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The objective of this study is to determine the effects of a leader's emotional
intelligence and employee career growth opportunities on employee
commitment in Pakistan's banking industry. Additionally, talent-proactive
behavior is examined as a moderator on the relationship between a leader's
emotional intelligence and employee career growth opportunities, and
employee commitment. The non-probability convenience sampling method
was used to get the data from 384 different banking industry employees. The
hypothesis was evaluated statistically using Smart Pls V.3. This study
exhibits that talent-proactive behavior moderates the relationship between
a leader's emotional intelligence and career growth opportunities and
employee commitment, according to this study, which also shows that a
leader's emotional intelligence and career growth opportunities have a
significant impact on employee commitment. This study is important for
managers or leaders to focus on their emotional intelligence which will
ultimately enhance employees' commitment. Discussion and conclusions
are also given.
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1.0 Introduction

A competent employee is a basic requirement in today's competitive environment.
Additionally, companies today are placing greater attention on locating, selecting, developing, and
retaining their finest employees. Since talent management is essential to the success of the
company and offers it an edge over competitors, it directly affects how well employees perform at
work. (Shafique & Zia-ur-Rehman, 2021). Using talent management techniques makes it simple
to improve and raise employee work performance. When businesses engage in talent management
strategies, skilled people are required to provide excellent performance (Kwame Mensah et al.,
2016). According to Gallardo-Gallardo et al. (2020), talent management is defined as the activities
that include recruiting, identifying, developing, engaging, deploying, and keeping hold of key
talent employees who are the driving force behind an organization's value creation and success.
Talent is a property that people naturally possess when they have the knowledge and abilities
necessary for quality output, ongoing growth, and other tasks that are essential to boost
organizational success.

Martin (2015) claims that a person's or a group of people's abilities required to gain an
ongoing competitive edge in any organization may be referred to as talent. These qualities, which
are sources of competitive advantage for every company, are difficult to benchmark or duplicate.
As a result, organizations that want to achieve their goals and objectives should make finding and
keeping people with these qualities a top priority. Retaining talented employees has been raised to
a top priority for firms worldwide. The operations of organizations in all industries, in both
established and emerging countries, have significant difficulty in retaining qualified and talented
employees. (Adeniji et al., 2019). The main issue facing the global business climate of many
organizations, according to Scullion et al. (2010), it is the retention of skilled individuals.
Retaining exceptional personnel is therefore a top concern for businesses, especially in the service-
producing sector like the hotel industry where there is constant one-on-one contact between the
staff and the clients (Ohunakin et al., 2018). Thus, employers must discourage competent workers
from leaving their companies, as doing so would have a detrimental impact on employees' behavior
at work and organizational productivity. The "battle for talent™ is a constant worry among sectors
in both developed and emerging countries due to the requirement and value of highly qualified and
informed workers (Martin, 2015).

Any organization that wishes to accomplish particular aims and objectives should
consider not just how to retain the personnel with the appropriate skills and expertise, but also how
those personnel act while at work (McGlynn & McClaren, 1975). Employee behavior is crucial
for the successful execution of any retention plan, according to Folakemi et al. (2018) the effective
implementation of any strategy depends greatly on people. Proactive employees tend to be self-
directed, can grow personally, and believe in change for the better. This echoes the adage "You
may lead a horse to water, but you cannot force it to drink™ Employees that exhibit talent-proactive
behavior are better equipped to make use of organizational resources and meet the expectations
posed by talent management procedures (Meyers, 2020)
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To maintain staff members' motivation and fulfillment, supervisors must ensure employee
commitment. (Riaz et al., n.d.). Therefore, managers look for innovative ways to increase
employee loyalty to provide fruitful outcomes for the association. This involves reducing
personnel turnover, enhancing job performance, and sharpening a company's focus over time
(Preko et al., 2022). When employees have faith and confidence in their management, their efforts
are better, their work contentment is higher, and their commitment to their jobs is increased
(Appelbaum et al., 2013). Insufficient employee participation in decision-making directly
contributes to low levels of work commitment and satisfaction. Disengagement and a lack of
commitment among employees affect their desire to leave (Appelbaum et al., 2013). Employees
feel an emotional connection to the company when they believe that training is always available
when needed. They believe that the organization is committed to them and values their loyalty.
The promotion of awareness of training possibilities helped to strengthen this affective
commitment. The perception of training availability is directly related to affective commitment in
a good way. When workers are dedicated to their occupations, they are less likely to leave, which
reduces turnover intentions.

