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Abstract

Background: Since employing talent management as a system to identify, recruit, train, promote, and retain talented faculty mem-
bers to optimize the capabilities of the university to achieve goals seems necessary, the current study aimed to identify the talent
management components of faculty members.
Methods: This qualitative study was conducted on the directors and faculty members of Isfahan University, Isfahan University of
Medical Sciences, and Isfahan University of Technology, Iran. A purposive sampling method was used and semi-structured inter-
views conducted to collect data. All interviews were recorded, transcribed, and transferred to a computer using MAXQDA software.
Following this, the data were coded, categorized, and interpreted, and then analyzed using a content analysis method.
Results: After interviewing 18 university directors and faculty members, data pooling, data saturation, and data replication were
performed. Accordingly, 107 codes were extracted from the obtained data and categorized into seven major classes. These were
Defining and identifying talent needs, discovering talent sources, Attracting talents, Developing the potential abilities of talents,
Strategically deploying talents, Retaining talents, and evaluation and alignment of talent management activities.
Conclusions: Based on the results, 7 main classes and 20 subclasses of talent management components of faculty members were
identified. These components are provided in a conceptual model. The evaluation and alignment of talent management activities
are the main factors supporting talent management. Furthermore, dynamic coherence and integrity in identifying, discovering,
attracting, developing, retaining, and effectively using talent, and the alignment of such features with the general strategy of the
university were considered the strengths of the suggested conceptual model.
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1. Background

Manpower has a specific position in organizations and
is considered their main wealth. In knowledge - based
organizations, particularly universities and higher educa-
tion institutes wherein faculty membership is considered
the primary source of manpower, this position is excellent,
because faculty members perform the primary activities of
such organizations. As such, the degree of their talent as
the human capital of the university or higher education in-
stitute is important.

Today, the world has entered a stage characterized
by rapid and fundamental changes. In the current
competitive situation and in an environment that fre-
quently changes amidst continuous innovations, only
organizations that understand the strategic role of hu-
man resources and benefit from professional, knowledge-
oriented, competent, intelligent, and capable manpower
can achieve success (1).

In the current knowledge era, organizations focus on
knowledge and knowledge - oriented staff. Under such cir-
cumstances, higher education has also undergone funda-
mental changes, making it significantly different from that
of previous decades (2). Thus, the emergence of keywords
such as talent management changed the pattern from tra-
ditional human resource management to modern human
resource management, which includes paying more atten-
tion to organizational elites (3).

The primary question is as follows: “What components
should be considered to provide a comprehensive and
effective model of talent management for faculty mem-
bers?” First, the concept of talent management and its im-
portance are investigated.

The term talent management was first introduced by
the consulting group Michaels et al. in a report entitled
“The War for Talent” (4). The report emphasized talent
management as vital to organizational success, because it
provides competitive advantage through identifying, de-
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veloping, and reordering talented staff. Since then, tal-
ent management has attracted increasing attention from
researchers, managers, and those active in the organiza-
tional and management fields (4).

Researchers believe that talent management was intro-
duced to enhance human resource management to gain a
competitive advantage and create potential ability (5). The
chartered institute of personnel and development (CIPD)
define talent as a complex set of skills, knowledge, percep-
tual abilities, and high potential, and talent management
as identifying and emphasizing the potential of an organi-
zation (6). Primarily, talent management focuses on how
people enter the organization and grow (7). In addition, it
considers competence requirements and the way in which
people act inside or outside the company (8). For effec-
tive management, the organization’s qualitative and quan-
titative needs in terms of talent are estimated based on its
strategy and aims (9). Talent is obtained through the circu-
lation of people in the organization and the way they en-
ter it, develop their skills, and move up, down, or out of the
company (10).

A review of the literature in this field reveals no uni-
fied or integrated definition for talent management (11),
which can be attributed to the different approaches to the
concept. There are three positions or viewpoints regarding
talent management. In the first, researchers consider tal-
ent as merely a title or new label for human resource man-
agement. In the second, the opposite position is taken,
wherein talent management is not only a new label, but
also an issue separate from human resource management.
The third viewpoint is located between the first two. Here,
talent management may employ the same tools as human
resource management, but focuses on a small portion of
staff, namely those identified as talented based on their
current performance or potential. The third viewpoint em-
phasizes the identification of key posts in organizations.
However, this does not apply to all posts, only those re-
lated to the organization’s competitive advantage (12-14).
The current study adopts the third viewpoint, and as such,
aims to enhance understanding of the components of tal-
ent management in universities.

