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ABSTRACT 

The aim of this research is to analyze the correspondence between the conceptions of the 

employees of Fars Agriculture Jihad Organization from talent management plan with their 

operations. As talent management plan is only applied on the members of the organizations 

talent pool, so at first the employees who consider themselves as the members of their 

organization talent pool are detected and they are selected as the sample of the research. Then, 

the correspondence between their conceptions from the function of talent management plan in 

their organization with their operations is studied .This study is an applied study from purpose 

viewpoint and a correlational study from descriptive data gathering viewpoint. This research is 

new in many aspects, as talent management is a new subject, and there is no many researches 

about the correspondence between the employees’ conceptions form talent management plan 

with their operations by separating the members of talent pool. Also, concerning to this fact that  

many researches  related to talent management have been done in America and in the private 

sector, and in the current literature talent management in the state organizations is not so 

focused, so the researcher has focused on talent management by the approach which is related to 

the state organization. The results indicate that there is a correspondence between the employee’s 

conceptions from talent management plan and its quadruple aspects with their operations.             
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INTRODUCTION 

Many experts have known this era as the 

knowledgeable employees’ era. Today, the 

companies compete with each other based on 

the employees’ skill, and they know that by 

employing the most intelligence employees, 

the company can reach to the highest portion 

of the market and increase their profit; the 

reason is transferring from the industrialized 

era to the intellectual capital (Phillips & 

Roper, 2008, p.12). At the same time by 

conceiving the need to recruit, develop and 

retain the talents, talent agencies have found 

that resources are critical to achieve the best 

results need the management. (Taj al-Din and 

Maali tafti, 2009, p. 62). Hence, in recent 

years, talent management is as a key activity. 

Talent management is a new discussion in 

human resource management field, which 

unfortunately it is not so focused in the 

country. In this context there is agreement 

that one of the main issues of governmental 

and nongovernmental organizations is lack of 

coherent process of the talent management, 

while, not to use of the strategies of the talent 

management causes lack of talent employees 

in strategic posts that it limits the abilities of 

the organizations (Collings & Mellahi, 2009, 

p.308). Also, the researches indicate that if 

there is no talent management system, it 

would cause of financial and non-financial 

loss in the organizations (Metana, 2010). 

On the other hand, many researches indicate 

that the performance of the employees and 

productivity of the organizations are not 

satisfying, and the most of the problems of the 

organizations are taken from these defects. 

However, productivity increased in all fields 

in today's competitive world, the only 

organization that can survive in the turbulent 

world is the organization that uses the best 

and most efficient of their human resources 

(Namjoo, 2013, P. 5). So the improving in the 

performance is undeniably needs for our 

organization. Accurate and scientific 

conceptions of the relationship between 

perceptions of talent management and talent 

management programs with their performance 

of particular are important. As it is expected 

that conducting the talent management plan in 

the organization can improve the employees’ 

operation and improvement in the operation 

of the organization by employing, developing 

and retaining the talent employees for the 

essential posts, creating the positive point of 

view in the employees to their organizations 

(Namjoo, 2013, P. 9), this research can be 

considered new in different aspects, and the 

researches are limited in this subject. In 

addition, most of the internal researches are 

issued to analyze one of the dimensions of the 
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talent management, while this research is 

focused on four dimensions of the talent 

management. Also, as mentioned earlier, 

since the talent management plan is applied 

only on the members of the talent pool, in this 

research personnel who are the members of 

their talent pool were selected as the sample, 

the relationship between the perceptions of 

the level of talent management programs in 

their organizations with their performance 

was studied. This fact can also be considered 

as an aspect of innovation in this research. 

According to the description of the subject 

matter, there is a gap in this subject, it is 

necessary to accomplish this research.  

So this research is going to answer this 

question whether there is a correspondence 

between the conceptions of the employees of 

the agricultural organization from the level of 

conducting the talent management plan in 

their organizations with their performance.  

