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Abstract

Current organizations acceleration, complexity and unpredictability of changes and their
survival in a changing and competitive environment depends on their ability to develop
employees. The main purpose of this study was to design a human resource development
model for the Ministry of Sports and Youth. The study was done in the framework of
qualitative approach with applied purpose. The statistical population consisted academic,
managerial and executive experts who were identified using snowball sampling method.
They were interviewed in a qualitatively semi-structured pattern that was conducted in
prior coordination with experts. Interviews continued until the stage of theoretical
saturation (n = 14). Thematic analysis (theme) technique was used to data analyses. To
ensure the validity of the research, reviewing the method by samples (interviewees) and
the multilateralization of data sources were performed and to calculate the reliability of
the performed codings, rest-retest reliability and inter-subject agreement reliability
(agreement between two coders) methods were used. After implementing the content of
the interviews and their preliminary analysis, the initial codes or concepts were identified
and in order to achieve the main categories, similar codes were placed in a category.
Findings showed that the most important factors in human resource development in the
Ministry of Sports and Youth include organizational, job and individual factors and also
human resource development strategies. Implementing this model can create a systematic
structure within the framework of criteria for the staff development of Ministry of Sport
and Youth.
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Extended Abstract

Background and Purpose

With respect to the high rate of variations in technology, the shaping of global
waves, and the short-term cycles for the survival of goods and services, tangible
assets like capital and land will no longer figure out the establishment of
sustainable competitive advantage for the organization (1). Hence, human
resource management (HRM) in organizations is of special importance. Among
the activities associated with HRM, human resource development (HRD) is so
critical concerning the changes in the environment and the requirement for
updating the employees (2). Because of its responsibilities undertaking in the
sphere of sport for all and professional sport, the Ministry of Sport and Youth also
requires the development in all items, containing human resources. Sport is
different from other fields in the government. Besides, with regard to the
specialization of tasks, the discussion of human resource development (HRD) in
this ministry necessitates a comprehensive study. Thus, this study aims to offer
human resource development strategies, emphasizing obstacles and drivers in this
area while presenting a model tailored to the sports context and environment.

Materials and Methods

This study is a qualitative (in terms of data collection), applied (in terms of
purpose) research. Taking into account that the researcher plans to design a human
resource development (HRD) model in the Ministry of Sport and Youth via
interviews with experts, a qualitative approach was exploited. In this respect, in-
depth and semi-structured qualitative interviews were employed for gathering
data. This survey was conducted in four stages, including 1. Study of theoretical
basis, 2. Interviews with experts, 3. Analyzing along with open and axial coding
of interviews, and 4. Design of human resource development model in the
Ministry of Sport and Youth. The content analysis was applied for analyzing the
data gained from the interviews. The population consisted of experts in this
domain (faculty members of sports management and human resource
management, experts in the field of management and administration of the
Ministry of Sport and Youth, and heads of federations (commissioners), who were
sampled using the snowball sampling method. The interviews continued until the
theoretical saturation (n = 14) was achieved. To put it another way, the interviews
were stopped when the researcher found that the new interviews did not contain
new data and were repetitive. The central problem in assessing the validity of
qualitative research is specifying the linkage between the relationships that the
researcher has examined and interpreted about them (3). In this study, multi-
stratified data sources were used. To this end, three core sources were exploited

@' [TATECTE Creative Commons Attribution-NonCommercial-NoDerivatives 4.0 International Public Licen



109 Sport Management Studies, Volume 15, No 78, 2023

as groups that can offer data to the researcher concerning the subject of the
research. Moreover, the source of studying theoretical and research literature,
including specialized articles and texts, was applied. Subsequently, the methods
employed to assess the validity of the data included review by members and
review by co-researchers. Furthermore, the test-retest reliability and the inter-
subjective agreement were utilized to calculate the reliability of the interviews
conducted.

