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The present research was aimed to the study the relationship between talent management and
organizational development and job motivation of the employees in educational, research, student,
and cultural deputies of Bushehr University of medical sciences and health services. The method
of this research was practical in terms of objectives, descriptive-correlational in terms of data
collection method. The statistical population of the research was the entire employees in educational,
research, student, and cultural deputies of Bushehr University of medical sciences and health services
(consisted of 301 individuals) among whom 170 individuals were chosen as sample size using Morgan
table and simple random sampling method. In order to collect data, the three standard questionnaires
of Talent management of Oheley (2007), organizational development of Peter Lok and John Crawford
(2001), and job motivation of Herzberg (1965) were used. In order to evaluate the reliability of the
questionnaires, Cronbach’s alpha coefficient was used, and the value of this coefficient was higher
than 0.7 for each of the questionnaires. For evaluation of the validity, the content validity was used, and
for this regard, the questionnaires were confirmed by the related experts. The analysis of the obtained
data was performed through SPSS software in two parts of descriptive and inferential (Kolmogorov-
Smirnov test, Pearson correlation test and multiple regression). The research findings indicated
that there is a positive and significant relationship between talent management and organizational

development and job motivation of teachers.
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INTRODUCTION

Human beings are creatures with biological,
psychological, and social diverse needs, and
satisfaction of these needs is only possible by
working and trying. In primitive societies, the work
system was organized in primary forms using simple
tools and with the least expertise and with division
of duties, but in developed societies, the work
division is complicated, the duties are specialized,
and the use of advanced technology is a feature of
work system (Mohammadi and Pourshafei, 2014).

Nowadays, one of the problems of organizations
is the methods creating determination and interest
in success of manpower of the organizations.
Although there are and complicated factors causing

increase of efficiency in an organization, the
importance of leadership, effective management,
and successful, competent, and efficient managers
are more than other factors. Providing the needed
motivation for work and attention to motivational
forces of employees are from the most important
and complicated duties of a manager (Idem). In this
regard in a research titled “job characteristics and
intrinsic motivation in associations, the effects of
individual variables”, Oldham (2014) found out that
the relationship between job characteristics and
intrinsic motivation is more for the employees that
are satisfied with their growth, and the employees
with more experience were more satisfied with
supervisors and colleagues. Significant relationships
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were observed between intrinsic motivation and
work quality of the employees and their attempts.

There are several theories about employees’
motivation that these theories can be discussed in
forms of content, process, and contemporary. Ricky
and Griffin (1999; cited in Moghimi, 2011) believe
that employees can be motivated by more payments,
fewer work hours, and suitable work condition,
while some of the pundits believe that motivation
can be increased through providing independence
and responsibility of the employees. Both views
indicate the content theories of motivation. The
content theories in motivation seck to answer this
question that which factor or which factors motivate
individuals? Instead of attempt to identify and list
the motivational stimuli, Ibid (1998) believes that
process theories are secking how motivation occurs?
These theories focus on why individuals choose
certain behavioral alternatives for satisfaction of
needs? And how they evaluate their satisfaction
when they achieve their goals? In contemporary
motivational theories, theories like cognitive
dissonance, exchange, equity, self-perception, and
attribution, raised in recent years can be mentioned
(Moghimi, 2011). In this regard in a research
titled “the relationship of job motivation and job
satisfaction ~with  organizational ~commitment
in PFIRI employees”, Ajilchi et al. (2014) found
out that job motivation and satisfaction predict
the organizational commitment positively and
predict the independence negatively, and also as
the subscales of job satisfaction, direct responsible
predicts the organizational commitment positively,
and promotion predicts the organizational
commitment negatively as the subscales of job
satisfaction.

According to Robert huff’s idea (2000), a normal
person works with 50 percent of their ability. The
other remaining 50 percent is mostly wasted in
useless conversations with colleagues, wasting time
on the internet, late arrival, early leaving, spending
long time drinking coffee and eating lunch, and
doing personal activities. As one of the biggest
reasons of financial loss, one of the reasons of
wasting time is that individuals don’t have enough
motivation and concentration for doing their work
(Hamshahri, 2013).

