
VOLUME NO. 3 (2013), ISSUE NO. 01 (JANUARY) ISSN 2231-5756 

 A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

Indexed & Listed at:  
Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S.A., Cabell’s Directories of Publishing Opportunities, U.S.A., 

Open J-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C.)], 
Index Copernicus Publishers Panel, Poland with IC Value of 5.09 & number of libraries all around the world. 

Circulated all over the world & Google has verified that scholars of more than 2022 Cities in 153 countries/territories are visiting our journal on regular basis. 

Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI – 135 003, Yamunanagar, Haryana, INDIA 

http://ijrcm.org.in/ 



VOLUME NO. 3 (2013), ISSUE NO. 01 (JANUARY) ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

ii 

CONTENTSCONTENTSCONTENTSCONTENTS    
    

Sr. 

No. TITLE & NAME OF THE AUTHOR (S) Page 

No. 

1. THE EXTENT OF THE IMPORTANCE OF PERSONALITY INDICATORS OF INDEPENDENT ENTREPRENEUR THROUGH USING GROUP ANALYTICAL 

HIERARCHY PROCESS 

MOJGAN RIAZI, DR. YOUNOS VAKIL ALROAIA & DR. ALI AKBAR AMIN BIDOKHTI 

1 

2. ASSOCIATION OF TRAINING PRACTICES WITH JOB SATISFACTION IN PUBLIC SECTOR ORGANIZATIONS 

RIZWAN BASHIR & FARZANA BASHIR 

8 

3. STUDYING THE RELATIONSHIP BETWEEN SOCIAL CAPITAL AND TALENT MANAGEMENT IN IRAN STATE MANAGEMENT TRAINING CENTER (SMTC) 

SAYED ALI AKBAR AHMADI, MOHAMMAD ALI SARLAK, MUSA MAHDAVI, MOHAMMAD REZA DARAEI & SAMIRA GHANIABADI 

14 

4. CONTEMPLATIVE SCRUTINY OF THE ADEQUACY OF HERZBERG’S MOTIVATION-HYGIENE THEORY: A VERDICT OF JOB SATISFACTION IN THE MID 

LEVEL MANAGER IN TELECOMMUNICATION INDUSTRY 

ABU ZAFAR AHMED MUKUL, SHAH JOHIR RAYHAN & MD. SHAKIB HOSSAIN 

21 

5. PLANNING AND MANAGING A SCHEDULED SERVICE 

DR. IGNATIUS A. NWOKORO 

29 

6. REAL INCOME, INFLATION, AND INDUSTRIAL PRODUCTIVITY IN NIGERIA (1970-2005) 

Dr. OWOLABI A. USMAN & ADEGBITE TAJUDEEN ADEJARE 

34 

7. DEVELOPMENT OF SMALL AND MEDIUM ENTERPRISES IN NIGERIA: A PARADIGM SHIFT 

ADEYEMI, A. ADEKUNLE 

40 

8. THE EVALUATION OF KNOWLEDGE MANAGEMENT’S EFFECTIVENESS ON E-LEARNING: A CASE STUDY ON PAYAME NOOR UNIVERSITY OF IRAN 

BAHAREH SHAHRIARI & KIARASH JAHANPOUR 

45 

9. THE RELATIONSHIP BETWEEN ORGANIZATIONAL CULTURE AND JOB SATISFACTION AMONG PROFESSIONAL STAFF IN VIETNAMESE 

CONSTRUCTION COMPANIES 

NGUYEN PHI TAN 

49 

10. ANALYSIS OF LIQUIDITY OF SELECTED PRIVATE SECTOR INDIAN BANKS 

SULTAN SINGH, SAHILA CHOUDHRY & MOHINA 

54 

11. PRODUCTIVITY MEASUREMENT OF PUBLIC SECTORS BANKS IN INDIA 

DR. BHAVET, PRIYA JINDAL & DR. SAMBHAV GARG 

57 

12. IMBIBE ETHICAL EDUCATION 

DR. T. SREE LATHA & SAVANAM CHANDRA SEKHAR 

63 

13. MODELING INDIAN MONSOON (RAINFALL) VOLATILITY AS AN INDEX BASED RISK TRANSFER PRODUCT 

D P. SHIVKUMAR, M PRABHU & DR. G. KOTRESHWAR 

66 

14. THE DEVELOPMENT OF SMALL SCALE INDUSTRIES IN MEGHALAYA 

MUSHTAQ MOHMAD SOFI & DR. HARSH VARDHAN JHAMB 

72 

15. REGRESSION MODELS 

M.VENKATARAMANAIAH & M.SUDARSANA RAO 

83 

16. EFFECTIVENESS OF EMPLOYEE RETENTION TECHNIQUES ADOPTED BY BPO COMPANIES WITH REFERENCE TO CHENNAI 

DR. RANJITHAM.D 

86 

17. ROLE OF FOREIGN DIRECT INVESTMENT IN EDUCATION INSTITUTIONS IN INDIA 

SHABANA, SONIKA CHOUDHARY & DR. M. L. GUPTA 

91 

18. AN EXAMINATION OF LONG-RUN AND SHORT-RUN RELATIONSHIP BETWEEN CRUDE OIL PRICE, GOLD PRICE, EXCHANGE RATE AND INDIAN STOCK 

