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The Impact of Emotional Intelligence, Talent Management and Social Media Use on 

Predicting Egyptian Millennial Leadership Potential: A Multilevel Perspective 

Abstract 

 
Although numerous theories of leadership have been proposed over time, the understanding and 

conceptualisation of potential leadership remain a gap in current research. Moreover, the majority of 

leadership studies have been conducted in Western contexts, neglecting the diverse cultural differences of 

other regions, such as the Middle East. This research addresses these research gaps by investigating the 

Egyptian context and contributing to the understanding of what defines potential leaders in the present era, 

with a specific focus on the employees from the millennial generation. 

Employing a multilevel analysis, this thesis explores the individual, organisational and social variables 

influencing Egyptian Millennial Leadership Potential (MLP). The research utilises a mixed-methods approach, 

incorporating semi-structured interviews to qualitatively investigate MLP and subsequently develop a concise 

measurement encompassing five sub-dimensions: Agility, Talent Catalyst, Interpersonal, Intrapersonal and 

Entrepreneurial. Thus, the objective of this thesis is threefold: firstly, to uncover the essence of Millennial 

Leadership Potential through qualitative exploration, secondly, to construct a practical measurement scale 

based on the qualitative findings, and finally, to quantitatively examine the impact of Emotional Intelligence, 

Talent Management and Social Media Use on predicting MLP in Egyptian professionals working in 

Multinational Companies (MNCs). 

The results of the study underline the significant role of Emotional Intelligence in shaping MLP, the 

collective importance of implementing Talent Management practices and the relevance of Social Media Use in 

the workplace. Furthermore, the study reveals a complex interplay between these variables, 

demonstrating a serial mediation relationship. Specifically, organisational Talent Management practices 

contribute to the development of employees' Emotional Intelligence, positively influencing their use of social 

media at work, which, in turn, impacts their potential as leaders. 

The empirical evidence presented in this study contributes to the literature body of knowledge by 

shedding light on various predictors influencing Millennial Leadership Potential at work. Additionally, the 

research provides a clear and practical measurement of MLP that can be applied both in practice and 

research frameworks. 

Keyword: Emotional Intelligence, Leadership Potential, Millennials, Social Media, Talent Management. 
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O Impacto da Inteligência Emocional, Gestão de Talentos e do Uso das Redes Sociais no 

Potencial de Liderança entre a Geração de Profissionais Egípcios Millennials: Uma 

Perspectiva Multinível 

Resumo 

 
Embora inúmeras teorias de liderança tenham sido propostas, a conceptualização do potencial de 

liderança ainda é uma lacuna na investigação atual. Mais ainda, a maioria dos estudos de liderança foi 

conduzida em contextos ocidentais, negligenciando as diversas diferenças culturais de outras regiões, como 

o Médio Orient. Esta investigação procura dar resposta a estas lacunas, ao propor-se investigar no contexto 

egípcio o que define líderes potenciais na era atual, com um foco específico nos profissionais da geração 

Millennials. 

Empregando uma análise multinível, esta tese explora as variáveis individuais, organizacionais e sociais 

que influenciam o Potencial de Liderança dos profissionais Millennials Egípcios (PLM). A pesquisa utiliza 

uma abordagem de métodos mistos, incorporando entrevistas semiestruturadas para investigar 

qualitativamente o (PLM) e subsequentemente desenvolver uma escala que abrange cinco subdimensões: 

Agilidade, Catalisador de Talentos, Interpessoal, Intrapessoal e Empreendedorismo. 

Assim, o objetivo desta tese é triplo: primeiro, descobrir as componentes do Potencial de Liderança dos 

Millennials através de um estudo qualitativo; segundo, construir uma escala de medição prática com base 

nos resultados qualitativos; e, finalmente, examinar quantitativamente o impacto da Inteligência Emocional, 

Gestão de Talentos e Uso das Redes Sociais na previsão do PLM nos profissionais egípcios. 

Os resultados do estudo destacam o papel significativo da Inteligência Emocional na formação do PLM, 

a importância geral da implementação de práticas de Gestão de Talentos e a relevância do Uso de Redes 

Sociais no local de trabalho. Além disso, o estudo revela uma interação complexa entre estas variáveis, 

demonstrando uma relação de mediação serial. Especificamente, as práticas organizacionais de Gestão de 

Talentos contribuem para o desenvolvimento da Inteligência Emocional dos profissionais Millennials, 

influenciando positivamente o Uso das Redes Sociais no trabalho, o que, por sua vez, impacta no potencial de 

líderança. 

A evidência empírica apresentada neste estudo contribui para o conhecimento sobre liderança, 

lançando luz sobre vários preditores que influenciam o Potencial de Liderança dos profissionais Millennials. 

Além disso, a pesquisa fornece uma medida clara e prática do PLM que pode ser aplicada para futura 

investigação ou no contexto prático da gestão. 

Palavras-chave: Gestão de Talentos, Inteligência Emocional, Millennials, Potencial de Liderança, Uso das 

Redes Sociais. 
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Chapter One: Introduction 

 
1.1 Introduction 

 
The present study examines the influence of Emotional Intelligence, Talent Management Practices and 

Social Media Use on developing Millennial Leadership Potential. The introduction chapter provides a 

concise overview of the main central themes of the study, focusing on leadership, Emotional 

Intelligence, Talent Management Practices and Social Media Use. The Millennial generation is the 

primary generational cohort within the study's contextual framework. The chapter further explains the 

rationale for the study, emphasising the research problem and its motivation, followed by an overview of the 

research questions and objectives. Next, a summary of the research methodology is presented, and  the 

research contribution of the thesis is briefly discussed. Finally, this chapter provides an overview of  the 

thesis structure by presenting the preface of the chapters. 

1.2 Research Background 

 
Leadership, as a crucial area of research, requires a reconsideration of our current theories in light of 

changes in employee values (Gaus et al., 2022; Kjellström et al., 2020; Piwowar-Sulej & Iqbal, 

2023). In the literature, a leader is defined as an individual who influences the behaviour of others, 

either positively or negatively (Santos et al., 2023). However, this study will diverge from the 

prevalent focus on negative leadership, as observed in an extensive literature that covers the negative 

forms of leadership as toxic leadership, destructive leadership, abusive supervision, workplace bullying and 

despotic leadership (Basaad et al., 2023; Gao & Liu, 2023; Mehraein et al., 2023; Mubarak et al., 2023; 

Santos et al., 2023). Acknowledging the historical emphasis on adverse leadership effects, particularly 

evident in political and some organisational contexts, the present research deliberately shifts its attention. 

Instead of delving into the consequences of dysfunctional leadership, this study explores the 

behaviours, traits and styles associated with potentially effective leadership. By taking a proactive 

stance, the research aims to contribute insights into the aspects characterising positive and impactful 

millennial leadership, providing a positive perspective within the broader leadership literature. 

Concerns about the identification and development of Leadership Potential have persisted for years, 

leading to a small but emerging body of empirical work defining leadership potential (Dries & 

Pepermans, 2012; Hirschfeld & Thomas, 2011). There is a clear need for researchers to identify 

consistent, valid and theoretically meaningful ways to describe the qualities of leader potential and 
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development in organisations (Troth & Gyetvey, 2014). Thus, this research addresses this need by 

conceptualising and constructing a solid definition of "Leadership Potential." 

The workforce is undergoing significant changes, necessitating a corresponding evolution in 

leadership theories. The empirical research on generational gaps highlighted in this study emphasises 

several gaps in significant leadership theories (Anderson et al., 2017). Fiedler's (1964) assertion, over 

half a century ago, that effective leadership occurs when the leader's skills and personality match the 

situation requires renewed significance. Given substantive changes in the values and attitudes of today's 

employees, the current leadership theories face a crisis of becoming less applicable to the leadership 

contingencies of 21st-century organisations (Bouland-van Dam et al., 2021). Instead of perceiving these 

generational gaps as challenges to the science of leadership, this study has embraced these changes 

and adopted a new perspective on potential leadership. The focus is identifying new competencies to 

enhance managers' understanding of leadership, explicitly profiling leaders within the currently 

employed generation cohort. 

There has been a notable shift in workforce demographics in recent years, with a growing influx of 

millennial employees born between 1981 and 2000 (Abhicharttibutra et al., 2023; Hannah Murphy et 

al., 2021; Yang et al., 2023), succeeding Generation X and preceding baby boomers. The focus on 

millennial employees in organisational studies is evident, given their increasing presence in the 

workforce and the impending retirement of baby boomers (Naim & Lenka, 2018). Understanding 

millennials' personal traits, job satisfaction and organisational commitment levels becomes imperative 

for effective management, mainly as they dominate the workforce (Kotlyar, 2018). 

While previous studies on generational profiling primarily focused on student populations, a 

significant gap exists in understanding the generation profile of millennial employees in the workforce 

(Naim & Lenka, 2018). From a practical perspective, organisations cannot thrive without addressing the 

needs of millennial employees, considering their status as the second-largest population following baby 

boomers and representing a significant source of talent and innovation (Marcinkus Murphy, 2012). 

Organisations have recently recognised the significance of the millennial generation, understanding that 

early identification of leadership talent among millennials can be advantageous (Bhatnagar, 2007; Dries & 

Pepermans, 2012; Hirschfeld & Thomas, 2011; Marshall-Mies et al., 2000; Vloeberghs, 

Pepermans, & Thielemans, 2005). Developing millennial leaders is increasingly becoming a strategic 

goal for organisations, aiming to nurture leaders earlier, expedite leadership capabilities and allocate 

resources effectively to support leadership development (Troth & Gyetvey, 2014). Therefore, this study 
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specifically examined the millennial generation's characteristics and traits since they are becoming 

more prevalent in organisations. 

Adopting a multilevel perspective, this study investigates the impact of individual, organisational and 

social variables on the leadership potential among millennials. At an individual level, several studies 

have empirically examined factors contributing to the identification of Leadership Potential, with 

Emotional Intelligence (EI) recognised as a critical factor (Dries & Pepermans, 2012; Rob Silzer et al., 

2016). Emotional Intelligence (EI) is a widely discussed term in academic literature, including multiple 

fields like psychology, business, education and neuroscience. Coined by psychologists Peter Salovey 

and John Mayer in the early 1990s and popularised by Daniel Goleman, EI has been either categorised as 

ability or mixed models, where ability models strictly define emotional intelligence as a set of abilities related 

to emotions and emotional information processing, while mixed models incorporate abilities, 

personality traits, motivational factors and other concepts (Goleman, 1998;  Mayer et al., 1999). The 

study has adopted the mixed model perspective because this realisation provides a consolation to 

individuals, since it suggests that emotional intelligence may be developed and enhanced throughout 

one's life, rather than being solely innate. 

While the relevance of emotional intelligence for identifying leadership potential has been praised, 

there are opposing opinions on its consistency as a predictor (Walter et al., 2012). The interdisciplinary 

nature of Emotional Intelligence study is evident in its applicability to several fields and its ability to 

enhance our understanding of human behaviour and interaction. Thus, this study focuses on 

understanding Emotional Intelligence as a predictor of Leadership Potential. 

At the organisational level, the emergence of millennials in the workforce presents challenges for 

management, particularly in the realm of Human Resource Management. Engaging and developing 

millennials is essential for success (Kotlyar, 2018). In response to these challenges, there is an 

immediate need to design Talent Management practices tailored to the needs and preferences of 

Millennial Generation, enhancing their leadership, commitment and retention. 

Talent Management (TM) has been controversial, with debates over its conceptual boundaries and a 

lack of clear theoretical underpinning. Despite being a priority concern for many organisations, TM 

remains poorly defined (Chris Ashton & Morton, 2005; Collings & Mellahi, 2009; Crane & Hartwell, 

2019; Jones et al., 2012; Lewis & Heckman, 2006; McDonnell et al., 2017; Thunnissen et al., 2013). 

Researchers have extensively studied TM trends across various countries, such as the USA, UK, Australia, 

Japan, China, India and multiple countries of Asia (Chugh & Bhatnagar, 2006; Lewis & 
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Heckman, 2006; Preece et al., 2011; Ruppe, 2006; Yeung, 2006). There is a noticeable absence of 

studies in the Middle East, particularly in Egypt. 

Understanding talent is fundamental to conceptualising TM, encompassing "the collective 

knowledge, skills, abilities, experiences, values, habits and behaviours of all labour contributing to an 

organisation's mission" (Schiemann, 2014,p.282). Moving towards a general definition, TM involves 

combining strategies to improve workplace output and establishing improved systems and processes to 

attract, develop, retain and utilise the skills and abilities of talented employees aligned with present and 

future business needs (Azuma et al., 2019). This study emphasises the shift from traditional 

approaches focused on strategic human resources management towards a perspective that highlights 

millennials' talent, especially suited for the dynamic and competitive business environment. Leadership, a 

crucial factor in TM, prompts the need to explore millennials' leadership potential through scientific 

inquiry (Cooke et al., 2014). 

At the social level, the investigation of Social Media Use (SMU) in the workplace has emerged as a 

prominent subject in scholarly literature, mirroring the growing incorporation of digital platforms into 

professional settings. Accordingly, numerous managers endorse the incorporation of social media tools into 

routine organisational practices (Khan & Khan, 2019), building on the notion of the social networking 

theory and its importance to leadership potential and effectiveness (Cullen -Lester et al., 2017). In 

addition, leadership development theories acknowledge the importance of social connections as a means 

by which leadership is formed (Day & Dragoni, 2015; DeRue, 2011). Thus, the adoption of social media can 

function as an indicator of specific attributes demonstrated by business leaders, who are utilising social 

media platforms for internal organisational communications (Hwang, 2012; Men, 2015). 

Consequently, scholars across diverse disciplines, including organisational psychology and 

management, have recently recognised the significance of social media use (SMU) in the workplace and 

have called for additional investigation (Agnihotri et al., 2022; Arrivillaga et al., 2022; Matthews et al., 

2022). Therefore, integrating Social Media Usage (SMU) in the workplace can provide insights into 

human behaviours and relationships, which can help identify early signs of potential leadership.  

Moreover, the number of multinational corporations (MNCs) has experienced a significant surge in 

recent decades (Knoll & Sternad, 2021). According to the United Nations Conference on Trade and 

Development (UNCTAD), there was a rise in the number of MNCs (UNCTAD, 2022). Their 

interconnectedness and presence characterise MNCs in multiple locations; thus, they necessitate a 

specific kind of leader. These leaders must be competent to navigate different contexts and 

environments (Knoll & Sternad, 2021). 
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This research focused on employees working for Multinational Corporations (MNCs) based in Egypt as 

the target population, because MNCs may have more resources and a more formal structure (Siyal, 2023). 

Another selection criterion for the context was that multinational corporations (MNCs) are 

implementing organised high-potential or leadership development programmes. This assumption was 

made based on the belief that companies with such programmes are more intentionally concerned with 

identifying employees with leadership potential (Knoll & Sternad, 2021); hence, it serves the aim of the study. 

Furthermore, every multinational corporation needs effective management and leadership. This is due 

to the increasing recognition of and demand for influential leaders and managers by the MNCs (Siyal, 

2023). Finally, MNCs strategically leverage emerging economies as viable destinations for pursuing 

new avenues of growth (Ju et al., 2019). Egypt is a developing country welcoming foreign investments;  

thus, focusing on MNCs in Egypt will give depth to this study. 

In summary, this study seeks to fill gaps in the existing literature examining this study on multilevel 

and multidimensional factors that contribute to a comprehensive framework for studying the impact of 

individual, organisational, and social variables on Millennial Leadership Potential. The primary research 

problem addressed is investigating the impact of Emotional Intelligence, Talent Management and Social 

Media Use and their relationship in predicting Millennials' Leadership Potential in Multinational 

Companies operating in Egypt. The study will employ a mixed-method approach, utilising an extensive 

literature review, Thematic Analysis and Structural Equation Modelling (SEM) to develop a 

comprehensive model. 

1.3 Research Motivation and Rationale of the Study 

 
The researcher began his research journey to study predictors of leadership potential in general. 

However, after conducting an extensive literature review and examining industry reports, the researcher has 

focused on the millennial generation. This generation was chosen because they are within the pipeline 

of organisational leadership roles. 

The literature review helped the researcher identify limitations and gaps in academic research that 

discuss the concept of leadership potential, its predictors and its relevance in contemporary 

organisations, especially multinational companies (MNCs). Despite the widespread use of the 

leadership concept in academia and the practical world, it lacks a clear definition or contextualisation 

up to this point (Badura et al., 2022; Bouland-van Dam et al., 2021; Cai et al., 2022; Church & Conger, 

2018; Rotolo et al., 2018). Also, most of the studies on leadership were conducted in Western cultures, 

with very few in Middle Eastern cultures, which adds to the study's originality (Siangchokyoo et 
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al., 2020). Most studies in this area indicate a need for further research, rendering the topic of 

leadership somewhat controversial. In November 2023, a Google search for "leadership Potential" 

yielded about 1,770,000,000 entries. 

Moreover, Emotional Intelligence (EI) has been recognised as a critical indicator of leadership 

(Drigas et al., 2023; Miao et al., 2018). However, academic research on this relationship is still 

evolving, with a specific focus on identifying potential millennial leaders (Galdames & Guihen, 2022). 

Furthermore, considering an organisational variable was a driving force behind the research, aiming to 

explore leadership on various levels— individual and organizational. Thus, what seemed interesting was the 

proliferation of Talent Management (TM) as a human resource management topic (Zyed et al., 2021). 

The exploration of the literature on TM seemed dispersed within the classification of what is 

"talent", the adopted philosophy of TM practices in organisations and, eventually, the definition of TM 

itself (Collings & Mellahi, 2009; Lewis & Heckman, 2006; McDonnell et al., 2017; Tarique & Schuler, 

2010). In sum, what motivated the researcher was the understanding that Talent Management is an 

organisational strategic approach aimed at developing and predicting high-potential or talented 

employees within the organisation (Akanda et al., 2021; Su et al., 2020; Tian et al., 2021) and hence 

can be objectified as an organisational variable in this study. 

Another motivation for this research is the rapid rise of social media use. The continuous growth of 

social media platforms and their integration within different organisational practices, especially Human 

Resource Management Practices, has caught the attention (Ali-Hassan et al., 2015; Arrivillaga et al., 

2022; Johnson et al., 2022; Khan & Khan, 2019). Therefore, social media use has become a highly 

relevant and dynamic topic requiring further academic exploration within the professional realm. In 

addition, the inclusion of Social Media in this study was deemed appropriate to enhance the 

multilevel analysis at the group level, given that social media has emerged as an emerging medium for 

fostering social interaction. Therefore, achieving the goal of examining leadership at multiple levels, 

including the individual, organisational, and group/social levels. 

Despite the evident interest among practitioners in evaluating potential leadership, there remains a 

limitation in conceptualising and measuring it (Bouland-van Dam et al., 2021). Additionally, there is a 

need to comprehend how companies can strategically orchestrate their Talent Management (TM) 

practices to enhance employees' Emotional Intelligence (EI) for effectively leveraging Social Media (SM) in 

developing their leadership capabilities. Therefore, this will be one of the main objectives of this 

research. 
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1.4 Research Questions and Objectives 

 
In response to the identified gaps in the existing literature, this study attempts to formulate research 

questions and outline the research objectives. Thus, the subsequent section presents the articulated 

main research questions and goals that guide this research. 

1.4.1 Research Questions 

 
As previously said, the current study seeks to investigate the impact of Emotional Intelligence, 

Talent Management Practices and Social Media Use on predicting Millennial Leadership Potential. 

Consequently, the following research questions were devised: 

Main Research Question: To what extent can Emotional Intelligence, Organizational Talent 

Management Practices and Social Media Use predict Millennials' Leadership Potential? 

RQ1: How to conceptualise MLP? 

RQ2: What is the impact of Emotional Intelligence (EI) and its dimensions (Self Emotion 

Appraisal (SEA), Others Emotion Appraisal (OEA), Use of Emotions (UOE) and Regulation of 

Emotions (ROE) ) on MLP? 

RQ3: How do organisational Talent Management (TM) practices impact MLP? 

RQ4: Does Social Media Use (SMU) influence MLP? 

 
1.4.2 Research Objectives 

 
To achieve the overall aim of the study and to answer the study's questions, the following objectives are 

presented: 

• Developing the Construct of Millennial Leadership Potential 

• Examining the components of emotional intelligence and its dimensions: self-emotion appraisal, 

others' emotion appraisal, use of emotions and regulation of emotions in developing Millennials' 

Leadership Potential. 

• Identifying the impact of talent management practices, such as identifying critical positions, 

competency training, development programs and reward management in developing Millennials' 

Leadership Potential. 

• Examining the influence of Social Media Use at work in predicting potential leaders. 

• Investigating a serial mediation effect of Emotional Intelligence and Social Media Use on the 

relationship between Talent Management Practices and Millennials' Leadership Potential.  
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1.5 Research Methodology 

 
This study embraces a post-positivistic worldview to conduct the current research; thus, a 

Sequential Mixed Methodology is employed. The first phase involves qualitative investigation, 

instrumental in developing the leadership potential scale utilised in the subsequent quantitative phase. The 

hypotheses are developed in relation to the conceptual framework guiding a quantitative research 

approach that collects data through an online questionnaire deployed on Google Forms.  

The targeted sample comprises Egyptian millennials born between 1981 and 2000, actively 

engaged in multinational corporations operating within Egypt. A multilevel sampling strategy is 

employed, incorporating purposive sampling for qualitative interviews and convenience sampling 

followed by a snowballing philosophy for the quantitative online surveys. The qualitative interviews 

spanned a 12-month period, from 2021 to 2022, while the quantitative data collection occurred over 

three months in April, May and June 2023. See (Table 1) provides a summary of the methodology of 

this research. 

 
Table 1: Summary of Research Design 

 

Elements Design Reason 

Philosophy Post-Positivism This research considers a contextual framework that 

recognises flexibility in research to accept a degree of social 

subjectivity and human interpretations. Also, it allows 

qualitative research methods to explore the depth of 

meanings attributed to experiences (Gasson, 2009, p. 55). 

Research 

Approach 

Sequential- Exploratory Mixed Methodology This approach allows for a comprehensive exploration of a 

phenomenon and provides a more holistic understanding of 

the research questions (Creswell & Creswell, 2018). 

 
Qualitative phase was adopted for exploratory reasons, such 

as refining the theoretical framework and hypothesis 

development. Also, the findings were used to inform the 

development of a quantitative instrument MLP scale. 

 
Quantitative phase was adopted for hypothesis testing. It 

also aimed to generalise the findings and comprehensively 

understand the topic. 
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Phase One 

 
Qualitative Study 

Phase Two 

 
Quantitative study 

Data 

Collection 

Method 

 

 
Semi-Structured Interviews 

 

 
Administrating Online Surveys 

Sample Size 18 interviews were conducted till it 

reached saturation by participant 18. 

G-power analysis was adopted, and the minimum sample 

size required was 118 participants. However, the researcher 

managed to gather: 

 
- Initial Study Sample: 238 respondents Primary 

Sample: 413 respondents 

Sampling Non-probability Purposive sampling- 

Judgement Technique, since respondents 

were chosen based on well-defined criteria 

and seemed relevant and with expertise in 

the field of the study. 

Non-probability Convenience sampling, where the 

millennials participating in the study were chosen because 

they are readily available and willing to be studied. 

Population Egyptian Human Resource Managers 

working in Multinational Companies. As 

well as Academic Lecturers and Professors 

within the field of Human Resources and 

Leadership. 

Egyptian millennials born between (1981-2000) working in 

Multinational Companies (MNCs) operating in Egypt. 

Time 

Horizon 

Single Cross-sectional- Over 12 months 

between (2021-2022). 

Single Cross-sectional- Surveys were gathered between 

April, May and June of 2023. 

Source: Developed By the Researcher 

 

1.6 Expected Research Contribution 

 
This study has drawn an extensive amount of academic and practical attention. Theoretically, it 

complements prior research in Emotional Intelligence, Talent Management, Social Media Use and 

Leadership Potential. Meanwhile, it concentrates on profiling millennial employees as the primary 

cohort under study. Also, from a practical perspective, the insights gathered from this research may 

provide organisations with valuable guidance in optimising or reforming their Human Resource 

Systems. Furthermore, the findings can inform the development of new policies to enhance 

organisational practices. 
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1.6.1 Theoretical Contribution 

 
The expected academic relevance of this research lies in investigating the impact of Emotional 

Intelligence, Talent Management Practices and Social Media Use in predicting Millennial Leadership 

Potential. The distinctive contribution of this study lies in integrating these diverse variables into a 

holistic and multilevel framework, thereby introducing originality to the research and contributing 

valuable insights to the existing body of knowledge. Moreover, recent literature has emphasised 

researchers' need to ascertain consistent, valid and theoretically significant methods to define the 

characteristics associated with leader potential (Badura et al., 2022; Groves & Feyerherm, 2022). As 

such, this research will first contribute to understanding the conceptualisation of Leadership Potential 

by developing a reliable construct to measure it. Notwithstanding the extensive discussion around the 

presence of millennials in the workplace within academic studies, there is an extensive lack of empirical data 

on the work-related characteristics of millennials (Galdames & Guihen, 2022). This suffices as the 

contribution of this study, which centres on profiling the millennial generation as its primary focus, 

thereby adding to the existing literature on this demographic cohort. 

Emotional Intelligence is intricately intertwined with leadership, signifying the leader's ability to 

foster and support the development of others (Miao et al., 2018). Some studies have shown that EI is 

crucial in effective leadership (Milhem et al., 2019; Nabih et al., 2023; Zhang et al., 2018). However, 

there is a lack of literature that comprehensively reviews the relationship between EI as a predictor of 

Leadership Potential. Therefore, this study extends the EI and Leadership literature by analysing EI's 

impact on the LP in a different context. Furthermore, there is a lack of empirical research, specifically 

quantitative studies on talent management and leadership potential variables; thus, this emphasises the 

importance of this empirical mixed-method study (Collings & Mellahi, 2009; Cooke et al., 2014; Day, 

2011; Dries, 2013; Dries & Pepermans, 2008; Gallardo-Gallardo et al., 2013; Gottfried et al., 2011; 

Konczak & Foster, 2009; Lewis & Heckman, 2006; Lombardo & Eichinger, 2000; McDonnell et al., 

2017; Meyers et al., 2019; Pantouvakis & Karakasnaki, 2019; Thunnissen et al., 2013; Vaiman et al., 

2012). Also, studying different variables in an integrated, holistic model brings a new perspective to theory. 

While existing research has delved into the antecedents of Social Media Use (SMU), it  is noteworthy 

that developing countries, as emphasised by Olanrewaju et al. (2020), have remained largely 

understudied in this context. Furthermore, as highlighted by Filo et al. (2015), the available literature 

indicates a deficiency in consistency regarding the theoretical frameworks employed to investigate the 

antecedents of SMU. Therefore, the identified gaps in the aforementioned literature contribute to the  



11  

depth and originality of this study. Addressing these gaps not only enhances this research discourse but 

also adds a unique dimension to the overall originality of the analysis and contributes to theory.  

The results of previous studies have shown that despite disparities between the host country's 

cultural environment and the cultural contexts of the multinational corporations (MNCs) from which they 

originate, there is a notable advantage in considering different cultural contexts when formulating 

leadership strategies (Palalic & Ait Sidi Mhamed, 2020). Consequently, the geographic focus on Egypt 

provides a novel case of an emerging and under-explored setting, and the explicit focus on millennial 

employees working in multinational organisations contributes to the originality of this study.  

1.6.2 Practical Contribution 

 
This study holds the potential to offer valuable insights for future enhancements, particularly for 

Human Resource (HR) managers seeking to develop their millennial employees and predict potential 

leaders within their organisations. The findings can inform the refinement of HR policies and guide 

managers in making informed decisions about internal practices, including recruitment, training and 

development programmes. 

In the context of the rapidly evolving technological environment, the challenges posed by the COVID- 

19 pandemic and economic uncertainties, organisations need leaders equipped with new competencies 

(Clark, 2020; Collings et al., 2021). This study provides an opportunity to test new frameworks in this 

dynamic environment. The integration of Social Media (SM) into the professional realm further 

underscores the importance of understanding the positive and negative implications of such platforms, 

emphasising the practical value of the study for contemporary businesses and organisations. 

The study's relevance extends to the critical role of Talent Management (TM) in organisations, 

especially in Research and Development (R&D) work, as highlighted by Saddozai et al. (2017), the 

identification of leadership potential is acknowledged as a top priority by human resource practitioners 

worldwide, yet they grapple with the immaturity of assessment procedures and the need for more 

objective and generalisable guidelines (Groves & Feyerherm, 2022; Knoll & Sternad, 2021). 

Consequently, the outcomes of this study are designed to assist organisations in providing clear 

assessment criteria for identifying early leadership potential. 

Finally, as emphasised in recent research, the significance of ongoing studies in leadership 

identification and development remains vital for companies, employees and academics (Church et al., 

2021; Karriker & Hartman, 2019). This study contributes to this ongoing discourse, providing 

meaningful insights that can shape future leadership research and practices. 
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1.7 Thesis Structure 

 
This thesis is divided into seven chapters, and the content of each chapter is as follows: 

Chapter One: Introduction 
 

This chapter has provided a concise overview of the context of the research. It has explored the 

nature of the problem, presented the researchable question and objectives and elucidated the planned 

research methodology. Additionally, it has outlined the contribution of the research in both theoretical 

and practical realms and provided a comprehensive outline of the research plan. 

Chapter Two: Literature Review 

 
The primary purpose of this chapter was to establish a solid theoretical foundation and enhance the 

study's rigour. Consequently, this chapter is divided into two parts. Part one elucidates the study's 

contextual framework by comprehensively examining the relevant literature encompassing all variables 

under investigation. The literature review identified multiple concepts, theories, models and 

philosophies to better understand the conceptual relationships among Leadership potential, Emotional 

Intelligence, Talent Management practices and Social Media Use. The second part of this paper offers a 

critical evaluation of the theoretical framework, which serves as the basis for developing hypotheses and the 

model that will be subsequently tested in the research. 

Chapter Three: Research Methodology 

 
This chapter is considered the blueprint for how this research is designed. It clarifies and 

rationalises the research philosophy, research approach, research strategy (sequential mixed methods) and  

data collection techniques (semi-structured interviews and online questionnaires) to be adopted in the 

empirical data collection for qualitative and quantitative studies. Details on sampling procedures are 

provided. Moreover, this chapter discusses the techniques used for qualitative and quantitative data 

analysis. 

Chapter Four: Qualitative Research Data Analysis 

 
This chapter is dedicated to presenting the outcomes and results derived from the qualitative 

interviews. The discussions held during these interviews played a pivotal role in drawing conclusions 

and identifying five main themes. These emergent themes served as the foundation for developing the 

Millennials Leadership Potential Scale and contributed to the refinement of the proposed model, which  was 

subsequently used for further empirical testing. The insights gathered from these interviews inform 
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the scale construction and provide valuable context for the subsequent quantitative phase of this 

research. 

Chapter Five: Scale Development and Validation 

In this chapter, a comprehensive overview of the scale development process unfolds across nine 

distinct steps, with a clear explanation of the structure and administration of the process. Also, the 

initial study sample gathered was tested using the SPSS V. 29 and the AMOS V.28 statistical programs. In 

this chapter, the scale went through reliability validity analysis focusing on the Exploratory Factor 

Analysis and Confirmatory Factor Analysis that showed the goodness of fit indices. Finally, this chapter 

concludes with a summary of the operational scales of the remaining variables, which were adapted 

from the existing literature. 

Chapter Six: Quantitative Research Data Analysis 

This chapter presents the findings and results of the quantitative research, gathered using an online 

survey on Google Forms. The collected data were then analysed using the SPSS V.29 and the SMART- 

PLS4. In this chapter, the research presents the findings of the normality, frequency, reliability and 

validity analysis assessments, providing a comprehensive understanding of the sample characteristics. The 

hypotheses are tested using structural equation modelling employed on SMART-PLS 4. Finally, the analysis 

outcomes are illustrated, and the results of the structural equation modelling are presented. 

Chapter Seven: Research Discussion, Conclusion and Recommendations 

The findings of this research are examined and discussed to further understand their relevance. 

Furthermore, a comparison of the empirical findings against the results of prior studies in the literature 

review is discussed. This chapter consists of a summary of both the qualitative and quantitative 

research analysis. Some significant theoretical contributions and managerial implications are presented 

based on the outcomes of this study. This chapter also highlights the research limitations and considers 

further potential research recommendations. From the preceding information, we present Figure 1 to 

provide a clear and concise outline of the structure of our thesis. 
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Figure 1: Thesis outline 
 
 
 

 
Source: Developed by the Researcher 
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Chapter Two: Literature Review 

 
2.1 Introduction 

 
This section will present a view of the literature regarding Millennial Leadership Potential, Talent  

Management, Emotional Intelligence and Social Media Use concepts. This chapter is divided into two 

parts: part one reviews the background of the study, and part two discusses the conceptual 

relationships. Accordingly, in part one, the first section focuses on the dependent variable, which 

describes the different Leadership Theories, defining leadership and Leadership Potential, Leadership 

Potential Indicators and millennials and Millennials Leadership Potential. The following section includes the 

predictors, starting with a brief conceptualisation of Emotional Intelligence, theories and 

measurement models provided. Subsequently, Talent Management by giving brief definitions of Talent, 

Talent philosophies and Talent Management Practices. Then, it descr ibes Social Media and Social 

Media Use and its dimensions. Finally, it provides a brief on multinational corporations that are adopted as 

the context of this study. Part two discusses the conceptual relationships, hypothesis development and 

proposed theoretical framework. Finally, this chapter imposes the research gap that results in 

formulating the research question and conducting the qualitative study. 

Part One: Background of the Study 

 
2.2 Historical Perspectives on Leadership Theories 

 
The concept of leadership has been a topic of extensive discussion and analysis in the twentieth 

century, exerting significant influence on a wide range of organisational settings (Dinh et al., 2014). 

Early leadership studies encompassed various approaches to explaining leadership, where two broad 

categories were delved into: contingency theories and individual theories. Contingency theories posit 

that the efficacy of a leadership style or strategy is contingent upon the contextual characteristics of a 

particular situation (Asrar-ul-Haq & Anwar, 2018). There is a wide range of contingency theories to 

leadership, such as Campbell and Fiedler's (1968) Least Preferred Co-worker (LPC) theory, Hersey and 

Blanchard's Situational Leadership Theory (Hersey, 1969), Path-Goal Theory (Robert J. House,1971), 

Normative Decision Theory (Vroom, 1974), Leader-Member Exchange theory (LMX) (Dansereau et al., 

1975; Graen & Cashman, 1975), Leadership Substitutes Theory (Kerr & Jermier, 1978), The 

Multiple Linkage Model (Yuki, 1989), Cognitive Resources Theory (Fiedler & Garcia, 1987), Quinn’s 
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Competing Values Framework (CVF) (Quinn, 1988 in Yuki, 1989), Complexity Leadership Theory (Uhl- 

Bien et al., 2007). 

On the contrary, theories of leadership at the individual level centre on the personal characteristics, 

qualities or actions exhibited by leaders that enhance their efficacy (Badura et al., 2022). These ideas 

frequently emphasise particular attributes that differentiate influential leaders. Such theories vary from 

Power-Influence Dynamics (Yuki, 1989), Trait Theory accentuating personal features (Yuki, 1989), 

Behavioral Theory examining the actions of influential leaders (Lorne Hartman, 1999), Transformational  

and Transactional Leadership Theory (Bass & Bass Bernard, 1985; Bass & Riggio, 2006), Authentic 

Leadership Theory (Walumbwa et al., 2008) and Servant Leadership (Reed et al., 2011; Russell, 2001). 

Recent studies highlight the prominence of transformational leadership, particularly the 

transformational leadership theory proposed by Bass and Avolio (Chen et al., 2015). 

Transformational leaders inspire followers by aligning them with higher-level intrinsic needs, while 

transactional leaders focus on resource exchange through incentives (Judge & PPiccolo, 2004; Kuhnert 

& Lewis, 1987). At the same time, charismatic leadership emphasises the leader's unique qualities. 

Additionally, the concept of leadership authenticity has gained significant attention in the field of 

leadership theory and style, where authenticity has also gained recognition in managerial traits. 

Authentic leadership refers to the degree to which followers perceive their leader as exhibiting a genuine 

acceptance of both organisational and personal accountability for their actions, outcomes and mistakes 

while refraining from manipulating their subordinates (Gardner et al., 2011). 

Accordingly, contingency and individual theories make valuable contributions to the extensive body of 

leadership studies, providing varied viewpoints on the characteristics of influential leaders and the 

circumstances in which specific leadership styles are most appropriate. Thus, this study aligns with the 

individual theory perspective, where it focuses on contextualising millennial leaders' characteristics in 

contemporary organisations. 

2.2.1 Leadership 

 
The concept of leadership has posed a significant obstacle in reaching a consensus on its definition and 

measurement. This obstacle is evident in the myriad definitions put forth by scholars investigating the 

topic, highlighting the inherent complexity(Asrar-ul-Haq & Anwar, 2018; Gaus et al., 2022; Jensen et 

al., 2016; Jucan et al., 2013). In turn, several researchers argue that leadership is a multifaceted 

phenomenon that requires further investigation (Kjellström et al., 2020; Piwowar-Sulej & Iqbal, 2023). 
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Therefore, many theorists and researchers have defined leadership and explained it in several 

conceptions (Kaiser et al., 2008; Moorley & Chinn, 2016). 

Leadership is the process by which a leader utilises charisma, power, persuasion or other 

behavioural attributes to influence a group or individual, ultimately leading them to adopt the leader's 

perspective or point of view (Schafer, 2010). Schafer (2010) goes beyond conventional views, asserting that 

leaders utilise various methods, extending beyond authoritarian methodologies. Erkutlu (2008) also 

contributes to the discourse by defining leadership as a social influence process that encompasses 

identifying and establishing objectives for a group or organisation, promoting behaviours that contribute to 

attaining these objectives and facilitating group cohesion and cultural development. At the same time, 

Amagoh characterises leadership as inspiring individuals to take action through methods that do not use 

coercion. In addition, he posits that leadership is an influence-based process that leads to goal 

achievement (Amagoh, 2009). Typically, leaders undertake such endeavours to establish the 

organisation and facilitate collaboration for mutually agreed-upon objectives. 

Furthermore, leadership has been elucidated as "a dynamic process of effecting significant change, 

wherein individuals occupying positions of influence and control play a central role" (Manning & 

Robertson, 2011, p.89). Similarly, a leader is an individual who establishes a conducive working 

environment. The effectiveness of an organisation is reliant on the leader's productivity, personal 

qualities, positive mindset and problem-solving abilities. In essence, these factors collectively contribute to 

an individual's leadership capabilities (Shatali, 2011). In a similar vein, previous studies have 

highlighted the significance of a leader's capacity to remove obstacles for their subordinates (Howard & 

Irving, 2014). Besides, the concept of leadership has been delineated in a comparable yet more 

expansive manner, exemplified by definition proposed by Posner (2015 p.888), which characterises it 

as "the dynamic interplay between individuals who aspire to assume leadership roles and those who 

willingly elect to be guided." 

According to Hyde-Clarke (2023), contemporary studies often define leadership as effectively 

influencing or persuading followers towards attaining a collective goal or objective. This goal can be 

achieved through value creation, inspiration and stimulation within the joint (Carvalho et al., 2022). 

These diverse perspectives contribute to a rich understanding of the multifaceted nature of leadership. 

2.2.2 Leadership Potential 

 
Organisations have been concerned with the identification and development of leadership potential for 

years (Cai et al., 2022). The significance of leadership potential in contemporary economic 
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interactions cannot be overstated (Pitelis & Wagner, 2019). The objective of fostering leadership 

potential is to ascertain the underlying principles that contribute to an organisation's efficiency (Shafique 

& Kalyar, 2018). However, there is a small but emerging body of empirical work in the area of defining 

leadership potential (Bhatnagar, 2007; Dries & Pepermans, 2012; Hirschfeld & Thomas, 2011; Jooss 

et al., 2021; Kotlyar, 2018; Marshall-Mies et al., 2000; Pearce et al., 2019; Vloeberghs et al., 2005). 

Correspondingly, there is a clear need for researchers to identify consistent, valid and theoretically 

meaningful ways to describe the qualities of leader potential and development in organisations (Badura et 

al., 2022; Troth & Gyetvey, 2014). Thus, this research intends to conceptualise and construct a solid 

definition of “Leadership Potential”. 

Besides, “potential” is a complex and abstract term. It is often understood as a state that focuses 

towards the future, highlighting an individual's ability to do more in their professional progression. This is 

achieved by additional learning, growth and development, focusing on predicting the likelihood that an 

individual will be effective in a future position (Finkelstein et al., 2018). Furthermore, identifying 

potential typically does not involve aligning an individual with specific, immediate, well -defined jobs and 

duties. Instead, it entails forecasting the likelihood of an individual's future performance in often 

nonspecific tasks, considering their capacity for growth and development (Silzer & Borman, 2017, p. 89). 

Also, it has been explained as a latent opportunity for future professional growth and personal progress 

(Robledo-Ardila & Román-Calderón, 2022). 

Moreover, the absence of leadership talent is one of the most significant concerns for organisations, 

especially identifying leadership potential among young people with little or no work experience (Kotlyar, 

2018). Therefore, most organisations implemented high-potential employee programmes, planned to 

identify the most promising leadership candidates among their employees and develop them into 

influential leaders (Church & Rotolo, 2013; Collings & Mellahi, 2009; Rob Silzer et al., 2016; Rob 

Silzer & Church, 2009). 

It is essential to have managers understand and share the same leadership aspirations as their 

employees. Likewise, it is insufficient for managers to identify leadership potential unless employees 

themselves aspire to leadership positions. Being familiar with the complex expectations involved in 

recognising leadership potential could support and guide managers' conversations with employees 

about their future career planning and development (Troth & Gyetvey, 2014). 

In defining the nature of leadership potential, several studies indicated that certain traits, such as 

drive, achievement motivation, desire to lead, prosocial influence motivation, self -confidence and 

cognitive ability, are predictive of which individuals emerge as potential leaders (House & Aditya, 1997; 
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Judge & Bono, 2000 ). Moreover, it was stated that “people who possess certain traits, which may 

include personality, motives, values, social and cognitive ability, have a greater leadership potential.” 

Thus, organisations identify and early recruit new grads possessing such traits and develop them into 

influential leaders (Luria et al., 2019; Zaccaro, 2007). On the other hand, an opposing definition of 

leadership potential pertains to a person learning new skills or improving current ones to perform in 

first-time situations (Lombardo & Eichinger, 2000). Also, Silzer and Church (2009) mentioned that the 

talent that already exists in the organisation and the employees who can be effective in other future 

roles must be identified by being given broader responsibilities and higher levels in the hierarchy.  

A similar study associated leadership potential with discovering the positive energy in each person to 

stimulate the best in every individual and develop the potential of everybody because this “energy” is a 

small assurance of the future. Thus, those who bring out the positive in every person and every 

context have the potential to be future leaders (Rodriguez & Rodriguez, 2015). Furthermore, Troth 

and Gyetvey in 2014 mentioned that most organisations view performance as the important 

prerequisite for leadership potential identification; on the other hand, they suggested that for an 

employee to be considered as having leadership potential, they need to demonstrate elements of 

analytical ability, drive and emergent leadership, in addition to performance ratings. In recent studies, 

leadership potential has been defined as the degree to which an individual is regarded to have the 

potential to be a future leader (Luria et al., 2019; Steffens et al., 2018).  

Furthermore, recent studies have sought to identify leadership in which formal leaders are more 

likely to be effective (Oc, 2018; Zaccaro et al., 2018). However, this study departs from that line of 

research by focusing on contexts in which employees high in leadership predictors and traits will be 

more likely to be perceived as potential future leaders before achieving formal leadership positions. 

Thus, the identification process is essential as it involves looking for early signs of those predictors in 

those less experienced, meaning those with informal leadership (Lombardo & Eichinger, 2000). 

Accordingly, various stakeholders might be able to identify leadership potential, such as top 

management, human resource officers, line managers and the talented employee himself/herself 

(Dries & Pepermans, 2012;Silzer & Church, 2009). 

2.2.3 Leadership Potential Indicators 

 
Organisations are more familiar with making talent calls based on supervisory performance 

judgements rather than using main indicators of leadership potential, such as personality 

characteristics and cognitive and learning ability (Lacey & Groves, 2014). On the contrary, studies have
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stated that current job performance is not a reliable predictor of potential (Lombardo & 

Eichinger, 2000). However, companies are still most comfortable relying on job performance as 

the main indicator of Leadership Potential while using performance appraisals and managerial 

ratings in deciding future leaders (Briscoe & Hall, 1999; Dries et al., 2012; Juhdi et al., 2015; 

Posthumus et al., 2016). Nevertheless, Leadership Potential is more than current and previous 

job performance (Church & Silzer, 2014; Knoll & Sternad, 2021; Miller & Desmarais, 2007). 

