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Accepted: 27 August 2019 The present study aims at providing a model for talent man-agement in active knowledge-based companies in the agri-cultural domain of Guilan Province. The study was an appliedand descriptive study with a mixed research method. An in-depth semi-structured interview with 30 experts was used inthe qualitative part, and theoretical foundations and a researchbackground study were applied for the qualitative data collection.To collect data in the quantitative part, asurvey was used inwhich data were collected with a researcher-made questionnaire.The target population consisted of 150 intermediate managers,supervisors, and deputies of knowledge-based organizationsin Rasht, of which 108 participants were selected via purposefulsampling method. The sample size was determined via thetable of Krejcie and Morgan. SPSS19 software and Smart PLS3software were employed to analyze the data. The results showthat the dimensions identified in the field of talent managementin the knowledge-based companies include internal talentidentification, external talent identification, socialization (makingsocialized), development, and talent retention. Two componentsidentified for internal talent identification include identificationand selection of talented employees. Three factors of transfor-mational leadership, organizational culture, and employerbrand are identified as the underlying and effective factors oftalent management in knowledge-based agricultural companiesin Rasht city. The transformational leadership style has thegreatest impact on talent management, and the employer brandis in the next rank of effectiveness on talent management.
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InTRoduCTIonKnowledge-based companies are private orcooperative institutions that aim to combinescience and wealth, develop knowledge-based economics, realize scientific and eco-nomic goals, and commercialize research anddevelopment results in high technology do-mains with high value-added (Safaee et al.,2017). More precisely, these companies arean intermediary link between ideas and tech-nology that can lead ideas towards achievingtechnology. However, they have unique fea-tures that challenge their executives forhuman resource management. Knowledge-based companies have a largely differentratio of expert forces to total employees thanthe other companies. In light of this feature,we can easily understand that this seeminglygood advantage can serve as a double-edgedsword. Preservingtalented expertsin an or-ganization requires sound management oftalented experts. Most importantly, the mainissue is the coordination between tasks andresponsibilities among talented employees(JafariPosteki et al., 2017).Since agriculture has long been the mainoccupation of Guilan inhabitants and hasplayed an important role in the economic andsocial progress of this region, the promotionand development of the agricultural sector isof particular importance for improving theeconomic conditions of the inhabitants of thisprovince. Knowledge-based agricultural do-main and the acquisition of modern and newknowledge in the field of agriculture can bol-sterthe productivity and profitability in thisdomain. Therefore, given that knowledge-based agricultural companiescan play an im-portant role in economic and socialdevelopment and sustainable growth in soci-ety (Jahanshiri &Walker, 2015), it is highlyimportant to conduct an interdisciplinary re-search study on this domain, especially onhow to manage these companies to achievefurther growth and development and alsotorealize the knowledge-based economy.Achievement to knowledge-basedeconomieswith particular attention to knowl-

edge-based companies has been discussedfor several years(Khilji & Keilson, 2014). Bytheir nature, the performance of knowledgesocieties leads to a profound change and im-provement intheir economy (Filipović et al.,2013). Consistent with the expert opinionand despite the growing number of knowl-edge-based economies, the needs of thesecompanies have not yet been fully taken intoaccount, and experts consider a high-riskbusiness situation for them. On the otherhand, any organization wishes to achieve thedesired goals and successfully carry out itsduties (Galabova & Ahonen, 2011).To thisend, organizations must apply all resources,materials, techniques, technologies, capital,and practices effectively. The key to achievingthese goals is human resources, especiallytalented people. Therefore, organizationsneed to pay more attention to them (Hor-vathova & Durdova, 2010).Knowledge-based organizations have foundthat if they can attract and employ talentedpeople, they can take benefit from this com-petitive advantage. In fact, organizationstoday compete with each other through tal-ented human capital.Their ability to attracttalented forces is crucial in the face of the“war on talents” in which organizations al-ways seek to trap the best and most intelli-gent personnel of other organizations (Drieset al., 2013). Management style in today’s or-ganizations has been transformed from tra-ditional mode. Consequently, solutions thatwere previously recommended to solve orga-nizational problems may not be applicabletoday because the nature of today’s organiza-tions has shifted to the centrality of knowl-edge and intellectual and human property,and this requires a different attitude and so-lution compared to the past (Yasha, 2018).This is especially true for knowledge-basedcompanies asit can be said that the formationand survival of these companies are tied tothe issues of knowledge and knowledge cap-ital (RahmanSeresht & ZabihiJamkhaneh,2016).This fundamental change in the nature of
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organizations requires a change in the view-points and attitudes of the organizations’managers towards their respective organiza-tion and its phenomena (Neumann & Tomé,2011). This means that for each organization,there is a need for a unique managementmodel to improve the productivity and main-tain the capital of the organization, especiallyhuman resources because the growing num-ber of companies has made it difficult to com-pete forrecruiting human resources, and inthe absence of proper management of talents,these companies will face an increase in dif-ferent closure activities, despite the specificideas and innovations of these companiesdueto a lack of appropriate conditions for coop-eration and participation (Jyoti & Rani,2014). For example, the number of knowl-edge-based companies has increased from 55in 2013 to 3,000 in 2016. Also in2013, 2145people were employed in these companies,which reached 86,255 people in 2016,showinga clear growing trend (Pahlavani,2017). This large number of employees hascreated a managerial challenge for managers,who are struggling with juvenile ideas andknowledge. In sum, keeping talented forces isof critical challenges in the management ofhuman resources in the current century be-cause the retention of talented and skilledemployees is an important factor to maintaina competitive advantage for the organization(Cappelli, 2014).How to keep employees is an everlastingquestion as the loss of an employee meansthe loss of money to employ and train a newemployee. On the other hand, employees re-ceive the latest technical information, andthus, companies are at risk of losing theirconfidential information and transferringthem to competitors, so they needappropri-ate talent management (Govaerts et al.,2011). Despite the important role of knowl-edge-based organizations in developing theagricultural domain and the importance ofhaving a talent management model appropri-ate to the conditions of these companies, theresearch background in this field is weak.