Theoretical Basics of the Research               

Theoretical study is to review the research 

literature related to talent management and     

performance.                                                

Explanation of Talent Management             

The talent person is explained in different 

ways: The most important and valuable 

person has the effective role in creating the 

competitive advantage more than the others 

(Ingham, 2006, P. 20), those with high skill 

and reared (Loftus, 2007, p.29), those with a 

high potential for success in the organization 

(Laff, 2006, p.42). In general it can be said 

that the talented individuals who by having 

the capacity and capability of (knowledge, 

experience, skills) and a high commitment to 

work has a significant contribution to the 

creation of value and success of the 

organization. Talent management is to 

identify talent and make it consistent with job 

roles to maximize engagement (involvement) 

with a role that is consistent with his inherent 

strength (Mucha, 2004, p.98). In fact, a series 

of integrated talent management is to ensure 

the recruitment, retention, motivation and 

development of talented personnel 

requirements, now and in the future by the 

organization (Armstrong, 2006, p.390).           

The purpose of developing and maintaining 

talent management talent pool of skilled 

labor, associated with the work and the talent 

is committed to ensuring that (Armstrong, 

2006, p.391). The talent management 

guaranties that the qualified and skillful 

persons will be located on the suitable posts 

and they are involved on the suitable and 

concentrated activities (Areiqat et al., 2010, P. 

55). However the theorists consider the talent 

management about the talent employees, but 

some others consider it in relation to the total 

capacity of the organization's talent 
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management processes and it should not see 

and believe they are limited to a certain 

number of employees (Cheese et al., 2008, 

p.31Oreilly & Pfeffer, 2000, p.28)                   

Dimensions of Talent Management              

Talent management consists of four main 

dimensions: attraction, assessment and 

selection, training and development and the 

maintenance. The stage of employing the 

talents, including those related to the 

personnel with the appropriate skill sets to the 

organization. At this stage, the organization 

must answer the following questions: What 

kind of human capital to invest? How should 

it be organized labor? How should the 

organization and recruitment of staff for posts 

and positions in the emerging plan? What 

kind of the talents has positive effect on the 

development of the organization (Sultan Haji 

Karim, 2011, p. 98). Selection means to detect 

the most appropriate person among the 

treasurer of the organization's internal and 

external applicants (Evans, Pucik, & 

Bjorkman, 2002, p.275). Selection and 

performance management as the core 

processes of an organization. Evaluation and 

selection is closely related to the management 

of sex, race, and religion and so on. Selection 

can be done in different ways that are 

different from one culture to another, for 

example: interview (Structured or 

Unstructured). Exam, assessment centers    

and selection are accomplished by HR 

managers or senior managers. Now educated 

and skilled people don’t expect the lifetime 

employment in their careers in accordance 

with their needs and expectations that are 

evolving. They prefer the employers who 

allow them to decide. They want to progress 

horizontally, along the upward movement in 

the hierarchy or change jobs at key points in 

their career (Loftus, 2007, p.29). The hired 

employees need for a transparent and visible 

path to the development. Organizations must 

provide learning and development 

opportunities for staff to update their skills 

(Haji Karim and Sultan, 2011, p. 98). People 

who cannot use the develop opportunities 

within the organization; they have to go 

looking for better opportunities. Succession 

and career planning should show commitment 

to long-term success. Training personnel with 

rich content and compelling answers about 

learning, talent development is the key to 

success (Loftus, 2007, p.30), Conservation 

policies designed to ensure retention of the 

organization. The output of this policy is a 

flow of talent that creates and maintains the 

pool of talent (Armstrong, 2006, p.391). 

Compensation policies are essential to 

achieve this goal. Criteria for analyzing the 

talent should be detected and related to the 
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structure of reward and services compensation 

(and Sultan Haji Karim, 1390, p. 99). Also, 

the managers should look for the ways to job 

opportunities in the organization. Some 

organizations try to encourage the valuable 

employees who reach retirement to work in 

the organization again (Loftus, 2007, p.30). 

PERFORMANCE                                          

There are different definitions for 

performance, and each of scholars has pointed 

to certain aspects of it. Armstrong (1994) is 

defined the performance like this: "Achieving 

the goals that have been set quantity and 

quality.” The Oxford English Dictionary 

defines as "run, exercise, doing everything 

ordered or committed" (Armestrong, 1994, 

p.7). These definitions are not related to the 

outcomes and outputs, but also show that the 

performance is related to the work and results. 