Studying of entities of human capital of
educational system, talents can be discovered, and
managing and training of these talents correctly,
the efficiency of employees of educational system
can be increased (Kavianinia, 2010). Duttagupta
(2005) believes that talent management originates
from strategic management of talents flows in
organization and its goal is to create an accessible
source of talents for adapting the right individuals
with the rights jobs and the right time based on the
strategic purposes of business (Kaviani and Bahrami,
2013). In this regard in a research titled “study of
talent management system and the use of this system
as a lever to make commitment in employees”,
Sweem (2009) found out how the human resources

management and the organizational development
can support and improve the talent management
system. Dimensions of talent management are:

Attraction of talents: tracking talents, seriously,
must be one of the management strategies. Most
of the organizations can’t attract the talented
individuals as new members. This lack of talent is
the biggest obstacle on the way of organizations
growth, and the compensation of this lack is a kind
of major strategic advantage. Retaining talents: Joy
liment expresses that organizations should treat the
employees like they are all managers and partners.
They all have stocks, and he regards this as reason
of success, while his biggest concern is not to lose
the talented individuals. Management of talents:
managers must know how to use the individuals and
how strategically to place them in proper position.
The situation shouldn’t be in a way that a normal
and ordinary work makes them lethargic. Managers
must design the situation to have the maximum
knowledge and information, innovation, and effect.
Identification and discovery of talents: talents are
scarce and undeveloped resources. Every year, we
are faced with managers who don’t know how to
identify the talented individuals. Managers must
identify the hidden talents of employees before
hiring new employees. Selecting and applying
talents: selection is the stage to accept or reject the
requests from job applicants, so the most qualified,
suitable, and talented of them is selected (Azari et al.,
2014). Stojanovéd and Tomsik (2014) defined five key
factors influencing the efficiency of entering the
labour market. These factors are the analysis of the
current labour market situation and the rational
preference of specialization, the active search and
participating in programs and the internships
focused on gaining the practical experience,
the acquisition of professional skills, the use of
institutional support and professional assistance
and the factor of the building and use of networking.
In this regard in a research titled “design of an
optimization model of talent management process”,
Khalvandi and Abbaspour (2013) found out that
there is a significant gap between the situation in all
components of talent management and their desired
status.

Therefore, one of the important tasks of managers
in organization is to identify the latent talents
of employees and to provide opportunities for
growth and prosperity of them, which provides the
development of the efficiency. Without regarding
the efficiency and without the knowledge of
the factors affecting on it, we can't step toward
sustainable development. Since human has
a key role in development happens by human,
fulfilling the emotional and psychological needs
of individuals is very important. Thus, one of
the important duties of managers is motivating
individuals, humans with different needs in order
to achieve the organizational goals (Sadough
Shahmirzadi, 2011).
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Organizational development is the systematic
use of behavioral science to develop the planned
progress, improve, and emphasis on strategies,
structures, and organizational processes for
improvement of organization effectiveness
(Azari et al., 2014). Feedback survey, sensitivity
training, management network, practical research,
and training the techniques of improvement of
intrapersonal relationship including: interactive
analysis and increase of employees’ awareness
are of the general techniques of organizational
development. Considering the situations, one or
more patterns of the organizational improvement or
the general techniques can be used for development
and organizational improvement (Azari et al., 2014).
In this regard in a research titled “assessment of
organizational development of universities of
Ministry of Science, Research and Technology
in Tehran”, Torkzade et al. (2011) found out that
senior managers of universities aren’t familiar
with the theoretical bases (conceptual aspect) of
organizational development and the structures in
the universities don’t have required adequacy to
advance the organizational development, and the
set of basic measures (performance dimension) in
development of the universities haven't effectively
taken. In different industrial and non-industrial
universities, the status of the three dimensions
of organizational development doesnt have
significant difference. There is much difference
between the status quo and the desired status. The
three dimensions of organizational development
at universities are not correlated with each other.
The dimensions of the organizational development
are: purpose: the point that we want to achieve
after applying the program (center of development
management and  administrative  evolution,
2008). Leadership: in George Artry’s idea (1992),
leadership is influencing on individuals in order
that they work willingly and with interest (Rahimi,
2011). Relationship: educational work requires
relationship and exchange of meanings and
information. An effective relationship requires the
ability to use of communication skills (Imani et al.
2006). Structure: the structural dimensions refer to
internal features of organization that are: formality,
specialty, standard, complexity, concentration and
professionalism. Reward: there are two types of
rewards in workplace. One is pay raise, promotion,
incentive leave, and advantages. The second type
is verbal praise (Azari et al., 2014). In this regard in
aresearch titled “talent development in line with job
satisfaction and success”, Jandaghi (2014) found out
that intrinsic reward is an intermediary variable in
protection of employees in workplace. Employees’
satisfaction due to maintaining their professional
success is more important. Social responsibility,
pride in organization, method of communication,
and manager’s support are identified as intrinsic
rewards. As we know, working is one of the basic
human features and may be the most important
one. Working is the manifestation of attempts,