Therefore, the present study aimed at intro-ducing a model of effective talent manage-ment in active knowledge-based companiesin the agricultural domain of Guilan Province.It is an attempt to answer the main questionas to how the talent management model is inactive knowledge-based companies in theagricultural domain of Guilan Province.
RevIew of LITeRATuRe

Talent Management Talent management is a human resourcemanagement issue that focuses on recruit-ment, development, and maintenance issuesand is defined as the attempt to ensure thatthe right person is in the right occupation(Van Zyl et al., 2017). Talent Management isa tool for improving the process of employingand educating employees in order to attainthe skills and abilities needed to meet orga-nizational needs (Alziari, 2017). Talent man-agement is a simple way to predict theorganization’s needs for human capital, andthen, it creates a program to achieve them.Therefore, companies and organizationsmust attract, educate, and develop, and alsoprotect and maintain their own talents. Theyhave to ensure that there is a precise capacityto increase efficiency in the present and fu-ture (Cappelli, 2014). Talent Management is a collection of humanresource activities, including employment,selection, development, and succession(Hartmann et al., 2010). These activities arestrategic and futuristic and focus on theover-all goals of the organization (Mwila & Turay,2018). The goal of talent management is toensure the supply and satisfaction of the de-sired level of talents to allow fitting the rightpeople with the right occupations at the righttime based on strategic organizational goals(Atan & Stapf, 2017). Strategic talent man-agement refers to processes and activitiesthat include systematicallyidentifying key po-sitions, which helpretain the organization’ssustainability and competitive advantage,contribute to the development of potentialtalents, and ensure high-performance for the
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development of distinct human resources,filling these positions with competent mem-bers, and ensuring their continued commit-ment to the organization (Collings & Mellahi,2009). The introduction of talent manage-ment means that organizations and compa-nies should take several important steps toimprove decision-making processes in pro-duction and management. Given that today’sbusinesses face a lot of uncertainties, a com-pletely new approach to talent managementshould be adopted. Talent management is es-sential for the development of people’s tal-ents to increase the productivity ofbusinesses and organizations (Butter et al.,2015).
Knowledge-based AgricultureAccording to Druker (1988), the term
knowledge-basedorganization is a collectionof experts and criticsthat guides and organ-izes their performance through feedbackfrom colleagues, managers, and clients.Thestructure of such an organization is based onknowledge, not hierarchy (Adriaenssen et al.,2017). Knowledge-based companies use newknowledge and creativity in the process ofagricultural production in the agriculturalfield (Hess & Bacigalupo, 2010). Today, therole of science and technology in promotingagricultural development has been widelyconsidered. Most agricultural developmentpolicies are based on organizing knowledgeand technology flows arising from researchand innovation in this area (Hosseini & Shar-ifzadeh, 2014).The status of knowledge and technology inthe agricultural sectorcan be divided intofour categories:(i) the period of using modi-fied seeds, animal fertilizer and performancelower than unit area; (ii) the period of pre-senting and accepting new inputs includingfertilizer, modified seeds, and high-perfor-mance irrigation methods;(iii) the period ofcreating motivation for balanced and optimalconsumption of fertilizers and other inputsto balance production levels in the long runand to reduce pressures on resources; (iv)

the period of a better use of knowledge, skills,and information needed to optimize inputconsumption to achieve both productivityand sustainability, simultaneously (Maghablet al., 2016). The development of informa-tion, knowledge, and different technologiesin the agricultural sectorcan lead to signifi-cant changes in improving production effi-ciencyand bioefficiency. Knowledge ofagriculture plays an important role in theproduction of qualified and healthy agricul-tural products, the profitability and produc-tivity of production, the empowerment ofactivists in the agricultural domain, andthepromotion of the human capital index (Agwuet al., 2008).
Talent Management ModelsAny organization should necessarily try toaccurately identify the current status of itstal-ent management process and to recognize itsstrengths and weaknesses so as to reinforceits strengths and solveitsweaknesses. By op-timizing the talent management system, theorganization should try to maximize its po-tential and talent capacity. Thus, studying thetypes of talents and identifying them will notbe possible without regarding the processesand models available in this area. So, talentmanagement models operate as a strategictool and a roadmap for effective implementa-tion of talent management system in anorga-nization (Rahmatinia, 2016). Therefore, thepurpose of this study is to help managers oforganizationsensure that through the cre-ation of a talent pool, they can access quali-tative and efficient forces whenever theywant to avoid facing with critical conditions,all of which are possible througheffective im-plementation of talent management in theirorganization by reviewing and presenting nu-merous talent management models.Nopasand Aseel et al. (2014) studied the re-lationship between talent management andorganizational performance. In this study, themain dimensions of talent management aretalentrecruitment, talent retention, and themanagement of career pathway develop-
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ment. The results revealeda significant rela-tionship between talent management andservice quality and innovation in providingservices. Furthermore, the necessary stepsfor the retention of the talents in the organi-zation have the most positive effect on thequality of the services provided, and recruit-ing top talents in an organization has themost positive effect on increasing the poten-tial of innovation in the organization.In an investigation of talent management inthe context of agriculture science, Sobhani etal. (2016) enumerated some aspects such asrecruitment, employment, training, and re-tention as the processes of talent manage-ment in knowledge-based agriculturalcompanies. They also identified organiza-tional factors such as leadership style andmanagement and human factors like humancapital as the most important initial steps oftalent management. Chegeni and Salavati (2016) argue thatmanagement dimensions such as employing,developing and retaining talents, exploitingtalents, and identifying and separating thestaff influence the organizational perform-ance of Jihad Agriculture.  Fallah Haghighi and Mirtorabi (2017) pre-sented a model that identifies the problemsof knowledge-based agricultural companies.Their research findings were presented infourconceptual frameworks and 22 codes.The main themes included the lack of confi-dence in the products of knowledge-basedagricultural companies, the shortage of facil-ities and support for knowledge-based agri-cultural companies, the weakness ofadministrative and legal structure in estab-lishing knowledge-based agricultural compa-nies, political immaturity, and lack ofsupportive rules in the domain of agriculturalresearch. Vnoučková et al. (2016) consider planningfor talented labor force, employment, train-ing, performance management, substitutionprogram, and reward as the dimensions oftalent management in the agricultural sector.They suggest that management back-up,

