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Objective: The study aimed to design a model of the impact of talent
management on human capital with the mediating role of organizational
innovation (a case study of the Tehran Municipality Sports Organization).
Methodology: This research employed a descriptive-correlational method. The
statistical population included all employees (managers and experts) of the
Tehran Municipality Sports Organization, totaling 300 individuals. The sample
size was equal to the population size, employing a census method. Data collection
tools included the standard Talent Management Questionnaire by Phillips and
Roper (2009), the Organizational Innovation Questionnaire by Omid et al. (2002),
and the Human Capital Questionnaire by Ghorbani et al. (2013). For data
analysis, SPSS and LISREL software were utilized.

Findings: The results indicated a significant relationship between talent
management and organizational innovation and between talent management and
human capital. However, while there was a significant relationship between
organizational innovation and human capital, the mediating role of organizational
innovation in the relationship between talent management and human capital was
not confirmed.

Conclusion: The overall conclusion of the research is that human resources are
considered the most valuable capital of any organization and are central to
development. It is evident that the Tehran Municipality Sports Organization, in
its path toward growth and development, requires precise planning for this capital
and the utilization of talent management and organizational innovation.
Keywords: Talent Management, Human Capital, Organizational Innovation.
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1 Introduction

alent management holds significant importance in

various  organizations, particularly in  sports
organizations such as the Tehran Municipality Sports
Organization. This is because human resources in this
domain contribute not only to the quality of services
provided but also to the achievement of developmental and
social goals (Carlson et al., 2019). In such organizations,
human capital refers to the collective knowledge, skills, and
capabilities that employees and managers bring to the
organization, playing a vital role in implementing sports
programs, enhancing public health levels, and creating
suitable sports platforms for the community (Carrer et al.,
2003). The impact of talent management on human capital
in the Tehran Municipality Sports Organization can be
examined from several perspectives. Firstly, identifying and
attracting suitable talents for this organization is of
paramount importance (Kersh & Frank, 1999). Through
effective talent management, the organization can attract
individuals with the necessary expertise and skills who can
meet the sporting needs of the community. This leads to
improved sports service quality, enhanced citizen
satisfaction, and better outcomes in sports programs
(Szeremeta et al., 2021).

Secondly, the development and training of employees
within the framework of talent management can enhance the
organization's human capital. By investing in specialized
training and enhancing employee skills, the Tehran
Municipality Sports Organization can have more capable
employees who more effectively implement sports
programs. This development leads to increased productivity,
creativity, and innovation in sports services (Fang et al.,
2020). Finally, retaining and motivating talents within the
organization plays a crucial role in stabilizing human capital.
Talent management helps the Tehran Municipality Sports
Organization create an attractive and supportive work
environment where employees remain motivated and willing
to continue their collaboration (Galante et al., 2023).
Retaining talents is essential because it prevents the loss of
knowledge and skills, leading to increased stability and
efficiency within the organization (Sharma et al., 2022).

Overall, the impact of talent management on human
capital in the Tehran Municipality Sports Organization
directly manifests in improving the organization's overall
performance, enhancing the quality of sports services, and
increasing public satisfaction. Implementing effective talent
management strategies can ensure the organization's
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sustainable success in achieving its sports and social goals
(Piver, 1996).

The impact of talent management on human capital can
be explored through the mediating role of organizational
innovation, as a complex and interactive process. Talent
management helps identify, develop, and retain talented and
capable individuals within the organization, which, in turn,
positively affects human capital. However, organizational
innovation as a mediator can amplify and accelerate this
impact (Zou et al., 2020). When organizations actively
engage in talent management, this process creates a dynamic
and creative work environment where talents are encouraged
to propose new ideas and improve processes (Carlson et al.,
2019). This innovative environment provides opportunities
for employees to showcase their abilities, contributing to
individual and organizational growth and development. In
other words, organizational innovation not only leverages
the existing talents within the organization but also acts as a
catalyst that enhances the value of human capital (Kwon et
al., 2021).

