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Abstract

Talent coaching plays a pivotal role in identifying, nurturing, and strengthening the
capabilities of high-potential individuals. Nevertheless, a fundamental question arises: who
can act as an effective talent coach, and with what personality traits, knowledge, expertise,
skills, and within what organizational context? This study seeks to develop a talent coaching
model in public sector organizations. This research adopts a mixed-methods design with a
developmental-applied orientation and an exploratory approach. The study was conducted
in three stages: (1) a systematic literature review and expert interviews, (2) qualitative data
analysis using thematic analysis with a theme network approach, and (3) validation of the
identified components through the fuzzy Delphi method. The statistical population
consisted of academic experts and managers in public sector organizations. Using
purposive judgmental sampling, 18 experts were selected. Data were collected through
semi-structured interviews and a two-round fuzzy Delphi questionnaire. The thematic
analysis revealed 23 sub-components of talent coaching, which were classified into three
major dimensions: “the essence of coaching,” “the coach’s toolkit,” and “the coaching
ecosystem.” The “essence of coaching” dimension refers to individual-level attributes and
competencies, including coaching-oriented personality traits, professional knowledge and
experience, and communication capabilities. The “coach’s toolkit” highlights essential skills,
certifications, and standards, including professional coaching certificates, technical
coaching skills, and familiarity with coaching methodologies. The “coaching ecosystem”
encompasses organizational enablers, including coaching-oriented strategies, enabling
structures and processes, and a supportive coaching culture. This study enriches the body
of knowledge by conceptualizing talent coaching and proposing a comprehensive model
that has received limited scholarly attention. The model integrates individual, professional,
and organizational levels, thereby offering practical insights for managers and HR
specialists. It clarifies the essential traits, knowledge, training, certifications, technical
skills, and organizational conditions required for individuals to function effectively as talent
coaches in public sector organizations.
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Extended abstract

1. Introduction

The growth and success of any
organization rely on positioning talented
employees with the right skills in the right
place at the right time. All organizations
must develop their talent pool to achieve
their goals, which is essential not only for
gaining but also for sustaining competitive
advantage. In recent years, coaching has
been increasingly recognized as a critical
managerial tool for nurturing and
developing individuals, enabling them to
perform effectively and realize their
potential. Talent coaching is a systematic
and evidence-based process through
which  organizations identify and
strengthen the capabilities of their high-
potential employees. This concept plays a
vital role alongside talent development
approaches, particularly in industries that
demand highly skilled and competent
human resources. Despite the recognized
importance of coaching in talent
development, many organizations lack a
structured and comprehensive model for
talent coaching, resulting in fragmented
and less effective practices. Accordingly,
the main problem addressed in this study
is the absence of a comprehensive talent
coaching model that answers the following
key questions: Who can play the role of a
talent coach, with which personality traits,
knowledge, and expertise, equipped with
what training and skills, and within what
organizational context?

2. Research Methods

This research is applied-developmental in
purpose and descriptive in strategy,
adopting a case-study design with an
inductive-deductive = approach. Data
collection involved a combination of
library research (review of documents,
records, and related studies) and fieldwork

(expert interviews and questionnaires).
The study follows a mixed-method design
(sequential exploratory approach). The
statistical population consisted of subject-
matter experts from public sector
organizations and academic scholars.
Purposive judgmental sampling was
applied, with inclusion criteria such as
relevant job position, at least five years of
research experience, and having published
a book, thesis, or at least two peer-
reviewed articles on coaching and talent
management. Ultimately, 18 experts were
selected and participated in both
interviews and Delphi-based surveys. The
theoretical foundation was first built by
reviewing relevant literature and prior
research on talent coaching,
supplemented by expert interviews until
theoretical saturation was reached.
Thematic statements derived from
sources and interview transcripts were
analyzed manually using thematic network
analysis to inform the design of the
research  model.  Credibility  and
confirmability criteria were applied to
validate the findings by consulting experts
and cross-checking with  previous
research. In the second phase, expert
opinions were elicited through two rounds
of Delphi surveys, and the data were
analyzed using the fuzzy Delphi method in
Excel 2024 to assess and confirm the
validity of talent coaching indicators.

3. Results

Thematic analysis led to the identification
of 23 sub-components of talent coaching,
categorized into three main dimensions:
the essence of coaching, the coach’s
toolkit, and the coaching ecosystem.
These components were subsequently
screened and validated through the fuzzy
Delphi method, leading to the
development of a comprehensive talent
coaching model. The essence of coaching
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refers to the individual-level attributes
and competencies required of a coach,
including a coaching-oriented personality,
professional knowledge and expertise, and
interpersonal communication capabilities.
The dimension of a coach’s toolkit
emphasizes the professional  skills,
certifications, and standards essential for
a talent coach, encompassing professional
coaching certifications, technical
coaching skills, and familiarity with
coaching methods. The  coaching
ecosystem highlights the organizational-
level enablers required for successful
talent coaching, including coaching-
oriented strategy, supportive structures
and processes, and a coaching culture.
Findings from the two Delphi rounds
confirmed the relevance and retention of
all indicators within the proposed model.

4. Conclusion

The study contributes to the body of
knowledge by conceptualizing and
modeling talent coaching, an area that has
been less explored in prior research. The
proposed model comprehensively
integrates components across individual,
professional, and organizational levels,
thereby providing managers and HR

practitioners with a structured framework
to determine: who is qualified to serve as a
talent coach, with which personality
attributes, knowledge, and expertise; what
types of training and certifications are
required; what technical skills and
methodologies must be mastered; and
within what organizational and cultural
context talent coaching can be effectively
implemented.

Funding
There is no funding support.

Authors' contribution
All authors are equally involved in the
preparation and writing of the article.

Conflict of interest
The authors declared no conflict of
interest.

Acknowledgments

The authors of the article would like to
thank and appreciate all the individuals
who provided scientific advice in the
preparation of this article. We also
acknowledge the contributions of all
employees of the General Directorate of
Information Technology at the Tax Affairs
Organization in preparing this article.

Behnam Golshahi, Mohammadreza Amirbaglouye Dariani. Providing Talent Coaching Model in Government
Organization Using a Combined Approach of Thematic Analysis and Fuzzy Delphi



1l Sl lio g e ale doliliad o5

Journal of Sustainable Human Resource Management

Y555 Ve Gloio NFod bl g lgs NF o)lasis A 6,95

ole
Sy Juloi S5 39y p (siise (US> loplojlw > dlasiuwl S0 J2o
6B A3 9 paelias

Oyl el Loysaxe (B 71 alilS pligy

bl (b doT stiw g (o33lo,8 6Ba0ls «Slusl Rlio g e Hludsls
Ol w0l alidns g pole anly oMl ST 8BS IS 5 CansS a0 Sull anlii) S ¥

d 10.22080/shrm.2025.5783

HUX SRR gV

° ) o \Fof \_A.L».pr\.l" W .“J)I Yv

WJlo0al b 338 0 Lol gl astiunns slosxiadlss sl 9 Gy stlwlid )3 345 (s olastinl ¢S50 by &0
5 Ro)lgn 9 laghigal 4z b (paiasd g (Rl g hmasd wloeShe 4z b 62,9 4z S Cuul of s VEoF g0 7
Jao &) Baa b pol> Ghegly gyenlil -8 Ll | slasiul )80 Gty Slgie (lojlw i 4z 53 Ll &0,6
305~ laswgi 95 5l 9 (S Laegiy ol oal ‘ol:;_’)l 99> laglojlw > slasiuwl L5)§(5.’)° \Fof (rogu YA