strategic development, and leadership styleare the factors for key and talented staff de-velopment.Okoro (2016) examined various talents inEngland. She identified leadership, culture,and process as the initials of talent manage-ment. The results indicated that viewpoint,communication,and change creation arethedimensions of leadership, comprehensive-ness, flexibility, solving the limits as indicesof processes, cultural intelligence, emotionalintelligence, investors’ culture, andcul-ture’sindices. Also, to make clear the path-ways of progress, challenging opportunitiesand talent developmentare the indices ofgrowth and development opportunity.Jyoti and Rani (2014) studied talent manage-ment techniques, their effective factors, andconsequences in India. The results indicatethat talent management methods include tal-ent identification, succession planning, talentdevelopment, and talent retention. Prerequi-sites of talent management include businessstrategy, senior management commitment,employer brand, and employees’ engagementin the work.
MeThodoLoGyThe present research is an applied study interms of objective and a descriptive study interms of the research design. Also, it is cross-sectional in terms of time and a mixed meth-ods study in terms of the nature of data. In the qualitative part, the components andparameters of the talent management wereidentified by a phenomenological approachand in-depth interviews with experts, and inthe quantitative parts, the prototype of re-search was tested using data from the ques-tionnaire. In the qualitative part of theresearch, the population consisted of expertsincluding directors, top managers, and seniormanagers of the knowledge-based compa-nies in the agricultural sector of Guilan-Province. The inclusion criteria for theexperts were having an academic degreesuchas a master’sdegreeor higher and having atleast 15 years of relevant work experience. In
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this section, 30 experts were selectedthrough snowball sampling in order to iden-tify the dimensions and factors of talent man-agement and its influential factors. The quantitative part of the populationin-cluded middle managers, supervisors, anddeputies of the aforementioned compa-nieswhose selection criteria were havingabachelor’s degree or higher and having atleast 15 years of relevant work experience.They amounted to about 150 people, and ac-cordingly, the sample size was determined tobe 108 individuals using the Krejcie and Mor-gan table. In this section, 115 questionnaireswere administered and finally, 110 question-naires were collected. Experts’ opinions wereused inthe research design model. The research model was testedfrom theviewpoints of middle managers, supervisors,and deputies. To select the sample size, atfirst 30 experts were selected using thesnowball sampling method to design the con-ceptual model of the researchand to extractthe components and indices of the talentmanagement model for the knowledge-basedagricultural companies in Rasht. Theyanswered the questions of the researcherinan open and unstructured interview. In thenext step, the methodology was done basedon the views of the 110 individuals of thesample size,among middle managers, super-visors, and deputies of the knowledge-basedorganizations. These individuals were se-lected through purposeful sampling to an-swer the questionnaire and providequantitative data. To collect  data for the formulation of thetheoretical foundation sand to identify themain dimensions and components of talentmanagement in knowledge-based companiesand the factors affecting them to build the re-search model in the field study, the librarymethod and the Colaizzi method were ap-plied, respectively. The Colaizzi method con-sists of seven steps, including:- First, the participants’description wasread to get an overview of the whole.- Then,manifests, sentences, and phrases

were extracted.- Meanings and concepts were formulatedfrom manifests and important phrases.- Formulated meanings were conceptual-ized and codified.- Meanings and concepts were formulatedand placed within the subject categories andclusters.- Key clusters and themes were obtainedand the basic structure of the model was de-signed.- Finally, for validation, the participantsevaluated the results of the analysis. “Are thefindings similar to the experiences they havehad?”Then, the research questionnaire was de-signed and validated based on the initialmodel. In the qualitative part, a semi-struc-tured in-depth interview with experts andalso the theoretical foundations and researchbackground study were used for qualitativedata collection and also required data collec-tion, respectively. To collect data in the quan-titative part, afield study was used. Thequestionnaire consists of two sections. In thefirst section, demographic information in-cluding age, gender, work experience, and thelevel of education of respondents was inves-tigated. The second section containedspecificitems as tothe research variables. In the re-search questionnaire, 30, 15, 6, and 12 itemswere considered for talent management, em-ployer brand, organizational culture, andtransformational leadership style, respec-tively. The 5-point Likert scale was used tomeasure the items. Table 1 shows Cronbach’salpha coefficient for the whole questionnaireand each of the variables in 20 question-naires. Given that the calculated alpha forvariables and the whole questionnaire wasgreater than 0.87, it couldbe concluded thatthe research questionnaire had sufficient andnecessary reliability.

A Talent Management Model for ... / Sehhat et al.
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The research findings were analyzed in twoquantitative and qualitative sections. In thequalitative section in that experts were inter-viewed to design the research model, somequestions were asked, some of which are pre-sented below as examples:What strategies are used to attract, identify,and select talented employees in your organ-ization?What strategies are used to develop tal-ented employees in your organization?What strategies are used to retain talentedemployees in your organization?What factors affect your talent manage-ment strategies in your organization?In the qualitative section, the procedureprovided by Colaizzi (1978) was applied toanalyze the data collected from the in-depthinterviews of the descriptive phenomenology.This approach has seven stages. In the quan-titative section, data were analyzed by de-scriptive and inferential statistics.
ReSuLTSThe results of the qualitative analysis of thedata, which were extracted by the Colaizzimethod based on open codifying, axial andselective coding are presented in Table 2.In the quantitative section, the factors iden-tified in the qualitative section were formu-lated in the form of a Structural EquationModel (SEM) and tested. At first, to analyzethe qualitative data and distribution of data,the Kolmogorov-Smirnov test was used.Therefore, to construct a quantitative model,the SEMwith PLS software was used.In the next step, an SEM was used to test the

research model in the population. Figure 1shows the confirmatory factor analysis modelin the case of estimating standard coefficientsmode. In this figure, the coefficients are di-vided into two categories. The first categoryis called measurement equations, whichshow the relationship between obvious vari-ables and hidden variables, which are calledfactor loadings. The second group is thestructural equation that shows the relation-ship between hidden variables, which arecalled path coefficients. Based on Figure 1, itcan be concluded that in the studied popula-tion of the present study, five elements in-cluding internal talent identification, externaltalent identification, socialization, develop-ment, and retention constituted the con-firmed aspects of talent management.According to the results of SEM, amongthese factors, talent retention withapath co-efficient of 0.84 and talent development withapath coefficient of 0.79were ranked at thehighest levels of importance, respectively.Subsequently, internal talent identification,external talent identification, and socializa-tion with path coefficients 0.75, 0.75, and0.74 are ranked, respectively.Identifying tal-ented employees and selecting talented em-ployees were considered the indices ofinternal talent identification. The attractionand selection of external talents were identi-fied as the indices of external talent identifi-cation. Appropriateness of a person to joband referrals and also, education and careerwere confirmed as the socialization indicesand also talent development separately.Service compensation and immaterial moti-

