the community, wisdom, 
credibility, transforming influence, and conceptual skills. 

Source: Hale and Fields (2007) 

Studies have differed in both conceptualisation and operationalisation of servant 
leadership term which lead to making a wide assortment of dimensions and 
characteristics to elaborate the term. For example, Barbuto and Wheeler (2006) defined 
servant leadership as behaviours or characteristics encompassing humility, persuasive 
mapping, follower development, service-orientation, follower autonomy, emotional 
healing, relational power, altruistic calling, wisdom, besides organisational stewardship. 
Other operationalisation of servant leadership includes moral love, vision, altruism, 
follower empowerment, humility, trust and service (Dennis and Bocarnea, 2005), adding 
value for the community, empowering, emotional healing, conceptual skills, behaving 
ethically, aiding subordinates to grow and succeed, and putting subordinates first (Liden 
et al., 2005). Notwithstanding the variety and contrasts of the formulations of servant 
leadership, there are three prime dimensions employed by Greenleaf (1977). He depicted 
these dimensions as the foundations of this style of leadership used by researchers later to 
formulate the scale and dimensions of servant leadership (Hale and Fields, 2007). The 
present study followed this path and embraced these dimensions. Table 1 shows these 
dimensions and the affiliated dimensions developed by other researchers according to 
Hale and Fields (2007). 

2.2 Talent management as human resource practices 

Notwithstanding the importance of talent management in organisational success, until 
now, there is no agreement on the definition of this term (Son et al., 2018). To 
comprehend the term of talent management, we need first to define and recognise what 
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talented individuals are. Individuals with talent have the ability or potential to increase 
the value of the organisation (Lorsch and Tierney, 2002). Such talented individuals can 
be alluded to as a bunch of representatives who have outstanding abilities and capacities 
in different areas such as technical, marketing, managerial or other highly needed areas 
(Silzer and Dowell, 2009). Based on this vision, talent management, according to 
Collings and Mellahi (2009), is an interaction that depends on the advancement of a 
talent pool of high performing and high potential to fill key positions, besides putting 
distinguished human resource architecture to simplify filling these positions with 
competent employees and to guarantee their proceeds with the obligation to the 
organisation. 

Researchers are partitioned in their viewpoint about the definition and the scope 
which talent management could be applied; whether for all human resource management 
practices or a minuscule bunch of employees (Son et al., 2018). For instance, Iles et al. 
(2010) argued that, conceptually, there is no difference between talent management and 
HRM as they depend on the same tools, however, they can just contrast in that HRM has 
a selective focus. This perspective believes that each employee has a talent that could be 
recognised and developed. On the other side, other researchers believed that as talent 
management creates a competitive advantage for institutions, it should be aligned with 
business and HRM strategies and not use the same traditional practices of HRM (Lewis 
and Heckman, 2006; Jones et al., 2012). Based upon the later perspective, the practices of 
talent management can be divided into four categories; attracting talents, selecting 
talents, developing talents, and retaining talents according to Alkerdawy (2016). In sum, 
there are two approaches for talent meaning; the first called inclusive, which considers 
that each employee has talent, while the second called exclusive which focuses on certain 
employees in crucial positions (Tansley, 2011). Concentrating on retaining and 
developing talent, this study follows the first perspective which believes that each 
employee has a talent, and of talent management practices should not be specified for 
some employees. To acquire a competitive advantage and rise the loyalty of employees, 
organisations should provide opportunities and a supportive environment for employees 
to grow their talents and motive them to reach perfection (Shaemi et al., 2011). So, this 
study embraces five practices or dimension of talent management developed by Sweem 
(2009), which can be applied to each employee regardless of being talented or not. These 
practices include employee development, performance management, reward and 
recognition, communication, and open climate and culture. 

• Employee development: it is the process of individuals’ permanent and continuous 
multilateral development through organisational development, performance 
development, and employee training, with the goal of increasing efficiency and 
effectiveness, integrating individuals into the organisation, and promoting employee 
growth and development (Allameh et al., 2012). 