9 Ugio .\.mraUa.) 90 Jolio U‘:u.mg)J L'):’.‘ Bh) (51401 4:.1:>J,n Aw w6 [ola_ﬂ L;L.LJSI ))S:gg) L as ol
9 oaoliae A 3,509, b gasan Jaloxi (g 1 eslasuwl b (5858 sloesls Julo ohlaiasbo b aolias
@iy o8y Jolds )bl Aol .l (6518 (s> Gig) Gl I eaibighainl slodilio (o) liel
0ob g plasl 485 WA slasi 4 g (Sglad 3iedss Gy 4 (5 uSeges awl Hgs wlaplol vlnss g
2wl ) o gasdo Julad gl b &2305 T (o al>yo 93 3 &> Aol (B b dolias
P9I 9 (0 2 (5 S 0 832920 Jolid ol a8 duw 55 Slasianl (5 )S(000 (559 ddJgo VY
Jo 9 s 6,5JLse aloyo 93 55 9 6318 (815 Gy, I esliiwl b loddlio Gl G -3ib (5 )S(200
o )3 (200 Sy sl 3V la Siunlid g L Shg @ (s Sisire 80920 32 s <yl slssil 6,520
i)l Glocalild g (5 )S 00 (e Gl 5 42 LS (e Capasud dale duw )3 4S o)1 o)Ll (63,9
G906 &S i (sloa)lailiul g ool algS dowlpe 4 (20 W) 32 390 (s3> (6,520
wlady> GloaobolgS (it aw Joli Jao 5l asd ¢l .35 o)Ll il adls slasiwl (0 Sy Cawl
(S0 PR3 355 394050 (5 S0 sLDY) b LT 9 xS0 SuiSI low)lgs w5 S0
Blamo slasil 5 S50 G890 sh2! sl 3V (silojw slayine g byl Jolid (Silojlus (slodilo 4 5
ol 8 2p0 iy g Sagud slodug) 9 b5l S0 iyl (ol Ghido ool loadlse ol
3o D)l g slsmiul 6,80 pogho oaed b dlasly 55 8IGEI @ olgie Liegly ool les,gtins
as3lgiing 3o 5o ol pogile .l o3 i lay () 4 yieS @3S Olaxdad ;s aS 5,5 o)Ll diuoj ¢l )>
b B 333 (a2 (lojlan g (518> «(53,8 prlasw s )3 Ralz (53,508, b s S st0 slopas L g loadlio o ojlgads
b «prauasd g (il g Gimasud sl Shg 42 b 62,9 4z 39 pasuin Gl glie plasasio g olpse lasiwl (5,8 250 ol
9 SHSS slolgo 4z DLuiST b (Hollon slodoli-alsS 4z 331 i g loybjgel g Wweygs 4z b 85 toolian &S Julos
Slgise g Sluml g )il ((Sieyd sloadlie 4z b g Slojlw lae 4z )3 Calghd g lagbs, ;

. (5)[9
35S Cdled slasiwl (e olgicdy

@ LilS pligy :Jgiums 635umngs *
b.golshahi@casu.ac.ir :Jed Ol (ohes BT sl g o35lo, oSl )T

9 waobian &Sud Juloi (1155 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 (59150 a0l Ldy30mmo (aLS pligy
G



https://doi.org/10.22080/shrm.2025.5783
mailto:b.golshahi@casu.ac.ir
https://www.orcid.org/0000-0002-2239-3242

YEF G YFe Olxbs NFold (sl g ylgs F o)lais A 0)9>

1l Sl golio g jse ale 4olilad o5

Journal of Sustainable Human Resource Management

Nlgie b Jeb sy @bl slasiwl
09> Alize otz 5l | 63,9 e g Gl
Hunt & Weintraub, ) se> daswgi glojlw S
'L')T Ojg0y _)uu|9.:uo L_gng;g).o sl (2016
6830 9 igel (slooygs g b g Y
W 290 slo)lge 9 LI S gl g 9a>
Plotkina & Sri) g Sl asiws oSS

.(Ramalu, 2024

3h8 3 S e Sl 3SE gyl
Jae S 386 oy lojlw 5l (5w olasiwl dewgs
shasiwl S0 wlp Wl )lisle g pasuie
FleS g pamiol shal 4 jzin jol (ol <5 i
ol Ghol Al @8l gde suhd ol
S Glr Belr Jse SO o8 Giegy
51 65990 luno ol el loj 55 Slassinl
FB Sl g @lag,> (93,9 plaw dw lais
A S padio (53)9 glaw 5o ol (o)
0 lgicas A5lgie (o Shg 4z b oLl az
S pud slal lbolasiwl dewgi a9 o
oliwl gl wlxil glapasly g lo)bse
wldys Sl (bl glew)lge alaz)l
sioils (hSd dawgi g leiel, Glocgll
o Ol aitws (gjles) bl g i
Al a5 sedie el patiine ozl
JSi 4 sbsiwl olop Oiygr 9 bbb
294 plooil gladdun g siopllal e

ooasls oS cul g wslddys alaw )

slasiwl gluse Gob glocaslo gl (pasin
bl (Jed Glow)lpe 3gd ayss
slogby) 9 by (ohjeel slodely (pamss
Nigd pasiie G185 jelods ML S e )2
olgica |y Loyl solg Ll aslgt ooyl b
Lgl.m)L;&o Q|.).’6.§ S ul:>.u| Slasiwl Ul.u).o
23V loam Vo 5 oslge s sl 3133l
Soles 3018 ool (DB 9 CudsS GhalS azgo

pakian ju L;JLOJL»J é]a.w Ba ‘O.J'|)409Xl.c Ve

doldo |

Slojlw ;o Cudles g 3y (g, o835 Gillas
&S ol gasims QLSS Lelle 4 (S
olo) 3 9 b Ho o (wbie Glow,)lge
(Popo-Olaniyan et al., 2022) 5,5 cuwlio
solaiedu |) 393 laslasiwl 1L laglojlw des
gl &S (gjuz i aswgi olbldlsel Gaxi
3 ol bt lp aSh () Cuje S Gl
(Mangion-Thornley, 2021) <l (g 9,0
JoSo &S Cuwl oo ddJio olasiwl dowgs
Gl slagiwl Glygp 9 s> 9 L3z (lwld
lhos 1 slasiwl dewgs .(Mansour et al., 2024)
1 3503 65500 G 5l olojls slaslasiul
2wl8 plplu .(Pasandideh et al., 2025)
Ololadl L_J9:>)l:> R Lf"““"l" olasiwl 59.»09.:
slolgs b 39 ape iludl dlopw oo
Mansour et al., ) s deu0 | olojlw o 31,9l

(2024

sl ol il o olsier b S

Mangion-) s¢é «id,S ,lai 3 slasiwl dewgs
-0 6820 sl slodw s (Thornley, 2021
dougi 9 Glygn wli pee e ikl G plgic
9 S50 3)Sdoc (sl OUT ¢islw)dB jglaio 4 313
Gl @id)S L8 Ghpd 390 dlasiwl (Gas
xily9 slasiwl 5,8 20 ((Varina et al., 2023)
ouig, 5l ostiiwl b laglejlu of 55 45 Cawl
Glogrioily 5 beubld wiolisle g ale
o .\.uSL,,_o gl g (lwlid |) 595 (lasiue
05299 lasiuwl dewgi lo3,S09, JUS )5 pogio
Sl g9 5l S0 3iojls S Gl o
23S o0 il Sle (s iiume 308 g pasaio
slasiawl (5,8 20 [(Mangion-Thornley, 2021)
Wb alow 4 QLwws Glp age LIl Blgie
sl g Lo lgo 6850 Gailo I Slasiwl dawgs
S (Palao-Pons, 2022) b Gls

'Rop

9 waobian &Sud Juloi (o115 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 59150 a0l Ldj30mmo (@l pligy

6 8>



1l Sl lio g e ale doliliad o5

Journal of Sustainable Human Resource Management

ol 0350 Glw Sde el Llgise (S5l g
iliadss Us g oadnly glogille 4 azgs b
odolin guiw Wlellas ;5 o) ¢l jo aS
golz> (J3o Al Jlid 4 pol> Ghagh e s
s9lody a8 Canl plojw )3 slasinl 6,820 ol
b Gl g @lage (3,8 loddse plojpo
i8] 4 lgie (Jo iz 2945 323 Gindgy
0L domgi lojume dougr wlojlw (5590542
SwS Slasiwl 5,50 CautsS sld)l g s
9 39290 Olosl oy b gy Uy Uyl A8
e blicolo @990 Oluyxi Judsd
solgs | slasinl 6,80 sy @Bl sl
sl e slinl) SO plgicay Klgige aS sl
oslaiwl 3)50 (Sludl gilie Glasaiie g ol
ho93s Ulams @ (oSl slinsly 55 23,5 1,8
1wl 03 osplojlw juj 2 4 lbs Hlislw
Gl g5 ezl g Oladl j950 pg> L 5>
Ohogh bbby W pgw it 3gdis0
Glp 03ba8)S S8 Glaghy) 9 Hl> polais!
33 Dgie puid esly Ju=i g (g 9lRe>
Jae g o3l Bl Gleghy slodidl po)lez Gl
oy R 53 1algd)s 33,8 5o o (o3 lgiiiuy
Seslgiing 9 udgae (oS g oy
g go Bl T slagieg}h sl

iy 9 (50 (Slo ¥
U9 3
BP0 paolio g dxsy )l ¥/
Slasiawl
iy 038 Jalol Sl loglojlu 55 'S 00 popie
olgie ) of lodin, bl «d)S )8 azgi 390
GBguld &S ol sl il obgy phes )