Some researchers criticise the overreliance on performance evaluations to identify Leadership 

Potential, arguing that individuals typically require different skill sets and broader responsibilities 

in future leadership roles (Greer & Virick, 2008 ;Lombardo & Eichinger, 2000). Even though 

performance might be high, it does not necessarily mean the person is the right fit for a leadership 

role. Thus, leadership potential needs not be driven by performance expectat ions. Still, instead, 

it is by the potential to be a leader, that is, to occupy a leadership position and influence your 

colleagues so that they are motivated to contribute to shared goals (Steffens et al., 2018).  

Most leadership frameworks and models developed for identifying Leadership Potential deem traits 

as a foundation for leadership, such as Church and Silzer, who proposed a three-level pyramid 

framework for identifying Leadership Potential, where the foundational building blocks are composed of 

traits, including personality characteristics and cognitive capabilities “Foundational Dimensions” and 

learning ability and motivation “Growth Dimensions”. The top level of the pyramid includes leadership 

and functional/technical skills, “Career Dimensions”, the most developable ones (Church & Silzer, 

2014, p. 54,55). 

Also, individual characteristics, power resources, and situational factors play complex roles in 

predicting potential leaders (Zacharatos et al., 2000). Another predictor is adjustment, which is 

becoming used to a new situation (Luria et al., 2019, p. 3). It is a common predictor in studies of 

Leadership Potential (Dries & Pepermans, 2012; Lombardo & Eichinger, 2000). Likewise, cognitive 

ability, or intelligence, is a well-established relevant dimension in identifying Leadership Potential (Dries & 

Pepermans, 2012; Rob Silzer et al., 2016). Other studies associated Leadership Potential with other 

indicators; for example,employees with high motivation are perceived to have higher leadership 

potential (Dries & Pepermans, 2012). Also, indicators such as employee level of problem-solving, 

engagement and aspiration to make decisions are highly considered predictors of leadership potential 

(Rob Silzer & Church, 2009). Moreover, an employee’s ability to deal with increasing complexities and 

ambiguity is also a critical indicator of Leadership Potential (Troth & Gyetvey, 2014).  
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Furthermore, Dries and Pepermans (2012) constructed a two-dimensional model that considers the 

multifaceted nature of the Leadership Potential. The first dimension is labelled conation versus 

cognition, “heart versus head”. While conation focuses on drive, motivation and action, cognition 

highlights the analytical skills the employee holds. The second dimension is extrapersonal versus 

intrapersonal, “context versus self”. The extrapersonal side represents the interaction of the individual 

with the external environment, while the intrapersonal side focuses on the individual’s inner life. 

Essentially, this two-dimensional model consists of four quadrants: analytical skills, learning agility, drive and 

emergent leadership, all considered essential qualities for leadership potential (Dries & Pepermans, 2012, 

p. 364). 

In light of these empirical studies, it is intriguing that polarising ideas surrounding whether leaders 

are born or made are still as prevalent as ever (Marcy, 2023). It might be suggested that this 

phenomenon is mainly attributed to the limited dissemination of more profound research findings, 

which have not yet reached a consensus. Nevertheless, it can be argued that while individuals possess no 

definitive innate qualities from birth that directly determine their leadership potential, having specific traits is 

crucial, although not entirely indispensable, for individuals to succeed in leadership (Marques, 

2010). That said, it is essential to acknowledge that a significant portion of an individual's overall  

leadership potential is attributed to acquiring skills that can be learned and developed (Marcy, 2023). 

Therefore, this study considers both perspectives' innate predictors, such as an employee’s emotional  

intelligence, along with learning skills, such as Talent Management Practices, that ought to develop 

employee skills. Additionally, the study explores the impact of social media, a social aspect, on individuals' 

lives in the present day. 

2.3 Generational Leadership 

 
Understanding intergenerational differences in various contexts, especially the workplace, is 

becoming an increasingly popular topic of study (Galdames & Guihen, 2022). The origin of the concept of 

Generational Cohort Theory can be attributed to Karl Mannheim's concept of the "generation unit", as 

explained in his book on the sociological dilemma of Generations Mannheim in 1952 (Mannheim, 

2013). There are two perspectives on generational cohort theory. According to the social forces 

perspective, individuals are within complex, interrelated communities that change over time (Gilleard, 

2004). The cohort perspective defines generations as a collective of individuals connected by their 

experiences of similar life events within a specific historical period (Lyons & Kuron, 2014; Tang et al., 

2017). The dominant viewpoint in the academic literature suggests that differences among social 
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generations are commonly observed in organisational settings. As a result, they form a crucial 

foundation for most research on generational dynamics and the development of collective generational 

identities (Lyons & Kuron, 2014). 

Moreover, the theory of generational cohorts is based on the premise that significant historical 

events and societal developments during an individual's formative years impact their values, attitudes, 

beliefs and inclinations (Moss, 2016). According to Ryder, (1985), it can be observed that each cohort 

maintains internal consistency. In contrast, consecutive cohorts are distinguished by the evolving 

context of formal education, peer-group socialisation and unique historical experiences. Furthermore, 

individuals with collective personalities and similar life pathways tend to share the same values and 

traits (McKercher, 2023). 

On the contrary, the Age Period Cohort model is an opposing perspective within the behavioural 

change field. Bell (2020) acknowledges the influence of generational factors on individuals' attitudes 

and behaviours, which change as individuals age. This model presents an alternative explanation for the 

significant impact of age differences, which may be distinct from disagreements based on generations 

(Fosse & Winship, 2019). While it acknowledges the importance of generations on core beliefs and 

attitudes, it also challenges that the historical period in which something occurs and the age of the 

individual at that time are essential (Rudolph et al., 2021). 

However, considering the collective findings from the research on generational differences, it 

becomes evident that today's workforce exhibits distinct characteristics (Anderson et al., 2017). New 

generations introduce novel ideas, behaviours and perspectives towards longstanding issues that have 

concerned us (Anderson et al., 2017), which debunks the age period cohort theory  (Rudolph et al., 

2021). Therefore, recent studies have substantiated that generational experiences play a significant role in 

shaping the perspectives on leadership within distinct cohorts (Brachle & McElravy, 2023). Hence, this 

research adopts the generational cohort theory to comprehend contemporary leaders' 

characteristics and behaviours precisely compared to past generations’. This is due to the recognition 

that there are differences in traits and behaviours throughout different generational cohorts, w hile 

focusing on the millennial age in particular since recent studies have claimed that millennials differ 

slightly from the preceding Generation X in their work beliefs and characteristics (Rank & Contreras, 

2021; Wolor et al., 2021). 
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2.3.1 Millennials 

 
In exploring the nature of leadership potential, this study focuses on the millennial generation in the work 

environment as they are the heart of all contemporary organisations and comprise the most recent 

generation who are presently employed and actively participating in the labour market (Brachle & 

McElravy, 2023; Marques, 2013). While millennials in the workplace have gained attention in 

academic studies and popular media, there is a noticeable dearth of empirical evidence on millennials 

and their job-related characteristics (Galdames & Guihen, 2022). Also, no academic consensus exists 

regarding this generational cohort's exact birth date ranges and names (Bolton et al., 2013; Brachle & 

McElravy, 2023; Galdames & Guihen, 2022). Due to the vast array of names that have been proposed, such 

as Baby Boom Echo, Echo Boomers, Generation Y, Gen Y'ers, Generation Yers, Millennials, Net Generation, 

Nexters, nGen, Generation Me, Gen Me and the "Selfie" Generation are some of the names that are 

employed (Anderson et al., 2017; Salahuddin, 2010; Taylor & Stein, 2014; Twenge et al., 2010). 

Accordingly, this study follows the categorisation of millennial individuals who were born between 

1981 and 2000s (Naderi & Van Steenburg, 2018; van Breda et al., 2023; Zyed et al., 2021). 

As baby boomers retire and millennials enter and dominate the workforce in most organisations, it 

is becoming vital for leaders to learn more about this generation's personal traits, job satisfaction and 

organisational commitment levels (Kaifi et al., 2012; Lyons & Kuron 2014). Also, there is a dearth of 

empirical studies regarding the profiling of millennial employees; most studies were on millennial 

students (Naim & Lenka, 2018; Putriastuti & Stasi, 2019). Hence, there is a need to study the working 

millennial population. Illustrative of the scope, it was stated that “Millennials generation worldwide is 

more similar in characteristic features to one another than other generations within their nations”, 

highlighting the similarities of traits and behaviour in such a generation (Rodriguez & Rodriguez, 

2015,p.856). Thus, it is evident that organisations must start learning and understanding the 

millennials. 

Millennials are over-ambitious and like to challenge the status quo. The fact that they are ambitious and 

voraciously curious to explore new things highlights their eagerness to learn new things every day, and it is 

shown as a driving force inside organisations (Twenge, 2010). One of the easiest ways to manage 

their eagerness is to update them frequently with all the organisational, team and work-related information. 

Organisations must constantly communicate with millennial employees (Chillakuri & Mogili, 2018; 

MacKenzie & Scherer, 2019). Also, their teamwork spirit allows them to build partnerships and working 

relationships quickly (Young et al., 2006). Additionally, millennials are considered risk-taking 

individuals who are remarkably different from previous generations (Naim & Lenka, 2018). 
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Moreover, one of the main characteristics of millennial employees is their need for learning and 

development, as they value continuous learning opportunities (Lub et al., 2012). Therefore, millennial 

employees want to continuously upgrade their knowledge and competencies to stay viable in the talent 

market (Naim, 2014). In addition, they are detail-oriented and gather as much information as possible; 

they engage in discussions with people who share the same thoughts and ideas and often exhibit 

intolerance to incompatible beliefs (Chillakuri & Mogili, 2018). Besides, millennials perceive staying in 

one job as a failure: they are seeking fast promotions and new challenges. Also, they aim for clarity in 

roles, promotions, goals and rules (Rodriguez & Rodriguez, 2015). 

Most importantly, millennials have more knowledge about media and digital technology. The use of 

technology is essential and appears to be the key to ensuring knowledge transfer (Becker, 2009). 

Besides, they want constant feedback (Chillakuri & Mogili, 2018), and they are so autonomous that they 

have less respect for hierarchical structures in workplaces, mainly if actions are not well structured or 

supported (Howe & Strauss, 2009; MacKenzie & Scherer, 2019). On the other hand, organisations 

need to understand this generation's less favourable traits, such as millennials' lack of tolerance for 

delays. They expect information, feedback, results, teamwork achievements, personal promotions and 

interpersonal relationships in the fastest way possible (Rodriguez & Rodriguez, 2015). Similarly, 

millennials are uncertain of any long-term commitment as they are like “grasshoppers” “jumping from 

one side to another.” They barely stay long-term at any organisation; they love change and hate routine 

(Rodriguez & Rodriguez, 2015, p. 857). Finally, Hartman and McCambridge 2011 stated that 

millennials are overconfident in themselves. 

2.3.2 Millennial leadership potential 

 
Prior academic debate has often concentrated on millennials as follower groups and has 

predominantly addressed techniques to foster, acquire and retain young professionals (Martin & 

Warshawsky, 2017). Despite the fact that the eldest millennium will pass 41 in 2023, relatively little is 

known about the millennial generation as leaders; therefore, leadership development and succession 

planning are crucial (Galdames & Guihen, 2022). 

The existing body of research has primarily focused on investigating the responsibilities that 

individuals belonging to the millennial generation undertake in their capacities as employees and 

followers (Graybill, 2014). While there is emerging evidence suggesting increased involvement of the 

millennial generation in leadership roles, the need for further empirical study in this domain remains a 

subject of ongoing debate (Al-Asfour & Lettau, 2014). Understanding the leadership competencies of 
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millennials is crucial for tailoring professional development opportunities and developing strategies and 

policies to improve recruitment and retention practices (Galdames & Guihen, 2022). 

Millennials are not only increasingly gaining positions in the workforce but are also achieving 

leadership positions (Murray, 2011). Thus, organisations are shifting towards identifying leadership 

talent earlier; some companies are introducing “new grad” programs aimed at detecting Leadership 

Potential (LP) in the early stages by making it a part of their university recruitment. Therefore, 

organisations are effectively hiring new graduates with little or no employment records and defining 

them as “high potentials” before onboarding them (Kotlyar, 2018).  

Likewise, identifying leadership talent early can benefit organisations, as it may allow them to start 

nurturing leaders earlier, build leadership capabilities quicker and facilitate more effective allocation of 

resources to support leadership development (Kotlyar, 2018). Also, organisations have taken initiatives to 

leverage the knowledge and experience of leaders approaching retirement by pairing them with 

millennial employees with leadership potential to nurture and develop their competencies further (Troth & 

Gyetvey, 2014). 

One of the critical attributes of millennial leaders is their vision (Graybill, 2014) and their capability 

of multitasking and organisational project spanning compared to those of previous generations (Murray, 

2011). Also, millennials exhibit a preference for several aspects, such as autonomy, flexibility, 

constructive discourse, transparent communication with both superiors and peers, as well as the 

utilisation of technology, accepting diversity and teamwork, all this while valuing work -life balance 

(Farhan, 2021; Wolor et al., 2021). The aforementioned characteristics are mandatory for future 

leadership, which implies the generation's readiness to take on leadership roles.  

Moreover, leadership for millennials indicates positive leadership development by putting forward 

what is good through appropriate experiences, which requires the involvement of the new leader. Such 

experiences are attractive because of their challenges, adequate context and cordial presence. The aim of 

such experiences is the growth of young leaders and winning the hearts of new leaders and people by 

bringing out the best they have within them and preparing them for the future through a solid 

formation (Rodriguez & Rodriguez, 2015). 
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2.4 Emotional intelligence 

 
2.4.1 The Historical Development of Emotional Intelligence 

 
Early studies have been characterising emotion as chaotic, haphazard and something to outgrow; 

however, Leeper in 1948 suggested that emotions are primarily motivating forces; they are processes 

which arouse, sustain and direct activity (Leeper, 1948) However, modern theorists of emotion, such 

Mandler (1975) and Simon (1985,) have been viewing emotions as organised responses, crossing the 

boundaries of many psychological subsystems, including the physiological, cognitive, motivational and 

experiential systems (in Salovey & Mayer, 1990). Later on, management scholars, educators and 

development practitioners have evidenced marked interest in profoundly understanding emotions in the 

workplace for more than a decade (Salovey & Mayer, 1990). Since this statement, Emotional 

Intelligence (EI) has been an important concept that needs to be studied and developed by many 

researchers. 

The concept of EI is rooted in early works on emotions and social intelligence. EI research, rooted in 

social intelligence, has been evident for over 50 years (Schumacher, Wheeler and Carr, 2009). The 

foundation of EI can be drawn back to Thorndike (1920); Moss and Hunt (1927), Guilford (1956) 

Vernon(1933); and Gardner’s (1983) when they all started their work on social intelligence (in  Carmeli, 

Yitzhak-Halevy, & Weisberg, 2009). Social intelligence was defined by Thorndike in 1920 as “the ability to 

understand and relate to people” (Fatt, 2002, p. 57). 

In 1980, Hilgard stated that the origin of emotional intelligence works in three ways: cognition, 

effect and motivation. The part of cognition consists of functions such as human memory, reasoning, 

judgment and thought. The effect consists of emotions, moods, evaluations and other feelings. Lastly, 

motivation is related to personality, which includes biological needs or learned goal-seeking behaviour. The 

first two parts, cognition and affect, comprise EI (Hilgard, 1980). Despite all the history and the interest 

in emotional intelligence, it was not until the early 1990s that the concept of emotional intelligence 

was given particular attention (Zeidner et al., 2004). Especially over the past decade, emotional 

intelligence has grown in academic and professional domains (Collado-Soler et al., 2023). 

2.4.2 Emotional Intelligence Theoretical Background and Dimensions 

 
Various conceptualisations of emotional intelligence (EI) have been proposed by researchers, with 

Salovey and Mayer's definition being influential and widely adopted (Salovey & Mayer, 1990). These 

models can be broadly categorised as either ability or mixed models. Ability models strictly define 
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emotional intelligence as a set of abilities related to emotions and emotional information processing, 

while mixed models incorporate abilities, personality traits, motivational factors and other concepts 

(Goleman, 1998; Mayer et al., 1999). 

Bagshaw (2000) defined EI as the capacity to recognise and manage emotions, emphasising the 

efficient connection of emotions for business success. Palmer et al. (2001) described EI as a set of 

abilities related to dealing with feelings in oneself and others. Mayer and Salovey (1993) characterised EI 

as a social intelligence involving the ability to monitor and use emotions for guiding thinking and 

actions, covering four domains: identifying, using, understanding and regulating emotions.  

Sivanathan and Fekken (2002) emphasised that EI comprises personal, emotional and social 

abilities, regulating an individual's functioning in their environment. Bardzil and Slaski (2003) noted 

individual differences in processing, regulating and managing emotional information. EI involves 

perceiving, understanding and controlling one's and others' emotions, integrating them with thoughts 

and actions (Bardzil & Slaski, 2003; Carmeli et al., 2009; Giorgi, 2013; Moon, 2010; Naderi Anari, 

2012). 

Morehouse (2007) argued that natural intelligence includes emotional and social elements. EI is 

the ability to perceive, appraise and express emotions, generate feelings that facilitate thought, 

understand emotions and reflectively regulate them for emotional and intellectual growth. Riggio and 

Reichard (2008) compared EI to verbal intelligence, highlighting its broader scope, including social and 

emotional skills. 

EI is considered a subset of social intelligence, involving the ability to monitor and use emotions to 

guide thinking and actions (Salovey & Mayer, 1990). It contributes to personal development, 

effectiveness and relationships (Schumacher et al., 2009). EI involves interrelated emotional and social 

competencies, determining how individuals understand and express themselves, relate to others and 

cope with daily demands (Stein et al., 2009). 

Moon (2010) described EI as "a different way of being smart," combining skills and abilities to 

affect efficacy and performance positively. Meisler (2014) argued that EI blends intellectual intelligence and 

emotion to enhance understanding and guide thought and action. 

EI is " the aggregate capacity of an individual to act purposefully, reason and deal effectively with 

their environment” (Salovey & Mayer, 1990, p.186). Developing EI skills involves understanding and 

expressing emotions, recognising them in self and others, regulating effect and using emotions to 

motivate adaptive behaviours. This is the conceptualisation that this study will adopt. Finally, a lack of 
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emotional intelligence can lead to various problems, making it crucial for individuals to cultivate these 

skills. 

2.4.3 Contemporary Conceptions of Emotional Intelligence and its Transitions 

 
In recent studies, Emotional Intelligence (EI) has been recognised as a factor that enhances an 

individual's capacity to effectively regulate emotions and navigate their impact within the relationship 

and social contexts (Molero Jurado et al., 2019). Thus, it has been recognised as a resource within the 

context of career development (Pirsoul et al., 2023). 

Moreover, contemporary integrative models emphasise evaluating emotionally intelligent behaviour, 

which arises from the interplay of three distinct elements: ability emotional intelligence, trait emotional 

intelligence and emotion information processing. These components interact with each other and 

possess the capacity to individually predict various outcomes (Fiori et  al., 2022). In terms of 

developmental progression, it has been observed that emotional intelligence exhibits greater flexibility 

during the period spanning late childhood (around 10-11 years of age) to emerging adulthood 

(approximately 24-25 years of age) (Dave et al., 2021). Conversely, a notable level of stability in 

emotional intelligence has been evidenced during the transition from emerging adulthood (17-25 years of 

age) to middle age (with an average age of 34.5) (Pirsoul et al., 2023). Nevertheless, a collection of 

interventional studies suggests that enhancing emotional intelligence is achievable into adulthood 

(Hodzic et al., 2018). Hence, this research has chosen to concentrate on the millennial generation, 

encompassing individuals aged 23 to 42 in 2023. This age range falls within the middle adulthood or 

late-emerging adulthood stage, during which individuals often acquire emotional  intelligence through 

their accumulated life experiences. Finally, this study defines emotional intelligence as the extent to 

which individuals identify, understand, express, regulate and use their emotions and the emotions of 

others (Parmentier et al., 2019). 

2.4.4 Emotional Intelligence Measurement Models 

 
There exists a lack of consensus regarding the dimensions and measurements of emotional 

intelligence (Ogurlu, 2021). Thus, emotional intelligence is difficult to measure (Bagshaw, 2000). As 

most existing emotional intelligence measures rely on a self-report test to measure individuals' 

emotional intelligence that triggers social desirability responses, this makes it even more complex and 

unreliable in some cases (Jang et al., 2023). However, over the years, many models were developed to 

measure EI, among which are some main models that are currently available, such as the Multifactor 
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Emotional Intelligence Scale (MEIS) (Mayer et al., 1999); the Mayer Salovey Caruso Emotional 

Intelligence Test (MSCEIT) (Mayer, Salovey & Caruso, 2000 in Mueller & Curhan, 2006); the Emotional 

Competency Inventory (ECI) (Goleman, 1998); the Emotion-Quotient Inventory (EQ-I) (Bar-On, Brown, 

Kirkcaldy, & Thomé, 2000); the Emotional Intelligence Quotient (EIQ)(Dulewicz & Higgs, 1999); the 

Emotional Quotient Map (EQ-MAP) (Cooper & Sawaf, 1997 in Kerr, Garvin, Heaton, & Boyle, 2006); the 

Self-Report Emotional Intelligence Test (SREIT) (Schutte et al., 1998); the Swinburne Emotional 

Intelligence Test (SUEIT/Genos EI Assessment) (Palmer et al., 2001); the Trait Meta Mood Scale 

(TMMS) (Salovey, Mayer, Goldman, Turvey, & Palfai, 1995); the Workgroup Emotional Intelligence 

Profile (WEIP) (Jordan, Ashkanasy, Härtel, & Hooper, 2002); Trait Emotional Intelligence Questionnaire - 

Short Form (TEIQue-SF) (Petrides, 2009) and finally the Wong and Law Emotional Intelligence Scale 

(WLEIS) (Wong & Law, 2002; Law, Wong, & Song, 2004). The WLEIS model will be utilised in this study 

because of its suitability for application in leadership and management research (Wong & Law, 2002). 

The Wong and Law Emotional Intelligence Scale (WLEIS) is one of the many scales used to 

measure EI (Wong & Law, 2002; Law, Wong, & Song, 2004). This 16-item self-report scale is consistent with 

Mayer and Salovey’s definition of EI (Meisler, 2014) and is based on the ability model presented by these 

scholars (Ashkanasy & Daus, 2005; Cartwright & Pappas, 2008; Dansereau et al., 1975; 

Devonish & Greenidge, 2010; Whitman et al., 2009). The WLEIS was initially developed in the Far East 

(Hong Kong in China,) and its four-factor structure has been supported in China and other countries. 

Also, the WLEIS was explicitly designed for use in organisations (Wong & Law, 2002; Law, Wong, & 

Song, 2004), and it was found to be a better predictor of leadership compared to other scales, like the 

MSCEIT, the task-based test of EI (Oztimurlenk, 2020; Samul, 2020; White & Schafer, 2023). WLEIS is also 

similar to Mayer and Salovey’s four branches of ability mode; the scale includes four dimensions: self-

emotion appraisal, others’ emotion appraisal, regulation of emotion and use of emotion; items were 

answered on a Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). Recent studies have 

tested and retested this scale in different cultures, ethnic and gender groups (Law, Wong, & Song, 

2004; Shi & Wang, 2007; Carvalho et al., 2016; Fino et al., 2023; Iliceto & Fino, 2017; Libbrecht et al., 

2014; Wang et al., 2011) and established it as a good measure with complete validity and 

reliability. Following previous research (Kafetsios & Zampetakis, 2008; Meisler, 2014), the four EI 

dimensions were combined into a single EI measure by computing an average score for the 16 items.  
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2.4.4.1 Self-Emotions Appraisal (SEA) 

 
Emotional intelligence allows for the accurate appraisal and expression of feelings. These emotional 

appraisals, in turn, determine various expressions of emotion. Thus, emotional intelligence processes 

are initiated when loaded information enters the individual’s perceptual system (Mayer & Salovey, 

1993). Such emotionally intelligent individuals can also respond more appropriately to their feelings 

because they perceive them accurately. Those who are more accurate about their feelings can more 

quickly sense and respond to their emotions and better express them to others (Mayer & Salovey, 

1993). 

In other studies, the self-emotion dimension is “an individual’s self-perceived ability to understand 

his or her emotions”(Kafetsios & Zampetakis, 2008, p.715). This pertains to an individual's capacity to 

comprehend their profound emotions and effectively genuinely articulate them. Individuals with 

exceptional aptitude in this dimension will effectively perceive and recognise their emotions well ahead of 

most individuals (Santos et al., 2018). Additionally, individuals with good self-emotion appraisals have 

a good sense of why they have certain feelings and can define them (Kim et al., 2012). 

2.4.4.2 Other’s Emotion Appraisal (OEA) 

 
Research has significantly focused on self-emotion appraisal, ignoring the importance of Other’s 

Emotion Appraisals (OEA), although individuals must be able to perceive emotions not only in 

themselves but also in those around them. Individuals who possess a high level of this particular 

emotion capacity will exhibit heightened sensitivity towards the feelings and thoughts of others (Wong & 

Law, 2002). In Mayer and Salovey's study in 1993, they explained other’s emotion appraisal and 

expression as the ability to comprehend another's feelings and to re-experience them oneself. Such 

skills enable individuals to gauge accurately the affective responses in others and to choose socially 

adaptive behaviours in response (Mayer & Salovey, 1993). 

Likewise, it pertains to the ability to understand and demonstrate sensitivity towards the feelings of 

others (Kafetsios & Zampetakis, 2008; Santos et al., 2018). Simply, OEA is when an individual 

understands their encounter emotions from monitoring their behaviour. 

2.4.4.3 Use Of Emotion (UOE) 

 
Early studies by Salovey and Mayer in 1989 linked emotions to problem-solving by stating that 

moods and emotions systematically influence some of the components and strategies involved in 
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problem-solving, as individuals can harness their own emotions to solve problems (Kafetsios & 

Zampetakis, 2008). Moreover, emotion mainly concerns the self-perceived tendency to motivate oneself to 

enhance performance (Kafetsios & Zampetakis, 2008). 

In Karim and Weisz's study, they explained the use of emotion dimension as “integrating emotional 

information into everyday tasks involving planning, interpersonal interactions, motivation, decision 

making and problem-solving, as well as recognising how emotional experiences influence one's 

thoughts” (Karim & Weisz, 2010 p.377). They also described that a person, when using emotions, 

impacts their cognitive processes, which requires them to have the ability to organise their appropriate 

emotions and feelings to assist them in certain mental activities, such as reasoning, problem-solving 

and decision-making, hence enhancing their performance. 

Furthermore, the use of emotion dimension has been defined as an individual’s ability to make use of 

their emotions by directing them toward constructive activities to facilitate performance (Kim et al., 2012). 

In more recent studies, the use of emotions has been referred to as the ability to use emotions to 

influence performance and action (Santos et al., 2018). 

2.4.4.4 Regulation Of Emotion (ROE) 

 
Previous studies have defined the regulation of emotions as the conscious, effortful regulation of 

one's own and others' emotions ( Mayer & Salovey, 1997). In other words, emotion regulation is the 

process by which people influence which emotions they have and how they experience them (Gross & 

John, 1998). People with a solid ability to manage emotions have good emotional self -control. They 

tend to be calm, think clearly when experiencing strong feelings, make decisions based on their hearts and 

heads and reflect on their emotions often (Mayer, Salovey, & Caruso, 2004). It has been suggested that 

emotion regulation is the tool that assists people in easing stress (Karim & Weisz, 2010).  This applies 

to the talents utilised to regulate one's emotions, such as regulating one's temper or facilitating speedy 

recovery from a state (Santos et al., 2018). 

Moreover, emotion regulation helps in creating and maintaining positive affective states (Joseph & 

Newman, 2010). Most of the time, people strive to maintain positive emotions, though effective 

regulation of emotions requires experiencing all positive or negative emotions (Karim & Weisz, 2010). 

As Karim and Weisz explained, those negative emotions do not simply convey the news that something 

in one's life is not going well. Instead, it sometimes provides the motivation and perhaps even the tools that 

allow corrections. 
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Correspondingly, emotionally intelligent individuals embrace a full range of emotions; therefore, 

they can better understand and regulate their emotions and choose the relevant or appropriate 

emotions to be expressed in their situation. Besides, emotionally intelligent people reflectively monitor 

their feelings in relation to themselves and others (Mayer et al., 2004). 

In sum, in this part, we have emphasized EI as an essential predictor of LP and the sub-dimensions that 

this study adopts. Next, we will discuss Talent Management as an organisational variable. 

2.5 What is Talent? 

 
In the past two decades, Talent Management (TM) has become a core part of managerial and 

organisational practices (McDonnell, 2011; McDonnell et al., 2017). This dates back to 1997 when a 

group at McKinsey and Company first introduced the term “war of talent” to respond to the challenges 

faced by employers in terms of the shortage of highly skilled employees in the marketplace (Michaels et al., 

2001). Accordingly, the talent of the employees has become one of the most important intangible 

assets (Maqueira et al., 2019). However, in the talent literature, there has been a lack of consensus 

about defining the term talent, how to identify talent and how talent is managed by organisations (Collings 

& Mellahi, 2009; Höglund, 2012; Mäkelä et al., 2010; McDonnell et al., 2017).  

Previous studies have defined talent in several ways; some authors have explained it in terms of a 

mixture of abilities, attitudes, knowledge and skills (Gallardo-Gallardo et al., 2013; Michaels et al., 

2001; Silzer & Dowell, 2010, p. 14; Ulrich & Smallwood, 201). Others have related it to behaviour that is 

done more efficiently and creatively than others (Buckingham & Vosburgh, 2001), more precisely as an 

individual’s level of development in an activity (Azma et al., 2019). Also, some have referred to it as 

human capital in the organisation (De Vos & Dries, 2013), individual difference, giftedness, identity and 

strength (Dries, 2013). Further vetted, talent is often related to employees' most valuable and 

performance-oriented competencies (Collings & Mellahi, 2009; Tansley, 2011). 

Over the years, there have been two significant debates in talent literature: whether talent is 

considered innate or acquired, in other words born or made, nature or nurture (Meyers et al., 2013). 

Also, whether talent refers to personal characteristics, such as knowledge or competencies known as an 

object approach, or to people themselves as a subject approach (Gallardo-Gallardo et al., 2013; 

Thunnissen et al., 2013). Accordingly, two talent philosophies have evolved, known  as inclusive and 

exclusive approaches (Lewis & Heckman, 2006; Mensah, 2015; Thunnissen et al., 2013). These talent 

philosophies are “the fundamental assumptions and beliefs about the nature, value and instrumentality of 

talent held by a firm’s key decision-makers” (Meyers & van Woerkom, 2014, p. 192). The inclusive 
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approach refers to “the art of recognising where each employee's areas of natural talent lie, and 

figuring out how to help each employee develop the job-specific skills and knowledge to turn those 

talents into real performance” (Buckingham & Vosburgh, 2001, p. 22); this means that inclusive 

approach includes all employees inside the organisation and considers them all as talented individuals. On 

the other hand, an exclusive approach is built on the premise that some people are inherently more capable 

than others; simply, it views talented employees as a selected subset of the organisation’s employees  

(Gallardo-Gallardo et al., 2013; Iles et al., 2010; Mensah, 2015; Thunnissen et al., 2013). The reason 

behind this academic interest is that these talent philosophies influence the talent management 

practices that the organisation will adopt; simply, the management of talented employees inside the 

organisation is influenced by how the organisation perceives talent and the adopted approach (Meyers et 

al., 2019). 

In a related vein, the adopted philosophy tends to shift the organisation's talent management 

practices in a particular direction by spending more on certain practices than others. For example, an 

exclusive approach makes an organisation focus more on recruitment and selection and allocate 90% of 

their resources to 5% of their employees (Dries, 2013). On the contrary, an inclusive approach focuses more 

on training and development as well as promotion directed at the majority of employees inside the 

organisation, leading to a better working environment and overall employee well-being but less profit 

and return on investment compared to the exclusive approach (Boudreau & Ramstad, 2005; Gallardo- 

Gallardo et al., 2013; Meyers et al., 2013). This research takes a subject and inclusive approach by 

viewing talent as skilled employees who need identification and development to transfer those 

competencies to success. 

2.5.1 Talent Management 

 
Since TM is concerned with managing talents, finding a universal definition for TM is difficult 

because its foundation is interdisciplinary with previous research themes such as Human Resource 

Management (HRM) and succession planning (Othman & Khalil, 2018). Also, the inconsistency in 

defining talent in the literature has been reflected in the discrepancy in defining the concept of talent 

management, resulting in a lack of consensus around determining TM and the presence of a wide 

variety of conflicting approaches to the field (Iles et al., 2010; Lewis & Heckman, 2006; Preece et al., 

2011; Tarique & Schuler, 2010) 

Although the definitions of talent and TM approaches vary significantly across studies, there is 

widespread agreement among the researchers on the relevance of ‘talent’ as a critical source of 
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competitive advantage for the twenty-first-century organisation (Collings & Mellahi, 2009; Vaiman et al., 

2012). This reflects the view that TM is mainly meant to fulfil the quantitative and qualitative human 

capital needs and contribute to the overall firm performance in terms of profit, competitive 

advantage and sustainability (Beechler & Woodward, 2009; Collings, 2014).  

Numerous businesses have opted to rename their human resource management structure in 

response to the emergence of the phrase "talent management" and its perceived credibility. 

Nevertheless, there is a lack of differentiation between talent management and traditional human 

resource management, leading to accusations that liken it to a mere rebranding of existing practices. 

Human resource management encompasses a broad range of practices pertaining to employees, while 

talent management is a specific strategic approach that targets high-potential or talented employees 

(Akanda et al., 2021; Su et al., 2020; Tian et al., 2021) 

Despite the fragmentation of the TM concept, most literature studies revolved around three 

perspectives; the first perspective replaces the traditional Human Resource Management (HRM) 

approach by comprising the conventional HR practices and functions that focus on all types of 

employees: recruitment, selection, performance management, development and career planning 

(Heinen & O’Neill, 2004; Iles et al., 2010; Jones et al., 2012; Lewis & Heckman, 2006). This 

perspective has caused debate about the added value of talent management over traditional HRM 

approaches by labelling talent management as just another management fad (Iles, Preece, & Chuai, 

2010). On the other hand, others explain that in TM, managing talented employees effectively requires using 

alternative practices that are qualitatively different from baseline HR practices within the 

organisation (McDonnell et al., 2017). The importance here is viewing talent management as a 

continuous process, not an intervention in a limited time (Azma et al., 2019). 

However, the second perspective focuses on talented employees, where TM is defined as “a set of 

processes designed to ensure an adequate flow of employees into jobs throughout the organisation” 

(Iles et al., 2010, p.181; Lewis & Heckman, 2006, p.140). Furthermore, the third perspective 

concentrates on talent generically by linking talent with performance, hence focusing solely on high 

performers inside the organisation regardless of the organisational boundaries or their positions (Iles 

et al., 2010; Jones et al., 2012; Lewis & Heckman, 2006). 

Other previous researchers viewed TM slightly differently than the three perspectives; Jackson and 

Schuler (1990) defined TM as selecting the most suitable person for the job at the given time, 

whereas Rothwell, in 2005 (p.17), associated TM with leadership continuity. Later, Pascal, in 2004 

related the importance of TM to properly managing the supply, demand and flow of talent. Also, Ashton 
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and Morton (2005) described TM as combining different activities into a coherent activity framework. 

Furthermore, it was recently proposed that “TM should be concerned with understanding where value is 

added in organisations by human capital, how talented individuals influence organisational performance and 

also how talent practice can maximise the contributions of those individuals” (McDonnell et al., 2017, 

p. 116) 

Based on all the aforementioned, TM has escaped a standard definition applied to all studies (Lewis & 

Heckman, 2006). Accordingly, this study adopts Collings and Mellahi’s comprehensive 

conceptualisation of the TM concept as a three-step process: “the identification of key strategic 

positions within the organisation that definitively and significantly contribute to the organisation’s 

competitive advantage, then the development of a pool of qualified candidates and finally the 

recognition of the importance of differentiated human resource architecture to facilitate the process of 

filling key positions” (Collings & Mellahi, 2009, p. 305,306). 

2.5.2 Talent Management Practices 

 
Talent management practices comprise a wide range of human resource strategies, policies and 

practices focused on efficient talent management (Zyed et al., 2021). The existing body of scholarly 

literature has primarily focused on three critical practices: talent attraction, talent development and 

talent retention (Tarique & Schuler, 2010; Thunnissen et al., 2013). However, our investigation expands the 

scope to include four practices implemented in Multinational Corporations (MNCs). Based on 

Jayaraman et al.'s (2018) classification, four practices were identified: Identifying critical positions, 

competence training, development and reward management. 

2.5.2.1 Identifying Critical Positions (ICP) 

 
The initial phase in any talent management process is identifying and developing individuals with 

exceptional abilities (Collings & Mellahi, 2009). Organisations acknowledge the necessity of 

establishing individual positions and duties within their organisational structures. The differentiation of 

jobs is based on the varying levels of impact that those positions have on organisational success. 

Accordingly, organisations prioritise strategic positions above nonstrategic roles (Jayaraman et al., 

2018). 

The number of talents is emphasised by the significance of identifying crucial jobs that have the 

potential to significantly influence organisational outcomes and enhance the competitive advantage of 

firms (Boudreau & Ramstad, 2005). Therefore, scholars in talent management argue that it is crucial to 
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establish a talent pool by identifying and recruiting individuals with outstanding abilities for critical 

positions. This is necessary to foster the behaviours vital for achieving optimal organisational 

performance. 

2.5.2.2 Competence Training (CT) 

 
When an organisation recognises that the knowledge base of its employees is a significant factor in 

distinguishing itself from competitors and gaining a competitive advantage, it is justifiable for the 

organisation to invest substantial resources towards training and developing the specific skills that are 

essential for achieving this competitive edge (Anlesinya et al., 2019). Therefore, the dedication to 

training efforts is viewed as a strategic investment to build organisational competence by developing 

competency-based Human Resources (HR). This strategy entails differentiating organisations based on 

their unique competencies and cultivating a network of interrelated behaviours. Training performs a 

double function by improving job-specific abilities, equipping talented employees for career 

advancement and adapting to changing job requirements in response to dynamic changes in the 

business landscape (Jayaraman et al., 2018). 

On the other hand, it is essential to note that the presence of skilled and capable personnel within 

organisations may not be adequate for dealing with this dynamic environment or the challenges 

posed. Thus, to maintain competitiveness in the market, organisations must continuously enhance the 

competencies and capabilities of their talented employees (Mujtaba et al., 2022). 

2.5.2.3 Development (DEV) 

 
Development is a perpetual process linked to enhancing knowledge, attitude, behaviour and values 

among prospective employees. Moreover, the concept of development encompasses a broader scope than 

training, as competence training focuses on enhancing the skills of the current job. However, the 

development emphasises the skills needed to meet future requirements (Jayaraman et al., 2018). 

Thus, training constitutes an integral component of the developmental process (Tlaiss, 2021). 

Moreover, talent development is defined as “focusing on the planning, selection and 

implementation of development strategies for the entire talent pool to ensure that the organisation has 

both the current and future supply of talent to meet the strategic objectives and that development 

activities are aligned with organisational talent management processes”(Garavan et al., 2012, p. 6). 

Also, development encompasses receiving feedback and establishing distinct career pathways that align  
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with the specified talent requirements, considering individuals' capabilities and performance (Collins & 

Clark, 2003). 

When the development plan is well-matched with talent, it substantially attains an organisation's 

strategic objectives (Chaudhuri et al., 2018). 

2.5.2.4 Reward Management (RM) 

 
Reward Management (RM) system encompasses a set of rules, practices, processes and 

procedures (Jayaraman et al., 2018). Thus, reward management encompasses intrinsic and extrinsic 

rewards because employees may have varying preferences regarding seeking value (Mahaney & 

Lederer, 2006). In employment, intrinsic rewards encompass several factors, such as opportunities for 

personal development and professional advancement, confidence, engaging and stimulating tasks and 

a supportive organisational environment (Honig-Haftel & Martin, 1993). On the other hand, extrinsic 

rewards encompass various forms of compensation, such as competitive salaries, pay raises, incentive 

bonuses, variable pay and the social environment inside an organisation (Cox, 2005).  

Consequently, the interplay between internal and extrinsic motivational elements is mutually 

reinforcing, leading to improved individual performance. Therefore, reward management (RM) plays a 

significant role in talent management (Jayaraman et al., 2018). 

2.6 Social Media 

 
A distinctive phenomenon that has characterised the twenty-first century is the rise, expansion and 

enduring influence of Social Media (SM). Kaplan and Haenlein (2010) defined social media SM as a 

collection of Internet-based apps built around Web, the principles and technology of Web 2.0. These 

applications enable users to develop and share information amongst themselves. Also, SM can be 

described as “any online service through which users can create and share a variety of content” (Bolton 

et al., 2013, p. 248). Social Media tools include user-generated services, such as blogs, social 

networking platforms such as Facebook, Instagram, Twitter, YouTube and LinkedIn, online review and rating 

sites, virtual game worlds, video-sharing sites and online communities (Krishnamurthy & Dou, 2008). 

The widespread adoption of social media platforms has resulted in a significant number of 

individuals, amounting to billions, becoming social media users (Matthews et al., 2022) 

Hence, in today's age of digitalisation, individuals engage in face-to-face interactions and employ 

various social media platforms, with the majority using Facebook, Instagram, Twitter, LinkedIn, 

YouTube and WhatsApp as means of communication (Yigiter et al., 2023). Therefore, SM has altered 
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the way people interact with each other (Olanrewaju et al., 2020). In addition to the general population, 

leaders have increasingly turned to social media platforms to communicate with others. According to 

the study conducted by Matthews et al. (2022), social media platforms play a crucial role in facilitating 

the leadership process by creating psychological groups and establishing associated norms. 

Consequently, these platforms empower millions of individuals to participate in collective action, both in the 

digital realm and real-world settings (Uysal et al., 2022). In this light, social media is considered a 

crucial factor that influences employee developmental aspects and is used by organisations to help 

engage and retain employees (Bolton et al., 2013; Reitz, 2012). 

Researchers have emphasised that technology in modern times can be conceptualised as a 

contextual factor, a tool for creative expression, or even as an interactive collaborator (Larson & 

DeChurch, 2020). Drawing upon socio-technical views, prior research has demonstrated that SM 

enhances the theoretical comprehension of leadership (Dobni et al., 2022). Social Media is a non- 

intrusive and publicly accessible means of collecting data on leaders. Additionally, it serves as a 

distinctive platform for documenting the acts of leaders as they are expressed. Using social media (SM) by 

diverse leaders allows for meaningful comparisons across different contexts (Matthews et al., 2022). As a 

result, social media has given leaders additional channels for communication (Heavey et al., 2020). 

Additionally, using social media platforms plays a pivotal role in developing knowledge-driven 

interactions between those in positions of leadership and their respective followers. Many managers 

advocate integrating social media tools into everyday organisational practices (Khan & Khan, 2019). 

The utilisation of social media can also serve as an indicator of certain traits exhibited by business 

leaders (Hwang, 2012). As demonstrated by Men (2015), there is a growing trend among Chief 

Executive Officers (CEO) to utilise social media (SM) platforms for internal organisational 

communications. Furthermore, Men's study found that employees view a CEO as responsive when they 

maintain an active presence on social media. 

Despite the substantial increase in studies focusing on leaders' social media usage in recent years, it 

is essential to note that the existing body of literature on this topic remains fragmented and 

underdeveloped (Matthews et al., 2022). The absence of a clear link can perhaps be attributed to the 

low availability of empirical research on the utilisation of social media (Agnihotri et al., 2016). To 

comprehensively understand the impact of social media on the generation and acquisition of social 

capital, it is necessary to analyse the nature of social media usage (Agnihotri, 2020). Hence, this study 

focuses on measuring the influence of Social Media Use on predicting early signs of leadership 
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potential. The link between social media use and leadership can be grounded on two theoretical 

underpinnings: social capital and social networking theories. Thus, social media can enhance 

employees ‘social capital, whilst social media acts as a new medium for social networking.  

2.6.1 Social Media Use 

 
The predicted number of individuals engaging with SM platforms is expected to surpass 4.4 billion 

by 2025, with an average daily time expenditure of 2 hours and 22 minutes (Kelm & Ibrahim, 2023). 

Numerous social media platforms possess the capacity to be utilised at work and at home, hence 

making it difficult to differentiate between these two domains. This study will focus on the utilisation of 

social media by individuals at work and the subsequent impact of this diverse usage on their leadership 

potential (Ali-Hassan et al., 2015). Furthermore, Social Media Use (SMU) refers to the engagement of 

individuals in online platforms, wherein they participate in activities such as viewing or sharing content, as 

well as receiving or making comments (Smith & Gallicano, 2015). 

