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Abstract

Global talent management can have a significant positive impact on organizational
performance. Identifying processes, substrates and agents of global talent management
can effectively improve the performance of sport organizations. The aim of this study was
to explain the factors influencing global talent management, focusing on human capital
development in Iranian sport organizations. The data of this qualitative exploratory-
descriptive study were collected from experts and managers through theoretical and
purposeful sampling and based on deep interviews. According to the Grounded Theory,
the data were analyzed after encoding. The results of the current study identified factors
such as extra-organizational and national, structural, environmental, behavioral and
managerial factors as well as agents outside the organization and country, intelligence of
human resources, intelligence of competitors, intelligence of customers and intelligence
of the market as effective causes of global talent management. Based on the proposed
model, it is recommended to consider the different roles of effective global talent
management, to promote and to develop this important system of actions.
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Extended Abstract

Background and Purpose

The organizational environment is changing rapidly today. Undoubtedly, as this
change occurs, new concepts will emerge in the organizational arena that will help
inform these new concepts, management and employees in advance of
organizational goals. One of the most important of these concepts is global talent
management, which includes activities such as the systematic use and integration
of international human resource management activities to attract, develop, and
retain talented and capable employees. Global talent management can have a
significant positive impact on organizational performance. Identifying processes,
substrates and agents of global talent management can effectively improve the
performance of sport organizations. The aim of this study was to explain the
factors influencing global talent management, focusing on human capital
development in Iranian sport organizations.

Materials and methods: This research used the exploratory nature and qualitative
approach of the Grounded Theory strategy. The aim was to increase the
knowledge and understanding of global talent management in the field of sports
organizations. During the research, data collection and analysis were done
simultaneously, and the initial data were collected to form a continuous data
collection process. This provided the researcher with the opportunity to increase
appropriateness of the relevant categories. In order to obtain comprehensive
theoretical and practical information on the phenomenon under investigation, the
research community consisted of both theoretical and practical practitioners
related to the development of human capital in sports organizations. From this
community, faculty members in the fields of sport management, sociology,
development economics that are competent to provide scientific views on the
subject of research were considered as theoretical research communities, as well
as senior, middle and operational managers of sports organizations as bodies. The
executive and the operational part of the research subject were considered.
Theoretical and purposeful sampling method was used to select the participants
for in-depth interviews. In this technique, an initial group was selected for an
interview and then the other groups were introduced by the same group for
interview and sampling continued until (16 interviews) that the research reached
theoretical saturation and adequacy. To provide a systematic and schematic model
of the findings from the encoded data, the current study tried to use the paradigm
model proposed by Strauss and Corbin (2010). In this model, one of the classes
designated as the pivotal class, and the other classes discovered are arranged based
on a system of relationships with that class.
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Results

After extracting the categories, axial coding was performed. Axial coding is a
series of procedures with which, after open coding, they relate to each other by
linking them to new ways of information. The next step was selective coding
(systematically selecting the main category and its relation to other categories). In
this step, according to the causes coded in the previous two steps, ways of
managing these causes were selectively coded. Based on the procedures outlined,
the final model was as follows. In this model, six categories were identified to
examine the factors influencing global talent management in sports organizations
each of them had connections with each other. After collecting the data and
analyzing it at the open coding stage, and exploring the features presented, the
Human Resources Intelligence category was selected as the core category. One of
these categories was Causal conditions. These conditions create and develop a
pivotal class. Among the produced classes, external and internal factors, non-
organizational and country factors that are part of these conditions related to the
actions and practices of personnel and other parts of the managers were considered
as causal conditions that directly affected the pivotal factor. The other category
was the ruling bed. This class refers to the specific conditions that provide the
basis for the pivotal phenomenon. These conditions are a set of contexts or
variables referred to the model as management and environmental factors
influencing this class of actions and interactions. The next category was the
intervening conditions, which are general conditions that constitute a set of
mediating and mediating variables and affect the class of actions and interactions.
In the presented model of research, this class is named internal structure and
behavioral factors. Another category was the actions and interactions that
represent the behaviors, activities, and targeted interactions influenced by the
axial class, the intervening conditions, and the dominant context. In the proposed
model of research, this class is brought up with factors such as customer
intelligence, market intelligence and competitor intelligence. The last line of the
model was the consequences so that consequence identified in the proposed model
of research is global talent management. This class reflects the results and
consequences of adopting strategies and behaviors.

Conclusion: Identifies factors influencing the management of global talent in
sports organizations, taking into account the role of these organizations in
maintaining the country's public vitality through success in national, international,
world and Olympic competitions and the presence of members and officials of
these organizations in world federations and associations, while defending the
country's rights in the field of sports and preventing the loss of the country's
financial and human capital, provides reasons for reform in all cases identified in
the research (organizational and external factors, external and external factors,
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management factors, behavioral factors, structural factors, environmental factors,
information about human resources, information about customers, information
about competitors, and information about the market) in the hope of increasing
efficiency and effectiveness. Therefore, based on the proposed model, it is
therefore recommended that the role of the various factors influencing global
talent management be taken into account and that systematic measures be
developed to promote and improve this important issue.