Calss @l @S Ui slogby) Sl blhiw ik
(Moyes, 2009) 355,50 os3laiwl 95 ola,S L

Al @990 bl wlp olojlw Sy @S o
bl adly (o Shg az b Slasiul ¢80
olojlw Hlislw ((Hlojlw Sio,d sile 2leadgo
» osiine b upse wla el g
A5 slasiwl (5)§Ls'-’)" lodolyy ikl
g iyl sule> Siyd by 1L ol
spimw g ilasio glolisle (s uSb
sslods 1y 5809, ol asileiy U aidl olesdy
Jologe cnl @ azgi pac aiS 2l jaelinddge
9 B Bl Sl 4 yzio Slgie

298 GUS)S 9 Ol e 85551 Gkl

loslssinl (5,5 250 sl Ao (Jao olabs

vl (5SS @ ol (BgSis g iy g
23 0a30 (S8l o sl (Sogud «illae
Jawoly &S @8l gl yio GUS)S ol
3 685k oyl ol aiyls b iy by VL
iime pgy=e gl pluye L Jolei @b
9 Slw e pwlwel @
&S ol S o Wy 1) gabandBilesysl
Oyzlpe aosd Sy g o plebél 4 wlgie
Oyzlge i b pogas Gk 4 bolasiul
s96 i Slojlw alaw jo gl e Mallpn
G yaie s wlp whesle ez)ls
Olamiue DYslel g (glislw diodsmpé dauwgs
SLa-;")l 9 M) locns,d (laild iz 53 39850
55 s el S0 Sl 45 gl
b8 Bladye glocawlbuw b (53,9 398 dajlg,
Gl 3ais ludize; dlue el 258
9 Cu e 4 oSS slaiel GhalS (Jilojlwig)d
51390 3ol il o elaiz] o jw Ciusias
2 Obstus (Sogwd G5 elaizl lake
sloslasiwl g, cawsl g Wgd  slosiws
Lo, oSl (530T) 8 il ugo (s 34lS
Who 2l 43 39450 Lo (590,42 Lo g (090c
Sl (9s 62599, wlgieay slasiwl 5,820

! Coaching

9 waobian &Sud Juloi (1155 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 (59150 a0l Ldy30mmo (aLS pligy

G

Y555 Ve Gloio NFod bl g lgs NF o)lasis A 6,95




YEF G YFe Olxbs NFold (sl g ylgs F o)lais A 0)9>

1l Sl golio g jse ale 4olilad o5

Journal of Sustainable Human Resource Management

@lio 835> 4 S 1996 das 5 (2014

pal)d slasial (5 )80 poeo 90 (sl (slise;
.(Williams & MacNamara, 2020) s

Olgieau 130l 55 5,8 20 1950 91900 loaas )5
" Qa9 (49 slo)lge damgi gl )l
logylojluw 53 Glse 3,8ac Sgu0s sl (g Vlgic
Gormley & Van Nieuwerburgh, ) i ¢ las

|

1900 a4
5l oslatwl

R 1950 4o
slayby, ool

oslaiwl
S

sl Glbiw| s oS 5l
‘*ﬂl*z Obi9 839> | s
5L 9 VIRV

&lo =)

loglojlw

(SJfl.s-.’)" 29,9
L e M)
9 Sl G la=iwl
Cupsel S, glyic
Slasiwl | fa70, 850>
loglojlw >

(Ui (5,913,5) slasiwl (5,5 (20 S JSub doxsy, b ) JSub

slodamoly 9 Shal 4 (Hhuws gy pUs,ls
5 "oed)l> (Roberts et al., 2019) cuwl lagT
aS Cawl (g3i0T)9 slasinwl (6,5 o0 Cawwl sdiso
P e Sty sl skl b gluye of Gb
sLO)lgo 38y 9 65U W saie Sy dlal,
Mangion-) gl o (o5 Jiuw > 098lL

.(Thornley, 2021

popio (SIS o gdasie sloaylas
2 Joaz s ladly s slassawl 6,8 20
Lol (s3ulS Lo Sy 9 L las ¢ yipgo 5l (>

| oo 1)l

2 Chargoon

G3lS lodz 1 Sy olgieay olasivl 6,8 20
Gl g9 (plwld (Pl gl e
-Cawd g 3)Sloc 3gug0 sl 3181 Sl slogaiaslei
aS 39y ol 21> 5,5 (gla9> Caddge ) (2L
S0 0300 S R30 9 Aigel Loy G4l |
Olaal bl o oSS slocubld dewgi p
(Palao-Pons, 2022) sy aSG  lojluw
Ol 43 aS 3515 o)Ll (gaiT)8 @ slasiwl (5,5 20
9 & sloblys Gingr 9 2wl b oluye
b s )3 | ol ohél 0gilly slow)lge
HUNE & ) 35S 50 ()l (s g (sl Glaal 4
G S e s (Weintraub, 2016
O3S Gz 4 g Cules walse Jolid slasiwl

! Talent Coaching

9 waobian &Sud Juloi (o115 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 59150 a0l Ldj30mmo (@l pligy
6 8>



1l Sl lio g e ale doliliad o5

Journal of Sustainable Human Resource Management

(oldin (5,973)5) slasiwl 5,5 200 pogio b ladiye sloay,las .\ Jgsz

Y555 Ve Gloio NFod bl g lgs NF o)lasis A 6,95

slasial (5800 5> 53l 3alS sl S Jlo g olééixo ke
R o 5530 3 S g 030lin Guyb jl (553L (19779354 GrS3L &l
OUS)S 9 (2y0 Molss Jolss P eloiz!
¢ (1980) 290 .
o3| ssiwl ) Jolbo ’ wlag,>
dawgi 9 grigdlasil 4 5l Glowlgs dawgi g (5,55l slocubld 4l
‘ N (1997)mss
2o slo,lgo pglo Gr2s) gl by Loy
) 9 (559010, lge Caran 9 LY)90 )f t.SJ ““:!  J) (1964) 5. Q )-w 4-’)10-’
UL‘S)lS .3|)9| duwg) Ujl.uul
23 G6H2)395 Cagdi p auSE 9 pmiapslaiel Gl 25yl & Hlas
S S iro STy QSIS (s30T, S35 (1995) (5 lun kol

Martens &) S Cuopie JSWb P L
Olo) o e Wylgo ol poglle .(Vealey, 2024
9 031> Linl8l | S0 losild sy i
(Sweeney, 2007) sio d9x00 ) (590,42
G e I g ey 3l S0 o)l
Calse ) )8 glops lgin U 23S (50 SaS (20
G P gl (295 laduily jl g 38
(Foe o os g (8]) s eslaiwl Bl
32 D)lg0 4> adtge ¢l (ouiny Olellas Gulwlp
P9 50 (5 3Re
L;JLJ|9..' (6 )90 (Ul.um ‘L59'§ 8_).5..1' 9 o.>|)| °
Lee &) rivdlasil (Jled ¢auwih
Rezaei, 2019; Golshahi & Montazer,

2024; Khosravi et al., 2020; Shahi et
.(al., 2021

89> b sl @luws J> lowyles

Wwhjlw  gleanld el ()8

9 Gily ,> @30kl glow,lge

Olj Cupde doled  (gaiuagll

Martens & AWA9 (1,50 ¢ ¢pdg))
(Vealey, 2024; Sweeney, 2007;

BRI 69 sloddss Y,Y
Slasiwl

lo Shg @ slasiwl 6,520 )3 629 sloadlse
629 glaw 53 (230 S 6l p3Y sl Sl g
(83,9 3= > (Roberts et al., 2019) 15,5 o,Ll
k_A.n_Q_Qg.o PR U:.uLm' (J"°|9-C )| L,’Sq L599 Zf&l 9 o.s|)|
514 Slyo 59d g0 Dgammo Slasiuwl (S50
Gleumo Sl @ ol )l 98 8550
(SS9 ol 9 wme OB35,850 lp Lisuplel!
Lee &) 30> 3,8l 5,Soe dgup) 0 (soabinms v
UG bl slocs,lge ol poglle (Rezaei, 2019
Hgo gty olSad b 4 32350 oSl (20
s Lol glajls g9 38,08 bl
UJl .(\\“C\C\ ‘Qbi,g) 9 0.319)) .\JLo.) u.:l.wLLuJ
(Sl bz sloand ) sl dowlee
do sloo)lge G305 o Sl bl Sle s
L; d.g.>|9.o PRl G 22D (50 U&ol o L Al
sl iz bw g lal=i (63,509 «dlizo glogilly
oo 4wl loShg 5l S Gl Lyl
(Sweeney, 2007) s5)ls950 ol ;I (3990
9 Gis2eln 5 @30l low)lge uizes
Slse 3> lohg Cusal laodled (gainagll
) 3930 gulin 33,308 15)15,95 0 Wylgo ¢l 5l aS

