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Abstract

The objective of this study was to identify and prioritize the factors influencing talent management based on the lived experiences of sports
organization managers, with particular emphasis on the role of artificial intelligence in enhancing human resource management processes.
This study was applied in terms of purpose and descriptive—survey in terms of methodology. The statistical population consisted of
managers from sports and youth departments and sports federations in western provinces of Iran (Kermanshah, Kurdistan, Hamedan, and
llam), from which 215 participants were selected using quota purposive sampling. Data were collected using a researcher-developed
questionnaire consisting of 45 items measured on a five-point Likert scale. Content and construct validity were confirmed by experts, and
reliability was verified using Cronbach’s alpha and composite reliability. Data analysis was conducted using exploratory factor analysis,
confirmatory factor analysis, and structural equation modeling through SPSS and AMOS software. The Friedman test was also used to
prioritize the identified factors. The results of factor analysis revealed that the talent management model consisted of 15 major factors,
collectively explaining 91.45% of the total variance. Model fit indices (x?/df=1.34, RMSEA=0.028, CFI=0.94, GFI=0.92) indicated
acceptable model fitness. The Friedman test results showed significant differences among factor rankings (X?=887.188, p<0.01).
Organizational structure, employee competencies, job rotation, human resource planning, and rewards and reinforcement were identified
as the most influential factors, while other factors such as efficient recruitment, organizational support, opportunity creation, psychological
capital, employee participation, succession planning, delegation, training and evaluation, commitment, and self-esteem were ranked
subsequently. The findings indicate that talent management in sports organizations is a multidimensional construct influenced by
organizational, managerial, and individual factors, where organizational structure and employee competencies play a central role in
enhancing talent management effectiveness. Furthermore, integrating artificial intelligence and advanced digital technologies can
significantly improve talent identification, development, and retention processes, thereby strengthening organizational performance and
sustainable competitive advantage.
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Extended Abstract

Introduction

In recent decades, rapid technological advancement and the emergence of the Fourth Industrial Revolution
have fundamentally transformed the nature of organizations, work systems, and human resource management
practices. Digital transformation has accelerated organizational reliance on knowledge-based human capital
and created new demands for adaptive, skilled, and innovative employees capable of navigating increasingly
complex and dynamic environments. In this context, talent management has emerged as a critical strategic
function that enables organizations to attract, develop, retain, and effectively utilize high-potential employees
to achieve long-term organizational success and sustainability (ElSawy et al., 2020; Koizumi, 2019). Talent

management is no longer considered a traditional human resource function but rather a strategic capability that



contributes directly to organizational competitiveness, innovation, and performance outcomes (King &
Vaiman, 2019; Kravariti & Johnston, 2020).

The digital age has intensified the need for organizations to cultivate digital competencies, cognitive
adaptability, and innovative capacities among employees. Digital competence has been identified as a core
skill that enhances employee effectiveness and enables organizations to leverage advanced technologies,
including artificial intelligence and data analytics, to improve decision-making and operational efficiency
(Ferrari, 2022; Nyikes, 2018). Furthermore, digital competence strengthens the strategic value of human
capital by enhancing employee flexibility, productivity, and responsiveness to technological change
(Oberlander et al., 2019; Potemkin & Rasskazova, 2020). As organizations increasingly integrate artificial
intelligence into human resource management, talent identification, performance prediction, and workforce
planning processes are becoming more data-driven, enabling more accurate and efficient talent management
strategies (Ahmadi Moghadam & Soleimanpour, 2019; Petruk & Klescheva, 2021).

Talent management encompasses a range of interconnected processes, including recruitment, employee
development, succession planning, performance evaluation, and retention strategies designed to ensure the
availability of capable individuals who can fulfill critical organizational roles (Marinakou &
Giousmpasoglou, 2019; Meyers et al., 2020). These processes must be aligned with organizational strategy
and supported by organizational structures and leadership systems to ensure effective implementation and
sustainable results (Memari & Araei, 2023; Rowshan et al., 2020). Studies have demonstrated that effective
talent management practices significantly enhance organizational performance, employee engagement, and
innovation capacity by enabling organizations to optimize human capital utilization (Bagheri et al., 2020;
Omotunde & Alegbeleye, 2021).

In addition, organizational support systems, career development opportunities, succession planning, and
employee empowerment have been identified as essential components of successful talent management
systems. These elements enhance employee motivation, strengthen organizational commitment, and facilitate
knowledge transfer and leadership continuity (Bonneton et al., 2019; Ghahremani et al., 2022). Talent
management also plays a critical role in improving organizational agility and resilience, enabling organizations
to respond effectively to environmental uncertainty and technological disruption (Harsch & Festing, 2020;
Khoreva & Kostanek, 2019). Strategic talent management contributes to organizational adaptability by
ensuring the continuous availability of competent and capable employees who can drive innovation and
organizational development (Crowley-Henry & Al-Ariss, 2018; Cui et al., 2018).

In the context of sports organizations, talent management assumes even greater importance due to the
specialized nature of sports management and the critical role of leadership, technical expertise, and
organizational coordination in achieving organizational effectiveness. Sports organizations operate in highly

competitive environments that require continuous innovation, strategic planning, and effective human resource

management. Research has demonstrated that talent management practices significantly improve performance,



leadership development, and organizational effectiveness in sports settings (Goharrostami & Vaqar, 2023;
Pajouhan et al., 2024). Furthermore, identifying and developing managerial talent in sports organizations
enhances organizational sustainability and strengthens strategic decision-making capabilities (Tahmasbpour
Shafiei et al., 2025; Talebzadeh et al., 2024).