All service industries in Pakistan, including banking and telecommunications, train their
staff (Ashar et al., 2013). In the case of engineering programmers, the Pakistan Engineering
Council has implemented Object-Based Education (OBE). To prepare instructors for this change,
commitment is needed. OBE may be successfully implemented with the help of responsible heads
of departments (leaders). The alignment of organizational change techniques with the company
culture determines whether an organizational change will be successful (Kezar & Eckel, 2002).
Before implementing change initiatives, it is important to understand the organizational culture
(Baba & Pawlowski, 2001). To comprehend how organizational culture and leadership impact
workers' willingness to embrace change in higher education institutions (Seo et al., 2012). The
leaders and concerned stakeholders can develop change strategies for the organization and take the
required steps to manage the change in the future with the aid of knowledge about the
organizational culture. Additionally, leadership style frequently has an impact on employees'
willingness to embrace change (Yasmeen et al., 2020). There is a lot of turnover in Pakistan's
banking sector (Pahi et al., 2016). Pakistan's banking sector does not provide prospects for career
advancement (Qayyum, 2012). A significant issue that drives up costs and harms an organization's
reputation is the low levels of employee commitment in the banking sector (Mohsan, 2012).

The businesses' attention is now increasingly on the recruitment, choice, training,
inspiration, and retention of its important, skilled workers. Since it is essential to an organization's
success and offers it an edge over competitors, talent management directly affects how well
employees perform at work. (Shafique & Zia-ur-Rehman, 2021). The chances provided by talent
management, such as obtaining mentorship, training, etc., are nevertheless insufficient for workers'
exceptional job performance since they cannot achieve the objectives without a talent proactive
behavior (Meyers, 2020). Therefore, the study's goal is to investigate the relationship between
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career growth opportunities and employee commitment, the relationship between a leader's
emotional intelligence and employee commitment, and whether talent proactive behavior plays a
moderating role in this relationship. Moreover, this research will answer what is the impact of
career growth opportunities on employee commitment. What effect does a leader's emotional
intelligence have on the devotion of their team members as well? Furthermore, can talent
proactive behavior demonstrate any moderating effects on the associations between employee
commitment, career growth opportunities, and a leader's emotional intelligence?

2. Literature review
2.1 Career Growth and Employee Commitment

Career growth is the advancement of an employee's career with the opportunities and
assistance offered by an organization (Kost et al., 2020). This can include things like training and
development programs, mentorship, and opportunities for promotions and advancement.
Employee commitment is the level of dedication and engagement that employees have for their
jobs and the organization as a whole (Naidoo et al., 2019). It may be impacted by elements
including possibilities for growth and development, business culture, and job satisfaction. A firm
is more likely to have a dedicated and engaged staff if it prioritizes career advancement and offers
chances for it (Burnett & Lisk, 2019).

Opportunities for professional advancement are positively correlated with employees'
commitment (Abasilim et al., 2019). Employee commitments to the company and job engagement
are higher when they believe they have the opportunity to enhance their careers (Hite & McDonald,
2020). Employees who believe their careers are moving forward and improving are happier at their
duties and more willing to be involved in the company's success. Additionally, When employees
feel valued and engaged, they are more likely to stay with an organisation longer and lower
turnover (Rubenstein et al., 2019).

On the other side, a lack of prospects for professional advancement may cause individuals
to become disengaged and uncommitted. (Probst et al., 2020). When employees feel that they have
reached a dead-end in their careers, they may become demotivated and disengaged in their work.
This can lead to high turnover rates, and low productivity and negatively impact the overall
performance of the company (Liu et al.,, 2022). In summary, organizations that provide
opportunities for career growth tend to have more committed and engaged employees, and
employees are more likely to be invested in the success of the business if they feel like their careers
are moving forward and developing.

