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Abstract
This study aimed to identify and conceptualize the components and indicators of talent

management grounded in the principles of good governance within the Iranian Sports
Organization. This qualitative and developmental research was conducted within the
interpretivist paradigm. The study population included senior managers and experts of the
Sports Organization in Tehran. Using purposive (judgmental) sampling, 26 participants were
selected for semi-structured interviews until theoretical saturation was reached. Data were
analyzed using Braun and Clarke’s six-phase thematic analysis (2006). Validity was confirmed
through expert and participant review, while reliability was established using Cohen’s Kappa
coefficients ranging from 0.63 to 0.80 across three retests. Thematic analysis revealed six
overarching themes: generational difference management based on good governance,
sustainability in talent management, transparent and accountable talent identification,
equitable and lawful talent attraction, participatory and responsible talent development, and
good-governance-based talent retention and performance evaluation. Results indicated that
transparency, accountability, fairness, rule of law, and socio-economic sustainability are
foundational elements in developing a comprehensive talent management framework for
sports organizations. The study concludes that integrating good governance principles into
talent management processes enhances organizational trust, human resource productivity,
and performance sustainability. The proposed model provides a practical framework for
improving recruitment, development, and retention strategies in sports institutions.
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Extended Abstract
Introduction
Talent management has become a strategic imperative for organizations seeking to maintain
competitiveness in the age of digital transformation and rapid structural change. As organizations
face increasingly complex global dynamics, they require governance frameworks that ensure
transparency, accountability, fairness, and inclusiveness in managing human capital (Yumbhi et al.,
2025). The concept of good governance has thus emerged as a guiding principle for modern talent
management systems, emphasizing participatory and transparent decision-making, legal integrity,
and responsibility in managing organizational talent (Sukianto & Lusy, 2022). Integrating good
governance principles into talent management practices provides not only ethical and structural
stability but also long-term organizational sustainability (Kafetzopoulos & Gotzamani, 2022).
In the context of sports organizations, talent management has a broader societal and developmental
significance. Sports organizations are not only responsible for improving individual and team
performance but also for promoting social inclusion, youth development, and public well-being
(Pajouhan et al., 2024). However, in many developing countries, including Iran, sports institutions
face challenges such as fragmented recruitment systems, lack of standardized evaluation
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mechanisms, and weak leadership accountability structures (Talebzadeh et al., 2024). To address
these gaps, the implementation of a talent management framework grounded in good governance
principles can enhance transparency, improve employee participation, and strengthen organizational
trust (Gowharrostami & Vaghar, 2022).

Globally, the traditional view of talent management as a purely administrative or human resources
function has evolved into a strategic and developmental philosophy (Chinchilla & Grau, 2025).
According to (Kaliannan & Darmalinggam, 2023), inclusive talent development promotes equitable
access to career opportunities for all employees, creating a sense of belonging and commitment that
aligns with organizational values. Similarly, (van der Merwe et al., 2024) highlights that talent
management effectiveness depends on the alignment between organizational practices and
individual employee experiences. The integration of governance frameworks helps ensure that this
alignment occurs ethically and sustainably, making it possible for organizations to foster both
productivity and social responsibility.

With the rise of digital transformation, technological tools have become essential in redefining how
organizations attract, develop, and retain talent (Mahroof & Rafi, 2025). Digital governance
mechanisms facilitate transparency, improve data-driven decision-making, and increase
responsiveness in managing workforce capabilities. In this regard, (Salvadorinho et al., 2024) and
(Montero Guerra & Danvila-Del Valle, 2024) demonstrate that technology-based talent management
systems can mitigate the “great resignation” phenomenon by enhancing engagement and
accountability. Similarly, (Seifi et al., 2024) notes that technology integration within fourth-generation
institutions helps build intelligent and transparent systems for sustainable workforce management.
The intersection of talent management and governance is also critical for sustaining ethical and high-
performing organizations. Studies indicate that organizations emphasizing ethical recruitment, fair
promotion, and accountability mechanisms tend to achieve higher employee retention and
institutional legitimacy (Kwon & Jang, 2022). Additionally, (Hajilou et al., 2021) found that applying
governance-based educational strategies in human resource development enhances institutional
learning and moral integrity. In the sports sector, such principles are even more relevant, as they
ensure equity and transparency in athlete development and administrative management (Maleki et
al., 2024).

According to (Subrahmanyam, 2024), adopting agile talent management practices allows
organizations to adapt to environmental volatility while maintaining an inclusive and participatory
culture. Similarly, (Tan, 2024) found that employee engagement in emerging economies such as
Vietnam is positively influenced by talent management when perceived organizational support is
high. Furthermore, (Yumbhi et al., 2025) observed that talent management in the digital era enhances
competitiveness only when guided by participatory and transparent governance structures. These
insights collectively underscore the necessity of a hybrid framework that integrates good governance
with agile, technology-driven talent management—particularly in the public and sports sectors.
Building upon these theoretical and empirical foundations, the present study aimed to identify the
key components of a good-governance-based talent management model in the Iranian Sports
Organization. By applying a qualitative and inductive approach, the research sought to conceptualize
a framework that reflects the contextual realities of sports management while aligning with
international standards of ethical and sustainable governance (Mahroof & Rafi, 2025; Pajouhan et al.,
2024; van der Merwe et al., 2024).