talents, and human creativities. According to Marx,
human makes the nature, society, and themselves
by working, but if working becomes a matter of
compulsion and imposition, not only it doesn’t cause
the flourishing of talents and abilities but also the
human gets dominated by their own creations. Lack
of job satisfaction causes humans to be deprived of
their most basic feature which is creativeness and

constructiveness (Sabaghian and Torkzade, 20006).

The management of educational organizations has

a specific importance and a strategic role among

the different managements, because all the goals

and factors of these organizations are related to
humans. Attention to motivation of employees,
job satisfaction, job motivation, organizational
commitment, and organizational development
are from the important behaviors of managers in
these organizations, which have been considered
as an important subject for managers in recent
years (Sa'atchi et al., 2008). Although it is a necessary
condition for the success of organization,
enjoyment of talented human capitals is not
enough. They also need appropriate strategies and
initiatives to use these talents more effectively.
Therefore, it's essential that every organization
identifies the current status of talent management,
and recognizing the strengths and weaknesses,
tries to improve the strengths and overcome the
weaknesses, and optimizing the talent management
system, uses the maximum ability and capacity of
its talents (Khalvandi and Abbaspour, 2013). In this
regard in a research titled “use of 40 companies
from talent management strategy”, Collings and

Mellahi (2011) found out that all of them had a lack

of talent management strategy use resulting lack of

talented employees to fill the organizations’ strategic
positions, which significantly limits the company’s
ability to grow.

According to what mentioned, in this study we
sought to answer this question whether there is
a relationship between talent management and
organizational development and job motivation of
the employees in educational, research, student,
and cultural deputies of Bushehr University of
medical sciences and health services?

According to this question and the past researches,
the following research hypotheses were formulated:
e There is a relationship between talent manage-

ment and organizational development and job

motivation of the employees in educational,
research, student, and cultural deputies of

Bushehr University of medical sciences and health

services.

@ There is a relationship between talent manage-
ment and job motivation of the employees in
educational, research, student, and cultural
deputies of Bushehr University of medical
sciences and health services.

e There is a relationship between job development
and job motivation of the employees in
educational, research, student, and cultural
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1: Conceptual model of research (Oheley (2007), Peter Lok and John Crawford (2000), Herzberg (1965))

deputies of Bushehr University of medical

sciences and health services.

Finally, the conceptual model of the research is
presented in Fig. 1.

METHODOLOGY

The method used in this study was practical in
terms of objective and correlational-descriptive
in terms of data collection method. The statistical
population of the research was the whole employees
in educational, research, student, and cultural
deputies of Bushehr University of medical sciences
and health services (consisted of 301 individuals
among whom 170 individuals were chosen as
sample size using Morgan table and simple random
sampling. In order to collect the data, the three
standard questionnaires of Talent management of
Oheley (2007), organizational development of Peter
Lok and John Crawford (2000), and job motivation
of Herzberg (1965) were used that its indices are
indicated in Tab. I. In order to evaluate the reliability
of the questionnaires, Cronbach’s alpha coefficient
was used, and the value of this coefficient was
higher than 0.7 for each of the questionnaires. For
evaluation of the validity, the content validity was
used, and for this regard, the questionnaires were
confirmed by related experts. In order to answer the
questions of these questionnaires, the 5 item Likert
scale was used. The questionnaires were distributed
among a group of employees in educational,
research, student, and cultural deputies of Bushehr

University of medical sciences and health services,
and after receiving the questionnaires according
to the techniques of descriptive and inferential
statistics  (Kolmogorov-Smirnov test, Pearson
correlation test and multiple regression), the
analyses were performed.

Findings

In order to study the normal distribution, the
Kolmogorov-Smirnov test is used, and the results
are indicated in Tab. 1.

Since the significance level of all of the
components is higher than 0.05, it can be concluded
that the collected data follow a normal distribution.
Therefore, the Pearson correlation test is used to
determine the correlation and the significance level
is considered less than 0.05.

Hypotheses Test

In this section, the research hypotheses are
calculated using Pearson correlation test.