9 waobian &Sud Juloi (1155 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 (59150 a0l Ldy30mmo (aLS pligy

G




YEF G YFe Olxbs NFold (sl g ylgs F o)lais A 0)9>

1l Sl golio g jse ale 4olilad o5

Journal of Sustainable Human Resource Management

A Pjlw gloddlio ¥/F
Slasiwl
sloying g labd Jold (Slojlw loadlse
Shaiwl 520 @90 sl Gl p3Y Slojlw
L Gluse Scoles Sl Sinyd s
9 u.uuo‘ U""L“‘DI OUS)[S C)T PR as .\JQTUO 'o.m|)9
ol )l 395 laslasivl dewgi gl 0550
Shidl @ 1) 395 slagaieilys o oyl sl
oLidS) 23S o SaS ilojlu dswgi @ 35,1350
35 Sdagas Slojlw Hbslw (1FeY 3,0 Juso g
)13 @S Gl GRali8l 5o age ik
b loazly g )80 g 5L Olblg)l as )izl
GxSel> oz o wl)So Sl S o0 Juguns
Fey et al.,) ‘)“SLS" Sl LSJJMTJIS Lgl.»éé 9 6.))5
sap ilojluw sl (Jolge el ,US )5 (2022
oS Vlsal 5l piL gl Lbisw 4 laslieiuwl
85851 OUS)S 9 vluye 4 g e Jaaw olojlu
dowgi loanld > Sl by i
;> (Martens & Vealey, 2024) 3250 (slojlw
il gloadlse I (B grgez 4 bl
636 @iy, slasiwl 5,50
5l aS a8 sl Soy8 b pljlw e
Moritz, ) a8 culo> d=uwgi g (5)...35_)@.
(2024

h Ohusi b Galad ol aS g)lislw o
(Fey et al.,, 2022) 1S pol)9

2 S Sse g2l Glp el e
(Moritz, 2024) ¢)lojlw

S st a5 Olpde Gy 3ST e
.(Horvath et al., 2024) s>ls=iwl

SSlee 2Ll gl oy glosld e
loslasiwl 3y o ool b g oluje
.(Atkinson et al., 2022)

0801 dlewl (Ulgi (oowi S (gm0, o
WhlSen g 81) (598 5380w slow)lgs
(\Feo

S0 b sloddlse ¥,V
Slasiwl

5 ool 0lsS dowlpe U Glad)s loadlse
513 0Ll slasitanl 1y Sy i (glonslibiul
Sy ld,> 32,5 (Lee & Rezaei, 2019)
9 paesi | pasly pleieds ise S0
Bl 5 o 2Ulgi Sximdplds «glddys sgs
Uiygel L(Ark et al., 2016) Cawl CusSL Oloas
2 o0 UM 385 650 53 e S g
ol 2l olase ee b g low,lge il
9 bpily L U aiSe SeS logl 4 4z
g g Wbl (5 )8 20 3013 caliteo sloSauamy
(Cooke et al., 2014) 352> <)l (5,580 slo)Sal,
Copde Jeol 51 alT L oluye wnlpoglle
9 ol b Pl b allgise aSuu,
Golshahi ) ey pleil |y 23V @lpSing Ololsl
G H EIWRez> 4 sl 5 (& Montazer, 2024
aislayy slaminl oS0 b slbailse |

ol 630

S omme adligelsS by b (e e
(ICF, 2017) 35b Mol slosles
sl sdre (el LSS .
OSKAR g CLEAR GROW (ygz00
.(Passmore & Fillery-Travis, 2011)

¢ joliauo L5|<\§).'> 3.9.‘»9.) sloogy e
CIPD7 ) LS)gLs'.’)‘ ,Jw)g,oT (SLQOKJLS
(2020

(S0 53 Jliuzs sloyll 5l eslaiwl e

S (Pl ule ey Ju=i
(& Montazer, 2024; Downey, 2014

9 waobian &Sud Juloi (o115 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 59150 a0l Ldj30mmo (@l pligy

6 8>



1l Sl lio g e ale doliliad o5

Journal of Sustainable Human Resource Management

Y555 Ve Gloio NFod bl g lgs NF o)lasis A 6,95

wolls ¥ Jgaz )5 slasiwl t.S)—fu.’)A sloadlgo Ui)sr.'i 9 (5)]6.') u)l.uo (SR> Y,0

ol 635

S0 i b lasiye
Slasiawl

2 glodipdiy 9 e (Pho ygs0 4 azgi b
@Iz (UhagSy (9090 95018 )3 oo plil
Slasiwl ‘s)fu.g)o lojlw g lad,> (63,9 skl 5 ouud QLlwlid gloyasldy ¥ Joa
Slasiiwl (5)§L9’)‘) (_ngUaDLw _)LQ.Jl
slo)lge VU Loli)l slow)lgo /(598 55551 g 031
wlow)lgs /230w low)lge /AUlus Jo
/085 )8 Glow)lge /(s o) lo)lge /plo) o

‘Ol)i,g.) 9 L').Jbg) Ye\9q (L;{L;b) 9 LfJ
9 Uu.LJ)LO ‘Y°°V {LSJQSAA) :\‘”qq
AFoo (51,505 g (81, YoV ( Jlg

s . g &5
| e ST fidlaml 1JIed g (Ule3 /s yomo [ Jren
e YJJ‘H“"" 9D e lge /0385l slaul Ul /i )lS 60 b Ui
698 5280w
EIVY/ WP RE R IES VX ROV AR
o ST Ve E colySs g aSsS sloslgs S| uimo dobalgS / uimo (5 )S(s0
O ¢ o é .
‘,.|a.a.m LadS Yo cOb . = é . < " &
sl —(S)L_é Vol ICT sPeVE )90l le.:bols)ls / yodumo gla9,> douwgi glas,gd wlad,>
VOlE + ol eve CIPD vapy | (6P 02 Jlams @laylil Slesliinl /)5 50
S ' )lgo /0US)S ity )l sl osls Julos
Sowsy Jad==i
AFo¥ 3,9 Juso g soladS
9 9 VeV'F (Jlg g yuil)lo ! SJugii Silojlw LSl / sbles (Slojlw S ,9
g ualgs9e VoY S [ Cagpade Cales Tampa (silojlu (535wl ilojluw

9 Ug.u.u.ASJT YoVF ‘Qbm
For¥ oo, S0n

35975k 9 i)l slaplas

Ul s Cawd 1 gk leslasiwl
9 gl (9 paw aw b SleEx
9> sloplojlw ¢lpae azgi veils o ilojlw
4z U @bl 4z S 39b g g 35 L3
sld )3 e olgiedr sBlgie loShg
Glaolojlw 55 28 Lid gLl loslssiwl dawwgs
Olwre Ul glagaszly g lo)lee (Ugd
Oloyd (bl glowylpe alazjl olasiwl
OlSas dswgi g (el bl (glad,>
o2l 01389 s (g 5w lasbuwl g oyl siojlo

23 o lulids glpasly Spbls ¥ Jgaz
shasiwl S0 Sl 9 slads (53,8 sl
OVlguw (>hlo slp (sawlio 5105 Glne a5 il
Ghl gl s wezlz dxeddSd g slas
Ll 03¢5 gy Jao
sloddlio (Bn n wuse U pgyle
(¥ Jga=) adiS Oliubas )> slasiwl )80
53 dlasinl 5 S0 sloadlio I ol (s3igos
slololw )5 ohods asin Jao Sy JB
dawgi 3obd ) by Vil glae a5 ilgd

9 waobian &Sud Juloi (1155 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 (59150 a0l Ldy30mmo (aLS pligy
G