Various models developed by experts and theorists
have been introduced in the talent management liter-
ature, wherein various components are considered the
most important based on environmental or organiza-
tional requirements. However, no comprehensive model
has been developed for talent management in universities.
The five - factor model by Roper and Philips is a common
model provided for the talent management process, which
includes factors such as attraction, selection, involvement,
development, improvement, protection, and the support
and retention of staff (15). The talent management hier-

archy model by Lewis and Heckman includes factors such
as selection, recruitment, performance management, and
service compensation (16). In addition, the Oehley model
emphasizes attraction and recruitment, development, and
retention (17). Finally, Armstrong’s model includes factors
such as attraction, support and retention, and career devel-
opment management (18).

The model developed by Collings and Mellahi is a well
- known talent management model in which key positions
are introduced in the first step. Here, the organization’s
mission, perspective, and strategy are first identified. Fol-
lowing this, knowledge, competences, and skills appropri-
ate to key posts are defined, and finally, the talent source is
created. The talent source can be supplied from manpower
inside or outside the organization. Based on this model,
the talent management process should be conducted un-
der the architecture of human resources (19).

Many studies emphasize the role of talent manage-
ment in organizations (20-23), and others demonstrate the
significant effect of talent management activities on orga-
nizational success (24, 25).

Since talent management is important in higher edu-
cation and acts as strategic capital, understanding the po-
tential abilities and competences of faculty members and
managing them to actualize these capabilities are among
universities’ most important duties. Evidence indicates
that universities that focus more attention on their human
resources and employ talent management perform better
than those that do not (26, 27). Talent management cre-
ates a mutual commitment between faculty members and
the university by providing an appropriate environment,
which improves the performance of staff and the organi-
zation. By identifying the abilities of faculty members and
placing them in the right position, they are more satisfied
and the university is able to achieve goals (28).

In Iran, scant attention has focused on talent manage-
ment in higher education, and few Persian books and pa-
pers on talent management in higher education are avail-
able. One outcome of the lack of studies in this regard
is that talent management, particularly in higher educa-
tion, is a new academic discipline with rapid quantitative
and qualitative global developments. The gap between the
status of the discipline in Iran and that worldwide neces-
sitates further research in this regard. However, studies
are lacking, and the effectiveness and value creation of tal-
ent management remain not well understood. The current
study aimed to identify the components of talent manage-
ment for faculty members and provide a model in this re-
gard.
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2. Methods

The current qualitative study was performed to de-
velop an applied model of talent management for faculty
members. The statistical population constituted directors
on different levels of the University of Isfahan, Isfahan
University of Medical Sciences, and Isfahan University of
Technology, Iran. These directors were aware of the ob-
jectives of the study and played a significant role in the
process of attracting and recruiting faculty members to
the executive and non - executive sections of the univer-
sity in 2015. A purposive sampling method was used to
select participants. The aim was to select and interview
faculty members with managerial experience, particularly
in talent management, who were willing to participate in
the study. Sampling continued until data saturation was
reached.

To collect data, semi-structured interviews were con-
ducted. Faculty members were invited to the interviews via
an official letter of invitation, and these were conducted
in a calm and quiet venue at a suitable time for the inter-
viewees. The interviews were face - to - face and conducted
individually. In addition to the verbally required informa-
tion, participants were asked to sign the informed consent
form, which included a summary of the study objectives,
as well as permission to record the discussion and publish
the contents thereof anonymously. Furthermore, the con-
fidentiality of names and the content of the interviews was
ensured. The interviews were recorded and notes taken for
important points. Each interview lasted about one hour,
after which the recordings content were carefully evalu-
ated. In the next step, the researcher asked each partic-
ipant to evaluate the accuracy of the interviewer’s inter-
pretations and impressions of the statements, and where
needed, the data were revised accordingly. The general in-
terview guide approach was used and the questions were
mainly oriented towards professors’ comments on talent
management components of faculty members. First, the
following general question was asked: “Please talk about
talent management and tell us which components should
be considered by universities to apply talent management
for faculty members?”

Based on the responses, the interview was guided us-
ing follow-up, direct, or indirect questions such as “You
mentioned talent development. Can you elaborate on your
programs to develop faculty members and the method of
implementation?”

