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Abstract: Key talents are people who are vital to achieving organizational goals
and if they are not identified, attracted, selected, and developed correctly, the
organization is at risk of a lack of competitiveness and reduced performance.
The main goal of this research was to design a framework for talent
management with a succession approach among Sepah Bank's marketing
managers. The method of this research was applied, survey and descriptive. The
statistical population of this research was all employees of Sepah Bank and the
random sampling method. According to the size of the research community, the
number of samples was determined using Morgan's table to be 256 people. In
this research, a questionnaire was used. The validity of this questionnaire has
been calculated as construct validity and reliability with Cronbach's alpha
coefficient. The structural equation modeling method was used in the structural
model review. In this section, the fit indices have shown the appropriate fit of
the research conceptual model. Finally, the dimensions and components of
talent management with the succession approach among employees of Sepah
Bank have been investigated and approved.
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Extended Abstract

Introduction

Considering the serious developments in the field of banking in Sepah
Bank, especially in the virtual and electronic fields and the entry of
fintechs and blockchains in the field of banking and the development
of some new specialized units in the bank, the establishment of the
talent management process has gained double importance. Therefore,
the identification, development and maintenance of talented human
capital as the most important capital of the bank and an important and
lasting source of competitive advantage has an effective role in the
institutionalization of competitive indicators for Sepah Bank and leads
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to guaranteeing the satisfaction and loyalty of customers and ultimately gaining an advantage from
them. Also, Sepah Bank currently employs around 39 thousand employees in its usual activities,
which is at the top of government organizations in terms of number. The high age ratio of active
managers in this bank has led to the discussion of succession in this bank. In Sepah Bank's human
resources document, 30% of the existing positions require the development of succession
planning, which has increased the need for a comprehensive plan and model in this field. In this
connection, in this research, we try to explain a model for talent management with the succession
approach. For this purpose, identification of effective indicators and components along with
prioritization of these indicators and explanation of the final model for Sepah Bank's talent
management with succession approach is an important part of the executive goal of this research.

Theoretical framework

One of the concerns related to the topic of "designing a framework for talent management with a
succession approach in Sepah Bank™ is the identification and management of key talents in the
organization. The high costs of education, cultural issues, organizational issues, etc., cause the
attention to succession to be neglected in many organizations, and this issue is only considered
when human resource crises occur in the organization. The attention of managers is placed (Ogbu
Edeh, 2019). Key talents are people who are very important and vital to achieve organizational
goals, and if they are not identified, attracted, selected and developed properly, the organization is
at risk of lack of competitiveness and reduced performance. In addition, due to the dynamic
changes in the business environment and the need to create new competencies, identifying and
developing new talents is also of great importance. Therefore, designing a suitable framework for
talent management with a succession approach can help the organization to identify, develop key
talents and prepare suitable successors for them over time. Where, due to retirement, leaving the
organization and recruiting in competing companies, it can lead to slow down or even stop work
processes in the organization. This issue is especially visible in the field of sensitive jobs in
financial centers. Because the organization's dependence on specific activities such as data
analysis, product design, auditing, etc., causes the departure of a person from the organization
without a replacement, leading to a complete stop of the activities of these departments, which can
cause losses. It leads to a lot of money (Mihaylov & Zurbruegg, 2020). Several researches have
examined the concepts and foundations related to the subject of succession and talent management,
and we will continue to examine some of these researches: (Mahmoudian et al., 2022; Riahi, 2018)
in two separate studies, they have examined how talent management affects performance. It affects
the employees of banks. Mahmoudian has reported the results of his research from the branches
of Capital Bank, which shows that talent management has a significant effect on employee
efficiency. Reyahee also reported the significant impact of talent management on organizational
performance in his research with Shahrekord Development and Cooperation Bank employees
(Mahmoudian et al., 2022; Riahi, 2018). Parvaze and Esmaeilpour (2018) investigated the effect
of talent management in banking and the results of this research show that talent management has
a positive effect on the quality of leadership, business unit productivity and teamwork in Parsian
Bank and Qavamin Bank (Pandita & Ray, 2018). In Odekina's (2022) research on management
succession planning in commercial banks in Kogi State, it is recommended that these banks should
not only maintain their succession strategies but also periodically review them in order to create a
competitive advantage. Also, coaching as an effective talent management technique should be
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integrated in banks so that they can strive for the future and thus achieve their goals (Odekina,
2022).