YEF G YFe Olxbs NFold (sl g ylgs F o)lais A 0)9>

1l Sl golio g jse ale 4olilad o5

Journal of Sustainable Human Resource Management

gl Olgiedy Gudsi ol peizes
il (Slassl Jlgie 3)S09)) sl
L ladie oBps Jolds bl dol> g0
9 Hed s laplojln I Gudi=i gaio90
wlwlp lodiges Okl .Cuwl ool 5Ll
ol oy (ole,bso b g 3iedse (Sglad g,
9 Jw aiy Sl dadiype (Jded Cusdgo
93 pSawd b 4ol bl « oS Ll (Gaé=i diw)
Capde 9 S 8Ly yuize ale dlio
Wgod plgieay 105 1A «Zgled)d s plodil slasiwl
kel puizes 9 usbias al)8 55 g Lkl
2338 &S Lo (81> debtuwyp L
90 gyl eolaiwl U sl aellas ¢l >
Olidad g ladipduy oluwl (sele pgio g gilio
B g Jos o slasiwl 6,800 b e
IS ool ilad line g b (o) oS
doyo U 5w o8 b aolias ouizes 298
(SLmoJI)f grveew L8U dolsl Wosls (g las eludl
9 wole glodining 9 Sbwl I @isSy ele
Julsi gy 4 oBvgdaelas (Sl slow)be
9 (iwd Uhbgy W) Jul=igaujod aoliae aSud
Gloy @il el b 2l Gheglh Jae
slybe I puelas &S Jul=i gloassly
aS g 0bay b osliiwl 3l Cubls g Culgube
BIe: Qlf).}é 51 80 @ jLas! s 0aud bas| uelias
9 UbRd o b diwlgs Glial 5l g 8
S8 ol ) paelias gadiws @laie Cadgasio
Ohlay  ouizmes 9 OlaET ple gl
£9d Ly ) paizen b oy p phlaicaslo
Wbty b 0B I iwplas pous (Giaogh
6B &> (g, jl eslaiwl b aesls (ad> e 95 5d)
Hlael ¢ Jul=igau j=i Excell 2024 Jl}élp)j 5
lauwgi slasiwl S b by glogasli
s Gl ol 5o b 3wl g Gy 0B
9 ol wldlsyegind s® Sl ggeae Julxd

2l S sglie Cel  pasiin Wy l>
IS @ slasiwl pluye Glygn 9 (2lwbid

slopasliy « cwl Y (sladys> alaw )5

slasiwl plse e glocuslo gl (pasdin
slotylge ed i silgs glapllw o
sloaslp (oS (_;memljumbg ‘Ul.Q.u:
-0 0L S0 bl Bleui) 9 lasiye (Hjgel
9> ploplojlw U gl paxie G895 ,ob
Slasiwl 9lase lgieas |y layl b azlg S8l sislgn
s sl 33l sloyliso oladd xS Llsssl
OholS wzge eV laluslo g l)lge
walpoglle b 3olgs 3ld Gl LB 9 oS
S A5 S pakdie i (Pljlw alaw )
S sk @890 bl sl Wed olojlu
Sab o awl oSy 4> L slasiwl
olojlw Hlislw (Hilojlw k_ims)_‘) b (leadle
JURNUPV IS P Y PRVPIPAPS < [ W
Al slasiwl S o lbaly (o)l
ilos Siayd hls b (Wed Lisy slaglojlw
9 uiheio ulojlisbe (o830 9 by
b 29, ol 2lgiy B aidly oluidy glopiugmw
OIS @ azgi b .auS Ll juelcaddse jglbay
gy > Sl (559,40 w0 a4y Vb Sl
G Gl P ©wezge lidxs Us
9 g Al gy Lz loploylw o slasiwl
35 shasil 5,5 slouasld g bl
g patdie (Slojlw g lady> (53,9 plaw dw

ulog By (owlinb g, ¥

S0 by P Bl Jlis 4 Ghegl ol
30 Uaoghy b las 1wl Glojlw o slasiwl
LV 5-’)15(5" S8 (639,8 -laswgi Olellas aiws
35529, b 98390 £99 5l g (Smogi el blx)
dwosls LSJQTJ)f Aol gl (owlid - 8wl
9 (kS)L).o 9 Slowl L;*"))'.’) Lglcl.)légtis Olelas M

9 waobian &Sud Juloi (o115 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 59150 a0l Ldj30mmo (@l pligy

6 8>



1l Sl lio g e ale doliliad o5

Journal of Sustainable Human Resource Management

Y555 Ve Gloio NFod bl g lgs NF o)lasis A 6,95

Gaplss 1 oslaiul b alspe jo (glaosls Julss
S8S (Y JSb) Gl (551 (slodegame & las
J2ad sl die L_;)ls dac jl agllas ¢pl s wuwl
as ‘)9'”"L5‘° oslaiwl LSJlQ Slacl CS) Uo&lS le.m)mo
azgi 3y90 Wledsy ol pgd 4o Solw Jubs @
@B sxe .l aig)S L5 alize LS eyl
M= (,mu) Oygou Bib> d3c aw b Silie
Aol cuiyiag u g m d a5 390 03l iles
dae polie iy g9 o bideixe (pilis diueS
s3e Cyguac & (Ye10) "glSeSung .l M (551

)8 By ) dlayly Gabo Silie (50

—
=
|

U =

Slowl doesly b s Ll ol (YeVY) 'S,US
CSlh 9 gz glums ‘6)|.3.§_)S 9 adgl loasS
:g. o ]“l . ‘O*OLIA.O :ls' & W)ﬁ ‘O—,ﬁ-ol“b'b
w6305 o laiwl U.u)bf 295 g oobias
sloadlio (miw)licl gz U uizes
w9y Sl @a=llas 390 ool ;3 S
U &5 ALty (2lg) 3 eslaiwl (558 a)>
09,0 Of (UL 9 OBus 30U U lgize b,
95 33 2l (Siwsed g pd duwlxe g 0gejlL
oo (o/VA) Gl oaud 3l alizs iloj &30
9 i 8> Ghgy Sl Sy Ubgy ol 2be]

[<x<m

[<x<m

e.w

Q)]

Lol sl s g 5 5 5 o3 Lol

v

sl pa350 5 ()b

v

(538 Sloslone) Ll Julos g 528 5 ol 5 s el

v

W

el s 2Mal g il

55,5 090 glaz U]

(1Fe¥ ol an g Lolidf) ;B als Ghgy bl dolw ¥ JSib

2 Voskoglou

I Braun & Clarke

9 waobian &Sud Juloi (1155 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 (59150 a0l Ldy30mmo (aLS pligy
G




1l Sl golio g jse ale 4olilad o5

Y55 G VFe Oliio ) Fold oylinnli g 5lgs VF o)las A 095 Journal of Sustainable Human Resource Management
Obme (L) sy o L dlawgion (SN Cawl ) 20 @ 5B S8l Ghgy bl Jole
SsS pasin ) lpasls 5l SO e Cussl :(Cheng & Lin, 2002)

53 15 slael @ L;JLJ) e Juas P9 ro@ Jol >0 > Ulf)o Has (;;)9T_))§ ¢Jol rog
13gd 50 ol (Hie (5 slael 4 Sgun 50 annlgSyd 0Byl g (>hlo Ghegly Jol

WS dudndold (Sbj sl I eslaiwl L G
OBps (b sealie b Hblie ilie )8 slasl ¥ Joaz

l m u 68 dae L) polie
. . o/VO (0,0,0.25) S >
. /YO o/0) (0,0.25,0.5) S
/YO o/ o/VO (0.25,0.5,0.75) lawgio
o/ o/VO \ (0.5,0.75,1) L)
o/VO \ \ (0.75,1,1) 5L Sl
ox @lgi Olae oy p solaio 4 pg> dl>se o o3&l b 00 0 gl (o (5518 slael acgoms
Jhel 5l s Jol Ay Aol o8ps a0l 0 Caws 4 ¥ dlayl) i
9 0Bps o Sle ohas @4 oV Ohuss AD = (a,®,a,®, g, D) i=123,..,n

13320 (Sl b oo 1 Spse (b jlas Sl

Cawlgss )T 5l g Jluyl o8 P sbacl gl ()
2 b Syge 3 9 e |y gl U dgdbise ol jl pacgomo (Sl Ay il )3 ipga p8
OB s s il s )l o elez Plf D950 dplo 1 alanl,
Jyo ilie (;g)‘té Slael Yo @ LmoLf_xp o2l 6,Lg> Agl) = r(laml'am%' Am3) .
(k8 pB siles b ol y3 g (O dlayl)) 394 0 _ lzai lzai lZa"
£9° f\_b)_o Bh) Ulf)p 3_).wcu.uo| o UJ.iJLJ.O ni=1 1,ni=1 Z’ni=1 3
(5 dayl)) 39450 mlno 4> (¥)
E(l) = (bl(i)l bZ(i)l b3(l)) i = 1P2P3P - n L.J C)‘?:ijLLko jl kébel JI')“ﬁ'O ‘6)'?'5 )'m (5')':‘ (@
i i i g duwl=s F dlal, 5l oslaiwl
(bml - bil)'me - bél)'bm3 - b?(;l)) = e e
(®) (aml - agl), Amz — ag). Am3 — aél))
n n
=| - ai — al ,_Z al
1 n n 1 n <n i=1 n i=1
O T TS
=1 =1 i=1
=1
(5) l
(F)