Methods including asking colleagues and evaluations
by faculty members were employed to assess the validity
of the study. For this purpose, supervisors and advisors ap-
proved the results of data analysis and categorization. In
addition, a researcher with adequate experience in quali-

tative investigations was asked to comment on the current
study procedure. The researchers approved the study. To
evaluate faculty members, the results of data analysis and
codifications obtained from the interviews were provided
to four interviewees for evaluation and confirmation. De-
tails of the study procedure are explained (including sam-
pling, data collection, and analysis) in the present paper.
To improve the generalizability of the study results, a pop-
ulation that enables considering the issue from different
aspects was selected. In addition, the sample size was in-
creased until no new viewpoints emerged. provided to
confirm the validity and reliability of the study.

Qualitative data analysis was the most difficult and
time-consuming part of the current study. Qualitative con-
tent analysis or thematic analysis was employed to analyze
the data. Based on Krippendorff, the content analysis com-
prised data collection (recordings), data reduction, infer-
ence, and analysis (29).

Interviews were completely recoded, transcribed,
typed, and transferred into MAXQDA version 2007 to
facilitate data codification. The author listened to the
recordings several times before reading the transcriptions
to extract emerging themes. Coding and categorizing
began after the second interview. It helped the author
to design useful questions and guide the interviews in
line with the objectives of the study. The interviews were
evaluated and meaningful sentences related to the main
questions of the study marked. The basic concepts in the
meaningful sentences were extracted as codes and trans-
ferred into the software, after which they were classified.
Codes indicating similar concepts were categorized into
the same classes. Classification and reviewing the classes
continued until the author was satisfied with those for-
mulated. Then, a name was allocated to each class based
on themes.

Note that the aforementioned practices were applied
to all interviews. After each interview was evaluated, the
classes were reviewed, integrated, or new ones created.
At the end of the interviews, 20 subclasses including 107
codes extracted from the meaningful sentences were ob-
tained. A sample of the procedure is shown in Table 1.

In the next step, under the supervision of an observer
experienced in qualitative data analysis, the classification
and labeling of the classes were reviewed. Accordingly, re-
dundant codes indicating similar concepts were removed
and major classes merged into smaller subclasses and sub
- subclasses. Some classes were integrated. The procedure
of reviewing the creation and labeling of classes continued
until the author was satisfied. Finally, a three - level categor-
ical table was obtained.
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Table 1. Sample of Codifications and Categorizing in Classes and Subclasses

Class Subclass Extracted Code Transcript of
Interview with
Participant
No. 3

Talent
development

Increasing
learning
capacity in the
university

Education in IT Today,
information
technology is
very important
to universities
and they should
plan in such a
way to enhance
problem
solving skills,
the ability to
innovate,
welcome
change, team
work,
managerial and
leadership of
people, as well
as
competencies
associated with
IT systems
development.

3. Results

The qualitative data analysis culminated in extracting
224 primary codes that were reduced to 107 after several re-
views and the integration of similar codes. They were then
categorized in seven main classes as follows: identifying
and determining talent requirements, discovering talent
resources, talent attraction, developing potential abilities
of talent, Attracting talents, and evaluation and alignment
of talent management activities (Table 2).

3.1. Identifying and Determining Talent Requirements

As shown in Table 1, respondents’ comments on iden-
tifying and determining talent requirements were catego-
rized into three subscales.

3.2. Identifying and Determining the Gaps Between the Current
and Future Talent of the Organization

Based on respondents’ comments, the talent manage-
ment procedure begins by determining the qualitative
and quantitative features of the talent required for effec-
tive implementation. It starts by analyzing and under-
standing the talent available in the university. In addition,
the ideal situation of the university in terms of knowledge,
skills, and required potential should also be determined.
Respondent No. 13 stated the following: “By reviewing the
five-year strategy of the university, you can estimate how
many faculty members are required.” Respondent No. 4
added, “Universities should be aware of the current needs

Table 2. Talent Management Components and Subcomponents

Component Subcomponent

Defining and identifying talent
needs

Identifying and determining gaps
between current and future talent of
the organization

Determining the general
competencies of faculty members

Determining the specific
competencies of faculty members

Discovering talent resources

Talent supply chain management

Determining the approach to
discovering talent (sourcing)

Evaluating different options for
talent sourcing

Attracting talents

Evaluating competencies (screening
and selection)