A Talent Management Model for ... / Sehhat et al.

variable Cronbach’s alpha coefficient  Talent Management 0.92Employer Brand 0.90OrganizationalCulture 0.89Transformational Leadership Style 0.87Total Questionnaire 0.95

Table 1
Cronbach’s Alpha Coefficient
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Axis of Study Main Themes Sub-themes Concepts (Basic Themes)

Talent M
anagem

ent Process

Internal talentIdentification
Identification of talentedemployees Identifying the needs of the organization and identifying the employees

that can respond to the needs of the organization;Familiarity with key
employees features;Selection of talented employees Selection of talented employees through assessment of their perform-
ance and work experience; Selection of talented employees based on
their knowledge, abilities, and skills;

External talentidentification Attracting external talents Searching for volunteers outside the organization;  introducing      qual-
ified individuals outside the organization by experts;Selection of external talents Employing volunteers based on academic abilities and work experi-
ence; Selecting talented volunteers based on personality and ethics;

Socialization (Making socialized)
Appropriateness of aperson to Job Being sure about enjoying job requirements by knowledge, abilities,

talents, and skills; Paying attention to the spiritual and personality needs
of talents by job requirements;Referrals The necessity to understand the culture of the organization by talents;
The necessity for being aware of the talents about working conditions;

Development Education Creating learning opportunities for talents before starting work; 
Planning to improve the level of knowledge, skills, and abilities of tal-
ents in service;Career pathway Identifying individuals ‘desires to choose career pathways;
Planning for job promotion opportunities;

Retention Services compensation Designing a direct service compensation system;
Designing an Indirect Service Compensation System;Immaterial motivation Providing psychological needs of talents;
Providing positive feedback;

u
nderlying and effective factors

Employer brand
Interest value Creating a creative and innovative work environment;

Creating challenging businesses;Economic value Planning for the job promotion of talents;
Paying salary and benefits higher than average level;Social value Creating a pleasant working environment;
Encouraging friendly  relationships at working environment;Development value Creating self-esteem in talents;

Applied value Creating an opportunity to apply knowledge and expertise;
Creating an opportunity for the exchange of knowledge and expert-
ise among talents;

Organizational cul-ture Adhocracy culture Designing a flexible organizational structure;
Authority decentralization and delegation;- Encouraging risk taking
in the implementation of new ideas’ domain;Participatory culture promoting team and group working and cooperative spirit;

Transformationalleadership
Idealistic prestige The charismatic power of the employer;Inspirational motivation Planning to increase the working motivation of talent;

Planning to increase the working commitment of talent;Mental persuasion Encouraging talents to dynamic thinking and brainstorming;        
Encouraging talents to identify problems and solve them;Individual consideration Employer’s attention to individual talent needs;

Table 2
Concepts, Main and Sub Themes for Talent Management Model
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A Talent Management Model for ... / Sehhat et al.vation were considered the indices of talentretention. Service compensation and imma-terial motivation with a factor loading of 0.87were considered the most important indices.Similarly, three factors including employerbrand, organizational culture, and transfor-mational leadership were also identified asthe factors affecting talent management.Transformational leadership with apath co-efficient of 0.765 and also, employer brandand organizational culture with path coeffi-cients of 0.75 and 0.72 were ranked at thehighest levels of importance, respectively.The dimensions of the employer brand are in-

terest value, economic value, social value, de-velopment value, and applied value. Also, theadhocracy cultureand participatory culturewere identified as the dimensions of organi-zational culture and idealistic prestige, inspi-rational motivation, mental persuasion, andparticipatory culture were also consideredthe dimensions of transformational leader-ship. Among these factors, the transforma-tional leadership style had the greatestimpact on talent management, and the em-ployer brand was ranked next in terms of theimpact on talent management.
variable p-value Kolmogorov Z statistic ResultEmployer Brand 0.45 0.86 NormalOrganizational Culture 0.86 0.89 NormalTransformational Leadership 0.89 1.71 NormalTalent Management 0.037 2.23 Abnormal

Table 3
The Kolmogorov-Smirnov Test

Figure 1. The research model in estimating standard coefficients mode
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A Talent Management Model for ... / Sehhat et al.Based on the confirmatory factor analysismodel in significance mode, pathways whoseabsolute value coefficients are greater than1.96 are significant. Since the model of thisresearch was tested at the 95 percent confi-dence level and given that the coefficients ofall the pathways in the confirmatory factoranalysis model were greater than 1.96 in thesignificance mode, it can be concluded thatall the relationships in the research modelare significant.Factor loadings are calculated by calculat-ing the correlation between the indices of astructure with that structure that shows avalue of 0.5 and indicates that the variancebetween the structure and its indices is

greater than the variance of the measure-ment error of that structure and its reliabilityis acceptable. If the factor loading is less than0.5 for an index, it should then be excludedfrom the model. Factor loadings of more than 0.7 are moreacceptable (Hair et al., 2010). In this study, ac-cording to Table 4, the factor loading for all in-dices is greater than 0.7. Also, consideringthat at the 95 percent confidence level, the t-value of the factor loadings of each index isgreater than 1.96, it indicates the significanceof the factor loadings. Therefore, it can be con-cluded that the research measurement modelis appropriate in terms of factor loadings.The general criterion of GOF was used to
Codes Indices factor loading p-valueq1 Identification of talented employees 0.86 29.5q2 Selection of talented employees 0.82 19q3 Attracting external talents 0.81 20.1q4 Selection of external talents 0.80 7.7q5 Appropriateness of a person to Job 0.83 23q6 Referrals 0.79 9.15q7 Education 0.81 21.17q8 Career pathway 0.84 25.7q9 Service compensation 0.87 35.1q10 Immaterial motivation 0.87 37.4q11 Interestvalue 0.73 8.3q12 Economic value 0.79 21.2q13 Social value 0.74 7.6q 14 Development value 0.77 7.5q15 Applied value 0.71 6.8q16 Adhocracy culture 0.84 8.2q17 Participatory culture 0.77 4.7q18 Idealistic prestige 0.78 9.7q19 Inspirational motivation 0.84 18.7q20 Mental persuasion 0.79 8.4q21 Individual consideration 0.73 6.4

