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ABSTRACT

In the current competitive world of business, setting the organizational goals may be
performed considering strategy, knowledge, and talents together with directing these qualities
in order to attain the main objective of the firm and make an attempt toward sustainable
development. Among the important managerial factors which are necessary for sustainable
development of an organization, the concepts of Knowledge Management or Strategic
Knowledge Management and Talent Management Strategy seem more critical in achieving the
organizational goals. Therefore, in this study, the components relating to the variables of
Strategic Knowledge Management, Talent Management Strategy, and Profitability have been
extracted after reviewing different literatures, and subsequently a conceptual model has been
provided. The data are analyzed by structural equation modeling with LISREL software. For
further researches, we also intend to define some hypotheses and prepare the related
questionnaires for the aforesaid variables, and subsequently examine the hypotheses at the staff
of Tabriz University.

Key Words: Strategic Knowledge Management, Talent Management Strategy, Tabriz
University.

1. Introduction

In the past centuries, physical assets such as lands, farms, buildings, factories, etc.
were considered as the most important properties, but nowadays, intangible assets like
knowledge and talent are assumed as the competitive advantage criteria and physical assets are
not as crucial as before. Toffler (1980) addresses three waves of civilization in human history:
the agricultural phase as the first wave, the industrial phase as the second wave and the super-
industrial society as the third wave. He also names some terms for the third wave as "Space
Age", "Information Age", "Electronic Era", or "Global Village". Following is a description of
the aforesaid waves:

a. Physical assets were considered very important in the first wave, i.e., agricultural era;
and they were a key criterion for having power in a society.

b. The second wave, i.e., industrial era, was commenced when industrial revolution
happened in the Europe. In this period, the factories' owners or managers hire many
people to work in their factories to produce goods and then, the owners/managers sell
the products in the markets in order to gain profit for covering the expenses and paying
the workers' wages and incentives. In other words, product-oriented and market-
oriented were the main focus of managers' attention in industrial era.
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c. In the third wave, managers focused on concepts such as learning organizations and
knowledge-based organizations and attempted to rely on human and intellectual capitals
and also avoided considering only industrial-related affairs. In Information Age, humans
found out that "knowledge is power" and tried to acquire knowledge by the human
capitals, but gradually realized that knowledge by itself won't be a source of power and
in fact, "knowledge sharing is power". After this time, the concept of "Knowledge
Management" and then "Talent Management™ entered the managerial literature.

Knowledge Management is to utilize knowledge inside and outside of an organization
and transfer it among the employees to enable them to both perform their tasks and help the
development of the organization. Strategic Knowledge Management is one stage upper than
the knowledge management, because it bonds the strategy to knowledge management and if
knowledge management is considered in organizational strategy, the result will be a learning
organization which is a way toward competitive advantage.

Talent Management is a system for identifying, hiring, developing, and retaining
talented people in order to optimize the organization's capability for attaining the desired results
of business. Talent Management ensures that the eligible people with appropriate skills work
in the right time and in the right positions to attain the business goals.

Deploying strategy via strategic management processes inside the organization and
within the organizational levels together with having strategic thinking for encountering the
future problems is now an essential issue for many organizations. Managers have realized that
the establishment between strategy and organizational goals will lead to huge consequences
and also will be an essence for sustainability in this global variable and uncertainty conditions.
On the other hand, creating a bond between intangible assets such as knowledge and talent with
organizational strategy will surely facilitate the achievement of organizational goals especially
profitability as the ultimate objective of most national and international firms. Therefore, this
study aims to provide a conceptual model considering the variables of Strategic Knowledge
Management, Talent Management Strategy, and Profitability in order to offer a road map for
the organizations which sooner or later will experience new and different challenges.
Furthermore, if the organizations neglect emphasizing on the aforesaid variables, their
employees may continue working in different organizational islands and follow various goals
instead of focusing on organizational mission, vision, and values.