MARKET 

R.KANAKARAJAMMAL, S.PAULRAJ & M.V.ARULALAN 

94 

19. MYSTERY SHOPPING– THE MIRACLE TOOL IN BUSINESS RESEARCH 

SHAKEEL-UL-REHMAN & A.VELSAMY 

101 

20. THE EMPIRICAL INVESTIGATION BETWEEN EMOTIONAL COMPETENCE AND WORK PERFORMANCE OF INDIAN SALES PEOPLE 

DR. RITIKA SHARMA 

104 

21. MARKETING OF BRANDED PRODUCT IN RURAL AREA: A CONCEPTUAL BASED STUDY ON RURAL MARKET 

PANKAJ ARORA & AJITHA PRASHANT 

111 

22. A STUDY ON EMPLOYEES JOB SATISFACTION WITH SPECIAL REFERENCE TO COACH FACTORY 

P.MANONMANI & V.UMA 

120 

23. E-CRM APPLICATION IN INSURANCE SECTOR AND RETENTION OF CUSTOMERS 

DASH BISWAMOHAN. & MISHRA RADHAKRISHNA 

123 

24. THE USAGE OF SIX SIGMA TOOLS IN BRINGING DOWN THE DEFECTS IN THE HR PROCESSES 

SREEJA K & MINTU THANKACHAN 
128 

25. WOMEN EMERGING GLOBALLY AS THE POTENTIAL MARKET: REASONS, IMPLICATIONS AND ISSUES 

DR. JAYA PALIWAL 
136 

26. URBAN RESIDENTIAL WATER SUPPLY IN GADAG TOWN IN KARNATAKA STATE 

DR. H H BHARADI 
140 

27. TECHNICAL ANALYSIS: A TOOL TO MEASURE MARKET VOLATILITY 

G.B.SABARI RAJAN 
144 

28. CO-BRANDED CREDIT CARD - A TAILOR-MADE PRODUCT NICHE FOR CONSUMERS 

DR. A. JESU KULANDAIRAJ 
150 

29. A COMPARATIVE STUDY ON CUSTOMER SATISFACTION WITH SERVICE QUALITY IN PUBLIC AND PRIVATE SECTOR BANKS 

DR. SAMBHAV GARG, PRIYA JINDAL & DR. BHAVET 
153 

30. EMOTIONAL INTELLIGENCE (EI): AN IMPERATIVE SKILL FOR MANAGERS IN THE GLOBAL WORKPLACE 

SMARTY MUKUNDAN 

157 

 REQUEST FOR FEEDBACK 160 



VOLUME NO. 3 (2013), ISSUE NO. 01 (JANUARY) ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

iii 

CHIEF PATRONCHIEF PATRONCHIEF PATRONCHIEF PATRON 
PROF. K. K. AGGARWAL 

Chancellor, Lingaya’s University, Delhi 

Founder Vice-Chancellor, Guru Gobind Singh Indraprastha University, Delhi 

Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar 
    

FOUNDER FOUNDER FOUNDER FOUNDER PATRONPATRONPATRONPATRON    
LATE SH. RAM BHAJAN AGGARWAL 

Former State Minister for Home & Tourism, Government of Haryana 

Former Vice-President, Dadri Education Society, Charkhi Dadri 

Former President, Chinar Syntex Ltd. (Textile Mills), Bhiwani 

    

COCOCOCO----ORDINATORORDINATORORDINATORORDINATOR 
AMITA 

Faculty, Government M. S., Mohali 
    

ADVISORSADVISORSADVISORSADVISORS 
DR. PRIYA RANJAN TRIVEDI 

Chancellor, The Global Open University, Nagaland 

PROF. M. S. SENAM RAJU 
Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi 

PROF. M. N. SHARMA 
Chairman, M.B.A., Haryana College of Technology & Management, Kaithal 

PROF. S. L. MAHANDRU 
Principal (Retd.), Maharaja Agrasen College, Jagadhri 

    

EDITOREDITOREDITOREDITOR 
PROF. R. K. SHARMA 

Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi 
    

COCOCOCO----EDITOREDITOREDITOREDITOR 
DR. BHAVET 

Faculty, M. M. Institute of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana 
    

EDITORIAL ADVISORY BOARDEDITORIAL ADVISORY BOARDEDITORIAL ADVISORY BOARDEDITORIAL ADVISORY BOARD    
DR. RAJESH MODI 

Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia 

PROF. SANJIV MITTAL 
University School of Management Studies, Guru Gobind Singh I. P. University, Delhi 

PROF. ANIL K. SAINI 
Chairperson (CRC), Guru Gobind Singh I. P. University, Delhi 

DR. SAMBHAVNA 
Faculty, I.I.T.M., Delhi 



VOLUME NO. 3 (2013), ISSUE NO. 01 (JANUARY) ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

iv 

DR. MOHENDER KUMAR GUPTA 
Associate Professor, P. J. L. N. Government College, Faridabad 

DR. SHIVAKUMAR DEENE 
Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga 

    

ASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORS 
PROF. NAWAB ALI KHAN 

Department of Commerce, Aligarh Muslim University, Aligarh, U.P. 

PROF. ABHAY BANSAL 
Head, Department of Information Technology, Amity School of Engineering & Technology, Amity 

University, Noida 

PROF. A. SURYANARAYANA 
Department of Business Management, Osmania University, Hyderabad 

DR. SAMBHAV GARG 
Faculty, M. M. Institute of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana 

PROF. V. SELVAM 
SSL, VIT University, Vellore 

DR. PARDEEP AHLAWAT 
Associate Professor, Institute of Management Studies & Research, Maharshi Dayanand University, Rohtak 

DR. S. TABASSUM SULTANA 
Associate Professor, Department of Business Management, Matrusri Institute of P.G. Studies, Hyderabad 

SURJEET SINGH 
Asst. Professor, Department of Computer Science, G. M. N. (P.G.) College, Ambala Cantt. 

    

TECHNICAL ADVISORTECHNICAL ADVISORTECHNICAL ADVISORTECHNICAL ADVISOR    
AMITA 

Faculty, Government M. S., Mohali 
    

FINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORS    
DICKIN GOYAL 

Advocate & Tax Adviser, Panchkula 

NEENA 
Investment Consultant, Chambaghat, Solan, Himachal Pradesh 

    

LEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORS    
JITENDER S. CHAHAL 

Advocate, Punjab & Haryana High Court, Chandigarh U.T. 

CHANDER BHUSHAN SHARMA 
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri 

    

SUPERINTENDENTSUPERINTENDENTSUPERINTENDENTSUPERINTENDENT    
SURENDER KUMAR POONIA 

 

    



VOLUME NO. 3 (2013), ISSUE NO. 01 (JANUARY) ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

v 

CALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTS    
We invite unpublished novel, original, empirical and high quality research work pertaining to recent developments & practices in the area of 

Computer, Business, Finance, Marketing, Human Resource Management, General Management, Banking, Insurance, Corporate Governance 

and emerging paradigms in allied subjects like Accounting Education; Accounting Information Systems; Accounting Theory & Practice; Auditing; 

Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic Development; Economic History; 

Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial Organization; International 

Economics & Trade; International Finance; Macro Economics; Micro Economics; Monetary Policy; Portfolio & Security Analysis; Public Policy 

Economics; Real Estate; Regional Economics; Tax Accounting; Advertising & Promotion Management; Business Education; Management 

Information Systems (MIS); Business Law, Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business; 

Health Care Administration; Labor Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-

Profit Organizations; Office Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; Organizational 

Development; Production/Operations; Public Administration; Purchasing/Materials Management; Retailing; Sales/Selling; Services; Small 

Business Entrepreneurship; Strategic Management Policy; Technology/Innovation; Tourism, Hospitality & Leisure; Transportation/Physical 

Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer Aided Design (CAD); Computer Aided Manufacturing; 

Computer Graphics; Computer Organization & Architecture; Database Structures & Systems; Digital Logic; Discrete Structures; Internet; 

Management Information Systems; Modeling & Simulation; Multimedia; Neural Systems/Neural Networks; Numerical Analysis/Scientific 

Computing; Object Oriented Programming; Operating Systems; Programming Languages; Robotics; Symbolic & Formal Logic and Web Design. 