Results

After the collection of data derived from the interviews and implementation of
their content to achieve a codified and precise model, the texts of the interviews
were analyzed in open and axial coding paradigms. In order to explore the desired
mechanisms, 156 out of 206 codes obtained, after deleting the overlapping codes,
were finally identified. Next, similar codes were put in a subcategory, and a title
representing all the codes of the same category was chosen for each subcategory,
and ultimately the relevant core category was declared by the combination of
several subcategories. Accordingly, the most critical dimensions of human
resource development (HRD) in the Ministry of Sport and Youth, containing
organizational factors, occupational factors, individual factors, and human
resource development strategies, were achieved. It is worth bearing in mind that
organizational factors of development in this pattern comprised the sub-
components of the organization's strategic plan, organizational culture, applicable
and operational training, recruitment and talent identification (T1D) with emphasis
on within the organization, service compensation, organizational commitment,
integration of human resource functions, and providing opportunities for growth
and prosperity. Occupational factors of human resource development (HRD) in
the offered model embrace the sub-components of appropriateness between job-
employed, job enrichment, job rotation, and job security. Individual factors in
human resource development (HRD) embody the sub-components of personal
motivation, personal characteristics, well-being, and quality of working life.
Eventually, the human resource development (HRD) strategies listed in this model
entail the sub-components of meritocracy, participation in specialized meetings
and workshops (learning organization or LO), succession planning, coaching
(mentoring), job career, performance evaluation and management, and reduction
of interferences and political pressures.

Conclusion

With regard to the prevailing culture, the nature of the duties, kind of tasks, and
type of management (public-private) of large organizations, it is essential that they
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have their specific human resource development model so that they can upgrade
employee performance and consequently the performance of the entire
organization. The Ministry of Sport and Youth is no exception and should have a
formulated pattern for the development of its employees with respect to its
strategic role in the country's sports. Unlike previous studies that most of them
conceived a three-step model (input, process, and output) for staff development,
this study dealt with designing a human resource development model with a new
attitude and considered the cases intended as blind spots in this sphere. Among
them, items such as welfare and quality of working life and family of employees,
job security, coaching, and reducing political pressures, and extra-organizational
interferences could be pointed out. These items have not been mentioned in the
previous studies.

Key words: Human Resource Development, Organizational Factors, Job
Factors, Individual Factors, Development Strategies
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Table 2- Main categories and sub-categories related to human resource
development of the Ministry of Sports and Youth

ol icelo ‘5::";? PSERRIIeR (o o2 Ll palie) oS
Experts category Subcategories Codes (identified concepts)

Sl 5 SFliierer sla Sho 4 a>g
Sy yaalip pliin 69,805k 5 (38 bLI )|

3 2 . 1 . by (gljle @ljhe g (uilsd dangs
5 o 4 o 3 60)_,_@,]) M[)‘)_', Lgl.:muljﬁ u“’“ Sg ‘gsl‘L“”C}:’-‘. U‘:‘"53 “siLe)'L»
. 7 o 6 o L;SLQ)‘L..‘ J.o|5.c OLA}LM dxwgs Lglﬁ d).:.tbl) Q.'i...'bb ‘LQQ| Lg|):‘>| 9 oo

10.9,8 Organizational ~ Organization's —4rwg asie 5 osde i yaaby o Slasl wlio

12 o 11 o factors Stlrategic s s&)b‘j 63)-:‘“") Qe (p2 g s@L...J @L:.o
‘ ‘ annin e

14 .13, £ s Sgs w0 yebly by (higel g3yl asliy

Obosle 5o Lo (sl (lsd

Considering demographic

characteristics and communication,
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technical, and interpersonal skills
while planning for development,
organizational rules and regulations,
organizational plans, international
law, lack of department for proper
plans and their implementation,
having a strategy for human resource
development, systematic and concise
planning of human resource
development, formulating a strategic
document of the ministry, preparing a
strategic training plan, strategic plan,
lack of related rule according to
higher law in the organization
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Sioyd S 4 4zl ol B LS s ol 8 e

losl K29 slesle
Organizational  promotion of organizational culture,
Culture becoming and training individuals