2. Details Experimental

2.1 Knowledge Management

International Fund for Agricultural Development (IFAD) (2007) address to an
African proverb stating “Knowledge is the only treasure you can give entirely without running
short of it” and then quotes from Amadou Hampéaté Ba that “In Africa, when an old man dies,
it is a library that burns down”. In addition, according to Osis and Grundspenkis (2011),
nowadays we live in the information age and knowledge has been recognized as the most
important asset both for organizations and for individual knowledge workers. On the other
hand, according to Gottschalk (2005), knowledge can be considered the most important
strategic resource and the ability to acquire, integrate, store, share, and apply, meanwhile, it
may be taken into consideration as the most important capability for building and sustaining
competitive advantage. Moreover, Nonaka et al. (2000) believe that in a world where markets,
products, technologies, competitors, regulations and even societies change rapidly; continuous
innovation and the knowledge that enables such innovation have become important sources of
sustainable competitive advantage.
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Organizations need to become skilled at converting personal, tacit knowledge into
explicit knowledge that can push innovation and new product development. On the other hand,
western organizations tend to concentrate on explicit knowledge, Japanese firms differentiate
between tacit and explicit knowledge, and recognize that tacit knowledge is a source of
competitive advantage (Choo, 1996). Moreover, Mandruleanu (2011) believes that Western
firms often set out to exchange explicit knowledge, whereas Eastern firms are often more
interested in tacit knowledge. He also addresses that “the more embodied the knowledge, the
more difficult is to acquire them, but at the same time, the greater the extent that the knowledge
is valuable”. Based upon Gubbins et al. (2011), 90 percent of knowledge in any organization
is embedded in people's heads. They believe that the employees are the fundamental
repositories of tacit knowledge and are the key players in knowledge management initiatives.
In addition, according to Abdul Manaf et al. (2011), tacit knowledge is believed to be a
significant factor distinguishing successful managers from others. They add that the ability of
an organization to effectively share managerial tacit knowledge is one of the key sources of
competitive advantage for many of today’s organizations.

University of Texas defines Knowledge Management as the systematic process of
finding, selecting, organizing, distilling and presenting information in a way that improves an
employee’s comprehension in a specific area of interest. Knowledge management makes an
organization gain insight and understanding from its own experience. Specific knowledge
management activities help the organization focus on acquiring, storing and utilizing
knowledge for problem solving, dynamic learning, strategic planning and decision making. It
also protects intellectual assets from decay, adds to firm intelligence and provides increased
flexibility (Salehi Sadaghiyani & Tavallaee, 2011).

2.2 Talent Management

Talented people are not defined by their age, gender, current work status, where they
live or their cultural background. They are defined by their skills, ability, energy and the unique
perspective they bring to an organization. Releasing their unique talents is key to business
performance (Veal & Séguret, 2008). In addition, Farndale et al. (2010) address the growing
importance of the management of talent on a global scale. In addition, the term Talent
Management has been recently established in the managerial issues and is related to a
significant amount of organizational resources so that CEOs are greatly involved in the Talent
Management Process (Whelan et al., 2010). Also, the increasing need for talented managers is
a main challenge to both national and multinationals businesses (Veal & Séguret, 2008).

Talent Management is no longer reserved for the top levels in the hierarchies.
Therefore, an organization can assess all of its employees in order to find Talents. Companies
must hold on to, and develop their most valued employees since it is getting harder to find
competent replacements. By finding and developing Talents, companies will improve their
position in the market and perhaps even create a competitive advantage (Veal & Séguret, 2008).

By analyzing the literature relating to Talent Management (Cappelli, 2008b), the four
dimensions of Talent Management are: Attracting, Assessing, Developing and Training, and
Retaining.

2.3 Strategic Knowledge Management

Strategic Knowledge Management is one step higher than knowledge management,
because it bounds strategy to knowledge management. According to Akbari et al. (2012), by
passing through industry age toward knowledge age, strategic knowledge management is
considered by organizations dramatically and by considering this new competitive edge,
universities should prepare an appropriate background for strategic knowledge management.
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Hansen et al. (1999) classify KM strategies into one of two categories: the
codification strategy, in which knowledge is codified and stored in repositories that are easily
accessed, or the personalization strategy, in which knowledge is closely tied to its creator and
is shared mainly through person-to-person contacts. Also, Akbari et al. (2012) defines two
components for Strategic Knowledge Management which is: encoding strategy and
personalizing strategy. Moreover, according to Akbari et al. (2012) under the codification
strategy, individual knowledge is stored explicitly in the repository. Therefore, in our opinion,
focusing on codification will probably lead to profitability for many organizations.

2.4 Talent Management Strategy

According to Barron (2008). organizations involved in talent management are
strategic and deliberate in how they source, attract, select, train, develop, promote, and move
employees through the organization. In addition, based upon the Talent Management Strategy
considers internal development programmers and the wider sourcing and provision of talent to
meet the organization’s future needs. Moreover, according to a 2011 study by Head Light
Company, organizations believe that it is important to have an effective Talent Management
strategy with clear and tangible benefits for the bottom line. This study believes that Talent
Management Strategy will set out and define what the organization needs to do for and with its
people that will enable the business to achieve its goals, to thrive, grow and increase its
profitability.