H1: Career growth has a positive and significant impact on employee commitment.

2.2 Leader’s Emotional Intelligence and Employee Commitment
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The ability to understand, control, and communicate one's own emotions as well as those
of others is known as emotional intelligence (EI). It entails having the capacity to empathize with
people, communicate clearly, and resolve disputes. (Drigas & Papoutsi, 2019). According to
studies, employees who work for supervisors who have a high level of emotional intelligence tend
to be more committed and interested in their jobs (Barreiro & Treglown, 2020).

Employee commitment and a leader's emotional intelligence are positively correlated (Gelaidan et
al., 2018). Emotionally intelligent leaders tend to develop a pleasant work atmosphere, encourage
open communication and approachability, successfully handle disagreements, and foster a sense
of community among staff members, all of which result in more dedicated and engaged workers
(Smith et al., 2020).

Leaders with high emotional intelligence (EI) are more perceptive to the needs and feelings
of their team members, which can lead to increased job satisfaction and a higher sense of trust
between managers and employees (Beydler, 2017). They are also more likely to set clear standards,
acknowledge accomplishments, and offer feedback that aids workers in comprehending their job
duties. Increased motivation, productivity, and staff involvement may result from this. (Mone &
London, 2018). They can assist staff in gaining an understanding of other people's viewpoints and
seeking solutions to issues that will benefit all parties. This may result in a more friendly and
effective workplace. (De Prins et al., 2020).

Contrarily, managers with low EI frequently have staff members that are less devoted to
and interested in their job. (W et al., 2017). They could be less personable, less attentive to the
requirements of their staff, and more likely to foster a hostile work atmosphere. They could also
have trouble handling disputes, which would result in increased stress and a less favorable work
atmosphere. (van der Lippe & Lippényi, 2020).

In conclusion, leaders with high emotional intelligence are more likely to develop open
communication, successfully resolve disputes, and establish a sense of community among staff
members, all of which result in staff who are more dedicated and engaged.

H2: A leader’s emotional intelligence has a positive and significant impact on employee
commitment.

2.3 Talent Proactive Behavior as a Moderator

Talented proactive employees are more likely to provide original recommendations and
proposals. They tend to be self-directed, can grow personally, and support positive change. They
are better knowledgeable about organizational processes and political expertise. Employers that
lack initiative do not take action, which leads to inferior positions, slower promotion, and demotion
(Hamedani et al., 2021). Employees who exhibit talent and proactive conduct take the initiative to
better their situation or themselves. Employees with talent display proactive conduct, boost their
market value and actively seek out new opportunities (Meyers, 2020). The capacity to manage
individuals to their fullest potential while also fostering their highest performance is crucial to
talent management (Casademunt, 2016). Employees who complete extra tasks, participate in
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activities, and display an ability to adapt to a tough work environment are more likely to perform
well on the job. A successful job performance comprises elements like demonstrating creativity,
initiative, and proactivity (Shafique & Zia-ur-Rehman, 2021).

The opportunities provided by talent management—getting a mentor, getting training,
etc.—are nonetheless insufficient for employees to perform exceptionally well because they can't
accomplish their goals without a talent-proactive attitude. This embodies the proverb "You may
lead a horse to water, but you cannot force it to drink” If employees exhibit talent-proactive
conduct, talent management approaches can result in good and higher performance from them.
When dealing with adverse conditions and environments, proactive talent is far superior to non-
proactive talent. Employees that exhibit talent-proactive behavior are better able to make use of
organizations and meet the expectations posed by talent management procedures (Meyers, 2020).
Employees are stated to have a proactive mentality because of their capacity to deal with
environmental changes and overcome restrictions brought on by situational pressures. Talent
proactive behavior entails taking the initiative, changing the current situation, and overcoming
obstacles. These workers would rather overcome obstacles than change their work environment.
Employees who exhibit talent-driven proactive conduct have confidence in their skills, can manage
situations to their advantage, and frequently succeed in securing the opportunities they want. They
take risks and look for different ways to solve issues. Employees with low-skill proactive conduct,
on the other hand, tend to always let things happen before attempting to adjust to environmental
changes (Bose & Sarma, 1975).