• Performance management: it is a systematic process that tries to increase 
organisational performance by enhancing the performance of teams and individuals, 
which include analysing and managing performance within an agreed framework of 
planned goals, standards, and competency criteria (Armstrong, 2006). It should also 
be viewed as a fluid rather than a rigid process that includes planning, execution, 
monitoring, and evaluation (Armstrong, 2006). 
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• Reward and recognition: a set of material and moral means provided by the 
organisation in exchange for individual contributions that are consistent with the 
organisation’s operations, policies, and strategies, as it extends beyond wages and 
entitlements of employees to include non-material rewards such as credit 
recognition, learning, and development opportunities (Armstrong and Stephens, 
2005). 

• Communication: according to Shaemi et al. (2011), communication in an 
organisation allows employees to be aware of the proper ways to accomplish work 
and to identify areas that require improvement and repair. Communication is the 
interaction between persons through speaking or through body language (Shaemi  
et al., 2011). 

• Open climate and culture: it refers to a set of distinct internal features of a company 
that other businesses can recognise, and it has a substantial impact on employee 
behaviour and organisational effectiveness (Shaemi et al., 2011). 

2.3 Organisational ambidexterity 

Organisational ambidexterity is the firm’s capacity to explore and exploit simultaneously, 
and it is a vital pointer for organisational achievement or failure (O’Reilly and Tushman, 
2013). The premise of organisational ambidexterity is that an organisation that can pursue 
both exploitation and exploration simultaneously will procure and support proficiency 
and adaptability after some time (Benner and Tushman, 2003). Researchers have 
discovered that when organisations pay attention to both dimensions of ambidexterity 
(exploration and exploitation), they will be able to reach a high rate of sales growth 
(Gibson and Birkinshaw, 2004; He and Wong, 2004; Lubatkin et al., 2006). However, 
combine these two activities may create conflicting challenges (Jansen et al., 2009). If the 
organisation can solve this dilemma, then each employee in an organisation will be able 
to communicate value to existing customers and frequently explore changes in the 
environment (Gibson and Birkinshaw, 2004). According to Auh and Menguc (2005), 
exploration is a creative activity that involves the generation of new ideas, surpass 
customer needs through satisfying their desires before they think of them, and accept 
activities that could lead to innovative ideas. On the contrary, exploitation is linked with 
flexible construction, occasional systems, impromptu, breakthrough, technologies, 
evolving, creative and innovation (He and Wong, 2004). 

Organisational ambidexterity has two views; structural and contextual. The first one 
affirms that exploitation and exploration compete against each other for the 
organisation’s resources, and organisations need to allocate a specific unit to each type of 
ambidexterity (March, 1991; Gupta et al., 2006). The latter view emphasises that an 
organisation’s success counts on the simultaneous utilisation of exploration and 
exploitation within the same department (Fu et al., 2015). The argument now has been 
increasingly shifted to the static perspective on ambidexterity, which emphasises the 
importance of striking a balance between exploration and exploitation, rather than 
investigating structural and contextual arrangements (Raisch et al., 2009; Lavie et al., 
2010). This static perspective seeks to comprehend how and through which mechanisms 
leaders can administer the tension (Raisch et al., 2009; Lavie et al., 2010). Based on these 
insights, the present study follows Yu et al. (2014) and shed lights on the fact that 
organisations should appropriately allocate the rare resources and arranges a strategic 
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choice, taking into consideration their adaption of exploitative and/or exploratory 
innovation strategies. 

