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human force. Shortage of human forces required for health and treatment services causes harm
to quality of services. The present research aimed at determining the relationship between talent
management and organizational commitment in midwives working in hospitals affiliated to Iran
University of Medical Sciences.

Methods: This research was a descriptive cross-sectional study. Because the sample size was
equal with the statistical population, all midwives working in hospitals affiliated to Iran University
of Medical Sciences participated in it (177 midwives). The total count sampling method was
used and duration of sampling lasted two months (from April 2 to May 31). Information was
collected using Arabpour and Nikpour’s talent management researcher-made questionnaire and
Allen-Meyer’s [24-item] Organizational Commitment Questionnaire. The obtained data were
analyzed using descriptive statistics, analysis of variance, Pearson’s correlation and Independent
t test by SPSS (Version 16).

Results: Talent management was in a higher-than-average condition with a mean score of 3.05.

Dimensions of talent development (3.37) and talent conservation (2.73) had the highest and lowest

mean scores, respectively. The score of organizational commitment of midwives was 101, and

the affective commitment dimension had the highest mean value (35) among others. Pearson’s

correlation coefficient for the correlation between talent management (and its dimensions) and

organizational commitment (and its dimensions) revealed a statistically significant relationship

Keywords: (P<0.001,r=0.43).
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1. Background

onservation of human forces is an im-

portant challenge to health service policy

makers. Performance and quality of a

health system depends on the quality and

motivation of its human resources, which
are considered the main component of patient care. Lack
of concern for human resource management problems
prevents improvement of health care services provided
to patients (Aliyu et al. 2014). Dissatisfaction and in-
creased turnover in health and treatment service profes-
sions harms quality of services and results in a decrease
in efficiency and health care quality, imposes overload
on other employees, and leads to low spirit and motiva-
tion among employees (Al-Hassan 2014).

In today’s competitive world, human resources are
significantly important to organizations and turnover of
talented employees are a threat to organizational growth.
Moreover, with the increase in selection and hiring pro-
cesses, additional costs are imposed on organizations.
Through proper management and generation of motiva-
tion in employees, it is possible to avoid adverse effects
of turnover. Committed employees are considered an or-
ganization’s valuable assets, whose high levels of com-
mitment bring about increased job satisfaction, motiva-
tion, performance and creativity and reduce absence and
turnover (Mosadeghrad, Ferlie, & Rosenberg 2008). With
higher levels of commitment, employees offer higher lev-
els of performance in an organization (Nehrir et al. 2010).

Considering the special role of human resources in
achievement of goals and increased production and effec-
tiveness, employees’ commitment to organizational goals
can be the key to organizations’ success (Mosadeghrad,
Ferlie, & Rosenberg 2008). Managers and their leader-
ship styles considerably influence the use of financial
and human resources and success of organizations. Few
studies have been conducted on the new methods of man-
agement and advantages of supporting employees (Lesly
Onnis, 2014). Managers’ leadership style contributes to
the growth of employees’ organizational commitment and
quality of services (Mosadeghrad & Ferdosi 2013). Orga-
nizations all over the world are confronted with numer-
ous problems in hiring and conserving the talents required
for attainment of organizational goals, and the number
of these challenges is higher for beginners (Amiri et al.
2014). Talent management is one of the most vital chal-
lenges of human resources that organizations will face in
future decades. Organization managers allocate more than
20% of their time to activities associated with this kind
of management (Collings, Mcdonnell & Scullion 2009).

Complete implementation of talent management corre-
sponds to the mission, vision, and values of organizations
(Tajuddin & Kamaruddin 2014). Talent management is
among the new management methods, which have shaped
evolution of human capital management and have over-
come weaknesses of traditional approaches. This aproach
can be used along with human resource management to
successfully discover and conserve talents (Taleghani et
al. 2014). Talent management is a continuous process,
which should be an integral part of organizational culture.
This kind of management can improve organizational
learning, too (Kheirkhah, Akbarpouran & Haqani 2016).

Because no prior study has been conducted in hospi-
tals and among midwives, the present research aimed to
study the relationship between talent management and
organizational commitment of midwives in hospitals of
Iran University of Medical Sciences in 2016.