Table 4
Factor Loading Coefficients of the Measurement Model

measure the goodness of fit of the wholemodel. Wetzels et al. (2009) introduced theGOF of 0.01, 0.25, and 0.36for weak, moder-ate, and strong fit, respectively. The GOF in
this study is 0.83, so it can be said that thegeneral fit of the research model is strong.The following formula was used to calculatethis criterion:
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dISCuSSIon In methodology, the the matic analysis ofthe data was used to answer thequestion“What are the dimensions, components, andindices of talent management in knowledge-based companies in the agricultural sectorofGuilanProvince?” Five elements were identi-fied as the dimensions of talent managementin the studied knowledge-based companies.The identified dimensions of talent manage-ment in the knowledge-based companies in-clude internal talent identification, externaltalent identification, socialization (makingsocialized), development, and talent reten-tion. The two components identified for in-ternal talent identification include theidentification of talented employees and theselection of talented employees. The recruit-ment of external talents and the selection ofexternal talents were also identified as thecomponents of externaltalent identification.Two components including referrals andap-propriateness of a person to the job wereidentified as the components of socialization(making socialized). The components of tal-ent development include education andcareerdevelopment (career pathway devel-opment). The identified components oftalentretention are service compensation and im-material motivation.So, it can be concluded that in the knowl-

edge-based companies of the agriculturalsector in Guilan Province, implementing ef-fective talent management strategies gener-ally consists of five sections. In these types ofcompanies, talent identification is done inter-nally and externally, and these two methodsare used complementarily. If there are tal-ented employees within anorganizationwhose promotion to more sensitive and im-portant positions and whose recruitment canmake further development of the organiza-tion possible, senior company officials iden-tify them and after evaluating them, theydecide on their selection and promotion tohigher posts.Also, knowledge-based compa-nies try to find out more talented forces fromoutside the organization and to take advan-tage of new ideas and thoughts. Anorganiza-tion can successfully actin recruiting talentedindividuals outside the organizationbysearching for talented individuals at top uni-versities and declarations or their introduc-tion by trusted talentsand experts.Afterrecruiting talented volunteers, they are eval-uated based on their scientific abilities andwork experience and theirpersonality andethical characteristics, the most talented in-dividuals are chosen. According to the resultsinthe quantitative modeling section, internaland external talent identification are almostequally important for the effective talent

Structure Ave R2

Talent Management 0.68 0.961Internal Talent Identification 0.66 0.926External Talent Identification 0.71 0.925Socialization 0.70 0.875Development 0.77 0.936Retention 0.67 0.981Employer Brand 0.69 ———Organizational Culture 0.88 ———Transformational Leadership 0.76 ———Mean 0.74 0.935

Table 5
AVE and R2 Indices
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A Talent Management Model for ... / Sehhat et al.management process.Therefore, it can beconcluded that if talented employees and vol-unteers are properly identified and recruited,their selection will be made with greater easeand confidence.After using the talents, it turns into social-ization and making socialized. At this stage,referrals are carried out and the talents be-come familiar with the organization’s culture,conditions, working hours, and colleagues.Also, authorities in using talents should befully confident in the suitability of the skillsand abilities of the talents to the needs of thejob. Atthis level, talents are employed in a sit-uation where the needs of the job are metbytheir abilities and skills, and the mentaland personality needs of the talents are alsoprovided by job requirements. According tothe results of this study, among the indicatorsof socialization in knowledge-based compa-nies, the appropriacy of occupation with theemployees is more important than the refer-rals. Talent development is another talent man-agement strategy that plays an importantrole in the growth and development of tal-ented personnel. According to the results ofthestudy, in knowledge-based companies thedevelopment of talents is of great importancebecause the development of talents improvestheir knowledge, skills, and abilities and thus,improves their performance and increasesthe productivity of talents.Companies in this part help them edu-cate,making them familiar with better waysto do things through creating learning oppor-tunities for talents before theybegin to work.Another way to develop talent is the careerpathway (progress in career pathway). In thisregard, authorities in talent development inknowledge-based companies in the agricul-tural sector of Guilan Province are working toidentify individuals’desires in choosing ca-reer pathways and planning to create job op-portunities. The results indicate that inknowledge-based companies, career path-way is more important than educationamongthe indices of talent development. Hence, it

can be concluded that for talented individu-als, planning for job progress has great im-portance and makes more motivation to dothe job.In knowledge-based companies, tal-ent retention is the most important level intalent management because the loss of talentimposes a heavy cost on companies, it will bevery difficult to replace talent for companiesand it will be very difficult for companies toreplace talents. In knowledge-based compa-nies, given that knowledge and creativity oftalented individuals are the basis of activities,retention of talented personnel is much morevaluable than recruitment of new talents be-cause the organization has spent on educat-ing employeesand they are also familiar withsome of the company’s important and confi-dential information.With the exit of talents and their recruit-ment by rival companies, knowledge-basedcompanies not only lose creativity and newideasbut they may also be at the risk of dis-closure of confidential information to com-petitors, and thus, their ability to competeand survive face serious problems. At thislevel, knowledge-based companies design asystem for effective service compensationand consider immaterial motivation to retaintalents in the organization and prevent themfrom leaving their jobs. Immaterial motiva-tions and service compensation system areconsidered the most important indices of tal-ent management models in knowledge-basedcompanies although motivational and imma-terial encouragers seem somewhat more im-portant than the system of material servicecompensation. Thus, for talented employees,internal rewards are more important than ex-ternal rewards, but external rewards are alsoimportant and should not be overlooked.Tothis end, companies use a variety of methodssuch as paying salaries in accordance withtalent’s abilities, unemployment, medical andsupplementary insurance, welfare benefits,encouragements and material and immate-rial rewards, formal appreciation of talents,positive feedback to talents, and creating jobsecurity. According to the results of this study,
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A Talent Management Model for ... / Sehhat et al.to answer thequestion as to”what are the un-derlying and effective factors intalent man-agement in knowledge-based companiesofthe agricultural sector inGuilan Province?”,three factors of transformational leadership,organizational culture, and employer brandwere identified as the underlying and effec-tive factors in talent management in the agri-cultural sector of Guilan Province.Moreover, interest value, economic value,social value, development value, and appliedvalue were identified as the dimensions ofthe employer brand. Idealistic prestige, inspi-rational motivation, mental persuasion, andindividual consideration and also, adhocracyculture and participatory culture were con-sidered the dimensions of transformationalleadership and the dimensions of organiza-tional culture. Based on the SEM of the re-search, it can be concluded that thetransformational leadership style has thegreatest impact on talent management inknowledge-based companies. Among the di-mensions of the transformational leadershipstyle, the mental persuasion, and also, ideal-istic prestige, inspirational motivation, men-tal persuasion, and individual considerationare of the highest importance and priorityand also, of the next priorities, respectively.Therefore, it can be believed that in knowl-edge-based companies, transformationalleaders who influence their followers and in-spire them to try for the achievement of theorganization’s goals play a very importantrole in enhancing the performance of tal-ented employees and increasing their effi-ciency and effectiveness. Also,transformational leaders help in increasingproductivity and promoting their perform-ance by creating a sense of respect, honesty,commitment, loyalty, and accountability intalented employees. In this situation, themost important factor is the stimulation andmental persuasion of talented employees tocreate creative ideas in them and find inno-vative solutions by them.  Also, identifyingthe talented employees by the employer andinfluencing them through the values and