3 Conceptual framework and hypotheses development 

3.1 Servant leadership and talent management 

Leadership is essential in the creation of a supportive work environment to foster and 
motivate talented employees (Asag-Gau and Van Dierendonck, 2011). Tang et al. (2011) 
claimed that talented employees require leadership support in terms of inspiration, 
strategic thinking, and empowerment which can foster selection and talent retention with 
long-term skills and values. According to research, leadership models play an important 
role in talent management. For instance, Fragouli and Alhaider (2020) study revealed that 
responsible leadership plays an important role in talent retention and enables independent 
motivation among employees, as well as improving the overall performance of the 
organisation. Leaders bear a large portion of the responsibility for both talent retention 
and accountability (Fragouli and Alhaider, 2020). Regarding servant leadership,  
Asag-Gau and Van Dierendonck (2011) asserted that servant leadership regards the most 
supportive style in enhancing and supporting talent management because it focuses on 
personal needs and the growth of followers. Barbuto and Gottfredson (2016) also 
affirmed that organisations can enhance their capability to define, attract, and sustain top 
talent via boosting and training their leaders to be servant leaders. In the same vein, 
Mukonoweshuro et al. (2016) demonstrated that servant leadership imbue can play a 
significant role in developing managerial leadership qualifications that can optimise 
managerial performance in areas such as talent development and retention. A servant 
leader puts a higher vision for the organisation and aligns this highly purposive vision 
with employee’s purpose, skill, and talent (Blanchard, 2018). The primary responsibility 
of servant leaders is to empower their followers (Van Dierendonck, 2011). This could be 
accomplished by providing continuous growth and increasing opportunities to activate 
personal talent, as well as making employees more self-sufficient (Coetzer et al., 2017). 
Accordingly, this study suggests the following hypothesis: 

H1 Servant leadership has a significant influence on talent management. 

3.2 Talent management and organisational ambidexterity 

Talent management is defined as developed human resource practices that can provide 
organisations with a competitive advantage. Developed formalised human resource 
practices appropriately can enhance the commitment of employees, diminish turnover, 
fostering the productivity of the organisation and its employees, besides achieving 
organisational ambidexterity (Huselid, 1995; Jiang et al., 2012; Kehoe and Wright, 2013). 
According to Swailes and Blackburn (2016), employees who are considered talented have 
favourable attitudes toward their organisations. Now in organisations, HR professionals 
are facing new challenges in building ambidexterity such as directing resources, talent 
acquisition and retention (Jackson et al., 2017). Jackson et al. (2017) identified three 
prime problems in human resource practice that influence the question of how existing 
human resource practices impact ambidexterity building. One of these issues is the role of 
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social networks in limiting or facilitating access to knowledge and talent when 
developing exploitation and exploration activities (Jackson et al., 2017). Firms seeking to 
improve their innovative performance must implement talent management procedures or 
improve existing practices to exploit and explore additional knowledge (Son et al., 2018). 
This could be done by providing individuals about the degree of control that suits their 
natural talents and the tighter control that can help them embrace ambidextrous works 
(Bidmon and Boe-Lillegraven, 2020). As a result of the aforementioned, the following 
hypothesis can be suggested: 

H2 Talent management has a significant influence on organisational ambidexterity. 

3.3 Servant leadership and organisational ambidexterity 

Leadership behaviours have been identified as the most important drivers of 
ambidexterity and innovation (Lawton and Weaver, 2010). Exploration and exploitation 
can be accomplished through behavioural integration, which is the responsibility of the 
top management team (Lubatkin et al., 2006). In their investigation of the impact of 
leadership style and project type on exploratory and exploitative projects, Burton et al. 
(2012) asserted that exploratory projects was more influenced and damaged by 
misalignment of the leadership model than exploitative projects. Jansen et al. (2009) 
referred to the fact that transformational leadership may be more appropriate in the 
context of exploratory innovation, whereas transactional leadership may be more 
appropriate in the context of exploitative innovation. According to Nazim et al. (2020), 
innovative leadership is regarded as the most important leadership style capable of 
leading organisations, whether stable or unstable, to ambidexterity (exploitation and 
exploration). Regarding servant leadership, Yoshida et al. (2014) in their study found that 
servant leadership increases an individual’s creativity and innovation. They proposed that 
in the presence of a strong climate for innovation, servant leadership has the potential to 
catalyse relational identification in followers, which in turn fosters employee creativity. 
Servant leadership can foster employee creativity and team effectiveness (Yang et al., 
2017). Focusing on the dimensions of servant leadership, vision and reward possess by 
leaders can foster exploratory and exploitative innovations (Jansen et al., 2008). In the 
same vein, both humility and standing-back are crucial contributing to generate 
continuous improvement, sharing, learning culture, and interdependence in addition to 
the contextual ambidexterity (Luz and Sousa, 2018). Stewardship, as a dimension of 
servant leadership, can contribute to a variety of organisational ambidexterity precursors 
such as planning for a better understanding of user needs, providing a holistic or 
systematic view, promoting dialogue, encouraging the need for exploration, and acting as 
a supporter of novel or incoming processes (Palm and Lilja, 2017). Accordingly, the 
following hypothesis can be suggested: 