Methods and Materials
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This qualitative study was conducted within the interpretivist paradigm, recognizing that
organizational reality is socially constructed through human experiences and meanings. The
research adopted a developmental and exploratory design, aiming to build a conceptual model of
talent management grounded in the principles of good governance. The study population included
senior managers and experts in the Iranian Sports Organization located in Tehran. Using purposive
(judgmental) sampling, 26 experts who possessed extensive experience in human resource
management, sports governance, and organizational strategy were selected.

Data collection involved two complementary methods: library research and semi-structured
interviews. The library phase included reviewing scholarly literature from databases such as Scopus,
Elsevier, Emerald, Google Scholar, and ScienceDirect to extract theoretical components of talent
management and good governance. The field phase comprised in-depth interviews with selected
experts to refine, validate, and expand the conceptual dimensions. Interviews continued until
theoretical saturation was achieved.

Data were analyzed through thematic analysis following Braun and Clarke’s six-step model (2006),
including data familiarization, initial coding, theme generation, theme review, theme definition, and
final reporting. NVivo software was used for organizing and coding qualitative data. To ensure validity
and reliability, expert review and participant feedback were applied. Cohen’s Kappa coefficient for
inter-rater reliability across three retests indicated strong reliability levels (ranging between 0.63 and
0.80).

Findings

The thematic analysis resulted in the extraction of six overarching themes encompassing multiple
organized and basic themes. The main themes identified were: (1) generational differences
management, (2) sustainability in talent management, (3) good-governance-based talent
identification, (4) good-governance-based talent attraction, (5) good-governance-based talent
development and enhancement, and (6) good-governance-based talent retention and performance
evaluation.

The first theme, managing generational differences based on good governance, revealed that
effective talent management in the sports organization requires adaptive learning and feedback
systems tailored to the expectations of Generations X, Y, and Z. Generation X valued structured and
fair learning systems, Generation Y emphasized digital interactivity and flexible work-life balance,
and Generation Z prioritized rapid feedback and responsible integration of work and social
responsibility.

The second theme, sustainability in talent management, focused on three interconnected aspects:
social responsibility, environmental accountability, and economic transparency. The findings
highlighted that supporting employee participation in social entrepreneurship projects, implementing
eco-friendly technologies, and ensuring fair distribution of organizational resources were crucial to
achieving long-term sustainability in sports organizations.

The third and fourth themes, talent identification and attraction based on good governance,
underscored the necessity of transparent recruitment systems, ethical selection mechanisms, and
digitalized assessment frameworks. Interviewees emphasized the importance of competency-based
interviews, psychometric testing, and anti-discrimination policies as foundational elements of ethical
recruitment practices.

The fifth theme, talent development and enhancement, captured the significance of fostering
inclusive learning environments and providing equitable growth opportunities. Key findings included
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the need for mentoring programs, intergenerational collaboration, transparent performance
reporting, and empowerment strategies to encourage innovation and creativity.

Finally, the sixth theme, talent retention and performance evaluation, revealed that long-term
engagement is achieved through participatory decision-making, fair performance-based rewards,
and transparent communication systems. The study also found that organizations that implement
participatory governance mechanisms experience higher job satisfaction and reduced turnover
intentions.

Discussion and Conclusion

The results of this study reinforce the central premise that the successful management of talent in
public and sports organizations depends on the integration of good governance principles throughout
the entire talent lifecycle. The inclusion of transparency, accountability, and fairness at each stage—
from identification to evaluation—creates an ethical and participatory ecosystem that enhances both
individual motivation and institutional credibility.

The emphasis on generational differences management confirms that sports organizations must
adopt flexible governance strategies that accommodate diverse expectations and learning styles. By
aligning generational preferences with digital learning and responsive feedback mechanisms,
organizations can foster inclusiveness and equity across age groups. This adaptive approach
transforms the workplace into a collaborative environment, where shared values and governance
ethics contribute to long-term organizational commitment.

Sustainability emerged as another cornerstone of governance-based talent management. The
integration of social, environmental, and economic dimensions ensures that organizational goals
align with societal needs and global sustainability standards. By engaging employees in socially
responsible initiatives and applying eco-conscious practices, sports organizations not only
strengthen their ethical foundations but also enhance public trust and legitimacy.

Moreover, the findings on talent identification and attraction highlight the crucial role of governance
in shaping fair and transparent recruitment systems. Ethical hiring processes supported by digital
tools and standardized evaluation criteria prevent bias and promote diversity. This not only improves
the quality of human capital but also reinforces organizational justice, which is essential for employee
engagement and institutional loyalty.

The study further emphasizes that talent development and retention require a cultural shift toward
participatory management and continuous learning. Providing employees with clear career
pathways, mentoring opportunities, and open communication channels fosters a sense of ownership
and accountability. When employees perceive fairness in growth opportunities and rewards, they are
more likely to exhibit innovative behavior and remain committed to organizational goals.

Finally, the inclusion of governance-based performance evaluation closes the loop of accountability.
Transparent and data-driven evaluation systems allow organizations to monitor progress, identify
gaps, and promote merit-based advancement. This systematic approach ensures that organizational
performance is not only measured by output but also by adherence to ethical and governance
principles.

In conclusion, this study provides a comprehensive and contextual model for good-governance-
based talent management within the Iranian Sports Organization. The findings underscore that
ethical governance and inclusive human resource practices are mutually reinforcing components of
organizational success. By institutionalizing transparency, accountability, and sustainability in talent
management, sports organizations can move beyond short-term efficiency to achieve enduring
developmental impact and public value. This framework offers practical insights for policymakers,
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managers, and scholars interested in fostering responsible, adaptive, and future-oriented talent
management systems in public institutions.
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