Undoubtedly, Social Media have proven to be highly advantageous for a wide range of personal, 

professional and educational objectives (Arrivillaga et al., 2022). Moreover, SM has a significant 

influence on various organisational processes, such as sales and marketing (Odoom et al., 2017), 

human resource management (Arjomandy, 2016), recruitment (Kluemper & Rosen, 2009), customer 

relationship management (Trainor et al., 2014), leadership (Sievert & Scholz, 2017) and knowledge 

management (Bharati et al., 2015). Thus, social media platforms span various organisational functions in 

contemporary business contexts. 

In relation to social media, there is anecdotal evidence suggesting that the utilisation of specific 

platforms can have a positive influence on leadership (Coman et al., 2021; Dimitrov, 2018; Johnson et 

al., 2022; Sancino, 2021; Stoller, 2013). In this regard, using LinkedIn can give individuals the 

advantage of socialisation and the opportunity to share and disseminate knowledge. Also, SM stands 

out as a vital tool for talent recruitment; in addition to serving as a platform for entertainment, YouTube 

and LinkedIn may also be utilised for purposes such as training and recruitment (Ali -Hassan et al., 

2015). Therefore, this study adopts an employee user-centric perspective to comprehend the influence of 

social media use on leadership by focusing on only two aspects of Social Media Use: Social and 

Cognitive. 
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2.6.1.1 Social Media for Social Use (SMS) 

 
The concept of social use pertains to the use of social media platforms for the aim of establishing 

and maintaining relationships, whether for personal or professional reasons, while identifying individuals 

who share common interests (Ali-Hassan et al., 2015; Cao & Yu, 2019; Ince et al., 2022; Luqman et 

al., 2021). Besides, Companies encourage using social media to establish, expand and fortify networks, 

leading to enhanced differentiation within companies (Ahmad et al., 2019; Quinton & Wilson, 2016; 

Smith et al., 2017). 

Accordingly, businesses tend to utilise a variety of social media platforms (Olanrewaju et al., 

2020). This use enables firms to establish a strong network connectedness and engagement between 

employees, primarily if they are residing in distinct geographic regions, such as those who work in 

multinational companies (Quinton & Wilson, 2016; Wang et al., 2017). Scholars have argued that SM can  

positively impact social and interpersonal communication goals and entertainment. Conversely, SM is 

utilised for work-related purposes and to sustain professional connections (Masood et al., 2023).  

2.6.1.2 Social Media for Cognitive Use (SMC) 

 
The cognitive utilisation of social media pertains to the activities of generating and disseminating 

content, as well as consuming content generated by others. These activities include sharing opinions, 

narratives, evaluations, discussions, personal photographs and videos (Ali-Hassan et al., 2015). Thus, SM, 

in that case, is utilised by employees to acquire and exchange knowledge to enhance task 

performance (Cao & Yu, 2019). 

Moreover, non-traditional social media platforms, such as discussion boards and collaboration 

applications like Microsoft Teams, Skype and Zoom, frequently incorporate numerous aspects to 

enhance knowledge sharing and critical work-related aspects (Deng et al., 2023; Yang et al., 2021). 

Part Two: Conceptual Relationships 

 
2.7 Theoretical Framework and Hypothesis Development 

 
Some studies have been made to empirically examine the factors that contribute to identifying 

leadership potential, highlighting emotional intelligence as one of the critical factors. As a result, there is 

a greater emphasis on emotional intelligence in leadership (Drigas et al., 2023). Troth and Gyetvey 
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stated that “leadership involves complex social problem-solving derived from emotional intelligence and 

cognitive capabilities”(Troth & Gyetvey, 2014, p.337). 

Emotional intelligence is intricately linked to leadership, as it signifies the leader's capacity to 

facilitate and support the growth of others (Miao et al., 2018). Emotional Intelligence (EI) plays a crucial role 

in effective leadership, encompassing several aspects, such as leadership styles, leader 

performance and leader emergence (Milhem et al., 2019; Zhang et al., 2018). The relationship 

between leadership and emotions is intricately interconnected (Drigas et al., 2023). According to 

Humphrey (2002), leadership can be characterised as an intrinsically emotional phenomenon wherein 

leaders endeavour to comprehend the emotional states that influence their followers and subsequently strive 

for effective emotional regulation. Influential leaders must possess a deep understanding of their own 

emotions and those of others and can regulate their emotions when communicating with people 

(Wong & Law, 2002). 

Furthermore, emotional intelligence has also been conceptually and empirically linked to models of 

effective or transformational leadership (Barbuto & Burbach, 2006) and leadership performance (Wong & 

Law, 2002). Therefore, employees high in EI are also expected to be rated more highly for leadership 

potential (Troth & Gyetvey, 2014). Furthermore, Walter, Humphrey, and Cole (2012) mentioned that 

an individual’s emotional intelligence score was the most crucial factor in predicting leadership 

potential, even when considering Intelligence Quotient (IQ) and personality traits. They also stated that 

some authors argued that emotional intelligence accounts for up to 90 percent of the difference 

between star performers and average performers in senior leadership positions. Similarly, Higgs and 

Aitken (2003) concluded in their study that it is evidenced that EI is a predictor of leadership potential. 

While some have praised emotional intelligence's relevance for identifying leadership potential, 

others continue to question its significance (Walter et al., 2012). Also, other studies have shown that EI did 

not contribute to leadership potential ratings when all the predictors were considered 

simultaneously, and this highlights the inconsistency of results, given the links of EI to leadership 

effectiveness in previous literature (Briscoe & Hall, 1999; Dries & Pepermans, 2007; Nabih et al., 

2023). Moreover, many studies focused on cognitive intelligence, a relevant dimension in identifying 

leadership potential, ignoring other forms of intelligence, such as the emotional one (Dries & 

Pepermans, 2012; Rob Silzer et al., 2016). Accordingly, this study attempts to test emotional 

intelligence as a predictor of leadership potential; hence, it is hypothesised that 

H1: There is a significantly positive impact between EI and MLP. 

H1a: SEA positively impacts MLP. 

H1b: OEA positively impacts MLP. 
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H1c: UOE positively impacts MLP. 
H1d: ROE positively impacts MLP. 

The study of TM is still a relatively new and continually evolving area of research, and more 

empirical investigations are needed to understand TM (Vardi & Collings, 2023). The initial perspective 

regards TM as the rebranding of HRM operations, encompassing a range of conventional HR practices such 

as recruiting, selection, development, leadership and succession planning (Tlaiss, 2021). Despite the 

various approaches of TM, it usually focuses on a pool of employees who rank at the top in terms of 

performance and competencies and are therefore considered leaders or key professionals, either at 

present or at some point in the future (Collings et al., 2019; Mensah, 2018). 

Management scholars and practitioners have highlighted identifying and developing high-potential 

employees as one of the significant challenges faced by the twenty-first-century human resource 

function (Dries & Pepermans, 2008). This is due to a lack of clarity regarding the definition of talent 

inside an organisation; thus, this results in misalignment and an ineffective process for identifying 

talent. Consequently, this can impede the establishment of a talent pool ready for leadership roles 

(Jooss et al., 2019). 

Furthermore, little theoretical development has been done on TM and LP (Dries & Pepermans, 

2008). It has been observed that talent management has been prioritised in several multinational 

companies in developed countries, such as the USA, Germany and the UK (Namugumya et al., 

2023). Therefore, it has been suggested by TM researchers that further research should be conducted to 

investigate talent management philosophies in non-Western cultures, particularly in the Arab Middle East 

(AME) contexts (Tlaiss, 2021). Thus, this study investigates the impact of organisational Talent 

Management practices in developing millennials' early Leadership Potential. Therefore, it is 

hypothesised that 

H2: There is a positive relationship between TM practices and MLP 

H2a: ICP positively predicts MLP 

H2b: CT positively predicts MLP 

H2c: DEV practices positively predicts MLP 

H2d: RM positively predicts MLP 

Leadership studies have consistently recognised the importance of the social network to leadership 

emergence and effectiveness, elucidating that the effectiveness of leaders depends in part on their 

ability to understand, influence and improve their position in intra-organisational and inter-organisational 

social networks (ANAND & CONGER, 2007; Bartol & Zhang, 2007; Cullen-Lester et al., 2017). 
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Furthermore, leadership development theories recognise the significance of social connections as a 

medium through which leadership is created, explaining the main reason, which is the networked social 

connections surrounding the leaders and connecting members, developing the leaders’ abilities to 

engage in leadership roles and processes to produce leadership (Day et al., 2004; Day & Dragoni, 

2015; Day, 2001; DeRue, 2011). Also, leadership itself is viewed as a type of social network 

characterised by connecting members of dyads and larger collectives, which is consistent with theories 

describing leadership as social influence (Carter et al., 2015). Thus, contemporary leadership studies 

have discussed the importance of leadership emergence and effectiveness and closely related it to 

social networking. Accordingly, this relational view of leadership calls for enhancing social networks in 

concept as a factor of leadership development (Cullen-Lester et al., 2017; Day & Dragoni, 2015). 

Therefore, it has been clear that social networks play a fundamental role in studying leadership and that 

further studies would benefit both works of literature (Balkundi & Harrison, 2006; Barry & Gironda, 

2019; Contractor et al., 2006; Eva et al., 2019; Magno & Cassia, 2019; Serban et al., 2015). On the 

other hand, a burgeoning area of research recognises that social networks are pertinent to leadership 

and leadership development (Fredricks, 2003; Kaplan, 1984; Zacharakis & Flora, 2005). 

However, it has not yet embraced the full potential of social networks for developing organisational 

leadership (Cullen-Lester et al., 2017). Also, whether a causal relationship exists between social 

networking and leadership is questionable (Valk, 2008). Thus, future studies are called to measure the 

impact of social networking on leadership and find out whether the effect of such leadership 

development interventions enables leaders to understand and control their network connections (Cullen- 

Lester et al., 2017). 

Moreover, leadership studies are continuously evolving, and this rapid evolution in the study of 

leadership reflects real change in organisations, particularly concerning technological advancements 

(Dionne et al., 2014). Thus, as we transition into the 21st century, our digital era has changed 

leadership and the means through which we study it (Cullen-Lester et al., 2017). Correspondingly, 

social networking has leapt to technological change, transitioning to what we know now as Social Media 

(SM). 

The utilisation of social media in the workplace has been prominent as a means for individuals to 

communicate their thoughts and experiences; owing to its convenience, SM platforms have been 

employed to facilitate knowledge exchange within organisations (Behringer & Sassenberg, 2015; Jafar et 

al., 2019). Particularly regarding human resource strategies, social media use (SMU) in the 

workplace can present advantages and prospects for businesses (Parveen et al., 2015; Tajudeen et al., 
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2018). Prior studies have demonstrated a range of findings that indicate that SMU promotes employee 

socialisation and communication (Cao & Yu, 2019), strengthens internal knowledge management and 

mutual trust (Zhang et al., 2019) and enhances comprehension of workplace conflict (Treem & 

Leonardi, 2013). These outcomes ultimately contribute to the performance of the organisation 

(Tajudeen et al., 2018). 

In short, studies and reviews have been concerned with social media as an essential technological 

domain influencing businesses worldwide. However, very few studies have linked it directly to 

leadership; instead, these studies were all-inclusive (Kapoor et al., 2017; Ngai et al., 2015; Olanrewaju et 

al., 2020). Also, social media plays a critical role in building interactions between leaders and 

followers, whereas organisational managers have been promoting the use of social media in their daily 

corporate activities (Criado et al., 2013; Khan & Khan, 2019; Mergel & Bretschneider, 2013). While 

there are studies on the antecedents of social media use, developing countries have been 

primarily understudied (Olanrewaju et al., 2020). Although prior research has studied some of the 

antecedents of SMU (Olanrewaju et al., 2020), there was a lack of consistency in the theoretical 

frameworks (Filo et al., 2015). Accordingly, a contextualised and generalised framework that  relates 

SMU and LP is essential. 

Building on that notion of the Uses and Gratification Theory (UGT), this theory posits that individuals 

participate in social media platforms with various motives to fulfil their social, hedonic and cognitive 

requirements. These motivations may include the desire to establish new social connections, seek 

leisure and entertainment and create and share content. Following this reasoning, Ali-Hassan et al. 

(2015) divided Social Media Usage (SMU) into three distinct dimensions: social, cognitive and hedonic. 

Later, Cao and Yu (2019) similarly employed these three categories to differentiate and identify the 

various objectives behind the utilisation of social media within a professional context. In this study 

framework, social media use was included as a predictor, including only two dimensions of social media 

usage that were seen to be relevant to the scope of the study; these two dimensions were closely 

related to cognition and social need. Therefore, the researcher has conceptualised social media usage as 

a behavioural process wherein employees engage with social media platforms to satisfy their 

information-seeking and relationship-building needs. These needs primarily revolve around the cognition 

and dissemination of information and social interaction within the workplace. Thus, this study 

investigates the influence of social media use on leadership potential; hence, it is hypothesised that 

H3: Social Media Use positively influences MLP 

H3a: Social Media for Social Use positively influences MLP 
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H3b: Social Media for Cognitive Use positively influences MLP 
 

Presently, there is a dearth of empirical research investigating the influence of talent management 

practices on emotional intelligence (Namugumya et al., 2023). However, it is imperative for a company not 

only to attract and identify highly skilled and qualified individuals for critical positions but also to 

consider their emotional intelligence, the systems under which they function and the rewards they are 

given (Issah, 2018). In light of these considerations, it becomes evident that an organisation should not only 

implement talent management practices but also assess the emotional intelligence of individuals 

before advancing them to crucial leadership positions. 

Moreover, the emotional intelligence theory posits that leaders possess a level of self-awareness 

regarding their emotions and feelings, and having emotionally capable leaders in important roles 

becomes a prerequisite. Emotional intelligence facilitates leaders in cultivating empathy, fostering 

teamwork and effectively sharing novel ideas with their peers (Drigas et al., 2023). Also, a previous 

study explored a potential relationship between emotional intelligence and talent management in 

organisational settings (Maqbool et al., 2017). Parrish (2015) posited the importance of emotional 

intelligence in the context of academic leadership whilst highlighting its association with successful 

leadership. Furthermore, Besharat (2005) proposed that managers with high emotional intelligence 

demonstrate favourable behaviour and self-assurance, characteristics that make them well-suited for 

leadership roles. Recent empirical research has elucidated a positive and substantive correlation 

between emotional intelligence and adopting talent management practices within organisational 

frameworks (Namugumya et al., 2023). With this premise, the current investigation delves into the 

mediating role of Emotional Intelligence in the relationship between Talent Management and Millennial 

Leadership Potential. As such, the hypothesis posits that 

H4: EI mediates the relationship between TM and MLP 
 

Nevertheless, a debate persists regarding the advantages and disadvantages of Social Media Use in 

the workplace (Tajudeen et al., 2018; Zhang et al., 2019). Some scholars argue that SMU in the 

workplace may be a distraction, diminishing employees' focus on their tasks, reducing work efficiency, 

impacting work quality (Brooks, 2015) and elevating employee turnover rates (Yingjie et al., 2019). 

Conversely, other scholars suggest that SMU in the workplace can enhance communication efficiency 

among employees and organisations, foster interpersonal relationships in the workplace, facilit ate 

access to work-related information and resources for employees and improve problem-solving 

capabilities (Benson et al., 2015; Leonardi & Vaast, 2017; Song et al., 2019). As posited by Wu et al. 

(2021), the impacts of SMU within organisations exhibit a nuanced and multifaceted nature. Therefore, 
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studies have presented arguments suggesting that social media usage in the workplace can have both 

beneficial and unproductive effects or that its impact may be influenced by mediators (Landers & 

Callan, 2014). 

Social media use is widely recognised as a significant means of interpersonal communication within 

organisational contexts (Cai et al., 2018; Leidner et al., 2018). According to the study of Alahmad et al. 

(2018), the provision of social support can result from using social media for social use and building 

collaboration between an employee and their co-workers. It has been found to enhance employees' 

sense of stability and belonging within a team, hence playing a substantial role in their overall 

satisfaction. Furthermore, it is essential to highlight that previous studies have indicated that 

researchers have challenges when it comes to obtaining data related to the utilisation of social media in the 

workplace context. These activities encompass publishing, engaging in commentary and engaging in 

diverse modes of communication. This difficulty arises because certain employee behaviours, such as 

browsing and searching for data, typically remain hidden from external observers (Yingjie et al., 2019). 

Recent studies have studied social media use as an effect of emotional or mental disorders, linking an 

individual’s low emotional stability to problematic social media use (PSMU) and psychological 

disorders. These studies focused on investigating emotional intelligence (EI) as a personal characteristic 

whose deficits might be associated with PSMU (Arrivillaga et al., 2022; Kircaburun et al., 2019; Marino 

et al., 2020; Süral et al., 2019). The study by Arrivillaga et al. (2022) indicated a negative association 

between emotional intelligence (EI) and problematic social media usage (PSMU). However, by adopting a 

positive perspective, individuals with high EI may positively influence their SMU, influencing their 

leadership potential. Furthermore, additional studies have established a connection between emotion 

regulation and the impact on social media use (Marino et al., 2020), with emotion regulation being 

recognised as one of the sub-dimensions of emotional intelligence. 

Moreover, the concept of "e-motions," proposed by Zych et al. (2017), is a multidimensional 

construct encompassing several aspects. Firstly, it includes the expression and perception of emotions in 

online contexts. Secondly, it involves beliefs about how expressing emotions on social media can help 

individuals overcome personal challenges. Also, it consists of understanding and interpreting emotions in 

online interactions. Therefore, this supports the notion that emotions exhibit connections with specific 

dimensions of emotional intelligence while also being linked to SMU (Zych et al., 2017). Lastly, 

expanding on the notion of the prevalence of social media usage is not solely a question of its 

ubiquitous presence but also necessitates a thoughtful understanding of its dark side and adverse 

effects. Given the circumstances, Social Media Use assumes a role as a mediating factor within the 
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realm of Leadership Potential. It is based on the premise that using social media can be problematic; 

people also need to know how to use these platforms wisely for their advantage, which can affect their 

capacity to lead, as well as answering calls in the literature exploring pathways linking EI and SMU 

(Kircaburun et al., 2019; Marino et al., 2020; Süral et al., 2019). Based on the above reasoning, it can 

be inferred that EI can influence an employee’s use of SMU and impact their leadership potential. 

H5: SMU mediates the relationship between EI and MLP 

 
Moreover, it builds on the theoretical underpinnings of developing hypothesis four and five. This 

study has decided to further develop hypothesis six since previous studies may have hinted at a similar 

sequential relationship. Also, testing this potential serial mediation might be of practical significance and 

important to creating a more precise organisational framework or new HRM policy. Therefore, this study 

aims to test a serial mediation model that includes both EI and SMU in mediating TM and MLP; 

H6: TM practices will influence MLP through the mediating influence of employee’s EI 

and, in turn, SMU. 
 

 
Figure 2: Proposed Theoretical Framework 

 

Source: Developed by the Researcher 

 

2.8 Research Gap and Research Question 

 
The current state of work and organisations are undergoing significant changes, which are 

prompting experts in the fields of leadership and organisation development to reassess existing 

leadership models and determine how organisations might adapt to these profound shifts (Cai et al., 
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2022; Groves & Feyerherm, 2022). Therefore, the literature review reveals a research gap related to 

leadership potential, as the analysis of previous research shows limited efforts aimed at conceptualising 

a solid definition of leadership potential and precise assessment measurement, besides contextualising 

LP to a concurrent generational cohort. This gap was addressed and grounded on the following studies.  

In LP literature, the evaluation of leadership potential inside organisations typically involves relying on 

the intuitive judgements of the executive team or categorising individuals into simple categories such as 

high, moderate or low potential (Groves & Feyerherm, 2022; Knoll & Sternad, 2021). However, this 

talent assessment process is plagued by inherent biases, inaccuracies and a dearth of assessment 

measurements that are necessary for identifying the most critical areas for leadership development (De Vos 

& Dries, 2013; Hitt & Duane, 2002; Sorcher & Brant, 2002). On the other hand, numerous 

scholarly works have been published on the subject of high-potential leadership, as evidenced by the 

works of Finkelstein et al. (2018), Church and Silzer (2014), Dries and Pepermans (2012), Lombardo 

and Eichinger (2000) and Spreitzer et al., (1997). 

Dries and Pepermans (2012) and Church and Silzer (2014) have developed two prominent 

frameworks for assessing leadership potential. Both models emphasise the significance of human 

differences, behavioural competencies and knowledge bases in evaluating leadership potential. 

However, given the significant transformative forces at play in the realm of work, it is imperative to 

develop a contemporary and applicable model of leadership potential (Groves & Feyerherm, 2022).  

Moreover, in recent leadership potential models, such as the Finkelstein et al. (2018) model, 

scholars contend that the concept of potential should be operationalised through multiple  indicators 

rather than being directly assessed. It was criticised as having a significant drawback in light of the 

prevailing environmental forces and megatrends (Groves & Feyerherm, 2022). These include the 

transformative impact of digitalisation, artificial intelligence, remote work, a multi -generational workforce and 

increased emphasis on equity, inclusion and racial justice (Schroth, 2019; Shrestha et al., 2019). 

According to a recent report by McKinsey (2021), the consequences of the growing digitisation of skills were 

emphasised. The report revealed that over 33% of the participants indicated that their respective 

multinational organisations were unequipped to tackle the skill gaps intensified by automation and 

digitalisation (Hatami & Segel, 2021). Hence, a crucial inquiry is into the influence of automation and 

technology on critical jobs, necessitating a significant emphasis on talent pools and the criteria 

employed in selecting individuals for such roles, mainly through potential assessments.  

Additionally, the COVID-19 pandemic with the rapid rate of transformation in the progression of the 

pandemic, particularly during the initial months when crucial data and assumptions on the virus were 



49  

frequently changing, necessitated leaders to exhibit adaptability in their decision-making process and 

demonstrate a willingness to reassess their choices regularly (Collings et al., 2021). Also, the potential 

occurrence of future extreme events further contributes to fundamental shifts in work and organisation 

(Clark, 2020; Singhal, 2021). Due to these megatrends' recent emergence and significant impact, 

the current models for assessing leadership potential are inadequate in addressing several crucial 

theoretical and practical requirements for researchers studying leadership and organisational  

growth (Groves & Feyerherm, 2022). Therefore, navigating through dynamic and unpredictable 

contexts necessitates the development of novel skills and competencies for leadership. 

According to Church et al. (2021), models of leadership potential have received relatively little 

research attention, and existing models have a propensity to conflate predictor constructs, job-related 

leader behaviours and criterion domains. These factors pose a significant barrier to developing robust 

leadership assessment practices (Bouland-van Dam et al., 2021). Nevertheless, it is essential to point 

out that an excessive focus on performance as a main indicator may not accurately predict an 

individual's potential, especially when there is a discrepancy between the performance expectations of non-

leadership roles and leadership ones (Schleu & Hüffmeier, 2021). Therefore, there is a need for further 

research in the field of leadership potential theory and practice to differentiate between general, universally  

applicable criteria for identifying leadership potential and factors that should be customised to fit specific 

organisational, cultural, generational and temporal contexts (Groves & Feyerherm, 2022). 

Furthermore, a prominent multinational company defined potential as the evaluation of an 

individual's prospective path in the future, considering their capacity to advance to positions that involve 

greater breadth and intricacy. This assessment considers the individual's aptitude for acquiring new 

knowledge and adjusting to unique circumstances, their ability to construct and guide teams, their 

expertise in a particular subject matter and their dedication to personal and professional development. 

Thus, the phrase "potential" is a construct that encompasses multiple dimensions rather than a 

unidimensional construct (Cascio & Collings, 2022, p. 72). However, there are instances where it is 

evaluated based on a comprehensive evaluation or classification despite the different levels of 

interdependence among the many potential facets. Therefore, organisations should consider 

implementing novel methodologies and assessments to discern individuals with the potential to assume 

leadership roles (Cai et al., 2022; Kabalina & Osipova, 2022). 

Moreover, apparent discrepancies and contradicting observations within the current research 

literature on generational cohorts are undoubtedly a cause for concern. Thus, further inquiry and a 

comprehensive topic analysis are needed (Brachle & McElravy, 2023; Rudolph et al., 2018). 
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Conversely, existing data suggests that millennial employees have distinct preferences regarding 

leadership styles compared to earlier generations (MacKenzie & Scherer, 2019). Also, few studies have 

discussed the leadership qualities needed by millennial generations (Graybill, 2014; Murray, 2011; 

Steffens et al., 2018; Valenti, 2019). Despite the prevalence of discussions around millennials in the 

workplace within academic research and popular media, there exists a notable dearth of empirical 

evidence on millennials and their work-related characteristics (Galdames & Guihen, 2022). 

The aforementioned empirical evidence corroborates the notion that generational experiences 

influence the perspectives of distinct cohorts about leadership, highlighting the idea that millennials 

may possess different conceptualisations of their ideal leader type (Brachle & McElravy, 2023). 

Therefore, this study focused on generational differences, a building point to contextualising leadership 

potentiality, focusing on the millennial generation as the primary context. Hence, this study responds to 

recent calls in the literature by conducting qualitative research to conceptualise the understanding of 

Millennials Leadership Potential (MLP) and to develop a construct for measurement (Knoll & Sternad, 

2021; Reiche et al., 2019). Accordingly, a proposed research question will be answered in study one by 

conducting semi-structured interviews with Human Resource (HR) managers and academics.  

RQ1: What constitutes Millennial Leadership Potential (MLP)? 

 
2.9 Chapter Summary 

 
This chapter has discussed the four literature streams essential to the current study: Leadership, 

Emotional Intelligence, Talent Management and Social Media Use. Accordingly, this chapter was divided 

into two parts. The first part presented the background of the study on each variable, outlining the 

theories, measurement models and variables by positioning our understanding of every variable clearly and 

the conceptualisation that this study adopts. 

Moreover, the second part introduces the conceptual model constructed using the literature review. 

Additionally, the suggested associations among the variables have been clearly articulated as 

hypotheses. Thus, the second part examined the associations between three independent variables and 

Millennial Leadership Potential. The present study additionally examines and formulates hypotheses 

regarding the mediation analysis between the variables. In sum, six main hypothesis have been put 

forth in the literature. 

To date, only a small number of studies have focused on conceptualising MLP. As a result, very 

little is known about the nature and predictors of MLP, necessitating the first research questions posed at 

the end of the chapter. Due to the lack of research on LP, specifically on generational cohorts such 
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as millennials, and the evolving nature of the topic in this dynamic environment, the current analysis 

employed two types of data collection, qualitative and quantitative, and was divided into two studies to 

answer the stated research question. The subsequent chapter outlines the research methodology in 

detail. 
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Chapter Three: Research Methodology 

 
3.1 Introduction 

 
This chapter introduces the philosophy guiding the overall study and the approach adopted. Also, 

the research design that drives the gathering and evaluation of empirical data is discussed. The chapter 

is divided into two parts. Part one discusses the qualitative research design and the data analysis 

techniques used in study one. Part two overviews the quantitative research design and the data analysis 

techniques applied. 

3.2 Research Philosophy 

 
As with other academic research, this study's methodology is framed by practices, assumptions 

and beliefs. A thorough understanding of the philosophical perspectives' differences and an awareness of 

one's perceptions and ideas about what knowledge and reality "are" and how new information is 

generated, developed and/or confirmed are necessary for choosing an appropriate philosophical 

approach (Burrell; & Morgan, 1979; Kankam, 2019). 

There is an ongoing debate regarding what paradigms or world views researchers bring to their 

studies (Creswell & Creswell, 2018). The four most broadly used research paradigms are 

Pragmatism, Interpretivism, Positivism and Post-Positivism (Kankam, 2019). Thus, research 

paradigms can be heretical views used to study and interpret knowledge from four perspectives: 

ontology, epistemology, axiology and methodology (Biddle & Schafft, 2015). Ontology concerns the 

nature of reality and what we know about it (Ritchie et al., 2013). Moreover, epistemology reflects 

how the researcher knows what they know (Kankam, 2019), whereas axiology shows the nature of ethics 

and how the researcher values its worth (Biddle & Schafft, 2015). Finally, the methodology enlists the 

methods and tools used in the research to define the research approach, data collection, analysis and 

interpretation (Creswell & Creswell, 2018). 

Accordingly, the study follows a particular research paradigm based on several presumptions 

regarding the nature of reality (ontology) and the place of scientific inquiry within this reality 

(epistemology). These presumptions impact the questions being explored, the methodology used and 

the knowledge generated in this study. 

The current study adopts a post-positivist paradigm, considering the ontological and epistemological 

perspectives. Post-positivism shares many of the same assumptions about the nature of reality as 

positivism, and it acknowledges the inherent relationship between researcher and subject that emerges 
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in social sciences (Gannon et al., 2022). Positivism is characterised by its reductionist approach, which 

entails understanding phenomena by analysing their core components, and its deterministic 

perspective, which involves tracing the exact causes of events. Control and prediction play significant 

roles within this paradigm. While post-positivism has some characteristics of reductionism and 

determinism, it can be considered a modified version of Positivism (Stead, 2004). According to Guba 

and Lincoln (1994), post-positivism posits that there is a singular reality, but our understanding of it is 

inherently flawed. It suggests that objectivity is an ideal yet to be fully achieved and that hypothesis 

testing involves falsification rather than verification. Nevertheless, post-positivism retains the 

fundamental philosophical underpinnings of Positivism, although modified or tempered.  

Moreover, post-positivism came to answer the criticism that was on Positivism. In other words, post- 

positivism accepts the need to report reality while acknowledging that different interpretations may exist 

objectively (Henderson, 2011). It is based on rigorous observation and measurement of the world's 

objective reality while developing numerical data measures and studying individual behaviour (Creswell & 

Creswell, 2018). Besides, post-positivism "design to research begins with large amounts of 

qualitative data that are categorised to produce quantitative data to be analysed using statistical 

methods" (Gasson, 2009, p. 55). 

This study takes a post-positivist stance for several reasons. First, the research builds on a body of 

knowledge that aims to uncover "objective" reality questions and seeks generalisable knowledge. 

Furthermore, the study aims to establish relationships with the proposed research model. At the same 

time, the study is also concerned with conceptualising the nature of Millennials' Leadership Potential 

(MLP) in the context of multinationals operating in Egypt and the operational measurement of the MLP 

construct. As a result, a more exploratory approach is required to uncover the meaning of the core 

research concept, followed by confirmatory reasoning. 

In contrast, post-positivism validates using mixed methods (Henderson, 2011) as it relies on 

multiple approaches to capture reality; thus, verification is deemed necessary (Stead, 2004). Therefore, the 

post-positivist paradigm fits the current setting well, including qualitative and quantitative inquiry. A 

summary of the chosen paradigm is summarised in Table 2. 
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Table 2: Reasons for choosing Post-Positivism 
 

Paradigm Post-Positivism Why it has been chosen 

Ontology: the 

researcher's view of the 
nature of reality or being. 

Reality can be known 

approximately; probabilistic 

hypotheses can be rejected or 

provisionally confirmed but not 

definitively proved to be true. 
(Mertens, 2010) 

This study focuses on creating a construct of the MLP, 

where the researcher understands that reality can be 

obtained through people and later tested for 

confirmation or rejection. Thus, even though reality or 

theory exists, it can be imperfect because of human 
limitations. 

Epistemology: 

The researcher's view 
regarding what constitutes 
acceptable knowledge. 

Emphasis is on external 

objectivity. Reality is known 

through seeking a deeper 

objective understanding (Mertens, 

2010) 

Therefore, reality needs to be questioned to discover 

and explore contemporary meanings and new possible 

relations through knowledgeable subjects 

(participants/respondents). 

Axiology: The 
researcher's view of the 
role of ethics in research. 

Science is value-free. 

Independence between researcher 

and subject (Clark et al., 2021) 

The researcher has followed all the ethical 

considerations in collecting and analysing the data, 

understanding their role while being impartial to the 

participants and the data, such as evaluating common 

method bias and taking extra checks to eliminate bias. 

Data collection 

methods most often 

used 

Triangulation and mixed 

methodology (Creswell & Creswell, 

2018). 

Mixed methods have been used, exploratory sequential 

mixed methodology, which allows the researcher to start 

with a qualitative study to discover new themes and 

follow with a quantitative study for hypothesis testing by 

confirming or rejecting the hypothesis. 

Source: Developed by the Researcher 
 

 

Furthermore, in post-positivist research, the researcher begins with a theory, obtains data that 

either supports or disproves the hypothesis and then adjusts and tests the theory (Creswell & Creswell, 

2018). As stated, this study adopts an abductive reasoning approach, which became widely used, 

recognising the limits of both deductive and inductive approaches. Abductive reasoning criticises 

deductive and inductive approaches, allowing both to run simultaneously, starting with 

observation and going back and forth to the social world and the literature (Clark et al., 2021).  

Moreover, the abductive approach is in line with the qualitative study one employed, as the abductive 

logic comprises 'abducting' the categories from the participant's" experiences, ideas and beliefs (first-

order codes) to then form the researcher's categories (second-order codes) (Ritchie et al., 2013). 

3.3 Overall research design 

 
This study employs qualitative and quantitative methods in line with the post-positivism paradigm. 

Accordingly, an exploratory sequential mixed method design is used to study the research problem. 

Combining qualitative and quantitative methods aims to array each approach's strengths against the 
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other's biases and limitations (Caruth, 2013; Creswell, 2012; McDowell & MacLean, 1998). Also, mixed 

methods have been described as a "key element in the improvement of social science" (Gorard & 

Taylor, 2004, p. 7); thus, research is strengthened by combining various methods. Furthermore, 

some studies viewed qualitative and quantitative methods as complementary (Mackenzie & Knipe, 2006), 

while others viewed them as a tool for enhancing and yielding higher-quality results (McDowell & 

MacLean, 1998; Stange et al., 1994). Overall, the research methods used are determined by the research 

problem being investigated, the researcher's background and the audience being addressed (Creswell 

& Creswell, 2018). Mixing both methods was done in the sense that a qualitative method is needed to 

develop the construct, followed by a quantitative method for hypothesis testing. 

Correspondingly, this research will be divided into two studies; study one will include the qualitative and 

exploratory part conducted to refine the conceptual model, as well as developing a new construct for 

the Millennial Leadership Potential (MLP) being studied, which will be used later in the quantitative 

study. Study two involves testing the hypothesised conceptual relationships and answering RQ2, RQ3 

and RQ4. 

Main Research Question: To what extent can Organisational Talent Management Practices, 

Emotional Intelligence and Social Media Use predict Millennials' Leadership Potential?  

RQ1: How to conceptualise MLP? 

RQ2: What is the impact of Emotional Intelligence (EI) and its dimensions- Self-Emotion 

Appraisal (SEA), Other’s Emotion Appraisal (OEA), Use of Emotions (UOE) and Regulation of 

Emotions (ROE)- on MLP? 

RQ3: How do organisational Talent Management (TM) practices impact MLP? 

RQ4: Does Social Media Use (SMU) influence MLP? 

To summarize, the qualitative phase was chosen for two reasons: 

• To refine and confirm the conceptual framework that will be tested in the quantitative phase 

(Study 2); 

• To develop measures of MLP nowadays within the Multinational Corporations (MNCs) in EGYPT 

and uncover new understandings of Leadership Potential whilst contextualising it on the millennial 

generation. 

Following the four research questions, the quantitative phase was adopted for the following 

purposes: 

• To confirm the sub-variables and measurement of MLP (RQ1); 
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• To determine which of the main variables had the highest impact on predicting MLP ; 

• Correspondingly, to identify which hypothesised outcomes were supported (RQ2, RQ3, RQ4). 

 
3.4 Target Population and Sampling Technique 

 
The target population focuses on Egyptian millennial employees working in Cairo, Giza and 

Alexandria MNCs. The selection of millennials as a focal demographic group for investigation in Egypt is 

underpinned by their substantial demographic representation within the nation. Notably, millennials 

constitute approximately 28.6% of the overall Egyptian population. Moreover, their importance extends to 

the labour force, comprising an estimated 54.7% of the Egyptian workforce, which is a majority 

therein (Statista, 2022), similarly focusing on millennial employees in particular because they are 

considered the future leaders and the heart of most organisations nowadays (Kotlyar, 2018). Thus, 

focusing on studying and profiling this sample became a prominent issue for this study. 

Moreover, the study is on Multinational Corporations (MNCs) because they adopt the most widely 

used talent management practices; they are known to hire and promote millennial employees 

compared to local and public companies in Egypt. Also, there is a dearth of published HRM literature on 

MNCs in the Middle East generally (Budhwar et al., 2021) and Egypt in particular (Abdel -Monem, 2012; 

Darrag et al., 2010). 

This study follows a multilevel sampling, where different people from different populations are 

chosen for the different study approaches (Mertens, 2010). Accordingly, study one involves gathering  

qualitative data using semi-structured interviews with academics and practitioners, such as Human 

Resource Managers in MNCs in Egypt. Hence, questions will be structured based on the initial step of the 

content analysis on the leadership potential literature. Accordingly, the purposeful sampling method will be 

adopted in the qualitative study. 

Purposeful sampling is used when individuals and sites are selected to better understand the 

central concept (Creswell, 2012). Additionally, the purposeful sampling method entailed selecting 

participants who were knowledgeable about the research topic and capable of providing meaningful 

insights that assisted in answering the first research question conferred in this research (Clark et al., 2021; 

Ritchie et al., 2013), specifically employing a purposeful sampling strategy to better conceptualise leadership 

potential variables and develop an instrument that will be used later on quantitatively (Creswell, 2012). 
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In contrast, in purposive sampling, the researcher chooses the sample based on their research aim and 

units of analysis based on their relevance to the research questions. This means that the 

researcher must be specific about the criteria for inclusion or exclusion (Clark et al., 2021). 

Accordingly, the purposive sampling in this study intended that interviewees had to satisfy the three 

following criteria: (see Table 3) 

• Be a millennial (aged between 23 and 42 years old); 

• Be an employee in a Multinational Corporation operating in Egypt (Cairo, Giza and Alexandria) 

or an HR academic lecturer; 

• If working in an HR department in an MNC, participants must hold an HR supervisory or 

managerial role. 

 
Table 3: Summary of the Qualitative Sample Population 

 

Fieldwork Level Number of participants 

HR Practitioners Senior Level 8 

HR Practitioners Middle Level 6 

HR Academics Lecturers and Associate Professors 4 

Source: Researcher 
 

 

Besides, the qualitative sample size was determined till research saturation. Data saturation is the 

ongoing inclusion of additional participants in a study until the data set reaches a point of 

completeness, as evidenced by data replication or redundancy. In essence, the state of saturation is 

attained when the researcher has collected data to the extent where the marginal benefit diminishes, 

resulting in the absence of any novel information being acquired (Bowen, 2008; Marshall et al., 2013). 

Therein, 18 interviews were conducted, and the researcher realised that the interviews were redundant and 

started to be repeated regarding new information; hence, data saturation was reached for 

Participant 15. 

Study two involves collecting quantitative data using closed-ended online, self-administered surveys that 

will be gathered for further analysis. Outlining the target population sample presents several issues in 

study two. Identifying the number of employees working in all MNCs in Egypt was challenging. 

Nevertheless, having access to classified information regarding the employee age group, considering a 

millennial and understanding the population seemed impossible. For the aforementioned reasons, the 

researcher decided to recruit subjects using the non-probability convenience sampling technique. 

Convenience samples are more popular than probability sampling in business and management 
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research, where they are more prevalent. Besides, non-probability convenience sampling is often 

depicted by its ease of use, low cost and ease of data collection (Clark et al., 2021). 

Accordingly, the surveys were conveniently distributed to millennial employees in Multinational 

Corporations in Cairo, Giza and Alexandria. Thus, a convenience sampling method was employed, 

where the millennials participating in the study were chosen because they are readily available and 

willing to be studied (Creswell, 2012; Henry, 1990; Patton, 2002). Also, a snowball approach was 

used, where the researcher contacted her network of millennial employees working in multinationals 

and asked to forward the questionnaire to other potential colleagues and respondents who matched 

the study requirements. 

Furthermore, the sample size in this study is influenced by the data analysis technique used- 

Structural Equation Modelling (SEM). In previous studies, the sample size was determined by giving 

minimum and acceptable numbers or calculating the sample size using ratios (Cohen, 1988; Stevens, 

1996). Besides, it is demonstrated that "for social science research, about 15 participants per 

predictor are needed for a reliable analysis" (Pallant, 2016, p. 301). Following this approach,  the sample 

size in this study will be determined using a power analysis formula that focuses on providing a minimal 

sample of participants needed in a study. Accordingly, G*Power is a unique power analysis software 

used for various statistical tests related to the social and behavioural sciences field (Faul et al., 2009). 

The G* power analysis considers the level of statistical significance (alpha), the amount of power 

desired in a study and the effect size. You may then calculate the appropriate sample size (Mayr et al., 

2007). Firstly, defining the statistical significance level to evaluate the hypothesis is commonly set at p  

=0.05 or p =0.01(Creswell, 2012). Secondly, determining the power required to reject the hypothesis 

when it is wrong, usually set at 0.80 (Cohen, 1988). Finally, the effect size helps the researcher 

determine whether the hypothesised correlational relationships are meaningful. For much educational 

research, the effect size is normally fixed at 0.15 (medium), based on previous research projections 

(Hair et al., 2010). 

Correspondingly, the G* power analysis Version 3.1.9.6 was run, where the predefined numbers 

were plugged as follows: Effect Size: 0.15; Alpha: 0.05; Power: 0.08; Number of Predictors: 10 (TM Sub-Variables, SMU 

Sub-Variables, EI Sub-Variables)(INPUTS). 

Therefore, as mentioned earlier, the minimum sample size required to test the model is 118 

participants, based on the input. Aiming to increase generalisability and yield better results, 413 

responses were then gathered. 
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Figure 3: Calculating minimum sample size using the G*power analysis formula 
 

Source: G* power 3.1.9.6 output by researcher 

 

Part One 

 
3.5 Qualitative Study One 

 
The following section explains the qualitative phase conducted, study one, regarding the data 

collection method, the procedural design and the techniques employed. 

3.5.1 Interview protocol 

 
Semi-structured interviews were used in this study to collect information from the interviewees. It is a 

conversational interview with one participant at a time; the researcher then used closed and open - 

ended questions, sometimes supported by follow-up "why" or "how" questions. Instead of adhering to 

exact questions, as in an in-depth structured interview, the conversation can meander about the main 

themes and may go deeper into unexpected issues (Newcomer et al., 2015). 

The adoption of semi-structured interviews was consistent with the tradition of the post-positivist 

paradigm since they agree with flexibility in data collection, allowing the researcher to alternate between 

questions based on the flow of the discussion, add follow-up questions and request additional 

elaboration (Henderson, 2011). Therefore, the researcher began with her contacts and their referrals to 

approach individuals who fit the predetermined criteria. 

Even though the interview procedure followed a list of questions, the interview method was fluid, 

with some questions left out and others added based on the flow of the conversation. The researcher 
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was concerned with the details of the participants' experiences and eliciting rich examples from their 

own experiences rather than enforcing predefined concepts and theories. 

The semi-structured interview was developed using the proposed model variables and the proposed 

research questions. The interview guiding questions were divided into four themes, which were divided into 

six sections. The interviewees were first asked a few introductory questions on their overall 

knowledge of the general topic, and then the interviewees talked about 1) how they view talent and 

perhaps elaborate on TM practices, 2) EI and whether there is a profound link to the leaders' 

potentiality, 3) how do they use and view social media nowadays, 4) their understanding of what 

constitutes a millennial leader in this generation. Finally, the last section focused on providing futuristic 

recommendations of how they view future leadership and what future studies should focus on in terms 

of leadership (Refer to Interview Guide Questions, Appendix A). 

3.5.2 Qualitative Data Collection Procedures 

 
The data collection involved virtual interviews using Zoom to adhere to the safety concerns during 

COVID-19 and accommodate participants' work demands as well as the proximity of the researcher. 

Initially, the participants were contacted via phone, where the researcher explained the purpose of the 

study, the main themes and that this study is part of a doctoral thesis program, followed by an email 

sent to the participants, introducing the research, officially requesting the participant's participation in 

the study, providing an ethical consideration consent form to be signed and returned to the researcher 

(see Appendix B). Once the participants signed and agreed to be part of the research, the researcher 

then contacts the participant to set a date and time for the interview. 

Moreover, at the beginning of the interview, the participants are informed about confidentiality, that their 

anonymity will be preserved and that each participant will be coded to ensure confidentiality. 

Participants are then requested to consent to the recording of the interview and to assure them that it 

would be used solely by the researcher for interview transcription. 

In total, 18 interviews were conducted, and all were audio recorded, with an average duration of 30 

minutes. The participants during the interview were free to express their viewpoints and thoughts and 

share their experiences. The researcher could utilise the interview questions and answer the research 

question imposed in the study. Finally, interviews were transcribed by the researcher, and the 

participants were allowed to review the data analysis; this will be discussed further.  
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3.5.3 Qualitative Data Analysis Techniques 

 
The qualitative data analysis was an evolving process in which the researcher first formed an initial 

conceptual framework based on the literature on leadership. Remarkably, the list of predictors 

mentioned in the literature was combined among the three main variables: organizational, individual 

and social variables, and broader categories of leadership potential were integrated into the theoretical 

framework based on the outcome of the interviews. 