H3 Servant leadership has a significant influence on organisational ambidexterity. 

3.4 The mediating role of talent management 

According to Simsek (2009), there is a need to combine different streams of literature 
related to HR, leadership, and ambidexterity to gain a better understanding of 
organisational ambidexterity. Servant leaders can better create the conditions needed to 
develop employees and increase their intelligence and autonomy (Li and Han, 2013). 
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Servant leadership has been shown to have an impact on employee learning and 
development, which can promote organisational learning (Choudhary et al., 2013). When 
leaders concentrate on meet employees need, learning, and coaching, it will return with 
increased knowledge-ability not only for employees but also for the whole company 
(Choudhary et al., 2013). According to Aragón-Correa et al. (2007), leadership has a 
significant indirect impact on firm innovation. On the other hand, the organisation’s 
ability to implement effective procedures in the selection of appropriate individuals 
improves the organisation’s ability to continue doing both exploration and exploitation 
(Güttel and Konlechner, 2009). An organisation’s existing integrated human resource 
management system encourages ambidextrous activities (Jørgensen and Becker, 2017). 
As a result, the following hypothesis can be suggested: 

H4 Talent management mediates the relationship between servant leadership and 
organisational ambidexterity. 

Figure 1 The conceptual framework (see online version for colours) 

 

4 Methodology 

The present study follows the deductive approach. This study aims to describe and 
analyse the phenomenon under investigation by reviewing relevant literature to establish 
a theoretical framework and then concluding the relationship between study variables and 
hypotheses formulation. The deductive approach is used to explain and interpret what is 
going on in the phenomenon under investigation, while the inductive approach is used to 
understand why the phenomenon under investigation happens (Saunders et al., 2003). 
Because this study takes a deductive approach, the quantitative research method will be 
used to create a survey list/questionnaire that includes the study variables, gather primary 
data, test and interpret the data, and determine the nature of the relationships between the 
variables. This section presents the sample, data collection, and measurement and 
procedure as follows: 

4.1 Sample 

In empirical research, the sampling phase is an important step in demonstrating that the 
population has been correctly identified (Benabderrahmen et al., 2016). The study 
population is comprised of all chemists and pharmacists employed by the public business 
sector’s pharmaceutical companies, which are comprised of six companies following the 
holding company (Holdipharma). The total number of chemists and pharmacists is 1,266. 
Because companies have different employee numbers and this study seeks generalisation, 
the researchers drew a stratified random sample of 294 people based on the equation 
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presented by Shastri et al. (2010) and Liu et al. (2012). Table 2 shows how the sample 
items were distributed based on the number of employees. 
Table 2 Represents the distribution of the sample items to the companies understudy 

Companies 
Number of employees 

Total Relative 
weight Chemist Pharmacist 

Memphis Pharmaceutical 
Company 

130 148 278 21.69% 

Nile Company for Medicines and 
Chemical Industries 

81 158 239 18.88% 

The Arab Company for 
Medicines 

70 110 180 14.22% 

The Chemical Industries 
Development Company ‘Syed’ 