9 waobian &Sud Juloi (o115 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 59150 a0l Ldj30mmo (@l pligy
6 8>




1l Sl lio g e ale doliliad o5

Journal of Sustainable Human Resource Management

= (ab;,¢)

(Ve)

a; = min (a;9)

(")

- 1
b= (| [ o
i=1

(r)

¢; = max (c;)

(')

W omail g 0j 350 @il il ML lajlg) >
3B i)l lade A7 .5)ls 0)Lil s S paenas (Sug
T 9 035pSpacial 0 lawgi (Sho 0 (LS|
Obgy -l asld e Oyl G Ske
a2y ol 0813 dwlos ploo 5 55l 6lg
fj >S LS)f szl_éﬂg Hlsse )§| VU polée &.u.ul}.o 5l
o2l € 5> g0 _)..ul.» a5 5)90 L;)Jg b

D950 3y A 390 (Shig g

Sy sty ¥

orobias Sl Jul=i gloaidh  F))
sobe o eyl crl )3 preliae A Jul=
Attride—Stirling, ) A ‘ol:k.ll ) .\.mPUaJ 9 @49.)
:(2001

A Ll esls b @8ms «uwss Plf » (0
@ 1Se 033 LieS Jolis e ol
slcublbol  espble 9 laslas
S5 gl a9 Aslas s sabubls

J|)S..| l.) .).JLJ L9-°':>*‘° wosls L5|9.L>.o Llols

¥ Threshold

3929 o Shg sl Suse (2l ke (5jlws;blg
alaly Gulwlp oli,gbf w9l a=llas ¢l ;3 .55l

39 50 03wl V

T
(V)

2 085 e GBS ¢l dwlxe :puind o8 (5
Ao yo 95 5 ous oy GBS ¢liue tal>y0 93
GG g 0 duwle A dlaly Gl I 8>
3>l yieS @y o Hlas al>ye 95 o 0B
S8 Oygu0 0l 43 9 3w (/) @S s YaSliwl

1
S(Bmv Am) = § [(bmlw bz, bm3)
- (aml' Am2, am3)]
(A)

Gl L ol soly lagShg b (V
s> b Sig s QLS )l lade dunlis
Bl sz Sl Bliwl > 3gde plosl @i
U.SJLw Hlage ;1 eslaiwl L$J9 £39.0 0 Awl=o
el lig) o383l B 1 (So daSig L)l
o 558 ol uSlbe 2L lxsl S el (sl
PV solain ey 9 dulre OBps (slaslas
Luwl=s 390 Uf)Jg 10 dis (g5l s a5 ol
OBl Sl jlade duwlos (3 dlayl)) 3,8 1,8
5l eslasiwl b o Sig Sl Sy e T o Sig

S0 Wygo pj ladly,
A{ = (al(J),bl(]),Cl(])) 1= 1,2,3, e, n ]

=123,..,m

(q)

' Defuzzification

9 waobian &Sud Juloi (1155 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 (59150 a0l Ldy30mmo (aLS pligy

G

Y555 Ve Gloio NFod bl g lgs NF o)lasis A 6,95




YEF G YFe Olxbs NFold (sl g ylgs F o)lais A 0)9>

1l Sl golio g jse ale 4olilad o5

Journal of Sustainable Human Resource Management

o \Q/PQ.M) c‘t.gn?L;a.o" U of ZJ..LAS\_AS)LAM
Vo Cuclw/\FoV

Hedl g pgawl 38 guac (=l Oluse (o0
L;LLoﬂu.u Uo.)lST)'I \ e.|a.uu LS).)@ ‘ISJ).OT l._<.u.'>9$
oo (Sl glio dewgi g (bjsel bje>
9 SiuzeS 9 Slwil glio Cupie ooy
L-<-'-U9-*-‘V~’

2 LT duslbias ddgl Wiloepsgi &)l 51 Gy
(98 guasS 83:S>)

4J9§> objlw p» b o 4§
9 (o) il Ul g b0 (Plwlid leslasiwl
So)l> 3929 £9090 2l sl (sl4OL Olojlw

foliaaagan
51 Sstiaano SL31 LS il ad)ls @S i asl))lS
a9 o Gl 4 (i) zolaw
i (gl bl iy (0130 4 iy

5l oolaiwl b (pass 0sigbdaslias

[o.;..umuu.ﬂ MJJWQJ:\JA_QJU9|4JLJMD

R 9 ©ilRl 295 lad ol I (pas
J‘| Um.z: B ul:>_u| 9 .mSUo La.@o QL\.Lo)lS
L b Ll slepsls G I lbplejln
G Sl S pas o il gl )
8l o Blasl

sloS 1 5o (bl albls Ha5 55 phue 4y«
vaustd polwly dmwgi Gl pa wpelS
o S S (555 2 Ut 8 o 3Ll 2 Lo
Gl pilo Juusly w)ls jea> plojlw o
A2uwgi 6,93 5 Culgd)d 9 A o (lwlih olpse
Ao 030> 41,8

slasiwl (olwlids | a=y gguog0 b 31 1 G0
olad g 342l 6,520 b 9) gl dsangd o )3 g

s g9z g) dlamiwl 5 S0 o ouiS
SauS 50

9 oo Goc @ WJ&d vlgs g a=llas
S0 2 Lo3ls 53 39290 slagSl

SRS SE W) Sl adgl gloas 9> PK (Y
G890 2oy L Jol§ L;JLu.uT 9 a=llas ;I
Cl.l.'>).o UJ' 29 _))S CLJJ9| (_;)|:\§.\S rol.\9|

_)J))f L;ILMJLU.U d,g.]g' S \WVe

plal (uoliae g9z 9iamz pgu pl8 5o (¥
33 dsye cpl s sl loasS s
9 Mad g3iweg)S 098l oliae B
@ 634513858 sloosls awols ol

wobais! uobas (Juib  p)lez Ao
93 1> (b el 3903 Mol g (Sib |y
)Lu.c| L;JLJ))l ‘9> 9 IR WL ES L;Lm.)S
L2osly degoxo JS U dlaly )5 (uolan

(¥

A s3I lojlw puelian

6)38pl 9 s ey Al )3 (0

2933 31 g )8 g0 818 (proliie

) Ghsals) g el Al Sy

9 b R 4 Gixe (uelaoe

2 ylgize 9 Sy puelae Julad

ol g b LIS wyp dj90 | o
2 e 518 el @l o

23 390 Gl s e a6 algy)
slacgomo bl sl )5 b s> jo ol
Sl el ccmlite WolS ypolinn S
02935 Ghegly 2l LIS 9 bl
VIR

«5)'-635 d>y0 b L,:L,MT g U @olsl s
2 bbbl dslas I iy
il 03 63,97 B S es ) Line

5l

9 waobian &Sud Juloi (o115 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 59150 a0l Ldj30mmo (@l pligy

6 8>



1l Sl lio g e ale doliliad o5

Journal of Sustainable Human Resource Management

Y555 Ve Gloio NFod bl g lgs NF o)lasis A 6,95

il ol ALY S 5 osls (S

osls b auibuil

S 4295 09> 93 Ay pylad &) tosigdduslas

B sgiio Gl Sl s <5 S Glolga
G0 E9090 S oy slow)lgo . Cumd dowgs
.. (.))SJ 45‘)' Lfl.a.'Lm L;(‘L.l.)—v..i) .O)I.) .)).)JIS Uﬁ)l)..l

Lmo.)b LS,W)"
(gl (5,1383)

v

)
O 1) 39a0 golio G pld (il 415 g5 0 i jlpo ool jl 4S5 il sod 9 5230kl O lgo
ALS L.,u)JJ.o(L(w

63wl

9 Sl )55 slops Ulow U 4iS 0 SaS (0 U (0 S 9 (5100 S s
(wloj oslsiwl Slaal Lflbpu.u.) L;/).I L;‘bgjf&lo‘jwu[u J/ GO )P 9 ey

trsens Ly e Laglps Aiilgl o diddls ALy g gy Judoei a5 (53/,6h)
i ploil 1 oV DSt ol il g Sy S 230 9 Jalod