The signaling hypothesis examines how talent proactive behavior affects talent
management procedures. It defines a circumstance in which one person has knowledge and
information that no other party has (Hamedani et al., 2021). Meyers (2020) asserted how talent
management and signaling theory may be coupled in a way that these employees may have better
potential and awareness of their traits and aspirations than any other employees or employers.

Has: Talent proactive behavior has a moderating on the relationship between career growth and
employee commitment.

Ha: Talent proactive behavior has a moderating impact on the relationship between a leader’s
emotional intelligence and employee commitment.

Figure No 1: Conceptual Framework
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3.0 Methodology
3.1 Sampling Technique

As per the State Bank of Pakistan’s report in 2022, the banking industry consists of approximately
270,000 employees all over Pakistan, therefore the population is so large, it was not possible to
get a sample frame for the study, hence a non-probability sampling and convenient method was
adopted.

3.2 Research instrument

A standardized questionnaire, will be handed down to workers of different organizations in
Pakistan will be used to gather the study data. A questionnaire was distributed to about 300 to 350
employees in Pakistan. The Likert scale is used in the questionnaire survey, where 5 showed highly
agree and 1 will show highly disagree. The questionnaire is adopted and has 4 constructs. The 15
items for constructing Career growth opportunities were adopted (Weng & McElroy, 2012). The
17 items of construct Leader emotional intelligence were adopted by (Groves et al., 2008). The 5
items of construct Talent proactive behavior were adopted (Ageel, 2022). The 6 items of construct
Employee commitment were also adopted (Lee & Chen, 2013).

3.3 Population and sample size

Employees who work in Pakistan's banking sector were chosen as the study's sample
population. As of December 2022, the State Bank of Pakistan estimates that Pakistan's banking
industry significantly contributes to the national economy. The banking industry contributed 17%
of Pakistan's GDP in 2022. Over 270,000 people are employed in the banking sector, which
includes commercial banks, Islamic banks, and microfinance banks, making it a significant source
of employment. Thus, using an anticipated Rao Soft sample size of 384 employees, we determined

384 as a sample of our target population to be the workers in Karachi's banking industry.
Table Nol: Measurement of the Independent, Dependent, and Moderating Variables.
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Constructs Number of Items Sources

Career Growth Opportunity 15 (Weng & McElroy, 2012)
Leader Emotional Intelligence 17 (Groves et al., 2008)
Talent Proactive Behavior 5 (Aqgeel, 2022)

Employee Commitment 6 (Lee & Chen, 2013).

3.4 Data Analysis

To investigate the association between factors affecting both the measurement and the
structural model, Smart PLS V3 is employed. To assess all hypotheses using the structural model

and measurement model, the PLS algorithm, PLS-blindfolding, and PLS-bootstrapping were used.
Table No2: Measurement model

Constructs Items Loading @ AVE P CR® Rho A d
CG1 0.822 0.671 0.860 0.757
Career Growth Opportunity CG2 0.846
CG3 0.789
LEI7 0.737 0.582 0.848 0.775
LEI8 0.810
Leadership Emotional Intelligence LEI11 0.755
LEI12 0.810
EC1 0.905 0.792 0.938 0.916
EC2 0.797
Employee Commitment EC4 0.912
EC5 0.811

All items loading > 0.7 indicate reliability (Hair et al, 2010,)

All AVE > 0.5 indicate convergent validity (Bagozzi Yi, 1988)

All composite reliability (CR) > 0.7 indicate internal consistency (Gefen et al, 2000)
All RHOA > 0.7 indicate (Dijstra & Henseler, 2015)
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3.5 Discriminant Validity
Table No 3: Fornell-Larcker Criterion