Therefore, the performance can be seen as 

behavior. Another commentator has stated the 

performance as: "Performance is a function of 

the joint effort, ability to understand the role" 

(trans, 1997, p. 22).                                           

Kenny (1996) argues that the performance is a 

 process by which a person does not notice it, 

in fact, apart from the goal. Brnadyn, you 

bifida, and Johnson (1995) believe that it 

should be defined as the results, because the 

results create the strongest relationship with 

the organization's strategic objectives, 

customer satisfaction and establishing 

business partnerships. Bramach (1988) offers 

a more comprehensive view of performance 

involving the conduct and results. He argues 

that "the meaning and consequences of the 

behavior, and the behavior of the agent come 

to think of it into practice”. Behaviors are not 

only tools to achieve results, but also they 

have implications in turn for mental and 

physical activities were taken from the 

product and they can be detached from the 

results (Armstrong, 2007, p. 12).                      

Correspondence between talent 

management and performance                     

Social exchange theory can be used to analyze 

mechanism that employees interpret talent 

management plan in their organizations and 

their reaction. According to the social 

exchange theory, when the organization 

invests on its staff; employees tend to find 

that the investment of their organization as a 

positive offset (Cropanzano & Mitchell, 2005, 

p.874). According to this theory, the 

employees consider the talent management 

plan in their organization as the sign of 

valuing of the organization on their role and 

they try to improve their performance. In 

other words, the organization's talent 

management plan has a positive attitude 

towards the employees and their performance, 

in order to achieve the goals and aspirations 
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of the organization (Meyer & Allen, 1990, 

p.2). Therefore, we can expect that if the 

employees feel more talent management 

system in their organization, the performance 

would also increase.                                         

Previous studies report the relationship 

between talent management, the following 

variables and employee performance. Yar 

Ahmadi Khorasani (2007) knows that the 

advantages of manpower planning are to 

increase job satisfaction and employee 

productivity. In the company McKenzie study 

(1997) has been also found that the 

organizations which are more successful in 

attracting talented managers, profitability and 

productivity are more in these organizations 

(Guy et al., 2009, p. 21). The research results 

Chambers (1387) and Kaur (2012) showed 

that establishment of effective talent 

management systems in the field of 

recruitment and employment causes to 

increase performance and consequently 

increase the return on investment and 

operational efficiency (Taj al-Din and Maali 

tafti, 2008).                                                      

According to Stone (2002) discovering the 

talents of existing staff causes to provide the 

new experiences for the persons with high 

potential and it helps to improve their 

performance and progress (Jafari Mehr, 2011, 

p. 139). Vral, Vardarlyr, and Ykyr (2012) 

concluded that there is a correspondence 

between the talent management with the 

employee’s commitment as an indicator of 

performance by the mediatory role of the 

performance appraisal system.    Research 

Chambers (2008) indicated that establishing 

the talent management systems in the 

performance management field causes to 

increase the employees’ performance and to 

increase the return on investment and 

operational efficiency (Taj al-Din and Maali 

tafti, 2008). Jamshidian and Rezai (2009) 

concluded that service training as one of the 

components of the system is effective to 

increase the power and talent development 

and talent training, job skills and performance 

and ultimately increase the efficiency of 

employees and managers (Jafari Mehr, 2011, 

P. 138). In the consulting analysis of 

McKenzie Company (1997) observed that 

organizations that are successful in the 

development of talented managers employees 

and ultimately benefit from the higher 

performance and productivity are more (Guy 

and Sims, 2009, p. 21). The research of Cape 

(1989) showed that when companies compete 

based on quality and work programs with a 

high commitment to their work, in such a 

situation the training and development of 

employees are the key elements in improving 

employee performance and            
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organization (Redman and Wilkinson, 2009, 

p. 161). Najafi (2006) achieved this result in 

his researches that applying the succession to 

retain talent through job enrichment and job 

opportunities to those that have growth 

potential can retain and develop the talent 

persons, and improvement in their 

performance (Jafari Mehr, 2011, P. 139). 