Keywords: Talent Management, Global Talent Management, Intelligent,
Grounded Theory
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Table 1- Definitions of Talent in The World of Work
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A selected group of employees, those who are in a high rank compared
to their colleagues in terms of capability and performance.
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Talents include those who can improve organizational performance
through their immediate involvement or, in the long run, by
demonstrating their highest potential.
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Talent equals competence (power to do work) + commitment
(willingness to do work) + sense of cooperation and participation
(finding meaning and purpose in one's work).
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Talent basically means the sum of all the experience, knowledge, skills
and behaviors that a person has and brings to work.
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In categories, talent refers to a set of employees who share their skills
and abilities in a specific technical area (such as software graphics skills)
or competency (such as consumer marketing talent) or a general area.
More (such as general managers or potential talent) and in some cases,
talent may refer to the entire employee population
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A set of competencies that are being developed and applied will allow
the individual to perform a specific role in an excellent way.
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Olgiedy slasiul (83 0,55 g) )0 05 oo Fre (GBD 5 Lt Dyg0 90 A dlaalul IS gl o
S Glgredy sl (b SUlgr laieay slawisl Sm) S03 0 g, glae sl g, oS
w2 cafy g 5l A wiles JoSh (sl flgie b slawiwl 5 agas lgreas slasiwl ( b))
olsrear OF 5l olpem aly s zykas Slawial B pne (a3 ls lgieas 5550 ol 5 aga ljes
S5 ysbas baylejle (OA Y VY wggllansl 5 (o JT) sl 0ol ol SUlgs s sl )3
bl 5o caieol slacaadse p aSl taigd cod JB plas olawinl SlucST s SIS olic o
Slasinl (olulid 5 S poe sl 355 G 2 (53,5 55 yeke 9 4255 (lie 851,01, 095 wd9e
A SR 3,50y, 4> )5 S aseie (Olaxiwl cSle) slaxol dxwgy lae jo (olaxiwl oy )
0,559, Jee 50 (g YV VeV La) o3l oo SU5elsbun] slasinl Jme 4y iy slosul
Copde 5l (els jebas caol mls jhas baloslu 1o (poye lgieay slawinl Sw) sue
IS VRN SO E R I W S IR IV NN JUEET

1. Silzer & Dowell
2. Becker, Huselid & Beatty
3. Dries & Pepermans



Yyo

eyt UL Sl slariwl Sy e 550 Jolgs (o 1699 Aol (Ggmige

(/\A £Y’ ’/\ ‘U“")""

Olasuio lais 4 dlistwl 1 22 5,5,

&3y

Mental Approach: Talentasa Personal
Characteristic

olye 4 slaw!
Sy g bl
38hos 4 &5 (63,3 & pasdio

D9 o0 N yiRe!
Talent as an
individual
ability: A unique
ability that leads
to better

performance. +

10l )l olghs @ dlaxiwl

3,Sdos dgmp 4 oS Ologleo
Sgudin e

Talent as an
assessor: The
systematic
development of
skills and
information that
leads to
performance

380l Sleins Sy

98 olyie 4 slastal s e 5 505,
Objective Approach:
Talent as an
Individual

2,55 9ol Chow A a1 (ylgre 4 dlawiu!
0ol Slojlw
Talent as commitment: Commitment to the
position, position and job ina particular
organization

—+

39 ey lojlw o Hgas il Glgne 4 oloriwl

cawbio ylo) 5o cwlio Cuxdgo

Talent as fitness: Being in the right
organization, in the right position, at the
right time

@ ol g lasdl 3,50,
WU > Slas ehans b 3,5 ol
b 3,8 ylgie @y dlamiwl +
= YU iy e
lemd glasgoce sy
Ao Y e oS Hlojlw Cures
Sty g (51,13 oS wikand
A YU 3 Sdos g

Exclusive approach:
Talent as a person with a
high level of performance
Talent as a person with a

high level of potential

Expert subsets of the
organization's population,

which is 10%, have a
high level of potential and

performance

g

(owild ool Cawd 4 Sl (1D b o Ulgs
W 0 & 98 (ol Sl &5 oo B, g b K i
S o0 (P gl 5o
Intrinsic abilities, acquired skills,
knowledge, competencies and attitudes
that lead to the achievement of outstanding

Slaziw! rilazie 3,509,
Olojlw o130 ded gy
Flexible approach:
Talent as everyone
in the organization

S slao 5o slasiw! a4 calizo glao ;5G9 - S0
Figure 1- Different Approaches to Talent in The World of Work