2. Materials & Methods

Study type

It was a descriptive cross-sectional study that was
conducted on midwives working in the maternity ward,
NICU (Neonatal Intensive Care Unit), IVF (In Vitro
Fertilization), women surgery ward, and nursing offices
of hospitals affiliated to Iran University of Medical Sci-
ences in 2016. Because the study examined the views of
midwives in the management and organizational com-
mitment from, all levels of working midwives in the
centers of universities were sampled.

Method

AfterobtainingpermitNo.IR.IUMS.REC.1394.9211373210
from the university Ethics Committee and a letter of intro-
duction from the Research Deputy, the researcher referred to
hospitals affiliated to Iran University of Medical Sciences and
after introducing herself, expressed research objectives, and
explained the research significance. Then the questionnaires
were provided to the qualified participants.

Research participants

The total count sampling method was used to include
all of the midwives with a minimum degree of midwifery
associate degree and 6 months of experience. The inclu-
sion criterion for the management section was one year
(or more than a year) of experience with management in
a related unit. If the existing management lacked the ad-
equate experience, questionnaires would be completed
based on the management type by the former manager.
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Data instruments

In this research, three questionnaires, namely the demo-
graphic characteristics questionnaire, talent management
(for assessment of the talent management system of or-
ganizations), and Allen-Meyer’s Organizational Com-
mitment questionnaire were used. To assess talent man-
agement, Arabpour and Nikpor 25-item researcher-made
questionnaire was used. Dimensions of the questionnaire
consisted of talent absorption, talent conservation, and tal-
ent development. Items of this questionnaire were ranked
based on a 5-point Likert-type scale from “completely
disagreed” to “completely agreed” and the options were
scored from 1 to 5. A number of 9, 6, and 10 questions
were designed for the talent absorption, talent conserva-
tion, and talent development dimensions, respectively.
The questionnaire results were interpreted using the mean
score values. To this end, a mean talent management
score of less than 3 was considered below average and
the score of 3 and higher was considered higher than av-
erage (Arabpour & Nikpour 2014). Validity of the ques-
tionnaire was assessed using the content and face validity
assessment tests, and its reliability was confirmed with a
Cronbach a coefficient of 0.82. The calculated Cronbach
a coefficients for absorption, conservation, and develop-
ment of talents were 0.70, 0.73, and 0.87, respectively.

Allen-Meyer’s 24-item organizational commitment
questionnaire was used to measure organizational com-
mitment of employees based on a 7-point Likert-type
scale (completely disagreed, disagreed, almost disagreed,
no idea, almost agreed, agreed, completely agreed) and
items were scored from 1 to 7. The first, second, and
third 8 questions tested the affective, continuance, and
normative dimensions of commitment, respectively.
Questions 4, 5, 6, 8, 9, 18, 19, 21, 24 were ranked in a
reverse order (Allen & Meyer 1990). This questionnaire
has been translated into Persian and its validity and reli-
ability were tested (Saatchi, Kamkari & Askarian 2010).

Validity of this questionnaire was tested using the
content and face validity method. The Cronbach a co-
efficients obtained in assessing reliability of the organi-
zational commitment and its dimensions (affective, con-
tinuance, and normative) of the questionnaire were 0.80,
0.78, 0.81, and 0.70, respectively. The minimum and
maximum scores were 24 and 168, respectively. A higher
score showed a high level of organizational commitment.

Data analysis

After collecting the questionnaires, the obtained data
were analyzed using descriptive statistics, analysis of

variance, Pearson’s correlation and Independent t test by
SPSS version 16.

3. Results

Concerning demographic characteristics, 86(48.6%)
participants were below 29 years old, 143(80.8%) had
bachelor’s degree, 83(46.8%) were temporary employees,
and 65(36.7%) were officially employed. Moreover, 101
participants had an experience of less than 6 years. Demo-
graphic characteristics information is shown in Table 1.

The numerical indicators of talent management and its
dimensions are shown in Table 2.

According to Table 2, 57.6% of participants reported
a talent management status of higher than average. The
mean (SD) score of talent management was 3.05(0.68).
The talent development dimension (with a mean (SD)
score of 3.37(0.85) had the highest mean score, whereas
the talent conservation dimension with a mean (SD)
score of 2.73(0.92) had the lowest mean score.

