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Abstract

Objective: The present study aimed to develop a model to enhance organizational attractiveness for attracting
elite human resources to sports and youth departments.

Methodology: The present research used a qualitative grounded theory approach (Strauss and Corbin's
systematic model), with fieldwork as the primary means of data collection. The statistical population of the
present study included academic elites in the field of human resource management and sports management (with
a history of conducting at least two studies in the field of the research topic), sports elites including male and
female sports medalists (with at least associate's degree), and managers of the Ministry of Sports and Youth of
Iran who were selected through purposive sampling (22 people). Data analysis used the grounded theory
qualitative approach for open, axial, and selective coding; open coding was performed by analyzing the
interviews.

Results: The organizational attractiveness development model for the presence of elites in sports and youth
departments is affected by causal conditions (social responsibility, organizational factors, organizational
reputation, human resources, and ethical factors), and by considering the extractive strategies
(communications/management/financial) that are affected by contextual conditions (organizational culture,
workplace characteristics, and technology) and intervening conditions (laws and regulations, economic, and
sports elite readiness), we can witness the emergence of outcomes such as improved organizational reputation,
productivity, work quality, achieving organizational goals, greater participation of athletes, job satisfaction and
loyalty, and the emergence of organizational citizenship behaviors.

Conclusion: Designing and implementing an organizational attractiveness development model to attract and
retain elite human resources in sports and youth departments can help these departments retain these individuals.
This will improve knowledge and expertise in this field and ultimately lead to the sustainable development of
sports and youth in the country.
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Extended Abstract

Summary

Designing and implementing an organizational attractiveness development model to attract and retain elite
human resources in sports and youth departments can help these departments retain these individuals. This will
improve knowledge and expertise in this field and ultimately lead to the sustainable development of sports and
youth in the country.

Introduction

The available statistics on the migration of elites and specialists indicate that developing societies facing poverty
have consistently faced numerous problems in human resource development, leading to the continuous flow of
migration from these societies to the developed world (1). Although the issue of elite outflow is not a new or
emerging phenomenon, it has acquired broader quantitative and qualitative dimensions over the past few
decades, such that it has been recognized and addressed as a social phenomenon. Although the scope of this
phenomenon is not limited to specific countries and is global in scope (2), it is often discussed in connection
with underdeveloped countries. Currently, it constitutes one of the most acute issues and problems of developing
and less developed countries, and the shortage of efficient human resources is one of its consequences (3).

Methodology and Approach

In this study, a qualitative approach and the data-based theory method in the systematic style of Strauss and
Corbin (1990) were used. The purpose of choosing this method was to develop a conceptual and theoretical
model to enhance organizational attractiveness and attract elite human resources in sports and youth
departments. The analysis process in this method includes three stages of open, axial, and selective coding,
which are based on the six dimensions of the paradigm model, including causal conditions, axial phenomenon,
contextual conditions, intervening conditions, strategies, and consequences. This model was chosen due to its
coherent structure, its ability to explain relationships between concepts, and the possibility of designing a native
model based on data from the real field. The study's statistical population consisted of three main groups.
Academic elites in the fields of sports management and human resources, elite athletes with university
education, and managers of the Ministry of Sports and Youth. In the first stage, an initial list of 356 people
related to the research topic was compiled. To better align the community with the research objective, only
individuals who met specific specialized requirements were selected from this list.

Result and Conclusion:

The pattern of developing organizational attractiveness for the presence of elites in sports and youth departments
is affected by causal conditions (social responsibility, organizational factors, organizational reputation, human
resources, and ethical factors). By considering extractive strategies (communications/management/financial)
that are affected by contextual conditions (organizational culture, workplace characteristics, and technology)
and intervening conditions (laws and regulations, economic, and sports elite readiness), we can witness the
emergence of outcomes such as improved organizational reputation, productivity, work quality, achievement of
organizational goals, greater participation of athletes, job satisfaction and loyalty, and the emergence of
organizational citizenship behaviors. In general, the presence of elite human resources in sports and youth
departments can increase organizational attractiveness and improve performance and the achievement of long-
term organizational goals. However, based on the results, it is suggested that sports organizations and sports and
youth departments should adopt an environment that attracts young people and elites, emphasizing professional
development, a positive work culture, attention to innovation and creativity, and the promotion of organizational
reputation. Sports events, projects, and programs should be used to increase the organization's reputation in
society and achieve positive interactions with elites. Modern technological infrastructure and the creation of a
suitable work environment with modern facilities and work methods appropriate to the needs of young people
and elites should be considered. Modern management methods appropriate to the needs of elites, such as
competency-based and pragmatic management, should be used in the organization. Providing training programs,
workshops, and professional opportunities to develop the skills and expertise of elites in specialized areas should

m Licensed under a Creative Commons Attribution 4.0 International License.



Ghasabzadeh et al: Designing A Model for Developing Organizational Attractiveness for the Presence of Elite Human Resources 223

be considered. Promoting and developing the organization's public relations with relevant institutions and
individuals, encouraging networking and positive interactions between elites and the organization, should be
considered. Providing continuous feedback and evaluating the performance of elites, and encouraging them to
use their experiences and suggestions to improve organizational performance, should be emphasized. Designing
and implementing a model to enhance organizational attractiveness to elite human resources in sports and youth
departments can help attract and retain them. This will improve knowledge and expertise in this field and
ultimately lead to the sustainable development of sports in Iran.
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Table 2. Description of demographic characteristics of interviewees
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Table 3. Summary of interviewees' open and axial coding to identify causal conditions
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Table 4. Summary of interviewees' open and axial coding to identify underlying factors
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Table 5. Summary of interviewees' open and axial coding to identify intervening factors
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Table 6. Summary of interviewees’ open and axial coding to identify effective strategies
welio ol iin

52 )5 seglosle b (bls g o35 Shlol bl | gy olbls))|
s gladilu, b bls> 5 o35 Shlol bLs | ags

Silme gladils; jo jpa b Ul 5 (35,5 S Glejlo & el Ssee

Colder anwgi (69,00 (A8l5 @) 5 Slojle Sl 0y sl S5l pelz (g5 540b SR
Oblsz 9 Ry Dbl yo (Slejle

Oblsz 9 (o559 ol calides sla idn 5 o)l g lojle Blaal Sb5)

Oblsz 5 (3550 Sllol 4y 09)5 (sl ass G559 (s jlweslal

S5, s i sl elaseal ‘_ngulsL'xﬂ 30 (G (ydges attiee

Ol 9 (A9 Sl (GlojluwSin 8 35

Slojlo sig e 535 2385 5 Slajlr Codytome (Glojl B 35

)9 OBSS da sl Gl g s Sl 5lis e (Jle glie (els S

Obls= 5 (59 Slylol slacslu 5 g Slazd Sgpe 6l (o gl (el
O Glp Jle slagsin 5 ok bl o5

e jpam 6l Slosles Coliz anug glas,oal, slaadlye 5 olal 5 Lol algin ¥ g osgio o5 VY a5 ols Lis § Jgom b

il OUlsz 5 35 Il s A Ll

S sloasly oluls ol bosgiaslas 5,55 g 5k & 50 aM> Y Jeus

Table 7. Summary of interviewees’ open and axial coding to identify effective outcomes
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Figure 1. Organizational attractiveness development model for the presence of elite human resources in sports and youth
departments
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