VFeo pi g 018,5 FF o lols Y 090 ()9 Cu poo Oladlao Yvys

Lalyp aSh s 3,5 a0 5 50 00 (Sladl Lol dnngs S e (359 slaglejlo 5o
Sopde 3,809 Sl saeo e b beanie alS g i dew sl laplejle (B, e L
Ol 1yle 953 (sl 009381 )l slaml 5o (caw o jsel £95 5 QLS g5 Maslaaial
Co e g Cewl Slejle slaoloxiwl dxwgi § Laas o Sludl 3oy daasgd ¢y pae 42080 () St
© b sl and (Y - oA Tyl 15) 05 (6 S o i Lol 3,5 Rl bes o laolaxtd
G g ol aSl g as ol 3l 1y yige L 5 i Lol L5 slatol e 45,5 LS
& Shasial Sy e S e A 5,003l 9,65 o 2 5 s |y camliols LIS 5 (59,08 31,
ol Jid oKyl ) conlio (5ot o b atunls ol 31 a5 wmo o limabl 85,5 slogslejls
5505 15 s elolasles aSl 4y g b (TeD Yo o adlo o T3KasS) anil axils )3
o el a5 5l s dnel o] 3l ol g 4z g3 pibcon )] ol o a5 s olalejle
S e B A e (0555 Sl Lo 0 65 S g DaeelisS o2l
ool 5 sxte GUSIS 5l (5 pFo e (llellim Lo jo i, Lis 55 S5e slaoged
ala o Jlb 5558 colSil cbeales 5 LU 555 bl @dls,s sl ol
sl Sales oSl Jgl wbior (Mollinm slocals; )5 98> 8L, LolRil (pl § s ;58
1) 093 Al pgs raams plonl Lo e slaglejle &b 5l ()1 5 Slpl slaolesle o oY
9595 I 5l aiee (DIl Jobs aiejls (o8 o Cugli (ol 45 A Cugli (S8 o
Lo lol sl aile 05,0356 530 slobojlos s tunsl g sl po oo, ,5 VLD 5l
oolitl Gloz gl o po (T QLS (0S5 5 Lad> el (sl 51 550l (B (slo o
S olaxinl Co yae 0,59, 5l eslanwl Luwly ol jo anbl ails sellas o ,Slee aileny b aus
wodx jehaieds Sl plie Copoe JoSe sla ciolad aieplla 5 Sletiun 525 ,54)
259 saglejle slaSel, (Sl Slg sladslep 51 15595 1 5 dnins Slog 5 Lado 5 dnusgs
ol 5 Sl bl o Caddse sl a0l Slaglosle g walss Sk CiB; lhais o
sodle gt b 4 oy Sl g WS (o0 S8 aslasital (e Rl 4 o) lad o
63372 Dy 039yl 51 55 55 molaaionl o e 4 o] ()15 5 (o) cdmmgs plasinl
G LT Y Sigle 5 ple Sl F S, iSIB) 09 o G2 oaiy ], iy (ol

1. Talent Management

2. Karet Rait

3. Collings & Mellahi

4. Falkenberg, Stensaker, Meyer & Haueng



YyYv 2 95T U Sl Slamiwl Syt 1 0 Jolge (rm 15395 danliaxr Ggugo

Las Jelge cp e 31 sSo dlawinl Co pae drwgi Gl Ol st wig, o (0B, Dudiay glad
955 3 1) 953 Sty (e slaglesle aS (s 9k 19,0 sled @ aplejle o (1B, Cuje
@l Seldge Caawty 1) 093 (LS slawinl WIENS ) 9 asils e (LS (9, 6,1 ke s
S sl Olegdge o et 3l S sl Sy pas il Jl 0 (Ve 0 QO gu) AisS Colan
&lS o3l l plareas el gl (65908 Bl p 5l (I 0929 g il o0 Slama gy lojles
B B (Ve oV () 5 gld) 098 oo oo LB, ply o pod (55 Laa> o
bitety a3 5 B 531 (50 5 At s slitens o5, Sl S pte T+ )
ol Glojlw sanT g Jlb SBlasl 4 yoew,

CrSo &8 i (ggm 5l dlamin) Kim loreds 5 8,8 S0 1990 dao o slasiul Cu pae buy
lap] wlazlse gupar (e b (lesiz glaglejls 058Ten (5wl rke 1Y JLs 5o
porie (655 KB cge g WS (o0 Sialen Sl psboar 1) 093 slaslaniul sloanljd sl
Oygods |, Slez olawiunl Co pae (Ve 2 ) Sl 97 deS aisd co Slem laslasinl oy o
s o5 555 o i o5 €Ml s 5 ol A ol olie Sl S LS
€ Sler e o3l IS b Sl QSIS Sl il anms 5 b Lolits
Sl anepllas (6 T A (pire 4y (Slea Slawinl o e Sy S b (g pa5 53 358 o0
drogi ez (6 (o] olie gy LaSia (sl siiodns) Sl slie iy oo sl
5 Soatid (Sl (b poba) Sluil Bl laaslesu I 510,65 5 5 datans slag s Lad>
crsta gy e 53 el i S Sl sla ol s s s o5 el (6525
T R

sly baplojle yiie o sl 03,51 09290 1) (b 5 ooz Yl (518 595l (Sl oLl
s 5 olatdl cpl ot La8 (nl 53 F5e Sy 6518 4 35U b ab) 4 olites
L Bllae 355 slog s Cupae 1 [ baglojle aSly sl ools i |, B gennS’ (59) i
e Sl bje, (nl €Sk ) (59 bodie 5, amilys (el 005 o3l Sl sl
wode ol wims oo plis a5 5o 092 SIS He5 50 daled cwl aid ) F 18 o o ceole
) ool et ol o cond o o sl 4 (3551 sl slasliawin] Lo 5 day
Sl o plejls el (%00 &ty 505 YoV S5 g (9 ¥ Jgzmasl) ol 4355