Factors affecting talent attraction

developing the potential abilities
of talent

Increasing learning capacity in the
organization

Designing high - performance
learning programs

Combination and recombination of
talent

Strategically deploying talents

Coordinating and aligning talents
with employee expectations and
organizational goals

Combining and re - combining
talents

Retaining talents

University support

An atmosphere of teaching and
education in the university

Working conditions

Developing the career path

Evaluation and alignment of
management activities

Designing a competency - oriented
evaluation program

Designing an insight - oriented
evaluation program

Evaluation of important indices or
criteria of human capital health

and shortages of talented people as well as the challenges
ahead of them. Directors should also ensure that the uni-
versity is on the right track towards achieving goals.”

3.3. Determining the General Competencies of Faculty Members

Most respondents believed that once directors under-
stood their talent requirements, they could determine
the general and specific competencies of faculty members
needed to perform their tasks and realize the strategic
goals of the university. Based on the comments of par-
ticipants, competencies meant a set of skills, knowledge,
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and behaviors needed for effective role - playing. Further-
more, respondents believed that to determine the level of
faculty members’ general competencies, the following fac-
tors should be considered: personal characteristics, emo-
tional intelligence, verbal skills, behavior, novelty, ideal-
ism, learning ability, and rules observance. Respondents
No. 15, 12, 9, and 4 further suggested features such as risk-
taking, challenging, lack of obedience, courage, vigilance,
high adaptability, hopefulness, and motivation as the per-
sonal characteristics of faculty members.

Based on respondents’ comments (No. 2, 3, 4, 9), fac-
tors such as public relations, optimism, paying attention
to what others say or want, the ability to convince oth-
ers, persuasion, extraversion, and a high tolerance thresh-
old should be included in the characteristics of emotional
intelligence and verbal skills of faculty members. In ad-
dition, they added behaviors such as being hard work-
ing, patience, sensitivity, persistence, tirelessness, having
a high morale, conscientiousness, being responsible and
responsive, welcoming responsibility, loving to serve, stay-
ing away from hypocrisy and flattery, honesty and trust-
fulness, influencing university performance, being a work
leader, and pragmatism (No. 4, 6, 9, 11, 12).

Respondents No. 4, 5, 8, and 11 included the follow-
ing factors in the novelty aspect of faculty members: be-
ing an entrepreneur, creative, inventor, explorer, curious,
designer, innovative, thinking ability, transformative, lack
of quotidian - type personality, and being reformist. Fur-
thermore, to the aspect of idealism they added perfection-
ism, higher levels of expectations, successfulness, and faith
in the principles of value (No. 4, 8, 9, 10). Based on re-
spondents’ comments, the learning ability aspect should
include factors such as intelligence, being a fast learner,
learning from experiences and failures, welcoming new ex-
periences, and continuous learning (No. 4, 7, 8, 14). Fur-
thermore, being familiar with rules and regulations, being
lawful, understanding the university and flexibility within
the scope of the law should be included in the rules obser-
vance aspect for faculty members (No. 1, 4, 15, 16).

3.4. Determining Specific Competency Levels for Faculty Mem-
bers

Most respondents in this study noted that to deter-
mine the specific levels of competency for faculty mem-
bers, some factors should be considered for the aspects of
specialty, scientific - research records, and executive skills.
In addition, they stated that for the aspect of specialty,
factors such as higher education, specific knowledge and
skills on education and training, computer literacy, and
work experience were important (No. 4, 9, 10, 12).

Respondents noted the following factors as important
to cultural-scientific records of faculty members: cultural

- scientific research records, interest in science, mastering
the work, and having educational and teaching skills (No.
4, 13, 15).

In addition, case - orientation, the ability to guide, time
management, crisis management, organizational skills,
programming ability, ability to solve discrepancies, guid-
ing and leading skills, and problem - solving ability were
considered important as the executive skills of faculty
members (No. 4, 5, 7, 17).

3.5. Discovering Talent Resources

After Defining and identifying talent needs to meet the
university’s strategic goals, respondents highlighted the
most challenging factor as determining how the university
can supply the required talent, also referred to as discover-
ing talent resources. In other words, discovering talent is
to identify talent resources to implement the general strat-
egy of the organization most efficiently. The factors noted
by the study respondents based on their experiences and
viewpoints were categorized into the following three sub-
classes.