The above mentioned tracks are only indicative, and not exhaustive. 

Anybody can submit the soft copy of his/her manuscript anytime in M.S. Word format after preparing the same as per our submission 

guidelines duly available on our website under the heading guidelines for submission, at the email address: infoijrcm@gmail.com. 

GUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPT    

1. COVERING LETTER FOR SUBMISSION: 

DATED: _____________ 

THE EDITOR 

IJRCM 

Subject:  SUBMISSION OF MANUSCRIPT IN THE AREA OF                                                                                                                . 

 (e.g. Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/Engineering/Mathematics/other, please specify) 

DEAR SIR/MADAM 

Please find my submission of manuscript entitled ‘___________________________________________’ for possible publication in your journals. 

I hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published elsewhere in any language fully or partly, nor is it 

under review for publication elsewhere. 

I affirm that all the author (s) have seen and agreed to the submitted version of the manuscript and their inclusion of name (s) as co-author (s). 

Also, if my/our manuscript is accepted, I/We agree to comply with the formalities as given on the website of the journal & you are free to publish our 

contribution in any of your journals. 

NAME OF CORRESPONDING AUTHOR: 

Designation: 

Affiliation with full address, contact numbers & Pin Code: 

Residential address with Pin Code: 

Mobile Number (s): 

Landline Number (s):  

E-mail Address: 

Alternate E-mail Address: 

NOTES: 

a) The whole manuscript is required to be in ONE MS WORD FILE only (pdf. version is liable to be rejected without any consideration), which will start from 

the covering letter, inside the manuscript. 

b) The sender is required to mention the following in the SUBJECT COLUMN of the mail:  

New Manuscript for Review in the area of (Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/ 

Engineering/Mathematics/other, please specify) 

c) There is no need to give any text in the body of mail, except the cases where the author wishes to give any specific message w.r.t. to the manuscript. 

d) The total size of the file containing the manuscript is required to be below 500 KB. 

e) Abstract alone will not be considered for review, and the author is required to submit the complete manuscript in the first instance. 

f) The journal gives acknowledgement w.r.t. the receipt of every email and in case of non-receipt of acknowledgment from the journal, w.r.t. the submission 

of manuscript, within two days of submission, the corresponding author is required to demand for the same by sending separate mail to the journal. 

2. MANUSCRIPT TITLE: The title of the paper should be in a 12 point Calibri Font. It should be bold typed, centered and fully capitalised. 

3. AUTHOR NAME (S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email 

address should be in italic & 11-point Calibri Font. It must be centered underneath the title. 

4. ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain the background, aims, methods, 

results & conclusion in a single para. Abbreviations must be mentioned in full. 



VOLUME NO. 3 (2013), ISSUE NO. 01 (JANUARY) ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

vi 

 

5. KEYWORDS: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic order separated by 

commas and full stops at the end. 

6. MANUSCRIPT: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It must be prepared on a single space and 

single column with 1” margin set for top, bottom, left and right. It should be typed in 8 point Calibri Font with page numbers at the bottom and centre of every 

page. It should be free from grammatical, spelling and punctuation errors and must be thoroughly edited. 

7. HEADINGS: All the headings should be in a 10 point Calibri Font. These must be bold-faced, aligned left and fully capitalised. Leave a blank line before each 

heading. 

8. SUB-HEADINGS: All the sub-headings should be in a 8 point Calibri Font. These must be bold-faced, aligned left and fully capitalised.  

9. MAIN TEXT: The main text should follow the following sequence: 

 INTRODUCTION 

 REVIEW OF LITERATURE 

 NEED/IMPORTANCE OF THE STUDY 

 STATEMENT OF THE PROBLEM 

 OBJECTIVES 

 HYPOTHESES 

 RESEARCH METHODOLOGY 

 RESULTS & DISCUSSION 

 FINDINGS 

 RECOMMENDATIONS/SUGGESTIONS   

 CONCLUSIONS 

 SCOPE FOR FURTHER RESEARCH 

 ACKNOWLEDGMENTS 

 REFERENCES 

 APPENDIX/ANNEXURE 

 It should be in a 8 point Calibri Font, single spaced and justified. The manuscript should preferably not exceed 5000 WORDS. 

10. FIGURES & TABLES: These should be simple, crystal clear, centered, separately numbered & self explained, and titles must be above the table/figure. Sources 

of data should be mentioned below the table/figure. It should be ensured that the tables/figures are referred to from the main text. 

11. EQUATIONS: These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right. 

12. REFERENCES: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised references in the preparation 

of manuscript and they are supposed to follow Harvard Style of Referencing. The author (s) are supposed to follow the references as per the following: 

• All works cited in the text (including sources for tables and figures) should be listed alphabetically.  

• Use (ed.) for one editor, and (ed.s) for multiple editors.  

• When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically ascending order. 

• Indicate (opening and closing) page numbers for articles in journals and for chapters in books.  

• The title of books and journals should be in italics. Double quotation marks are used for titles of journal articles, book chapters, dissertations, reports, working 

papers, unpublished material, etc. 

• For titles in a language other than English, provide an English translation in parentheses.  

• The location of endnotes within the text should be indicated by superscript numbers. 

 

PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES: 

BOOKS 

• Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.  

• Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.  

CONTRIBUTIONS TO BOOKS  

• Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited by David Crowther & 

Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303. 

JOURNAL AND OTHER ARTICLES  

• Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Journal of Urban Economics, 

Vol. 21, No. 1, pp. 83-104. 

CONFERENCE PAPERS  

• Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Association, New Delhi, India, 

19–22 June. 

UNPUBLISHED DISSERTATIONS AND THESES  

• Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra. 

ONLINE RESOURCES  

• Always indicate the date that the source was accessed, as online resources are frequently updated or removed.  