1. Sweem
2. Choline and Scalin
3. Schuler, Jackson & Tarique



VFoo i g 010 ,5 FF oylods Y 0590 ¢ )yg o yoe Wlalliae YYA

QLS oo p iy Ay gl N Slea oslawiul Co pae sl il b lislal g ojlail 5l lascd o dLss
AL, g Sl slas il il 5 i S5 ool |y o] 5148 0b sislgs axlge T L sog50 L
a5 Wlowds plil gadge (nl 5,L,0 (Slos s sl imgh YoV FWgow) o9y vales iS5
Olosle sidu il g ojludailys el sleadlie b slaxiul Cu o dlal, b il ooy 4 LK
ol 0 ol Kaegs .(1439) Ol L iegh alex 5l sailaisls g (5)5le cgig i L3,
oy S g 00050l ¢ consld t0a3l0 s o byl @ jlatslay a5 Wleols plowil |, Sl iegh i)
el 28 L losle 6,u50l collE Ly slawiul o e 3B lsie b otagdy o (Y410)
Gk ) peiien ol 5 s ©)p0ty Slasil Cg e 85 Wy a3 ol 4 €lejle oo

g5 53 (TIV) Ty 1091 5 gunlS 0o jlobine ,3b Slojle (s xS0l cobls 5 Slojle ien
be Sl WJJAA 9 él.o.”u.u ‘:LM‘ &JLA w).s.xc S)lg)..) Sldlas o L (SH9e
aS a8 SaS o] (suieilys as Bilgs o lake IS g pole s Cu g dagy] gt wlul
é)l.g)é 6.«.@5)4 (Y‘\V) éw}‘.wﬁ 9 f)lS)Lw oW o Slaw! Co pde d))‘b )‘ ).A‘ k}.‘:“
aS aeilys LS, A wiouw, asS cpl 4 Lol Laisls sl poss le) 0 9930 S gol,l
S (VV0) 6,5 91T e cewed il adls )l b e pl o psllas oidu Sl g 0 Sles
« Slojlo 8 Sl 35 jelaiedy dlawwl SGH1wl oy poe gl (Jow daws» laie b Lingh
Slolasil (35 drwgd ds dlasw! SO 51wl o e 0l )8 gl (gl aS o) Al cpul &
OS¢ g ;0 (Yo VF) iyl g bas )l Caigen .l LoVl o Sae g o8, b b Ll Lhaats
g loylosle (cola8l (6,90 4 ;0 (SlodusS s i olaiwl S e 4S5 W, axS cpl @
45 oy Az (ol 4 03 Lidgh 40 (Yo 18) Koyued g ecdS iS5l o )ls oyl i )il
Dgs e yloslu o (LSS Toglhe Sleas &l 5 (9,8 ]38l 4y Wilgy oo Slaminl y o
lin 6,lagS g Laas (o slasinl Co pae @ Glaie b ciwghy 0 (Y010) o) Ken g cwgd
Sz &5 W aoms ol 4 «(g )l ddlaie a5 sod gl 3 oy Je &S0 jo asies Sl
ol B i Conal g DLS cylojle dxiiuss 8l 31 0,50 )15 S5 1l Wil )le slawl Co o dely

4. Global Talent Management (GMT)
2. Nijveld

3. Cascio & Boudreau

4. Sarkar & Osiyevskyy

5. Beamond, Farndale & Hartel

6. Tatoglu, Glaister & Demirbag



Yya eyt 95T U Sl Slamiwl Syt 1 50 Jolge (rm 16395 danliaxr Ggugo

g ;0 (V1) 1alS o "6l Sl guldS slocais uilad JB ¢ slasiwl &l ol caxin
Az cpl 4y il aloul slilags slaglesle jo slawiwl Co o 15 5,0 25 0,50, L aS
o] isu il sblage slaglesls sanT Blaal 4 ascgs ;o dlaxtul Co pae 45 Sioww,
ol Sy e S Glgie b (agh 53 (V1Y) oS g ol5 818 T 50ntll oIl 2
(sbojle cisu il g loliae il slawwl Co o a5 Wow, aS b 4 « glojle olazel
5 Gawge (GNistams «shmdew S59,80 0,10 Slojles slazel 5 lolejle 3 Sles 5 gl 5
& lwaiailes b slasiwl o poe bls )l g tSls Jow b Glae b awgsy ;0 (YY) >Ls
clrdan b liulpe LSS Lads g Gds aS Waw, 4o opl 4 € Glojle cisn il g LSS
1y Slojle sidu il 50 (LSS gauailys g oS S (LSS sauadlys 4 Wlgs oo Slojles
Bl o,0 &5 capgh ol (attin 00l )53 slo e j0 4T jebles .clls daleS ol en
o sla i 5 085 S Bl oty ool g e e b Slar olaxiad Cu e sl o
Sl s g 3 (Vo)) gylel s Sl 7 s 6 Jln sl 515, Eygm (] S
oS Mo 4z (@ € Glez sl Copoe 53 Glejle (Sl e A oy 2 Ol
Copde p Grhte g baye (edinr laglosle jo Sl mlie S pae sla i 5 Gl
Qo Cold) Jlate jHaliogd co (w90 3 Sl slasiul Co poe g el Gl sl
2 Medlimm S o Sudlow wa oS i Sl pes g aslasinl colar sl Sl
3131 L5 3 it 3 5 355 0 45 Sler Slaminl Sy sloplSe & B gl i
args Ol bolasiul (ol Cupae lp gl 5L s Hsebe Gl jo pada plral>