Talent supply chain management: according to the
study respondents, to supply the required talent, it is im-
portant to employ an approach used in supply chain man-
agement. For example, the following questions can be
asked: What talents are already available in the university?
What resources are available to the university to supply the
required talent? How should the university retain the tal-
ent (talent treasury)? Did the university analyze skills re-
quired in the future (balance of supply and demand)? Re-
spondent No. 18 clarified, “Different talent supply chains
should rapidly be adopted with sourcing channels and tal-
ent treasures to meet the strategic goals and changing con-
ditions of the university.”

3.6. Determining the Approach to Discovering Talent (Sourcing)

Respondents agreed that all talent supply resources
available to the university should be identified and faculty
members should be supplied from different channels. In
this regard, respondent No. 4 explained: “We can supply
faculty members from both inside and outside the univer-
sity.” Respondent No. 17 added: “It is important to identify
how the university can supply appropriate skills from out-
side resources in the best way.” In addition, according to
respondent No. 4, “Human resource supply channels can
help through comprehensive, high - quality, and motivat-
ing websites.”

3.7. Evaluating Different Items for Talent Sourcing

According to respondents, talent can be discovered al-
most everywhere worldwide. Similarly, different meth-
ods are available to discover this talent. Respondent No.
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8 elaborated: “Strategic sourcing requires the evaluation
and assessment of all possible items of talent discovery
and finding the best or a combination of best methods
to supply the required talent.” Furthermore, respondents
(No. 4, 12) added that “proper sourcing requires evaluating
strengths and weaknesses as well as the opportunities and
challenges of each source. Then, the best source to support
a university’s strategic goals can be selected.”

3.8. Talent Attraction

Respondents suggested approaching talent attraction
from two viewpoints, namely that of the university and
that of applicants. Therefore, talent attraction was cate-
gorized into two subclasses, namely “evaluating the level
of competencies (screening and selection) from the view-
point of the university” and “factors affecting talent attrac-
tion from the viewpoint of the applicant.”

Evaluating the level of competencies (screening and se-
lection) from the viewpoint of the university

Some respondents (No. 4, 13, 15) reported that “today,
using pre - defined competency models is among the most
suitable measure to screen and select the best applicants.
It creates more assurance and certainty that appropriate
talents are more efficiently attracted by the university with
minimal cost, time, and energy.” Respondent No. 4 added:
“We can employ competency models for both the evalua-
tion and analysis of an applicant’s resume and to assess
their knowledge and skills through structured interviews.”

3.9. Factors Influencing Talent Attraction

Respondents No. 4, 10, and 11 explained that “after iden-
tifying resources and the features of required talent, we
must convey two messages: The first is about the brand fea-
tures and attractions of the university as an employer and
the second about the expectations to be met by people join-
ing the university.” Respondent No. 4 added, “Adaptabil-
ity and lack of discrepancy of the dual messages should be
considered in each human resource supply channel, par-
ticularly web - based channels, as well as each stage of hu-
man resource supply. In addition, each factor that con-
fuses or contradicts such messages to talented applicants
should be eliminated. Furthermore, all promises made
to new faculty members should be met as soon as they
start working in the university and throughout their ca-
reer paths.”

3.10. Developing Talent Capabilities

This refers to the continuous development of the
knowledge, skills, and behaviors of a person or group of
personnel to improve the general capabilities of the uni-
versity. The features mentioned by the study respondents

based on their experiences and viewpoints were catego-
rized into three subclasses.

3.11. Increasing Learning Capacity in the University

Respondent No. 3 explained that “today, universities
are interested in competencies associated with informa-
tion technology (IT) to the extent that IT has become an es-
sential requirement for scientists. Our universities should
foster problem - solving skills, innovation ability, welcom-
ing change, team work, the management and leadership
of individuals, and capabilities associated with IT systems
development.”

Respondent No. 4 added, “Our universities should si-
multaneously be a learning - teaching organization.” Re-
spondent No. 6 elaborated that “learning does not only
occur during educational courses and programs, but also
in what occurs daily in the organization. As such, it can
contain informative tips and be considered a learning re-
source.”