QL opolian 6 13538 Jolpe plail (Sg8a I sligas ¥ JSb

Fdgaz ) owobias &S Julsi algs Gin)lS

Caowl 0005 duoMS

9 waobian &Sud Juloi (1155 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 (59150 a0l Ldy30mmo (aLS pligy

G




1l Sl golio g jse ale 4olilad o5
Y55 G Yo Olxaio N Fold bl g lgs N F o)l A 0)95 Journal of Sustainable Human Resource Management
slasiwl 65 (0 sloddlgo puolias dSud Julod (algs GinliS -F Jga=
Z ¥ L‘&o =Z .
Slohd | oBugdaslas a8 Al oaebas oo 38138 ouabiaa
035250l lw
Sled gl ltiwl g ol oleS
A P & P Ay P §F P Ny P /Ullo”w L;Lm_)l.e.) Jl Ko L;Lmd.ob@bf
V‘o‘\?‘o‘\\c‘o‘\\’ 9 ©l48,> dsungi wloo,g S0 sl
S0 Higel slaolsls
3 ‘qro:/\ro‘\‘o‘\"ro‘\”[o oslaswl /Sug ) S o g Jud=i | (SSS slow)lge V(20 gl
\OF‘\YP‘H ro‘\f'[o loosls Jud=i g Jlusas slo,lpl 5l L5)§Ls-.’)'°
N IS siro 2! 6l S oy 2
ppdpipdp . ¢ (Ol Catd)
v 1D 8 A s e Vs (S 0 lode 3
pebe OSKAR ¢ CLEAR .GROW B
v A P Al P A P f e Ay P D /(5)§L5.’)‘° (_gl.mcu)l.))g 0293 |)§L5,)A ‘Syl)_u.ul
\;P:;ro S 20 Dlsal U gl wl (ogw ’
q P‘\FP‘FP‘\OP‘YP /).o.a.um _))9:>)LJ9U_JIJ_U|‘QUQJ Lsmel,gg)g)L'i:}Lu
e ay dawgi 53 Olpude Culas Y S
prfopoene sy 9 68550 9 S0
\e p N pdl o fpd )9 B9 B LS o S,
\D o Slojlw Sie,s /LSS
A P ‘\CP:\"P‘C\ P‘VP U.Jl.:lg) /UJ.Lo.m /(59§ 8)',SJ|90_)|)| |)§ B .
VEp d¥p M p 0 6 gzl /e8¢ (® e
L LT /alue Jo low,)lgo
P(Q‘o :\°‘n‘qfa“»P GLQMT)QUDMQLSJKSJP 5505 o b in
o PPV p S oV Lasololu sloclgs /bl 6;‘;: o § 09>
17000 G aglgl g (50l 4o ' Y
ooy e /lacudled
P(\"P(\P(‘”P(OP o . . .
q 000 e A p Y Sl (2Ulg3 /(5005 ) 9 s 025 slowabl
PR e sbon sletles 38 S bl
olwld)s Lsta?otfw_ 3235 L?I)buu-éb b9, 6 > Jul=xi gloaish F,Y
ol o 2 69108 (Sl olie Dygoy Sh s osdalll  Olewsg bl
)0 dlacl a4 ¥ dladl, 9/.\” Jg» L{@.;Ua.o"lm?_).l_) s badlie olwlids | Gu  uwliiie,
6|y£m@9mw|U:SJLw9xde.);uu¢w . ~“§ IR slasi Id)fk.s?)” L;lm 2 LS
SH9 s =2l (Sbe iE8s Jal=i jglaied
!'The Coach’s Arsenal
2 Coaching Ecosystem
3 Essence of Coaching

9 waobian &Sud Juloi (o115 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 59150 a0l Ldj30mmo (@l pligy
6 8>




1l Sl lio g e ale doliliad o5
Journal of Sustainable Human Resource Management V55 YEe Oloiio \Fold il g jlgs N o,lesd .A 6)95
) Ao ol s WolS oed Hasiio dlasiwl Ol U 3 zhsaiwl V dlaly 5l sslasiwl b 3
1wl 00ud LA Jga> L.S)SL;.’)"’ slpasls jogas ;5 B us §dlgs
638 s Jgl d>so 5l Juol> ol Has uSile .0 Joa>
s Blg Hlado >l 50 656 L))l ¢
IS '9J paslw )2 ()8 )y Sl |L5)SL;.’)‘°L5L‘2’ <L
03k C b a
“¥h4 ) Y RN 598 855l g 63l \
- AY¥ \ -.AvY -0 olo) Cu e Y
AR \ - AAY -.¥0 J&d ¢ (Ulgi v
< Mo ) - A¥f -0 R} dlasil f
AR \ < AM -.¥0 699 390w slow,lge )
S¥a \ R - XD lno J> slow)lgs 5
. U . ’Luu Lm..
. y14 \ . 4.y Ya 9 BRIWLR ) L‘;‘b-‘uL‘U sloo)leo v
loclad (s3iaglgl
¥y ) < AAY X0 o S 9 o)
“AeF \ <Ay -0 A ! EloSuss q
A \ - AYF -0 AV \o
e 25 glos)lsiliwl g 4ol olgS
VY- \ < AMY YO i iz lad ool ? woly® )
Ll slaslys
a8 sl S 859> b (oLl
- AYD ) - AFF -0 ONL SSUN 9 )5 09> J Y
lojlw
Y- \ AN YO G0 ool pgas W
<¥\4 \ ALY YO Glsso Sules Slojlu i) \F
AL \ CALY YO B Slojlw lislw \0
“ A0 \ CAFF N 6o Slsal b 56l pgwps \$
AL \ -A-y -.¥0 odas 39550 9 (bl plas \V
“AO \ - A¥F -0 0585l skl (Ulgs A
AR \ -~ AAY -.¥0 osly Jud=i g JUusws slo,lil ;1 eslasiwl 19
V14 \ . q.y .Y 9 CLEAR .GROW 090D G)SU.)).A LSLQ’LJM Vo
OSKAR
ij90] oS g (slad,> dawgi sl
- AYD ) - AFf - (90T (BT § LS dRugl (2082 Y
GRS
$3L 9 (6,5 00 domwgi )5 olpse Cules
v \ e s dueliosRe 995> 0o o vy
OUS, 8 )
< ¥4 ) a-v YO Sy o g Judss Yy
332 505 eolie g (Uil | 93 lilas Tsaza Ao F dlayly jl eslaswl b loSig 0:Sike @
Q¥ 9 0 .|a_)|9J LJ Lg.)Ua.o (H)L&o C).J.I ..)33)5 45|)| Ué.b £9> )92 dl.ol.:wuu).; ‘C):‘!I UuLuJ| FERR W)
9 08 Ol (1:Sko 9 Juasd o (558 slacl osbdumwlxe Wllas WS (T ;5 aS 303)8 palasis

9 waobian &Sud Juloi (1155 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 (59150 a0l Ldy30mmo (aLS pligy
G




YEF G YFe Olxbs NFold (sl g ylgs F o)lais A 0)9>

gbkéulﬂ
> dl>jo

ERRYA

«.+90

SN

EARA
ERRYA

ERRAY

LY

1l Sl golio g jse ale 4olilad o5

Journal of Sustainable Human Resource Management

o Vo dlayly b @illas a3z 2 .50ke
5 gaz > dloye ol 5l Juols ol duoMs s

w630 &)

63 &3 pgd Ao jl Juols pBps Hlas puSilo & Joaz

lade
03 (55l Blg
- AYE
- AYE
“A-F
DAARS
- MO
- AYF

< AYY

< AYY
<AV
< AYY

AR

VY-
AR
VY-
<AV
< AYY

< AYY
< AYY

< MO
VY-

<AV

< AYY

<AV
< YO

S/RYY

el o 65 Ll

b

< AVY
< AvY
<Ay
« AAY
- AFF
< AVY

< AVY

-avy
- A¥F
- avy

AN

< AN

AN

< AN

- A¥F

< AVY

< AVY
< AVY

- AYF

< AN

- A¥F

< AvY

- AFF
<IPYA

ﬂ)&ﬁ*u|6)§L§)o(5thgx$bﬁ

a
0 598 8555l g 63| \
-0 olo) Cu e Y
b Jed gauids (Ulgs ¥
Yo s ridlasil £
0 c.599 680w glo,lge o
b o J> glolgo 5
1 230w slow)les
0 3R ER9lgl 9 (52 2elip v
locled
b o S 9 62
- A0 ! oSS 9
-0 JRAV:) \o
s Sl sl )lastiwl g 4l olgS I
ol slosles 51 aino
o elidg )5 S b sl
Sljlw glasils
< YO L5)§u.’)‘° L_;La:qalj).g 29 v
o Sculos Slojlw Sia)d '
slowo
- Ssgs Slojlw sl \0
N Slsal b Pl apmpn
BP0
-8 yoiamo )35k 9 (L))l plla v
-0 05551 slowl (Ulgs A
N 9 Jlusus loylpl 5l eslaswl \a
ool Jud=i
v 09300 6520 oo Ve