o
o 5ol sl st ot i (slassem b 5 aobmn 4o o3 (slalo o oSl 4 a5
5 &8l jshiea lagylosle (LSS g ol s pliel 4 5L 0500 s Jloel lo,5iS™ (559
Wl Glaizgs S gleslasless (o Coddse 4 olows sbiwly jo bayaiaS sl oyl 5l eolaiul
5 blis (a0 gulal (a5 45 5585 28555 slaglojls yo (Vg 5 ol Cunl 53 5,005
5 el jehieds gla wlae jo olaxiul Copoe slagilwl b wijls ansl> Sais
s 915 30 azge) ol 9 5 239 LT cogily S b Syl SIS S5yl
4 by tobio olygls Gijaal ol pe Dbl (8550 SVElg Jas 4 bgyye clio y 15

S5 g boliyyy (Hhb g el (Jlig cuiw ;o LSS5, Siisel 5 bolastul

7. Ingrama & Gloda
1. Altinéz, Cakiroglu & Cop
2. Farndale, Scullion & Sparrow



VFeo 3 g 0105 £F o Lo MY 0,90 ()9 o 0 Oldlae Y¥.

(Sl gl 5 o (6lo aylo y) (oo (glndylo pus 018, )0 31 5 oS el | lin S35 2
Sogl s )0 atwls jpax 5 culie Gl 50 Seald b rizres S 1S5l
S Jelge s 0000 imgh ol 5o (plplo taiiS gl (9S8 L8559 e 5l 2o Sl

i Sl 555 gle lojles y0 Sladl Blo s drugs 0SB L Sloz slawial 2o o 5

SR93 Bi9)
Baa b g Toleols &,k o551l o,k 5l caS e, Lot Slassl comle L imgh opl
pll oo, slagleslu do e jo Slea slawinl Cu paw 5,L,0 09290 Calil g iils Loy
Sl el L cd 5 8o esls pglan (6)5laes Ky, (6,5 Kb slateas adgl slasols
8 b)) was il 1) caslie sladdsio colaS liwe U ol w2l 3 Slacs 3 Singh
Basay 5,L,0 lae 5 5,k pals Sledlbl (ol cawsas jelaieds (VYN Y NY 3T 5 Sl
wolecie glasl wasl> cpl 5lassls LSas 1) (iagh dasl> (0B, slaglole jo
ol &l e oMo l)ls a5 axwg slaidl 5 cwlibasel> (LB, Copie slaail,
Oed D i8Sl egh (6l aels Gleeds g g £9d90 850y (sele
Ly ke G5u 5 ol B lyeas (o555 slaplejls Slbos 5 Gloa e Jle ol
spiedr Qs e lie QLLl 5 S aiged lp wal a8 S a0 agh gadse b
S5l 50 o ooliw] Tasedan T,k 6 S Wges g, 5l Geee sloaslas gl
Loy axlas jghaieds gam loog,S w5 ol Sl azlas glp adsl 09,5 SO
SuliS g o hai pladl @y rmgh a5 Z3L el (Sloj b (5 S iged 9 D (B0 09,5 (e
0als 03,0l ¥ 5 les Jgaz ;0 idgh ;0 HBaS S lie sla Shy (axlas VF) o,

1. Exploratory Research
2. Grounded Theory
3.Theoretical Sampling
4. Purposive



TF eyt 9SG b Sle laxinsl <o prte 1 30 Jolge (i (G095 Aoy (Ggmge

OB Wgbanlas GSlibcares b Sho-Y Jouz
Table 2 - Demographic Characteristics of The Interviewees

percent Number Modes Specifications Row
A Y =
Female Sz \
" v Sy Gender
Male
1 v Sape
Management
\a v ghee
Assistance
. \ o o
Financial Manager
2 \ Sl i o
Human Resources Manager
s ) g 9Tk pke ;
Design and Development v
Post
Manager
# ) Sty o
Planning Manager
7 ) 09l 8 )
President of the Federation
s \ 9 degeme pda
Sports Complex Manager
Y5 ¥ sl
Science Committee
b5
W s =
Bachelors
v . O ol 5 Dl
Masters Education
5Y o O
P.H.D
Lo 2y 3 5
4 Y Izl fed S aile
Less than Five years '
st Work ¥
O .
YA 2 &3 Experience

Five to Ten Years
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Slib 5l S cJae opl o 0gd oolatwl (Yo Vo) oo s 5 gyl ¥ ceudll Jow 5l o
Lilg; 5l oollas elalp oadans Slinb plo g 285 )13 (5,970 Al loreay ool (s
Wl gy aslolly oo 2 oSTo pllis 5 suidials boms it s Aibls aibs ol L oS