3.12. Designing High-Performance Learning Programs

Respondents agreed that investments would be appro-
priate and effective if learning and development programs
were designed and implemented based on the gap be-
tween particular qualifications and skills and the develop-
mental requirements of faculty members. According to
a comment by respondent No. 4, “Here, the most impor-
tant case is the type of learning programs a faculty mem-
ber needs.” Respondents contend that the development of
faculty members should focus on professional and individ-
ual development approaches (No. 4, 9, 13, 17). They also sug-
gested emphasizing the following factors in professional
development: improvement of learning, research, techni-
cal and interpersonal skills, and specifically, the ability to
foster effective relationships with students. In addition,
some respondents (No. 1, 2, 4, 13) highlighted the follow-
ing factors in the individual development of faculty mem-
bers: programming to develop their internal capacities
(e.g., learning, thinking, communication, and implemen-
tation capacities), enhancing professional ethics, creativ-
ity, risk-taking, and innovation, quality of working life, and
job commitment.

3.13. Evaluating Learning Effectiveness

Evaluation is an important feature of high - perfor-
mance learning organizations. As such, respondent No. 11
stated, “To evaluate the implemented programs, the sim-
plest method is usually unfortunately employed, which
concentrates on the number of participants’ training
programs, training hours, and satisfaction with the pro-
grams.” For respondents, the purpose of investing in learn-
ing and promoting skills and competencies is to enhance
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performance. Therefore, it is recommended to focus on
evaluating learning effectiveness and the results and out-
comes thereof (No. 1, 6, 7).

3.14. Strategic Employment of Talent

This capability deals with the placement of talent in ap-
propriate positions at the right time to empower the or-
ganization in effectively implementing strategies to deal
with challenges and harness future opportunities. Based
on their experiences and viewpoints, the components
identified by respondents were categorized into two sub-
classes.

3.15. Synchronization and Alignment of Talent with Personnel
Expectations and University Goals

Some respondents (No. 4, 12) noted that Talent - Pow-
ered universities employ methods to better synchronize
and align talent from inside and outside in locations (po-
sitions, roles, units, etc.) where they are most needed or
best fit the position. Accordingly, they enable talented per-
sonnel to perform their tasks and equip them to deal with
future challenges.

3.16. Combination and Recombination of Talent

According to respondent No. 7, “Universities should ex-
pect a high level of performance from their faculty mem-
bers and educate them on how to benefit from their talent
and capabilities using the most effective available method.
They should also provide them with the opportunity to
flourish and showcase their talents, and finally, give them
continuous and constructive feedback.”

3.17. Talent Retention

The components raised in this regard by the study re-
spondents are based on their experiences and viewpoints
and categorized in five subclasses.

3.18. University Support

Respondents indicated that the level of university sup-
port available to faculty members significantly affects their
retention. According to respondent No. 4, “support is not
only to provide knowledge, technology, and training to a
person, but is also associated with a favorable working en-
vironment or conditions, as well as the support and co-
operation of managers for procedures and activities that
need effort.”

3.19. Research Atmosphere of the University

Some respondents (No. 2, 4, 5, 11, 12) indicated that
the research atmosphere of the university including be-
ing innovative and progressive, scientific and academic
freedom, providing appropriate time and opportunities to
conduct research, honoring research achievements, and
providing research facilities and support affect the reten-
tion of faculty members.

3.20. Teaching and Education Atmosphere of the University

Some respondents (No. 4, 6, 9) considered that the at-
mosphere for teaching and education at the university in-
cluding educational and teaching facilities, honoring suc-
cessful teaching, and providing educational support influ-
ence the retention of faculty members.

3.21. Working Conditions at the University

The study respondents contended that occasions for
personal and professional growth and development; col-
leagues’ motivation and dynamics; job security; fair
salaries, benefits, and rewards; work - life balance; the com-
petency of the management team, and university and fac-
ulty personnel affect the retention of faculty members (No.
4, 9, 16).

3.22. Career Development

Respondent No. 4 said, “Career development indicates
how much authority people have in their work and can en-
rich their work experience resume. Furthermore, it reflects
their pride in being introduced to the university and the
extent to which they believe that university managers un-
derstand their career aspirations.”

3.23. Evaluation and Alignment

The evaluation and alignment of talent management
activities is the most supportive factor in the talent man-
agement cycle or procedure. The talent management
procedure enables dynamic coherence and integration to
identify and determine the talent needed, as well as to dis-
cover, develop, and effectively use talent and align these
actions with the general strategy of the organization. The
components mentioned by respondents, which are based
on their experiences and viewpoints, were categorized into
two subclasses.