Talent management strategies focus on five primary areas: attracting, selecting,
engaging, developing, and retaining employees (Barron, 2008).

2.5 Profitability

Nimalathasan (2009) believes that profit is the primary objective of a business. On
the other hand, Barsan et al. (2011) believe that intellectual capital is a key factor in company’s
profitability meanwhile; knowledge assets provide a sustainable competitive advantage for an
organization. According to Nishanthini & Nimalathasan (2013), an enterprise should earn
profits to survive and grow over a long period of time; meanwhile it provides evidence
concerning the earnings potential of a company and how effectively a firm is being managed.
They believe that if the enterprise fails to make profit, capital invested is eroded and if this
situation prolongs the enterprise ultimately ceases to exist.

Strack et al. (2012) have listed the following 22 key HR topics and concluded that
the companies are highly capable in the aforesaid topics consistently enjoy better economics
performance (revenue growth and profit margin) than those less capable:

Delivering on recruiting, Onboarding of new hires and retention, Managing talent,
Improving employer branding, Performance management and rewards.

A glance on the study of Stracke et al. (2012) reveals that the HR topics including the
components of Talent Management and Knowledge Management have positive impact on
Profitability.

2.6 Conceptual Model of the research
The dimensions of "Codification” and "Personalization” have been considered for
Strategic Knowledge Management based upon a research by Maali-Tafti (2010): which has
been utilized by Akbari et al. (2012). For Talent Management Strategy, the following
dimensions have been used based on a study by Maali-Tafti (2010):
1. Intra-Organizational Concept including the components of Standardization, Strategy,
Development of Organization, Opinion, Infrastructures & Processes, and Managerial
Factors.
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2. Extra-Organizational Concept including the Political Factors

On the other hand, Profitability dimensions based upon the experts’ viewpoints at the
Tabriz University are: Liquidity Management and Financial Resources, Cost Management,
Warehouse Management, Managing the Prediction of Profits, and Asset Management.

3. Methodology

The proposed methodology for testing the conceptual model will be using
questionnaire and the number of statistical population will be selected based on Morgan Table.
Also the questionnaire will be distributed among the considered employees at the Tabriz
University.

4. Results And Discussion

Although the results of the study will be specified after testing the conceptual model,
but it will be predictable that the relation between Strategic Knowledge Management and
Talent Management Strategy with Profitability must be rationally significant and positive.

In this study, we first define the concepts of Knowledge Management, Talent
Management, Strategic Knowledge Management, Talent Management Strategy, and
Profitability; and then, we present the conceptual model of the research for our further studies.
It should be noted that defining hypotheses as well as preparing the related questionnaires for
the above-mentioned variables and also examining the hypotheses at the Tabriz University will
be another step for our further researches. Moreover, according to our previous studies together
our work experiences in various industries; we can predict that there will be a significant impact
between two independent variables of "Strategic Knowledge Management" and "Talent
Management Strategy" and the dependent variable of "Profitability”. The reason for such a
conclusion is that the concepts of strategy, knowledge and talent can be considered as
intangible capitals which are able to direct the companies toward the competitive advantage
and will lead to profitability as the main goal of each business enterprise

5. Conclusions

The research of Wiig in 1997 supports the positive impact of Knowledge
Management (KM) on Profitability. He believes that by actively pursuing comprehensive KM
to excel in the three value disciplines (operational excellence, product leadership, and customer
intimacy), enterprises will obtain the competitive advantages that will ensure their viability and
profitability. In addition, according to Choi and Lee (2002), managing knowledge is important
because knowledge is one of the most strategic weapons that can lead to sustained increase in
profits. Also, based on a 2010 study by Omerzel, firms with the efficiently implemented
knowledge management are more likely to have higher growth and profitability than
organizations which are lacking such characteristics.

Schweyer (2004) that good companies emphasize on intangible assets such as brand
names, innovation, creativity, and entrepreneurship but great companies try to employ the right
people in the right positions and in fact these companies can take steps forward towards
achieving beyond their competitors. It is also a support for the significant relation of Talent
Management and Profitability.

Another support for the relation between Knowledge Management and Profitability
is the study by Schweyer (2004) This study believes that: "To increase the focus of knowledge
management and align administrative, management, financial and operational processes, six
major complementary functions will need to be integrated: (i) knowledge management; (ii)
innovation; (iii) strategic partnership management; (iv) thematic and regional network
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management; (v) communication; and (vi) the grant process for knowledge management
including knowledge generation, learning and knowledge-sharing, and innovation. Integrating
these functions will ensure higher organizational consistency and will result in reduced
transaction costs, greater efficiency and better institutional effectiveness”.