Dg p) Ty 4 bools 5l

class
g S sl byl
class Interfering conditions
class ouy b aib
ooy b e 3o S
. 2la &Hholei
e lph P Axis class or [—p| 4 - N
Causal conditions Actions and d consequences
i henomenon : ) 4
p interactions

5 alslae byl

Interfering conditions
b !
class

(A8 Y1) 00,8 1o 51 JiS ay Yord (s gmo,S) Sloaodld &,k coulolyl Juw -Y Ui
Figure 2. Paradigm Model of Data Theory (Cresville, 2005, citing Danaifard.,
2011, 99)

Do ail 3 (slaasy) ojly 4o &jsoas a5 ol il slaayy shls Liegyy a8

1. Paradigm model
2. Strauss & Corbin
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Table 3 - Onion Structure of The Research Process

&y adlgo
Type Component
oo - 3LEZS g% Seale
Exploratory-Descriptive The Nature of
. J P Research
RS 255, G5y olspll By
Qualitative Approach How to Do Research

S5 ¢ Sl bl
The Governing
Paradigm of Research

S o= (6
Interpretive-Construction

@l SRR 0,5,
Inductive Research Approach
Slvosls (59 O3 (55l
Grounded Theory Research Strategy
S92 g0 (5 Sldllas (s ,Lsls § Guos slra>las aools (5,910 ,5 aute
In-depth and Structured Interviews, Existing Source of Data
Theoretical Studies Collection
moals o g 4y i g
bl Jas 3,k 5l gasalshe 5 o5lopstie " ’
Conceptualization and Categorization through i
Paradigm Modeling Data Analysis
Method

baslas bl (lojas jobar 6o pcs 5 axlas szl OSel 9523 5 Sloj Cagams 4 azsi b
O Dygody oddihais slaslas e ol hs (BasSces 8 glecamo g wald ploxl
adgl Gloas 4y (L3559 sl lesle 51 (SO golin Co e b sliplon! Axlas aiged (gl ais

S 00 55‘)‘ )LQ,> E)Loai} J9A> I FLERW J.’..Lu
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Table 4 - Sample of The Initial Interview Codes
g0 B39 lejle Ko Sl lie pae il Jlo VY lo FF 50 ilasein
Profile: Male, 44 years old, 17 years of experience, human resources manager of a
government sports organization
(Eols ©lSS) amlas (v
Interview text (key points)
O g clin oy wiile ol g, 5l g 05d IS 4 caws Wb lelu (ylojle slaale pus clilagSS ¢ Laa> (6l
A8 ooliwl b g cals, LIS
To maintain the organization's assets, the organization must take action and use
methods such as proper payment and providing amenities and rewards.
S GRS ol 5 QLS aB S eSs 5l eal S35 e (8 Sl b (el
And while providing the mentioned items it prevents the uniformity of staff work.
ol dmitase 3131 (6l it el wailes S &8l,] lesles 4o 1S 4 @l i Lol gl a5 Jelse ala |
For talented people Job security is one of the factors that have made people willing to
work in the organization.
9 a0ty o 31 G505 IS el 9,38 45 (555 & Llia 5l (rdy, 5 ly s &)
Provide a clear definition of benefits so that the individual can benefit from it based on
their function
)l 29y il Oz LS M (slo 50 43 1,5 S j50 IS oloplanil ez 50 g Loy e 4l (2l
el bty ulil
Evaluation should be done over time and while doing the work; Not a one-year course,
for example; Because this method of evaluation is based on cognition.
...\.;S‘SQ&ASML?joLo}L.;uJJLﬁ:\.,ASQT}!JL,.&L..;bm)lSQéM4.“5.05
Helping and welcoming employee development that contributes to the excellence of
the organization and the community.
(Layd)l5 05 ) A5 oo (5 900 b 1y Jloi] cMStin a5 a8 o SaST 08 a1 lojler CorBge 9 ol S po
Understanding the position and position of the organization helps the person to endure
possible problems with patience (employer brand).
S8k s alfails v Dleamillg 1 s Ladl aled G ) ) G979tz g dralz ;o Judl ad Cundg
Ry
The current employment situation in the society and job search should be considered
by all classes, even the elite university graduates.
8,5 0L |y (5 lgmzse yodms Oygods Wb aS WSls 1) 555 ol aclsd plaS o aS witis 2o duile Ol oS
Changes are like waves, each with its own rules that must be learned continuously.
e 0397 O] )3 (B & 28 5 le il el o g igd Gl gholaainl (gl b Glaascs 5l (29,5

g
A group of specialists should be selected for talent identification and they should be
determined based on having sufficient knowledge and experience in that field.
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Capability and development are affected by privatization; Because privatization
creates competition