3.24. Competence - Oriented Evaluation Program

According to respondents, consolidating all proce-
dures associated with talent management and developing
and adopting a systemic and holistic approach are neces-
sary. Some respondents added that the “use of a compe-
tency framework to integrate different components of the
talent cycle is essential” (No. 4, 9, 12).
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3.25. Insight - Oriented Evaluation Program

Based on the comments of respondents, evaluating fac-
ulty members’ performance based on designated perfor-
mance indices and comparing the results to those of previ-
ous evaluations can provide useful data on the alignment
of talent management activities (No. 4, 6, 9, 10). Some re-
spondents note that the evaluation of teaching, research,
creativity, and innovative activities, as well as professional
and specific services provided by faculty members pro-
vides useful information on the alignment of talent man-
agement activities (No. 2, 15, 16, 17).

3.26. Evaluating Important Indices or Criteria of Human Capital
Health

The study respondents mentioned that evaluating fac-
ulty members’ satisfaction with their jobs and the univer-
sity, the rates of their service resignation and job transfers,
commitment to the university, average length of employ-
ment, and total number of days allocated to their educa-
tion and development can also provide useful data on the
alignment of talent management activities (No. 2, 15, 16, 17).

4. Discussion

The current study aimed to identify the components
of talent management of faculty members. In this study,
based on the comments of managers and faculty mem-
bers, 7 main classes and 20 subclasses were formulated for
the talent management components. Furthermore, the re-
sults of the study indicate that the items mentioned by
faculty members were proportional to the talent manage-
ment procedure.

Other studies on talent management models indicated
components similar to those found in this study, although
some factors that emerged in this research did not arise
in other available references or were not mentioned as fre-
quently. In other cases, they were integrated with other
components.

According to Phillips and Poper, the talent manage-
ment procedure includes attracting, selecting, involving,
developing and improving, and retaining staff (15). How-
ever, Lewis and Heckman maintain that the procedure im-
plies identifying available potential, evaluating their readi-
ness, developing talent, selecting and employing talented
people, and finally, emphasizing their performance (16). In
his thesis, Oehley focused on the talent management pro-
cedure, analyzing and identifying the status of human re-
sources. He concluded by elaborating how to attract, de-
velop, and retain talented people (17). Armstrong devel-
oped a model of talent management and emphasized tal-
ent attraction, talent retention, and talent development

activities as associated procedures (18). Based on the idea
of Collings and Mellahi for talent management, it is im-
portant to determine the organization’s key posts, and
then to define the knowledge, competencies, and skills ap-
propriate to these posts. Finally, talent resources should
be created (19). The results of the aforementioned stud-
ies concurred with some of the results of the current
study, although they are inconsistent with others (15-19).
Deeper focus on the evaluated studies indicated that com-
ponents such as attraction, development, and retention
were highlighted, while selection and employment of re-
sources were discussed only in some research. Moreover,
the components of identifying and defining required tal-
ent as well as the evaluation and alignment of managerial
activities were the main classes formulated in the current
study.

Noteworthy is that the class “discovering talented peo-
ple” and its subclasses of talent supply chain management,
determining the approach to discovering talented people
(sourcing), and evaluating talent sourcing options are dis-
cussed in more detail in this study than others. Based on
their high importance, they were classified in a different
area. The formulation of this new class, namely discov-
ering talented people, is attributed to the interest of the
study respondents in discussing modern talent sourcing
methods.

Based on the results of this study, the first step towards
Talent - Powered universities is to determine the quantity
and quality of the talented people required for effective
implementation. Therefore, university directors should
clearly understand the particular combination of knowl-
edge, skills, and attitudes required for the university cur-
rently and in the future to determine both the general
and specific competencies of faculty members needed to
complete their tasks and achieve the university’s strategic
goals.

In the second step, based on the comments of the re-
spondents in this study, discovering and identifying tal-
ent resources relies on evaluating and assessing all possi-
ble options to recruit talented people and finding the best
method to attract talented faculty members. To meet these
goals, talented students of the university and the issue of
succession should be a key area of focus.

Most respondents considered talent attraction (the
third step) to have the greatest impact on the performance
of faculty members. They also noted that in the talent at-
traction process, universities should evaluate applicants’
information skills such as fluency in English; ability to
use information technologies; adaptability skills such as
fluency in new skills; personal characteristics including
courage, vigilance, and risk - taking; and behavioral fea-
tures such as being hard working, patience, responsive-
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ness, adherence to rules and regulations, and being lawful.
They added that to attract the most talented applicants,
their specialized knowledge should be evaluated through
structured interviews conducted with experts and their
professional work experience assessed based on predeter-
mined criteria.