Moreover, the qualitative data were analysed using a thematic analysis method. The thematic 

analysis is widely recognised and used within the post-positivist paradigm (Braun & Clarke, 2014; 

McGregor1 & Murnane, 2010). Thematic analysis is a versatile and effective qualitative analysis 

technique that can produce a comprehensive, detailed, yet complex data description. Furthermore, the main 

advantage of using thematic analysis is its accessibility and theoretical flexibility in analysing qualitative 

data (Braun & Clarke, 2006). The thematic analysis process includes familiarisation with the data, initial 

code creation, theme identification, team review of the themes, theme confirmation and report writing 

(Braun & Clarke, 2014). However, one critical need for defining and classifying themes is that they provide 

helpful insight into the research questions. 

Accordingly, the proposed conceptual framework was not treated as final; the interviews confirmed the 

establishment of the proposed relationships, whilst the researcher let the themes and subthemes 

emerge during the interview discussions. Following the aforementioned steps, the analysis began with the 

specific data obtained from each participant, providing the first code order, then extended to the study's  

main themes in second order and ended with theme confirmation. 

The data analysis procedure thus constituted constant refining and returning to the literature, with 

new categories and millennial leadership attributes being categorised appropriately to closely reflect the 

underlying category. The interviews were used to generate first- and second-order themes using NVIVO 12, 

which were then revised with existing LP literature. Finally, the individual codes and quotes were 

reviewed to confirm the reliability of thematic coding for participants' conformity with the constructs' 

chosen definitions. The details of thematic analysis will be discussed in the following chapter four.  

Part Two 

 
3.6 Quantitative Study Two 

 
The following section explains the quantitative phase conducted; study two in terms of the approach, the 

procedural design and the techniques employed. 
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3.6.1 Quantitative Approach 

 
In this mixed research study, after finalising the qualitative phase, the quantitative phase was then 

used to serve many purposes to establish, confirm, validate and develop generalisation to add a 

contribution to theory (Leedy & Ormrod, 2015). Thus, the present study's quantitative phase was 

divided into initial and main studies for hypothesis testing. Both steps were carried out utilising online 

surveys on Google Forms. The initial study evaluated the reliability and validity of the newly developed 

measurement scale MLP, followed by a pilot test to ensure the reliability of the other existing constructs 

scales. The details of the initial and pilot research are explained in Chapter five. The primary quantitative 

study sought to test the suggested conceptual framework's research hypotheses discussed in detail in 

chapter Six. 

3.6.2 Survey Design and Administration 

 
3.6.2.1 Survey Procedure 

 
An online self-report survey was adopted in the current study. Survey data are frequently reliable 

since respondents must choose between restricted alternatives, reducing variability in the results (Sekaran 

& Bougie,2016). Also, it provides ease with which the data may be coded, analysed and interpreted 

(Leedy & Ormrod, 2015). The measurement items for the independent variables, Emotional 

Intelligence, Talent Management and Social Media Use, were adapted from previously established 

operational scales to ensure the validity and reliability of the data (see Appendix C). In contrast, the 

dependent variable, Millennials Leadership Potential, was developed and validated in this study (will be 

discussed in Chapter five). 

The survey was developed in English; the choice of the sample population also drove this since the 

millennial age group is more "English" proficient than are previous generations. Also, working in a 

multinational company demands spoken English as an essential selection criterion since most formal 

communication is conducted in English, such as internal policies, presentations, job descriptions, job 

offers, contracts, business proposals, emails, etc. Moreover, the final survey included six broad 

sections, starting with two screening questions and finishing with demographic questions. The 

statements included positive and negative wordings mixed to avoid common method variance. The 

cover page of the questionnaire introduced the potential participants to the research, stating its 

purpose, ensuring confidentiality, anonymity and duration of the survey. The survey structure followed a 

funnel approach (Sekaran & Bougie,2016). It started with two screening questions
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limiting survey participation to the relevant population. First, to qualify for the survey, participants had to 

work in a Multinational Company operating in Egypt. Secondly, the participants had to be born between 1981 

and 2000s, the millennial generation group adopted in this study (Abhicharttibutra et al., 2023; Hannah 

Murphy et al., 2021; Yang et al., 2023). If the respondents passed these two screening questions, they were 

directed to start the survey questions in section two. Those who answered negatively to the screening 

questions were immediately disqualified to proceed with the survey, and a "Thank you" note would be 

displayed and accordingly would be disregarded from the study. The second section included questions 

about participants' Emotional Intelligence, followed by section three covering Talent Management Practices 

employed in their organisations. The fourth section had questions on their Social Media Use, and the fifth 

section was self-report questions on their leadership potentiality. Finally, the last part of the survey was 

related to their company industry, origin and job rank and demographic questions. The complete survey is 

presented (see Appendix D). 

Finally, the study used a Likert scale with a maximum of five points (1 -Strongly Disagree and 5- 

Strongly Agree) to assess the responses for EI and SMU variables. In contrast, a five-point measure of the 

frequency (1-Never and 5-Always) measuring TM and the developed MLP. The choice of five-point anchor 

responses was used to increase precision and reliability (Kristensen et al., 2005) and provide a reasonable 

range and clear understanding of the differences of magnitude between the points, which is closer to the 

Egyptian culture and understanding. It was clearly explained in the work of Harzing (2006) were 

she stated that in the Middle East, a preference exists for using five-point interval scales because 

participants in this culture do not differentiate sharply between categories such as strongly agree,  

slightly agree, and vice-versa 

3.6.2.2 Research Variable and Measurement 

 
The proposed conceptual framework contains three predictor variables (Emotional Intelligence 

,Talent Management, and Social Media Use), each Predictor comprising sub-variables and one 

dependent variable (Millennial Leadership Potential). The conceptual definitions of the variables in this study 

are presented. Below in Table 3, which it explains the abstract definitions of the intended variable under 

investigation. Also, It illustrates the concept meanings, explaining how they are related to other 

constructs. Consequently, the predicting variables in this study were measured using validated scales 

from prior studies. The scales were adapted by slightly altering the statements to the topic of the study 

after conducting the pretesting. On the other hand the Dependent measurement scale was developed  
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and Validated in this study (discussed later in chapter five). Table 4 illustrate the Conceptual and 

Operational definitions of the variables found in this study. 

 
Table 4: Conceptual and Operational Definitions of the variables 

 

Variable Conceptual Definition Operational Scales 

 
 
 

 
Emotional Intelligence 

EI involves perceiving, understanding, and controlling 

one's and others' emotions, integrating them with 

thoughts and actions (Bardzil & Slaski, 2003; Carmeli et 

al., 2009; Giorgi, 2013; Moon, 2010; Naderi Anari, 

2012). 

Measured using WLEIS scale 

using Four Sub-Variables ( Self- 

Emotion Appraisal, Others 

Emotional Appraisal, Use of 

Emotion and Regulation of 

Emotions) using (16 items) 

By (Law et al., 2004) 

 
 

 
Talent Management 

“the identification of key strategic positions within the 

organisation that definitively and significantly contribute to 

the organisation’s competitive advantage, then the 

development of a pool of qualified candidates, finally the 

recognition of the importance of differentiated human 

resource architecture to facilitate the process of filling key 

positions” (Collings & Mellahi, 2009, p. 305,306). 

Measured using TM Practices Four 

Sub- Variables (Identifying Critical 

Positions, Competence Training, 

Development and Reward 

Management) using (26 items By 

(Chen, 2012; Hung, 2013) 

Social Media Use social use pertains to the use of social media platforms 

for the aim of establishing and maintaining relationships, 

whether for personal or professional reasons, while 

identifying individuals who share common interests (Ali- 

Hassan et al., 2015; Cao & Yu, 2019; Ince et al., 2022; 

Luqman et al., 2021). 

Measured using Two Sub- 

Variables( Social Media for 

Cognitive and Social Use) using 

(10 items) By (Ali-Hassan et al., 

2015) 

Millennial Leadership 

Potential 

"people who possess certain traits which may include 

personality, motives, values, the social and cognitive 

ability have a greater leadership potential" (Luria et al., 

2019, p. 2). 

Developed By the Researcher 

Based on the Qualitative 

Outcomes 

Source: Developed by Researcher 

 

3.6.2.3 Time Horizon 

 
This study adopted a cross-sectional time horizon. In a single cross-sectional design, the researcher 

collects data from a singular population sample on a one-time basis, as Creswell (2012) explained. This 
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design is notably prevalent in business research (Creswell, 2012). Consequently, in this study, the 

researcher gathered responses from the selected participants only once, from April 2023 to June 2023. 

3.6.2.4 Pretesting Questionnaire 

 
The survey underwent an initial pretesting phase with a limited sample of participants, precisely ten 

respondents, to assess its overall clarity, gauge respondent comprehension of the questions and 

identify any potential issues related to question-wording or clarity. In line with Boateng's 

recommendations (Boateng et al., 2018), the pretesting process involved selecting respondents from 

the same target population as those intended for the main study. This approach facilitated the collection 

of feedback from individuals who closely matched the study's target sample population.  

As a result of this pretesting phase, feedback was obtained from the ten respondents, revealing 

minor concerns regarding the phrasing of specific questions. Consequently, these items and questions were 

subject to rephrasing, with the aim of using synonyms more aligned with the cultural nuances of the 

Egyptian context. Also, two questions were dropped as there was consensus across the ten 

respondents that this question seemed inappropriate. Additionally, some respondents expressed that 

the survey appeared somewhat lengthy, and they suggested shortening it to mitigate respondent fatigue and 

boredom. This valuable input was duly considered and addressed after the pilot testing stage, wherein 

certain statements were removed based on statistical findings of the Exploratory Factor Analysis 

(EFA) (Discussed later in chapter five). 

3.6.3 Pilot study 

 
The pilot testing of the survey aimed to assess the psychometric properties of the MLP-developed 

Scale and ensure the reliability of the existing operational scales. This pilot study spanned three weeks and 

involved a recruitment process that leveraged social media platforms like LinkedIn. Only individuals who 

expressed availability and interest willingly participated in the survey. However, it is important to note 

that obtaining official access to Multinational Corporations (MNCs) posed a significant challenge. The 

researcher relied on personal connections and referrals as a workaround, adopting a snowball 

approach using social media and email networks. 

Moreover, as per Creswell's recommendation (2012), pilot studies typically involve a minimum 

sample size of 30 respondents. However, considering the specific objective of validating the MLP- 

developed measurement scale, a ratio-based approach was adopted, suggesting a minimum sample 

size of five respondents per item/question. Given that the MLP scale initially consisted of 35 items, this 
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approach called for a sample size of 175 (=35*5) (Gorsuch, 1990). Other scholars argue that this rule 

of thumb may be misleading (Worthington & Whittaker, 2006). Leaving us to consider a larger sample 

with a minimum of 100-200 samples as the threshold for scale validation (Hair et al., 2010). Therefore, 

the researcher conducted the pilot study in two waves to meet the minimum sample size for pilot testing. 

The first wave generated 80 responses, enabling initial reliability tests on all scales. However, a 

larger sample size was deemed necessary for a more robust assessment of the newly developed scale's 

validity. Consequently, the second wave collected 238 responses, fulfilling the minimum sample size 

requirement for scale validation and facilitating a comprehensive evaluation of the psychometric 

properties of the developed scale. 

3.6.4 Quantitative Data Analysis 

 
Various statistical analysis techniques were used to analyse the quantitative data in Study 2. It 

included techniques such as data cleaning, descriptive, assessing reliability and validity analysis. Next was 

running factor analysis on the MLP developed Scale and measuring the overall Model Fit—finally, the 

Partial Least Square Structural Equation Modeling techniques (PLS-SEM) for hypothesis testing. The data 

were analysed using SPSS V.29, SPSS PROCESS and SMART PLS 4. 

3.6.4.1 Data Cleaning and Descriptive Statistics 

 
Data cleaning was done on the primary study sample of (N=413), where the data were run on the 

SPSS V.29 checking missing values, normality, common method bias and potential outliers. 

First, checking the missing data involved going through the responses to ensure that they were 

sufficiently completed, and this was due to the initial screening questions that screened out the people 

who were not from the target sample. Also, the utilisation of Google Forms made all questions 

mandatory to answer, so it ensured fully completed surveys. The next step was testing for potential 

outliers, reviewing box plots and checking whether there were responses with extreme values signalling 

response error (Sarstedt & Mooi, 2014). Moreover, normality assessment involves testing whether 

the data were normally distributed, represented with a bell-shaped curve (Pallant, 2016). Normality 

can be assessed using graphical and statistical figures, graphically using Histograms, QQ-Plots 

and Box-Plots and statistically, by assessing Skewness and Kurtosis. Skewness has to do with the 

distribution's symmetry; a skewed variable is one whose mean is not located in the middle of the 

distribution. 
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Moreover, Kurtosis refers to the degree to which a distribution is peaked; a distribution is either 

overly peaked (with short, thick tails) or under-peaked (with long, thin tails) (Tabachnick & Fidell, 2019). 

Testing against Common Method Bias (CMB) requires two considerations: in terms of the 

procedural design, the survey cover page ensured the anonymity of the survey, and there were no right 

or wrong answers, while also considering the statistical testing for CMB using Harman's single 

component analysis that accepts a threshold of less than 50 per cent (Podsakoff et al., 2003). 

The researcher used descriptive statistical approaches to explain the sample's demographic 

features, such as age, gender, city of residence, years of experience and marital status. These 

descriptive statistical methods also helped outline several job aspects, such as employee years of 

experience, job rank, etc. frequency and percentage data comprised descriptive statistics (Pallant, 2016). 

Descriptive statistics were helpful in analysing demographic questions that employ nominal and ordinal 

scales. The program SPSS V.29 for descriptive statistics helped display the data. 

3.6.4.2 Factor Analysis 

 
In the early phases of research, exploratory factor analysis (EFA) is frequently used to combine data 

and develop hypotheses. Therefore, in this work, EFA methods were used to investigate the 

dimensionality of the developed MLP scale using SPSS V.29. By examining the relationships between them, 

factor analysis is frequently used for analysing a large number of variables (Pallant, 2016). To confirm 

that the data could be used for factor analysis, Kaiser-Meyer-Olkin (KMO) and Bartlett's test of 

sphericity were examined to ensure the applicability of the data for factor analysis techniques (Pallant, 

2016). 

Kaiser's measure assesses the adequacy of the sample for factor analysis by evaluating the Kaiser- 

Meyer-Olkin (KMO) statistic, which ranges between 0 and 1. A minimum threshold of 0.6 is 

conventionally established to determine if the dataset is suitable for factor analysis (Hair et al., 2010). 

Additionally, Bartlett's test, which examines the null hypothesis asserting that correlations among 

dependent variables (DVs) are null, must yield statistical significance (p ≤ 0.05) to justify the application 

of factor analysis (Tabachnick & Fidell, 2019). 

Assessing EFA, the researcher employed the principal component extraction method with Varimax 

Rotation (Tabachnick & Fidell, 2019) . Varimax Rotation is an orthogonal rotation method widely used in 

such analyses. The primary objective of Varimax Rotation is to optimise the variance of factor loadings 

by accentuating high loadings and diminishing low ones within each factor (Tabachnick & Fidell,  

2019). Furthermore, the assessment of EFA proved valuable in identifying and 
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eliminating items that failed to load appropriately on specific factors (Pallant, 2016). Detailed 

results of the factor analysis are presented in Chapter 5, specifically referring to the second section 

for scale development. 

In conjunction with the exploratory factor analysis (EFA), the researcher employed the confirmatory 

factor analysis (CFA) technique to validate the unidimensionality of the newly developed 

MLP measurement scale, as indicated by (Garver & Mentzer, 1999). CFA is a statistical technique used 

to validate a measurement theory by examining how observed variables accurately and systematically 

reflect the underlying structures proposed in a theoretical model. A CFA was conducted to assess the 

extent to which the sub-dimensions variable structure accurately reflects the underlying data (Pallant, 

2016). CFA is a statistical technique used to assess the extent to which measured variables accurately 

represent a smaller group of constructs. The CFA contributes to appraising and modifying the 

measurement model by defining the relationship between variables and constructs. The existing 

research and established measurement scales informed the selection of constructs and variables. 

Therefore, the primary aim of the CFA was to assess the degree to which the observed data align with the 

proposed measurement model (Hair et al., 2010). 

The CFA analysis was conducted using AMOS V.28.0 software. The study analysed the Chi-Square χ2, 

Normed Fit Chi-Square (χ2 /df), CFI, TLI and RMSEA fit indices to determine the unidimensionality of 

the proposed constructs. To attain a satisfactory level of compatibility, reaching the accepted 

threshold values of the aforementioned indices is necessary. As recommended by Byrne (2016), the 

accepted threshold values are below: 

- Tucker-Lewis Index (TLI): value >0.95 good fit; 0 .90 to 0.95 adequate fit; 

- Comparative Fit Index (CFI) value: close to 1 very good fit; value >0.95 good fit; 0.90 to 0.95 adequate fit; 

- Chi-Square χ2: Non-significant χ2 value at least p value > 0.05; 

- Normed Fit Chi-Square (χ2 /df) (df=degrees of freedom): values with good fit should be less than 2; 

- Root Mean Square Error of Approximation (RMSEA) value: ideally, less than 0.08 is an adequate fit. 

 

3.6.4.3 PLS-SEM and Hypothesis Testing 

 
Data Analysis SPSS 29 PROCESS and SMART-PLS 4.0 were used as statistical tools in this study to 

test the hypothesis through Partial Least Squares Modelling (PLS−SEM). PLS-SEM is very common and 

well-supported in management research (Gudergan et al., 2008). This study employs a complex model 

consisting of Hierarchical Latent Variables and High Order Constructs (HOCs) with reflective and 

formative measures. Therefore, using PLS-SEM is recommended to deal with such a model. 
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Also, PLS-SEM has other advantages, such as managing small-medium sample numbers and 

complicated models without requiring stringent assumptions about the underlying data normally 

distributed (Hair et al., 2021). Also, using a model with multiple meditators is recommended, which is 

the case in this study (Hair et al., 2011). PLS structure equation modelling is performed in a multi - 

stage: first, to assess the measurement model, and second, to analyse the structural model (Hair et al., 

2021). The measurement model was assessed using the PLS–algorithm technique, which consists of 

an internal consistency test (composite reliability) and a validity test (convergent validity, discriminant 

validity and Average Variance Extracted (AVE)). The structural model was assessed using a 

bootstrapping technique consisting of R2, Q2—predictive relevance, the significance of the path 

coefficient and f2-effect size (Hair et al., 2021). In this study, the researcher computed the path 

coefficients (β) values, significance values (p) and (t value) using 10000 bootstrap samples to test the 

research hypotheses. 

 
3.6.4.4 Reliability, Validity and Model Fit 

 
3.6.4.4.1 Scales Reliability 

 
Evaluating the internal consistency of scales, particularly for newly developed scales, holds 

paramount importance in the research process. This assessment primarily involves testing for reliability. 

Reliability, in this context, pertains to the extent to which the items within a scale exhibit consistency 

when measuring the intended variable. It addresses whether all items effectively measure the same 

underlying variable (Pallant, 2016). 

One of the common reliability measures is the Cronbach’s Alpha coefficient, where the Cronbach’s 

Alpha score should be accepted at a threshold of a minimum of 0.7 (Hair et al., 2021). However, 

the total number of items on the Scale significantly impacts Cronbach's Alpha values. Thus, it is advised 

to check the report for the mean inter-item correlation for the items, where an acceptable range for the 

inter-item correlation is 0.2 to 0.4 (Pallant, 2016). 

Moreover, Cronbach's alpha (α) should not be solely relied upon as an exclusive measure of 

reliability within the context of Partial Least Squares Structural Equation Modelling (PLS-SEM). 

Consequently, the researcher considered the Composite Reliability (CR) to confirm the overall reliability of 

all measurement constructs since it was preferred within the PLS-SEM models in the study (Hair et al., 

2011). In assessing Composite Reliability (CR), all items must exhibit loadings surpassing the 

recommended minimum threshold of 0.7 (Hair et al., 2021). 
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3.6.4.4.2 Scales Validity 

 
In addition to examining the accuracy and consistency of the items used to measure the variable, 

the validity test must be run. When measuring the variable, it is crucial to consider the items' validity. 

Thus, validity is the degree to which a scale measures what it is intended to measure (Pallant, 2016). 

The validation of the scale requires a consideration of the two main types of validity: Content Validity 

and Construct Validity. 

Content Validity, also known as Face Validity, is a systematic evaluation of the degree to which the 

content of a scale accurately reflects the measuring variable (Clark et al., 2021). Face validity is the 

"degree to which respondents or end users judge that the items of an assessment instrument are 

appropriate to the targeted construct and assessment objectives" (Haynes et al., 1995). To confirm 

the content validity of the scale, several expert practitioners were requested to evaluate and confirm 

all the measurement items and provide their feedback. Adhering to a more rigorous and objective 

approach, it becomes imperative to prioritise construct validity. The process of assessing the construct 

validity of a scale involves comparing the theoretical hypotheses against the characteristics of the 

underlying variable. 

Consequently, this entails a thorough exploration of the relationship between a given variable and 

others within the framework of the study. In cases where a meaningful relationship is established, it 

signifies convergent validity, affirming the scale's ability to measure the intended construct effectively. 

Conversely, when no significant relationship is discerned, this underscores discriminant validity, 

substantiating the scale's capacity to distinguish the intended variable from other variables ( 

Pallant, 2016). 

Moreover, Convergent Validity refers to how well a measure relates to other measures of the same 

construct. As a result, items that are indicators of a particular reflective construct should converge or 

share a substantial proportion of variance (Hair et al., 2021). This is measured through the Average 

Variance Extracted (AVE) criterion, where its value should be greater than or equal to 0.50 (Hair et 

al., 2021). Consequently, measuring discriminant validity implies that the scale is empirically 

distinct and encompasses phenomena of relevance that other measures in a model do not (Henseler et 

al., 2015). Thus, to statistically measure discriminant validity, the square root of the AVE of each construct 

must be higher than the correlations between the variable and any other construct in the research model 

(Fornell & Larcker, 1981). 
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3.6.4.4.3 Model Fit 

 
Model Fit shows the researcher how well the data fit the model, which is also useful for comparing 

models (Tabachnick & Fidell, 2019). The most common goodness of fit model, defined in Covariance-

based Structural Equation Modelling (CB -SEM), cannot be applied to PLS-SEM (Hair et al., 2021). 

Unfortunately, there is no defined global goodness-of-fit measurement for PLS-SEM (Hair et al., 2021). 

Therefore, the main factors for evaluating the structural model in PLS-SEM are the importance and 

relevance of the path coefficients, the model's explanatory power, the dependent variables' R2 

values and the model's predictive power (Hair et al., 2021). In this study, the focus was measuring 

R2 for all the dependent variables; the higher the R2 of the dependent variable, the better the model fit 

(Hair et al., 2010). 

3.7 Control variables 

 
To ensure that research results are reliable and applicable to a broader population, it is crucial to 

control the demographic variables as they might affect the study findings (Bernerth et al., 2018). This 

study evaluated employees' leadership potentiality while also considering controlling significant 

demographic factors, namely gender, marital status, years of experience and the number of children. 

These demographic attributes are expressly considered due to their inherent capacity to stimulate 

substantive variances in the observed leadership potentiality of individuals (Bernerth et al., 2018). Thus, this 

research aims at unravelling the nuanced interplay between these demographic variables and 

leadership potentiality, thereby facilitating a more accurate assessment of the leadership predictors 

while enriching the applicability and generalisability of the study. 

3.8 Ethical Considerations 

 
In conducting research studies, the researchers must fulfil some ethical considerations to ensure 

the research findings' reliability and validity. Ethical considerations should be fundamental to all 

research approaches, encompassing qualitative, quantitative and mixed methods research 

methodologies (Creswell & Creswell, 2018). These ethical principles are pivotal in shaping various 

stages of the research process, including selecting research topics, designing, collecting, processing  

and storing data and presenting research findings (Saunders et al., 2016). The researcher will meet 

ethical considerations in this study by taking the appropriate steps. 
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Ethical considerations were rigorously upheld throughout the study, encompassing secondary and 

primary data collection. In the case of secondary data collection, proper referencing practices were 

meticulously followed, with due respect to all academic integrity and intellectual property rights.  

In the primary data collection phase, which primarily involved qualitative interviews, a 

comprehensive ethical consent form was presented to participants for endorsement before the 

commencement of interviews (see Appendix B). This document provided detailed information about the 

research's nature and objectives, outlined participants' rights to voluntary participation and highlighted 

their right to withdraw from the study at any point during the discussions. Furthermore, at the outset of 

each interview, a clear statement was made to seek participants' consent for audio recording, 

accompanied by a commitment to maintain strict confidentiality and utilise the information solely for 

research purposes. 

During the subsequent analysis phase, stringent measures were implemented to safeguard the 

confidentiality and anonymity of participants. All identifying details were diligently removed from the 

interview transcripts. Subsequently, in the reporting phase of the analysis, participant identities were 

anonymous by assigning unique codes to each participant. 

In the quantitative phase of the study, which revolved around the administration of online surveys, 

respondents were not required to divulge any personally identifiable information, such as their names, 

telephone numbers or addresses. This approach was deliberately chosen to allow respondents a high 

degree of privacy and anonymity throughout the survey. 

The introductory section of the survey was thoughtfully designed to provide respondents with 

comprehensive information about the research's objectives and goals. It explicitly stated that proceeding 

with the survey constituted their consent to participate in the study. Additionally, it emphasised 

participants' right to withdraw from the survey at any point before its completion. 

Finally, it is essential to underline that all data collected during this phase were exclusively used for this 

research, as explicitly communicated to the interview participants and survey respondents. This 

ensured that their information was handled in accordance with the outlined research parameters and 

ethical standards. 

3.9 Chapter Summary 

 
This research adopted a mixed-methods approach, incorporating qualitative and quantitative data 

collection methodologies. The chapter delineates the fundamental elements of the research design 
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pertaining to Study 1 and Study 2 within the thesis framework, all guided by a post-positivist 

philosophical perspective. 

Moreover, the chapter provides a comprehensive overview of the structured interview protocols and 

procedures employed alongside the survey development, structure, pretesting, pilot testing and final 

administration of the survey through the Google Form platform. 

Furthermore, the chapter delves into a discussion of the data analysis techniques employed for 

Study 1 and Study 2. In Study 1, the data analysis encompassed a range of procedures, including 

Thematic Analysis using NVIVO 12. For Study 2, the data analysis entailed a series of steps, such as 

data cleaning, assessment of normality, exploratory factor analysis (EFA), confirmatory factor analysis (CFA) 

using SPSS V.29 and AMOS V.28 and partial least squares structural equation modelling (PLS- SEM) using 

SMARTPLS-4. 



74  

Chapter Four: Qualitative-Data Analysis and Results 

 
4.1 Introduction 

 
This chapter presents the findings and results from the qualitative study; 18 interviews were 

collected, and the descriptive characteristics are outlined. Next, Millennial Leadership Potential (MLP) 

categories are presented. Then, the sub-themes impacting millennial leadership potential are outlined 

and discussed. Finally, the implications of the qualitative study, which address the critical highlights of 

the outcomes of the interviews, are discussed. 

4.2 Approach to Qualitative Data Analysis 

 
The qualitative data analysis was conducted utilising a theme analysis method, guided by a post- 

positivist research methodology. The data collection process began with conducting 18 interviews. The 

sample for these interviews comprised of Human Resources Academics and Practitioners who held 

managerial positions in multinational companies. A summary of the characteristics of the sample is 

provided in Table 5. Qualitative data analysis involves five steps, as stated by (Creswell & Creswell, 

2018). Consequently, this study conducted a qualitative analysis in the following manner. initially, the 

researchers acquainted themselves with the data by reading and assessing the initial stage of data 

analysis. Therefore, the data were carefully handled and arranged .Furthermore, NVIVO 12 was employed 

as a tool for data categorisation in order to examine the transcribed data. The initial codes were 

generated by grouping quotes from the data. Furthermore, a set of prospective themes/categories was 

created to systematically gather relevant coded data (see Appendix E). Furthermore, the themes were 

assessed and discussed in the presence of two scholarly experts specialising in the field of 

Organisational Behaviour and Human Resource Management. This was done to guarantee that the 

themes adequately reflected the coded quotations and the entirety of the data set. Subsequently, to be clear 

and succinct, five themes were organised and defined based on the consensus and acceptance made 

by the three researchers. Ultimately, the qualitative findings were revisited with selected 

participants who were available for further discussion in order to solidify their comprehension and 

validate the interpretations associated with the identified themes. 
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Table 5: Qualitative Sample Characteristics 
 

Interviewee Interview 

duration 

Age 

Group 

Years of 

Experience 

Field/Position Industry 

A 24 minutes 31-36 13 years HR manager Pharmaceutical 

B 25 minutes 31-36 13 years Head of people and culture E-commerce 

C 32 minutes 26-30 8 years HR lecturer Academic staff 

D 27 minutes 37-42 20 years Compensation and benefit and 

Personnel manager 

Fast Moving Consumer 

Goods 
E 46 minutes 31-36 12 years HR lecturer Academic staff 

F 34 minutes 31-36 11 years Senior Learning & Development 

Consultant (HR vice president) 

Investment 

G 44 minutes 31-36 13 years HR business partner Automotive 

H 43 minutes 31-36 12 years Arabia Reward Manager Fast Moving Consumer 

Goods 

I 33 minutes 26-30 5 years Global Learning Lead Fast Moving Consumer 

Goods 

J 35 minutes 37-42 16 years Employee Experience Manager Fast Moving Consumer 

Goods 

K 37 minutes 26-30 8 years HR business partner Fast Moving Consumer 

Goods 

L 54 minutes 26-30 5 years Talent Acquisition Coordinator Fast Moving Consumer 

Goods 
M 33 minutes 31-36 14 years HR manager Electronics Manufacturer 

N 26 minutes 31-36 15 years Leadership and HR lecturer Academic staff 

O 56 minutes 26-30 6 years HR business Partner Fast Moving Consumer 

Goods 

P 52 minutes 26-30 9 years Organizational Development Service 

Manager 

Construction 

Q 60 minutes 26-30 9 years Talent Acquisition Partner Telecommunication 

R 35 minutes 31-36 10 years Entrepreneurship and HR lecturer Academic staff 

Source: Developed By the Researcher. 

 

4.3 Millennials Leadership potential 

 
The lack of an agreed-upon and consistently used definition of Leadership Potential (LP) impedes 

the development of a clear and concise definition of a construct (Church & Silzer, 2014). One of the 

impediments in this study was finding a concise and agreed-upon definition for LP, let alone MLP; thus, 

this qualitative study supports the former. Nevertheless, LP in this study is defined as "people who possess 

certain traits which may include personality, motives, values, the social and cognitive ability have a 

greater leadership potential" (Luria et al., 2019, p. 2). 

Furthermore, contextualising the study on millennials was supported by qualitative data, which 

answers this study's proposed research questions and contributes to the "Generational Leadership" 

literature (Lyons & Kuron, 2014; Tang et al., 2017). Consequently, through their discussion, the 

interviewees confirmed their belief in the presence of generational differences at work. Participants (I), 

(M), (N), (Q) and (F): 
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"I believe that each generation is unique on its own, but there are some grey areas between 

generation and other." (I, Global Learning Lead). 

"I do believe in generation differences. Furthermore, I believe that generations across time bring 

different things and that generation differences shall be considered significantly within any 

organisation." (M, HR Manager). 

"Each generation has its different way; they have certain patterns of thinking and behaving that vary 

from generation to generation" (N, Leadership and HR Academic Lecturer). 

"Because what we are exposed to as a generation right now is completely different. And that had an 

impact on how we view things and how we deal with things at work." (Q, Talent Acquisition Partner)  

"I can see clearly that there is a huge gap between generations in how each generation thinks and 

works." (F, Senior Learning & Development Consultant). 

Besides the participants sharing their viewpoint on the differences between generations, they also 

reflected on generational leadership in particular and how conspicuous the differences were across 

leaders from different generations, as participants (H) and (L) shared from their experience:  

"I do believe that there is a big difference between leaders from different generations in the way of 

thinking and the implementation of things and taking decisions" (H, Arabia Reward Manager).  

"I think now we have research that states that leadership is the way forward; we have different 

studies that analyse different workplace practices. And from that, I would say new generations apply 

that to their operations. Moreover, you see it in businesses nowadays; huge multinationals have 

different activities within their companies. For example, Google has a slide going down from different 

floors; it is just a difference in how they operate and how that affects their employees. So definitely I feel like 

there is a shift in intergenerational aspects." (L, Talent Acquisition Coordinator). 

The interviews justify the study's focus on millennials as the immediate context and support defining 

new characteristics of millennials' leadership potential. Correspondingly, the data analysis reveals 23 

traits (first codes) grouped under five main themes for MLP derived from 18 interviews .The 

themes/categories were first derived from the literature on leadership and then supported by qualitative data; 

a summary of themes and sub-themes is presented in figure 4. The following section discusses the 

identified traits and their corresponding categories: Talent Catalyst, Interpersonal, Intrapersonal, 

Entrepreneurial and Agility. 
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Figure 4: Summary of the Qualitative Analysis- Themes and Sub-Themes 
 

 
Source Developed by the researcher 

 

4.3.1 Theme One: Talent Catalyst 

 
Millennial Leadership Potential dimensions involve acting as a "Talent Catalyst", where this theme 

includes the leader's investing in others and magnifying the power of people. It involves the leader's 

commitment to investing in the growth and potential of others. Moreover, being a talent catalyst 

supports the inclusivity of others, empowering and serving others. Talent Catalyst is a new dimension to 

academic literature, where it has not been clearly defined or articulated in any of the academic studies 

to the moment, which adds to the novelty of this study. Throughout the analysis, five traits emerged 

within the first-order theme, namely (1) Enabling others, (2) Encouraging others, (3) Serving others, (4) 

Inclusivity of employees and (5) Patience. The findings related to each of the traits stated are discussed 

below. 
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4.3.1.1 Enabling Others 

 
One of the prominent traits mentioned in the interviews was leaders' enabling others. This is rooted 

in many of the conceptualisations of what leadership is. One of them was in project GLOBE, where 

leadership was defined as “the act of exerting influence, motivation and enabling others to contribute to the 

effectiveness and success of the organisations they belong to.” (House et al., 2004, p. 56). 

Moreover, enabling others is one of transformational leaders practices that was created by Kouzes and 

Posner, where they defined enabling others as not only promoting active collaboration of team 

members but also empowering them with freedom of self-determination (Kouzes & Posner, 2006). 

This was evident in the interviewees’ responses when asked about their view of leadership. For the 

interviewees, it is imperative to empower others, to give them the space to project their thoughts and 

express their views. One of the participants, when asked about the expectations of leaders (J), quoted:  

"It is also willing to hear and challenge the ideas of others, not only challenging but further building 

on other's ideas." ( J, Employee Experience Manager) 

Another interviewee (N) spoke highly of the importance of empowering employees: 

"As a leader for that generation, empowerment, not only but Empower Empowerment" (N, 

Leadership and HR Academic Lecturer). 

About the participant's quote, the term that was used – "empower empowerment" – highlights the 

importance of leaders' handing over and delegating tasks to others as an essential aspect of evaluating a 

leader's success and meeting followers' expectations of work involvement. 

For example, other interviewees mentioned, "Who can delegate and have everybody, have a 

contributing role; is not a one-man show like leaders are not supposed to do everything on their own." 

(O, HR Business Partner). 

"Those who take a different approach to make sure everyone understands what is going on. They 

ask questions, they make sure everyone is involved" (L, Talent Acquisition Coordinator) 

"Leadership is about enabling people around you to bring their best selves to the workplace" (I, 

Global Learning Lead). 

It is worth mentioning that the interviewees would sometimes refer back to their past experiences, 

reflecting on how their previous managers gave them challenging tasks and assignments. Hence, this 

grew their work path and stretched their capabilities, stating that this is what they vow to do with their 

subordinates as they progress to their senior and leadership positions. 

Moreover, leaders cascade information from top to bottom, allowing lower organisational levels to 

be aligned with the overall picture. Complementing it with the delegation of tasks and roles all seemed  
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to be essential aspects of leadership. For example, participant (O) stated: "The ability to cascade and 

delegate. So, if they have a vision, they need to be able to break it down for their teams, and they need 

to be able to cascade it properly so that at the bottom of the chain, I mean, first line-staff levels at the 

bottom should be very well aware" (O, HR Business Partner) 

In this regard, the qualitative data show that enabling others is a crucial trait that provides breadth 

to the employees' abilities, which results in their career growth, a critical characteristic that should be 

present in millennial leaders. 

4.3.1.2 Encouraging others 

 
In conjunction with the aspect of empowering individuals, an additional crucial facet involves the 

practice of encouragement, which aligns with recognised transformational leadership practices, such as 

those outlined by Kouzes and Posner (2006), where it is described as the encouragement and 

motivation of constituencies. The interviews demonstrate the participants' need for motivation. Referring to 

motivation was contextualised as leaders "encouraging others". Participants have positively shared the 

incredible impact of encouragement on their career building and progression, associating it with “good 

leadership” (E, HR Academic Lecturer). For example, participant (G) shared: "The most 

important thing that I see in the world today is to have the ability to motivate people to move forward" 

(G, HR Business Partner). 

Furthermore, one of the participants (L) criticised the past management theories that speculated 

around efficiency and effectiveness, linking them to success. While Motivation Theory is well known in 

the organisational behaviour field as one of the drivers of success in organisations,  its impact on a 

leader's success is often understated: "I feel leadership goes much further than the bureaucratic 

management systems to achieve more efficiency and more success; we need more motivation in the 

workplace." (L, Talent Acquisition Coordinator). 

More emphasis on encouragement as an essential leadership trait can be highlighted by using one of 

the informant's quotes (E): "A good leader should be the most encouraging person in the 

organisation" (E, HR Academic Lecturer). 

In reference to another sub-theme, "enabling others," a clear parallelism is evident, emphasising a 

correlation, as one mode of encouraging others manifests through enabling them, giving them the 

space they need to project their thoughts and ideas, to be listened to and to be appreciated. This is 

purely a form of team encouragement. As a result, we can conclude that leading is contingent on 

encouraging and motivating people. 
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4.3.1.3 Serving others 

 
Another sub-theme that emerged relates to the notion of serving others, emphasising the need of 

leaders taking on the role of social servants for both their followers and the community. Notably, 

contemporary leadership discourse has seen the rise of servant leadership as a prominent style, which 

underscores leaders acting as caretakers of the organisation. Thus, the literature defines servant 

leadership as comprehensive strategy to nurturing and advancing the development of followers, 

emphasising their personal and professional progress and involving them in various aspects, such as 

emotional, ethical and relational dimensions (Blake et al., 2022; Wang et al., 2018). 

In line with servant leadership literature, organisational leaders must be available to others, offering 

advice and help. One interviewee (K) drew a parallel between the notion of "servant leadership" and 

her vision of contemporary leadership principles, elucidating the idea that leadership is no longer 

characterised by authoritative or aggressive methods. Instead, it is perceived as a collaborative effort 

between employees and leaders, emphasising the empowerment of employees. "When I hear 

leadership is common these days, which is servant leadership or service leadership yet, where 

leadership is no longer authoritative, or aggressive" (K, HR Business Partner). 

"Helping others and being at the service of others is also part of leadership" ( J, Employee 

Experience Manager). 

Specifically, one of the interviewees brought attention to a longstanding literature controversy 

prevalent in the 1990s regarding the distinction between a manager and a leader, as articulated by 

Kotter (1990), highlighting what the leader really does. For instance, referring to participant (L), 

"Leadership is a sort of guidance, rather than what some people might confuse it with as management. 

I feel it is sort of contribution simply stating what to do, rather than ordering what to do." (L, Talent 

Acquisition Coordinator). 

The gathered data implies that effective leadership entails leading by example through a 

commitment to serving others, prioritising the collective "we" over individual "I". It is evident that 

leaders should demonstrate leadership through serving others, prioritising collective interests over 

personal ones and providing direction to those who require it, in addition to addressing any 

uncertainties or ambiguities that employees may encounter in their employment. 

Ultimately, the need of directing and serving others emerged as an indispensable trait, linking it to 

prior scholarly works on leadership and grouping it to other traits that can be summed up in a newly 

created theme: Talent Catalyst. 
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4.3.1.4 Inclusivity of Employees 

 
In line with leaders, growing others, being catalysts and including others, nowadays, the concept of 

employee inclusivity has gained significant attention in organisations. Inclusion has been widely 

accepted by both practitioners and researchers as crucial for organisations to maintain a sustained 

competitive advantage (Korkmaz et al., 2022). The study of inclusive leadership encompasses multiple 

perspectives and definitions (Carmeli et al., 2010; Nembhard & Edmondson, 2006), but there is 

currently no consensus on a common definition (Randel et al., 2016). 

Inclusivity has been defined by researchers as the act of accommodating the demands of 

employees (Nishii & Mayer, 2009), while others have described it as an invitation and acknowledgment of 

the contributions made by employees (Nembhard & Edmondson, 2006). In addition, Carmeli 

described it “as leaders who demonstrate visibility, accessibility and availability when interacting with 

their followers” (Carmeli et al., 2010, p. 250). A more contemporary definition, identified by Randel et 

al. (2018), characterizes it as the emphasis on promoting fairness and equality among employees as 

members of a group, while also offering possibilities for shared decision-making and fostering varied 

contributions. This definition reflects the evolving understanding of inclusive leadership that this study 

adopts. Therefore, in this study, we define inclusivity of employees as aligning employees with the big 

picture, embracing the philosophy of "all" employees instead of "some". Participants have shared their 

understating of inclusivity, such as: "Maybe inclusivity, in new generation leaders feel it more than older 

generations." (A, HR Manager). 

"I would like to see more employee involvement" ( Q, Talent Acquisition Partner). 

"Those who take a different approach to make sure everyone understands what is going on. They 

ask questions, they make sure everyone is involved."(L, Talent Acquisition Coordinator). 

Moreover, inclusivity of employees involves including employees in decision-making, appreciating 

their value to the company's success and accrediting them to their success. For example, one of the 

informants has expressed her understanding of what a leader should be nowadays, reflecting on her 

experience with her manager as she believes he was the true definition of a leader. Informant (K) 

added: "There are people who will tell you your success is my success, who would just roll up their 

sleeves and work with you at some points when it is long nights" (K, HR Business Partner). 

Besides, inclusivity of employees involves respecting employees' opinions and not feeling 

threatened that your employees might jump you over. Since some managers act similarly in situations 

out of weakness, believing that including their employees might steal their thunder and success, they 

keep them quiet and away from the work battlefield. Participant (O) added: "Someone who views people 
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as a company's key asset and recognises that its people would need more than just a regular steady 

pay, they would need a voice, they would need to feel included" (O, HR Business Partner). 

Generally, employees' inclusivity is essential to their development and a key to the organisation's 

success. It is also an eye opener to spotting talents at early stages, where employee inclusivity 

philosophy must be integrated within succession planning programs inside organisations. 

4.3.1.5 Patience 

 
Shifting focus to a less explored sub-theme, it is important to highlight the significance of leaders 

demonstrating patience while interacting with employees. Patience, often undervalued academically, 

however, emerges as a crucial and potentially transformative quality integral to future successes and 

positive work relationships. Patience in this study refers to leaders accepting employees' different 

learning curves and sometimes bearing their mistakes. It creates a supportive and productive work 

environment, emphasising its potential influence on promoting personal and collective development 

inside the organisation. Interviewee (L) shared: "I would include patience. That is number one. And I 

think that is a vital key to a leader's success is patience" (L, Talent Acquisition Coordinator) 

Moreover, some of the participants shared personal stories on some of the "mess ups", as they 

would call them, they once did and how they were forgiven by their leaders, who gave them time to re- 

do those mistakes. Moreover, they indicated they owe their success to these mistakes and their leader's 

patience. For example, participants (C) and (H) noted: 

"They have to be patient and resilient. They do not have to give up" (C, HR Academic Lecturer). 

"A leader needs to understand and listen more to their employees" (H, Arabia Reward Manager). 

Overall, the data highlight that patience is an essential organisational leadership trait that leaders 

should understand the impact it has on participants' work accomplishments and the appreciation they 

hold for their leaders who were once understanding and patient with them. 

4.3.2 Theme Two: Interpersonal 

 
One of the superior skills considered a cutting point in a leader's influence and charisma is 

interaction and communication with others. This skill should be mastered to create a successful 

leadership-follower relationship. Interpersonal competences is defined as the ability to comprehend, 

navigate and manage social relationships with others (Klein et al., 2006). Hence, interpersonal skills 

have become essential in leadership, and organisations invest heavily in training and developing their 

employees on different interpersonal skills (Donaldson-Feilder et al., 2022). This study defines 
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interpersonal as the modesty of understanding, serving and working with others. It reflects the leader's ability 

to deal effectively with others. As referred by one of the participants, "Mastering the Outer Game" 

(participant, J). During the analysis, four traits emerged within the first-order theme, namely: (1) 

Emotional Intelligence, (2) Empathy, (3) Working in Teams, and (4) Leading by Example. The findings 

related to each of the traits stated are discussed below. 