beside experienced people into an
organizational culture
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Training the necessary skills, creating
a job profile for each individual,
upgrading people via practical and
workshop training, training
executives by experienced and
successful managers, having a
program for training any of the
people separately, designing a
training  program  based on
performance management, using
training courses, training at the
beginning of employment, on-the-job
training (OJT), paying attention to
staff training and learning, staff
training  before  entering  the
organization, lack of familiarity of
staff with novel approaches of
training, using old-fashioned primary
school training, using workshop
training, planning training programs
on the basis of needs assessments
conducted, skilled and operational
nature of training, targeted and
effective training, using specialized
and applied training, designing and
generating staff training information,
training and empowerment with
respect to the needs of the
organization, providing
organizational training tailored to the
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Recruiting and
talent scouting
(talent
identification)
with an
emphasis on
within the
organization

continuum of change, modular
trainings  (modular  curriculum),
presenting content-based trainings,
providing knowledge-based
trainings, skills and insights, using a
combination of formal, informal, and
open trainings, using the analysis and
evaluation team for presenting
practical trainings
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b s e 08,5 Jeass sldl 5l oolizul oSS
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Considering the standard and
scientific process of deploying staff,
utilizing educated people associated
with the specialized field during
recruitment, recruiting on the basis of
needs assessment and field study,
taking into account academic
prerequisites during the hiring, right
recruitment to lower the people’s
development  expenses, suitable
selection of forces at the time of
recruitment, designing a recruitment
center, identifying the real needs of
the organization for human resources
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Sloas ol

Compensation

e
Organizational
Commitment

during recruitment, applying talent
identification system of employees,
appropriate employment of human
resources, establishing a tank of
talented people to gain key positions,
selection of top managers (high-
ranking executives) of  the
organization from the body of the
ministry, supply and recruitment
within the organization, exploiting
talent identification and talent
assessment (Aptitude research and
Aptitude Assessment / Testing)
working group
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Offering performance-based
financial incentives, making a
distinction between hard-working
and high-level employees with other
employees, lack of support for the
employee service compensation
system from the human resource
development system, dependency of
service compensation system on
meeting the living needs of staff, the
focus of service compensation system
to individual differences in employee
performance, consideration of the
ministry staff promotion

eSS p NS 3 gpdde LSl Glojlu se
Organizational ~ commitment  of
individuals, precedence of
commitment relative to expertise
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Integration of Taking into consideration other
human human resource systems during
resource development
functions
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Providing Taking part in making decisions,
opportunities personal development plans for all
for growth and employees, giving equal
prosperity opportunities available for
employees, holding training courses,
workshops, designing an
empowerment program proportional
to organizational positions, paying
attention to the development of
employees
5 s ks Glaal o Saen B g Jad cwls
J.CL.» UL‘)L“" 9 ‘))'é LS“""""?S
Person-iob Person-job  fit, Correlating the
PJ) fgt development goals of individuals and
organizations
pl2edle it Lelse il o Jid Ll gl ol ralissl]
9ebed OC(]:cupationaI Opidan g Jrd Hhb o Jab
14 ¢ 11 ¢ actors IS W o Sdes b3l sluep Jids (b (LS
Job Giving power to people for career
enrichment  choice, job enrichment, job design,
training of multi-job employees, job
design based on performance
appraisal
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Individual
factors

Job rotation

Job security

t5‘>)é t_ngoﬁfJ‘
Individual
motivations

e s Sy
Personal
characteristics
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Utilizing job rotation system, the
relationship between working groups
at the time of job rotation, gradual
and slow implementation of job
rotation, execution of regulations in
connection with  job  rotation,
implementation of job rotation
tailored to the employees'
empowerment
S0 olé) ‘&5)15 Ja...?m u....,ol)l ‘LSL-...J w...nl
Job security, workplace peace,
spiritual well-being
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Creating motivations among
individuals, financial incentives,
encouraging people with motivators
tailored to their capabilities,
enhancing employee satisfaction,
paying attention to employee
motivation, attempts to increase
employee learning motivation
conlin sla s, asS (LSS sl ki, Sbj)
biye g0, Jelse 4y azgs dagyl ol 1,8 5501
Lo los o bolasinl dacellB Jold aswss b
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p2ele