Despite the recognized importance of talent management, many sports organizations lack comprehensive and
integrated talent management models that address the complex and multidimensional nature of talent
development. Existing studies have often focused on specific aspects of talent management without providing
holistic frameworks based on managerial experiences and organizational realities (Kouhi-Khor et al., 2020;
Taheri et al., 2023). Additionally, limited research has examined the role of artificial intelligence in talent
management within sports organizations, highlighting the need for empirical studies that identify and prioritize
talent management factors using evidence-based approaches. Therefore, the present study aimed to identify
and prioritize the factors affecting talent management based on the lived experiences of sports organization
managers, with an emphasis on artificial intelligence.

Methods and Materials

This study employed a descriptive-survey research design with an applied objective. The statistical population
consisted of managers working in sports and youth departments and sports federations in western provinces.
A total of 215 participants were selected using quota purposive sampling to ensure representation across
organizational units and managerial levels. Data were collected using a researcher-developed questionnaire
consisting of 45 items measured on a five-point Likert scale ranging from strongly disagree to strongly agree.
Content validity was established through expert review, and construct validity was assessed using exploratory
and confirmatory factor analysis. Reliability was evaluated using Cronbach’s alpha and composite reliability
measures. Data analysis was conducted using SPSS and AMOS software. Exploratory factor analysis was used
to identify underlying factors, while confirmatory factor analysis and structural equation modeling were used
to validate the conceptual model. The Friedman test was applied to prioritize the identified talent management
factors based on their relative importance.

Findings

Descriptive analysis indicated that the sample consisted of 56% male and 44% female managers, with most
participants having postgraduate education and extensive professional experience. Data normalization
procedures confirmed the suitability of the dataset for factor analysis.

Exploratory factor analysis identified 15 distinct factors affecting talent management, collectively explaining
91.45% of total variance. These factors included organizational structure, employee competencies, job rotation,
human resource planning, rewards and reinforcement, efficient recruitment, organizational support,
opportunity creation, psychological capital, employee participation, succession planning, delegation of

authority, training and evaluation, commitment, and self-esteem.



Confirmatory factor analysis demonstrated strong model fit. Fit indices indicated excellent model adequacy,
with ¥*/df = 1.34, RMSEA = 0.028, CFI = 0.94, GFI = 0.92, and AGFI = 0.90, confirming the validity and
reliability of the conceptual model.

The Friedman test results revealed statistically significant differences in the relative importance of talent
management factors (x> = 887.188, p < 0.01). Organizational structure ranked as the most important factor,
followed by employee competencies, job rotation, human resource planning, and rewards and reinforcement.
Other factors, including recruitment, organizational support, opportunity creation, psychological capital,
participation, succession planning, delegation, training, commitment, and self-esteem, were ranked
subsequently based on their relative importance.

These findings confirmed the multidimensional nature of talent management and demonstrated the critical role
of organizational, managerial, and individual factors in influencing talent management effectiveness.
Discussion and Conclusion

The findings of this study demonstrate that talent management in sports organizations is a multidimensional
and strategic process influenced by organizational structure, employee competencies, leadership practices, and
human resource management systems. Organizational structure emerged as the most influential factor,
highlighting the importance of establishing clear, flexible, and supportive organizational frameworks that
enable effective talent development and utilization. Structured organizations provide clarity in roles, facilitate
career progression, and enhance coordination, which ultimately strengthens talent management effectiveness.
Employee competencies were identified as another critical factor, indicating that organizations must invest in
skill development, professional training, and competency enhancement to ensure workforce readiness and
organizational competitiveness. Competent employees contribute significantly to organizational performance,
innovation, and strategic implementation. Organizations that prioritize employee competency development are
better equipped to respond to technological change and environmental uncertainty.

Job rotation and human resource planning were also found to play essential roles in talent management by
enabling employees to develop diverse skills, gain organizational experience, and enhance career growth
opportunities. These practices improve workforce flexibility, increase job satisfaction, and reduce employee
turnover. Reward and reinforcement systems were identified as key motivational drivers that enhance
employee engagement, commitment, and retention.

In addition, factors such as organizational support, employee participation, succession planning, delegation,
and training contribute significantly to talent management effectiveness. These factors create a supportive
work environment that encourages employee growth, leadership development, and organizational continuity.
Organizations that implement succession planning strategies ensure leadership continuity and organizational
stability, reducing risks associated with talent loss.

The integration of artificial intelligence into talent management systems offers significant opportunities for

improving talent identification, workforce planning, and performance management. Artificial intelligence




enables organizations to analyze workforce data, predict talent needs, and optimize decision-making processes.
This enhances talent management efficiency and enables organizations to align human resource strategies with
organizational objectives.

Overall, the findings confirm that effective talent management requires a comprehensive and integrated
approach that addresses organizational, managerial, and individual factors. Sports organizations must adopt
strategic talent management frameworks supported by digital technologies and artificial intelligence to
enhance organizational performance, sustainability, and competitiveness. By investing in talent development,
competency enhancement, and organizational support systems, sports organizations can strengthen their

human capital capabilities and achieve long-term success in increasingly competitive environments.
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