WEBSITES  

• Garg, Bhavet (2011): Towards a New Natural Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp 



VOLUME NO. 3 (2013), ISSUE NO. 01 (JANUARY) ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

14 

STUDYING THE RELATIONSHIP BETWEEN SOCIAL CAPITAL AND TALENT MANAGEMENT IN IRAN STATE 

MANAGEMENT TRAINING CENTER (SMTC) 
 

SAYED ALI AKBAR AHMADI  

ASSOCIATE PROFESSOR 

DEPARTMENT OF MANAGEMENT 

PAYAME NOOR UNIVERSITY 

TEHRAN 

 

MOHAMMAD ALI SARLAK  

ASSOCIATE PROFESSOR 

DEPARTMENT OF MANAGEMENT 

PAYAME NOOR UNIVERSITY 

TEHRAN 

 

MUSA MAHDAVI  

ASST. PROFESSOR 

DEPARTMENT OF MANAGEMENT 

IMAM HUSSEIN (A) UNIVERSITY 

TEHRAN 

 

MOHAMMAD REZA DARAEI  

RESEARCH SCHOLAR 

HUMAN RESOURCES MANAGEMENT 

PAYAME NOOR UNIVERSITY 

TEHRAN 

 

 SAMIRA GHANIABADI  

STUDENT 

PAYAME NOOR UNIVERSITY 

TEHRAN 

 

ABSTRACT 
In a world full of competition, one thing which guarantees the competitiveness of firms and organizations among each other is having human resources with 

talent; especially in managerial levels. But the challenge that organizations are facing today at country level, is attracting, evaluating, developing, retaining 

talents. The main purpose of this paper is to study the role of social capital in improving talents management for decreasing challenges and shortcomings as well 

as improving performance in State Management Training Center. The method of the research from the aim point of view is applied and from collecting data point 

of view is descriptive- correlative. This research is based on the collected data through questionnaire in the 2
nd

 half of the year of 1391 and has a research 

population containing 121 persons of all the staff of State Management Training Center. For data analysis, the structural equation method and mean test have 

been used. In this paper with the used of inferential statistics including Kolmogorov - Smirnov test, Pearson's correlation test, regression analysis and t-test the 

data have been analyzed and the hypotheses have been tested. In general, the level of talents management in State Management Training Center of Tehran is 

high and has been evaluated to be more than average. And the level of social capital is also more than the average level. The findings of the research indicate 

that there is a significant relationship between social capital and talents management in State Management Training Center and with improvement of social 

capital the level of talent management can be improved.  

 

KEYWORDS 
human capital-talent-talents management-social capital. 

 

INTRODUCTION 
n the organizations of the new millennium, so much emphasis has been put on intangible assets such as commercial name, innovation, creativeness, 

entrepreneurship and knowledge capitals. These key sources have the capability to present the organization as an ideal one, disregard of its industry. Such 

organizations are based on their individuals and only with placing appropriate individuals in appropriate positions, will step toward surpassing their 

competitors.  

Human resources, today are considered as the main capital of organizations and clearly it can be seen that humans, are the main factor of the survival of 

organizations in the competition. With environments to become more complicated and diversity of cultures and jobs in organization, gradually the role of 

human resources are also changed. Today organization are in need of creative, flexible and responsive forces and on the other hand detecting, attracting and 

retaining these elites has become more difficult than before in organizations.  

According to Wikipedia, talent management was first coined by McKinsey company in the middle of 1990s and it is a professional term in management field 

which has become common recently among organizations [2]. Talent management is one of the most important and even most "essential" topics of human 

resource management in global level [3] and still is one of the most critical issues in most of organizations [4]. 

Today's organizations are facing so many challenges regarding to their human resources. Mocha (2004), estimates that 17% of all employees are leaving their 

current jobs. This number in 60% more in young managers comparing to the same number in managers with more experience. In addition, outsourcing of the 

I
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important processes in organizations, has decreased the loyalty and trust among the employer and employees dramatically; in such a way that this loyalty 

decrease is interpreted as "The Devastating tsunami waves resulting from exit of employees" [5].  

It is interesting that in such favorable conditions, talented individuals will have more job options in front of them. To some extent this is due to great changes 

caused in values of work force and specifically talents. Employees attitude toward their job has been challenged and more than ever they are focusing on their 

aim of work and creating balance between work and personal life. Individuals with more potential capabilities try to bargain for better contracts with their 

employers and as soon as their expectations will not be met, they will change their organization. under such circumstances it is necessary to implement a correct 

planning for successful management of valuable human resources and talents' of organization.  

Organizations should use talent management proportionate to their structure and culture. In fact that there is no universal definition for talent management 

and providing an accurate definition of it would be difficult due to frequency of theories and hypotheses presented by expert author throughout the world [6].  

One of the way with which the talented individuals can  be retained in an organization, is creation of high integrity and solidarity among work force of the 

organization. This topic is expressed in the field of management, social and political sciences; under the topic of social capital.  

Social capital is rather a new concept which is having a more significant role in organizations and societies comparing to human capital and physical capital. The 

concept of social capital refers to connections among the members of a network as a source of value and with creation of norms and mutual trust it can lead to 

realization of the members goals. In the absence of social capital, other capitals of an organization including human capital which is at the top of the talents 

capitals of an organization, will lose their efficiencies and threading cultural-economic development path would become difficult and unlevel [7].  

In this paper we are aiming to point out to the importance of talent management and social capital in today organizations by providing concepts, definitions, 

several valid models in these regards. Specifically the emphasis of this paper is on studying the relationship between talent management and social capital in 

State Management Training Center of Tehran.  

In the field of talents management, so many researches have been performed in other countries, which haven't been used in this paper. Studying the 

backgrounds of the research by the author in Iran indicate the attention of researchers to the topic of talent management, which is mentioned below.  

1. Development and reconstruction industry of Iran Organization has implemented a plan with the name of "future managers with an approach of talent 

assessment and manager's succession" in four companies of Iran Khodro, Saipa, Arak Wagon Manufacturing Co., Tabriz Tractor Manufacturing Co., [8]. 

However this plan mainly deals with succession planning and doesn't have any direct approach for talent management.  

2. There is another research paper with the subject of studying the current situation and developing talent assessment indicators in the field of track and 

field. In this study, variables such as current situation of talent assessment in Iran and the world, necessity of a pattern for talent assessment, the most 

appropriate organization for finding, attracting and developing talents have been studied [9].  

3. The subject of another paper, is "evaluation and selection of managerial talents in Tehran Electricity Co.,". This study first has determined the necessary 

characteristics for acquiring managerial positions in the company with the use of interview and questionnaire. Then it has used IQ test and personality test 

of Edwards and managerial skills for testing the above stated characteristics. The final conclusion of the research is selection of potential and talented 

individuals for managerial positions [10].  

In the field of social capital also a variety of researches have been performed in Iran and other countries. In this paper we will mention some of the researches 

performed in Iran.  