4.3.2.1 Emotional Intelligence 

 
In practice, Emotional Intelligence (EI) is one of the popular topics discussed in organisational 

training programs, usually as a part of leadership development programs (Li & Patterson, 2023). 

Nevertheless, EI is a vital concept in successful employment because EI attributes include the ability to self-

access (self-awareness), the drive to attain a specific goal (motivation), practical and exceptional 

contact and communication ability (social skills) and self-management or self-regulation (Ashaye et al., 

2023). Emotional Intelligence has a well founded relationship with leadership in previous studies (refer to 

Chapter two-part two); however, Emotional Intelligence was clearly mentioned throughout the entirety of 

the interviews as main leadership characteristic, which emphasises the association and adds 

significance to our proposed framework. 

Furthermore, emotional intelligence is not typically categorised as an interpersonal skill per se; 

however, it greatly contributes to one's capacity to navigate and proficiently handle interpersonal 

interactions. It is vital to leadership to deal effectively with others as it involves understanding, regulating and 

controlling the leader's emotions and the other encounters. Interviewee (J) shared: "Emotional 

Intelligence has to do with personal mastery. And this is a crucial measure when you come to speak 

about leadership" (J, Employee Experience Manager). 

In previous studies, it was debatable whether EI and Social Intelligence (SI) can be used 

interchangeably (Kobe et al., 2001); however, in this study it is assumed that EI and SI are critical to 

effective communication and mastering interpersonal skills. Emphasising the significance of 

communication skills for dealing with employees and team members, participants listed essential traits they 

would see inevitable in today's leadership: 

"A leader should have interpersonal skills, which are on people skills. The key people skills are the 

way to communicate. You have to communicate effectively and influentially to be a leader." (N, 

Leadership and HR Academic Lecturer). 

"There is also a people aspect of it. So, they know how to deal with people. They are good too, they 

have good communication skills" (Q, Talent Acquisition Partner).  
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Moreover, referring to emotion regulation as one of the main facets of EI (Law et al., 2004), an 

interviewee linked the "regulation of emotion" as a key to successful teamwork. This shows that being a good 

leader does not mean you cannot be a good team player; expressing that in practice, there will be times 

when holding your emotions, such as anger, is needed to make better decisions or get past work challenges. 

As quoted by (J): "UhUh leader, I would say regulation of emotions and being a good team player" ( J, 

Employee Experience Manager). 

"You have to have a certain level of Emotional Intelligence to persuade others to deliver the 

message correctly without any other. For example, if someone does not agree with your message, you must 

regulate your emotions. So you do not seem to be trying to convince people aggressively with your ideas." 

(F, Senior Learning & Development Consultant). 

Nowadays, EI seems to be a golden skill to guarantee success. Building on the fact that all human 

interactions require a level of understanding and positive communication to ensure successful relations; with 

the same analogy, it can be understood from the qualitative data that experience, effectively 

communicating, regulating self-emotions and others’ emotins are crucial to leaders’ success. 

4.3.2.2 Empathy 

 
In addition to understanding others' emotions is empathising with others, being sensitive to others' 

feelings whilst having compassion towards others' feelings and simply putting oneself in the place of 

others. While there is a general consensus on leadership traits, such as intelligence, vision and 

passion, there are certain “softer” traits, such as compassion and empathy, that have not been 

traditionally recognised as suitable for leadership and, in some cases, were frowned upon within the 

authoritarian perspective of leadership (Holt & Marques, 2012). However, the interviews recognised 

empathy as vital leadership trait that is now called for; in literature, Empathy is defined as “providing 

emotional support to people when needed, and to understand the links between others’ emotions and 

behaviours” (Polychroniou, 2009, p. 345). To fully understand what others feel and need, Interviewees 

(G),(B),(I) and (H) mentioned: "Now, leaders are trying to be humbler and communicating with the 

people under their supervision" (G, HR Business Partner). 

"He should be a human first. He should be someone with emotional capabilities to understand the 

team he/she is working with, someone who is understanding for all the situations." (B, Head of People 

and Culture). 

"A leader needs to understand and listen to the employees more" (H, Arabia Reward Manager). 
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"A leader should be someone who is working with empathy with other employees, and who is just 

trying to be a good teammate, for the sake of just trying to get all others comfortably working in their- 

own style." (I, Global Learning Lead). 

Furthermore, one interviewee accentuated work-life balance as a vital work aspect she cherishes 

nowadays. Accordingly, the interviewee leaned towards leaders' understanding of their employees' 

family demands, prioritising work-life balance for all. Hence, interviewee (E) was reflecting on COVID-19 and 

its implications on her work-life balance and how it was negatively affected. Consequently, stressing that 

within such turbulent circumstances, empathic leaders are called for: "To understand the other 

individual's needs is very important because, currently, the world is very stressful. And we have more or 

are confronted with multiple demands, either family demands, work demands or overall life demands. 

So, I believe if I am a leader, I should understand that those demands are very stressful." (E, HR 

Academic Lecturer). 

Also, participant (D) stressed the fact that one way to sympathise with others is by making their life easy 

at work by understanding their situation and needs: "Someone capable of dealing with others and to 

facilitate issues and things to be easy" (D, Compensation & Benefit and Personnel Manager). 

While empathy was emphasised in most interviews, one of the informants made an interesting 

inclination which implies having a balance between being understanding, sensitive and empathetic 

whilst not involving too many emotions that might cloud the judgement and, in some cases, affect 

decision-making: "Understanding is key when dealing with people. And also, you know, you need to 

sympathise. I think that is another trait, and I would add, being able to sympathise and make decisions 

without involving your emotion so much." (L, Talent Acquisition Coordinator). 

Finally, it becomes evident throughout the conversations with participants that they focus on the 

human side of the leader as an essential factor of success, highlighting that being empathetic, sensitive and 

understanding are vital to a successful work relationship. 

4.3.2.3 Works in Teams 

 
Today's organisations are moving towards broader, shorter, horizontal structures that foster 

collaboration and teamwork (P. Verma et al., 2022), allowing for better integration and communication 

internally and externally. Leaders must adopt such structures and fully encourage working in teams. 

Accordingly, a leader must have a teamwork spirit to understand that collaboration drives success. 

Participant (O) stated that: "Leaders are people who also can work with a wider network to foster 
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collaboration amongst the members" (O, HR Business Partner). Thus, working with others to build 

stronger ties and networks internally and externally is integral. 

Also, a participant (Q) shared an interesting fact regarding her company: their business cards do 

not show their position in the company, and this is one of the values they are proud of. Simply showing that, 

regardless of the title, we are all the same; we work as a "team". She proudly quoted: "In my company, 

all job titles are the same, so even in the business cards, you would have the name and the organisation, 

you would not know the title of this person or where she/he lies within the organisation structure you 

would only find on the card ; the organisation, department. So they are removing those barriers; they 

want everyone to work together, collaborate and work in teams." (Q, Talent Acquisition Partner). This 

shows that modern leadership does not share the same old beliefs and aspirations of status and work 

levels that once took place (J. Ahn & W. Ettner, 2014). Besides, it became visible inside organisations 

within office arrangements and ease of accessibility from lower employee levels. 

Furthermore, interviewee (L) was very keen to building a strong inference on informal leadership, 

being the righteous definitions of what leadership is and should be, illustrating that early signs of 

leadership begin within groups and teams while taking the informal lead and exerting informal power 

that stems within natural interpersonal skills: "To see a leader shine is within a group setting within a 

team" (L, Talent Acquisition Coordinator). 

Finally, teamwork has become essential to today's organisation's leadership. Everyone needs to be 

able to work with others and believe in team synergy, mainly focusing on leaders who sometimes get 

caught up with the title and the authority they have gained, derailing from the importance of bonding 

and collaborating with their employees. 

4.3.2.4 Lead By Example 

 
Indeed, the leadership principle of "Lead by Example" is widely recognised and considered to be a 

fundamental aspect of effective leadership. This approach entails exhibiting the desired actions and 

behaviours for others to emulate, by demonstrating the desired behaviour and actively engaging in the tasks 

of your team members. Participant (Q) stated: "Definitely, he is someone that you respect and look 

up to, and it has to be someone good who does good. So, they are people-oriented, and they know how to 

deal with people. They know how to lead and work in a team." ( Q, Talent Acquisition Partner). 

Another interviewee reaffirmed the importance of leaders leading by example at work, recalling her 

previous experience with one of her last managers. He would give them work and assign goals that he does 

not do and would always preach about the company's goals and values while doing the opposite in 
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the slightest situations. The interviewee described her manager as being a "hypocrite" at work. 

However, we chose to associate her experience with her manager as a poor attempt to lead by 

example. Interviewee (D) said, "A leader has to keep a positive communication with all and to lead by 

example, regarding the ethics, the company values and purpose." (D, Compensation & Benefit and 

Personnel Manager). 

Finally, leading by example ensures successful leadership and fosters trust between followers and their 

leader. It also affirms the timeless adage that "actions speak louder than words," so it is a good idea 

to model what you are saying to give some credibility to what you do and say. 

4.3.3 Theme Three: Intrapersonal 

 
Early investigations have underscored that the outward manifestation of an individual's behaviour 

primarily unfolds in interpersonal interactions within an organisational context. Nevertheless, the trigger for 

such behaviour originates from intrapersonal actions (Aristigueta, 1997). Literature defines 

intrapersonal skills as the abilities of a person to possess a strong moral and psychological foundation, 

allowing them to consistently and ethically navigate various situations. These skills are rooted on a 

strong sense of self and the capacity to learn from experience (Aristigueta, 1997). 

Consequently, this study defines the intrapersonal skills in a more comprehensive way; it refers to a 

leader's understanding of one's self-emotions and mind and who has mastered the inner compass of 

bringing out the best in self, in retrospect, someone who has strong personal connection and self - 

awareness. Intrapersonal skills help a person better cope with challenges, relieve stress and be open to 

change. It is a vital skill in today's turbulent world, which is full of strange events. 

Furthermore, the contemporary emphasis on intrapersonal skills is heightened by the prevalence of 

mindfulness as a crucial competency in leadership, emphasised in influential literature and 

organisational discussions (Warrier et al., 2022). Being mindful  has a pivotal role in leadership, 

necessitating leaders to cultivate internal self-confidence, discipline and a sense of inner peace. 

In sum, interpersonal skills were referred to as "mastering the outer game", and intrapersonal skills are 

considered to be the other side of the coin. Intrapersonal is concerned with "mastering the inner game". 

Throughout the analysis, four traits emerged: (1) Bias to action, (2) Creativity, (3) Innovation and (4) 

Selflessness. 
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4.3.3.1 Bias to Action 

 
The adage "Actions speak louder than words", as the old saying goes, accurately characterises 

leadership. Leaders should possess a proactive and action-oriented approach. Furthermore, being 

inclined towards action entails the tendency to act wisely and promptly. In this study, future leaders 

were identified as individuals who possess patience, which contrasts with a propensity towards taking 

immediate action. However, the specific aspect of patience referred to this context was the ability to 

tolerate mistakes and patiently guide employees until they become proficient. However, bias towards 

action in this context pertains to the leader's ability to make deliberate decisions and 

take prompt actions in certain situations. Similarly, two interviewees discussed: 

"A leader should be fast Action fast-paced" (B, Head of People and Culture). 

"A leader is objective and biased to action and wants to get things done" (A, HR Manager). 

Additionally, leaders can experience planning stagnation, which occurs when leaders become so 

consumed with planning that they forget about execution and implementation as part of the process, 

which emphasises the importance of taking action. This was reflected in the conversation with the 

interviewee (F): "I think a leader should be someone less than a planner as much as he is a doer" (F, 

Senior Learning & Development Consultant). 

We are all familiar with the expression "I will be expecting from your (…)". Deliverables are essential for 

assessing an employee's performance. Likewise, leaders should be evaluated based on their 

tangible outcomes. Leaders must be responsible for implementing strategies and fulfilling 

commitments. Interviewee (K) mentioned, "A leader must have a bit of responsibility and accountability. If 

a leader said I am going to deliver, he delivers, no matter what, because you were committed to 

delivering." (K, HR Business Partner). 

Overall, the interviews corroborate our belief that action is superior to inaction; it has been 

demonstrated that a good leader should always be in favour of taking action rather than being passive, 

especially in difficult times. 

4.3.3.2 Creativity 

 
In addition to being action-oriented, it is necessary to have a fresh mind and the ability to think 

creatively out of the box. Many great businesses were propelled forward by the creativity of their leaders 

and founders (Gelaidan et al., 2022). Creativity is being able to initiate original and actionable ideas.  
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This was mentioned by several participants when they were asked about what essential characteristics 

they need to see in leaders: 

"He shows a state of mind different from others" (R, Entrepreneurship and HR Academic Lecturer). 

'To think out of the box and to have long, long-term vision" (D, Compensation & Benefit and 

Personnel Manager). 

"Creativity is essential in a leader" (C, HR Academic Lecturer). 

"Freshness of mind, you know, creativity, coming up with new very fresh and, and super relevant 

futuristic ideas" (K, HR Business Partner). 

This emphasises the necessity of having a leader who thinks untraditionally, can creatively 

transform challenges and threats into opportunities, approaches problems differently with a broad mind and 

considers all angles of the situation. Interviewee (I) said:, "I would consider divergent thinking and design 

thinking, putting everything into perspective" (I, Global Learning Lead). Here, informant (I) was reflecting 

on her manager's "divergent thinking" she called during the Covid-19 pandemic; the company was in a tight 

financial position, where some of the junior salespeople were to be laid off to improve the economic 

situation. Instead, her manager devised a creative solution of a work-sharing policy where, instead of 

laying off some of them, responsibilities and income will be shared across all junior salespeople. 

After this was reviewed and studied financially, it was a successful solution. Then, six months later, 

their original salaries and compensation packages were reverted to normal in early 2021. Sharing this 

experience gave her confidence that a divergent creative leader makes the most significant decisions in 

difficult times. 

Unsurprisingly, creativity is and will always remain one of the leaders' most essential skills. In 

recent years, the success or failure of businesses has been attributed to a lack of creativity (Mehmood 

et al., 2022). Millennial leaders still consider it as one of the significant characteristics. 

4.3.3.3 Innovation 

 
A well-known saying in business is "Innovate or perish". Many previously highly successful 

businesses have failed to relate to this particular issue. Innovation necessitates a mindset that is 

receptive to change, adept at swiftly adapting and sceptical of stagnation. Recalling some of the 

participants' words during our conversations: "He should believe in innovation, belief in change" (N, 

Leadership and HR Academic Lecturer). 
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"Innovation, so they need to go beyond what is already there" (Q, Talent Acquisition Partner). Here, 

participants reflected on the importance of a leader being novel, to believe in change and not stand still  but 

welcome challenges. 

An interesting remark was brought by one of the participants during the interview, condemning 

multinational corporations in Egypt for acting as policy executors for overseas headquarters. They do 

not have as much flexibility to innovate and change. Compared to leaders in start-ups and local private 

businesses, they are regarded as policymakers since they have complete freedom to innovate and 

change: "So, they do not take everything as is, you know, this is 1,2,3 that we are going to follow that 

but think, what can we do to improve the current process? So definitely, innovation is part of it" (Q, 

Talent Acquisition Partner). 

Most interviewees referring to millennial leaders would mainly signify how different they are 

compared to Gen X as they constantly challenge the status quo; they will always strive to enhance and add 

to the process rather than blindly follow policies and regulations. Participant (J) mentioned, "Today, 

millennial leaders are more open. They are not taking things as they are challenging what we are 

currently doing, spotting the opportunity to bring things out of the box, having more courage to having 

an appetite for trial and experimentation" (J, Employee Experience Manager). 

Throughout the interviews, it was evident that change is fundamental and a driver of success. In 

this study, the interviews highlighted a paradoxical distinction between innovation and creativity. The 

interview discussions resonated with existing literature, particularly the insights articulated by Beesley 

and Cooper, who delineated the dichotomy between creativity and innovation. According to their 

definition, "Creativity is the initial generation of ideas," whereas "innovation is the subsequent 

implementation of creative ideas"(Beesley & Cooper, 2008, p. 53). This illustration posits innovation as a 

more instrumental force, denoting a purposeful application of creative concepts. In contrast, creativity is 

characterised by its unconstrained nature, assuming a more radical stance. This dynamic interplay 

between creativity and innovation contributes to a comprehensive understanding of their important roles in 

the domain of change and success. 

4.3.3.4 Selflessness 

 
Selfless leaders refrain from exploiting their employees and actively promote their success. Instead of 

being opportunistic in holding top positions and wanting it "all", they would devote their talent, effort and 

time to their businesses and employees. Participant C mentioned: "They should be selfless. I think that's 

very important in a leader nowadays." (C, HR Academic Lecturer). 
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Sometimes, employees worldwide make the mistake of believing they are being used, mistreated by 

their employers and treated unfairly. The reason for this is that their managers do not fairly compensate 

them or acknowledge their efforts, long hours and hard work. As a result, a selfless leader must work 

on rewarding their staff for their achievements, recognising their successes, acknowledging their hard 

work and providing them with all the help and assistance they require. As interviewee (J) described: 

"Leadership is being selfless in how you lead and manage your teams. It is looking holistically at the 

welfare of the entire company and increasingly keeping that balance between what the company needs 

and your responsibility towards the team you are leading." ( J, Employee Experience Manager). 

The interviews have shown the value of having a selfless leader, which, despite being the norm, can be 

lost in today's world. Some leaders require constant reminders about the business and the people who 

work there, focusing on the general interest over the personal interest.  

4.3.4 Theme Four: Entrepreneurial 

 
This theme refers to one's entrepreneurial behaviour and the drive and passion leaders have 

towards their ideas and work. Furthermore, entrepreneurial behaviour is a crucial component of 

leadership since it stems from one's perspective in moving the organisation to a better place, turning 

problems into opportunities, taking risks and, most importantly, stretching people's abilities to achieve 

what is valuable (Bagheri & Harrison, 2020). Thus, this study defines entrepreneurship as creating new 

opportunities, encouraging experimentation and risk-taking and believing in a profitable tomorrow. This 

theme discusses four traits, namely (1) charismatic, (2)Visionary, (3) business acumen and (4) initiator. 

4.3.4.1 Charismatic 

 
Charisma is a characteristic that is strongly associated with leadership. It has also been a popular 

and classic leadership style (Antonakis et al., 2022; J. Hu & Dutta, 2022; Nieken, 2023). Charisma has 

always been difficult to define since various people perceive it differently. It has also been debated 

whether it is natural or nurtured, whether it is simply born with or developed. But one thing is sure: 

charisma is a quality that people can easily recognise. Charismatic leadership is defined as "value- 

based, symbolic and emotion-laden leader signalling" (Antonakis et al., 2016, p. 304). Throughout the 

interviews, some participants pointed out "Charisma" as an essential characteristic they would opt to 

find in a leader, while others described their understanding of "charisma". For instance, participant (E) 

mentioned, "Charisma is one of the things that could help you to early spot or expect a person could be 

a good leader." (E, HR Academic Lecturer). 
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As mentioned, charisma is a versatile term that could be perceived in  many ways, primarily 

positive. One of the participants (J) associated charisma with having a solid presence, a clear purpose 

and a deep sense of passion in the workplace. Interviewee (J) quoted: "A leader is someone strong on his 

persona, who has a purpose that he or she looks after, who has a purpose that he or she brings into the 

workplace that keeps this person motivated to keep this person passionate about what they do." (J, 

Employee Experience Manager). 

Moreover, charisma is built on people's strong sense of communication skills, attractiveness and 

capability to inspire their followers. Then, building this sort of devotion and connection requires a degree of 

trust. Thus, participant (L) stated that: "Leading is not easy; Leading is being able to have followers who 

truly believe in what you have to say in what you have to do to do" (L, Talent Acquisition 

Coordinator). 

Another interviewee (R) defined leadership from her perspective as very descriptive. She clearly 

described a charismatic leader through her lens and voice by sharing that: "They show a state of mind 

different from others, and they have this kind of direction. They are very loud, not loud in voice, I mean, 

loud by thoughts. They are very enthusiastic and charismatic; they have this way of convincing you of 

what they want or what they like, not in a manipulative way but in a positive way. So, it  is like they are 

capable of expressing their ideas and thoughts easily. And they are excellent in communication" (R, 

Entrepreneurship and HR Academic Lecturer). Consequently, this can be a simple illustration of how 

people would feel when there is a charismatic person in the room: how would they look up to and 

perceive their every word. 

In a nutshell, charisma will always be positively correlated with leadership in people's minds; 

charisma is the positive presence and enigma that leaders project to their followers. 

4.3.4.2 Visionary 

 
One of the most significant adjectives in today's corporations is visionary and strategic thinking. 

Moreover, one of the most crucial parts of an individuals’ career progression is the ability to see the 

broad picture and to think strategically with a clear vision. Literature has defined visionary leadership as 

communicating and acting in accordance with a collective future image (Kim et al., 2023). Thus, 

"Visionary" in this study refers to a person's ability to think strategically, stating clear goals, planning 

and identifying opportunities. Several participants (M), (F) and (O) have quoted the following:  

"What makes a leader is his vision." (M, HR Manager). 
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"So, someone who thinks strategically sees the big picture, the bigger picture of the organisation, 

and someone who can align his team's goals to the organisational goal" (F, Senior Learning & 

Development Consultant). 

"We want people who mainly have their eyes on the bigger ball, who can see the big picture, who 

usually try to collaborate efforts and who are interested in other domains or functions or an extended 

scope" (O, HR Business Partner). 

Employees with this helicopter-view thinking tend to move fast up the corporate ladder. According to the 

interviewee (O) insights about their recruitment process, he professed the importance they place on being 

a visionary, primarily when recruiting for senior positions, that they make sure their selection process 

attests to the candidates' ability to think strategically, to be able to set short - and long-term realistic 

plans and to highlight how they plan on growing the business. "They need to have a vision, a clear 

vision, a strategic vision of where they intend on growing what, what objectives they intend on 

accomplishing, they need to have the ability to assemble and foster a team that would take this vision 

and bring it into reality" (O, HR Business Partner). 

Furthermore, leadership demands being a visionary for various reasons, including the ability to pave a 

route for their followers to see into the future of work, set dependent plans for setbacks and face 

challenges and difficulties. Interviewees (M) and (Q) have spoken profoundly on these aspects: 

"Leadership is correlated with strategy. Leaders are the ones who set the strategy and decide on 

how to move things forward. Leadership is how behaviours and cultures are cascaded into any 

organisation. Leadership is the main driver of deciding whether your organisation will succeed or face 

numerous obstacles" (M, HR Manager). 

"So, leaders tend to think long term, what are the next steps, not just the next steps next month, but 

that we have like a short term plan a long term plan? Simply they are visionaries" (Q, Talent 

Acquisition Partner). 

Eventually, attributing visionary to testing leadership potentiality  has always been a classic 

throughout all generations and leadership styles. Nowadays, visionary leadership has become one of 

the profound characteristics required in modern organisational leadership (Ismail et al., 2023; A. N. 

Khan et al., 2023). 

4.3.4.3 Business Acumen 

 
Reflecting on the interviews, it was clearly stated that the importance of leaders understanding the 

business to be aware of the environment to have this advanced level of proficiency in understanding the 



94  

industry in which the business operates to understand how each role in the organisation drives profits. 

Business Acumen has been one of the shared global standards of leadership (SOL) competencies 

required in most multinational companies (Bag & Wood, 2022). As witnessed, most of the top 

multinational companies published SOL. Moreover, studies have shown that it is theoretically 

conceivable to say that leaders must have excellent "Business Acumen" (Grilli, 2022). Thus, Business 

Acumen is becoming aware of essential business operations, stakeholders and markets, applying this 

knowledge to analyse business issues and make informed strategic decisions and recommendations 

(Ragas & Culp, 2021). 

"The leader needs to fully understand the business" (D, Compensation & Benefit and Personnel 

Manager). 

"They know what is in the market. So, they have that business acumen as well as market 

awareness. They know the latest trend." (Q, Talent Acquisition Partner). 

"Someone who also has the business acumen, strong business acumen to have the big picture and 

understand how things intertwine and how things can even cross across functions or interdepartmental 

and eventually lead to the final chain of business operations" (O, HR Business Partner). 

The interviews have clarified a wide misperception between being "business literate" and "business 

acumen". Many have used both interchangeably; however, there is a substantial difference between 

both regarding the level of advanced knowledge required. Business literacy requires a basic 

understanding and knowledge of how to operate the business. However, business acumen requires 

leaders to understand the business language to make strategic decisions that will drive business 

success. 

4.3.4.4 Initiator 

 
The field of literature has acknowledged the initiator as a characteristic of personality, but it has not been 

explicitly linked to leadership. Therefore, this study has defined the term "initiator" to refer to an 

individual who assumes the role of proposing, developing or executing innovative ideas. They possess a 

strong motivation, drive and demonstrate a proactive approach while making decisions. However, in 

the context of business, "initiator" has been denoted in versatile situations. For instance, participant (K) has 

discussed the initiator as a leader who can predict fallouts early and take proactive and quick actions. 

Also, to have the perseverance of trying many times till things get right: "being able to see changes 

coming through even faster than then when they come and being proactive to take actions, if something 

doesn't work, you go back and you change it." (K, HR Business Partner). 
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Furthermore, the initiator has also been associated with those who can make and take the right 

decisions. Participant (H): "A leader is a person whose responsibility to make decisions in our 

organisation either in a separate or different country, but at the end, they are part of the decisions" (H, 

Arabia Reward Manager). 

Informant (R) discussed the significance of making quick decisions in difficult situations. She 

distinguished between leaders who make decisions and leaders who make decisions under pressure 

while facing challenges; this requires careful analysis of the situation and initiative in making timely 

decisions. "Being capable of deciding and analysing what is happening around you. Someone who has 

this thing about thinking and analysing the situation, while everyone is under pressure, and he/ she is 

capable of thinking and taking the right action" (R, Entrepreneurship and HR Academic Lecturer).  

Finally, depending on the context and people's perceptions of the event, "initiator" can have 

different meanings. However, the significance of this characteristic to any leader profile cannot be 

overlooked, as it can signify having early signs of leadership potential.  

4.3.5 Theme Five: Agility 

 
Although “Agility” in nature might be viewed as an intrapersonal dimension, it was emphasised 

multiple times by the participants, which could not be ignored in our study. Answering this, “Agility” is 

considered the study's last theme. Previous studies have vaguely defined leadership agility "as the 

agility in influencing others and making the desired changes" (Sanatigar et al., 2017, p. 279). In this 

study, it is defined as the ability to accept and understand what is new and to be able to flex your plans and 

leadership style accordingly. In other words, it shows the leader's capacity to accept and grasp what 

is new and to be able to stretch the strategy to fit the situation at hand. Most recent articles 

discussed "organisational agility" as teams working together, being motivated, organised and showing a 

remarkable improvisation ability (AlNuaimi et al., 2022). Moreover, organisational agility is adapting 

rapidly and proactively to unexpected changes in dynamic situations through efficient resource 

recalibration and swift decision-making (Gong & Ribiere, 2023). As a result, this research focused on 

leadership agility, meaning focusing on the roots of where agility stems, eventually leading to workforce and 

organisational agility (S. Verma & Mehta, 2022), whilst also focusing on flexibility, adaptation and 

learning. Therefore, six characteristics emerged from the analysis, namely (1) Eager to Learn, (2) Easy to 

Adapt, (3) Flexible, (4) Accepting Diversity, (5) Problem Solver, (6) Tech Savvy. 
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4.3.5.1 Eager to Learn 

 
Throughout their leadership journey, some leaders lose sight that they are still here to learn and 

begin to believe they must know everything. They lose the desire to always strive for improvement and be 

eager to learn and explore new horizons. In this study, interviewees emphasised looking for leaders who 

are constantly motivated to learn more and broaden their expertise. Participant (O) shared her opinion 

about how she views leadership. "Leadership for me is ambition, someone who is curious to learn,  the 

ability to learn and the capacity to learn."(O, HR Business Partner). 

Furthermore, participant (Q) was excited about fostering continuous learning as a critical element in 

leaders' success. She kept returning to her/his willingness to learn in many posed questions, 

highlighting the necessity of acquiring keen and inquisitive people given her job as talent acquisition 

partner: "So dedicated with time and knowing that you do not know best, there is always something like 

a better solution, a better option. So, you are always in continuous learning" (Q, Talent Acquisition 

Partner). 

"It is also imperative that they know what is in the market. So, they have that business acumen as 

well as market awareness. They know the latest trend" (Q, Talent Acquisition Partner). 

Finally, regardless of the position you attain, learning is an ongoing process. Individuals, particularly 

those in positions of authority, should bear in mind that their accomplishments attained through their 

organisational position or leadership role represent only the beginning of an endless journey of 

acquiring information and continuous learning . 

4.3.5.2 Easy to Adapt 

 
In today's dynamic world, the saying "change is the only constant" stands true. Adhering to plans 

and predicting future outcomes might be difficult due to the presence of unforeseeable events like the 

COVID-19 pandemic, currency fluctuations, inflation leading to currency depreciation, war and so on. 

Consequently, organisations are seeking adaptable leaders with an agile mindset. Based on the 

outcomes of interviews, "easy to adapt" refers to a person who is ductile and able to alter and modify 

their plans to meet the current and, most importantly, unexpected conditions. Participants (H), (O) and  

(C) simply emphasised the need to adapt and cope as a leader nowadays: 

"I think a leader just needs to cope with what happens these days" (H, Arabia Reward Manager). 

"Leadership for me means to adapt to the uncertain, external markets and the current trends" (O, 

HR Business Partner). 
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"Whatis important is their ability to accept change. Because obviously, it is a dynamic business 

environment, there is always changing. So, they should have the ability to adapt to change" (C, HR 

Academic Lecturer). 

In her interview, participant (R) discussed various distressing situations she had encountered since 

commencing her employment. Among them, she recalled "November 2016 initial currency flotation" 

that had a severe impact on Egypt's various industries, including the university where she was 

employed. As a result, tuition fees increased by 120%, due to being valued in U.S dollars. One can only 

imagine the immense despair and financial strain experienced by the students and their families. Upon the 

university president's guidance, the institution implemented exceptional steps, including the 

implementation of mitigation measures and installment plans. Additionally, the internal university dollar 

exchange rate was set flat at a lower rate that the official value, disregarding the prevailing economic 

conditions in Egypt. By sharing this example, it assured her that the institution will promptly and 

expeditiously respond to undesirable circumstances. 

"Leaders should be more accepting and open for everything like we have been through a lot. So, I 

think in our age group, we need those leaders who are open to accepting anything and everything. They must 

deal with many circumstances" (R, Entrepreneurship and HR Academic Lecturer).  

Furthermore, participant (L) expressed her belief that our view of leadership changes due to new 

technology, circumstances and experience. Leaders' leadership styles have already changed. As a 

result, the only way for leaders to survive is to learn to adapt to these changes, technologies and 

pleasant and unpleasant events. "I think over time, the definition of leadership has changed with all the 

new understandings or technologies, or the new experiences, the new and upcoming business fields. I 

think leaders should be able to keep up with all what is changing." (L, Talent Acquisition Coordinator). 

Lastly, it is clear from the interviews’ discussions that having a leader who can quickly adapt and 

embrace change is vital for today's and future leaders. 

4.3.5.3 Flexible 

 
Today, we live a rapid, fast-paced life with diversified activities, antagonistic organisational roles and 

complex demands. All this results in employee tension and, in some cases, necessary compromises 

that require a careful balancing act between "Work" and "Life" (Baron et al., 2018). As a result, juggling 

Work-Life Balance has been the topic of the era. 

Moreover, previous researchers have argued that to keep workplace tensions in balance, leaders 

must flex their leadership style to the demands of their employees (Yukl & Mahsud, 2010). In the 
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literature, several terms have been used to define this type of leadership style as reflective, adaptive, 

agile, versatile and flexible (Baron et al., 2018). On the other hand, this study seeks to create slight 

differences between the aforementioned leadership styles, grouping some of them under the umbrella 

of "Leadership Agility" while focusing on "Leadership Flexibility" as a sub-determinant of constructing 

our understanding of Leadership Agility. Thus, previous research defined Leadership Flexibility as an 

emphasis on responding to events, balancing competing needs and shifting perspectives (Baron et al., 

2018). In psychology research, "psychological flexibility" refers to the ability to become aware of one's 

thoughts and feelings in the present moment, without judgement, and to alter or continue in conduct 

when doing so achieves a valued purpose (Hayes et al., 2006). 

However, this study chooses to differentiate between leadership adaptability and flexibility in 

leaders’ behaviour towards their employees or the situation. Leadership flexibility refers to being flexible and 

capable of balancing employees' competing values, different personalities and needs, to cater for the 

best leadership style that suits employees' skills, personality, values and needs. Therefore, flexibility in 

some cases might involve understanding your employees’ demands and, accordingly, employing the correct 

pattern of behaviour and degree of flexibility needed to ensure effective leadership. Interviewees 

(K) and (J) mainly focused on the importance of flexibility from the personal behavioural perspective, as they 

quoted: 

"I think leadership is openness and flexibility" (K, HR Business Partner). 

"Leadership requires regulation of emotions, being a good team player, having this agile mindset 

and flexible leadership style where you flex your leadership style according to the situation and 

according to people" (J, Employee Experience Manager). 

Throughout the interviews, greater emphasis was placed on the leaders' "personal" flexibility 

behaviour, making it clear that our interviewees were more prone to being understanding and flexible on 

a personal level. In their interviews, interviewees (F) and (C) made it clear that leaders of different 

generations think and behave differently, that millennial leaders are more flexible and understanding of their 

matters, that they prioritise work-life balance and that they offer flexibility and agility programmes in 

how they lead: 

"Millennial leaders are more flexible; when it comes to leadership, to leading others, they are more 

lenient. They are more accepting of the small mistakes" (F, Senior Learning & Development 

Consultant). 
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"But I think the millennial generation, in general, has a more decentralisation approach. They are 

more flexible, they are easy going, or more understanding in my opinion than the older generation." (C, 

HR Academic Lecturer). 

In conclusion, leaders must understand the needs of others in order to respond to those needs 

constructively; behavioural flexibility affects each other, resulting in a profound member -leader 

relationship. 

4.3.5.4 Accepting Diversity 

 
Globalisation has given rise to what we now refer to as "multinational companies" (MNCs); the 

disappearance of borders between countries manifested in the creation of organisations with 

multicultural structures (Polat & Olcum, 2016). These structures created a need to carefully manage 

employees' cultural, demographical and organisational diversities. Thus, accepting diversity, including 

gender, attitude, ethnicity and culture and recognising and embracing individual differences are 

essential (Kamales & Knorr, 2018). The difficulty is in establishing a safe environment where thoughts 

and feelings can be expressed, ideas can be discussed and an overall sense of understanding can be 

accomplished. 

Besides, organisations have been fostering diversity, equity and inclusion as fundamental Standards of 

Leadership (SOLs) and values. Creating an open and inviting organisational environment, respecting 

differences and allowing individuals to bring their authentic selves to work requires a leader who 

accepts diversity. In literature, diversity leadership is more than accepting; it implies respecting and 

valuing differences rather than just accepting the differences and offering opportunities rather than 

difficulties (Polat & Olcum, 2016). Participants (N) and (L) quoted: 

"What makes a leader a leader is holding certain values, let's begin with values as a leader I 

believe he must believe in diversity" (N, Leadership and HR Academic Lecturer). 

"And I would include an open-minded. I think this is key for sure, especially when you are dealing 

with many different people from different backgrounds, it is important to be aware that there is a 

difference and embrace that difference" (L, Talent Acquisition Coordinator).  

Additionally, in this study, participants' viewpoints on millennial leadership traits pointed to the 

importance of leaders not just accepting racial and nationality workforce diversity but also different 

ideas, personalities, beliefs, opinions, thoughts, etc. Interviewee (H) stated: "A Leader needs to be not just 

open-minded, but he accepts different, let's say, what they call like out of the box ideas. He should 

accept any kind of different ideas coming from the team and just have, let's say, the willingness to take 
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the risk to implement new things." (H, Arabia Reward Manager). This demonstrates the need for 

leaders to not just accept diversity but also leverage this difference to achieve a higher level of success and 

unveil all of the potential of their employees. 

Moreover, interviewee (A) shared a personal experience during the lockdown of COVID-19; he 

shared that during this phase, he had two team members join; one was newly hired, and the other was a 

newly co-assigned team leader from another country. The challenge was overcoming all the 

differences in a short period but also virtual. The integration of the team together was a challenge, but 

mostly, having a co-leadership with someone from a different country and background was the main 

struggle. Reflecting on this situation, he explained that the first step to getting through this successfully was 

to accept the idea of having someone new to the team with a different school of thought. Next is 

embracing this difference, finally capitalising on it" He quoted, "So, leaders must know how to accept 

the idea that I can accept someone from another culture to be with me or to help me or to be on my 

team." (A, HR Manager). In sum, the key to having a successful leader that accepts diversity requires 

an agile mindset. 

4.3.5.5 Problem Solver 

 
Organisations face multiple problems that require a leader to accept, adapt and act regarding the 

problem. That being said, having a "Problem Solver" is one of the most significant leadership 

competencies (Aas et al., 2008; Seibel et al., 2023). In this study a problem solver refers to a person 

who can critically and analytically think but also ensures the success of the decisions taken. It requires 

a leader with a great analytical mind and technical expertise to strip the problem to its root cause and 

take the right action. 

Referring back to the interviews, it was evident that all participants were preaching about the 

importance of having a leader who can think under pressure and analyse all the situational factors of 

the problem to make the right decision. Participants (C) and (A) quoted, "Leaders have to be able to 

think or to manage complex situations." (C, HR Academic Lecturer).  

"In my opinion, leadership is the ability to motivate and initiate new solutions and take risks in 

enhancing or developing whatever the responsibility is; this is what you are supposed to do." (A, HR 

Manager). 

Multiple leadership traits were brought out throughout the interviews, such  as "having cognitive 

skills, working under pressure, capable of thinking, broad-minded, structured, ability to perceive and be 

critical. All of the preceding traits were ground down to a main competency, which this study perceives 
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as crucial to our current world, which is a "problem solver". Moreover, the interviewees shared more 

opinions about their current leaders and their aspirations for future leaders. Among those opinions, 

interviewees (R),(M) and (N) stated, 

"Being capable of taking a decision and analysing what is happening around you. Someone who 

has this thing about thinking and analysing the situation, while everyone is under pressure, and he/ she 

is capable of thinking and taking the right action" (R, Entrepreneurship and HR Academic Lecturer). 

"The way he reacts and responds, in difficult situations, the way he thinks. Is he narrow-minded? Is 

he very structural and specific? Or does he look at the bigger picture? Usually, we are attracted to the 

ones who look at the bigger picture. So, this gives you a sense of how he perceives any situation or 

circumstance and how he processes the whole situation into his mind." (M, HR Manager). 

"A leader has to have cognitive skills, to be able to solve problems in the organisation and to deliver 

critical briefings." (N, Leadership and HR Academic Lecturer).  

In conclusion, being a problem solver is a prerequisite to leadership and propels an agile mindset in the 

right direction. 

4.3.5.6 Tech Savvy 

 
Generational difference is a focal point in this study. Thus, we cannot overlook the reality that the 

fundamental distinctions among generations frequently boil down to the ease and acceptance of 

technology witnessed by generations (Clark & Nyaupane, 2023). As a result, in order to thrive, 

organisations must keep up with rapidly changing social, economic and technological changes. Hence, 

"going digital" and "tech savvy" have recently been overused in the business world aside what business 

spend in new technologies and Artificial Intelligence (Chen & Srinivasan, 2023; Davison et al., 2023). This 

implies the need for leaders who could lead this digital environment. 

Throughout the interviews, most participants were asked to create a profile for future leaders; they 

were intended to reflect on their work experience and understanding of future business needs. Most of 

the interviewees have mentioned "tech savvy" and "digital literate" as joint competencies needed for 

business leadership's future. Participants (F), (R), (Q) and (I) quoted, 

"Technology for sure. And now that we talked about it, they need to have that awareness of the 

latest technology, the latest trends, how can we know make use of it and add it to our advantage" (Q, 

Talent Acquisition Partner). 

"I don't want to say tech literate, or tech literacy, but I think it must be there; everyone, everywhere 

knows everything about everyone"(R, Entrepreneurship and HR Academic Lecturer). 
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"A leader needs to be up to speed with what is happening in the digital world" (I, Global Learning 

Lead). 

"A leader believes in digital transformation" (F, Senior Learning & Development Consultant). 

"Millennials leaders are and should be tech savvy" (I, Global Learning Lead).  

Furthermore, awareness and literacy are usually the first steps, but the interviewees go beyond 

that, as it calls for leaders who are savvy, who are not just literate, but are the digital transformers; they 

make use of and application of the digital technologies and put it to good business use. Utilising social 

media as one of the digital arms in business was spoken about by one of the participants, (J), who 

shared examples of her leaders' utilisation of social media platforms to the business advantage: 

"keeping up to date with the latest industry concepts and technologies. And maybe we can link this to 

the exposures you might take from social media, and how social media can keep you updated with the 

latest industry concepts and technology" (J, Employee Experience Manager). 

Finally, being tech savvy has become necessary to survive in this world, where everything is 

powered by technology that advances at the speed of light. Thus, seeking leaders with this agile 

mindset of constantly learning, adapting and utilising technology is called for. 

4.4 Implications to Study One 

 
The nature of this study is argumentative because leadership is a versatile topic; anyone and 

anything can be represented as a leader. However, this study focused on the positive view of 

leadership. It is interesting to apply this research to other contexts, but we chose to contextualise it on 

millennial generations, which added to the originality of the study. Thus, this qualitative study has 

important implications. To begin, the data revealed many desired leadership traits for millennial leaders in 

business. Specifically, five main broad dimensions have been identified: Talent Catalyst, 

Interpersonal, Intrapersonal, Entrepreneurial and Agility (see Table 6 for a summary of dimensions 

conceptualisation in this study). While 23 sub-categories have been associated with millennial leaders, this 

is, to the researcher's knowledge, the first study that groups these leadership characteristics 

together and contextualises it on a specific generational cohort: millennials. 

Moreover, the literature has suggested possible linear relations between the independent variables 

Talent Management (TM), Emotional Intelligence (EI), Social Media Use (SMU) and the dependent 

variable Leadership Potential (refer to chapter 2). Besides the literature that supported the predictors 

inherited relationships (see chapter two, part two), the interviews included other questions that 
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empirically refined the model. Thus, the evidence from the interviews showed potential associations 

between TM and MLP, EI and MLP, SMU and MLP. 

The following part delves into the revised conceptual model and the relationships between the 

variables, where it shows evidence from the qualitative data supporting the proposed relation between 

TM and MLP. For example, one participant shared her company's current objectives, emphasising the 

role of TM the company takes: "One of the company's objectives is to be a talent hub for the region. 

The practice itself is more about leadership. We have standards of leadership; we evaluate employees 

and appraise them. According to those standards, when we find employees that have some of these 

standards, we give them extra focus, we give them extra roles to make sure that they develop as they 

polish these talents for the sake of future leadership roles, as well as of course, the learning and 

development" (M, HR Manager). 

Also, participant (E) shared her opinion regarding the importance of TM in identifying early potential 

leaders: "A good leader should have specific traits to be considered as a good leader. Not anyone can 

be a leader in the organisation; we can have millions of managers, but a good leader and good 

leadership should have specific characteristics. So, we should link talent management with leadership 

in order to build leaders with specific set of skills to be able to provide good leadership for employees." 

(E, HR Academic Lecturer). 

Additionally, participant (J) shared her past experiences in two reputable multinational companies in 

Egypt, highlighting a successful TM program she worked on that highlights the impact of TM 

programmes on developing early leadership:" Most of the companies now maybe Unilever was a 

pioneer in that and Vodafone as well. We have this accelerated program for potential  calibers. We put 

those people in a three-year program, develop and expose them to different business functions and 

departments with an ideal objective of graduating those people from this program at higher work level 

roles" ( J, Employee Experience Manager). 

Furthermore, one of the participants discussed the importance of TM in exploring people's 

capabilities to organisations. (M) quoted, "TM is significant when it comes to unlocking the potential of 

different individuals. We have people working in organisations. They are fixed into certain roles with 

limited responsibilities. So, when talent management is well-established and well-structured in certain 

organisations, this is a privilege because it allows different employees to explore different roles and 

responsibilities that didn't know that they could fulfil.” (M, HR Manager).  

Likewise, the participants stated that TM is a driver and can, in some situations, be a predictor of 

leadership through many internal practices that her company carry out; she quoted, "There are talent 
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management practices that help foster future leaders.; such as talent pipelining is one of the key 

outcomes of talent management is that you have a strong pipeline, whether it is for leadership and critical 

roles" (O, HR Business Partner). 