The mean (SD) score of organizational commitment of
working midwives was 101(20.06). The affective commit-
ment dimension with a mean (SD) score of 35 (9.56) had the
highest mean, whereas normative commitment with a mean
(SD) score of 31 (7.28) had the lowest mean score (Table 3).

Results of the Pearson’s correlation test (Table 4) re-
vealed a statistically significant relationship between
talent management and organizational commitment
(P < 0.001, r = 0.48). The highest level of relationship
between organizational commitment dimensions with
talent management was observed between affective,
normative, and continuance commitment dimensions (P
< 0.001). And the highest level of relationship between
dimensions of talent management with organizational
commitment was observed between talent development,
talent conservation and talent absorption dimensions, in
the mentioned order (P < 0.001).

4. Discussion

Considering the importance of human resources, this
study aimed to investigate the relationship between tal-
ent management and organizational commitment in
midwives working in hospitals affiliated to Iran Uni-
versity of Medical Sciences. Analysis of talent manage-
ment among midwifery managers suggest that the mean
scores of talent absorption and conservation dimensions
were lower than average.
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Table 1. Demographic characteristics information for the research participants
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Variable Sub Group No. %
Lower than 29 86 48.6
30-39 31 17.5
Age,y
40-49 36 20.3
More than 50 24 13.6
Single 85 48
Marital status
Married 92 52
Associate degree 4 2.3
Educational level Bachelor’s degree 143 80.8
Master’s degree 30 16.9
Official employee 65 36.7
Employment Temporary employee 83 46.8
Under contract 29 16.5
Midwife 167 94.3
Organizational position
In-charge midwife 10 5.7
Lower than 6 101 57.1
6-12 14 7.9
Work experience, y 13-18 11 6.2
19-24 26 14.7
More than 25 25 14.1
Lower than 6 128 72.3
6-12 17 9.6
Work experience in current workplace 13-18 15 8.5
19-24 9 5.1
More than 25 8 4.5
Total 177 100

Based on the research by Nopasand Asil et al. (2013), the
talent conservation and development had the highest and
lowest mean scores, respectively, which does not comply
with results of this research. This difference in results can
be ascribed to the difference between the research envi-
ronments, populations, and jobs of participants. In the
research by Nopasand Asil et al. (2013), all technical and
administrative employees completed the questionnaires.

Client-Centered Nursing Care

Considering the fields of operation of the participants,
the management greatly valued payment of wages and
benefits based on competencies of employees and realiza-
tion of organizational goals, yet it failed to value training
courses. Since in hospitals midwives are involved in the
health of mothers and neonates, the management has tried
to improve knowledge and competency of its employees,
but salaries are not paid in accordance with competency
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Table 2. Talent management and its dimensions of the research participants (2016)

Below Average More Than Average

Talent m;:ii?g‘:nt and (Less Than 3), No. (3 and Higher), Mean Score SD \Z ar?agt?o?:s
(%) No. (%)
Talent management 75(42.4%) 102(57.6%) 3.05 0.68 1.1-4.6
Talent absorption 85(48%) 92(52%) 2.91 0.66 1-5
Talent conservation 96(54.2%) 81(45.8%) 2.73 0.92 1-5
Talent development 48(27.1%) 129(72.9%) 3.37 0.85 1-5

Table 3. Organizational commitment and dimensions of study participants (2016)

Client-Centered Nursing Care

Organizational Commitment and Dimensions Minimum Maximum Mean Score SD
Organizational commitment (168-24 ) 44 149 101 20.06
Affective dimension (56—8) 12 56 35 9.56
Continuance dimension (56—8) 8 55 33 10.20
Normative dimension (56—8) 10 51 31 7.28

Client-Centered Nursing Care

Table 4. The relationship between talent management (and dimensions) with organizational commitment (and dimensions)

in the study participants (2016)

Organizational Commitme
Organizational
Commitment
Talent Management

Commitment

Normative
Commitment

Continuance
Commitment

Affective

Talent management pr:(?ggl

Talent absorption pr:(?g’oel
Talent conservation pr:gggl
Talent development pr:gggl

r=0.54 r=0.16 r=0.37
P <0.001 P <0.001 P<0.001
r=0.38 r=0.13 r=0.30
P <0.001 P <0.001 P<0.001
r=0.47 r=0.14 r=0.34
P <0.001 P <0.001 P<0.001
r=0.51 r=0.14 r=0.31
P <0.001 P <0.001 P <0.001

of employees. Moreover, they performed poorly with re-
gard to the talent absorption and conservation dimensions.