1. Seyed Naghavi (2004) in his PhD thesis with the topic of "studying the damages of social capital in cultural and educational organizations of Iran and 

presenting an optimized pattern" studies the damages of social capital in ministry of education, ministry of research and technology sciences  and ministry 

of culture and Islamic guidance and concludes on superiority of social capital in ministry of education among other ministries [11].  

2. In another research paper with the topic of "effect of social capital on improvement of organizational obligation" which is performed in national Iranian oil 

refinement and distribution company, the researcher has divided social capital into three dimensions of structural, cognitive and communicational and 

organizational obligation into three dimensions of emotional ,normative and continuous. The findings indicate that social capital is influential on 

organizational improvement, especially the dimension of emotional obligation [12].  

In general we cannot refer to a research or a paper in Iran that have directly studied the relationship between social capital and talent management. However, in 

other countries researches have study the relationship between these two concepts theoretically but not empirically.  

 

TALENT MANAGEMENT AND ITS DIMENSIONS 
Strategic innovative, creative, flexible, responsible, responsive and norm breaker human forces are consistent with today organizations. Due to fast 

environmental changes, organizations are in need of individuals who can change the norms and structures parallel to the current needs and possess self-

controlling and self-management characteristics. These individuals are always after opportunities around themselves and with evaluating their strengths and 

weaknesses changes the limitations and threats of the environment into opportunity. They are individuals with extra talent for performing their job and create 

value in their works.  

The term, talent has been defined with different dimensions in organizations by theorists and experts. In this section we present some of these definitions. In 

fact each organization will determine individuals with talent in line with its specific culture and structure. Talent is a set of individual's capabilities including skill, 

knowledge and potential for growth and development [13]. Talent management also like the term of talent doesn't have a clear meaning in the view of so many 

authors such as Storey and different definitions have been provided for it. For example, [14], considers different definitions for talent management from 

different people and studies it by three dimensions. 1
st
 is the development process of new employees by the means of interview, recruiting and making them 

familiar with the organization in such way that new individuals can get in line with the organization culture. 2
nd

 is regarding the development and retaining of the 

current employees in organization and the 3
rd

 is attraction of individuals with high potentials and skills for working in the organization [2]. For talent 

management 5 factors has been considered (attraction, detection, development, using, involving) which helps us to manage employees with talent [15].  

 

IMPORTANCE OF TALENT MANAGEMENT 
Most of the organizations of today due to reasons such as: decrease of available talents, weak positions for retaining prominent talents, increase of employees 

overturn, weak human resources strategies such as service compensation and benefits are facing talents crisis [16]. Fagley, due to high competition and lack of 

employees with high skills and capabilities, expresses the development and retaining talented employees as one of the priorities of today's organizations [17]. 

With studying the literature of the field of talent management and relevant models [18,19,20] the dimensions of talent management can be divided into 

(attraction, discovering and evaluating, developing and retaining talents). 
 

FIGURE 1: TALENT MANAGEMENT DIMENSIONS 
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Talent Attraction: the main concern of talent management, is finding individuals who have the potential to become a talented employee, so that they can be 

appointed to right places at right time. With the current shortage in efficient workforce, rarity of real talents [21] and the growing expectations of employees, 

this has become even more difficult.  

In recent decades, factors influencing talents attraction from labor market are: lack of qualified workforce and rarity of talents, flattening and downsizing of 

organizations, the changing nature of jobs and the change of psychological contracts between employers and employees.  

Strategies for attracting human resources with the aim of getting appropriate employees who are possessing high levels of qualifications, skills, knowledge and 

necessary potentials for taking future trainings are developed and implemented. Efficient discovery of employees is achieved through developing strategies of 

attraction of the most qualified forces to organization.  

These strategies should encompass the best methods of accurate definition of human resources requirement of organization from the point of view of skills and 

qualifications and should cover the following activities:  

Define skills and qualifications requirements: ideally, this should be performed with applying a set of systematic evaluation of skills and qualifications.  

Analysis and evaluation of influential factors on decision making of individuals for joining the organization. these factors include:  

Commercial brand of the employer and the reputation of the organization, enough and good salary and benefits, job and promotion opportunities, opportunity 

to use the individual's skills or acquiring new skills, opportunity to use up to date technology and acquiring high levels of training [22].  

Talents Assessment: the importance of assessment process from long ago, has had the attention of both academic scholars and professional practitioners (those 

who deal with the business of the organization). Today due to development and evolution of this process, a special security and stability has been appeared in 

quantity capacity and ranking important indicators. In addition, web technologies have also provided the ability to store and usage of web browsers and search 

engines, emails and data bases technologies by human resource experts and have provided necessary tools for collection, analysis and evaluation a great 

amount of data related to talents and even other employees [23].  

Laff (2005) believes that with presence of new technologies, talent management doesn't belong to top levels of an organization any more. It is because an 

organization can assess all its employees for talents [1].  

In spite of great importance of the correct talent assessment process, the findings of a research indicate that 74% of the organizations under the study, are 

facing problem in providing a correct definition for talents. One of the reasons of this, is that there are different definitions which have been presented for 

talent. Some believes that the most important indicator of talent is the rate of the profitability of the talented person. Some other, emphasize on the talented 

person's ability to learn. For example, "a potentially talented individual is one who can learn from his experiences" [24,25]. Some other yet, think talents as a 

specific group of employees who are having distinctive needs, motivations and behavior comparing to normal employees. These individuals normally advances in 

lower ages comparing to their other colleagues and are considered future managerial pool of the organization. [15].  

Appointing talents: Cunnigham (2007) presents the general approach of using process in talent management system which should be considered at the time of 

human forces attraction in this way: either individuals should be matched with jobs or jobs should be matched with individuals. Matching individuals with jobs 

can be defined precisely in this way: if jobs and specific work roles which have been agreed upon already exist, it is individuals who should be matched with 

these jobs [4].  

In this case, the processes of assessing employees, selection, appointing and promoting are mainly based on finding and assessing proper individuals, recruiting 

them, appointing them to proper positions and later one promoting them. In this case, promotions, selections and decisions are strategic which are made based 

on the level of the learning of the individual and his development.  

Talents Development: talent development refers to improving the performance of those individuals who are having high performance and it consist an 

important part of the talent management system [26]. Organizations with development mechanisms, have the ability to absorb best customers and employees 

and hence would achieve a good competitive advantage [6] and can retain their human capital.  

Some of the most important approaches of talent development include training via different methods such as mentoring, master-apprentice, management of 

tasks, promotion, job rotation and succession planning in organizations.  