Halfman knows the benefits of 360 degree 

feedback as one of the components of the 

system of talent (discipline) to increase job 

satisfaction and improve employee 

performance (Jones and Diamond, 2000, p. 

22). Armstrong (2007) knows the increase of 

motivation and performance as the advantages 

based on the performance as one of the 

components of the system of talent 

(compensation of service). Social exchange 

theory and the above were formed as the basis 

for study and research hypotheses.         

  The conceptual model of the Research       

   In this study,employees  perceptions of 

talent management was considered as 

predictive variable and employees 

performance was considered as the ideal 

variable , and on this basis the assumptions 

were made. Employees perceptions of talent 

management plan are examined through 

assessing their views on the implementation 

of the four aspects of talent management 

(attracting, assessing and discovering, 

developing and training and retaining) in their 

organization are examined. So this research is 

going to analyze the correspondence between 

the conceptions of the employees of 

agricultural organization in Fars from the 

talent management    plan with their 

performance.                                                     
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Hypothesis                                                                                                                                        

Main Hypothesis                                              

There is a correspondence between the 

conceptions of the employees of Fars 

Agriculture Jihad organization from talent 

management plan with their performance.        

Subsidiary Hypothesis                                     

 - There is a correspondence between the 

conceptions of the employees of Fars 

Agriculture Jihad organization of talent 

attracting  system with their performance.       

  - There is a correspondence between the 

conceptions of the employees of Fars 

Agriculture Jihad organization of talent 

assessing and discovering  system with their 

performance.                           - There is a 

correspondence between the conceptions of 

the employees of Fars Agriculture Jihad 

organization of talent training and developing 

system with their performance.                        

         - There is a correspondence between the 

conceptions of the employees of Fars 

Agriculture Jihad  organization of talent 

retaining system with their performance.         

                                           

METHODOLOGY OF THE RESEARCH   

The present study is an applied study from 

purpose viewpoint and a correlational study 

from descriptive data gathering viewpoint. 

The population consists of all the 

administrative staffs of Fars Agriculture Jihad 

organization that are about 250 employees. 

Since the target sample of talent management 

plan is the organization talent pool, and it is 

only applied on talent pool members, so a 

group of employees who considered 

themselves as members of the organization 

talent pool, were randomly selected as the 

sample of the research. In order to identify 

members of talent pool, the questionnaire 

"measuring employees perceptions of the 

organization talent pool" was distibuted 

among the entire population of the study (n = 

250). This questionnaire separates 

respondents into three categories: 

 - First group: those who think that their 

organization identifies them as talent (those 

who think that they are members of their 

organizatin talent pool).                                    

 - The second group: those who do not know 

whether their organization identifies them as 

talent or not.                                                            

- The third group: those who think that their 

organization doesn’t identify them as talent.          

Among the 250 distributed questionnaires, 

221 questionnaires were returned. From the 

221 returned questionnaires, 77 respondents 

identified themselves as members of the first 

group (organization talent pool). So the 77 

respondents who considered themselves as 

members of the first group were selected as    
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sample.                                                              

    Tools of Complementing Data                   

   In this study, in order to collect data in 

addition to the "Measuring employees 

perceptions of the organization talent pool” 

questionnaire, two other types of 

questionnaire are used including: a 

questionnaire of  37 questions " assessing 

talent management system" and a 

questionnaire of 15 questions " measuring 

employees  performance "." assessing talent 

management system" questionnaire  was 

designed by the researcher to measure 

employees' views on the implementation of 

talent management system  in their 

organization; the questions are divided into 

two distinct parts: Questions of demographic 

and questions related to talent management. 

The first 4 questions are about demographic 

and the other 33 questions are related to 

aspects of talent management. " measuring 

employees performance " questionnaire  

measures employees  performance; it has 

been prepared by Bjorkman et al (2013). The 

questionnaires were distributed in a way that " 

assessing talent management system" and  " 

measuring employees performance 

questionnaires " were distributed among 77 

employees who considered themselves as the  

       members of  their organization talent 

pool(sample of the research).                           