Moving to a well-founded relation in literature, the results of the interviews support the proposed 

relationship between EI and MLP (see chapter 2, part two) and shed light on a possible mediation 

relation that can be further explored quantitatively. Thus, the qualitative data have shown participants 

(A), (G),(I) and (J) supporting EI as an essential predictor of MLP: 

"Emotional Intelligence can affect leadership because if you understand yourself if you understand 

the people around you, what triggers them? What makes them motivated? Or demotivated? You will 

know the strings and how to make people move in the right direction and make them at ease, so 

Emotional Intelligence will act as a lubricant to effective leadership" (A, HR Manager.  

 
"Many businesses now have Emotional Intelligence in the most required courses or training. 

Usually, it has one or two courses on Emotional Intelligence, whereas in my company, if someone is 

getting promoted to a leadership position, we do recommend that he enrolls in an Emotional 

Intelligence course; you know, it does make a difference for the people under his supervision turns into 

one of the essential things in this area that we focus on. (G, HR Business Partner). 

 
"I think that Emotional Intelligence is key in the workplace and leadership. Because understanding 

how people feel and managing your feelings in the workplace, especially with high power, is crucial for 

you to maintain relationships, have empathy with your employees and stay in touch with the business 

objectives." (I, Global Learning Lead). 

 
"Emotional Intelligence has to do with personal mastery, and this is a significant measure when you 

speak about leadership, the resilience a talent should have. And it reflects his potential to become a 

leader and lead others. So, if you do not have this personal mastery, if you do not have the capability 

and the ability to regulate your own emotions, then you are not going to make it in managing other”( J, 

Employee Experience Manager). 

Moreover, the qualitative data inform the SMU and MLP conceptual relations; it was evident 

throughout the interviews the utilisation and dependence of the interviewees on social media, 

regardless of whether the cause of their use was for leisure, cognitive, social to interacting with others. 
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Obviously, there is a heavy emphasis on social media as a valuable tool utilised at work for a wide 

range of purposes. Participants' quotes supporting the social media as a job aid: (B), (L): 

"If you are using Social Media properly and you are capitalising on it how to maximise your 

business if you are using the correct digital strategy to draw the attention of the other businesses and to 

maximise your profit from the social media you will be the right Leader." (B, Head of People and 

Culture). 

"When it comes to using social media at work, for example LinkedIn, you have access to an 

abundance of information, new approaches taken by different people in the same business field. So, 

you learn, and then if you find it suitable, you can implement that in your business approach" (L, Talent 

Acquisition Coordinator). 

Other participants use Social Media to interact with others to build a social network at work and 

stronger affiliations with others: 

"I think a leader should be able to use all the tools in front of them. And Social Media is a tool. So 

to be an effective leader, you should be able to manage your relations by having a social media 

presence online because this is your gateway since everyone uses Social Media." (C, HR Academic 

Lecturer). 

"Social Media is becoming increasingly crucial for leaders to be on those platforms and to engage 

with people and to show their actual thoughts and to be engaging and aware of the trends or aspects 

that that people are talking about" (I, Global Learning Lead). 

"For a leader using Social Media within a team is vital because it is a whole other way of 

communicating and staying in touch and maintaining a close relationship with your teams of their 

various age groups. You need to able to stay connected with their teams, to enable them to create a 

closer environment or culture and closer connection with their teams" (O, HR Business Partner).  

Accordingly, the findings from the qualitative study have refined the conceptual relations and 

supported the model coherence. Consequently, an additional proposed relation will be further 

investigated based on the results of the study, where EI and SMU will also be tested for a potential 

mediation relation between TM and MLP. 

In conclusion, the findings from the qualitative study have refined the conceptual relations and 

supported the model coherence of grouping multidimensional variables, which adds to the study's 

originality. Also, the findings helped in conceptualising MLP dimensions, consequently developing the 

scale. The following chapter discusses the rationale and steps in developing the MLP scale. 
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Table 6: Summary of the dimensions conceptualization 
 

Main Category/Dimension Conceptual Definition 

Talent Catalyst The leader's commitment to investing in the growth and potential of others. 

Interpersonal The modesty of understanding, serving and working with others, as well as the ability to 

deal effectively with others. 

Intrapersonal Someone who has strong personal connection and self-awareness, who has mastered his 

inner compass of bringing out the best. 

Entrepreneurial Creating new opportunities, encouraging experimentation and risk-taking, and believing in 

a profitable tomorrow. 

Agility The leader's capacity to accept and grasp what is new and to be able to stretch the 

strategy to fit the situation at hand. 

Source: Developed by the Researcher based on the interview outcomes 

 

4.5 Chapter Summary 

 
The interviews phase marked the initial step in the process of contextualising Millennial Leadership 

Potential (MLP). The outcomes derived from the qualitative stage proved instrumental in the in-depth 

exploration of the MLP concept, the identification of its underlying dimensions and the refinement of the 

proposed model relationships. Accordingly, a total of 5 sub-themes emerged: Talent Catalyst, Agility, 

Interpersonal, Intrapersonal and Entrepreneurial. Additionally, within the view of the qualitative phase, 

an objective was to generate items requisite for developing a measurement scale designed to 

operationalise the "MLP" construct. Thus, a comprehensive exposition of the scale development 

process will be presented in the next chapter. 



107  

Chapter Five: Scale Development and Validation 

 
5.1 Introduction 

 
This chapter discusses the scale development process, as well as its structure and administration. It 

included conceptualising and operationalising the study's qualitative themes and outcomes to develop the 

scale. The scale was developed using the processes described by Zhou in 2019 and Boateng et al. in 

2018 (Boateng et al., 2018; Zhou, 2019) that unfolded through 8 steps presented in this chapter. The 

scale followed a funnel approach, divided into five sub-determinants that addressed various 

themes. It was pretested to ensure that participants understood the questions and to undertake an 

initial assessment of the psychometric properties of the constructs. Also, a statistical analysis of the 

scale of the assessing Exploratory Factor Analysis (EFA), Confirmatory Factor Analysis (CFA) and an 

evaluation of the scale's validity and reliability using SPSS V.29 and AMOS V.28 were conducted. Lastly, 

this chapter concludes with a summary of the other variables' scales, which were adapted from the 

existing literature. 

5.2 Rationale for Developing MLP Scale 

 
McCoach et al. outline many steps to the scale development process; among the initial steps is 

identifying the domain, simply justifying the need for a new measurement scale. It is especially critical 

to explain why an existing concept exists (McCoach et al., 2013). According to the authors, creating a 

new scale is preceded by a comprehensive literature review in search of appropriate measurements. 

Without adequate measuring scales, the necessity and suitability of the newly proposed measurements must 

be explained and supported. Regarding effective leadership and leadership potential, the Globe Project 

portrays leadership whilst linking it to Hofstede’s cultural dimensions (Leadership Globe Project, 2023). 

Egypt was part of the Globe project study in 2014; however, little information was available on Egypt 

due to the small sample chosen (Robert J. House et al., 2014). Also, this study highlighted that Egypt 

was not involved in the 2020 GLOBE project. It can be said that information available in Egypt is scarce and 

outdated, which highlights the research gap and dearth of LP measurements. 

The literature offers several scales with proper psychometric traits to gauge leadership and 

leadership styles (refer to Chapter two). However, little to no literature exists on leadership potential in 

particular. Besides, no appropriate measure was found after reviewing the leadership potential literature on 

clear operationalisation of the leadership potential construct. Thus, the need for new measures 
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inevitably arises because our growing knowledge about leadership alters the way we define leadership 

nowadays, and so does Leadership Potential. 

In conclusion, developing the MLP scale is called for because of the novelty of the contextualisation of 

the study on the millennial generation cohort and the scarcity of leadership research on generational work 

and adult leadership in particular. This necessitates a proper scale of accurately measuring the 

generational context. As a result, to meet the characteristics of the selected millennial generation, and 

based on data acquired from study one that indicated new determinants of MLP traits that did not exist 

in previous research, a new measurement scale for MLP was built. 

5.3 MLP Scale Development Process 

 
The methodology and steps undertaken during the process of the development and validation of the 

MLP measuring scale are summarised in Figure (5) 

 
Figure 5: Steps employed in developing and validating the MLP scale 

 

Source: Researcher based on Boateng et al., 2018 
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5.3.1 Identifying the domain construct 

 
The scale development process must begin with identifying the construct's domain, merely specifying what 

the concept is and is not. In other words, what definition does this study adopt? According to the findings of the 

qualitative data in Study One, MLP in business is defined as "people who possess certain traits which may 

include personality, motives, values, social and cognitive ability have a greater leadership potential" (Luria et al., 

2019, p. 2), while contextualising "people" here to the "millennial generation" born between 1981 and 2000s 

(Abhicharttibutra et al., 2023; Hannah Murphy et al., 2021; Yang et al., 2023). 

 

5.3.2 Item Generation 

 
In the scale development process, the second step is called "item generation" or "question 

development", where the author identifies the appropriate questions (Boateng et al., 2018). 

Consequently, two methods were used to develop the questions in this study: deductive and inductive. The 

deductive method was used to review existing literature, LP indicators and leadership emergence 

scales. More specifically, the researcher extensively used the inductive approach, which involved 

generating the questions from the interviewees' responses in the qualitative study.  

Previous studies recommended that the initial pool of items should be twice as large as the final 

version of the scale, as the experts' validation step involves eliminating and editing all the unnecessary items 

(Schinka et al., 2012). Accordingly, 42 items were generated across five sub-categories (See Table 

6); the generation of items across the different categories was not equally developed. Since some themes 

were more diverse, it required developing more items to express the meaning and not necessarily 

the weight they have in quantitative terms. Also, the researcher carefully considered the items' 

structure, the wording of the items and the form of responses since the scales were designed as a self-

report assessment. This study follows a five-point Likert-type response scale regarding the number of points 

on the response scale. They were measuring the "frequency" on five points as follows using (Vagias, 

2006) Likert response anchors (1 – Never 2 – Rarely 3 – Sometimes 4 – Often 5 – Always). 

5.3.3 Content Validity of the scale 

 
This step involves assessing if the items adequately measure the MLP or not. Thus, the developed MLP 

scale was subjected to content validity before data collection. Content Validity is a type of validity 

assessed by expert judges or target population judges who are the potential end user scale (Morgado et al., 

2017). Accordingly, in this study, eight expert judges have been chosen independently from those 
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who developed the scale. The expert judges were three senior academics from Portugal and six from 

Egypt. They evaluated each item to determine whether it measures the LP. Correspondingly, experts 

received the MLP scale assessment form , and items were either accepted, deleted or edited based on the 

majority's opinion (See Table 7). In addition, the author assessed face validity by determining the target 

population judges. Face Validity is the "degree to which respondents or end users judge that the items of 

an assessment instrument are appropriate to the targeted construct and assessment objectives" 

(Haynes et al., 1995, p. 22). Thus, a sample of five target population judges (end users) was chosen 

to assess whether the scale is a good measure through cognitive interviews. Cognitive interviewing 

comprises distributing sample survey questions to specific MLP populations in MNCs operating in 

Egypt and asking participants to share the mental process needed to provide  such responses 

(Beatty & Willis, 2007). As a result, 35 items were accepted, seven deleted and the final items for the 

scale are presented in Table (7). 

 
Table 7: Content Validity Assessment of MLP Scale 

 

Categories Sub- 

categories 

# Items Expert Validation 

Delete Edit Accept 

 
 
 
 
 
 
 
 
 
 

 
Agility 

(11 items) 

 
Accepting 

Diversity 

1. I value and leverage the diverse viewpoints and 

backgrounds of others. 

 ✓  

2. I am committed to attracting and developing 

diverse talent. 

  ✓ 

 
Tech Savvy 

3. I seek opportunities to increase my digital 

acumen. 

 ✓  

4. I encourage the use of digital tools to improve 

performance. 

  ✓ 

 

Problem 

Solver 

5. I take ownership (lead) to solve problems under 

tough circumstances. 

✓   

6. I continuously provide solutions.  ✓  

 
Flexibility 

7. I eliminate bureaucracy by providing flexibility 

when possible. 

 ✓  

8. I understand and accommodate other's needs.  ✓  

 

Eagerness to 

Learn 

9. I make continuous learning a priority.   ✓ 

10. I am willing to learn new things. ✓   

Easy to 

Adapt 

11. I act speedily and easily to uncertain change.  ✓  
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Categories Sub- 

categories 

# Items Expert Validation 

Delete Edit Accept 

 
 
 
 
 
 

 
Talent Catalyst 

(9 Items) 

Encouraging 

Others 

1. I motivate others to exceed their expectations.   ✓ 

 

Inclusivity of 

Employees 

2. I involve others to build on joint expertise and 

experience. 

 ✓  

3. I am open to learn from other perspectives.   ✓ 

Enabling 

Others 

4. I leverage expertise and talents by empowering 

others. 

 ✓  

 

Serving 

Others 

5. I seek to provide clarity and guidance to others. ✓   

6. I offer support when needed.  ✓  

 
 

 
Patience 

7. I treat others with patience.   ✓ 

8. I take time to understand others' strengths, 

development needs, and career aspirations. 

  ✓ 

9. I create a safe environment when others make 

mistakes. 

✓   

 
 
 
 
 
 

 
Interpersonal 

( 7 items) 

Empathy 1. I am empathetic and humble with others at work.  ✓  

2. I understand others stressful demands. ✓   

 

Work in 

Teams 

3. I actively work with team members. ✓   

4. I actively foster collaboration among other team 

members. 

  ✓ 

 
Emotional 

Intelligence 

5. I adapt to others style and languages to create 

better understanding. 

 ✓  

6. I consider myself capable of assessing my 

emotions. 

 ✓  

Lead by 

Example 

7. I consider the broader impact of my actions on 

others. 

 ✓  

 
 
 
 
 
 
 
 

 
Intrapersonal 

(9 items) 

 
Creativity 

1. I accept and encourage new ways of doing things.  ✓  

2. I seek to provide out-of-the-box ideas.   ✓ 

 

Bias to 

Action 

3. I constructively confront difficult situations without 

avoidance. 

 ✓ ✓ 

4. I am consistent with words and actions.  ✓ ✓ 

 
Innovative 

5. I seek innovative solutions before concluding.   ✓ 

6. I constantly seek improvement.   ✓ 

7. I step out of my comfort zone.   ✓ 

 
Selfless 

8. I balance between personal growth goals and 

organisation well fair. 

  ✓ 
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Categories Sub- 

categories 

# Items Expert Validation 

Delete Edit Accept 

  9. I act socially responsible towards others.   ✓ 

 
 
 
 
 

 
Entrepreneurial 

( 6 items) 

 
Charisma 

1. I seek to inspire others.   ✓ 

 
Visionary 

2. I drive results in favour of organisation-wide 

success. 

✓   

3. I seek opportunities that benefit the organisation 

as a whole. 

 ✓  

 
Initiator 

4. I take the initiative to achieve goals even under 

tough conditions. 

  ✓ 

5. I consider myself proactive when making 

decisions. 

  ✓ 

Business 

acumen 

6. I know how to understand various business 

situations. 

  ✓ 

Source: Developed by Researcher based on the content validity feedback of the experts 

 

5.3.4 Pretesting and Pilot Testing 

 
After the expert review stage, a pilot study needed to be done; however, a more significant sample was 

required to ensure the reliability and validity of the developed scale. Thus, an initial investigation was 

conducted to collect data for testing the MLP-developed scale. It was shown to measure the 

reliability, validity, Exploratory Factor Analysis (EFA) and Confirmatory Factor Analysis (CFA). The initial 

measurement testing was administrated and collected online from 238 respondents (N=238). Below 

are the findings after assessing EFA, Reliability and Validity on SPSS V. 29 and confirming the second - 

order factor structure (CFA) of the model, using AMOS 28.0 
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5.3.5 Factor Analysis 

 
5.3.5.1 Exploratory Factor Analysis 

 
When conducting EFA, it is vital to consider two issues: the sample size adequacy and the 

appropriateness of the data to be eligible to run EFA. Accordingly, a minimum sample size was followed to 

ensure the suitability to run validity of a developed scale following Gorsuch recommendation of (1:5) per 

question (5*35), concluding with a minimum of (N=175) (Gorsuch, 1990); accordingly, the 

researcher aimed at gathering more than 200 responses, additionally testing statistically the sample 

size adequacy using “Bartlett's test of sphericity”. Pallant recommends that the coefficient be 

statistically significant at p < 0.05 (Pallant, 2016). Also, it is vital to check for the appropriateness of data 

using the Kaiser-Meyer-Olkin Measure (KMO) should be > 0.6 (Pallant, 2016). Accordingly, the KMO and 

Bartlett's test was run on a sample of 238 on a developed MLP scale consisting of 35 items. The results 

of these tests in Table (8) seemed acceptable within the aforementioned thresholds, and the scale is now 

ready to undergo further EFA analysis. 

 
Table 8: KMO and Bartlett's Test 

 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) 0.910 

Bartlett's test of sphericity P <0.001 

Source: Researcher 
 

 

After assessing the data's suitability for analysis, an Exploratory Factor Analysis is employed for 

multifaceted purposes, extending beyond the mere revelation of the underlying structure of the 

variables. It is performed to identify the number of factors that conform, make up a variable and extract the 

ones that do not. Consequently, Principal Component Analysis (PCA) is employed as the preferred extraction 

method, a widely acknowledged technique for evaluating the unidimensionality of a proposed scale 

(Tabachnick & Fidell, 2019). Furthermore, in this investigation, a predetermined number of five factors 

are chosen for extraction based on the initial number of MLP sub-dimensions. Following 

determining the appropriate number of factors for extraction, the researcher undertakes factor rotation, 

opting for the Varimax technique. Varimax, characterised as an orthogonal rotation method, is 

recommended and frequently utilised for factor extraction within this context (Tabachnick & Fidell, 

2019). 
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The results supported the proposed theoretical structure of MLP, where the rotated component 

matrix indicates that the items load strongly on the five dimensions. Thus, the results of the EFA 

indicated the existence of 5 dimensions of MLP, where the factors loaded strongly on the component 

(1) Agility, (2) Talent Catalyst, (3) Interpersonal, (4) Intrapersonal, (5)Entrepreneurial. 

As shown in Table (9), the factor loadings for the items measuring Agility ranged from 0.552 to 

0.844. Additionally, the factor loadings for the items measuring Talent Catalyst were 0.600 to 0.807, 

while Interpersonal ranged from 0.691 to 0.766. Moreover, the factor loadings for the items measuring 

Intrapersonal ranged from 0.542 to 0.765, and Entrepreneurial ranged from 0.669 to 0.779. This 

exceeds the recommended threshold of 0.4 (Hair et al., 2010). However, the rest of the 16 items were 

removed due to loadings less than 0.4; others were cross-loaded and loaded on two components. As a 

result, the following items were extracted: AG1, AG5, AG6, AG7, AG8, AG9, TC6, TC7, INTER4, INTER5, INTRA1, 

INTRA6, INTRA7, INTRA8, INTRA9, EP5 (see Table 10). Therefore, the EFA outcome resulted in a final MLP 

scale with 19 items measured across five dimensions (see Table 12). 
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Table 9: Exploratory Factor Analysis 
 

Components 

Factors 1 2 3 4 5 

AG2 .522     

AG3 .813     

AG4 .844     

TC1  .627    

TC2  .600    

TC3  .807    

TC4  .731    

TC5  .770    

INTER1   .766   

INTER2   .690   

INTER3   .691   

INTRA2    .573  

INTRA3    .765  

INTRA4    .542  

INTRA5    .607  

EP1     .669 

EP2     .791 

EP3     .749 

EP4     .736 

Extraction Method: Principal Component Analysis. 

Rotation Method: Varimax with Kaiser Normalization. 

 

 
Source: SPSS V29 output conducted by Researcher 

 
Note(s): “AG” (Agility), “TC” (Talent Catalyst), “INTER” (Interpersonal), “INTRA” 

(Intrapersonal) and “EP” (Entrepreneurial) 
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Table 10: EFA Deleted items 
 

Item Reason for Deletion 

AG1 I value the diverse viewpoints and backgrounds of others. Loading on two components 

AG5 I continuously provide solutions to problems. Loading below 0.4 

AG6 I minimise bureaucracy as much as I can. Loading below 0.4 

AG7 I accommodate other's needs. Cross-loading on other components 

AG8 I make continuous learning a priority. Loading on two components 

AG9 I easily adapt to uncertain change. Cross-loading on other components 

TC6 I treat others with patience. Loading on two components 

TC7 I take time to understand others' development and learning curves. Loading below 0.4 

INTER4 I consider myself capable of controlling my emotions. Cross-loading on other components 

INTER5 I consider myself a role model for others. Loading on two components 

INTRA1 I challenge the status quo. Cross-loading on other components 

INTRA6 I constantly seek improvement. Loading on two components 

INTRA7 I step out of my comfort zone. Cross-loading on other components 

INTRA8 I balance between personal growth goals and organisation well fair. Cross-loading on other components 

INTRA9 I act socially responsible towards others. Cross-loading on other components 

EP5 I know how to understand various business situations. Cross-loading on other components 

Source: SPSS V29 output conducted by Researcher 
 

Note(s): “AG” (Agility), “TC” (Talent Catalyst), “INTER” (Interpersonal), “INTRA” (Intrapersonal) and “EP” 

(Entrepreneurial) 

 

5.3.5.2 Confirmatory Factor Analysis 

 
Using EFA at the beginning is crucial to explore and identify potential factors during the early stages of 

scale development. However, the next step is to confirm the factor structure of the developed scale to test 

the data to see if they fit the hypothesised factor structure (Brown, 2015). The CFA was run on the developed 

high-order MLP scale measurement model on the initial study sample (N=238). The model showed an 

acceptable level of fit in accordance with Hair et al. (2010) and Hu. & Bentler (1999) ; thus x2/df = 1.941, 

where accepted threshold for a good fit is < 2, CFI=0.928, IFI= 0.929 and TLI=0.914 with a minimum 

accepted threshold of >0.90, while RMSEA= 0.063, RMR= 0.030 with accepted thresholds of 

<0.080 and RMR with good fit <0.05. 

In conclusion, the measurement model could have been improved; however, deleting additional 

items could have compromised the scale's internal consistency and the requisite item-to-variable ratio, 

adhering to established psychometric principles (Nunnally & Bernstein, 1994). Also, some researchers 

advise being cautious when considering modifications of the measurement model, with extensive 

changes or re-specifications not advisable (Hair et al., 2010; Tabachnick & Fidell, 2019). Thus, 
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reaching acceptable fit indices for the second-order scale was sufficient to proceed with PLS-SEM, 

obviating the need to delete additional items for model fit improvement. To conclude, the CFA, the final MLP 

model that consisted of 19 items (see Table 12), showed an adequate accepted fit, as 

demonstrated in Table 11 (see Appendix F). 

 
Table 11: CFA-Model Fit Indices 

 

X2 DF X2/DF CFI IFI TLI RMSEA RMR 

275.640 142 1.941 0.928 0.929 0.914 0.063 0.030 

X2–Chi-square; DF degree of freedom, CFI–Comparative Fit Index, IFI- Incremental Fit Index, TLI–Tucker Lewis Index; 

RMSEA–Root Mean Square Error of Approximation; RMR–Root Mean Square Residual; 

 
 

Table 12: Final MLP scale items 
 

Dimensions Items Source 

 

 
Agility 

AG2 I am committed to attracting and developing diverse talent.  
 
 
 
 
 
 

 
Developed by the 

Researcher from 

the interview 

outcomes 

AG3 I actively seek opportunities to improve my digital skills. 

AG4 I encourage the use digital tools to improve performance. 

 

 
Talent Catalyst 

TC1 I motivate others to exceed their expectations. 

TC2 I allow others to build on joint expertise and experience. 

TC3 I am open to learn from other perspectives. 

TC4 I leverage expertise by empowering others. 

TC5 I offer support and guidance when needed. 

 
Interpersonal 

INTER 1 I am empathetic with others at work. 

INTER2 I actively foster collaboration among other team members. 

INTER3 I adapt to others emotions to create better understanding. 

 
Intrapersonal 

INTRA2 I seek to provide out-of-the-box ideas. 

INTRA3 I constructively confront difficult situations without avoidance. 

INTRA4 I insist that my actions reflect what I say. 

INTRA5 I seek innovative solutions before concluding. 

 
Entrepreneurial 

EP1 I seek to inspire others. 

EP2 I seek future opportunities that benefit the organisation as a whole. 

EP3 I take the initiative to achieve goals even under tough conditions. 

EP4 I consider myself proactive when making decisions. 

 

 
5.3.6 Validity and Reliability of the MLP Scale 

 
A crucial step in scale development is to ensure scale internal consistency; this can be done 

through validating the scale and measuring scale reliability. Thus, SPSS V.29 was used to measure 

scale reliability using the Cronbach’s alpha coefficient measuring the items' dependent ability in 

measuring the scale; accordingly, all scales were found reliable with an alpha above 0.7, meeting the 

minimum required threshold (Hair et al., 2010) (See Table 13).  
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Moreover, the next step was statistically validating the scale, including convergent and discriminant 

validity. Firstly, the convergent validity was assessed by assessing the AVE values above 0.50; thus, all 

scale items converged on others, where all values were above the accepted threshold of 0.5 (Fornell & 

Larcker, 1981) (See Table 13). Secondly, measuring discriminant validity; if the square root of the 

Average Variance Extracted (AVE) for each latent variable is more significant than any of the bivariate 

correlations involving the latent variables in question, then the measurement model in question is 

typically thought to have sufficient discriminant validity as defined by Fornel and Larcker in 1981. 

Consequently, all five MLP sub-dimensions were deemed to exhibit discriminant validity, as each 

demonstrated a higher squared AVE compared to its internal correlation with each of the other sub - 

dimensions (see Table 13). In conclusion, MLP scales are seen to be validated and reliable to be used to 

test the primary study research model (will be discussed in Chapter 6). 

 
Table 13: Convergent, Discriminant Validity and Reliability of MLP Developed Scale 

 

Variables AG TC INTER INTRA EP 

AG 1     

TC .511 1    

INTER .398 .562 1   

INTRA .419 .471 .477 1  

EP .389 .492 .494 .624 1 

AVE 0.672 0.637 0.640 0.545 0.670 

SQ.AVE 0.820 0.798 0.800 0.738 0.818 

 0.751 0.857 0.718 0.719 0.833 

Note(s): “AG” (Agility), “TC” (Talent Catalyst), “INTER” (Interpersonal), “INTRA” (Intrapersonal), “EP” (Entrepreneurial), 

“AVE” (Average Variance Extracted), “SQ.AVE” (Squared Average Variance Extracted) and “” (Cronbach Alpha) 

5.3.7 Operationalization of the Existing Scales of Study Constructs 

 
In determining the remaining measurements, a preliminary literature review was done. As a result, 

the literature review provided appropriate measures for the three remaining variables. Thus, the existing 

scales have been adapted to fit this study by measuring the three variables: Emotional Intelligence (EI), 

Talent Management (TM) and Social Media Use (SMU). On the long side, the MLP developed scale; the 

end users pretested all the scales to ensure that all items were clearly understood, and, accordingly, 

some adjustments were made based on the respondents' feedback. The rest of the existing scales used 

were borrowed from the literature; the Emotional Intelligence scale by Wong and Law (2004) measured 

using 16 items across four sub-dimensions, namely Self Emotion Appraisal (SEA), Others Emotion 

Appraisal (OEA), Use of Emotion (UOE) and Regulation of Emotions (ROE). The Talent Management 
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Practices scale consisted of 26 items across four sub-dimensions: Identifying Critical Positions (ICP); 

Competence Training (CT); Development (DEV), adapted from Chen (2012) and Jayaraman et al. 

(2018) and Reward Management, adapted from Hung (2013) and Jayaraman et al. (2018). Finally, the Social 

Media Use scale was measured using two sub-dimensions: Social Media for Social Use (SMS) and 

Social Media for Cognitive Use (SMC), adapted from Ali-Hassan et al. (2015) ;for the scale items used (see 

Appendix C). 

 
5.4 Chapter Summary 

 
This chapter elucidates the systematic procedures employed to craft a new measurement scale for 

assessing the five proposed dimensions constituting the MLP construct. This section offered a thorough 

explication of the rationale underpinning the creation of this innovative scale. Furthermore, it delineated  the 

steps taken to generate novel scale items, which were informed by the insights and outcomes of the 

qualitative interviews. In addition, an overview of a pilot study conducted through an online survey was 

provided in this section. The pilot study aimed to enhance the quality of the items on the newly 

developed scale and assess the reliability and validity of other measurement instruments employed in 

the study. Finally, the MLP-developed scale started with 42 items, and throughout the process, it was 

reduced to 19. 
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Chapter Six: Quantitative -Data Analysis and Results 

 
6.1 Introduction 

 
After developing and validating the scale, this chapter pertains to running a pilot test and then 

analysing and presenting the empirical results of study two. The quantitative data were collected using online 

surveys on Google Forms, where 413 complete surveys were gathered. The quantitative analysis uses 

SPSS V29 and Structure Equation Modelling (SEM) via SMART PLS4. It discusses the quantitative data 

analysis that presents the data analysis, including the descriptive analysis (outliers, normality, 

frequencies, etc.). Next, the sample profile is presented. Subsequently, the measurement model is 

assessed using reliability analysis and validity analysis, following the Structural Equation Modelling 

(SEM), the hypothesis and the relationships between the variables. Also, the chapter concludes by 

measuring the model fit and explanatory power of the model. 

6.2 Pilot Testing 

 
After validating the MLP-developed scale (Refer to Chapter 5), the whole questionnaire had to be 

pilot-tested. Thus, before the final study distribution, the remaining variables were tested for reliability, 

which included all the existing scales borrowed from the literature to ensure the consistency of the 

items in measuring the variables. Thus, a sample of 80 responses was gathered and tested  for 

reliability using the Cronbach’s alpha coefficient on SPSS V.29. All the sub-dimensions of the 

independent variables were found reliable, where Cronbach’s alpha is above the threshold of 0.70. 

Except Others Emotion Appraisal (OEA) Cronbach’s alpha reliability was 0.687; however, checking 

"scale if item deleted"; item OEA3 "I am sensitive to the feelings and emotions of others" seemed to be 

affecting the variables consistency, so if it is deleted, then the scale will yield reliability of 0.713, which 

will meet the minimum accepted threshold (Creswell, 2012), holding to the fact that during the early 

stage of the survey distribution this particular statement was confusing to some of the  target population; 

besides, it was commented negatively upon during the pretesting phase. However, at the time, the 

pretest time of the author decided to take a more conservative action not to delete them so as not to 

interfere with a pre-validated existing scale. However, when the reliability results showed OEA3 lowering the 

internal consistency of the variable, OEA3 was deleted before the final survey distribution. A 

summary of Reliability Analysis is presented in Table 14. 
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Table 14: Cronbach’s Reliability for pilot testing using SPSS V. 29 
 

Variable SEA OEA UOE ROE ICP CT DEV RM SMS SMC 

Cronbach 

Alpha  

0.808 0.687 0.817 0.806 0.823 0.809 0.760 0.845 0.901 0.879 

Note(s): "SEA" (Self-Emotion Appraisal), "OEA" (Others Emotion Appraisal), "UOE" (Use of Emotions), "ROE" 

(Regulation of Emotions), "ICP" (Identifying Critical Positions), "CT" (Competence Training), "DEV" 

(Development), "RM" (Reward Management), "SMC" (Social Media Cognitive Use), "SMS" (Social Media 

Social Use). 

 

6.3 Data Collection and Preliminary Data Analysis 

 

Data were collected through a cross-sectional survey of Egyptian employees working in 

multinational companies. The study consisted of 413 millennial employees born between 1981 and 

2000 (Abhicharttibutra et al., 2023; Hannah Murphy et al., 2021; Yang et al., 2023); therefore, their age 

was between 23 and 42 years when collecting the data. The surveys collected were distributed using 

non-probability convenience sampling, followed by snowball and criterion sampling methodology. The 

screening criteria of the sample were to be born between 1981-2000 and to be working in a 

multinational company; for example, "Do you work in a multinational company?" The data were 

collected through an online survey using Google Forms and distributed through (LinkedIn, WhatsApp, 

Facebook, emails and referrals). Thus, 413 valid responses were gathered, and before starting the 

analysis, the dataset was subjected to a comprehensive preliminary cleaning process using SPSS V.29. 

Following the cleaning phase, specific tests were run, such as missing data, maximum minimum 

values, suspicious response patterns (i.e. straight lining), normality, common method bias and potential 

outliers. The results of the cleaning tests revealed that there were no missing data. The data were 

normally distributed per the accepted thresholds of Skewness and Kurtosis as presented in (Table  16) 

and Histogram, QQ-plots and Box-Plots. Skewness and Kurtosis confirm that data were normally 

distributed as Skewness and Kurtosis values fell within the recommended limits of Skewness between - 

/+2 (Hair et al., 2021), and Kurtosis is accepted from a range of -/+7 (Curran et al., 1996). 

Harman's single-component analysis is one of the most prominent approaches for establishing if 

common method variance exists (Podsakoff et al., 2003). Harman's single-factor test was used in this 

context as a consequence of the study, showing that it explained 22.338 percent of the total variance. 

These findings revealed less than the declared 50% criterion (Podsakoff & Organ, 1986). According to 

the preliminary cleaning analysis results, CMB does not pose an issue in the current circumstances. 

However, three respondents were dropped based on the outlier analysis that was presented through the 

scatter plots computed for each variable, which shows that there were observations that were 
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distinctively different from the other observations (Sarstedt & Mooi, 2014), which resulted in having a 

final data set of a clean 410 responses to begin the Structural Equation Modelling (SEM) analysis 

using SMART-PLS4. 

Consequently, this study finally utilised 410 responses with the following demographic 

characteristics. As mentioned, the analysis was gathered from many employees working across 

different multinational companies from various industries operating in Egypt. Most of the respondents 

were males, accounting for 60.7%, between the ages of 30 and 36. The marital status of the sample 

was nearly equal between single and married, equating to 48.5% and 49.3%, respectively. The level of 

education anchors were only considered higher education level with a Bachelor's Degree, which suffices as 

the minimum level of education requirement to be eligible to work in multinational organisations in 

Egypt. Hence, the majority of the sample had a Bachelor's Degree, equivalent to 69.5%, and a Master's 

Degree, which was 28.5%. 

Moreover, most of the sample had 1-5 years of experience, which shows the importance of our 

study focusing on early-career millennials' leadership potential. Based on the former, the respondents' 

job level were mainly between junior to first-line manager level, 28.5% to 34%, which again highlights 

the managerial relevance of this study to focusing on the right talents who are on their path of career 

progression. Finally, the sample was dispersed across different departments, which adds to the 

generalisability of the study. For a comprehensive overview of the sample characteristics, refer to (Table 

15). 
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Table 15: Demographic Characteristics 
 

Characteristics (N) (%) 

Gender   

Male 249 60.7 

Female 161 39.3 

Total 410 100 

Age   

23-29 149 36.3 

30–36 172 42 

37-42 89 21.7 

Total 410 100 

Marital Status   

Single 199 48.5 

Married 202 49.3 

Divorced 7 1.7 

Widowed 2 0.5 

Total 410 100 

Number of Children   

none 244 59.5 

one 76 18.5 

two 67 16.3 

more than two 23 5.6 

Total 410 100 

Education   

Bachelor Degree (BSc) 285 69.5 

Master Degree (MBA/MSc) 117 28.5 

Doctorate Degree (DBA/PhD) 8 2 

Total 410 100 

Years Of Experience   

1 to 5 years 134 32.7 

6 to 10 years 115 28 

11 to 15 years 89 21.7 

More than 15 years 72 17.6 

Total 410 100 

Job Level   

Entry-Level 26 6.3 

Junior or Associate Level 117 28.5 

First-Line Manager 140 34.1 

Senior Manager 81 19.8 

Director 20 4.9 

Other 26 6.3 

Total 410 100 

Department   

Marketing 65 15.9 

Finance 32 7.8 

Production/Operation 35 8.5 

Sales 75 18.3 

IT 29 7.1 

Risk 3 .7 

Logistics/Supply chain 27 6.6 

Warehousing 1 .2 

Research & Development 19 4.6 

Legal 3 .7 

Business Analytics 18 4.4 

Human Resources 31 7.6 



124  

Characteristics (N) (%) 

Other 72 17.6 

Total 410 100 

Origin Of The Company   

British 73 17.8 

American 56 13.7 

Chinese 5 1.2 

Indian 2 .5 

European 109 26.5 

Middle Eastern 149 36.3 

Other 16 3.9 

Total 410 100 

City of Residence   

Cairo 232 56.6 

Giza 138 33.7 

Alexandria 40 9.8 

Total 410 100 

 
6.4 Data Analysis using SPSS 29 and SMART-PLS 4 

 
Data Analysis SPSS 29 PROCESS and SMART-PLS 4.0 were used as statistical tools in this study to 

assess the data through Partial Least Square Modeling (PLS−SEM). PLS−SEM is recommended to 

analyse the data due to the high construct formative measures in the research model. Moreover, PLS- 

SEM has a significant advantage in managing small sample numbers and complicated models, without 

requiring stringent assumptions about the underlying data distributions (Hair et al., 2021). Also, 

employing PLS-SEM in this study is well-supported in the management research (Gudergan et al., 

2008). Thus, utilising the PLS-SEM model using SMART-PLS4 includes a twofold process (Hair et al., 

2010): first, to ensure that the measurement models are tested to confirm reliability and Validity, 

next, running the structural model for hypothesis trying through bootstrapping after the measurement 

models have been validated. The rationale is that we must first validate the measurement model before 

testing the structural theory because the structural theory cannot be validated if the measurements are 

unreliable or invalid (Hair et al., 2021). 

6.4.1 Measurement Model Analysis 

 
The evaluation of the measurement model is used to assess the quality of the constructs in the 

study. One of the prerequisites for the structural model analysis is to have a good factor loading, 

convergent and discriminant validity and composite reliability of the measurement model. Thus, the 

measurement model analysis below is run to ensure the quality criteria of the variables. 
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6.4.1.1 Factor Loadings 

 
Factor loading reflects how effectively a particular factor represents a variable (Sarstedt & Mooi, 

2014). Following that, we check for high absolute values as they indicate a higher correlation between 

the factor and the variable. In this study, none of the items exceeded the recommended threshold 

of < 0.50 (Hair et al., 2011). Specifically, the factor loadings ranged from 0.577 to 0.890, further 

supporting the robustness of the measurement model; however, internal reliability and validity analysis 

need to be considered. An overview of Factor Loadings is presented in (Table 16). 

6.4.1.2 Indicator Multicollinearity 

 
Variance Inflation Factor (VIF) values assess collinearity between the indicators and the variables. 

According to Hair, VIF values in predictor constructs should be less than 5, preferably less than 3, to 

guarantee that collinearity does not significantly influence the structural model (Hair et al., 2021).  Table 

15 presents the VIF values for the indicators in the study and reveals that the VIF for each indicator is 

below < 5, the recommended threshold. 

6.4.1.3 Reliability Analysis 

 

Consistency is the core of reliability. Thus, Cronbach’s Alpha () and Composite Reliability (CR) 

are the two most often used tests for determining reliability. Table 16 displays the results for both 

Cronbach’s Alpha and Composite Reliability. Cronbach's Alpha values varied from 0.728 to 0.896, 

while Composite Reliability values ranged from 0.833 to 0.923, which shows that all constructs have an 

acceptable reliability value greater than 0.70 (Hair et al., 2021). As a result, measurement reliability 

is established. 

6.4.1.4 Validity Analysis 

 
6.4.1.4.1 Convergent Validity 

 
Convergent Validity refers to how well a measure relates to other measurements of the same 

construct. As a result, items that are indicators of a particular reflective construct should converge or 

share a substantial proportion of variance (Hair et al., 2021). This is measured through the Average 

Variance Extracted (AVE) criterion, where its value should be greater than or equal to 0.50 (Hair et 

al., 2021). In this study, the AVE for RM was 0.495, below the accepted threshold <0.50; consequently 
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item RM9 was deleted, "My company provides medical aid, retirement, and pension benefits", 

resulting in an improved AVE of 0.522. As depicted in (Table 16), all variables are now above the 

thresholds referred to, namely AVEs in the range [0.522-0.750]. 

 
Table 16: Measurement Model Analysis 

 

Items Loadings VIF Skewness Kurtosis 
Cronbach's 

Alpha 
CR AVE 

Self-Emotion Appraisal     0.730 0.833 0.558 

SEA1 0.803 1.504 0.850 -0.544    

SEA2 0.806 1.837 1.770 -0.892    

SEA3 0.763 1.773 1.261 -0.784    

SEA4 0.594 1.135 0.022 -0.592    

Others Emotion Appraisal     0.728 0.845 0.646 

OEA1 0.816 1.364 0.933 -0.711    

OEA2 0.834 1.609 0.671 -0.759    

OEA3 0.758 1.435 0.820 -0.622    

Use of Emotions     0.808 0.873 0.633 

UOE1 0.757 1.558 0.052 -0.678    

UOE2 0.811 1.562 0.184 -0.752    

UOE3 0.814 1.805 0.113 -0.700    

UOE4 0.798 1.750 0.126 -0.682    

Regulation of Emotions     0.808 0.874 0.636 

ROE1 0.791 1.557 0.083 -0.643    

ROE2 0.824 1.994 -0.270 -0.434    

ROE3 0.701 1.434 -0.683 -0.295    

ROE4 0.866 2.223 -0.054 -0.490    

Identifying Critical Position     0.865 0.908 0.711 

ICP1 0.835 1.976 -0.012 -0.489    

ICP2 0.855 2.209 -0.595 -0.412    

ICP3 0.829 2.162 -0.217 -0.348    

ICP4 0.855 2.239 -0.114 -0.433    

Competence Training     0.857 0.893 0.586 

CT1 0.778 2.054 -0.414 -0.322    

CT2 0.798 2.171 -0.686 -0.199    

CT3 0.738 1.789 -0.566 -0.139    

CT4 0.577 1.294 -0.660 -0.209    

CT5 0.835 2.167 -0.445 -0.208    

CT6 0.836 2.086 -0.189 -0.479    

Development     0.859 0.898 0.639 

DEV1 0.720 1.566 -0.776 -0.345    

DEV2 0.829 1.941 -0.608 -0.143    

DEV3 0.841 2.433 -0.595 -0.148    

DEV4 0.801 2.185 -0.568 0.107    

DEV5 0.802 1.797 -0.613 -0.212    

Reward Management     0.884 0.907 0.522 

RM1 0.726 1.865 -0.842 -0.385    

RM2 0.767 2.113 -0.526 -0.558    

RM3 0.825 2.504 -0.390 -0.484    

RM4 0.827 2.496 -0.464 -0.308    

RM5 0.689 1.700 -0.038 -0.645    

RM6 0.578 1.537 -0.795 -0.266    

RM7 0.726 1.875 -0.776 -0.258    

RM8 0.696 1.745 -0.478 -0.401    
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Items Loadings VIF Skewness Kurtosis 
Cronbach's 

Alpha 
CR AVE 

RM10 0.633 1.475 -0.687 -0.310    

Social Media for Cognitive Use     0.896 0.921 0.699 

SMC1 0.834 1.878 -0.710 -0.225    

SMC2 0.868 2.519 -0.737 0.054    

SMC3 0.837 3.063 -0.809 0.228    

SMC4 0.819 2.991 -0.847 0.152    

SMC5 0.820 2.330 -0.789 -0.077    

Social Media for Social Use     0.890 0.923 0.750 

SMS1 0.869 2.526 -0.835 -0.073    

SMS2 0.876 2.781 -0.794 -0.006    

SMS3 0.887 2.686 -0.704 -0.096    

SMS4 0.833 2.403 -0.728 -0.105    

Agility     0.769 0.867 0.685 

AG2 0.780 1.332 0.444 -0.745    

AG3 0.836 1.877 -0.283 -0.736    

AG4 0.865 1.988 0.053 -0.867    

Talent Catalyst     0.853 0.894 0.628 

TC1 0.812 1.846 0.360 -0.812    

TC2 0.822 1.958 -0.633 -0.576    

TC3 0.785 1.817 0.640 -1.152    

TC4 0.776 1.785 -0.480 -0.642    

TC5 0.767 1.765 0.705 -1.290    

Interpersonal     0.768 0.866 0.683 

INTER1 0.814 1.521 -0.256 -0.600    

INTER2 0.858 1.648 -0.841 -0.516    

INTER3 0.806 1.548 -0.270 -0.515    

Intrapersonal     0.737 0.836 0.560 

INTRA2 0.775 1.588 -0.702 -0.374    

INTRA3 0.713 1.362 -0.151 -0.418    

INTRA4 0.730 1.366 -0.505 -0.597    

INTRA5 0.774 1.568 -0.529 -0.372    

Entrepreneurial     0.834 0.889 0.668 

EP1 0.788 1.644 -0.169 -0.616    

EP2 0.842 1.917 -0.149 -0.619    

EP3 0.840 1.936 -0.724 -0.519    

EP4 0.796 1.821 -0.075 -0.553    

Note(s): "SEA" (Self-Emotion Appraisal), "OEA" (Others Emotion Appraisal), "UOE" (Use of Emotions), "ROE" (Regulation 

of Emotions), "ICP" (Identifying Critical Positions), "CT" (Competence Training), "DEV" (Development), "RM" (Reward 

Management), "SMC" (Social Media Cognitive Use), "SMS" (Social Media Social Use), "AG" (Agility), "TC" (Talent 

Catalyst), "INTER" (Interpersonal), "INTRA" (Intrapersonal), "EP" (Entrepreneurial), "AVE" (Average Variance 

Extracted, "VIF" (Variance Inflation Factor) and "CR" ( Composite Reliability) 

 

 

6.4.1.4.2 Discriminant Validity 

 
Discriminant Validity is assessed using the Fornell–Larcker Criterion and Heterotrait–Monotrait 

Ratio (HTMT) methods. 
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6.4.1.4.2.1 Fornell and Larcker 

 
According to Fornell-Larcker criteria, Discriminant Validity is proven when the square root of AVE 

for the variable is larger than its intercorrelation with all other variables (Fornell & Larcker, 1981). In 

this study, all variables have proven to be discriminant from each other. Refer to Table 17, where the 

square root of AVE is reflected (in bold and italics) for all the variables; they are more potent than their 

correlations with other variables, giving substantial support for creating Discriminant Validity. 