Retaining talents: retaining talents is the last stage in talents management system, however we shouldn't consider it separated from previous stages. In other 

words, processes of finding, assessing, development and retaining are all combined under the concept of talents management [11].  

Retaining talents refers to a set of efforts which the employer makes in order to retain and keep his intended employees in the organization and through them 

achieve the organizational goals. Having a retaining program and plan will protect managers against an abrupt loss of their multiple individuals and human 

capitals. In addition it will be efficient as well in decreasing the expenses of employees' turnover and increases cooperation and stability of workforce [27]. In the 

domain of talents development, we should establish a balance between organizational development needs with personal development of individuals. Since 

structural reconstruction and downsizing organizations on one side and changing the training pyramid of the workforce on the other hand, decrease the vertical 

and forward growth of talents, therefore it is necessary to establish a balance between personal development needs of individuals and organizational 

development needs in order to retain more talents in the organization.  

Retaining strategies, are based on analysis of the staying or leaving intentions of key employees, which their turnover is having so much of expenses for the 

organization. The study performed by Gallup on 80,000 managers concludes that the main drives of employees for remaining in the organization in unknown. 

The most part of the drives depends on the way their direct supervisor deal with them regarding their performance reports [28].  

Retaining strategies should consider all the factors and domains which can lead to lack of satisfaction and obligation in employees. These domains include: 

payment, job description, performance evaluation, training, job development, group integrity, problems between employees and their managers and 

supervisors, selection, promotion, exaggeration about increase of benefits and job opportunities.  

The findings of Brandt & Kull (2007) indicate that most of the reasons for employees to leave their work and organization in directly related to organizational 

culture and issues such as perceived feeling from culture or organization reputation or lack of support and encourage from the side of managers or lack of 

getting feedback which results in employees to get feeling of uselessness in the organization. In the mentioned research, talented individuals have named 

service compensation as the least important reason for leaving their organization [1].  

In multiple researches [29, 26] it has been indicated that weak management is the 1st reason for employees to leave their organizations. These studies 

emphasize on improving the relationship between culture and communication as a solution. Other studies also indicate the existence of a kind of 

coexistence relationship between human resource management and organizational culture. Therefore an organization can use this relationship as a strong factor 

for its success in talents retaining [30]. The most important factors in talents retaining in an organizations include: employee motivation, awarding, cooperation 

and retaining right individuals in the organization.  

 

SOCIAL CAPITAL AND ITS DIMENSIONS 
What adds to so many ambiguities of the social capital theory, is multiple definitions in different fields by different people. In reviewing the literature of the 

subject we face a mass of definitions which have been presented in different fields. Below some of the definitions have been presented:  

Social capital contains personal network of an individual and his selected inherent attachments [2].  

Social capital refers to individuals capabilities for working with each other, for achieving common goals in groups and organizations [31] 
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TABLE 1: A SET OF DEFINITIONS OF SOCIAL CAPITAL PUBLISHED BY GLOBAL DATABASE 

Bourdien: a set of potential or real sources gained by membership in a reliable network of rather institutionalized mutual relationships. 

Putnam: the main elements of social capital are trust, norms and networks which can improve social efficiency by facilitating Coordinated actions. 

Grootaert & Van Bastelaer: structures, relationships, attitudes and values which govern the interactions between individuals and helps with the 

social and economic development. 

Bebbington:  relationship in which individuals invest which creates in turn a flow of interests for them. 

Fafchamps: a network of relevant social phenomenon (especially the role that the interpersonal relationships, club membership and social networks 

play in efficient social exchanges. 

Robison & siles: the feelings of sympathy, worry, empathy, trust and coercion of an individual to another individual or a group to another group. 

Ostrom: social capital includes common knowledge, perception, norms, regulations and expectations about interaction patterns that a group of 

individuals brings with themselves in dealing with social complex issues and situations which requires collective and group actions. Individuals should 

find some ways for empowerment of expectations and mutual trust for overcoming their short term undesirable temptations. 

There is no clear concession regarding the dimensions of social capital. Here it has tried to study and review the opinions and point of views of different experts 

regarding social capital.  

Nahapit and Goshal also in 1998 consider three dimensions for social capital: cognitive , structural and communicational dimensions [7].  

1- Cognitive dimension of social capital: this dimension contains the commonality rate of employees in a social network regarding a perspective or the common 

perception among them; like communicational dimension, this dimension deals with the nature of communication among the individuals of an organization [32] 

and contains the following items; language, common codes as well as common narratives [33].  

Cognitive dimension of social capital of Nahapit and Goshal (1998) has been defined as the source providing common representation, interpretation and 

meaning systems among sections [34].  

In other words this dimension refers to sources which provides meaning systems of common interpretations for groups. They also express that common 

meanings such as common values and goals are developed due to continuous cooperation in the process of giving meaning parallel to creation of common 

perceptions by groups [7].  

2- structural dimension of social capital: this dimension refers to communications between actors who are constantly sharing information. Nahapit and Goshal 

(1998) infer that having such information lead to improvement of the ability of the organization to attract (analysis) and integration of knowledge which in turn 

creates a competitive advantage for the organization [35].  

Structural dimension of social capital includes patterns of connections inside a network and combinations of organizing a network as well as organizational 

proportion [33].  

Structural dimension of social capital is resulted from the structural form, diversity, centralization and the role of participants in the network [7].  

3- Communicational dimension of social capital: this dimension contains the nature of communications in an organization. in other words, while structural 

dimension focuses on the issue that whether the employees of an organization are at all connected to each other or not, the communicational dimension 

focuses on the nature and quality of this connection (for example, whether these communications can be defined by trust, intimacy, love and the like of these or 

not?) [32]. this dimension includes, trust, norms, obligations and identification [33].  

Communicational dimension refers to personal relationships which are developed through interactions, i.e. the extent to which trust, an obligation and mutual 

relationship exists among the members of a group [7].  

Nahapit and Gosha (1998) state that an organization can present an institutional environment  which is constructive for development of social capital. They also 

state that combination and sharing of knowledge can be facilitated when individuals are in connection with each other (structural capital), when individuals are 

having positive and strong connections with each other (communicational capital) and when individuals have the capability to perceive and apply knowledge 

(cognitive capital) [36].  