Main hypotheses: There is a relationship between
talent management and organizational development
and job motivation of the employees in educational,
research, student, and cultural deputies of Bushehr
University of medical sciences and health services.

For this regard, the results of significance test
of Pearson correlation coefficient are given in the
Tab. T1I.

According to the Tab. III, since the significance
level is less than 0.05, the null hypothesis is rejected
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I: Research structures and dimensions and items

Main . . Source Items due to each Number Cronbach’s
Dimensions of collected  Sources .
structures data component of questions  alpha
Recruitment of talented 1-0-3-4.5 5
employees
Ider}tlﬁcatlon and Bgshehr 0-10-11-12-6-7-8 7
Talent separation of employees  University
management Use of talent ofmedical ~ Oheley 1718 19-13-14-15-16 7 0.87
sciences (2007
Talent development — e 23-24-25-20-21-22 6
Ma.k%ng and keeplpg services 98-29-30-26-27 5
positive relationships
Talent maintenance 34-35-36-31-32-33 6
Goal 40-41-37-38-39 5
Leadership Bushehr 43-42-45-46-44 5
o Attitude dueto change ~ University 4 48-47-50-49 5
Chgpatailoingl Reward of medlcal Crawford 52-51-55-54-53 5 0.81
development sciences
Relationships and health (2000) 58-57-56-60-59 5
Structure services 63-62-61-65-64 5
Beneficial mechanism 68-67-66-70-69 5
Salary 71-72-73 3
Policy of environment 74-75-76 3
Relationship 77-78-79-80 4
Job security 81-82-83-84 4
Workplace status Bushehr 85-86-87 3
- University
Supervising method . 88-89-90-91-92 5
Job motivation P i g of medical ~ Herzberg 0.83
Recognition and sciences (1965) -94-95-06- ;
- 93-94-95-96-97 5
appreciation and health
services
Job progress and 98-99-100-101 4
development
Work nature 102-103-104
Job responsibility 107-106-105 3
Job status 108-109

II: Results of the Kolmogorov-Smirnov test of the variables and dimensions

Variables and dimensions

Significance level of K-S test

Talent management
Organizational development

Job motivation

0.145
0.117
0.121

IIT: Results of Pearson correlation test for the correlation between talent management and organizational development and job motivation

Pearson correlation

Correlation relationship Significance level L Test results
coefficient
Talent management with job motivation 0.000 0.83 Hypothesis confirmed
Organizational development with job motivation 0.000 0.76 Hypothesis confirmed

at significance level of 95% and the main hypothesis
is confirmed. Therefore, the relationship between
talent management and organizational development
and job motivation of the employees of the
organization is significant. The positive sign of the
correlation coefficient in the table above indicates

the direct relationship between the variables, which
means they are aligned with each other.

In order to study the relationship between
components of talent management and job
motivation of the organization employees, the
Pearson correlation test was used. The results are
given in the Tab. IV.
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IV: Results of Pearson correlation test for correlation between the components of talent management and job motivation

Correlation relationship Significance level Pearson cPI:relatlon Test results
coefficient
Attracting and recruiting Falepted employees with job 0.000 0.75 Hypomicssoonned
motivation

Identification and separation (?f the employees with 0.000 0.72 Hypothesis confirmed
job motivation

Use of talent with job motivation 0.000 0.80 Hypothesis confirmed

Talent development with job motivation 0.000 0.81 Hypothesis confirmed

Creation and protection of positive relationships with 0.000 0.83 Hypothesis confirmed
job motivation

Maintenance of talent with job motivation 0.000 0.85 Hypothesis confirmed

V: Results of Pearson correlation test for correlation between the components of organizational development and job motivation

Correlation relationship Significance level Peariﬁg&%ﬁﬂ: tion Test results
Purpose with job motivation 0.000 0.49 Hypothesis confirmed
Leadership with job motivation 0.000 0.61 Hypothesis confirmed
Attitude toward change with job motivation 0.000 0.62 Hypothesis confirmed
Reward with job motivation 0.000 0.71 Hypothesis confirmed
Relationships with job motivation 0.000 0.70 Hypothesis confirmed
Structure with job motivation 0.000 0.68 Hypothesis confirmed
Beneficial mechanisms with job motivation 0.000 0.81 Hypothesis confirmed

According to the Tab. IV, since the significance
level is less than 0.05, the null hypothesis is rejected
at significance level of 95% and the hypothesis one
is confirmed, which means the relationship between
talent management and job motivation of employees
in organization is significant. The positive sign of the
correlation coefficient in the table above indicates
the direct relationship between the variables, which
means they are aligned with each other.