Table 17: Discriminant Validity using Fornell–Larcker's Criterion 
 

 AG CT DEV EP ICP INTER INTRA OEA RM ROE SEA SMC SMS TC UOE 

AG 0.828               

CT 0.330 0.766              

DEV 0.336 0.701 0.800             

EP 0.498 0.221 0.281 0.817            

ICP 0.338 0.676 0.712 0.231 0.843           

INTER 0.463 0.222 0.249 0.559 0.330 0.826          

INTRA 0.543 0.266 0.280 0.676 0.299 0.563 0.748         

OEA 0.258 0.129 0.130 0.218 0.157 0.201 0.250 0.804        

RM 0.356 0.592 0.676 0.239 0.730 0.301 0.313 0.111 0.723       

ROE 0.281 0.312 0.313 0.219 0.290 0.224 0.254 0.130 0.321 0.798      

SEA 0.296 0.174 0.170 0.282 0.207 0.216 0.335 0.187 0.256 0.340 0.747     

SMC 0.193 0.264 0.251 0.233 0.180 0.115 0.143 0.079 0.241 0.160 0.095 0.836    

SMS 0.200 0.225 0.264 0.222 0.223 0.205 0.169 0.071 0.261 0.210 0.141 0.681 0.866   

TC 0.565 0.271 0.286 0.640 0.296 0.647 0.629 0.220 0.293 0.236 0.254 0.116 0.130 0.793  

UOE 0.316 0.186 0.214 0.421 0.193 0.220 0.430 0.152 0.218 0.268 0.338 0.113 0.209 0.252 0.795 

Note(s): "SEA" (Self-Emotion Appraisal), "OEA" (Others Emotion Appraisal), "UOE" (Use of Emotions), "ROE" (Regulation of 

Emotions), "ICP" (Identifying Critical Positions), "CT" (Competence Training), "DEV" (Development), "RM" (Reward 

Management), "SMC" (Social Media Cognitive Use), "SMS" (Social Media Social Use), "AG" (Agility), "TC" (Talent Catalyst), 

"INTER" (Interpersonal), "INTRA" (Intrapersonal), "EP" (Entrepreneurial) and Bold and Italics represent the square roots of the 

AVEs for each construct. 

 

 

6.4.1.4.2.2 Heterotrait–Monotrait Ratio (HTMT) 

 
HTMT is the average of all correlations of indicators across variables  measuring distinct 

variables compared to the average correlations of indicators measuring the same variables (Henseler et al., 

2015). Based on previous research, Henseler, Ringle and Sarstedt (2015) propose a threshold value 

of 0.90, if the path model comprises conceptually similar variables. In this study, all variables were 

below the aforementioned threshold; thus, HTMT values were less than 0.90, confirming 

Discriminant Validity (see Table 18). 
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Table 18: Discriminant Validity using HTMT Ratio 
 

 AG CT DEV EP ICP INTER INTRA OEA RM ROE SEA SMC SMS TC UOE 

AG                

CT 0.395               

DEV 0.408 0.819              

EP 0.618 0.247 0.323             

ICP 0.410 0.781 0.827 0.269            

INTER 0.599 0.269 0.297 0.701 0.402           

INTRA 0.717 0.326 0.347 0.859 0.373 0.746          

OEA 0.334 0.155 0.161 0.277 0.197 0.270 0.335         

RM 0.416 0.682 0.773 0.265 0.831 0.359 0.382 0.155        

ROE 0.351 0.375 0.377 0.267 0.344 0.280 0.325 0.176 0.391       

SEA 0.382 0.227 0.210 0.360 0.258 0.277 0.453 0.255 0.316 0.430      

SMC 0.219 0.302 0.291 0.252 0.206 0.120 0.170 0.092 0.265 0.188 0.117     

SMS 0.239 0.264 0.307 0.252 0.256 0.245 0.205 0.096 0.296 0.249 0.169 0.756    

TC 0.688 0.298 0.319 0.751 0.340 0.801 0.791 0.273 0.325 0.282 0.310 0.117 0.142   

UOE 0.399 0.223 0.250 0.502 0.232 0.273 0.546 0.185 0.257 0.330 0.432 0.138 0.254 0.293  

Note(s): "SEA" (Self-Emotion Appraisal), "OEA" (Others Emotion Appraisal), "UOE" (Use of Emotions), "ROE" (Regulation 

of Emotions), "ICP" (Identifying Critical Positions), "CT" (Competence Training), "DEV" (Development), "RM" (Reward 

Management), "SMC" (Social Media Cognitive Use), "SMS" (Social Media Social Use), "AG" (Agility), "TC" (Talent 

Catalyst), "INTER" (Interpersonal), "INTRA" (Intrapersonal) and "EP" (Entrepreneurial). 

 

 

6.4.1.5 Validating Higher Order Constructs 

 
EI, TM, SMU and MLP are higher-order constructs (HOCs) based on 15 lower-order constructs 

(LOCs). To validate the higher-order constructs, we must understand the dimensionality of the variables; 

accordingly, two additional measurement models need to be considered for which the evaluation criteria 

apply: (1) The measurement models of the lower-order components and (2) the measurement model of the 

higher-order construct as a whole, represented by the relationships between the higher -order 

component and its lower-order components (Sarstedt et al., 2019). However, determining the suitable 

measurement model remains a topic of extensive discussion across diverse fields and lacks a definitive 

resolution. As stated by Hair, "There is no definite answer to this question since constructs are not 

inherently reflective or formative. Instead, the specification depends on the construct conceptualisation and 

the study's objective" (Hair et al., 2021). Thus, we presume that the items (indicators) comprising 

the LOCs are interchangeable and consistently measure the underlying variables, allowing for considering 

these LOCs as reflective measures in our study. However, it is essential to note that the relationship 

between LOCs and HOCs varies. For instance, in the case of MLP and EI, they are conceptualised 

such that all their LOCs collectively form the variables, complementing each other to 
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shape our understanding of these constructs. Conversely, for TM and SMU, the LOCs are viewed as 

reflective of the HOCs, indicating that the LOCs are outcomes or consequences of the HOCs. As a 

result, in this study, we classify EI and MLP as Reflective-Formative constructs, while TM and SMU are 

treated as Reflective-Reflective constructs. 

6.4.1.5.1 Reflective-Formative Constructs 

 
First, multicollinearity was assessed using the Variance Inflation Factor (VIF). VIF values less than or 

equal to 5 indicate no multicollinearity issues. In this study, collinearity did not pose any threat, as the 

VIF values were less than 5 (Sarstedt et al., 2019) (see Table 19). Next, the statistical significance and 

relevance of outer weights were assessed. Except for TC and INTER, the outer weights were found to be 

insignificant. Despite the insignificance of TC and INTER regarding their outer weights, both outer 

loadings were significant and above the accepted threshold of 0.5; thus, both were kept for further 

analysis (Hair et al., 2021). Finally, outer loadings were significant for each LOC forming MLP and EI 

(Sarstedt et al., 2019). Hence, the higher-order construct was validated. 

 
Table 19: HOCs-Reflective Formative Validation 

 

HOC LOCs VIF Outer Weights P values Outer loadings P Values 

 

 
EI 

SEA 1.241 0.240 0.005 0.623 0.000 

OEA 1.049 0.290 0.000 0.471 0.000 

UOE 1.172 0.498 0.000 0.749 0.000 

ROE 1.169 0.472 0.000 0.742 0.000 

 
 

 
MLP 

AG 1.573 0.555 0.000 0.862 0.000 

TC 2.384 -0.082 0.226 0.691 0.000 

INTER 1.904 0.143 0.072 0.678 0.000 

INTRA 1.914 0.326 0.000 0.786 0.000 

EP 2.202 0.281 0.005 0.796 0.000 

Note(s): "HOC" ( High Order Construct)," LOC" Lower Order Construct", "EI" (Emotional Intelligence) "SEA" (Self-Emotion 

Appraisal), "OEA" (Others Emotion Appraisal), "UOE" (Use of Emotions), "ROE" (Regulation of Emotions), "MLP" 

(Millennial Leadership Potential), "AG" (Agility), "TC" (Talent Catalyst), "INTER" (Interpersonal), "INTRA" (Intrapersonal) 

and "EP" (Entrepreneurial)," VIF" (Variance Inflation Factor) and "AVE" (Average Variance Extracted). 

 

 

6.4.1.5.2 Reflective-Reflective constructs 

 
The evaluation of the reflective measurement model of the higher-order component TM and SMU 

was assessed for loading. We find that the loadings of all the LOCs are very high, above 0.8, exceeding the 

accepted threshold of 0.5, which enables us to establish indicator reliabilities higher than 0.8 and 



131  

an AVE above 0.7 (Hair et al., 2021) (see Table 20). These results are above the minimum accepted 

thresholds. Based on the HTMT criterion and Fornell and Larcker, Discriminant Validity with TM and 

SMU has been established. 

 
Table 20: HOCs-Reflective-Reflective Validation 

 

HOCs LOCs Outer weights Outer loadings 
Cronbach 

Alpha 

Composite 

Reliability 
AVE 

 

 
TM 

ICP 0.288 0.894  

 
0.895 

 

 
0.927 

 

 
0.761 

CT 0.271 0.845 

DEV 0.286 0.884 

RM 0.302 0.866 

 
SMU 

SMC 0.481 0.895  
0.810 

 
0.912 

 
0.839 

SMS 0.609 0.936 

Note(s): "HOC" ( High Order Construct)," LOC" Lower Order Construct" "TM" (Talent Management), "ICP" (Identifying Critical Positions), "CT" (Competence 

Training), "DEV" (Development), "RM" (Reward Management)," SMU" (Social Media Use) "SMC" (Social Media Cognitive Use), "SMS" (Social Media Social Use) 

and "AVE" (Average Variance Extracted). 

 

 

6.4.1.6 Structural Model Analysis and Hypothesis Testing 

 
The next step in the analysis was to assess the hypothesised relationships, proceeding with the 

bootstrapping procedure. Results from this analysis are presented in detail (see Tables 21 and 22). The 

structural model is shown in Figures (6) and (7). 
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Figure 6: Direct Relationship using SMART-PLS4 
 

 
 

 
6.4.1.7 Hypothesis Testing for Direct Relationships 

 

Hypotheses 1 

 
The study aims to investigate the impact of EI determinants on MLP variables; EI determinants are SEA, 

OEA, UOE, and ROE. Thus, each sub-hypothesis (H1a, H1b, H1c and H1d) examines the 

relationship between EI determinants and MLP. 

H1a: SEA positively impacts MLP 

• The analysis results indicate a statistically significant relationship between SEA and MLP (β 

=0.125, t = 2.704, p =0.003). Therefore, H1a is supported. 
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H1b: OEA positively impacts MLP. 

• The analysis results indicate a statistically significant relationship between OEA and MLP (β 

=0.174, t=4.235, p =0.000). Therefore, H1b is supported. 

H1c: UOE positively impacts MLP. 

• The data analysis reveals a statistically significant impact of UOE on MLP (β = . 246 t = 

5.723, p =0.000). Therefore, H1c is supported. 

H1d: ROE positively impacts MLP. 

• The findings demonstrate a statistically significant impact of ROE on MLP (β = 0.086, t = 

1.902, p =0.029). Therefore, H1d is supported. 

Hypotheses 2 

 
The study aims to investigate the relationship of TM on MLP using four TM practices: ICP, CT, DEV and 

RM. Each hypothesis (H2a, H2b, H2c and H2d) examines the relationship between MLP and these TM 

practices. 

H2a: ICP positively predicts MLP 

• The analysis results indicate a non-significant relationship between ICP and MLP (β = 0.089, t = 

1.093p=0.137). Therefore, H2a is rejected. 

 

H2b: CT positively predicts MLP 

• The analysis results indicate a non-significant relationship between CT and MLP (β = 0.039, t = 0.649, 

p=0.285). Therefore, H2b is rejected. 

 

H2c: DEV practices positively predicts MLP 

• The findings reveal a non-significant relationship between DEV and MLP (β = 0.042, t = 0.585, 

p=0.279). Therefore, H2c is rejected. 

 

H2d: RM positively predicts MLP 

• The analysis results indicate a significant relationship between RM and MLP (β = 0.104, t = 1.648, 

p=0.050). Therefore, H2d is supported. 

Hypotheses 3 

 
The study aims to investigate the influence of SMU on MLP using two variables: SMS and SMC. 

Each sub-hypothesis (H3a and H3b) examines the influence of SMU on MLP. 
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H3a: SMS positively influences MLP 

• The analysis results indicate a non-significant relationship between SMS and MLP (β = 0.041, t = 

0.813, p=0.208). Therefore, H3a is rejected. 

 

H3b: SMC positively influences MLP 

• The findings demonstrate a non-significant impact of SMC on MLP (β = 0.060, t = 1.287, p 

=0.099). Therefore, H3b is rejected. 
 

 
Table 21: Testing Direct Relationships Result 

 

# Path Beta coefficient Standard deviation T-statistics P values Result 

H1a SEA → MLP 0.125 0.046 2.704 0.003 Supported 

H1b OEA → MLP 0.174 0.041 4.235 0.000 Supported 

H1c UOE → MLP 0.264 0.046 5.723 0.000 Supported 

H1d ROE → MLP 0.086 0.045 1.902 0.029 Supported 

H2a ICP→ MLP 0.089 0.081 1.093 0.137 Rejected 

H2b CT → MLP 0.039 0.061 0.649 0.258 Rejected 

H2c DEV → MLP 0.042 0.072 0.585 0.279 Rejected 

H2d RM→ MLP 0.104 0.061 1.648 0.050 Supported 

H3a SMS→ MLP 0.041 0.050 0.813 0.208 Rejected 

H3b SMC → MLP 0.060 0.046 1.287 0.099 Rejected 

Note(s): "SEA" (Self-Emotion Appraisal), "OEA" (Others Emotion Appraisal), "UOE" (Use of Emotions), "ROE" (Regulation of 

Emotions), "ICP" (Identifying Critical Positions), "CT" (Competence Training), "DEV" (Development), "RM" (Reward 

Management), "SMC" (Social Media Cognitive Use), "SMS" (Social Media Social Use) and "MLP" ( Millennial Leadership 

Potential). 

 

 

6.4.1.8 Hypothesis Testing for Mediation Analysis 

 

Hypothesis 4 

 
The study aims to investigate the mediation role of EI between TM and MLP. 

H4: EI mediates the relationship between TM and MLP 

 
Mediation analysis was performed to assess the mediating role of EI in mediating the relationship 

between TM and MLP. The results (see Table 22) revealed a significant indirect effect of TM on MLP (B 

= .169, t = 5.787, p=0.000). The total effect of TM on MLP was significant (B = .370, t = 7.292, 

p=0.00); with the inclusion of the mediator, the effect of TM on MLP was still significant (B = 0.160, t = 

5.716, p=0.000). This shows EI's complementary partial mediating role in the relationship between TM 

and MLP. Hence, H4 was supported 
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Hypothesis 5 

 
The study aims to investigate the mediation role of SMU between EI and MLP. 

H5: SMU mediates the relationship between EI and MLP 

 
Mediation analysis was performed to assess the mediating role of SMU in mediating the 

relationship between EI and MLP. The results (see Table 22) revealed a significant indirect effect of EI 

on MLP (B = .025, t = 2.056, p=0.020). The total effect of EI on MLP was significant (B = .443, t = 

8.940, p=0.000); with the inclusion of the mediator, the effect of EI on MLP was still significant (B = 

0.025, t = 2.056, p=0.020). This shows a complementary partial mediating role of SMU in the 

relationship between EI and MLP. Hence, H5 was supported. 

Hypothesis 6 

 
The study aims to investigate a serial between TM and MLP through EI and SMU. 

H6: EI and SMU serially mediate the relationship between TM and MLP 
 

Mediation analysis assessed the serial mediation role of EI and SMU in mediating the relationship 

between TM and MLP. The results (see Table 22) revealed a significant indirect effect of TM on MLP (B 

= .169, t = 5.787, p=0.000). The total effect of TM on MLP was significant (B = .370, t = 7.292, 

p=0.000); with the inclusion of the mediators, the effect of EI and SMU on TM and MLP was still 

significant (B = 0.09, t = 1.886, p=0.030). This shows a serial partial mediating role of EI and SMU in 

the relationship between TM and MLP. Hence, H6 was supported. 
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Figure 7: Serial Mediation using SMART-PLS4 
 

 
 

 
Table 22: Mediation Analysis using Smart PLS 4 

 

# Path 
Beta 

coefficient 

Standard 

Deviation 
T-statistics P values 

Hypothesis 

Testing 
Conclusion 

H4 TM →EI → MLP 0.160 0.028 5.716 0.000 Supported Partial Mediation 

H5 EI →SMU → MLP 0.025 0.012 2.056 0.020 Supported Partial Mediation 

H6 TM→EI→SMU → MLP 0.009 0.005 1.886 0.030 Supported 
Serial partial 

mediation 

Note(s): "TM" (Talent Management), "EI" Emotional Intelligence "SMU" (Social Media Use) and "MLP" ( Millennial 

Leadership Potential) and P values are p < 0 .05. 

 

 

In complementing the mediation analysis run on SMART-PLS, the researcher also decided to run it on 

SPSS Process Macro V-4.2 by Andrew Hayes. The summary of the results is in Table 23. The study 

assessed the mediating role of EI on the relationship between TM and MLP. The results revealed a 

significant indirect effect of the impact of TM on MLP (b= 0.154, t = 5.749), supporting H4. 

Furthermore, the direct effect of TM on MLP with the inclusion of EI mediator was also found significant 

(b = 0.244, P=0.000). Hence, EI partially mediated the relationship between TM and MLP. The 

mediation analysis summary is presented in Table 23. 
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Moreover, the mediating role of SMU in the relationship between EI and MLP was evaluated. The 

results demonstrated a significant indirect effect of the impact of SMU on MLP (b= 0.030,t = 2.464), 

supporting H5. Furthermore, the direct effect of EI on MLP in the presence of the SMU mediator was 

also found significant (b = 0.477, P=0.000). Hence, SMU partially mediated the relationship between EI and 

MLP (See Table 23). 

The study assessed the serial mediation with EI and SMU serially mediating the relationship 

between TM and MLP. The results revealed a significant indirect effect of TM on MLP through EI and 

SMU (b= 0.011, t = 1.822). Additionally, the confidence interval, with a lower limit (LLCI) of 0.004 and 

an upper limit (ULCI) of 0.024, does not include zero, further supporting the significance of this path, 

supporting H6. Furthermore, the direct effect of TM on MLP with the inclusion of the mediators was 

also found significant (b = 0.359, p = 0.000). Hence, there is partial serial mediation of EI and SMU on 

the relationship between TM and MLP (See Table 23). 

In summary, the results indicate that EI and TM directly and indirectly affect MLP. The direct effect 

suggests that EI influences MLP directly, and TM influences MLP directly. Moreover, the indirect effect, 

mediated by SMU, demonstrates that part of the influence of EI on MLP and TM on MLP is mediated 

through its impact on SMU. Also, the effect of TM on MLP can be partially mediated through the 

sequential influence of EI and SMU. These findings highlight the complex relationships among the 

variables examined and add depth to understanding how these variables are interconnected and 

contribute to the outcome variable MLP in the research context. 

 
Table 23: Serial Mediation Analysis using SPSS 29 PROCESS MODEL 

 

 
Paths 

Total 

Effect 

Direct 

Effect 

Indirect 

Effect 

95 % CI T- 

statistics 

P- 

Value 
Hypothesis 

Testing 
Conclusion  

LL 
 

UL 

H4 TM →EI → MLP 0.398 0.244 0.154 0.114 0.203 5.749 0.000 
Supported 

Partial 

Mediation 

H5 EI →SMU→ MLP 0.506 0.477 0.030 0.014 0.055 2.464 0.007 
Supported 

Partial 

Mediation 

H6  
TM→EI→SMU → MLP 

0.370 0.359 0.011 0.004 0.024 1.822 0.034  
Supported 

Serial 

partial 

mediation 

Note(s): Standardised coefficients (Beta); SE = Standard Errors; CI, 95% confidence interval; LL = lower limit; UL = upper 

limit. 

 

 

6.4.1.9 Control Variables 

 
To ensure the reliability of our findings, we evaluate the influence of various control variables, such as 

experience and gender. Prior research indicates that Gender is linked to Emotional Intelligence 
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(Brescoll, 2016; Gipson et al., 2017; Nabih et al., 2023). Thus, the control variables, Gender and 

Experience, have been analysed for their impact on EI and MLP criterion variables. Results showed that 

Gender does not control EI (β = -0.153, t =1.631, p= 0.053). The associated p-value is 0.053, which is 

statistically insignificant, where the p-value is more than 0.05. This explains that Gender has an 

insignificant impact on EI, where females and males are considered indifferent regarding their EI 

ability, which contradicts EI and Gender literature results (Nabih et al., 2023). Moreover, Experience 

significantly controls MLP. This suggests that Experience significantly impacts MLP (β = -0.303, 

t=3.010, p= 0.002). This shows that employees with over 15 years of experience have more leadership 

potential than employees with 6 to 10 years of experience. In sum, these control variables explain 

variations in the outcome variables, highlighting their importance in the analysis. 

6.4.1.10 Model Fit 

 
The overall model fit assessment is a critical stage in model validation in SEM, which involves 

assessing how well the model explains the data (Kline, 2016, p. 120). If SEM is used, "then model fit 

testing and assessment is paramount, indeed crucial, and cannot be fudged for the sake of 

'convenience' or simple intellectual laziness on the part of the investigator" (Barrett, 2007, p. 823). In 

light of this, the significance of model fit assessment is not dependent on a specific estimate. However, 

various indices provide various SEM model evaluation methods (Schuberth et al., 2023). However, one of 

the drawbacks of using PLS-SEM is not having an apparent goodness of fit measurement (Hair et al., 2021, 

p. 188). 

Consequently, multiple indices were used to determine the overall model fit. Goodness of Fit (GoF) is  

used  to  indicate  if  the  model  fit  is  adequate,  if  GoF  >  0.36;  defining GoF     

√AverageAVE ∗  AverageR2   (Wetzels & Odekerken, 2009). Thus, this study concludes that 

the research model has an excellent overall fit. This study's GoF is 0.389, showing that the research 

model has an acceptable fit. Moreover, another index used in the PLS is Standardized Root Mean 

Square Residual (SRMR), considered a good model fit with values less than 0.08 (L. Hu & Bentler, 

1998). This study has confirmed a good fit model with an SRMR value of 0.041, lower than the 

recommended threshold. The Normed Fit Index (NFI) is a relative fit index introduced by Bentler & 

Bonett (1980); it measures the increase in fit compared to a model's null fit. An Accepted threshold was set 

to NFI > 0.9 (Hu. & Bentler, 1999); see Table 24 for a summary of the model fit indices. Finally, 

measuring the model's explanatory power, the dependent variables' R2 values, and the model's 
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predictive power are the most important indices to be considered when evaluating a model fit within the 

PLS-SEM (Hair et al., 2021, p. 114) (discussed in the next section). 

 
Table 24: Summary of Model Fit Indices using SMART PLS4 

 

Measures GoF SRMR NFI Chi-square X2
 

Initial 0.389 0.041 0.936 317.053 

Threshold > 0.36 <0.08 >0.9 No fixed threshold 

Note(s): "GoF" (Goodness of Fit), "SRMR" (Standardized Root Mean Square Residual), "NFI" (Normed Fit 

Index) 

 

6.4.1.11 Explanatory power 

 
The coefficient of determination, known as R2, explains the extent to which one or more 

independent variables account for the variation in a dependent variable. It measures how well the 

model can explain the changes in the endogenous constructs and indicates the model's explanatory 

capability or in-sample predictive power. R² values range from 0 to 1, with higher values signifying 

greater explanatory power. Typically, R² values for endogenous latent variables are evaluated using 

guidelines, such as 0.26 (substantial), 0.13 (moderate), and 0.02 (weak), as suggested by Cohen 

(1988), but what is considered acceptable can vary depending on the research context. To assess the 

contribution of each exogenous variable, we calculate the change in R² when a particular exogenous 

construct is excluded from the model, known as the effect size (f²). Effect size measures the impact of 

each independent variable on the dependent variable. PLS path modelling quantifies how much an 

excluded independent variable influences the dependent variable's correlation values. An f² of 0.35 

indicates a strong effect, while an f² of 0.15 is moderate, and an f² of 0.02 represents a sma ll effect 

(Cohen 1988). Essentially, the model's f² effect size gauges the strength of the relationship between the 

latent variables. 

In this analysis, EI, TM and SMU are the predictor variables of the endogenous MLP, which is the 

outcome of interest. The R² value of 0.362 indicates that the predictors explain approximately 36.2% of the 

variance in MLP. This suggests a substantial explanatory power per recommended thresholds 

(Cohen, 1988). The F² value of 0.227 suggests a moderate effect size, indicating that EI has a 

noteworthy impact on MLP compared to TM 0.051 and SMU 0.015 (Cohen, 1988). The Q² value of 

0.166 is positive, signifying that the model has moderate predictive relevance, and EI, TM and SMU 

contribute to predicting MLP (Hair et al., 2011). 
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Moreover, TM is the predictor variable of EI. The R² value of 0.146 indicates that approximately 

14.6 % of the variance in EI is explained by TM. This suggests a moderate level of explanatory power. 

The F² values suggest a weak to moderate effect size. The Q² value of 0.131 is positive, signifying that the 

model has moderate predictive relevance, where TM contributes to predicting EI. Also, in this 

analysis, EI serves as the predictor variable of SMU, where the R² value of 0.059 indicates that only a 

small proportion (5.9%) of the variance in SMU is explained by EI. This suggests a relatively weak 

relationship between EI and SMU. 

In conclusion, these findings provide insights into the relationships between the predictor and 

outcome variables. EI appears to substantially influence MLP, while TM and SMU have weaker 

associations. The combined effects of TM, EI and SMU jointly impact MLP, and TM has a moderate to 

weak effect on EI. These results contribute to a comprehensive understanding of the interplay among 

the variables in this study. For a summary of the explanatory power, see Table 25. 

 
Table 25: Explanatory Power 

 

Predictor(s) Outcome(s) R2 F2 Q2 

EI  
MLP 

 
0.362 

0.227 0.166 
TM 0.051 

SMU 0.015 

TM EI 0.146 0.171 0.131 

EI SMU 0.059 0.062 0.045 

 
6.5 Chapter Summary 

 
In this chapter, the researcher presented the quantitative phase of the study, constituting the 

second phase, which was conducted to empirically test the hypotheses posited in the research. It 

offered a thorough exposition of the results of the quantitative phase of study two. It presented the steps of 

testing the hypothesis of the proposed conceptual model. The researcher identified several predictors 

associated with MLP based on the discerned outcomes; for example, EI, TM and SMU directly influence 

MLP. Serial mediation analysis revealed that TM practices significantly impact EI, which in turn affects 

employees' positive use of SMU. This positive usage of SMU then considerably impacts MLP. Finally, 

the demographic factors of gender and experience were examined to determine if they could statistically 

control the relationships. It was shown that experience had a considerable impact on controlling MLP. 

Overall, the model was deemed to be a moderate fit. 
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Chapter Seven: Research Discussion, Conclusion and Recommendations 

 
7.1 Introduction 

 
The present chapter provides a discussion of the study's findings within the framework of existing 

scholarly literature. By doing so, the aforementioned actions address the research questions and 

objectives that were first presented in the thesis. This chapter provides an analysis of how the findings 

from the present research align with the current body of knowledge on Leadership Potential. In order to 

address the research inquiries that have been identified, a comprehensive analysis is undertaken on the 

findings derived from both investigations conducted within this research endeavour. Therefore, this 

chapter is structured into two distinct parts: the first section focuses on discussing the research 

findings, wherein it assesses the overall conclusions drawn from the data analyses, offering a clear 

comparison with the outcomes of previous studies, and the second section presents the conclusion and 

recommendations of the current study, revisiting the research aims and objectives. Contributions to 

research and advancements in existing knowledge are expounded upon. The chapter concludes by 

reviewing the theoretical and managerial implications, highlighting certain limitations encountered 

during the research and proposing potential direction for future research. 

7.2 Research Discussion 

 
The objective of the quantitative research was to verify the hypotheses that arose from the literature 

analysis and the refinement of the model in the qualitative study. The next paragraphs outline the 

current results and compare the findings with existing literature and research. Figure (8) presents the 

final model with the confirmed research hypotheses. Table 26 presents summary of the results of the 

relationships in this research 
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Figure 8: The Final Model with the Confirmed Hypotheses 
 

Source: Researcher 

 

7.2.1 Relationship between Emotional Intelligence and Millennial Leadership Potential 

 
H1: There is a significantly positive impact between EI and MLP. (supported) 

The first hypothesis included four sub-hypothesis: (H1a) Self-emotion appraisal positively 

impacts MLP, (H1b); Others Emotion Appraisal positively impacts MLP, (H1c); Use of Emotion positively 

impacts MLP, and (H1d) Regulation of emotion positively impacts MLP. The findings illustrated that 

emotional intelligence and its dimensions have significant positive relationships with millennial 

leadership potential. It is clear that individuals who exhibit emotional intelligence tend to develop their 

leadership potential. These findings are in line with the previous literature, which has shown that EI has a 

positive influence on Leadership (Drigas et al., 2023; Nabih et al., 2023). The domain of Leadership 

literature has shown that the interconnection between emotional intelligence and leadership is 

profound, signifying a leader's ability to foster and encourage the development of others (Miao et al., 

2018). Emotional intelligence assumes a pivotal role in effective leadership, influencing various facets, 

including leadership styles, leader performance and leader emergence (Milhem et al., 2019; Zhang et 

al., 2018). Hence, this study directs its attention to the early identification of potential leaders within 

organisational settings, emphasising the role of emotional intelligence as an early catalyst that may 

enhance the likelihood of successful leadership. 
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Overall, the research findings confirm and support several well-established theories in the fields of 

leadership and emotional intelligence, such as transformation leadership theory and leadership 

member exchange theory. By establishing a clear connection between emotional intelligence and 

leadership potential, this research helps to validate and improve both theoretical frameworks in both 

academic and practical contexts of leadership studies. Accordingly, a significant relationship between EI 

and MLP aligns with the leader-member exchange theory (LMX). LMX theory emphasises the 

importance of building quality relationships between leaders and followers (Gara Bach Ouerdian et al., 2021; 

Tziner et al., 2020). Building on that notion, this study's results support this theory by suggesting that 

leaders with higher emotional intelligence may foster positive relationships, creating an 

encouraging environment for leadership potential to flourish. Moreover, the role of EI in predicting LP 

can be further emphasised in light of transformational leadership theory, which posits that effective 

leaders inspire and motivate followers through emotional intelligence competencies (Baba et al., 2021; 

Mysirlaki & Paraskeva, 2020; Noori et al., 2023), thus suggesting a reversed reciprocal link where 

individuals with high EI suggesting better chances of exhibiting potential leadership. 

Upon reviewing the findings of this study, it is evident that the impact of emotional intelligence 

on MLP can be attributed to the streamlined and effective recruitment and selection procedures 

employed by Multinational Companies (MNCs) when hiring people. Due to the methodical and lengthy 

selection procedure, the talent acquisition process ensures that exceptional talents who prioritise 

emotional intelligence, along with other personality attributes, are present among the potential 

candidates, therefore emphasising Emotional Intelligence (EI) as a crucial and effective element for 

leadership that must be both present and developed by the organisation. 

Moreover, high emotional intelligence enhances interpersonal skills, facilitating effective 

communication and relationship-building within organisational settings. Leaders endowed with robust 

emotional intelligence are more adept at comprehending and addressing the needs of their team 

members, thereby cultivating a positive and collaborative work environment (Wezowski & Penton-Voak, 

2023). Additionally, emotional intelligence also contributes to increased adaptability and flexibility in 

leadership styles. Leaders with strong emotional intelligence can adeptly adjust their approaches in 

response to emotional nuances, navigating diverse challenges and situations with enhanced ease 

(Mishra & Singh, 2022). Hence, considering one of the dimensions of MLP is agility, EI will enhance the 

individual's flexibility and agility and hence predict their potential leadership. 

Furthermore, emotional intelligence assumes a crucial role in motivating and inspiring team 

members. Leaders possessing emotional intelligence can connect with the emotional needs and 
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aspirations of their teams, instilling a sense of purpose and dedication towards shared goals (Rubio et 

al., 2022). In the realm of decision-making, leaders with high emotional intelligence exhibit proficiency 

in making informed and balanced choices. They navigate complex situations by carefully considering 

both rational and emotional factors, resulting in more effective problem-solving and decision-making 

processes (Jehn & Chatman, 2000; Jordan & Troth, 2021). 

In summary, the consequential association between Emotional Intelligence and Leadership 

Potential proves instrumental in enhancing various facets of leadership effectiveness, team dynamics 

and organisational success. This highlights the pivotal role that Emotional Intelligence plays in shaping 

leaders who are not only effective but also impactful in their organisational roles. Hence, Emotional 

Intelligence is considered a vital psychological variable in predicting potential leaders early.  

7.2.2 Relationship between Talent Management Practice and Millennial Leadership 

Potential 

 
H2: There is a positive relationship between TM practices and MLP. (partially supported) 

The second hypothesis included four sub-hypotheses: (H2a) Identifying Critical Position positively 

predicts MLP, (H2b) Competence Training predicts MLP, (H3c) Development practices positively 

predicts MLP and (H4d) Reward Management positively predicts MLP. The results revealed that TM 

practices overall are significant. This can be evident through the resource-based view theory that 

suggests that organisational success is linked to the effective management of valuable resources. Talent is 

considered a critical resource and, hence, can be considered a competitive advantage, and this study's  

findings align by indicating that Talent Management practices significantly impact Leadership 

Potential, reinforcing the notion that effective talent utilisation contributes to organisational success 

(Ramaditya et al., 2022). Moreover, Human Capital Theory emphasises the role of investments in 

human capital, such as training and development, in enhancing organisational performance (AlQershi et al., 

2022). The results are consistent with this theory by showcasing that effective Talent Management 

practices contribute significantly to Leadership Potential (Kaliannan et al., 2023), highlighting the 

importance of succession planning by nurturing and developing talent for potential leadership.  

While Talent Management Practices were shown to be significant overall, the remaining sub- 

hypotheses were not significant, with the exception of Reward Management (RM), which was found to 

be significant. This can be elucidated by the significance of total organisational practices, wherein the 

efficacy of each individual practice is contingent upon the others. This points out the collective 

importance of implementing all possible talent management practices to guarantee positive outcomes 
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for identifying potential leaders. Furthermore, in order to understand why the observed correlation of 

each practice may diverge from identified theories, it is essential to consider the specific context. The 

COVID-19 pandemic has significantly impeded several Talent Management practices, resulting in the 

suspension of multiple practices and development programmes (Aguinis & Burgi-Tian, 2021; Kravariti 

et al., 2023; Mousa et al., 2022). This was a result of the lock-down at the beginning of the pandemic, 

as some industries faced financial challenges, which led to the suspensions of many practices; on the 

other side, some companies have managed to focus their training programs on crisis management 

(Oksanen et al., 2021), in addition to the dismissal of identifying critical positions  for upward 

promotions and training and developmental programmes. Additionally, the economic circumstances in 

Egypt, specifically the devaluation of the Egyptian pound currency at the end of 2022, have resulted in 

Egypt's inflation rate increasing to 31.9% in February 2023, up from 25.8% in January 2023. This 

exceeded the market's anticipated rate of 26.9%. In 2023, Egypt saw the most severe level of inflation 

since August 2017, according to CAPMAS (2023). As a result, this has a detrimental effect on all 

Learning and Development initiatives and suspended any recruitment opportunities. This can be 

elucidated by the fact that the individual practices investigated in this study may not have a substantial 

impact on Leadership Potential for the aforementioned contextual and economic reasons. 

Nevertheless, it is imperative to highlight that among the various talent management practices 

investigated, reward management emerged as the singular practice demonstrating a direct and 

substantial correlation with Millennials' Leadership Potential (MLP). This is evident in the crucial role 

this practice plays in stimulating individuals' intrinsic and extrinsic motivation, as well as their drive to 

enhance their performance and, consequently, their prospects for potential leadership (Fernandes et 

al., 2023). This assertion finds support in recent empirical research conducted in the context of Egypt, 

revealing that the practice of offering compensation packages consisting of rewards and incentives is of 

great relevance in many organisations (Shehata et al., 2021). Furthermore, the recognition and 

appreciation received across several sectors throughout the COVID-19 pandemic can be attributed to 

the significance of aligning the administration of rewards with potential leaders. In parallel, a distinct 

study conducted in Egypt accentuated the pivotal role of employee recognition, encompassing both 

monetary and nonmonetary rewards, as a highly effective strategy for enhancing leadership 

effectiveness in contemporary organisations (El-Sharkawy et al., 2023). Hence, amongst the difficulties 

posed by the pandemic and currency devaluation in Egypt, reward management emerged as a 

prioritised practice when compared to other talent management practices. 
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In conclusion, these findings align with fundamental theories in organisational behaviour and 

human resource management, emphasising the strategic significance of talent management practices 

for developing potential leadership, however fully executing all TM practices collectively. 

7.2.3 Relationship between Social Media Use and Millennial Leadership Potential 

 
H3: Social Media Use positively influences MLP. (Not supported) 

The third hypothesis included two sub-hypotheses: (H3a) Social Media for Social Use positively 

Influences MLP and (H3b) Social Media for Cognitive Use Positively Influences MLP. The study results 

illuminate a significant overall relationship between Social Media Use (SMU) and Leadership Potential, 

aligning with previous research findings that endorse Social Networking and Social Capital theories 

(Balkundi & Kilduff, 2006; Magno & Cassia, 2019; Swanson et al., 2020). However, upon conducting 

individual testing of the sub-dimensions of using social media for social or cognitive purposes, both 

were deemed insignificant. This lack of significance can be explained by emphasising the integral role of 

integrating dimensions rather than relying solely on a singular dimension. It highlights the notion that 

individuals benefit from engaging with social media at work for both social and cognitive purposes. This 

integration becomes particularly pertinent considering the circumstances during the study, which was 

marked by the beginning of the COVID-19 pandemic. 

The timing of the research coincided with the initial stages of the COVID-19 pandemic, a period that 

witnessed an increase in the use of social media platforms, especially for professional purposes. Prior 

to the pandemic, social media platforms were already gaining power for professional activities (Oksa 

et al., 2022). However, in response to the pandemic, the frequency of their usage escalated 

significantly (Cao & Yu, 2019; Kodama, 2020; Leonardi, 2021; Nisar et al., 2019). Therefore, widely 

used platforms, such as Microsoft Teams, Zoom and WhatsApp groups, have been discreetly 

dominating the personal lives of employees for a considerable period of time (Barnes, 2020; Tams et 

al., 2020). Thus, employees relying on social media use at work included various activities, such as 

professional social networking, participating in discussions, following, creating or sharing work-related 

content and engaging in online collaborative meetings (Oksa et al., 2021; Oksanen et al., 2021).  

Nevertheless, the measurement instrument employed to evaluate SMU may not capture the 

specific aspects of social media usage that contribute to developmental learning, such as the 

increasingly significant role of LinkedIn Learning, a product offered by LinkedIn, which has received a 

lot of attention from organisations in recent times. In addition, it is important to consider the use of 
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SMU in several other HRM practices that are pertinent to predicting leadership potential. Therefore, 

adopting a more refined measurement approach could potentially uncover a stronger correlation. 

As a result, social media has assumed a pivotal role as a primary communication medium at 

work, facilitating the establishment of rapport, dissemination of work-related information and fostering 

team integration. The study's findings shed light on the nuanced nature of the relationship between 

social media use, particularly its integrated dimensions and the perception of Leadership Potential. 

7.2.4 Mediation Analysis 

 
This study aimed to test the mediation model by examining the strength and importance of 

different relationships within the model. The correlations between TM and following EI, EI and SMU 

were hypothesised and tested. Additionally, the hypothesised and tested serial mediation relationship 

between organisational TM and employees' EI and SMU in predicting MLP was also investigated. 

Generally, all of the proposed mediation hypotheses were supported (see Chapter 6). 

The fourth hypothesis received significant support, which indicates that EI has a partial 

mediating role between Talent Management Practices and their Leadership Potential. This shows that 

the organisational TM practices aim at developing employees' EI, which in turn can affect their 

development and their potential for being future leaders. The discovery that an employee's EI serves as 

a partial mediator between organisational TM practices and MLP expands upon the previous research 

by Drigas et al. (2023) and Namugumya et al. (2023). Furthermore, the significant correlation between 

TM practices and developing employees' emotional intelligence serves as a fundamental foundation that 

enables employees to become successful leaders, which will enable them to effectively manage their 

emotions, cope with adverse emotional situations, daily frustrations and negative moods, while 

enhancing optimism and performance, as demonstrated in several studies (Milhem et al., 2019; Troth 

& Gyetvey, 2014; Wong & Law, 2002; Zhang et al., 2018). 

Hypothesis five investigated how SMU mediates the relationship between EI and MLP. 

Interestingly, the inherited direct negative relationship between EI and SMU in the previous study served to 

build this notion (Arrivillaga et al., 2022; Kircaburun et al., 2019; Marino et al., 2020; Süral et al., 2019). 

Examining the influence of employees who exhibit EI on their positive use of Social Media at work has 

significantly impacted their leadership potential. One possible explanation for this result is that those with 

high EI are more adept at dealing with stressors and emotions, capable of capitalising on social media 

for their own benefit by building strong social bonds and networks with others, hence impacting their 

social networking and then their leadership potential. 
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The study investigated the relationship between Talent Management and MLP (see hypothesis 

two). However, it expanded on previous studies by examining the serial mediation pathway of EI and 

SMU in this relationship (see hypothesis six). The results highlight the significance of an organisation's 

investment in Talent Management practices and the impact of these practices on the development of 

employees' Emotional Intelligence (EI). This, in turn, enhances employees' emotional stability and 

intellect in utilising social media in a constructive manner, facilitating their interaction with social 

connections and serving as a job aid for sharing information. Collectively, these factors contribute to 

identifying potential leaders. 

In sum, the outcome of the serial mediation model demonstrated an indirect influence of EI and 

SMU on the relationship between TM and MLP. This study is the first to establish a sequential 

connection between TM and MLP through EI and SMU. 

7.2.5 Control Variables 

 
Among the investigations conducted in Chapter six is the documentation of what variables are 

statistically controlled for when studying Leadership Potential. The impact of control variables on 

Emotional Intelligence and Millennial Leadership Potential is generally minor in terms of non - 

hypothesised effects. Nevertheless, there exists a substantial correlation between the number of years of 

experience that employees possess and their potential for millennial leadership. This demonstrates 

that the number of years of experience directly influences an individual's likelihood of becoming a 

leader. Prior research has demonstrated that experience is a notable indicator of leadership (Day et al., 

2014). This is logically reasonable because as individuals accumulate more years of experience, they 

naturally acquire pertinent skills, such as problem-solving, adaptability and decision-making. 