By analyzing the sample from financial and nonfinancial perspectives, Schweyer
(2004) identified higher corporate profit and also increased corporate attractiveness as
statistically highly significant main effects of pursuing a talent management strategy. In their
opinion, organizations that apply talent management practices demonstrate significantly higher
financial performance compared to their industry’s peers. On the other hand, based upon a 2012
research by Kehinde, talent management, profitability and return on investment (ROI) are
highly correlated.

6. References

Akbari, P., Eslampanah, M., Baharestan, O., & Mohammadi, S. (2012). The study of
relationship between organizational structure and strategic knowledge management in
Islamic Azad University, Kermanshah Branch. Management Science Letters, 2(6),
1921-1930.

Barron, P. (2008). Education and talent management: Implications for the hospitality
industry. International Journal of Contemporary Hospitality Management, Emerald
Group, 20(7), 730-742.

Barsan, S. C., Sima, M. G., & Savescu, D. (2011). Knowledge Production and Transfer:
Advantages and Costs. 12th European Conference on Knowledge Management,
University of Passau, Germany.

Choi, B., & Lee, H. (2002). Knowledge management strategy and its link to knowledge
creation process. Expert Systems with Applications, 23, 173-187.

Cappell, P. (2008). Talent management for the twenty-first century. Harvard Business
Review 86(3),74-81.

Choo, C. W. (1996). The knowing organization: How organization use information for
construct meaning, create knowledge and make decision. International Journal of
Information Management, 16(5), 329-340.

Farndale, E., Scullion, H., & Sparrow, P. (2010). The role of the corporate HR function in
global talent management. Journal of World Business, 45, 161-168

Gottschalk, P. (2005). Strategic Knowledge Management Technology. Norwegian School of
Management, Norway. Idea Group Publishing (IGP), Retrieved from
http://www.ide group.com.

Gubbins, C., Kelly, G., Dooley, L., Emery, C., & Murphy, E. (2011). Individual Level
Influencers on Tacit Knowledge Sharing Processes. 12th European Conference on
Knowledge Management, University of Passau, Germany.

Hansen, M.T., Nohria, N., & Tierney, T. (1999). What’s your strategy for managing
knowledge? Harvard Business Review, 77(2), 106-116.

Maali-Tafti, M., (2010). An analysis on effective factors of Talent Management as well as its
challenges and obstacles of implementing it at the Saipa Company. MBA
Dissertation, University of Tehran.

© IJBTS Copyright 2021 | IBEST Publication ISSN2286-9700 online 38



IJBTS International Journal of Business Tourism and Applied Sciences Vol.9 No.2 July-December 2021

Mandruleanu, A. (2011). Knowledge sharing in Romanian companies. 12th European
Conference on Knowledge Management, University of Passau, Germany.

Nimalathasan, B. (2009). Profitability of Listed Pharmaceutical Companies in Bangladesh:
An Inter & Intra Comparison of Ambee & IBN Sina Companies Ltd/Annals of
University of Bucharest. Economic and Administrative Series, 3(1), 139-148.

Nishanthini, A., & Nimalathasan, B. (2013). Determinants of profitability: A case study of
listed manufacturing companies in Sri Lanka. Merit Research Journal of Art, Social
Science and Humanities, 1(1), 001-006. Retrieved from
http://www.meritresearchjournals.org/assh/index.htm.

Nonaka, I., Toyama, R., & Konno, N. (2000). SECI, Ba and Leadership: A Unified Model of
Dynamic Knowledge Creation. Long Range Planning (LRP), 33(1), 5-34.

Osis, K. & Grundspenkis, J. (2011). A Different View to Knowledge and Personal
Knowledge Management System. 12th European Conference on Knowledge
Management, University of Passau, Germany.

Schweyer, A. (2004). Talent Management Systems: Best practises in technology solutions for
recruitment, retention and workforce planning (1st edition): Wiley & sons.

Strack et al. (2012). From Capability to Profitability: Realizing the value of people
management. The Boston Consulting Group (BCG)/World Federation of People
Management Associations (WFPMA).

Toffler, A. (1980). The Third Wave. New York, NY: Morrow.

Veale, S., & Séguret, M. (2008). Talent not tokenism, the business benefits of workforce
diversity. Equality and Human Rights Commission, pp 1- 59.

Whelan, E., Collings, D.G., & Donnellan, B. (2010). Managing talent in knowledge-intensive
settings. Journal of Knowledge Management, 14(3), 486-504.

© IJBTS Copyright 2021 | IBEST Publication ISSN2286-9700 online 39