In order to study the relationship between
components of organizational development and
job motivation of the organization employees, the

Pearson correlation test was used. The results are
given in the Tab. V.

According to the Tab. V, since the significance
level is less than 0.05, the null hypothesis is rejected
at significance level of 95% and the hypothesis one
is confirmed, which means the relationship between
the dimensions of organizational development
and job in organization is significant. The positive
sign of the correlation coefficient in the table
above indicates the direct relationship between the
variables, which means they are in line with each
other.

CONCLUSION

Talent management doesn’t have a unique definition, but it can be concluded that the organizations
using talent management are strategic, and they predict how to attract, choose, transfer, and develop
the employees in the organization. Using talent management will ensure the talented employees
with special abilities to have the appropriate job. Talent management causes managers’ ability in
educational organizations. It creates flexibility in organization. Using the strategy of attracting talented
individuals in educational organizations, a kind of balance between work and life can be created, and
also the development and learning opportunities can be made for individuals and organizations.
Components of talent management include attraction and recruitment of talented employees,
identification and separation of talented employees, using talent, developing talent, creation and
maintenance of positive relationships, and maintenance of talents.

For increase of efficiency and making a healthy organization, many of the global organizations, enjoy
the organization development. Organizational development plans to change the organization in
a special way leading to improvement of the troubleshooting process and improvement of quality
of work life. Organizational development is the application of attitudes of systems in fields of
intrapersonal, structural, technical, and task communications in organization. In factin organizational
development, the manager wants to know which skills should exist in organization and how the
human resources can fill the skill gaps in organization by improvement of skills of human resources.
The components of organizational development are: purpose, leadership, attitude to change, reward,
relationships, structure, and beneficial mechanisms.
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On the other hand, job motivation is one of the most important effective factors of success and
backwardness of educational organizations. Job motivation of the individuals entering the
organization may not be the same. Job motivation isn’t separated from growth needs or social and
physiological needs.in fact, it can be said that job performance is equivalent of ability motivation.
Therefore, it can be indicated that employees would have a high performance in case of having enough
ability and motivation. The components of job motivation are: payment, policy of environment,
personal relationships with peers, job security, work place status, method of supervising, recognition
and appreciation, progress and job development, work nature, and job situation.

Therefore considering the importance of the subject, this research studied the relationship between
talent management and organizational development and job motivation of the employees in
educational, research, student, and cultural deputies of Bushehr University of medical sciences and
health services, and based on the hypotheses of the research, we will discuss the conclusions:

The findings confirmed the significant relationship between talent management and its dimensions
including attraction and recruitment of talented employees, identification and separation of
employees, using talent, talent development, creation and maintenance of positive relationships,
and talent maintenance, and also organizational development and its dimensions including purpose,
leadership, attitude, reward, relationships, structure, and beneficial mechanisms with job motivation
of the employees in educational, research, student, and cultural deputies of Bushehr University of
medical sciences and health services. Considering that job motivation of employees is affected by
motivational stimuli like intrinsic, external, mental, or health factors, it seems that talent management
and organizational development are the factors effecting on job motivation of employees. Today,
organizational development plans to change the organization in a special way leading to improvement
of the troubleshooting process and improvement of quality of work life. Organizational development
is the application of attitudes of systems in fields of intrapersonal, structural, technical, and task
communications in organization. In fact in organizational development, the manager wants to
know which skills should exist in organization and how the human resources can fill the skill gaps
in organization by improvement of skills of human resources. Therefore with this attitude, job
motivation will improve. Talent management also causes the ability of managers and employees
of educational organizations and creates flexibility in organizations. On the other hand using the
strategy of attracting talented individuals in educational organizations, a kind of balance between
work and life can be created, and also the development and learning opportunities can be made for
individuals and organizations, and their job motivation finally reaches to a desirable point. Finally,
these findings are in line with the research results of Oheley (2007), Peter Lok and John Crawford
(2000), and Herzberg (1965).

