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Abstract

A gap is evident between the current and comprehensive model for utilizing the talents and
capabilities of the Ministry of Sports and Youth as well as planning to achieve them. Therefore,
the purpose of this study was to identify the causal loops of the talent management in the
Ministry of Sports and Youth based on the system dynamics. For this purpose, using
exploratory method, required qualitative data were collected The data tools included interviews
based on the system approach and interactions among talent management's components and
subsystems. The statistical population of the study was selected through the purposive
sampling method. They consisted of 12 talented and specialized managers and professors in
the field of talent management. The data were analyzed using Vensim software. The results of
this study showed that the talent management system encompasses the main subsystems for
identifying, attracting, developing and retaining the talents. In fact, these four subsystems are
functioning under the policies of the talent management system; In other words, the talent
management policies act as input for these subsystems. Further, the causal loops obtained from
multiple talent management subsystems, influential variables and their interactions were drawn
and presented as a basis for providing a solution.
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Extended Abstract
Background and Purpose

Today, there is an intense battle on resources that bring sustained benefits to the
organization. The main resources were called prudent human resources.
Absorption, employing, developing and retaining talented individuals is one of
the strategic responsibilities of the talent management, especially in organizations
such as the Ministry of Sports and Youth, which has professional occupations.
The purpose of this study was to identify the causal loops of the talent
management in the Ministry of Sports and Youth based on the system dynamics.
This study tried to provide a model of the talent management process in the
Ministry of Sports and Youth using the systems dynamics approach and the
method of causal analysis. As well, policies were developed to implement the
talent management process so that managers of this ministry can do their duty
properly, make the right decisions, and present different solutions.

Materials and Methods

The system approach is a well-formulated method for the analysis of system
components that has causal relationships and a logical foundation. An important
tool for systems thinking is charting subsystems. Subsystem diagrams show the
overall style and structure of a system model. In this diagram, each subsystem was
connected by physical and information connections. These diagrams can show the
system boundary and determine the density level of the model and system under
study. These diagrams are often drawn simply and do not contain much detail
(Sterman, 2000, 24).

This study is an applied, survey-analytical research. The statistical population of
the study consisted of the talented and specialized managers and professors in
talent management 12 of whom were purposively selected as the sample group.
Data were analyzed using Vensim software. The research tool included interviews
based on the system approach. In the first stage, the information obtained through
interview was coded, extracted and classified. In the second stage, after
identifying the effective factors, the subsystems were identified. For this purpose,
the researcher, after conceptually classifying the identified factors, explained the
subsystems and the relationships between them. In the third stage, according to
the results of previous research, first the conceptualization of variables as effective
factors was performed and then, the causal relationships between variables were
considered and through this structure and causal relationships of the system under
study in Vensim software, causal loops of talent management subsystems were
explained and overviewed. To validate the model, the limit condition test was
used, which according to Figure 1, it confirms this situation due to the non-
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negative behavior of the variables. The limit condition test actually shows the
logical performance of the model in the limit conditions.

Selected Variables
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Figure 1- Variables behavior chart of empowerment, satisfaction, performance and
participation

Finding

The talent identification subsystem includes the main variables that affect talent
identification. One of the effective policies in this category is the talent supply
policies through the talent source, which refers to the talent identification
subsystem. In fact, these policies regulate the talented people needed for the
Ministry of Sports and Youth. Internal resource policy is another issue that needs
to be considered by the managers of this ministry; they can identify their potential
forces using an internal source, i.e., the ministry's talent committee. Another
policy that managers can use to identify talented individuals is the policy of using
an external source i.e., sports registration system, ministry-owned websites,
employment agencies, staff transfer plans, such as universities, and recalls.

The talent absorption subsystem includes the main variables that affect the
absorption of talents. It seems that the managers of the Ministry of Sports and
Youth need to act on the basis of skills (ability and quality) to attract applicants;
since the skill variable, which includes the minimum qualifications (education,
work experience, sports history, job-friendly morale, ability to use information
technology and correct understanding of laws, political and social space) and
superior qualifications (university education in physical education, awards and
championship medals) is effective on the rate of talent absorption.

The talent development subsystem includes several important variables, including
training, learning, empowerment and facilitation (coaching). Using these
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variables, managers can provide the necessary platform to increase the optimal
performance of this ministry. These variables affect performance.

The talent retention subsystem includes important variables such as effective and
reciprocal communication, active participation, salary and wages, motivation and
environmental readiness for growth. Since these variables affect the retention of
talents, in order for talents not to leave the ministry and stay there, managers need
to pay special attention to these variables.

In general, according to the explanation of the subsystems and causal loops
provided, if the Ministry of Sports and Youth wants to implement the talent
management process successfully, it is necessary to identify talents from the
source of talent, i.e., talent absorption based on skills and competencies, to provide
the necessary general training and skills, empower individuals, and maintain
talents by increasing salaries and adequate benefits and providing active
participation.

Conclusion

So far, various models of talent management have been presented, each of which
has investigated talent management in a specific field. As Phillips and Roper
(2009) mention, talent management process includes components such as
absorption, selection, involvement, development, retention of employees, which
are somewhat consistent with this study. Moreover, Chabault, Hulin and Soparnot
(2012) state that talent management process consists of absorption, recruitment,
identity identification, development and retention of employees, which confirms
the proposed model of the present study. In addition, Schiemann (2014) notes that
talent life cycle includes absorption, employment, comprehensiveness, training,
performance maximization, development and replacement, maintenance and
recovery, which overlap with the key components of the proposed model of the
present study. Therefore, according to the key components of the study, systemic
thinking and causal relationships between variables, it is necessary for the
Ministry of Sports and Youth to focus its attention on providing conditions and
improving these variables.

Keywords: Talent, Talent Management, Human Resources, System Dynamics,
Ministry of Sports and Youth.
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