Most respondents discussed the development of fac-
ulty members. The results of the study highlighted pro-
fessional development as the first step in making improve-
ments. In other words, professional improvement fo-
cuses on what faculty members are expected to do in an
academic environment. The following factors were indi-
cated for this dimension: improvement in teaching, edu-
cation, research, providing services, technology, writing,
and interpersonal skills (14). In addition, the current study
showed that the improvement of faculty members is sig-
nificant in the innovation and promotion of academic ex-
cellence. Therefore, improving the performance of faculty
members and the university can be achieved by developing
faculty members’ talents and their educational, research,
communication, technology, and work ethic, as well as by
providing them with opportunities for sabbaticals and to
participate in workshops and international training semi-
nars.

Based on the results of this study, in the stage of
the strategic employment of faculty members, if univer-
sity managers and directors effectively complete the later
stages, they can focus on the appropriateness of work con-
tents and capabilities as well as the interests of faculty
members. This would enable them to benefit from the ca-
pabilities and skills of the faculty members recruited in
educational or executive departments considering their
competencies.

The results of this study showed that the component
of the evaluation and alignment of talent management ac-
tivities is the most important supportive agent in the tal-
ent management cycle or procedure. This component is
neglected in similar studies. However, if the components
of the talent management procedure including identifica-
tion, attraction, employment, development, and retention
are not coordinated with the general strategy of the uni-
versity, the effective management and development of fac-
ulty members will not occur. Therefore, it is recommended
that university directors develop a comprehensive evalua-
tion system to analyze the strengths and weaknesses of the
talent management procedure.

Noteworthy is that similar national and international
studies emphasize only part of the issue, and in the best
case, only consider minor components of the talent man-
agement procedure, focusing on the definition and impor-
tance of the components. As such, indices of each compo-
nent are considered.

The authors tried to consider all dimensions of the tal-
ent management procedure for faculty members, who oc-
cupy a key position in the university. Based on the results
of the current study, Figure 1 illustrates a model of talent
management for university faculty members.

The suggested model indicates that talent manage-
ment should be performed under the architecture of hu-
man resources, although the creation of a Talent - Powered
culture and attitude in the university is an important mat-
ter that should be considered before implementing talent
management processes.

A Talent - Powered attitude is based on two common
beliefs. First, people agree on the importance of talent in
their and the university’s current and future needs, and
that talent is a distinctive feature. Second, university man-
agers and faculty members believe that they can personally
increase the level of talent available to the university. Based
on these two beliefs, universities can foster a Talent - Pow-
ered attitude.

In the talent management model suggested in the cur-
rent study, the procedure begins with powerful and inspir-
ing leadership, a clear indication of strategies, and a pro-
found belief in the strategic value of talent that emerges
as a Talent - Powered attitude and culture. When the key
components of talent management (defining and identi-
fying talent needs, discovering talent resources, talent at-
traction, talent development, strategic employment of tal-
ent, and talent retention) are linked with the general strat-
egy and aligned to all procedures and activities, universi-
ties can activate the cycle of talent replication and promote
the knowledge, skills, competencies, and commitment of
employees to improve performance. Under such circum-
stances, the evaluation system is important, as it empow-
ers the university to understand the strengths and weak-
nesses of all talent management components, investment
needs, and how to direct values and achieve results.

The suggested model helps managers in many ways.
Rather than repeating the role of human resource man-
agement, managers can provide a copy of the required
competencies of successful faculty members who occupy
a key position in the university. Then, managers can at-
tempt a new orientation towards human resources regard-
ing Defining and identifying talent needs and discover-
ing, attracting, developing, evaluating, and retaining valu-
able human capital to deal with challenges and meet newly
emerging needs.

As in all other studies, the current one had some lim-
itations. However, these limitations provide new avenues
for further research. Based on the low number of similar
studies and the novelty of the issue of talent management
in Iran, more attention is needed on localizing the applied
talent management model in further studies. In addition,
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Figure 1. Recommended Model of Talent Management for University Faculty Mem-
bers

it is recommended that future studies follow up on and
evaluate the efficacy of the applied model designed in this
research.
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Supplementary material(s) is available here [To read
supplementary materials, please refer to the journal web-
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