Also findings of this research confirmed the significant relationship between talent management
and its dimensions including attraction and recruitment of talented employees, identification and
separation of employees, using talent, talent development, creation and maintenance of positive
relationships, and talent maintenance with job motivation of the employees in educational, research,
student, and cultural deputies of Bushehr University of medical sciences and health services. In
fact, talent management assures that every talented and skilled staff has the suitable job. Besides, the
benefits of job compensation are established fairly in organization, and the job path of employees gets
clarified. Therefore, it acts as a job motivational factor for employees.

As we witness nowadays, attraction and recruitment of talented employees is one of the main
strategies of managers of organizations. Attraction and recruitment of talented employees creates
aflexible workplace, and the recruited talented employees create knowledge and innovation in their
workplace to meet the needs of their organization. In our studying society, this point causes the
increase of employees’ job motivation in organization, because their activity in a dynamic and active
environment has a direct relationship with increase of motivation, and it causes the employees to have
suitable situation for their growth and progress and to have an excessive motivation for doing their
job. These findings are in line with Jafari moghadam’s results (2008).

If there is also a system in organization in which the talented and active employees be separated from
the employees with low efficiency, it causes the talented and active employees to be more motivated
and it causes the weaker employees to improve their abilities as much as the talented ones in order
to use their advantages. This subject is in line with the results of Brown and Hughes (2012) and
Tahmasebi et al. (2012).

If the comments and suggestions of talented employees aren’t used in organization, these individuals
feel that managers don't believe in their abilities, which causes frustration and isolation of the
employees. If these individuals get involved in decision-makings of organization with managers and
understand that the managers respect their ideas, their motivation for doing their job will increase.
Talent development debate depends on the trainings and facilities that managers provide for
employees to improve their capacity and ability. If the employees see the support for their activities
and see the managers as facilitator in improvement of their ability, the employees’ motivation will
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increase desirably. On the other hand, as Taleghani et al. (2012) expressed, talent development has
a positive and significant effect on performance and this causes the improvement of employees’
performance in organization and the job satisfaction and motivation increase significantly. These
findings are in line with the research results of Gorozidis et al. (2014).

Establishing and maintaining positive and sincere relationships between managers and employees
in organization leads the individuals to solve the problems and issues friendly. As Brown and Hughes
(2012) demonstrated, this matter causes the organizational commitment in organization and the
organizational commitment in employees causes them to try to be beneficial in organization, so they
try to have the best performance and finally their job motivation increases.

Since the situation isn’t provided for talented employees to continue their activities, these employees
will have different offers from other organizations and institutions, and if the facility and satisfaction
of these employees isn't given to these employees, these individuals will leave the organization, but
conversely, if the effective, motivational, and welfare measures in maintaining these employees is
taken in educational organizations, these individuals feel secure and satisfied and continue their
activities with the needed motivation for cooperation. These findings are confirmed by the research
of Caroline et al. (2014).

Also findings of this research confirmed the significant relationship between organizational
development and its dimensions including purpose, leadership, attitude, reward, relationships,
structure, and beneficial mechanisms with job motivation of the employees in educational, research,
student, and cultural deputies of Bushehr University of medical sciences and health services. With
no doubt, organizational development causes improvement of job status through its tools in every
organization, and it can provide job satisfaction and motivation.

Since every organization seeks for a goal after performing the plans, this matter is much more
important in educational organizations, because if the goals of organization isn't clearly clarified for
managers and employees, it causes confusion and problem in different affairs, but if the goals of the
organization is clearly defined for the employees, it causes the employees to adapt their plans with the
goals and to get the needed motivation for achieving the defined goals.

Leadership method in organization is an effective factor in making or ruining motivating of
employees. If the leadership method in organization is encouraging, empowering, and participatory,
the employees will have an important role in organization and they will consider themselves as
a part of the organization, and they will be motivated in their activities, but if the leadership style
is autocratic and imperative, the employees’ motivation and efficiency definitely decreases. On the
other hand improving the capacity of organizational learning and supporting the employees, a leader
can provide the situation for development of organization and employees. These findings are in line
with the research results of Mahmoudi et al. (2013) and Sayadi et al. (2014).

The attitude toward the organization space is definitely effective on job motivation of employees. If
the attitude toward the organization is special and respectful to employees, it will be an increasing
stimulus, but if the attitude toward the employees in negative and their activity and performance in
doubted, it will certainly cause disappointment and decrease of their job motivation. Attitude also
causes organizational culture. Through psychological empowerment with job motivation, attitude
indirectly relates to job eagerness and innovative behaviors positively and significantly. Therefore,
employees’ attitude effects on their professional performance and job motivation. These findings are
in line with the research results of Guseva et al. (2014) and Na’ami et al. (2011).