CGO EC LEI
CGO 0.819
EC 0.440 0.890
LEI 0.460 0.482 0.763

Table No 4: Heterotrait-Monotrait Ratio

CGO EC LEI
CGO
EC 0.528
LEI 0.597 0.568

4.Results and Findings

4.1 Measurement Model

The study's initial concentration was on the measurement model's convergent validity. To
investigate convergent validity, the study used factor loadings, Composite Reliability (CR), and
Average Variance Extracted (AVE). All item loadings above the appropriate cutoff point of 0.7
suggested by (Hair et al., 2013), as shown in Table I. Several items from the areas of Career Growth
Opportunity, Leadership Emotional Intelligence, and Employee Commitment were deleted as a
result of their failure to meet the criteria. The construct indicators do a good job of representing
the latent construct, as evidenced by composite reliability ratings that were higher than the advised
value of 0.7. The average variance extracted, which measures the total amount of variance in the
indicators that the latent construct accounts for, was greater than the 0.5 value (Hair et al., 2013).

The discriminant validity was subsequently evaluated, which assesses the extent to which
the measurements reflect any other variable. This was demonstrated by the low correlations
between the relevant measure and the measures of other constructs. Table 1l demonstrates that the
discriminant validity is appropriate because each construct's square root of its diagonal values
(AVE) is greater than the correlation coefficients that correspond to them. (Fornell & Larcker,
1981)). Several recent critiques of this (Fornell & Larcker, 1981) this criterion is unable to
consistently identify a lack of discriminant validity in typical study situations. (Henseler et al.,
2016). The heterotrait-monotrait (HTMT) correlation ratio is an extra approach based on the
multitrait-multimethod matrix for evaluating discriminant validity. (Hair et al., 2013) The results
of this innovative approach for assessing discriminant validity are presented in Table IlI.
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Discriminant validity is theoretically and practically different if the HTMT value is less than 0.90.
(Jarosik et al., 2011). However, these criteria are strongly recommended (Henseler et al., 2016).

4.2 Structural Model

Hair et al. (2013) suggested analyzing the structural model using a bootstrapping approach
with a sample size of 5000 resamples to determine the P-value, beta, and corresponding t-values
(Hair et al., 2013). To evaluate the correlations between variables, the study used bootstrapping
and examined the R2, Q2, beta, p-value, and t-value. The researchers also emphasized the
importance of fundamental indicators, such as reporting predictive fit (R2) and predictive
relevance (Q2).

The study found that career growth opportunities had a strong and positive effect on
employee commitment (= 0.277; P=0.000; t 7.034), while leadership emotional intelligence had
a positive impact on employee commitment (B = 0.355; P= 0.000; t 5.595). All t-values were
greater than 1.96, indicating a significant effect (Peng & Lai, 2012). Therefore, H1 and H2 were
supported, as shown in Table V. Additionally, the R2 was significant, with a value of 32% (see
Table VII), indicating a substantial effect (Cohen, 1988). The value was also greater than the 0.26
suggested by (Cohen, 1988). to indicate a substantial model. The study also calculated Q2 using
cross-validated redundancy techniques. If the Q2 is more than 0, the model may be predictively
meaningful; if it is less than 0, it may not. According to the table, both endogenous variables in
this study showed sufficient predictive importance.

4.3 Moderation analysis

This study hypothesized that proactive behavior among employees with talent would
enhance the relationship between career growth opportunities, leadership emotional intelligence,
and employee commitment. To analyze moderation, the study utilized a product-indicator
approach in Partial Least Squares (PLS), which provides more accurate estimates of the
moderator's impact on relationships while validating theories (Henseler & Chin, 2010). To
examine the moderating effect, the study multiplied career growth opportunities and leadership
emotional intelligence (predictors) with talent proactive behavior (moderator) to create an
interaction construct to predict employee commitment.