leadership beliefs are also important dimen-sions of transformational leadership that af-fect the process of effective talentmanagement in knowledge-based compa-nies. Motivating talented employees by theemployerthrough creating a situation for thecontribution of talentsto the future view-points of the organization increases theircommitment, and so, it is important to run aneffective talent management process. Also, in-dividual considerationis another factor in theimplementation of effective talent manage-ment in knowledge-based companies. That is,the employer should pay attention to theneeds of the employees and address the con-cerns, needs, and welfare of the subordinates.The results of thestudy show that the em-ployer brand can play an important role in aneffective talent management process inknowledge-based companies. Since the em-ployer brand makes the employer differentfrom competitors and causes gaining com-petitive advantage for the company, knowl-edge-based companies can attract talentedemployees through branding for themselvesand retain them by showing more commit-ment, satisfaction, and loyalty. Among the di-mensions of the employer brand, interestvalue is considered the most important com-ponent. Development value, social value, eco-nomic value, and applied valueare in the nextranks, respectively. Given the important roleof interest value, it can be concluded that inknowledge-based companies, authoritiesneed to encourage the creativity of talentedemployees and use their creativity to inno-vate new products and services and applythem into challenging and exciting jobs tocreate an effective talent management sys-tem. The development value is another factorthat is inthe second level of importance.The authorities of the knowledge-basedcompanies can contribute to the better im-plementation of the talent managementprocess by transferring the work experiencesto the talented employees and fosteringself-esteem and developmental skills in them.Since the social value is ranked third in terms
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of importance, this value should also be con-sidered in designing an effective talent man-agement system.In this regard, authoritiesshould provide a friendly and pleasant workenvironment for talented employees and cre-ate a job promotion situation in them.To cre-ate an effective talent management system,the economic value should not be ignored.Talented employees should be sure that theyhave the appropriate salary and benefitshigher than the average level.Ultimately, knowledge-based companiesshould afford an opportunity for talented em-ployeesto be able to apply their knowledgeand skills to work and transfer their expertiseand knowledge to their colleagues. This canbe done by having an effective talent manage-ment systemin place. Based on the results ofthis research, another factor that contributesto creating an effective talent managementsystem in knowledge-based companies is or-ganizational culture. Hence, it can be con-cluded that organizational values also affectthe proper management of talents, such asrecruiting, socializing, and retaining employ-ees. The results of the SEM show that thereare two types of cultures in knowledge-basedcompanies. Between the dimensions of orga-nizational culture, adhocracy culture has thegreatest role in creating effective talent man-agement and participatory culture is in thenext ranking.In the adhocracy culture, power and au-thorization are distributed at different levelsand emphasize on risk-taking, creativity, andinnovation. This type of culture can be attrac-tive to talented employees and provide thenecessary motivation for them to work in thecompany. Also, the participatory culture isanother factor that creates an effective talentmanagement system for knowledge-basedcompanies.Creating a flexible working envi-ronment,the spirit of teamwork, and neces-sary and sufficient devolution to talentedemployees can attract them to the organiza-tion and encourage them to continue to workwith the organization and not to leave the job.Regarding the identification of the dimen-

sions of talent management such as recruit-ment, employment, training, job develop-ment trend, and talent preservation, theresults of the present study are in agreementwith the results reported by Nopasand Aseelet al. (2014), Sobhani et al. (2016), Chegeniand Salavati (2016), and Vnoučková et al.(2016). Similarly, with regards to the em-ployer brand, the results are in line with thefindings of Jyoti and Rani (2016) andVnoučková et al. (2016). 
ConCLuSIonBased on the results of this study, in thecontext of talent identification from insidethe company, it is suggested to the authoritiesand senior managers in the knowledge-basedcompanies of the agricultural sector in GuilanProvince to select the talented employeesbased on the evaluation of managers aboutthe quality of their performance and effort, areview of careerhistory, and their measureofaccountability, as well as an evaluation oftheir ability to learn new skills. Also, for thesuccessful implementation of the talent iden-tification strategy outside the company, it isfirst recommended to use public recalls inmass media to recruit talents. Also, internalexperts and elitescan be asked to introducetheir talented and endorsed individuals tothe company.Recruitment through the Elite Foundationand the search among students and elitegraduates of prestigious universities is an-other way of recruiting talented individualsfrom outside the company. After attractingthe talents, it is suggested that the talents aresubjected to job knowledge testing, psycho-logical testing, personality testing, and pro-fessional and behavioral interviews.Considering that socialization is also one ofthe other talent management strategies inknowledge-based companies, it is suggestedthat socialization be used before applying thetalents.In this setting, it is advisable that em-ployees be occupied in positions which areconsistent with their education, knowledge,skills, and abilitiesand also in positions which