Human capital, which includes employees' knowledge,
skills, and capabilities, can be significantly strengthened in
an innovative environment. Organizational innovation
allows employees to utilize their knowledge and skills to
create new solutions and improve organizational
performance. This process not only increases the
organization's productivity and efficiency but also fosters the
growth and development of human capital, as employees
continuously learn and develop in such an environment
(Rugg et al., 2018). Thus, organizational innovation acts as
a mediator between talent management and human capital,
making the positive effects of talent management on human
capital more pronounced (Confino et al., 2019). This process
leads to increased employee motivation, improved
organizational performance, and ultimately, an overall
enhancement of human capital.

As a result, organizations that value both talent
management and the promotion of organizational innovation
can have a more powerful and dynamic human capital,
capable of creating sustainable value for the organization
(Xu et al., 2020).

In today's competitive world, organizations, particularly
in dynamic and innovation-driven fields such as sports and
public services, face numerous challenges in managing their
human capital. Talent management, as a strategic process
focused on identifying, developing, and retaining talented
and capable employees, can play a key role in enhancing
human capital. However, talent management alone cannot
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lead to maximum productivity and human capital
enhancement. In this context, organizational innovation, as
a mediating factor, can significantly strengthen this impact
(Post et al., 2020). The main issue is that in many
organizations, talent management and innovation processes
are managed separately, and the connection between these
two is not well understood or strengthened. This lack of
coordination can lead to the underutilization of human
capacities and a reduction in the positive effects of talent
management on human capital (Rugg et al., 2018). In other
words, if organizations fail to create an innovative
environment where talents can flourish, the existing human
capital may not only fail to develop but may also suffer from
reduced productivity and the loss of key employees (Zou et
al., 2020).

As a result, it is essential to examine how talent
management affects human capital with the mediating role
of organizational innovation. Research in this area can help
organizations employ appropriate strategies to not only
improve their human capital but also achieve sustainable
productivity —and  growth  through  strengthening
organizational innovation. Understanding this relationship
can guide organizations in creating work environments
where talent management and innovation synergistically
enhance human capital to its highest possible level.
Therefore, the present study aimed to design a model to
examine the impact of talent management on human capital
with the mediating role of organizational innovation (a case
study of the Tehran Municipality Sports Organization).

2 Methods and Materials

This research is applied in terms of data collection and
descriptive-correlational in terms of method. The statistical
population of this study includes all employees (managers
and experts) of the Tehran Municipality Sports
Organization, totaling 300 people. Given that the research
population is considered a limited population, no specific
sampling method was used, and the sample size was equal to
the population size, using a census method. After
coordination with the Tehran Municipality Sports
Organization, the necessary permission and introduction
letters were obtained for presence in the Sports
Organization, district sports departments, and sports
facilities, and the research was conducted. The researcher
was present on-site to distribute the questionnaires and, after
providing the necessary explanations and resolving any
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ambiguities, proceeded to distribute and collect the
questionnaires after completion.

All the selected questionnaires for this research were
standardized and had acceptable validity and high reliability.
The questionnaires were evaluated for spelling and
grammar, and any errors were corrected. The standard Talent
Management Questionnaire by Phillips and Roper (2009),
with  seven components—talent attraction, talent
identification, maintaining positive relationships, talent
development and improvement, talent utilization, talent
retention, and talent maintenance—was used, which
measures talent management with 43 items on a five-point
Likert scale (very high, high, medium, low, very low). The
reliability of this questionnaire was reported using
Cronbach's alpha method (Sarfarazi et al., 2022).

The Organizational Innovation Questionnaire by Omid et
al. (2002), which consists of 22 questions and includes
components of environmental innovation (questions 1 to 5),
leadership innovation (questions 6 to 8), individual
innovation (questions 9 to 14), environment-feedback
(questions 15 to 18), and individual-feedback (questions 19
to 22), was used. The questionnaire is of the closed-response
type, and the scale for measuring the questions was Likert.
The questions included options of completely disagree,
disagree, neutral, agree, and completely agree (Sadat
Mousavi & Ebrahimi, 2024).