In the investigation by Salehi Kurd Abadi et al. (2015),
all three dimensions of talent management were in a
satisfactory condition. Results of this research only
comply with our findings concerning development of
talents. The reason for the lack of compliance between
the results can be ascribed to the difference between two
research settings. Environments such as justice depart-
ments try harder to absorb and conserve employees due
to their high number of clients, whereas the health and

Client-Centered Nursing Care

treatment centers employ temporary and K factor forces
to meet their needs.

Although this strategy effectively and successfully meets
the system’s need for human forces, it can adversely affect
the organizational commitment of forces due to the short-
term and temporary employment procedure, periodic du-
ties assigned to forces in the health and treatment system,
and lack of employed and contracted forces.

In Haji Nabi, Reisi & Ojagh (2012) study, the mean
scores of talent absorption and conservation dimensions
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were lower than average, which complies with our find-
ings. This similarity can be attributed to the similarity
between the research populations in both studies. How-
ever, the mean score of the talent development dimen-
sion was lower than average, which does not comply
with our findings. In the research by Haji Nabi et al. the
mean score of the choice and use of talents dimensions
were higher than average. The lack of compliance be-
tween the results can be ascribed to the different ques-
tionnaires with more dimensions.

Results of analysis of organizational commitment con-
dition show that the mean score of organizational com-
mitment of working midwives was 101. The affective
commitment dimension (with a mean score of 35) had
the highest mean, whereas normative commitment (with
a mean score of 31) had the lowest mean score.

Results of the study of Saleh, Darawad & Al-Hussami
(2014) showed that the organization commitment and af-
fective commitment scores of nurses working in wards
were 103.68 = 24.98 out of 161 and 34.56 + 8.74 out of
56, respectively. These results comply with the present
research results (101 = 20.06 and 35 + 9.56). However,
levels of organizational commitment in nurses work-
ing in ICUs (intensive care units) were lower than ward
nurses, which can be attributed to the sensitivity and sig-
nificance of operations in the intensive care units. Simi-
lar to the present study, in the studies by Savaneviciene
& Stankeviciute(2011) and Mokhtari, Roodgarnejad &
Kiakajori (2014), affective commitment and normative
commitment had the highest and lowest mean scores,
respectively.

In the investigations by Mandegar et al. (2015), Zarei
et al. (2016), and Mosadeghrad & Ferdosi (2013) the
normative commitment and continuance commitment
dimensions had the highest and lowest scores, respec-
tively, but are not in line with our results. This lack of
conformity could be attributed to the level of moral
knowledge acquired in families as such knowledge is
more valued in smaller cities, while the present research
was conducted in Tehran Metropolis.

In general according to the research findings, there was
a relationship between talent management and organi-
zational commitment, and this finding is in line with the
results reported by Arab Halvaei & Ejlali (2015).

According to our findings, talent management showed
statistically significant relationship with organizational
commitment of midwives. Talent management status
was higher than average. The mean scores of the talent

absorption and conservation dimensions were lower than
average, and thus measures should be taken to reform
the processes of hiring and absorbing midwives, sign-
ing contracts with them, and paying salaries and benefits
based on their professional competencies and effective-
ness. The average score of talent development dimen-
sion was higher than average, and thus improvement of
talent management status is owed to this dimension. Tal-
ent management can be utilized as an effective strategy
for improving organizational commitment of midwives.

Finally, hospital managers can use talent management
for improving and increasing midwives’ organizational
commitment. In this regard, it is recommended that the
relationship between talent management with organiza-
tional commitment be compared in midwives working
in public and private hospitals. Also similar study with
larger sample in health centers is done and the results be
compared with public and private hospitals results.

Considering the relationship between talent manage-
ment and organizational commitment, these results can
be used for increasing midwives’ commitment. With in-
creasing commitment, turnover will decrease and perfor-
mance and quality of services will increase.
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