A Talent Management Model for ... / Sehhat et al.
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are appropriate to their personality charac-teristics and spirit by conducting the neces-sary examinations and referring to the jobdescription and taking the characteristics ofthe talented personnelinto account.In the meantime, it is betterto provide aprogram in which talented employeesarefully familiarized with the organizational val-ues and norms, organizational environment,working conditions, and colleagues’ condi-tions as well as working hours before theystart working.For the successfulretention oftalented employeesin the company, it is im-portant to pay lots of attention to encour-agers and immaterial motivation. In thisregard, the formal appreciation of talents inintermittent periods, providing positive feed-back to talented employees in the field of jobperformance with the aim of increasing jobmotivation,and creating job security for tal-ents can be considered useful strategies.Ma-terial rewards are also very important at thislevel.Consequently, it is suggested to designan effective service compensation system,such as paying salary and benefitsappropri-ate to talents abilities, by taking into accountthe unemployment, medical and supplemen-tary insurance, and suitable welfare facilitiesfor talented personnel, and providing encour-agements and cash rewards to talented per-sonnel, thereby increasingthe probability ofemployee retentionin the organization.Bear-ing in mind that the development of talentedpersonnel is considered an important level intalent management, it is recommended toemployers, authorities and knowledge-basedcompanies to pay attention to educating anddeveloping career pathways for talents forthe further promotion of their capabilities.The attention of authorities to creating op-portunities for job promotion of talentsandplanning for the professional enrichment oftalented employees is a useful tool for devel-oping career pathways of the talents. It is sug-gested to employersand authorities ofknowledge-based companies to provide nec-essary education with the help of coachesand during work. Job rotation is also an im-

portant educational method that can be usedto improve the skills and abilities oftalents.Conducting educational programs forfamiliarizing the talented personnel withnew tools and methods and transferringmodern knowledge to them before startingworking can also play an important role ineducating theseemployees.So, according tothe results of this study, the strengthening ofthe transformational leadership style by em-ployers can lead to successful talent manage-ment. To strengthen the transformationalleadership style in the company, it is sug-gested that employers encourage the employ-ees to foster new thinking and use new workmethods. They should also teach them to lookat problems from different perspectives tofind a creative solution. It is desirable for em-ployers to be strong and confident in decisionmaking and actions, treat talented employeesethically and prove to their subordinates intheir performance that they prefer the inter-ests of the organization over their own inter-ests.In addition, employers are advised to de-velop a sense of optimism about the com-pany’s future successes among employeesand use polling from talented employees tooutline the future viewpoints because theywill have a greater motivationto achieve suc-cess through participating in the codificationof the company’s viewpoints. It is recom-mended that employers pay attention to theneeds, problems, and concerns of thetalentedemployees and help develop their strengthsand remove their weaknesses. Another factorthat creates effective talent management isthe employer brand. It is suggested that em-ployers and authorities of knowledge-basedcompanies make successful talent manage-ment strategies with their branding for them-selves. To become nominated and brandamong competitors, it is suggested to em-ployers and authorities of knowledge-basedcompaniesto be creative and innovative anduse the creativity of employeesto createadded value, an exciting and creative workenvironment,and self-confidence in employ-

A Talent Management Model for ... / Sehhat et al.
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ees and transfer their experiences to them.Meanwhile, creating a pleasant and happyworking environment, friendly relationshipbetween the employer and employees, andencouraging them to have good and friendlyrelationships with each other can help theemployer to become a brand. It is worthwhilefor employers to provide salarieshigher thanaverage, opportunities for development, jobpromotion, and motivational service com-pensation packages fortalented employees.Creating opportunities for talented employ-eesto use their knowledge at the workplace-and share their knowledge withothers canlead to making an employer a brand. Employ-ers and authorities of knowledge-based com-panies are advised to create an effectivetalent management system by focusing onthe creation of organizational, adhocracy andparticipatory culture. Designing a flexible or-ganizational structure that is capable ofadapting to changing situations, not concen-trating power at the highest levels of the or-ganization, sufficient devolution to talentedemployees, and encouraging them to creativ-ity,  innovation, and risk-taking are among theways of creating an adhocracy culture inknowledge-based organizations that can leadto creatingan effective talent managementsystem. The strategies for creating participa-tory culture are creating teamwork opportu-nities, promoting the spirit of teamwork, andencouraging employees to work together asfamily members.
ACKnowLedGeMenTSThe researchers are obliged to express theirhigh gratitude to Dr. Bamdad Soofi, Dr. Shar-ifzade, and Dr. Goudarzi who provided theirinvaluable supports by giving insightful com-ments in the process of writing this paper.

RefeRenCeSAdriaenssen, D., Johannessen, D., Sætersdal,H., & Johannessen, J. (2017). Systemicvalue creation in knowledge organiza-tions: Aspects of a theory. Problems and
Perspectives in Management, 15(1), 45-54.

Agwu, A.E., Dimelu, M.U., & Madukwe, M.C.(2008). Innovation system approach toagricultural development: Policy implica-tions for agricultural extension delivery inNigeria. African Journal of Biotechnology, 7(11), 1604-1611.Alziari, L. (2017). A chief H R officer’s per-spective on talent management. Journal of
Organizational Effectiveness: People and
Performance, 19, 1-6.Atan, T., & Stapf, D. (2017). Conceptualizingtalent management. International Journal
of Economics, Commerce and Management,
7(8), 598-613.Butter, M. C., Valenzuela, E., & Quintana, M.(2015). Intercultural talent managementmodel: Virtual communities to promotecollaborative learning in indigenous con-texts. Teachers’ and students’ perceptions.
Computers in Human Behavior, 51, 1191-1197.Chegeni, B., & Salavati, A. (2016). Investigat-ing the relationship between employee’stalent management and job performancein Agricultural Jihad Organization of Kur-distan (Three Headquarters). Inteana-
tional Journal of Humanities and Cultural
Studies, 5, 1336-1352. Cappelli, P. (2014). Strategic talent manage-
ment: Contemporary issues in an interna-
tional context. Cambridge: CambridgeUniversity Press, UK.Colaizzi, P. (1978). Psychological research asa phenomenologist views it. In: Valle, R. S.& King, M. Existential Phenomenological Al-
ternatives for Psychology. Open UniversityPress: New York, US.Collings, D., & Mellahi, K. (2009). Strategic tal-ent management: A review and researchagenda. Human Resource Management Re-
view, 19(4), 304-313.Dries, N., Gallardo-Gallardo, E., & González-Cruz, T. F. (2013). What is the meaning of‘talent’ in the world of work? Human Re-
source Management Review, 23(4), 290-300.Drucker, P. (1988). The coming of the new or-ganization. Harvard Business Review, 88,

A Talent Management Model for ... / Sehhat et al.



In
te

rn
at

io
na

l J
ou

rn
al

 o
f A

gr
ic

ul
tu

ra
l M

an
ag

em
en

t a
nd

 D
ev

el
op

m
en

t, 
10

(2), 18
9-206, 

 June 2
020.