To assess human capital, the Ghorbani et al. (2013)
questionnaire was used, which includes 40 questions and 7
subscales: motivation, management and leadership,
knowledge and skills, commitment, experience,
competence, and entrepreneurship. This questionnaire was
designed on a Likert scale from very low to very high.
Validity was assessed using face validity, and reliability was
reported using Cronbach's alpha method (o = 0.90)
(Ghorbani, 2020).

The Kolmogorov-Smirnov test was used to assess the
normal distribution of data. To ensure measurement
accuracy for each of the research variables, internal
consistency was evaluated, and Cronbach's alpha was used
to calculate the reliability of the instruments. To determine
the correlation between the research variables, Pearson
correlation and multiple correlation with simultaneous
regression were used. Finally, structural equation modeling
(SEM) was used to test the hypotheses and the conceptual
model. For data analysis, SPSS version 18 and LISREL
version 8.8 software were used, with a 95% confidence level.
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3 Findings and Results

The descriptive demographic results showed that out of
310 participants, 198 (63.87%) were men, and 112 (36.12%)
were women. Additionally, among the 310 samples
analyzed, 65 (20.96%) were aged between 20 and 30 years,
108 (34.83%) were between 31 and 40 years, 117 (37.74%)

Table 1

Results of the Kolmogorov-Smirnov Test
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were between 41 and 50 years, and 20 (6.45%) were between
51 and 60 years. As shown in Table 1, the significance level
of the normality test for the indicators is greater than o =
0.05; therefore, with 95% confidence, the null hypothesis is
accepted, indicating that the data follows a normal
distribution.

Variable K-S p Distribution Result
Talent Attraction 0.764 0.604 Normal
Talent Identification 0.670 0.760 Normal
Talent Development and Improvement 0.656 0.783 Normal
Maintaining Positive Relationships 0.533 0.236 Normal
Talent Utilization 0.954 0.323 Normal
Talent Retention 0.696 0.718 Normal
Functional Capability 0.777 0.582 Normal
Environmental Innovation 0.658 0.312 Normal
Leadership Innovation 0.783 0.401 Normal
Individual Innovation 0.814 0.281 Normal
Environment-Feedback Innovation 0.765 0.559 Normal
Individual-Feedback Innovation 0.539 0.570 Normal
Human Capital 0.798 0.324 Normal

The standardized coefficients from the LISREL output
and the t-scores for each path coefficient are presented in
Table 2.

Table 2

Results of the Structural Model Analysis Between Talent Management, Organizational Innovation, and Human Capital

Pathways t-value Result

Talent Management — Organizational Innovation 8.14 Significant (Confirmed)

Talent Management — Human Capital 3.53 Significant (Confirmed)
Organizational Innovation — Human Capital 8.48 Significant (Confirmed)

Talent Management — Human Capital through Organizational Innovation 16.62 Not Significant (Not Confirmed)

As shown, the research model included three variables,
all of which were confirmed. To validate the proposed
research model, the goodness-of-fit test was used. As
indicated in Table 3, the goodness-of-fit test confirmed the
research model. The indices and coefficients obtained from
the research are listed in the table below. Based on the index
values provided for this model in Table 3, the chi-square to
degrees of freedom ratio is less than 3, and the fit indices
NFI, CFI, IFI, GFI, and AGFI are greater than 0.80, with
RMSEA and RMR also being less than 0.10, all of which
confirm the model’s fit. According to the LISREL output
shown in Table 3, the calculated value of ¥*/df is 2.36; a y2/df
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value less than 5 indicates a good model fit. Additionally,
the root mean square error of approximation (RMSEA)
should be less than 0.08, which in this model is 0.06. The
GFI, AGFI, NFI, and CFI components should be greater than
0.90, and in the model under study, they are 0.89, 0.91, 0.87,
and 0.90, respectively. The RMR should also be less than
0.05, which in this model is 0.05. Based on the indices and
outputs from the LISREL software, it can be said that the
data do not entirely fit the model; however, the indices
presented suggest that, overall, the proposed model is
reasonably  appropriate, and the empirical data
approximately align with it.
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Table 3