Rewards can be effective on employees’ motivation especially employees’ satisfaction. Every kind of
reward in workplace including extra payment, promotion, incentive leave, advantages, and verbal
praise make the employees encouraged and motivated in continuing their activities. Although the
researches of Mahmoudi et al. (2013) indicated that the low payment factor is the leastimportant factor
in job motivation, it shouldn’t be ignored, because reward is an intermediary variable in maintenance
of employees in workplace and it is a basic field of satisfaction and job motivation. These findings are
in line with the research results of Jandaghi (2014).

Since the effective relationship requires the ability to use communication skills in every organization,
if the relationships and communicative skills get institutionalized in organizations, it causes a sincere
and friendly atmosphere between managers and employees in organizations, which is a strong
support for solving the problems of every individual, and it finally increases employees’ motivation
for continuing with a high performance and efficiency. These findings are in line with the research
results of Brown and Hughes (2012).

It's obvious that the structure of every organization is effective on job motivation of its employees.
The structural dimensions including formality, specialty, standard, complexity, concentration, and
professionalism can each be a cause of motivation or lack of motivation in individuals. If the work is
too specialized or the decisions-making in organizationsis too centralized, it will cause the reluctance
of employees to improve their performance level in organization. Conversely, if the complexity is
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decentralized, the situation will be provided for employees’ job motivation. These findings are in line

with the research results of Oldham (2014).

If beneficial mechanisms and processes are used in all educational and job affairs, it will cause the
needed tendency and motivation in employees. The findings of the research of Brown and Hughes

(2012) confirm this relationship.

According to the research findings, these suggestions are presented:
1) Managers have one-on-one meetings with their employees to identify the talented employees.

2) Governments plan for attraction and maintenance of talented, motivated, and professional
employees and develop the needed instructions.

3) Managers communicate with innovative employees constantly and honestly and involve the
employees in decision-makings as showing caring for them.

4) For participation of the talented employees, design and establishment of suggestion and criticism

systems is necessary.

5) Managers must trust the employees and give them more responsibility and supervision in order

to make motivation in them.

6) In future studies, it's suggested to use other variables as the mediating variable and to review the
relationship between the structures in a total model.

REFERENCES

AJILCHI, B., ZOGHI, L. and RABI'EE RUDSARI,
S. 2014. The relationship of job motivation and
job satisfaction with organizational commitment
among employees in PFIRT. Management Studies on
Police Training, 7: 25-33.

BROWN, T. L. and HUGHES, G. D. 2012. Teacher
and Administrator of Teacher. Motivation. Journal
of Research in Education, 18: 46-57.

COLLINGS, D. G. and MELLAHI, K. 2011.
Commentary on: “Talent—innate or acquired?
Theoretical considerations and their implications
for talent management”. Human Resource
Management Review, 23(4): 322-325.

DEVELOPMENT CENTER OF ADMINISTRATIVE
MANAGEMENT AND  REFORM.  2008.
Operational Scheduling, 2: 1-4.

DRIES, N. 2013. The psychology of talent
management: A review and research agenda.
Human Resource Management Review, 23(4): 272-285.

GOLDSMITH, M. and CARTER, L. 2009. Best
practices in talent management: How the world’s leading
corporations manage, develop, and retain top talent. John
Wiley & Sons.

GOROZIDIS, G. and PAPATOANNOU, A. G. 2014.
Teachers’ motivation to participate in training and
to implement innovations. Teaching and Teacher
Education, 39: 1-11.

GUSEVA, S., DOMBROVSKIS, V. and CAPULIS,
S. 2014. Personality Type and Peculiarities of
Teacher’s Professional Motivation in the Context
of Sustainable Education. Procedia-Social and
Behavioral Sciences, 112: 133-140.

HERZBERG, F. 1965. The motivation to work among
Finnish supervisors. Personnel Psychology, 18(4):
393-402.

IMANT,M.N., AZARAKHSH, T.andESMAILTABAR,
M. 2006. Management from beginning to post-modern.
Tehran: Green Culture.

JAFART MOGHADAM, S. J. 2008. Evaluation and
selection of management talents in Tehran electricity
company. Unpublished Research Project.

JANDAGHI, G. 2014. Tualent Development in light of
Satisfaction and Career Success. Dissertation thesis.
Teheran: Faculty of management, university of
Tehran.