 

TABLE 2: PRESENTED DIMENSIONS FOR SOCIAL CAPITAL FROM DIFFERENT SCHOLARS POINT OF VIEW 

Scholars Dimensions 

Coleman Obligations, information channels, trust, norms and effective sanctions 

Portes Norms 

Putnam Trust, norms, network connections 

Lina & Van Bourn Dependency and trust  

Laurence Lock Lee Quality and structural networks  

Nahapit & Goshal Structural, communicational and cognitive 

Bourdien Size of group or network, volume of capital each member of the network has  

Islam et al., Structural, cognitive, vertical and horizontal 

Kenedy research 

group 

Trust, political cooperation, civil cooperation and leadership, informal social connections, volunteering spirit and forgiveness, religious 

cooperation, justice in civil cooperation, diversity in communications and friendships  

 

RESEARCH ANALYTICAL MODEL 
For studying social capital the dimensions of Nahapit and Goshal (communicational, cognitive and structural) have been used. The 4 dimensions of talents 

management discussed earlier (attraction system, assessment, development and appointment, retaining talents) have been used as well and the research model 

has been developed as below.  

FIGURE 2: RESEARCH ANALYTICAL MODEL 

  

 

 

 

 

 

 

 

 

 

RESEARCH METHOD 

The current research is applied paper from aim point of view and from the point of view of research method is descriptive – correlation. This research has one 

main hypothesis and 4 secondary hypotheses as following:  

Main Hypothesis:  

There is a significant relationship between social capital and talents management in State Management Training Center of Tehran.  
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Secondary Hypotheses:  

1. There is a significant relationship between social capital and talents attraction in State Management Training Center of Tehran. 

2. There is a significant relationship between social capital and talents assessment in State Management Training Center of Tehran. 

3. There is a significant relationship between social capital and development and use of talents in State Management Training Center of Tehran. 

4. There is a significant relationship between social capital and retaining talents in State Management Training Center of Tehran. 

The research population are employees of State Management Training Center of Tehran. The total number of employees are 121 persons.  

In this study, for collecting data a questionnaire has been used. With the use of SPSS software Ver. 18, a scale for talents management and social capital have 

been developed. It should be mentioned that in developing all the scales and their localization with conditions of the country, standard scales have been used. In 

designing the questions of the questionnaire, it has been tried that questions would be clear and simple. The variable of talents management consists of 9 

dimensions and 4 elements and 28 questions and the variable of social capital consists of 6 dimensions, 3 elements and 15 questions. In general all 28 questions 

related to talents management are designed based on five point Likert scale (1-strongly disagree and 5- strongly agree) and as well as the 15 questions related to 

social capital.  

Each dimension and element questions of talents management and social capital have been presented in table 3:  

 

TABLE 3: DIMENSIONS AND INDICATORS OF TALENTS MANAGEMENT AND SOCIAL CAPITAL AND THEIR RELEVANT QUESTIONS IN THE QUESTIONNAIRE 

Item Variable Element dimension Questions 

1 

T
a

le
n

ts m
a

n
a

g
e

m
e

n
t 

Attracting the talents Finding employee 1-4 

2 Selection 5-7 

3 Appointing 8-9 

4 Assessment of talents Performance management 10-12 

5 Assessment centers 13-14 

6 Development and training of talents Development and training 15-19 

7 Career management 20-22 

8 Retaining talents Compensation 23-26 

9 Discipline 27-28 

10 

S
o

cia
l ca

p
ita

l 

Structural dimension Network connection 10-11 

11 Network arrangements 6 & 3 

12 Network stability 7-9 

13 Cognitive dimension Common goals 4-5 

14 Common culture 1-2 

15 Communicational dimension trust 12-15 

For testing the validity (content validity) of questionnaires the opinion of experts, professors, human resource experts have been used and its validity is 

confirmed and is acceptable. But for testing the reliability of the used instrument, coefficient of Cronbach's Alpha has been used. The calculated coefficient of 

Cronbach's Alpha for both the questionnaires in this study, for talents management variable and social capital variable is 0.891 and 0.831 respectively and due to 

the fact that both of these coefficients are a value bigger than the obtained coefficient of Cronbach's Alpha equal to 0.7, therefore both questionnaires are 

having a proper reliability.  

For analysis of the obtained data inferential statistics methods have been sued. This study is testing the hypotheses and analyzing data with the use of inferential 

statistics including Kolmogorov - Smirnov test, Pearson's correlation test, regression analysis and t-test.  

 

FINDINGS 
For testing the data to be normal or abnormal, the Kolmogorov - Smirnov test has been used and the result indicate that research data are normal, hence 

Parametric tests have been used to data analysis.  

The results of tables 4 and 6 indicate that the obtained data from respondents are normal. 

 

TABLE 4: TESTING NORMALITY (KOLMOGOROV - SMIRNOV TEST) FOR TALENTS MANAGEMENT DIMENSIONS 

Variable Sig (significance level) � (error value) Hypothesis confirmation result 

Talents attraction 0.213 0.05 H0 Normal 

Talents assessment 0.110 0.05 H0 Normal 

Talents development 0.334 0.05 H0 Normal 

Retaining talents 0.129 0.05 H0 Normal 

Talents management 0.268 0.05 H0 Normal 

 

TABLE 5: TESTING NORMALITY (KOLMOGOROV - SMIRNOV TEST) FOR SOCIAL CAPITAL DIMENSIONS 

Variable Sig (significance level) � (error value) Hypothesis confirmation result 

Communicational dimension 0.334 0.05 H0 Normal 

Cognitive dimension 0.431 0.05 H0 Normal 

Structural dimension 0.332 0.05 H0 Normal 

The whole social capital questionnaire  0.543 0.05 H0 Normal 

Therefore; since all the data are normal, we should use parametric tests. Hence, for normal variables the one-sample student t-test is used and for correlation 

test, the Pearson's coefficient correlation is used.  

• One-sample t-test for talents management dimensions 

 

TABLE 6: RESULTS OF T-TEST FOR TALENTS MANAGEMENT DIMENSIONS WITH A MEAN OF 3 

Variable  T-value  Free degree P (significance level) 

Talents attraction 3.125 120 0.003 

Talent assessment 3.243 120 0.000 

Talents development 3.113 120 0.006 

Retaining talents 3.089 120 0.031 

Quality of working life 3.475 120 0.050 

Based on the obtained results for one-sample t-test, it can be said that the dimensions of talents attraction, talents development, talents assessment and 

retaining talents don't have any significant difference with the mean value; therefore it is indicated that these variables stands above the mean value. In general, 

the status of talents management in State Management Training Center of Tehran evaluated high and above the average.  

