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Introduction 
Financial and technological resources are not only the benefits of an organization, but also 

having talented and capable individuals, in addition to the competitive advantage of the 

organization, can compensate for a lack of other resources. Organizations, in fact, look for 

employees who can perform skillfully in their jobs, because optimal performance improves 

organizational productivity, leading to the promotion of organizations. Teachers' job 

performance plays a crucial role in the effectiveness of educational organizations (e.g., 

education). Accordingly, since educational organizations, especially education, help identify, 

attract, and retain talented teachers through improving their social capital, it is important to 

examine the role of talent management in enhancing the professional performance of teachers by 

considering their social capital.  

Materials and methods 

The present study employs a structural equation modelling (SEM) approach to investigating 

talent management in job performance. The population of the study included all primary school 
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teachers in District 1 of Shiraz, Fars Province, numbering 3000 teachers. Using Morgan Table, 

the study’s sample included 341 teachers.  For data collection purposes, three standard 

questionnaires were used: 1) Oehley’s (2007) Talent Management Questionnaire (five-point 

Likert scale including six dimensions, a) attracting and recruiting employees, b) identifying and 

differentiating talented employees, c) sourcing applicants, d) development of employees, 

e)creating and maintaining positive relationships, and f) retention of employees, 2) Nahapiet and 

Ghoshal’s (1998) Social Capital Questionnaire (five-point Likert scale including three 

dimensions, relational, cognitive, and structural), and 3) Paterson’s (2005) Job Performance 

Questionnaire (four-point Likert scale without any dimension).  

Discussion and conclusion 

The results indicated that talent management has a direct positive (0.36), indirect positive (0.157) 

and significant positive (0.517) impact on teachers’ job performance at the 0.05 level. Social 

capital was found to have a direct positive, but significant effect (0.021) on teachers’ job 

performance at the 0.05 level. Talent management mediated by social capital (0.157) and the t-

value (4.63) exercised an indirect, significant positive effect on teachers’ job performance at the 

0.05 level.  

It seems that the major challenge in business is no longer the issue of technology. Indeed, having 

smart workforce and talented human capital are important factors in meeting business 

challenges. Talented and strategically capable employees can increase the productivity, 

efficiency and competitive advantage of organizations in all areas. To achieve these goals, 

schools need to be moved from a highly centralized state to semi-centralized and somewhat 

independent state. In this respect, the Ministry of Education can make more well-informed 

decisions, selecting school principals and teachers based on their professional qualification and 

talents.  In order to develop and retain talented employees, the Ministry of Education should 

involve principals and teachers in the decision-making process by fostering a culture of 

teamwork and collaboration at the school level. This collaborative negotiation (e.g., listening to 

the advice of teachers) contributes to the success of education in general and school in particular.   

On the one hand, school principals should practically rely on teachers’ participation.  

Consequently, when principals and teachers realize that their opinions are valued and their 

abilities are taken into consideration, they perform their responsibilities more seriously. This 



leads to improved performance of principals, teachers, the school, and the education 

organization. 

On the other hand, organizations can retain talented managers and teachers through diverse 

methods, including increasing salaries, benefits and appropriate rewards, welfare facilities, 

delegating authority, and concluding employment contracts. 

By identifying, attracting, developing and retaining talented employees, organizations can 

strengthen teamwork spirit and cooperation, making employees empathize with each other, 

sharing information and other resources, etc. In fact, appropriate and competent talent 

management in the organization results in the improvement of social capital. It can be concluded 

that when education authorities and school principals provide the means of empathy, support, 

sympathy and synergy among teachers, social capital, as one of the greatest assets, is constructed 

throughout the organization. Given that teachers are key players in the field of education, their 

social capital plays a fundamental role in the efficiency of educational systems, leading to 

growth new generations. Actually, the social capital of teachers plays a very important role in 

organizations and society and constitutes a strong basis for improving the performance of 

schools and education. Therefore, managers can improve the professional performance of 

teachers and the organization by adopting proper management methods and strengthening the 

social capital of teachers. 
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