KAVIANI NIA, A. 2010. The discovery of talents
within the organization and producing motivation,
Management, 2: 8-11.

KAVIANI, E. and BAHRAMI, S. 2013. Talent
management with global vision. Tadbir, 260: 23-27.

KHALVANDI, F. and ABBASPOUR, A. 2013. Design
of an optimization model of the process of talent
management. General Management Researches, 19:
103-128.

LOK, P. and CRAWFORD, J. 2001. Antecedents of
organizational commitment and the mediating
role of job satisfaction. Journal of managerial
psychology, 16(8): 594-613.

MAHMOUDI, H. et al. 2013. Job Motivation Factors
Critical Care. Journal of Behavioral Sciences, 1(2): 171~
178.

MANSFIELD, C. F. and BELTMAN, S. 2014. Teacher
motivation from a goal content perspective:
Beginning teachers’ goals for teaching. International
Journal of Educational Research, 65: 54-64.

MOGHIMI, M. 2011. Organization and Management.
Tehran: Terme.

MOHAMMADI, G. and POURSHAFEI, H. 2014.
Study of the differences between the perception
of managers and teachers in high schools in terms
of job motivation factors based on Adfler Theory.
New Methods in Educational Management, 5: 75-96.

NA’AMI, A., TAGHIPUR, A. and NASIEE, A. 2011.
The relationship of organizational culture with
job motivation, job enthusiasm and innovative
behavior together with the mediating role of
psychological empowerment. Behavioral Sciences, 4:
325-334.



662

Parvanch Rastgoo

AZARI, K. N., TAGHVAI, M. and YAZDI, M. 2014.
Theories of management and organization in the third
millennium. Sari: Mehr Al-Nabi.

OEHLEY, A. M. 2007. The development and evaluation
of a partial talent management competency model.
Dissertation thesis. Stellenbosch University.

OLDHAM, G. R. 1976. Job characteristics and
internal motivation: The moderating effect of
interpersonal and individual variables. Human
Relations, 29(6): 559-5609.

RAHIMI, A. 2011. Introductions to Leadership. An
unpublished pamphlet in Islamic Azad University
of South of Tehran.

SA’/ATCHI, M., GHASEMI, N. and NAMAZI, S.
2008. Study of the relationship between job
motivation of managers and job satisfaction and
organizational commitment of employees in high
schools in Marvdasht. Journal of New Methods in
Educational Management, 3(2): 45-51.

SABAGHIAN, Z. and TORKZADE, ]. 2006.
Organizational development in today’s situation,
the concept of essence and territory. Journal of
Massages of Management, 20: 112-133.

SADOUGH SHAHMIRZADI, S. 2011. Study of
Motivational Theories. An unpublished pamphlet in
Islamic Azad University.

SAYADI, S.,, AHMADZADEH, S., BABASHAHI, J.
and SADEGH VAZIRI, F.2014. The role of spiritual
leadership in  organizational development
together with the mediating role of organizational

learning, Police Organizational Development, 49: 79—
108.

SAYADI, S., MOHAMMADI, M. and NIKPOUR,
A. 2011. Management of key conceptual talent in
organizational areas. Labor and Community, 2(2):
81-86.

STOJANOVA, H. and TOMSIK, P. 2014. Factors
influencing employment for tertiary education
graduates at the selected universities. Agricultural
Economics, 60: 376-387.

SWEEM, S. L. 2009. Leveraging employee engagement
through a talent management strategy: optimizing human
capital through human resources and organization
development strategy in a field study. Benedictine
University.

TAHMASEBI, R., GHOLIPUR, A. and JAVAHERI
ZADEH, E. 2012. Identifying and ranking the
factors affecting absorption and preserve of
scientific talents. Journal of Researches in General
Management, 17: 5-26.

TALEGHANI, G., AMINI, S., GHAFARI, A.
and ADOUSI, H. 2013. Study of the role on talent
management on the performance of faculty members of
University of Isfahan, 3: 83-102.

TORKZADE, ], SABAGHIAN, Z. YAMINI
SORKHABI, M. and DELAVAR, A. 2011
Assessment of organizational development of
universities of Ministry of Science. Research and
Technology in Tehvan, Higher Education, 1: 110-120.

Contact information

Parvanch Rastgoo: p.rastgoo@bpums.ac.ir




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