60 130 190 15% 

Cairo Pharmaceutical Company 75 136 211 16.67% 
Alexandria Pharmaceutical 
Company 

68 100 168 13.27% 

Total 484 782 1,266 100% 

Companies 
Sample size Response 

rate Responses 
Chemist Pharmacist Total 

Memphis Pharmaceutical 
Company 

30 35 65 92% 60 

Nile Company for Medicines and 
Chemical Industries 

19 36 55 94% 52 

The Arab Company for 
Medicines 

16 26 42 92% 39 

The Chemical Industries 
Development Company ‘Syed’ 

14 30 44 86% 38 

Cairo Pharmaceutical Company 17 32 49 40% 40 
Alexandria Pharmaceutical 
Company 

16 23 39 84% 33 

Total 112 182 294 89% 262 

Source: Prepared by the researchers from employee records within the 
companies under study 

4.2 Data collection 

Employee perceptions of the availability of servant leadership, talent management, and 
their relationship and influence on organisational ambidexterity were gathered using a 
structured questionnaire. The researchers used a structured questionnaire/survey list that 
was prepared specifically for this purpose to compile the field study data from its primary 
sources. This list included questions about servant leadership in three dimensions, talent 
management in five dimensions, and organisational ambidexterity in two dimensions. 
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4.3 Measurement and procedure 

The three-dimensional scale for measuring servant leadership was adapted from Hale and 
Fields (2007). This study adopted these dimensions because they are based on the 
cornerstone developed by Greenleaf (1977), and researchers later built their dimensions 
on them. Each of these dimensions is made up of six statements. The talent management 
scale was adapted from Sweem (2009) because this research adapts the idea that 
organisations already have talented employees who occupy key positions, so it focuses on 
these dimensions that focus on the ability to deal with those talented employees to 
maximise their potential. This scale has five dimensions. Finally, the scale for measuring 
exploration and exploitation was adapted from Yu et al. (2014), which include four 
statements for each dimension. The responses were graded on a five-point Likert scale 
ranging from (1) strongly concur to (5) strongly disagree. 

5 Data analysis 

This study followed the two-step procedure suggested by Anderson and Gerbing (1988) 
to assess the validity of the model. This two-step approach includes confirmatory factor 
analysis (CFA) and the structural equation modelling (SEM) technique. According to 
Chen (2008), CFA allows the researcher to define the extent to which the proposed 
questionnaire items measure latent factors, whereas SEM allows the researcher to analyse 
the variables of the hypothesised model to determine the consistency between the model 
and data. Cronbach alpha for all variables was used to assess instrument reliability. 
Model fit, correlation testing, and hypotheses testing are all included. 
Table 3 Description of measures 

Measures Mean SD Cronbach’s alpha 
Servant leadership 3.40 0.638 0.943 
Service 3.29 0.697 0.844 
Humility 3.57 0.670 0.887 
Vision 3.34 0.832 0.894 
Talent management 3.24 0.677 0.892 
Talent performance management 3.35 0.940 0.711 
Talent development 3.28 0.690 0.774 
Reward and recognition 2.33 0.601 0.560 
Communication 3.59 0.634 0.582 
Culture and open climate 3.69 0.805 0.675 
Organisational ambidexterity 3.47 0.803 0.900 
Exploration 3.29 0.934 0.915 
Exploitation 3.66 0.865 0.804 
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5.1 Instruments reliability 

Cronbach alpha was calculated for all variables to determine instrument reliability. 
Cronbach alpha for three items in servant leadership was 0.943. Cronbach alpha for five 
items in talent management was 0.892. Cronbach alpha was 0.900 for ambidexterity. This 
means that the scale has a high level of reliability. To more certainly, the researchers 
calculated Cronbach alpha for every item alone. Cronbach alpha, mean, and standard 
deviation for instruments is shown in Table 3. The mean values of the variables in  
Table 3 range from 3.6 to 2.3. In this case, the standard deviation range for variables is 
0.60 to 0.94, which is considered a decent standard deviation. The data does not appear to 
have deviated significantly from its mean point, and respondents appear to have a good 
understanding of the required items. 