Table No 5: Direct Relationship

Hypothesis Path Beta T Statistics P Values Decision
H1 CGO ->EC 0.277 7.034 0.000 Supported
H2 LElI ->EC 0.355 8.595 0.000 Supported

Table No 6:Moderation Analysis

Hypothesis Path Beta T-value P-value Decisions
H3 CGO*TPB->EC 0.089 2145 0.032 Supported
H4 LEI*TPB->EC 0.075 1.980 0.048 Supported
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The results, as shown in Table V, indicate that the projected path coefficients for the effect
of the moderator on the relationship between career growth opportunities and employee
commitment (f=0.089; P=0.032) and leadership emotional intelligence and employee commitment
(B=0.075; P=0.048) were significant. This indicates that talent-proactive behavior significantly
moderates the relationships between career growth opportunities and employee commitment and
leadership emotional intelligence and employee commitment. Thus, the study accepted H3 and
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Figure No 3: Path coefficient Moderation
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Table No 7: R Square & Q Square

Endogenous LVs R?value Q?value

EC 0.328 0.252

5 Discussion and Conclusion

This study demonstrates the beneficial effects of leaders' emotional intelligence on staff
commitment, which are supported by other studies. (Webb, 2011). However, career opportunities
are based on the hopeful effects of career possibilities on employee engagement, lowering
inclinations to leave the company, and boosting satisfaction. (Putri et al., 2022; Jia-jun & Hua-
ming, 2022). The possibility of career advancement, which we predicted would have a favorable
effect on employee dedication, has demonstrated favorable results that support the social
exchange theory. (Cook et al. 2013) According to the hypothesis, employees are more inclined to
stay loyal to a company if they feel that it is providing their demands. Career development
possibilities may be viewed as a means for businesses to better serve their staff members, which
may result in greater loyalty. However, Long et al. (2015)'s earlier research has shown good
support for and confirmed the influence of a leader's emotional intelligence on employee
commitment. Employees who work under emotionally intelligent leaders are more likely to be
engaged and motivated, which is important in the field of health and physical education. This is
because they believe their boss respects them as valuable team members who have needs that are
understood by them.

Additionally, the primary value of this study is how we tested the strengthening role using
talent-proactive behavior, which has successfully moderated the association between employee
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career advancement opportunities and leader emotional intelligence on employee commitment.
This is because employees who are more talent proactive are more likely to seize opportunities
for professional advancement and to be inspired by a leader's emotional intelligence. For instance,
a worker who is highly talent proactive and is provided chances for job advancement is more
likely to be dedicated to the company. This is because the employee will feel valued and
appreciated since they will perceive the company as investing in their growth. The employee will
also be inspired to keep expanding their skill set and expertise, which will increase their value to
the company. In the same vein, a worker who is highly talent proactive and is under the direction
of an emotionally astute boss is more likely to stay loyal to the company. This is because the
employee will feel understood and supported by the leader, which will make them feel more
connected to the organization. Additionally, the employee will be motivated to do their best work,
which will make them more valuable to the organization.

5.1 Managerial Implications

According to the research, employee commitment and career progression prospects were
related, but in a way that talent-proactive behavior was controlled. The development of talent-
proactive behavior among workers and the provision of opportunities for career progression are
two ways that organizations may boost employee commitment. However, this research also shows
that a leader's emotional intelligence positively affects staff commitment, showing that leaders
may raise employee commitment by honing their emotional intelligence. Managers should provide
workers the chance to advance their knowledge and abilities and foster a culture of lifelong
learning and development if they want to give their staff members possibilities for professional
progress. This entails encouraging workers to accept new challenges and push themselves beyond
their comfort zones. Give staff members the chance to assume leadership responsibilities.
Employee skill development and a sense of success may benefit from this.

5.2 Limitation and Advice for Future Research.

Like all studies, this research has also limitations, this study has used leader emotional
intelligence and career growth opportunity as independent variables, however, future researchers
can use sustainable practices of human resources such as green leadership, green organization
citizenship behaviors, and green talent as independent variables. However, this study has focused
on the banking sector f Pakistan; however, the textile sector, pharmaceutical sector, and academia
are still unexplored. This research has a limited sample size of 384 employees; however, a large
sample size can be tested for better results. More moderators can be added to the relationship such
as Job tenure or organizational culture.
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