Methodology

The method of this research is descriptive, applied and correlational. A quantitative approach has
been used in this research. Because in the implementation stage of the research, the survey method
and the questionnaire tool were used. In this research, in order to measure the research variables,
a researcher-made questionnaire was used. The validity of this questionnaire has been evaluated
and confirmed by construct validity and reliability using Cronbach's alpha coefficient. The value
of Cronbach's alpha coefficient is calculated at 0.87. Structural equation modeling has been used
to check the fit of the model. This section has been implemented using Imus software. The
statistical population of this research included the employees of Sepah Bank headquarters. The
number of the research community was 850 people. The sampling method in this research is
random, and the sample size is determined at the level of 256 people using Morgan's table.

Discussion and Results

As stated in this research, the main goal of this study was to explain a model of talent management
with a succession approach in Sepah Bank. In this context, it should be mentioned that talent
management with a succession approach is one of the key tools in the field of human resources
management that helps organizations identify internal talents and use them to fill key positions in
the future. This approach considers succession planning as a strategic method in order to ensure
the progress and sustainable development of the organization. At first, this approach, considering
the importance of the succession process, conducts a comprehensive review of the talents and
skills of the employees. This assessment allows the organization to design training and
development programs based on the actual needs of possible successors. In the second stage, the
organization seeks to identify people with talent and capabilities to fill key positions in the future.
This identification may be done through performance appraisals, developmental interviews, and
experiences. In the third stage, customized personal development programs are initiated for each
gifted individual. These programs are designed to strengthen a person's skills, behaviors and
knowledge in order to master the positions that may be played in the future. Finally, the
organization should consider a monitoring system to track the progress of successors and upgrade
development plans. This continuous monitoring causes self-training and sustainable growth of the
successors and enables faster adaptation to needs and changes in the organization.

Conclusion

In this research, in order to identify the dimensions of the talent management model, the
metacomposition method and the structural modeling method were used, which finally led
to the identification of 19 dimensions and 4 main indicators in this field. The main
indicators identified were in the form of the following:

The dimensions of improving skills and abilities: In line with succession planning in Sepah
Bank, the improvement of skills and abilities is one of the vital aspects of talent
management. This bank implements training and professional development programs in
order to accelerate the succession process and upgrade the key skills of employees. These
measures not only help to improve the individual performance of employees; Rather, it
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strengthens the infrastructure of human resources to advance the strategic goals of the
bank.

Dimensions of human resource development: In the direction of succession planning,
Sepah Bank develops human resources with a preventive approach. These dimensions
include professional development programs, regular performance evaluations, and the
creation of career paths and professional development opportunities. By creating a
planned framework for developing employees' skills and experiences, Sepah Bank ensures
the adaptation of human resources to future needs.

Dimensions of organizational culture and coordination: organizational culture and
coordination play a vital role in the succession process. By developing a culture based on
cooperation, flexibility, and improving internal communication, Sepah Bank prepares the
organization for a better transfer of forces and information. Also, it facilitates the creation
of organizational coordination mechanisms, ensuring the optimal execution of processes
and improving interactions between teams.

Aspects of talent management and leadership: Talent management in Sepah Bank includes
determining key talents, assessing the potential of employees, and succession planning.
These measures are carried out with the aim of ensuring the existence of talented and
capable personnel in the strategic points of the organization. Also, effective leadership in
this process causes more productivity of talents and promotion of future leaders.
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