                      

Validity and Stability of Questionnaires       

In this research content validity(confirmation 

of professionals and experts in the field) is 

used to determine the validity  of the 

questionnaires  and Cronbach's alpha is used 

to determine the reliability of the 

questionnaires. Cronbach's alpha coefficients 

for "assessing Status talent management 

system" questionnaire was 0/958, and for 

"measuring employee performance" 

questionnaire was 0/825. Because these 

values are more than 0/7, so reliability is 

appropriate.                                                       

Method of data Analysis                                

To analyze the data, we used descriptive 

statistics, inferential statistics using SPSS and 

the Pearson correlation coefficient at 5% 

level. Also in order to analyze the research 

variables in terms of the demographic 

variables tests of significance by t-test and 

analysis of variance (ANOVA) were used.       

Results of the Research 

Hypothesis Test      

The results indicate that there is a 

correspondence between the employees’ 

conceptions of Fars agriculture jihad 

organization from talent management and its 

variables that are attracting talent, assessing 

and discovering talent, training and 
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developing talent, and retaining talent with 

their performance. Also the results indicate 

that there is no difference between the 

variables of demographics of the study 

(gender, age, education and work experience) 

and perceptions of Fars agriculture jihad 

organization of talent management and their 

performance. Detailed information about each 

of these assumptions is given below:               

                                                               

 

Table 1: Measuring the correlation between the independent variable and the dependent variable 
          independent 

variable  

Dependent variable  Pearson correlation 

coefficients 

Significance level 

Attracting talents performance 0/518 00/0 

Assessing and 

discovering talents 

performance 0/476 00/0 

Training and 

developing talents 

performance 0/574 00/0 

retaining talents performance 0/531 00/0 

 

First hypothesis: There is a correspondence 

between the conceptions of the employees of 

Fars agriculture Jihad organization of talent 

attracting system with their performance.         

According to Table 1, the correlation 

coefficient is equal to 0/518. Because this 

numerical value is in the interval [0/3and 0/7) 

so there is  moderate relationship between 

these two variables. Also according to the 

sig=0/00<0/05 the assumption of   correlation 

between these two variables will be accepted. 

So there is a correspondence between the 

conceptions of the employees of Fars 

Agriculture Jihad organization of talent 

attracting system with their performance, and 

the above hypothesis is confirmed. In relation 

to the correlation coefficient can claim that 

due to the positive correlation coefficient, 

there is a direct relationship between these 

two variables. The second hypothesis: There 

is a correspondence between the conceptions 

of the employees of Fars agriculture Jihad 

organization of talent assessing and 

discovering system with their performance.    

     According to Table 1, the correlation 

coefficient is equal to 0/476. Because this 

numerical value is in the interval [0/3and 0/7), 

so there is moderate relationship between 

these two variables. Also according to the 

sig=0/00<0/05 the assumption of correlation 

between these two variables will be accepted. 

So there is a correspondence between the 

conceptions of the employees of Fars 

Agriculture Jihad organization of talent 

assessing and discovering system with their 

performance, and the above hypothesis is 
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confirmed. In relation to the correlation 

coefficient can claim that due to the positive 

correlation coefficient, there is a direct 

relationship between these two variables. 

The third hypothesis: There is a 

correspondence between the conceptions of 

the employees of Fars agriculture Jihad 

organization of talent training and developing 

system with their                  performance. 

According to Table 1, the correlation 

coefficient is equal to 0/574. Because this 

numerical value is in the interval [0/3and 0/7), 

 so there is  moderate relationship between 

these two variables. Also according to the 

sig=0/00<0/05 the assumption of correlation 

between these two variables will be accepted. 

So there is a correspondence between the 

conceptions of the employees of Fars 

Agriculture Jihad organization of talent 

training and developing system with their 

performance, and the above hypothesis is 

confirmed. In relation to the correlation 

coefficient can claim that due to the positive 

correlation coefficient, there is a direct 

relationship between these two variables. The 

fourth hypothesis: There is a correspondence 

between the conceptions of the employees of 

Fars agriculture Jihad organization of talent 

retaining system with their performance. 