5.2 Correlation test 

Pearson correlation was used to test the correlation between all variables. Negative 
correlation ranges from –1 to 0, with 0 denoting no correlation, and positive correlation 
ranges from 0 to 1, with 1 denoting perfect correlation (Choudhary et al., 2013). Table 4 
reveals a positive relationship between servant leadership and talent management with 
sig. Also, there is a substantial positive correlation between servant leadership and 
ambidexterity, according to the findings. Finally, shows that ambidexterity has a 
significant positive correlation with talent management. 
Table 4 Pearson correlation table 

Relationship Pearson correlation 
SL-TM 0.942** 
TM-OA 0.366** 
SL-OA 0.494** 

Note: ***p < 0.001; **p < 0.01. 

5.3 Model fit and hypotheses testing 

The data’s outcomes have been collected. Table 5 shows the results with Chi-square = 0, 
Df = 0, and p-value = *** ≥ 0.001. CFI, NFI, AGFI, and RMSEA have values of 1, 1, 1, 
and 0 respectively, and the criteria are given by Roh et al. (2005), McAulay et al. (2006) 
and Choudhary et al. (2013). Regarding the hypotheses testing, according to Table 6, the 
standardised direct (unmediated) impact of servant leadership on talent management and 
organisational ambidexterity (β = 0.805, p < 0.00; β = 0.356, p < 0.00), is significant and 
positive. Furthermore, the findings indicate that talent management has a significant 
positive direct impact on organisational ambidexterity with (β = 0.309, p < 0.001). In 
terms of the indirect impact, the findings indicate that the standardised indirect 
(mediated) effect of servant leadership on organisational ambidexterity (β = 0.249,  
p < 0.001) is positive and significant. Therefore, the results indicate that talent 
management mediates the linkages between servant leadership and organisational 
ambidexterity. So H1, H2, H3 and H4 hypotheses were accepted. 
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Table 5 Index of fit of the model 

Fit measure Value 
Suggested minimum values from Roh et al. 

(2005), McAulay et al. (2006) and 
Choudhary et al. (2013) 

Chi-Square 0  
Df 0  
p-value *** ≥ 0.05 
CFI 1 ≥ 0.9 or ≥ 0.95 
NFI 1 ≥ 0.9 
AGFI 1 ≥ 0.8 or ≥ 0.95 
RMSEA 0  
Normed Chi-square (Chi-square/Df) 0 ≤ 2.0 or ≤ 3.0 

Note: ***p < 0.001; **p < 0.01. 

Table 6 Standardised direct and indirect effects 

Variables Estimates of β P-value Results 

SL → TM 0.805 000 Accepted 
TM → OA 0.309 000 Accepted 
SL → OA 0.356 000 Accepted 
SL → OA 0.249 000 Accepted 

Note: ***p < 0.001; **p < 0.01. 

Figure 2 The structural model with path coefficients (see online version for colours) 

 

6 Discussion 

This study proposes a research model that illustrates the influence of servant leadership 
style on organisational ambidexterity with the integration of talent management as an HR 
practice, building on existing innovation and leadership theories. Over a sample of 262 
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chemists and pharmacists from research companies, strong evidence was found for the 
proposed model. The findings have important implications for both researchers and 
practitioners. Because this is the first applied study to investigate the relationships and 
integration of servant leadership, talent management, and organisational ambidexterity, it 
will provide researchers with the theoretical foundation for future research. Practitioners 
and organisations can rely on the key constructs in the proposed research model to retain 
and develop servant leaders and talented employees who can explore innovations and 
exploit scarce resources. 