• One-sample t-test for social capital dimensions 
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TABLE 7: RESULTS OF T-TEST FOR SOCIAL CAPITAL DIMENSIONS WITH A MEAN OF 3 

Variable  T-value  Free degree P (significance level) 

Structural dimension 3.023 120 0.001 

Cognitive dimension 3.412 120 0.006 

Communicational dimension 3.20 120 0.062 

Social capital   3.531 120 0.000 

Based on the obtained results for one-sample t-test, it can be said that the structural, cognitive and communicational dimensions don't have any significant 

difference with the mean value; therefore it is indicated that these three variables stands above the mean value. In general, with studying the status of social 

capital based on the table information, the status of talents management in State Management Training Center of Tehran is concluded to be high and above the 

average. 

TABLE 8: CORRELATION TEST RESULTS 

Variables sig Error value results Coefficient correlation value  

Social capital and talent attraction 0.030 0.05 Existence of relationship 0.183 

Social capital and talent assessment 0.035 0.05 Existence of relationship 0.144 

Social capital and talent application 0.046 0.05 Existence of relationship 0.112 

Social capital and talent retaining 0.024 0.05 Existence of relationship 0.108 

Social capital and talent management 0.038 0.05 Existence of relationship 0.179 

Since the calculated correlation in 0.05 level for the test s of two intervals are bigger than the critical value, therefore; the null hypothesis (H0) indicating non-

existence of a significant relationship between two variables of social capital and talent management dimensions is rejected and it is concluded that a direct and 

significant relationship exists between them.  

How much is the share of each of the variables of attraction, assessment, development, applying and retaining of talents in predicting the social capital of 

employees?  

For the purpose of evaluating the share of each of the independent variables (attraction, assessment, development, applying and retaining) in variances of the 

dependent variable of social capital of employees we use multiple linear regression. 

  

TABLE 9: RESULTS OF REGRESSION ANALYSIS FOR FIXED VALUE 

Sig T-statistics Standard coefficient Non-standard coefficient 

0.912 -  7.654 0.000 

Since the value of significance level is equal to 0.000 and smaller than error vale (0.05) (the absolute value of t-statistics is bigger than the value of 1.96) and 

hence with a certainty of 95% we will conclude hypothesis 1 and therefore the fixed value remains in the model. And the value of this fixed value is equal to 

0.912. 

TABLE 10: RESULTS FOR REGRESSION ANALYSIS FOR TALENT MANAGEMENT VARIABLES 

variable Sig. level t-statistic Standard coefficient Non-standard coefficient (ß) 

Talent attraction 0.000 7.001 0.330 0.211 

Talent assessment 0.041 2.049 0.095 0.083 

Talent development 0.000 7.980 0.334 0.413 

Retaining talent 0.000 4.492 0.228 0.122 

Since in the four variables of talent management, the value of significance level is smaller than the error value which is equal to 0.05, (absolute value of t-

statistics is bigger than 1.96) with certainty of 95% it can be stated that variables of attraction, assessment, development, applying and retaining have effect. 

Therefore these variables remain in the model and their coefficient value have been presented in table. Therefore the final equation would be as following: 

Y= 0.912 + 0.211x1 + 0.083x2 + 0.413x3 + 0.122x4 

As per the findings of the study, there is a direct and significant relationship between social capital and talent management in State Management Training 

Center. In other words, with increasing and improving the level of social capital, the talent management can be implemented in a more desirable way in the 

hospital. 

  

DISCUSSION 
The findings of the study indicate that there is a significant relationship between social capital and talent management in State Management Training Center of 

Tehran. In this study, opposite to the study of Firozabadi (36), no significant difference was observed in respect of social capital among the opinion of 

respondents with different educational levels. In different studies [26,29], it have been stated that weak management is the first reason for employees leaving 

their organizations. These studies emphasize on improving the relationship between culture and communications as a solution. Other studies also indicate the 

existence of a coexistence relationship between human resources management and organizational culture. The current study also indicate a relationship 

between communications as a part of social capital and coexistence of human resource management, therefore; the findings of the current study is in line with 

the mentioned studies.  

Cooperation and creation of trust are two of the elements of social capital which are having an effective role in attraction, development and training, retaining 

of talents, feeling of self-respect, self-belief, creating love and passion, culminating personality and social growth of individuals through improvement of social 

capital and social connections.  

 

CONCLUSION 
Improvement of the level of social capital in State Management Training Center of Tehran, will result in promotion of cooperation, sympathy and trust and will 

increase the cooperation between organization individuals especially talented and potential individuals and would empower the moral and individual's 

communication and interactions. Presence of positive social capital in organization plays a valuable role in creating trust and reliability in individual's life. Social 

capital in "small, average, large" levels emphasizes the personal and internetwork, norms, informal values, obligation, mutual trust to common norms and 

values, feeling of belonging, social integrity, trusting the organization members, cooperation, social cooperation in the organization.  

Below are a few suggestions, provided for the purpose of improvement of social capital and talent management status in State Management Training Center of 

Tehran.  

Encouraging and forming specialized groups and communities in organizations; encouraging the creation and improvement of social networks is one of the 

fundamental ways to increase social capital. Individuals will have a common identity in terms of social organizations and the requirements for group cooperation 

will get improved among them. Establishment of such groups is also possible in organizations. Establishment of specialized groups and communities in 

organizations  with voluntary cooperation of talented and potential individuals, can increase social capital in them and prevent talents from leaving the 

organizations.  

Respecting morals; managers who respect and apply moral principles in their performances and organizational decisions, shape relationships which lead to 

creation of trust. Hence it is recommended that managers should be pioneers for improving trust in organizations.  

Increasing trust among the members of groups and organization departments; one of the important actions for increasing social capital is the amount of effort 

an organization makes to create trust among the group members and departments of the organization. In fact, trust is only shaped gradually with creation of 
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continuous relationships and communications among individuals. Hence it is recommended to create opportunity for employees to get to know each other in a 

proper way which in turn provides the requirements for creating networks based on trust.  

Training of Employees and talented individuals; one of the most important approaches for creation of social capital in organizations is training programs. Having 

general classes especially communication classes for employees, plays the main role in creation of social capital. Creation of social capital requires change of 

behavior and attitude. Comprehensive training programs, is a desirable pattern for individuals who intent to observe, discover, learn and implement new 

behaviors. Therefore one of the responsibilities of mangers is to provide continuous opportunities for both inside and outside organization training.  

Trying to provide physiological safety and security needs of talented and elite individuals by organization. So that based on hierarchy Maslow needs, individuals 

can achieved self-prosperity.  

Creating an environment in which the self-opening of talented and potential individuals can be increased, because it can lead to improvement of their 

communication with others. And this in turn would create the necessities for development of social capital in the organization and would also increase 

organizational obligation and commitment of specialized and talented individuals to the organization. 
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