Furthermore, individuals are exposed to many situations that enhance their knowledge and capacity to 

become leaders. Surprisingly, the analysis revealed that gender had a p-value of 0.053, which is close 

to being statistically significant. This finding contradicts previous research studies (Brescoll, 2016; 

Gipson et al., 2017; Nabih et al., 2023) that suggested a positive correlation between gender and 

Emotional Intelligence (EI). This phenomenon can be comprehended due to the recent conclusion of a 

global pandemic, during which a substantial number of individuals underwent significant 

transformations. In 2020, Egypt implemented various steps to alleviate the impact of the COVID-19 

pandemic. One, women were afforded the opportunity for a sabbatical leave across all sectors, provided 

they were primarily pregnant or caregivers to a child aged 12 years or younger (P.Minster, 2020). This 

policy aimed to support working mothers during this challenging time. Given the substantial population 
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of Egypt, the implications of this policy were far-reaching. A significant number of women were 

encouraged to opt to stay at home, thereby altering the dynamics of their professional engagement. 

This may have had an impact on their Emotional Intelligence (EI) compared to earlier, perhaps resulting 

in a delay in leadership possibilities. The convergence of these factors suggests that the impact of the 

stay-at-home measures on Emotional Intelligence and subsequent delays in leadership opportunities 

might constitute an unprecedented and noteworthy consequence of the pandemic on changes in work 

dynamics, particularly in the context of Egypt. 

 
Table 26: Summary of the results of the relationships in this research 

 

Hypothesis 

number 

Hypothesis Results 

 
H1 

H1a: SEA positively impacts MLP Supported 

H1b: OEA positively impacts MLP Supported 

H1c: UOE positively impacts MLP Supported 

H1d: ROE positively impacts MLP Supported 

 
H2 

H2a: ICP positively predicts MLP Rejected 

H2b: CT positively predicts MLP Rejected 

H2c: DEV practices positively predicts MLP Rejected 

H2d: RM positively predicts MLP Supported 

H3 H3a: Social Media for Social Use positively Influences MLP Rejected 

H3b: Social Media for Cognitive Use Positively Influences MLP Rejected 

H4 H4:EI mediates the relationship between TM and MLP Supported 

H5 H5: SMU mediates the relationship between EI and MLP Supported 

H6 H6: TM practices will influence MLP through the mediating influence of 

employee's EI and, in turn, SMU. 

Supported 

Source: Researcher 

 

7.3 Addressing the Research Question and Objectives 

 
The primary objective of this thesis was to enhance our understanding of the determinants 

predicting potential leaders, with a specific emphasis on the millennial demographic employed in 

multinational corporations in Egypt. Consequently, the overarching research question guiding this thesis 

was formulated as follows: "To what extent can Emotional Intelligence, Organisational Talent 

Management Practices and Social Media Use predict Millennials' Leadership Potential?" To address this 

main research question, multiple questions and objectives were formulated, each of which was 

successfully accomplished during the course of this investigation. The subsequent discussion revisits 

each research question and delineates the manner in which they were addressed. 
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7.3.1 RQ1: How to conceptualize Millennial Leadership Potential 

 
The first research question was concerned with the main focal point of the study, which is 

finding an understanding and clear assessment of Millennial Leadership Potential (MLP). This was 

driven by several considerations. First, previous research has indicated the multiplicity of approaches 

and theories in defining leadership as well as operationalisation and measurement. Second, leadership 

potential is underdeveloped in the literature and overlooked in contemporary organisations. Also, the 

present Leadership theories could not corroborate the new competencies required for future leadership, 

considering the new challenges faced. Finally, it focuses on the millennial generation, which is currently well -

prepared and exerting significant influence in organisations. To address question one, a qualitative study 

was undertaken using semi-structured interviews (as detailed in Chapter 4). The findings of the 

qualitative investigation were utilised in the creation of an MLP scale, as described in Chapter 5. 

Therefore, a precise conception of MLP was developed by delineating five characteristics that constitute 

MLP: Agility, Talent Catalyst, Entrepreneurial, Intrapersonal and Interpersonal. 

7.3.2 RQ2: What is the impact of Emotional Intelligence (EI) and its dimensions on MLP? 

 
Question two was addressed throughout a quantitative study (as detailed in Chapter 6), where 

focusing on including a vital individual variable in the proposed model was vital to this thesis. Various 

theories and models were studied and considered for the current study discussed in Chapter two. 

Reviewing these theories helped in understanding emotion intelligence and its dimensions: Self -Emotion 

Appraisal, Others' Emotional Appraisal, Use of Emotion and Regulation of Emotion. This thesis aimed to 

utilise the WLEIS model for assessing Emotional Intelligence (EI) and its influence on MLP. With the 

acquired knowledge from the previous studies in Chapter two-part two, the research answered this 

question by supporting the developed hypothesis one. 

7.3.3 RQ3: How do organisational Talent Management (TM) practices impact MLP? 

 
The third research question aimed to assess the organisational variable under examination, 

namely Talent Management practices, with a specific focus on the prevalent and contemporary 

approaches employed by Human Resource Managers in organisations. The scrutinised practices 

encompassed the identification of critical positions, competence training, development programmes 

and reward management. Quantitative surveys were administered, and data analysis was executed 

using SMART-PLS4 to examine the impact of these Talent Management practices on Millennials' 
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Leadership Potential (as detailed in Chapter 6). The analysis results indicate that the sub-hypothesis 

related to reward management was the only one supported, signifying its significance in influencing 

Millennials' Leadership Potential. Notably, the overarching hypothesis regarding Talent Management as a 

whole was supported, underscoring the pivotal importance of implementing the entirety of these 

practices collectively and not individually. 

7.3.4 RQ4: Does Social Media Use (SMU) influence MLP? 

 
The fourth research question delved into the social aspect of the model by investigating the use of 

social media in the workplace, with a specific focus on two components: social media for social use and 

cognitive use. Various theories were explored to establish a robust connection between social media 

and Millennials' Leadership Potential (MLP), highlighting social media as a new medium for social  

networking. This emphasis drew upon social networking and social capital theories, postulating both as 

crucial assets for leadership (as detailed in Chapter 2, part 2). Employing SMART-PLS4 for data analysis in 

Chapter 6, the study scrutinised the impact of social media use on MLP. The results of the analysis 

underscored the insignificance of both sub-hypotheses. Furthermore, the holistic measurement of Social 

Media Use (SMU) emerged as significantly influential in shaping MLP, affirming the influential role of social 

media for both social and cognitive purposes in shaping Millennials' Leadership Potential, emphasising the 

importance of concurrently fostering social interactions and relationships while utilising social media for both 

professional and cognitive purposes. 

7.4 Research Implications 

 
This study contributed to the academia and practices in several ways. Accordingly, the section 

below discusses the theoretical and managerial implications. 

7.4.1 Theoretical Implications 

 
This study contributes to the existing body of knowledge on potential leadership and 

generational leadership. In addition, prior research has examined leadership potential based on existing 

theories but has not specifically focused on the millennial generation or taken into account a multilevel 

perspective to analyse different predictors at psychological, organisational and social levels. As a result, this 

study has made significant contributions to theory: (1) a deeper understanding of Leadership 

Potential whilst contextualising it on millennial generation, which, to the best of our knowledge, has not 
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yet been a subject of scientific discussion and empirical examination; (2) focusing on the Egyptian 

context, since most studies have focused on western countries and disregarded Middle East; (3) the 

development and the validation of a new scale of MLP that considers contemporary traits that can 

better fit today's dynamic organisation and survive unstable environment; (4) the interplay between 

organisational, psychological and social variables was investigated, which contributed to a serial 

mediation between the different variables, which provides a robust understanding to developing 

leadership; (5) examining the years' experience as one the control variables, which contributes to the 

leadership potential literature as one of the factors that needs further exploration; (6)  the novelty in the 

integration of the different variables that were taken from prior studies in a proposed comprehensive 

model that was tested in the Egyptian context. Finally, this study contributes to the theory by validating 

the scales of the variables discussed before in Egypt. The findings of this study also provide numerous 

managerial contributions for practitioners, which will be highlighted in the next section. The practitioners 

addressed in this study include Human Resource Managers and Top Managers in Multinational, Private and 

Public Companies and Small-Medium Enterprises. 

 
7.4.2 Managerial Implications 

 
This study aims to examine the impact of Emotional Intelligence, Talent Management practices and 

Social Media Use in predicting Millennials' Leadership potential. Predicting early leadership or 

discovering hidden potentials have been very popular across organisations (Birtch et al., 2021). 

Moreover, following the COVID-19 pandemic, businesses must adjust their talent management 

strategies and processes to align with new strategic directions and market dynamics in order to help 

improve leadership development, organisational performance, adaptability and resilience (Kravariti et 

al., 2023). 

The empirical evidence presented in this study showed the importance of rethinking our 

understanding of what constitutes leadership as well as adjusting our assessments to fit today's 

turbulent environment. Furthermore, the multilevel analysis conducted offers a clear framework for 

managers to prioritise and strategise their spending in the realm of their organisational functions. To 

elaborate more, EI has been deemed the highest impact in predicting MLP; accordingly, HR managers need 

to focus on the recruitment and selection process of the potential candidates from the beginning to 

ensure choosing highly emotionally intelligent talents. Therefore, we recommend that the 

organisational spending must be on creating a comprehensible selection process to ensure that each 
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selected candidate serves as a potential future leader. This can be done by incorporating measures of 

Emotional Intelligence into the recruitment and selection processes. 

Moreover, the results highlighted the importance of conducting Talent Management practices; 

therefore, we advise HR managers and CEOs to make sure they are considering conducting a set of TM 

activities and not relying on one, given the importance of the totality of practices in early predicting LP, 

in addition to refining existing Talent Management practices to align with the identified predictors of 

Millennials' Leadership Potential. This may involve adjusting performance appraisal criteria, mentoring 

programs or career development pathways to better nurture and recognise leadership qualities. Thus, 

we advise HR managers to include several in-basket programmes when conducting the succession 

planning process, as well as tailoring leadership development programmes that are designed to 

enhance emotional competencies necessary for effective leadership. 

In addition, HR should prioritise the significance of Social Media (SM) as a crucial means of 

communication and networking that cannot be disregarded. HR should also highlight how managers 

can integrate SM into organisational practices by promoting its use among employees for information 

sharing and participation in interactive learning platforms. Furthermore, HR should encourage the 

creation of social networking groups to foster team cohesion and networking among different 

departments and regions. Therefore, we encourage organisations to incorporate SM and to have SM 

presence across different digital platforms, such as LinkedIn, Instagram, Facebook, YouTube, Slack and 

WhatsApp, mandating its importance and benefits. Likewise, we recommend that managers develop 

social media training on how to effectively use social media for leadership communication  and provide 

guidance on building a positive personal brand, engaging with followers and leveraging social platforms 

to enhance their leadership presence. 

Another implication derived from the results is corroborating the use of the MLP-developed 

scale as a self-report assessment that can be distributed across the employees in a given organisation to 

assess their LP readiness on different dimensions, such as agility, interpersonal, intrapersonal, 

entrepreneurial and talent catalyst. Also, organisations need to establish a system for continuous 

monitoring and adaptation of leadership development initiatives based on evolving trends in Emotional 

Intelligence, Talent Management practices and social media dynamics. This ensures that managerial 

strategies remain effective and relevant over time. 

In sum, the findings of this study aim to set an actionable framework that organisations can 

proactively apply to cultivate the leadership potential of millennials, fostering a more capable and 

emotionally intelligent workforce. 
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7.5 Conclusion 

 
Organisational studies have mostly concentrated on conducting extensive research on the 

subject of leadership, which has been a source of controversy. Previous studies have discussed many 

facets of leadership and came up with many theoretical underpinnings. Particularly, the emphasis on 

identifying and nurturing leaders early in their careers has driven substantial investments in leadership 

development programmes, particularly within the realm of large multinational organisations. Within this 

context, this study directed its attention toward the millennial generation, recognising their prominence 

within organisational structures. The predominant objective was to construct a comprehensive, 

multilevel framework, delving into the predictors of potential leadership by studying psychological, 

organisational and social variables, specifically emotional intelligence, talent management practices and 

social media use. 

The methodology employed in this research comprised a mixed-methods approach, 

commencing with a qualitative study followed by a quantitative investigation. The qualitative phase 

involved 18 semi-structured interviews, serving a dual purpose of refining the proposed model and 

conceptualising a measurement tool for Millennial Leadership Potential (MLP). The outcome of this 

qualitative phase resulted in the creation of five dimensions: agility, talent catalyst, interpersonal, 

intrapersonal and entrepreneurial, which collectively constituted the MLP variable. Subsequently, a 

scale was developed, measured and subjected to validation. 

The subsequent quantitative study involved the distribution of an online survey designed to 

measure the hypothesised relationships between the predictors and the newly developed MLP. The 

model was scrutinised on two analytical levels: the direct relationships of the sub-hypotheses and the 

measurement of latent variables as a whole, including mediation analysis. The findings revealed that 

Emotional Intelligence exhibited robust support, emerging as a significant predictor of Millennial 

Leadership Potential. Conversely, Talent Management practices received partial support when 

evaluating sub-dimensions individually. The impact of Social Media Use was deemed insignificant when 

assessed directly at the sub-hypothesis level. In examining latent variables, the study uncovered a serial 

mediation, suggesting a strategic approach for Human Resource Management (HRM) managers. 

Specifically, organisations are encouraged to prioritise the implementation of Talent Management 

practices to cultivate emotionally intelligent employees who can effectively harness social media at 

work, ultimately fostering the development of potential leaders. 

In summary, this research contributes to a multilevel framework that HRM managers can utilise 

to enhance HR functions, concentrating efforts on the strategic development of potential leaders within 
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the millennial workforce in Egypt. The insights derived from this study serve as a valuable guide for 

organisations seeking to optimise their leadership development initiatives in the contemporary 

professional landscape. In addition, they contribute to the academic theory by exploring potential 

correlations and new pathways for the specified variables. 

7.6 Research Limitations and Directions for Future Research 

 
Current research accepts several limitations that could be improved in future studies. First, this 

research considers studying LP from a multilevel perspective; however, it considers only a single 

variable within each level, neglecting other variables that could add input and deepen the understanding of 

other predictors influencing MLP. Second, the sample of this study focused on the millennial 

generation in Egypt, which is composed of a certain age group. Thus, the results may not generalise to other 

generational groups and different cultures. Also, considering Hofstede cultural dimensions, such as 

individualism versus collectivism or power distance, could have an impact on how people view the 

characteristics of a potential leader (Knoll & Sternad, 2021). We, therefore, suggest that further studies on 

LP could also include data from other world regions while maybe comparing between different 

generational cohorts. Third, the qualitative study utilised a present study, which utilised purposive 

(judgmental) sampling to select human resource managers and supervisors for conducting the online 

interviews. While this sampling technique proved valuable for conceptualising MLP and its dimensions, it 

also possesses certain drawbacks. Purposive sampling, being a non-probability sampling technique, carries 

the risk of selection of subjective bias and does not guarantee representativeness (Saunders et al., 2016). 

Moreover, the quantitative study relied on convenience sampling, which can result in a sample that 

may not represent the actual population and hence cannot be generalised (Saunders et al., 2016). Fourth, 

Emotional Intelligence was measured using the WLEIS measurement model, which is a self-report measure 

that has four dimensions: (1) appraisal and expression of emotion in the self; (2) appraisal and 

recognition of emotion in others; (3) regulation of emotion in the self; and (4) use of emotion to facilitate 

performance. Despite ensuring anonymity and confidentiality of respondents' responses, there is a 

concern in relation to self-report measures of EI as respondents might fall entrap of social desirability 

responses, such as faking a good attitude as well as the measure may overlap with personality measures 

(Prentice, 2019). Thus, further studies can consider a triangulation methodology by combining multiple 

methods to cross-reference self-report data with other methods, such as observation, thereby 

gaining a more comprehensive understanding of EI influence under investigation. Fifth, the research 

context focused on millennials in multinational companies operating in Egypt. 
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Despite the validity of the justification for choosing such a context, considering Small and Medium 

Enterprises (SMEs) and micro businesses might be a great opportunity to spot early leadership. Finally, the 

current study employed a cross-sectional approach to investigate the relationships between the 

variables of interest. Therefore, the results provided just a brief insight into the present abilities and 

expertise of the potential candidates. This hinders the research's ability to establish a causal 

relationship between variables. In addition, future studies in leadership should utilise longitudinal 

timeframes to investigate the relationship between variables related to leadership potential and the 

subsequent growth or development of leadership effectiveness rather than treating potential as an 

independent concept. Therefore, it is important to validate leadership potential models through 

empirical evidence, using repeated measures to assess leadership traits and outcomes across multiple 

points in time (Bouland-van Dam et al., 2021; Church et al., 2021). 
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Appendix A 

 
Interview Guide Draft/ Semi-Structured Interview 

 

Key Area Questions Purpose of Question 

In
tr

o
d

u
ct

o
ry

 

Q
u

e
s

ti
o

n
s
  

1. What does the term leadership bring to mind? 
2. Do you believe in generational differences? And Why? 

3. Do you think emotional intelligence is an ability or a skill? And why? 

4. Do you use social media? What platforms? And for what purposes? 

 

 
Introducing the 

Variables 

In
d

e
p

en
d

e
n

t 
V

a
ri

a
b

le
 

 
1. In your opinion tell me how do you define the word “talent”? 

2. What do you think of the role of talent Management Practices in organizations? 

3. What are the talent management practise in your organizations employs? And 

what do you think about them? Do you consider that they should have? And 
why? 

4. In the literature we have two kind of TM approaches in your opinion tell me 

would you rather adopt an inclusive ( considering all employees as talented )or 

exclusive ( focusing only on talented/special employees) talent management 
approach ? And why? (depends on the interviewee level and knowledge) 

5. Do you think organization applying TM practices affects leaders’ identification? 

And why so? Do you think TM practices would help to identify leadership? Why 

so? 

 
 
 

 
Talent Management 

In
d

e
p

en
d

e
n

t 

V
a
ri

a
b

le
  

1. Do you believe that emotional intelligence could be learned or developed? And 

why? 

2. In your opinion you think emotional intelligence can affect/ impact leadership, if 

yes how and if not why? 

 

 
Emotional Intelligence 

In
d

e
p

en
d

e
n

t 

V
a
ri

a
b

le
  

1. What do you think about social media? 

2. In your opinion, do you believe social media sites/platforms can be integrated/ 

used in organization practices or not? And how so? 
3. Do you think the use of social media impacts the success of the leader? How 

so? 

 
Social media 

D
e

p
en

d
e

n
t 

V
a
ri

a
b

le
  

1. In your opinion, what constitutes/ makes a leader? 

2. Do you think it’s possible to predict leadership potential ? if yes what are the 

early signs of potential leader? If not , why? 

3. In today’s workforce, can you see trait differences among leaders from different 

generations? And why? 

4. Do you believe leadership has changed through time?(depends on the level of 

the interviewee) 

5. If you step out to create a profile for millennials leadership potential (born 
between 1981 and 2000) what will it look like? Please describe. 

 
 

 
Millennial Leadership 

potential 

C
o

n
cl

u
si

o
n
 S

e
c

ti
o

n
  

1. Do you think that future research should focus on contextual variables or 

universal traits? 

2. If you would focus all efforts on one major area that contributes to a leader 

development would it be to focus on rank according to importance (EI, 

TM,SMU)? 

3. Would you like to add something else or ask a specific questions? 
4. Is there any questions you felt that should be added to this interview that wasn’t 

included? 

 
 
 

 
Future preference 
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Appendix B 

 
Ethical Consent Form 

 

Dear Mr. / Ms. (name) .................................... , 

 

Over the last few years, there is a paradigm shift in the workforce demographics with continued 

influx of Millennial employees. On that sense a holistic model have been set to test the importance 

of understanding the potential of millennial leaders; to help organizations in focusing their spending 

on which factor/predictor. Thus, the aim of this interview to help in conceptualizing a solid 

understanding of “Millennials Leadership Potential” as well help in the development of Leadership 

Potential questionnaire that will be used in the second study of this doctoral thesis. Accordingly, 

you have been selected to be part of a representative sample based on purposeful sampling 

technique, thus you are invited to participate in this interview which covers Human Resource (HR) 

academics and practitioners viewpoint on leadership predictors. If you kindly agree to participate, 

you will be interviewed by a PhD student about your understanding of leadership in particular and 

your view point on leadership indicators this study is considering to be predicting leadership 

potential. The approximate duration of the whole interview is 60 minutes and will be conducted in 

English. You will be requested to reply to questions related to the area of Talent Management, 

Emotional Intelligence , Social Media and Leadership Potential. Your personal data will be handled 

with strict confidentiality. The interview will be web-based interview via ZOOM with agreed on 

date and time. 

 

If you have any questions concerning the procedure or need some clarification regarding the 

consent form, please feel free to contact Yasmine Nabih , Mobile number 

(002)(01207033329),email address yasmine.ynabih@gmail.com 

Therefore your participation and your feedback is very important to us and it would be greatly 

appreciated. We hope that you are willing to contribute to this important study. Please confirm your 

intention by filling in, signing and returning one copy of the enclosed consent form via email address 

to yasmine.ynabih@gmail.com 

 

Upon receiving your agreement we will confirm the date and time of the interview. 

Your contribution is very much appreciated, thank you very much for your cooperation. 

Sincerely yours, 

mailto:yasmine.ynabih@gmail.com
mailto:yasmine.ynabih@gmail.com
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Appendix C 

 
Operationalisation of Existing Scales 

 

Variable Dimension Items Source 

 
 
 
 
 
 

 
Emotional 

Intelligence 

(14 items) 

Self-emotion 

appraisal (SEA) 

α: 0.81 

I have a good sense of why I often have certain feelings.  
 
 
 
 
 
 
 

 
(Wong & Law, 2002) 

I have a good understanding of my own emotions. 

I understand what I feel. 

I always know whether or not I am happy. 

Other emotion 

Appraisal 

(OEA)α : 0. 88 

I always know my friends' emotions from their behaviour. 

I am a reasonable observer of others' emotions. 

I am sensitive to the feelings and emotions of others. *** 

I have a good understanding of the emotions of people 

around me. 

Use of emotion 

(UOE)α: 0.82 

I always set goals and try my best to achieve them. 

I always tell myself I am a competent person. 

I am a self-motivated person. 

I would always encourage myself to try my best. 

Regulation of 

emotion 

(ROE)α: 0.87 

I can control my temper and handle difficulties rationally. 

I am quite capable of controlling my own emotions. 

I can always calm down quickly when I am very angry. 

I have good control of my own emotions. 

 
 
 
 
 
 
 
 
 
 
 
 

 
Talent 

Management 

(26 Items) 

Identifying 

criticalPositions 

(ICP) 
α: 0.809 

My company identifies the critical positions aligned with 

business strategies. 

 
 
 
 
 
 
 
 
 

 
(Chen, 2012) 

(Jayaraman et al., 

2018) 

My company builds up a talent pool in the organisation. 

My company differentiates the identified talent based on their 

contribution levels. 

My company identifies the talent that makes the maximum 

impact on an organisation's success. 

Competence 

training (CT)α: 

0.875 

The training activities for the identified talent are focused on 

required competencies. 

The training activities for identified talent are implemented 

continuously. 

The content of the training activities for the identified talent is 

based on job performance. 

The training activities for the identified talent require time 

and extensive financial resources. 

Training activities for the identified talent are in line with 

assigned critical tasks. 

The training activities for the identified talent are designed to 

develop firm-specific skills/knowledge. 

Development 

(DEV)α: 0.862 

My company identifies development training needs for talent. 

Identified talent has many opportunities for upward mobility 

(promotion). 
Talents have clear career paths in this organisation. 

Talents have more than one avenue (opportunity) for 

promotion. 

Developmental activities include feedback on the 

developmental growth agenda for the identified talents. 

 
Reward 

Management 

(RM) 
α: 0.885 

My company provides recognition, e.g., financial recognition 

such as cash, paid travel, incentive bonus/ variable pay, etc. 

 

My supervisor discusses and provides meaningful and 

helpful feedback on job performance. 
My company values my work and contribution. 

My company has a fair and just system of rewarding 

employees. 
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Variable Dimension Items Source 

  My company sets challenging targets in my job.  
(Hung, 2013) 

(Jayaraman et al., 

2018) 

I have supportive and like-minded colleagues.** 

My company supports a balanced lifestyle (between my work 

and personal life). 

My company encourages and organises employee team 

building or other social networking activities. 

My company provides a competitive pay package (i.e., basic 

salary plus benefits, allowances or variable pay). 

My company provides medical aid, retirement, and pension 

benefits. 

My company provides recognition via nonfinancial means, 

e.g., certificates of recognition. 

 
 

 
Social Media 

Use 

(10 items) 

 
Social Media for 

Social Use 

(SMS) 
α: 0.900 

In my organisation, I use social media to create new 

relationships at work. 

 
 
 
 
 
 
 
 
 

 
(Ali-Hassan et al., 

2015) 

In my organisation, I use social media to get to know people I 

would otherwise not meet at work 

In my organisation, I use social media to maintain close 

social relationships with people at work. 

I use social media in my organisation to get acquainted with 

colleagues who share my interests. (modified to get to know) 

In my organisation, I use social media to discover colleagues 

with interests similar to mine.** 

 
Social Media for 

Cognitive Use 

(SMC) 
α: 0.902 

In my organisation, I use social media to share content with 

colleagues. 

In my organisation, I use social media to create content in 

collaboration with colleagues. 

In my organisation, I use social media to create content for 

work. 

In my organisation, I use social media to disseminate content 

at work. 

In my organisation, I use social media to access content 

created by my colleagues. 

**Removed when pretesting 

*** Removed after pilot testing 
α Original source Cronbach Alpha value 
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Appendix D 

 

Dear Respondent, 

This questionnaire is part of a study in the Organizational Behavior and Human Resource Management field. 

The study aims to investigate the impact of individual and organizational factors on Leadership Potential. 

The information you provide will help the researcher better identify, explore and measure various 

variables associated with the study. There is no right or wrong answer. So kindly read the following 

statements and express your honest opinion on the statements provided The questionnaire is anonymous 

and any information provided by you will be treated with confidentiality and for research purposes 

only. 

Thank you very much for your time and cooperation. 

The researcher greatly appreciates your help. 

 
***The questionnaire will not take more than 7-10 minutes 

Doctoral Student 
 

 
1- Do you work in a Multinational Company operating in Egypt? 

 
 Yes (Continue the survey) No (End the survey) 

 

2- Year of Birth 
 

o 1961-1970 (End the survey) 

o 1971-1980 (End the survey) 

o 1981-1990 (Continue the survey) 

o 1991-2000 (Continue the survey) 

o 2001-2009 (End the survey) 
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Section One: 

The following statements are related to how you perceive yourself emotionally. Using the following 5-point 

scale ranged from (1) strongly disagree to (5) strongly agree. 
 

 

Dimensions Statement Strongly 

Disagree 
Disagree Neutral Agree Strongly 

Agree 
 

 
Self-emotion 

appraisal 

I have a good sense of why I have 
certain feelings most of the time. 

1 2 3 4 5 

I have good understanding of my own 

emotions. 

1 2 3 4 5 

I really understand what I feel. 1 2 3 4 5 

I always know whether or not I am happy. 1 2 3 4 5 

 

 

Others emotion 
Appraisal 

I always know my friends’ emotions from I 
behaviour. 

1 2 3 4 5 

I am a good observer of others’ emotions. 1 2 3 4 5 

I am sensitive to the feelings and 
emotions of others. 

1 2 3 4 5 

I have good understanding of the 
emotions of people around me. 

1 2 3 4 5 

 

 
Use of emotion 

I always set goals for myself and then try 
my best to achieve them. 

1 2 3 4 5 

I always tell myself I am a competent 
person. 

1 2 3 4 5 

I am a self-motivated person. 1 2 3 4 5 

I would always encourage myself to try my 
best. 

1 2 3 4 5 

 

 
Regulation of 

emotion 

I am able to control my temper and 
handle difficulties rationally. 

1 2 3 4 5 

I am quite capable of controlling my own 
emotions. 

1 2 3 4 5 

I can always calm down quickly when I 
am very angry. 

1 2 3 4 5 

I have good control of my own emotions. 1 2 3 4 5 
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Section Two: 

The following statements measure your outlook concerning your Company’s Talent Management 

Practices. Using the following 5-point scale, ranged from (1) never to (5) always. 

 

Dimensions Statement Never Rarely Sometimes Often Always 

 

 
Identifying critical 

positions 

My company identifies the critical positions aligned 
with business strategies. 

1 2 3 4 5 

My company builds up talent pool in the 

organization. 

1 2 3 4 5 

My company differentiates the identified talent on 
the basis of their contribution levels. 

1 2 3 4 5 

My company identifies the talent that makes 
maximum impact on organization success. 

1 2 3 4 5 

 

 
Competence 

training 

The training activities for the identified talent are 
focused on required competencies. 

1 2 3 4 5 

The training activities for identified talent are 
implemented continuously. 

1 2 3 4 5 

The content of the training activities for the 
identified talent are based on job performance. 

1 2 3 4 5 

The training activities for the identified talent 
require time and extensive financial resources. 

1 2 3 4 5 

The training activities for the identified talent are 
designed to develop firm-specific skills/knowledge. 

1 2 3 4 5 

 

 
Development 

Development needs are identified for talent. 1 2 3 4 5 

Identified talent have many opportunities for 
upward mobility. 

1 2 3 4 5 

Talents have clear career paths in this 
organization. 

1 2 3 4 5 

Talents have more than one avenue for promotion. 1 2 3 4 5 

Developmental activities include feedback on 
developmental growth agenda for the identified 
talents. 

1 2 3 4 5 

 

 

Reward 
Management 

My company provides recognition, e.g., financial 
recognition such as cash, paid travel, incentive 
bonus/ variable pay, etc. 

1 2 3 4 5 

My supervisor discusses and provides meaningful 
and helpful feedback on job performance. 

1 2 3 4 5 

My company values my work and contribution. 1 2 3 4 5 

I believe that my company has a fair and just 
system of rewarding employees. 

1 2 3 4 5 

My company sets challenging targets in my job. 1 2 3 4 5 

I have supportive and likeminded colleagues. 1 2 3 4 5 

My company supports a balanced lifestyle 

(between my work and personal life). 

1 2 3 4 5 

My company encourages and organizes team 
building or other social networking activities among 
employees. 

1 2 3 4 5 

My company provides a competitive pay package 
(i.e., basic salary plus benefits, allowances or 
variable pay). 

1 2 3 4 5 

My company provides medical aid, retirement, and 
pension benefits. 

1 2 3 4 5 

My company provides recognition via nonfinancial 
means, e.g., certificates of recognition. 

1 2 3 4 5 



197  

Section Three: 

The following statements explore reasons behind your Social Media Use . Social Media Platforms 

includes ( LinkedIn, Whats app, Facebook, Instagram, Youtube, Tiktok, Slack and Twitter). Using the 

following 5-point scale ranged from (1) strongly disagree to (5) strongly agree. 
 

Dimensions Statement Strongly 

Disagree 
Disagree Neutral Agree Strongly 

Agree 
 

Social media for 

Social Use 

In my organization, I use social media to. . . 
create new relationships at work 

1 2 3 4 5 

get to know people I would otherwise not meet 
at work 

1 2 3 4 5 

maintain close social relationships with people 
at work 

1 2 3 4 5 

get acquainted with colleagues who share my 
interests 

1 2 3 4 5 

discover colleagues with interests similar to 
mine 

1 2 3 4 5 

 
Social media for 

Cognitive Use 

In my organization, I use social media to. 
share content with colleagues 

1 2 3 4 5 

create content in collaboration with colleagues 1 2 3 4 5 

create content for work 1 2 3 4 5 

disseminate content at work 1 2 3 4 5 

access content created by my colleagues      
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Section Four: 

The following statements measures your leadership potentiality. Using the following 5-point scale, ranged 

from (1) never to (5) always. 

Dimensions Statement Never Rarely Sometimes Often Always 

 

 
Agility 

I am committed to attracting and developing 
diverse talent. 

1 2 3 4 5 

I actively seek opportunities to improve my digital 
skills. 

1 2 3 4 5 

I encourage the use digital tools to improve 
performance. 

1 2 3 4 5 

 

 
Talent catalyst 

I motivate others to exceed their expectations. 1 2 3 4 5 

I allow others to build on joint expertise and 
experience. 

1 2 3 4 5 

I am open to learn from other perspectives. 1 2 3 4 5 

I leverage expertise by empowering others. 1 2 3 4 5 

I offer support and guidance when needed. 1 2 3 4 5 

 

 
Interpersonal 

I am empathetic with others at work. 1 2 3 4 5 

I actively foster collaboration among other team 
members. 

1 2 3 4 5 

I adapt to others emotions to create better 
understanding. 

1 2 3 4 5 

Intrapersonal I seek to provide out-of-the-box ideas. 1 2 3 4 5 

I constructively confront difficult situations without 
avoidance. 

1 2 3 4 5 

I insist that my actions reflect what I say. 1 2 3 4 5 

I seek innovative solutions before concluding. 1 2 3 4 5 

Entrepreneurial I seek to inspire others. 1 2 3 4 5 

I seek future opportunities that benefit the 
organisation as a whole. 

1 2 3 4 5 

I take the initiative to achieve goals even under 
tough conditions. 

1 2 3 4 5 

I consider myself proactive when making decisions. 1 2 3 4 5 
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Section Five: 

Demographic Questions 
 

Age: 

o 23-29 

o 30-36 

o 37-43 
Highest Completed Level of Education: 

 

o Bachelor Degree (BSc) 

o Masters Degree (MBA, MSc) 

o Doctorate Degree (DBA, PhD) 
Gender: 

o Male 

o Female 
Marital Status: 

o Single 

o Married 

o Divorced 

o Widowed 
Years of Experience: 

 

o less than 1 year 

o 1 to 5 years 

o 6 to 10 years 

o 11 to 15 years 

o more than 15 years 
Number of Children: 

o None 

o One 

o Two 

o More than two 
City of residence: 

o Cairo 

o Giza 

o Alexandria 
o Other: 

Current Job Level: 

o Entry- level 

o Junior or associate level 

o First-line manager 

o Senior manager 

o Director 

o Other  
Department: 

o Marketing 

o Finance 

o Production/Operation 

o Sales 

o IT 

o Risk 

o Logistics/Supply chain 

o Warehousing 

o Research & Development 

o Legal 

o Business Analytics 

o Human Resources 

o Other  

Origin of the Company: 

o British 

o American 

o Chinese 

o Indian 

o Japanese 

o European 

o Middle Eastern 

o Other  
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Appendix E 

 

NVIVO Word Frequency 
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Appendix F 

 
AMOS Measurement Model-CFA 

 


	Professor Emília Fernandes
	DIREITOS DE AUTOR E CONDIÇÕES DE UTILIZAÇÃO DO TRABALHO POR TERCEIROS
	Licença concedida aos utilizadores deste trabalho
	Acknowledgement
	STATEMENT OF INTEGRITY
	The Impact of Emotional Intelligence, Talent Management and Social Media Use on Predicting Egyptian Millennial Leadership Potential: A Multilevel Perspective
	Abstract
	O Impacto da Inteligência Emocional, Gestão de Talentos e do Uso das Redes Sociais no Potencial de Liderança entre a Geração de Profissionais Egípcios Millennials: Uma Perspectiva Multinível
	Resumo
	List of accronyms
	List of Figures
	List of Tables
	Chapter One: Introduction
	1.1 Introduction
	1.2 Research Background
	1.3 Research Motivation and Rationale of the Study
	1.4 Research Questions and Objectives
	1.4.1 Research Questions
	1.4.2 Research Objectives
	1.5 Research Methodology
	Table 1: Summary of Research Design
	1.6 Expected Research Contribution
	1.6.1 Theoretical Contribution
	1.6.2 Practical Contribution
	1.7 Thesis Structure
	Chapter Two: Literature Review
	Figure 1: Thesis outline
	Chapter Two: Literature Review
	2.1 Introduction
	Part One: Background of the Study
	2.2 Historical Perspectives on Leadership Theories
	2.2.1 Leadership
	2.2.2 Leadership Potential
	2.2.3 Leadership Potential Indicators
	2.3 Generational Leadership
	2.3.1 Millennials
	2.3.2 Millennial leadership potential
	2.4 Emotional intelligence
	2.4.1 The Historical Development of Emotional Intelligence
	2.4.2 Emotional Intelligence Theoretical Background and Dimensions
	2.4.3 Contemporary Conceptions of Emotional Intelligence and its Transitions
	2.4.4 Emotional Intelligence Measurement Models
	2.4.4.1 Self-Emotions Appraisal (SEA)
	2.4.4.2 Other’s Emotion Appraisal (OEA)
	2.4.4.3 Use Of Emotion (UOE)
	2.4.4.4 Regulation Of Emotion (ROE)
	2.5 What is Talent?
	2.5.1 Talent Management
	2.5.2 Talent Management Practices
	2.5.2.1 Identifying Critical Positions (ICP)
	2.5.2.2 Competence Training (CT)
	2.5.2.3 Development (DEV)
	2.5.2.4 Reward Management (RM)
	2.6 Social Media
	2.6.1 Social Media Use
	2.6.1.1 Social Media for Social Use (SMS)
	2.6.1.2 Social Media for Cognitive Use (SMC)
	Part Two: Conceptual Relationships
	2.7 Theoretical Framework and Hypothesis Development

	H1a: SEA positively impacts MLP. H1b: OEA positively impacts MLP.
	H2a: ICP positively predicts MLP H2b: CT positively predicts MLP
	H4: EI mediates the relationship between TM and MLP
	H5: SMU mediates the relationship between EI and MLP
	2.8 Research Gap and Research Question
	RQ1: What constitutes Millennial Leadership Potential (MLP)?
	2.9 Chapter Summary
	Chapter Three: Research Methodology
	3.1 Introduction
	3.2 Research Philosophy
	Table 2: Reasons for choosing Post-Positivism
	3.3 Overall research design
	3.4 Target Population and Sampling Technique
	Table 3: Summary of the Qualitative Sample Population
	Figure 3: Calculating minimum sample size using the G*power analysis formula
	Part One
	3.5 Qualitative Study One
	3.5.1 Interview protocol
	3.5.2 Qualitative Data Collection Procedures
	3.5.3 Qualitative Data Analysis Techniques
	Part Two
	3.6 Quantitative Study Two
	3.6.1 Quantitative Approach
	3.6.2 Survey Design and Administration
	3.6.2.1 Survey Procedure
	3.6.2.2 Research Variable and Measurement
	Table 4: Conceptual and Operational Definitions of the variables
	3.6.2.3 Time Horizon
	3.6.2.4 Pretesting Questionnaire
	3.6.3 Pilot study
	3.6.4 Quantitative Data Analysis
	3.6.4.1 Data Cleaning and Descriptive Statistics
	3.6.4.2 Factor Analysis
	3.6.4.3 PLS-SEM and Hypothesis Testing
	3.6.4.4 Reliability, Validity and Model Fit
	3.6.4.4.1 Scales Reliability
	3.6.4.4.2 Scales Validity
	3.6.4.4.3 Model Fit
	3.7 Control variables
	3.8 Ethical Considerations
	3.9 Chapter Summary
	Chapter Four: Qualitative-Data Analysis and Results
	4.1 Introduction
	4.2 Approach to Qualitative Data Analysis
	Table 5: Qualitative Sample Characteristics
	4.3 Millennials Leadership potential
	Figure 4: Summary of the Qualitative Analysis- Themes and Sub-Themes
	4.3.1 Theme One: Talent Catalyst
	4.3.1.1 Enabling Others
	4.3.1.2 Encouraging others
	4.3.1.3 Serving others
	4.3.1.4 Inclusivity of Employees
	4.3.1.5 Patience
	4.3.2 Theme Two: Interpersonal
	4.3.2.1 Emotional Intelligence
	4.3.2.2 Empathy
	4.3.2.3 Works in Teams
	4.3.2.4 Lead By Example
	4.3.3 Theme Three: Intrapersonal
	4.3.3.1 Bias to Action
	4.3.3.2 Creativity
	4.3.3.3 Innovation
	4.3.3.4 Selflessness
	4.3.4 Theme Four: Entrepreneurial
	4.3.4.1 Charismatic
	4.3.4.2 Visionary
	4.3.4.3 Business Acumen
	4.3.4.4 Initiator
	4.3.5 Theme Five: Agility
	4.3.5.1 Eager to Learn
	4.3.5.2 Easy to Adapt
	4.3.5.3 Flexible
	4.3.5.4 Accepting Diversity
	4.3.5.5 Problem Solver
	4.3.5.6 Tech Savvy
	4.4 Implications to Study One
	Table 6: Summary of the dimensions conceptualization
	4.5 Chapter Summary
	Chapter Five: Scale Development and Validation
	5.1 Introduction
	5.2 Rationale for Developing MLP Scale
	5.3 MLP Scale Development Process
	Figure 5: Steps employed in developing and validating the MLP scale
	5.3.1 Identifying the domain construct
	5.3.2 Item Generation
	5.3.3 Content Validity of the scale
	Table 7: Content Validity Assessment of MLP Scale
	5.3.4 Pretesting and Pilot Testing
	5.3.5 Factor Analysis
	5.3.5.1 Exploratory Factor Analysis
	Table 8: KMO and Bartlett's Test
	Table 9: Exploratory Factor Analysis
	Table 10: EFA Deleted items
	5.3.5.2 Confirmatory Factor Analysis
	Table 11: CFA-Model Fit Indices
	Table 12: Final MLP scale items
	5.3.6 Validity and Reliability of the MLP Scale
	Table 13: Convergent, Discriminant Validity and Reliability of MLP Developed Scale
	5.3.7 Operationalization of the Existing Scales of Study Constructs
	5.4 Chapter Summary
	Chapter Six: Quantitative -Data Analysis and Results
	6.1 Introduction
	6.2 Pilot Testing
	Table 14: Cronbach’s Reliability for pilot testing using SPSS V. 29
	6.3 Data Collection and Preliminary Data Analysis
	Table 15: Demographic Characteristics
	6.4 Data Analysis using SPSS 29 and SMART-PLS 4
	6.4.1 Measurement Model Analysis
	6.4.1.1 Factor Loadings
	6.4.1.2 Indicator Multicollinearity
	6.4.1.3 Reliability Analysis
	6.4.1.4 Validity Analysis
	6.4.1.4.1 Convergent Validity
	Table 16: Measurement Model Analysis
	6.4.1.4.2 Discriminant Validity
	6.4.1.4.2.1 Fornell and Larcker
	Table 17: Discriminant Validity using Fornell–Larcker's Criterion
	6.4.1.4.2.2 Heterotrait–Monotrait Ratio (HTMT)
	6.4.1.5 Validating Higher Order Constructs
	6.4.1.5.1 Reflective-Formative Constructs
	Table 19: HOCs-Reflective Formative Validation
	6.4.1.5.2 Reflective-Reflective constructs
	Table 20: HOCs-Reflective-Reflective Validation
	6.4.1.6 Structural Model Analysis and Hypothesis Testing
	6.4.1.7 Hypothesis Testing for Direct Relationships

	Hypotheses 1
	Hypotheses 2
	H2a: ICP positively predicts MLP
	H2b: CT positively predicts MLP
	H2c: DEV practices positively predicts MLP
	H2d: RM positively predicts MLP

	Hypotheses 3
	H3a: SMS positively influences MLP
	H3b: SMC positively influences MLP
	Table 21: Testing Direct Relationships Result
	6.4.1.8 Hypothesis Testing for Mediation Analysis

	Hypothesis 4
	H4: EI mediates the relationship between TM and MLP

	Hypothesis 5
	H5: SMU mediates the relationship between EI and MLP

	Hypothesis 6
	H6: EI and SMU serially mediate the relationship between TM and MLP
	Table 23: Serial Mediation Analysis using SPSS 29 PROCESS MODEL
	6.4.1.9 Control Variables
	6.4.1.10 Model Fit
	Table 24: Summary of Model Fit Indices using SMART PLS4
	6.4.1.11 Explanatory power
	Table 25: Explanatory Power
	6.5 Chapter Summary
	Chapter Seven: Research Discussion, Conclusion and Recommendations
	7.1 Introduction
	7.2 Research Discussion
	7.2.1 Relationship between Emotional Intelligence and Millennial Leadership Potential
	7.2.2 Relationship between Talent Management Practice and Millennial Leadership Potential
	7.2.3 Relationship between Social Media Use and Millennial Leadership Potential
	7.2.4 Mediation Analysis
	7.2.5 Control Variables
	Table 26: Summary of the results of the relationships in this research
	7.3 Addressing the Research Question and Objectives
	7.3.1 RQ1: How to conceptualize Millennial Leadership Potential
	7.3.2 RQ2: What is the impact of Emotional Intelligence (EI) and its dimensions on MLP?
	7.3.3 RQ3: How do organisational Talent Management (TM) practices impact MLP?
	7.3.4 RQ4: Does Social Media Use (SMU) influence MLP?
	7.4 Research Implications
	7.4.1 Theoretical Implications
	7.4.2 Managerial Implications
	7.5 Conclusion
	7.6 Research Limitations and Directions for Future Research
	References:
	Appendix A
	Appendix B
	Appendix C
	Appendix D
	1- Do you work in a Multinational Company operating in Egypt?
	Appendix E


	NVIVO Word Frequency
	Appendix F