205

45-53.Fallah Haghighi, N., & Mirtorabi, M (2017).The problems of knowledge-based compa-nies settled in in the organization of scien-tific and industrial research. Journal of
Entrepreneurship in Agriculture, 4(4), 79-97.  Filipović, J., Devjak, S., & Putnik, G. (2013).Knowledge based economy: the role of theexpert in diaspora. Panoeconomicus, 3,
369-386.Galabova, L., & Ahonen, G. (2011). Is intellec-tual capital-based strategy market-basedor resource-based? On sustainable strat-egy in a knowledge-based economy. Jour-
nal of Human Resource Costing &
Accounting, 15(4), 313-327.Govaerts, N., Kyndt, E., Dochy, F., & Baert, H.(2011). Influence of learning and workingclimate on the retention of talented em-ployees. Journal of Workplace Learning,
20(1), 35-55.Hair, J. F., Black, W. C., Balin, B. j., & Anderson,R. E. (2010). Multivariate data analysis.Maxwell Macmillan International Editions,New York, US.Hartmann, E., Feisel, E., & Schober, H. (2010).Talent management of Western MNCs inChina: Balancing global integration andlocal responsiveness. Journal of World
Business, 45(2), 169-178.Hess, J.D., & Bacigalupo, A.C. (2010). Theemotionally intelligent leader, the dynam-ics of knowledge-based organizations andthe role of emotional intelligence in orga-nizational development. On the Horizon,
18(3), 222-229.Horvathova, P., & Durdova, I. (2010). The levelof talent management usage at human re-sources management in organizations ofthe Moravian-Silesian region. Business and
Economic Horizons, 3(3), 58-67.Hosseini, S. M., & Sharifzadeh, A. (2014). Agri-
cultural knowledge-based development;
Knowledge management, technology and
agricultural innovation. Tehran: TehranUniversity Press.Jafari Posteki, N., Ebrahimpour Azbari, M., &

Akbari, M. (2017). Providing a conceptualframework of joint product developmentin knowledge-based organizations basedon open innovation and environmental dy-namics. Technology Development, 14(53),9-17.Jahanshiri, E., & Walker, S. (2015). Agricul-tural knowledge-based systems at the ageof semantic technologies. International
Journal of Knowledge Engineering, 1(1),64-67.Jyoti, J., & Rani, R. (2014). Exploring talentmanagement practices: Antecedents andconsequences. Management Concepts and
Philosophy, 8(4), 221-248.Khilji, S.E., & Keilson, B. (2014). In searh ofglobal talent: Is South Asia ready? South
Asian Journal of Global Business Research,
3(2), 114–134.Maghabl, R., Naderi, M., Mohammadi, K.,Yaghoobi, M., & Farani, A. (2016). Investi-gating the role of agricultural technologyinnovation system in agricultural develop-ment. Agricultural Engineering and Natu-
ral Resources Engineering, 13(47), 36-31.Mwila, N., & Turay, M. (2018). Augmentingtalent management for sustainable devel-opment in Africa. World Journal of Entre-
preneurship, Management and Sustainable
Development, 14(1), 41-49.Sobhani, S.M.J., Chizari, M., Sadighi, H., &Alamebigi, A. (2016). Talent managementin agricultural higher education system inIran: Based on Grounded Theory. The In-
ternational Journal of Agricultural Man-
agement and Development, 6(3), 327-338.Neumann, G., & Tomé, E. (2011). The chang-ing role of knowledge in companies: Howto improve business performance throughknowledge. Electronic Journal of Knowl-
edge Management, 9(1), 73-84.Nopasand Aseel, S., M., Malek Akhlagh, E., &Ashegh Hosseini Mehravani, M. (2014).The relationship between talent manage-ment and organizational performance.Imam Hossein University of Medical Sci-ences. Journal of Human Resource Manage-
ment Researches, 6(1), 5-31.

A Talent Management Model for ... / Sehhat et al.



In
te

rn
at

io
na

l J
ou

rn
al

 o
f A

gr
ic

ul
tu

ra
l M

an
ag

em
en

t a
nd

 D
ev

el
op

m
en

t, 
10

(2), 18
9-206, 

 June 2
020.

206

A Talent Management Model for ... / Sehhat et al.Okoro, T. (2016). Diverse talent: Enhancinggender participation in project manage-ment. Procedia Social and Behavioral Sci-
ences, 226,170-175.Pahlavani, F. (2017). An opportunity ofbreath for Iran’s Economy. Iran Newspa-per, 6494, 1-20.Rahman Seresht, H., & Zabihi Jamkhaneh, M.(2016). D. N. A of knowledge-based Com-pany, Technology Development, 13(49), 1-8.Rahmatinia, R. (2016). Measrment of thepreparation financial institutions inMazandaran Province for the running thetalent management. Paper presented at1th national conference of developmentmanagement, 21 December, PP: 1-12,Jahad Daneshgahi University of Hormoz-gan, Bandar Abbas, Iran. Safaee, N., Taleghaninia, F., & Kayamanesh A.(2017). Identifying and ranking key suc-cess factors in knowledge management inknowledge companies (Case study: Sci-ence and Technology Park of Tehran uni-versity). Technology Development, 13(50),22-29.Van Zyl, E. S., Mathafena, R. B., & Ras, J.(2017). The development of a talent man-agement framework for the private sector.
Journal of Human Resource Management,
15, 3–19.Vnoučková, L., Urbancová, H., & Smolová, H.(2016). Identification and development ofkey talents through competency modellingin agriculture companies. Lucie Vnoučková,
Hana Urbancová, Helena Smolová, 64,1410-1419.

Wetzels, M., Odekerken, G. & Oppen, C.V.(2009). Using PLS path modeling for as-sessing hierarchial construct models:Guidelines and impirical illustration. MIS
Quarterly, 33,177-195.Yasha, D. (2018). Research on the transfor-mation of traditional enterprise manage-ment model in big data era. Advances in
Engineering Research, 173, 387-390.

how to cite this article:Sehhat, S., Taghavifard, M.T., Salami , R., & Afsharian, M. (2020). A talent management modelfor active knowledge-based companies in the agricultural sector of Guilan Province (Case ofRasht City). International Journal of Agricultural Management and Development, 10(2), 189-206.
uRL: http://ijamad.iaurasht.ac.ir/article_667310_cff5065f9bc3a2a9b70d2f4f529c6641.pdf