According to Table 1, the correlation 

coefficient is equal to 0/531. Because this 

numerical value is in the interval [0/3and 0/7), 

so there is moderate relationship between 

these two variables. Also according to the 

sig=0/00<0/05 the assumption of correlation 

between these two variables will be accepted. 

. So there is a correspondence between the 

conceptions of the employees of Fars 

Agriculture Jihad organization of talent 

retaining system with their performance, and 

the above hypothesis is confirmed. In relation 

to the correlation coefficient can claim that 

due to the positive correlation coefficient, 

there is a direct relationship  between these 

two variables.                                                   

CONCLUSION: The main objective of the 

present study was to investigate the 

correspondence between the conceptions of 

the employees of Fars agriculture Jihad 

organization from talent management with 

their performance. The results indicate that 

that there is a correspondence between the 

employees’ conceptions of this organization 

from talent management and its variables with 

there performance. Finally, the hypothesis of 

the research will be analyzed and discussed in 

detail.                                                                 

First hypothesis: There is a correspondence 

between the conceptions of the employees of 

Fars Agriculture Jihad Organization of talent 

attracting system with their performance.        

The results that are related to the above 
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hypothesis indicate that there is a positive 

correspondence between the conceptions of 

the employees of Fars Agriculture Jihad 

Organization of talent attracting system with 

their performance.                                             

It should be mentioned about this analysis that 

if the employees feel that  talent attracting 

system as one of the aspects of talent 

management system, based on appropriate 

indicators is handled more in their 

organization , their performance will increase. 

In other words, according to social exchange 

theory, the employees of Fars Agriculture 

Jihad Organization consider handling talent 

attracting system by their organization as the 

organization’s commitment to themselves, 

and they try to compensate it by their positive 

opinions and performance that support their 

organization goals. This finding is consistent 

with the results of Yar Ahmadi Khorasani 

(2007), McKinsey consulting firm (1997), 

Chambers (2008) and Kaur (2012).The 

researches of these scholars also showed that 

there is a significant positive relationship 

between talent attracting system and 

employees performance. Then the results of 

the previous studies also converge with the 

result of this study.                                            

The second hypothesis: There is a 

correspondence between the conceptions of 

the employees of Fars Jihad Agriculture 

Organization of talent assessing and 

discovering system with their performance. 

The results indicate that there is a 

correspondence between the conceptions of 

the employees of Fars Jihad Agriculture 

Organization of talent assessing and 

discovering  system with their performance. It 

could be mentioned about this 

correspondence, if the employees feel that 

talent assessing and discovering system based 

on accurate indicators is handled more in their 

organization, their performance will increase . 

In other words, according to social exchange 

theory, the employees of Fars Agriculture 

Jihad Organization consider handling talent 

assessing and discovering  system  by their  

organization as a sign of how the organization 

values their contributions. In response to this 

valuation, some obligations are internalized in 

the employees, and they will support their 

organization goals. This finding is consistent 

with the findings of Ston (2002), Vural, 

Vardarlier, and Aykir (2012) and the 

Researches of Chambers (2008). The 

researches of these scholars also showed that 

there is a significant positive relationship 

between talent assessing and discovering 

system and employees performance. Then the 

results of the previous studies also converge 

with the result of this study.                             

  The third hypothesis: There is a 
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correspondence between the conceptions of 

the employees of Fars Agriculture Jihad 

Organization of talent training and developing 

 system with their performance. The results of 

the above hypothesis indicate that there is a 

correspondence between the conceptions of 

the employees of Fars Agriculture Jihad 

Organization of talent training and developing 

system with their performance. It could be 

mentioned about this correspondence, if the 

employees feel that  talent training and 

developing system based on accurate 

indicators is handled more in their 

organisation, their performance will increase. 