Bad o S 5 lsE b s b zlsc] asl slooS ailSlar jsbay baslas des (gl
S 5 oo b izils (05 bl o b espie , 5l a5 slads] glaaS bl slaus
slaidl 4 axgi b g cpl jo Saaghy sls Ko ) ladlgae 45" ul 315 connlas 5 ul
51 Ysane oS slasis, 5l oslinl slras Sl shil g ppte dieg 4o 4, &)1 s e
31 (gl &5l 059 00l 55 o0lial ()55 g (gl S 9 (plie B4 (S o)
Oy ol (VYN g g e el (sloizl psle 5 (Bisel o ey slagtsy (e
OAY YN (GughaisSal 7yl 8l anugs bl Sk lo 5 LIS SIS 6l (o35, Olsreas
OG99 PR s sl LIS by, (el ala Gl Stagh Lol Bas oS Sl
L 00 (e VoV ()95 9 T ) Sl (GBS slaiagh (sl 5o sadoesliial slaae
Slahegs 45 0gb oo odlitul ploonsy (sln (a8 Sldllas g g5« Bpme y0 (ol
5L il gzl b ,Samgs (50 1) Feamal) wiloids slonil boagay o1 5L, g350me
ot S5 $EAS (sam slaplS o 5 5k IS L s 05 5T IS losle e b
e 3 ey 0l atin 6090l Axlas slbaS I WY sie Olbls | aslas (28 iy
G pL Lyl s gaoge Slool @y sliwl b (eSS dl> o )0 9 <85 O ja0 bl (5 050
oNle> Gayb 5l BSS daosls (55918)5 Al e £9,8 b &S Sjge al 4 tad oSS Jelse
e olize slaasly jo lools (0 55 3 >0 0l T baslas pasas g ol 5 o5
olgi oo o1 0,8 ool 1y ol sleessay esls jo olsy a5 Jloj g o ls pb €L (5 13505
ool slaasly pralie (FF Y \Y o 5as 5 aoliedle) 0uiS (siios,S o] yome 1, wudlie
bl palae ol jo a5 Canl gaig; (ole (B3, 5o 3L ()ISAS atiis byl Sl
Ol g Gloy 87 (Lo slahg) ol oo S Glbslal g Sleogas a9 digd oo
Sl odsy Koo g olsm 0 )lge dslin ooy 5L o 15l Wl le wad oo plxl IS
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1. Hays & Wood

2. ldrees & Vasconcelos
3. Strauss & Corbin

4, Aldiabat
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Table 5 - Global Talent Management Open Coding

potse adgl glaus
Categor
gory Concept Basic Codes
Helli slahil conss
The State of International Markets
)il nl 5o Hga Gilsd
Jolse Rules of Presence in these Markets
‘ obesbs 3 g b L3l e -
9 Sl s ol by 528 asgols Comdg
6 9eS W . The State of the Country's Trade with other
Communication with Nati
External and : ations
: outside the " . "
National Organization and the Jo nlo J5i8 9,50 slaslailinl 5 Lo slas it
Factors Country Our standards and the standards accepted
by other nations
Ho b g G (ilh (b S B L o]
Familiarity with the culture, language, tax
laws, etc. of other nations
S5 L g B, b (s bl
Monopoly or competitiveness Being
Las domestic market
5 olosles 21> 2945 JB1e 50 5L 9590 olartl 4 (g s o5
425 J5ls obosle Sem e L LLs,l  The amount of access to the required talent
J .
External Communication in the country
Environment with the external 2555 (ool pllS Copndg
of the environment of the The state of the country's political system
Organization organization 29585 0 d5eid Boi> g (Sllle (sl Cundy
and inside Status of tax laws and wages in the country
the Country o ailiwl g caslags @)l59 O s liae

The level of supervision of the Ministry of
Health and Standards
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Table 5 - Global Talent Management Open Coding
dgio P 9oco adgl slous
Category Concept Basic Codes
S50 5 elidcaadse

e Aols v Jdoay hlae Sy
Mutual understanding due to lack of age
distance

ol
Knowing the situation
and understanding a lot
Olosle 50 () Llgs Gl ok 292
Existence of capable managers (leaders) in
by &olee 5 Ol the organization
High power and skill Bl jo ls,lS 5 paie ol pas jgax
Presence of expert and skilled managers in
the position
Sl paass 4 4z
&l Gaedsn Pay attention to people's expertise
Sl Sl Gle g 31 51 L5
Human Upgrade from within the system based on
Resource merit
Intelligence 2B, SUSGl ()5S0l 4 azg5 o)
The need to pay attention to providing
Slojle coles 3929 welfare facilities
Existence of LS sl BB, bl s obnl 4 4z
Organizational Support Paying attention to creating welfare
conditions for employees
O 5 ply 331 gl aren o0 Sl 8
Providing grounds for obtaining loans and
facilities
sl a5 9,8 4 Glejle (paloceasl
Giving importance to the organization and
its expertise
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Table 5 - Global Talent Management Open Coding

dgio
Category

P 90
Concept

adgl sbas
Basic Codes

&8 Ced Coliw 1 5S el

Focus on Pricing and
Payment Policy

LS, (gaiadsn
The
Intelligence
of
Competitors

9 5ok slwogels 35 o3
Focus on learning

Methods and
Development Practices

hio opl L8, b anslie 1o blje 5 358> mlans
The level of salaries and benefits compared
to the competitors of this class
alive logloslo b (8L )0 pelan duslis
Compare the level received with similar
organizations
b anslia ;0 o8 sblie 5 Goi> (alod)) o925
o pl L3,