5ade3

plebe
10.9,8

Axwgl Lgl_:haﬁ.:nb
Human
resource

development

g.,‘...:L.S 9 olé)

oS (S5
Welfare and

quality of
working life
of employees

Meritocracy

&l & 53 (LS arwgs 9 55,400 055>
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692 sl (28,5 )0 (aass 4 i
Evaluating employee behaviors,
detecting right behaviors and putting
them as a model, considering
individual factors associated with the
development, containing capabilities,
talents, and skills, specifying the
technical and professional level of the
employees for identifying the
existing gap to the ideal level, taking
into account individual differences,
correct recognition of employees,
paying attention to the required
parameters for the charge of a
position, the relevance of the
education of those in charge in the
sphere of employees planning and
development, the need for diverse
human resources in comparison with
other organizations, more focus on
expertise, taking into consideration
individual differences

Solgls SW; curS 4 axg (LSS b3,
ol 3l
Welfare of employees, taking into
account the individuals' family
quality of life (FQOL)
P e bl s Yleatnls sl
S s Yloasunlis pllss 51 oolinwl ( Siwsls
ablanl jo g Yloatuls gloasls fols )3
il
Implementing meritocracy,
competency-based training (CBT),
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A3, 12, (HRD) employing  meritocracy  system,
14, strategies extrapolating meritocracy indicators

oaid ;o oS8 %
LSL‘°°5J§)L§ 9
(o.\jﬁfoli
Participating
in specialized
sessions and
working
groups
(learning
organization)

890 el
Succession
Planning

in appointments and promotions

sl siulen g b il s o (LS IS oloes b
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Taking part of employees in
reputable conferences and seminars,
dispatching employees to scientific
and specialized congresses and
conferences, utilizing workshops,
participating in operational
implementation environment, putting
them in work execution positions,
holding workshops with respect to
the problems of organizational
departments, exploiting operational
training during the implementation of
activities, making training practical
and operational, learning
organization (LO), providing a
context and environment of learning
for employees, involving employees
in meetings and councils, knowledge
management (KM)
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Considering succession planning,
recognizing the successors of retired
and experienced persons, training
individuals to  undertake key
positions, mental and environmental
preparation of the organization for
the implementation of succession
planning, right and appropriate
execution of succession planning,
propagating the succession planning
culture
3 eolatuwl S I8 ol Bl glaay o 5l colasul

ooliiwl o jj9el (sl (50,5l g slbiwl Sin b
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Olgreds abluls 5 45,250 ol 81 5l oalazl g =il

_ o
S Employing the experiences of skilled
Mentoring people, exploiting the teacher-student
culture  for  training, using
experiences of old hand people
(expert), documenting the
experiences of sophisticated people,
applying experienced and adept
people as teachers
OB (e s 5
Outlining the career path of
employees

slagygesl pbml imslio (ol )l pllss S ol

b aaly )l
Career path
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Generating a suitable assessment
system, conducting in-service tests,
continuous assessment of individuals'
abilities, appropriate performance
appraisal system, upgrading the
performance appraisal system, using
360-degree performance appraisal to
evaluate  the behavior  and
performance of employees, using
performance appraisal based on
employees separately, using
continuous performance appraisal,
employing 360-degree performance
appraisal, exploiting  systematic
performance appraisal, promoting
employees based on performance,
utilizing performance appraisal with
respect to employee expertise, lack of
using the identical performance
appraisal forms for all employees, the
appropriateness  of  performance
appraisal indicators with the job
description and position description
of employees, defining an evaluation
index for all activities of the
organization, assessing all
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employees, comparing the end-of-
year performance of individuals with
initial expectations, paying attention
to individual differences during
performance appraisal, applying
performance appraisal forms specific
to the ministry, carrying out a
performance appraisal system on the
basis of meritocracy
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~decreasing the interference of extra-
b sl organizational institutions in  the
decreasing  appointments and promotions of
political people, decreasing political games in
interference  appointments, decreasing the
and pressure  involvement of political people,
implementing Principle 44 of the
Constitution, adhering to the 80/20
Rule, also known as the Pareto
Principle) for changes of employees
when changing ministers in the
organization, decreasing political

pressures
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