Implementing talent training and developing 

system as one of the aspects of talent 

management in the organization, through 

manifesting talents, developing and 

strengthening the capacity of staffs and 

increasing their job skills will lead to 

increasing job satisfaction, motivation, 

improving employees performance, 

enhancing their institutional position and 

increasing the organization efficiency. Also 

according to social exchange theory, the 

employees of Fars  agriculture Jihad 

Organization consider handling talent training 

and developing system by their organization 

as a sign that their organization values their 

contributions and invests for their future. In 

response to this investment of the 

organization, a positive point of view is 

formed in the employees that increase their 

motivation to do their duties better. This 

finding is consistent with the results of  Rezai 

and Jamshidian (2009), McKinsey consulting 

firm (1997) and kip (1989). The researches of 

these scholars also showed that there is a 

significant positive relationship between 

talent training and developing system and 

employees performance. Then the results of 

the previous studies also converge with the 

result of this study.                                           

                                   The fourth hypothesis: 

There is a correspondence between the 

employees’ conceptions of Fars Agriculture 

Organization of talent retaining system with 

their performance.                                            

The results of the above hypothesis indicate 

that there is a correspondence between the 

conceptions of the employees of Fars 

Agriculture Organization of talent retaining 

system with their performance. It could be 

mentioned about this correspondence, if the 

employees feel that talent retaining system 

based on  accurate indicators is handled more 

in their organization, their performance will 

increase. In other words, according to social 

exchange theory, the employees of Fars 

Agriculture Organization consider handling 

talent retaining system by their organization  

as the organization commitment to 
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themselves, and they try to compensate it by 

their positive attitudes and behaviors that are 

organized in order to increase the 

organization productivity. This finding is 

consistent with the results of Najafi (2006), 

Halfman and Armstrong. These researchers 

concluded that there is a significant positive 

relationship between talent retaining  system 

and employees performance. Then the results 

of the previous studies also converge with the 

result of this study.                                            

     RECOMMENDATIONS  

According to the positive correspondence 

between the employees conceptions of  Fars 

Agriculture Jihad Organization of talent 

management plan with their performance, this 

organization can improve its employees 

performance by trying  to handle talent 

management plan more. To increase 

implementing this plan in Fars Agriculture 

Jihad Organization, these solutions are  

recommended.                                                  

 Some of the recommended indicators that 

Fars Agriculture Jihad Organization can use 

to attract talents include: Establishing  

reputation for the organization, providing 

appropriate rewards for employees, creating 

opportunities for employees learning and 

development, supporting those who have high 

learning and physical capacities and by 

introducing new ideas make major changes in 

the organization, selecting from top graduates 

and innovators, using of expert interviews, 

checking backgrounds  and local researches, 

placing each employee in his proper post, 

proportion of jobs to workers, employees 

awareness of the organization goals, values 

and expected patterns of behavior and 

aligning employees with the organization's 

mission and goals.                                             

 Some of the recommended indicators that 

fars Agriculture Jihad Organization can use to 

assesss and discover talents include: 

providing a clear definition of the 

organization expected competencies and 

qualifications to employees, using of 

appropriate assessment criterias for measuring 

employees performance, identifying 

employees’ talent and potential capacities, 

proper evaluation of  employees performance, 

identifying employees’ strengths and 

weaknesses correctly.                                       

 Some of the recommended indicators that 

Fars Agriculture Jihad Organization can use 

to develop and train talents include: holding 

training courses such as justification, joint 

office, job-specific courses, cultural, social 

and educational programs tailored to the 

needs of employees and organization, 

replacing employees in the organization key 

posts correctly, replacing  employees in the 

organization key posts based on their 
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professional experiences, providing equal 

opportunities for employees for promotion 

and replacement                                               

 Some of the recommended indicators that 

Fars Agriculture Jihad Organization can use 

to retain talents include: Salary and payments 

of the organization should be more 

appropriate than those of other organizations, 

providing equal career opportunities for 

employees, participating employees in the 

organization decision-making and affairs, 

reforming undesirable behaviors of  

employees by providing feedbacks, excluding 

inappropriate people and those  who do not fit 

with the organization's goals and                    

circumstances.                                                  
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