The effectiveness of evaluating the
rights and benefits of individuals in
comparison with competitors in this class

30 Olosles ;0 0,8 drngi 5 (5 S0l 4 dx gl s

L3, L e,

The importance of paying attention to
learning and development in the
organization in competition with

competitors

Sy 33 2ie)l5 o, Jale oy iege tslojl

obole Glaswss CBlaal
Organization; The most important
factor of employee encouragement in
advancing the development goals of the
organization
baio; don ;o Hlojle ;o Glaswss o
A vision of development in the
organization in all areas
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Table 5 - Global Talent Management Open Coding
dghio P oo adgl slaus
Category Concept Basic Codes
log gz byl OMSCie 4y (S
Dealing with client problems
lags> )byl & ool
Appreciate a client
&) Ceond Jg Gl sz )bl <ol 4 ax g
Identify Client Needs olojles
Paying attention to the satisfaction of
the clients as the guardian of the blessings
of the organization
B slaylib 6L, Sl el
y il eaiatsn el oS 5 alulit Informing about target mz%rkets
b Glawg slaask 5l Jli!

-l sl lulis

gl 156 6,4 .

i SRR Welcoming market development plans
Market Identify and Acquire Ll slo i 85 3 (ol (oo s L
Intelligence  new Information about S SRR S0 O P i
and the Market Approximate stability of special rules

Customers except for international markets

e 5795 Sy Olejle Jsol (ol )8k

Bl Jldinl a5 o8
Establishing the principles of the
sl B plulis organization for the output of the work
S5 5o BB system and of course welcoming creativity
Identify Existing A gloosy] 5| olox
Creative Opportunities Support for creative ideas

OB, laykai g 55 slvosl 4y e az g
Management pays attention to new
ideas and opinions of employees
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Table 5 - Global Talent Management Open Codin

adgl slaus adgl glaus

Basic Codes Basic Codes

adgl sbas
Basic Codes

Sl golia
Administrative System
Health and Human

Lale Lol
Sl Jelye Resources

Structural
Factors

ol g (b3, e
conlio o
Appropriate Financial
Evaluation and
Monitoring System

a2,k Sl @l lapiass 929
Existence of integrated human resource
systems
cilin (85501 8,50,
Appropriate motivational approach
LSSLQ).L& Lglm‘_g'}ﬂji.«.;‘ 5o )WML» Jﬁ“’l 39>9
Existence of competent principles in
organizational strategies
Ol )b
Correlation of human resource
strategies and business strategy of the
organization
Bl die )5 (paads 5 slad > (e S92g
Sl
Existence of professional and
specialized managers in the field of human
resources
‘S:Lul GLA deb..\.ul)S @?5):} 5 J.)l.v.?
Balance in the output of human
resource processes
Proper implementation of performance
management systems
Sgumdin 3o ol g 4520 co il
Ability to analyze cost-benefit

Yo
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Table 5 - Global Talent Management Open Coding
adgl slaus adgl glaus adgl glaus
Basic Codes Basic Codes Basic Codes
lataon plasiial 13 (g sl )Lad 095
Vi
Lack of external pressures in hiring
managerial positions
Sl 05y g s Gl pas g (Sily 05
o=
s”L“ Sl Lack of dependence and lack of
Political Factors government support and serious
e Jalge competition
Environment olasdl slag, o
al Economic sanctions
Factors Mol syl 4y (oo s S 5 00 20
Sanctions and problems accessing
international markets
B ds Coses
ik g, g Work-thirsty population
oy Lolis g as,e conlss
Labor and the Proportion of supply and demand
International Market od sl Sz o S >
Moving towards globalization
Sy 5 50,8 olse S 5 Sls,y wlae
&l Psychological and cognitive beliefs
Individual Factors and Ol e ol Ul
&k, Jelse Customer Oriented Customer expectations
Behavioral Olpae Oleo 50 sl o pdy S
Factors The culture of accepting change among

Society Culture

managers
cultural issues
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Table 5 - Global Talent Management Open Coding

adgl glaas adgl glaus adgl glaus
Basic Codes Basic Codes Basic Codes
Ll
Discipline

ol lpae b g Coles wagas
Commitment, support and belief of
senior managers
O (ot slagaiilys dawgs 4 s
Commitment to the development of
employees' job capabilities

Olpde Gide g L3,
Behavior and Character
of Managers

Sane Jolse Sl mle Se31l lWleiar g 3
Management Drawing a strategic vision of human
Factors resources

! i b e L5 Ol 50 ol Cote gz g 9 Sl @l & Sliel
Relationship of
Managers with Human
Resources

Olnae
Belief in human resources and its
positive aspect among managers
Slesbe sloavsn szl 5o Glpse Ole 6,00
Cooperation between managers in the
implementation of organizational
processes

Oygods Sl slaxinl Copae Jle Jow s bylad Jgaz ,0 0dlgy5ls,5 wledlbl ulul
L] S)LQ.»:J JS»J
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Clients'
Intelligence
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The
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Market
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Figure 3- Causes of the Global Talent Model
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