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Extended Abstract

Introduction

Today's battle is intense on resources that bring
sustained benefits to the organization. The main of
these 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 presentation of the talent
management dynamic model for futuristic policy
making. For this purpose, using the systems dynamics
method, first the relevant variables were identified and
then by constructing causal loops, the state-flow model
of the research is presented.

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). The statistical population of the study
consisted of the talented and specialized managers and

professors in the field of talent management in which
12 individuals were purposefully selected as the
sample group based on the snowball method to achieve
theoretical saturation. Data analysis was performed
using Vensim software. To validate the model, the
limit condition test was used, which in this test
according to Figure 1, confirms this situation due to the
non-negative behavior of the variables. The Ilimit
condition test actually shows the logical performance
of the model in the limit conditions.

Results

According to the results, policies for effective
implementation of the talent management process,
including identification and absorption, development
and retention of talents were presented and finally a
talent management model was designed and developed
for the Ministry of sports and Youth. In general, 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, absorption
talent based on skills and competencies, providing the
necessary general training and skills, empower
individuals and maintain talents by increasing salaries,
adequate benefits and providing active
participation.Sports and Youth. In general, 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, absorption
talent based on skills and competencies, providing the
necessary general training and skills, empower
individuals and maintain talents by increasing salaries,
adequate benefits and providing active participation.

Tabel 1. Variables behavior chart of empowerment, satisfaction, performance and participation
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Conclusion

So far, various models of talent management have been
presented, each of which has investigated talent
management in a specific field. According to Phillips
& Roper (2009) the talent management process is
considered to include components such as absorption,
selection, involvement, development, retention of
employees, which are somewhat consistent with this
study. As well as, Chabault, Hulin & Soparnot (2012)
stated talent management process includes absorption,
recruitment, identity identification, development and
retention of employees, which confirms the proposed
model of the present study. In addition, Schiemann
(2014) 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 research, 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. In general, this research provides a decision
support system in the field of talent management; by
applying different policies in this system and
comparing its effects, the best policy is adopted which
based on the system dynamics approach can be used to
show the long-term effects of managers' decisions on
the entire talent management system and also to
correction their mental model.
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