The results showed that servant leadership has a significant positive effect on talent 
management. This result is partly consistent with the findings of the study conducted by 
Li and Han (2013), which concluded that servant leadership works to create the best 
conditions for employee development and makes them more intelligent and  
self-sufficient. The findings are also consistent with the findings of Choudhary et al. 
(2013) study which concluded that servant leadership influences employee learning and 
growth, which in turn improves organisational learning. When the leader considers the 
needs of the employees and educates them through training, workshops, and seminars, 
the organisation’s knowledge capacity increases, enhancing and improving the 
organisation’s overall performance. 

In terms of the impact of talent management practices on exploitation and exploration 
innovations, the findings of this study revealed that talent management has a significant 
positive effect on ambidexterity. This result consists with the outcomes of Mkambur and 
Kamaara (2017) study which affirmed that the training and development that talents 
receive allows them to increase internal productivity, which directly contributes to 
employee growth, and that this training and development has a significant impact on 
improving effectiveness in performing operations, as well as helping the organisation to 
innovate, which affects the overall performance of the organisation. As an organisation 
works to increase productivity, motivate employees, and innovate, effective talent 
management gives it a competitive advantage (Chikumbi, 2011). 

Servant leadership had a major positive impact on organisational ambidexterity, 
according to the findings of this study. These findings are consistent with those of a study 
conducted by Jansen et al. (2008) which found that executive leaders’ ability to combine 
exploitation and exploration is related to their ability to share vision and rewards. It also 
agrees with Erkutlu and Chafra (2015) study which confirmed the existence of a positive 
moral correlation between servant leadership and innovation behaviour. The majority of 
studies have found that servant leadership boosts employee creativity. For example, 
Yoshida et al. (2014) and Yang et al. (2017) asserted that servant leadership fosters 
individual relationships and models of collaboration with leaders, which improves 
people’s creativity and ability to come up with new ideas. Overall, senior management 
teams play an important leadership role because they can perform and handle a variety of 
leadership positions in a variety of ways, allowing them to make balanced decisions that 
allow them to pursue both exploitation and exploration, as well as differentiate between 
current products and innovation (Carmeli and Halevi, 2009). 

The results showed that talent management mediates the relationship between servant 
leadership and organisational ambidexterity when it comes to the indirect effect through 
talent management. This result Corresponds to what Aragón-Correa et al. (2007) affirmed 
that leadership has a strong indirect influence on firm innovation. The findings support 
(McDermott et al., 2013) assertion that leadership style is critical in promoting HR’s 
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overall strategy and cultivating psychological contracts, both of which are beneficial to 
the firm and its employees 

7 Conclusions, limitations and future research directions 

The purpose of this research was to investigate the impact and relationship between 
servant leadership, talent management, and organisational ambidexterity. Based on the 
prior literature of servant leadership theory, talent management, and ambidexterity, a 
research model was proposed and empirically tested. According to the findings of a 
survey of 262 chemists and pharmacists, the model claimed to be capable of explaining 
the impact of servant leadership and talent management on ambidexterity. The research 
model not only provides new theoretical grounds for future research but also provides a 
list of ambidexterity determinants to organisations. 

Accompany with many limitations, this study cannot be generalised for the service 
sector. This research was carried out on a specific group of people working in 
pharmaceutical companies. It was also conducted with small sample size and in a cultural 
context. Manufacturing and service industries may be the source of future research. The 
studies can be expanded to look at the differences between servant leadership and other 
ethical leadership styles like transformational and charismatic leadership, as well as their 
impact on developing and retaining talent, exploration, and exploitation. Future studies 
must avoid the flaws and take into account the study’s strengths and weaknesses, as well 
as make more changes to the research location, participants, and cultural context. This 
research can help pharmaceutical executives and employees. Because leadership is so 
important, this study enlightens managers on how they can improve their relationships 
with followers while also improving their exploration and exploitation performance. 
Leaders can use service, humility, and vision to motivate employees to achieve high 
levels of performance, while employees can benefit from servant leaders in terms of 
developing their skills and competencies. 
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