Goodness-of-Fit Indices for the Research Model
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Fit Indices AGFI GFlI CFI NFI RMR RMSEA CMIN/DF
Criteria Value >0.80 >0.80 >0.80 >0.80 <0.10 <0.10 <3
Obtained Value 0.89 0.87 0.91 0.90 0.05 0.06 2.36

4 Discussion and Conclusion

The findings of the present study indicated a significant
relationship between talent management and organizational
innovation, as well as human capital. These findings are
consistent with previous results (Post et al., 2020). Future
talent management will lead to enhanced cohesion and
strengthened relationships. This relationship forms between
the organization and employees, as well as among the
employees themselves, leading to the development and
enhancement of social capital. Additionally, retaining
talented individuals within the organization creates high
levels of cohesion and solidarity among the workforce,
which is a topic discussed in management, social sciences,
and political science under the concept of social capital
(Kersh & Frank, 1999). Social capital is a modern concept
that plays a much more critical role than human and physical
capital in organizations and societies (Carrer et al., 2003).
The concept of social capital refers to the connections and
relationships among members of a network as a valuable
resource and, by creating norms and mutual trust, facilitates
the achievement of the members' goals. In the absence of
social capital, other organizational assets, including human
capital, which is at the top of the organization's talent, lose
their effectiveness, and the path to cultural and economic
development becomes rough (Zou et al., 2020).

Today, sports organizations need to manage their human
resources differently to address these challenges and
opportunities (Fang et al., 2020). It can be said that in today's
organizational environment, not only is attracting
individuals a challenge, but retaining them poses an even
more significant risk. In response, large organizations have
implemented and applied talent management strategies to
attract, utilize, develop, and retain employees within the
organization. Managing sports requires serious attention to
organizational structure and management. On the other
hand, the neglect of management knowledge is one of the
fundamental problems in Iranian sports, as this aspect is
weakening day by day. Today, adopting correct and efficient
talent management policies, strategies, and practices has
become a critical issue in various societies (Piver, 1996).
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Identifying the components and elements of talent
management in different societies with varying
infrastructures, resources, advantages, and markets is the
most important research activity for decision-making about
talents. Researchers in this field try to monitor the factors
affecting the physical stimulation of elites and
knowledgeable forces in various ways and, by identifying
these factors, influence the decision-making processes and
decisions of managers in this field both directly and
indirectly (Galante et al., 2023).

It should be noted that human capital is the main focal
point of behavior and performance within an organization,
and for this reason, it has received the most attention from
managers and educational science researchers in the past two
decades. According to researchers' findings and managers'
experiences, achieving sustainable human and intellectual
capital requires the implementation of an efficient human
resource management system (Confino et al., 2019). On the
other hand, a workforce committed to the organization's
goals and values is not only a factor for an organization's
superiority over others but is also considered a sustainable
competitive advantage for many organizations. In this
regard, the optimal use of human resources falls within the
responsibilities of human resource managers in
organizations, and genuine investment in human capital and
implementing human resource actions lead to increased
organizational performance and productivity (Xu et al.,
2020).

The Tehran Municipality Sports Organization is a local
organization with various responsibilities. One of the most
important duties of this organization is the development and
promotion of sports across different sectors (Kersh & Frank,
1999). The results showed a significant relationship between
talent management and organizational innovation in the
Tehran Municipality Sports Organization. Managers' focus
on innovation, whether directly by implementing new ideas
in administrative, technical, and specialized areas
themselves, or indirectly by encouraging and supporting
innovations within the organization, creates an atmosphere
where the routine and repetitive work gradually transforms
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into innovative behavior at the organizational level (Carrer
et al., 2003).

The overall conclusion of this research is that human
resources are considered the most valuable asset of any
organization and are central to development. It is evident that
the Tehran Municipality Sports Organization requires
precise planning for this valuable asset on its path to growth
and development. Given that the Tehran Municipality Sports
Organization is continually exposed to rapid environmental
changes, both the organization and its human resources need
to adapt. To properly respond to these changes, it is essential
to consider future developments, anticipate the environment,
and make impactful decisions about the future. Therefore,
flexibility and acquiring sufficient knowledge to respond to
these uncertainties in sports organizations are more
necessary than ever before.
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