OSKAR g CLEAR .GROW
9 ©l4d,> daungi (sloo)9>
SR il sleols,l8
dowgi )3 Ylpsw Cyles

-0 Sy 9 653k 9 S 20 vy
ols,8
-0 Sy Cg 130 g Jud=i Yy
g Gliwl 2>

9 waobian &Sud Juloi (o115 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 59150 a0l Ldj30mmo (@l pligy

6 8>



1l Sl lio g e ale doliliad o5

Journal of Sustainable Human Resource Management

Y555 Ve Gloio NFod bl g lgs NF o)lasis A 6,95

aislid slotel it g sl e lalal,
2 G3lS (A Gmasid paslad ol 290
S8y 9 6l e Gl pel lad sl
6'43)9 U.u.:'.) )| 6)‘3)95)'.’ ‘)"“‘SLS" LO.J‘ UL)&.uw.o
8,052 (bl ddlie (aegd (loc i g
» llud ges b e Sl (S0
sl g oo b oloj < i g (s3iuagll
OBl oy el ool 3l Ldl 5 Slojlw
6 s b S a0 Al (oles)95L g loduogs
da)go .2l Luwlypo ¢lasiume (53,5dac Dlisdlg g
A se30 ol S Gl slecull
aSL wond Sl b bosal) S Lgid 580 (20
Gl Sl gy 2L S ol Slusl ey S
Siso 6280w Jolsi 9 LSSl (el (500,
slol plasie b Gicuplgll g jluaieslys slaladl,
slbad U _)JSUQ SeS o 4 o HUllgi ol VLY
9 03)S Cypse ) Sl 553l g 9SgusS
25 b Gido ol ) ead gl glogasls
ObSes g oy, (V19) bdy 9 ) sloadly
(YoVF) Jlg 9 puidy)lo (YeoV) (Jggmw (1199)
G (YoV'F) Jlatio g olidS (1Fee) 1,505 o (8,

Syl cllas (650 d93>

9 Lol ol dow)lge W (20 2V 3

o Sy Sl (i80S lrd les)labivl
Joo 5l asd ol 2oyls 6Ll b asls slasiuwl
S0 slade ool algs (ks dw Jold
JI pize b slos)lubiwl g b alsS i pcl)
9 ulddy> dowgi ooy lallow sl
ST slow)lge (6520 igel sleol)ls
Sawgy Copse g9 duli (Jold) S
9 (osly Jud=i g Jluzus laylpl 5l eslaiwl
bl GloSwSs) S slouby, b sl
GROW ()9200 (s S(ip0 slodso 9 50
6,092) s LS| .ogd 0 (OSKAR g CLEAR

G| aSlull F Joaz gl o A dlayly Gabo p
32 5l oS @ adinlas dl>se 95w 0B as
Ol 0> alad AT Anis 5wy (oY)
emliel 4 lgs P8 5o s Bgio dlo s
Glp 4.'1.">|_3).3' Slasiwl (_;)fL;g)a slopaslo
oSle 5l oslaiwl b liwl lsbe «jglaie ol
Al AV G Ve Lalg) Gulo o Shg L)
39 12 6l 08us Ohlas (6518 uSSlo Gupmw
2l .303)8 dunlio saubdumloe wliwl lsdo b
Wl jlads jl o Sig solad jliel aS sl ol
slogaslo émb weplplo Cuwl odg Sil)9
3wl g bss Jao sjlw o slasiwl S

SRV
GBS Ao g Casy O

slasial 6,820 Jo >l Bao b G ol
Ol @l o plsl (g yindw slaplojlw )
ol 03 U5 ol 4 w1 Jro ol 45 sl
9 U 2Vwd (S 20 8,0920 Jolis aS
82920 325 Cawl (S0 portamn )
slr Y oSl 9 b Sy U €620
48Jg0 duw 3 aS 3,15 0,Lol (63,9 Alaw ;5 (230 S
o sloShg 833,u5,5) LS (o0 Capaiis
Odsid (RUlg3 o Jr0o (598 85501 g o3l gz
waasi Gl g 4 (ripdlasl (Jlkd
L sl @lus Jo glow)lge Jold) 5850
Slw glsphd coll 9 )5 859>
9 wisteln > gl gl
9 (Ol Cunse docddled  (aiagll
S 9 py Jold) @S0 bl slocabl
3B0w slow)lge @pSil sl (blgi (o
G [Spe Capasid dgdse (s3iydiuws (98
S 3yl o)l 639 (FBLbly) 9 (F9,o polis
e US| bl cle)lid, ol
(oo sed 85500 g ool swile la S
sloalas b gl g piglasil g Jled auids
2 S sime buwhes [Scdis owlisdiols,
slul goliving olgieds 50 6 e Sl

9 waobian &Sud Juloi (1155 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 (59150 a0l Ldy30mmo (aLS pligy

G




YEF G YFe Olxbs NFold (sl g ylgs F o)lais A 0)9>

1l Sl golio g jse ale 4olilad o5

Journal of Sustainable Human Resource Management

plas 833,:850)3) Sspud slodyg) 9 Ll
Sl HESle g jetwe 3955L 9 (L))
Olae Cale> Jold) LS (250 S8 9 (LS g
WS 3y 9 6385k 9 S damgi o
.\9:1 qu ol (ubm )ngoD u_JLo)Lw L_<..Lm)9
oo 13 Sl iyboyo o yigs iz 4S 35S o 35T
r50b 9 38y sl olepe b 5wl amliols
sl jgele Gl bl 4 B s L6
GRG0 S Oy g sl S0
Wt gladys b (63,8 O)lge S Bpo slasiuwl
ol > &S )b Sl Slojlw perun; Sy ash
Joxi 9 Jol=i iy oSl 93 o slasiwl g (0
aS 3030 Hlio Ginso ol gloaidl saubl abls
2L S0 4o by sl Hgd slaplojlw
W 9035 jop Die 9 IS ool 12935
2> oy Wygo b S0 losiald ol gl
9 L,’_JLM.\.I| 8_Jl.m C:szgJ Gmel.u.\_Q_J ‘LS")'.‘M) 3lowl
orzen e asly Sld glodse
9 o Obe olgi glacus,d a5 izl
&lo g9 @bl sy, Gub I 9 eald
aizen  Cawl (5900 Lsﬁuun poI s )
9 ULLJ).O D oo _))9.>)lJ ‘an.J kSu |).Q..wu|
Lgl.m.\.n,gl)g L;m.‘xg)ﬂ G DS 0 o)l:?l l)—.’.-\"
ol by Sygody g 3338 pdgohaion b 6,520
Figaae DV olgicay « S5o,8 wols)d .35 3gags
b cuddgo 53 ooliv GRS (S0 perton
S Adlns ¢ 1S55a3 355ko oz U alS
iy loul sl olpoo St il oo b
i g)lislw (B S lisody )5 52,0
Poalss 3l @los,Sg, b bool i3Sl 9
[ ooledl 2l Kioyd el awl 505,850 g
S olgisar ) ady qeu8ob I piso olgica
geio vlgicdy | (luie Jolei g jeiune 3315
L s ol @bt oS Ha 5o Ol Js!
9 L)A.UJ)LO (\FoY) _3)9( SAR0 g Umbu.df (SLQQ.AQlJ

S ) (20 imasd 9 (9,0 ol (6 S (2
(Pl Oliagad U (e M) 32 @0
2 )il g lSUes by ol gy 9SS
-62198 dls )l olal (Slojlw (=8ly ¢lawe
03038 (allon closlg 5l xisme (sladal
wasass olS)lS ;5 S g slad,> (slooygs
SQ olasiwl ()50 45 3030 OLID (6,520
3wl Slgs leylatiwl U paasd 69>
9 Sisamy Ygazo o)lizlu oS (le (W9 Ui
SO RES YPESVRPRR TSNP PR W W
9 g el Ol e G Blgi o lady> slodelb
ol ol prizee Gy gl Cucg e
2 plail 9 S0 0l S wage
Olojlu o walizo pluye plo wlagwgs slagi,
G opl 5> (ST glow)lge dalie 39 s
docusdge Jud=i (Ul 2L (e <5 by pli
9 Jlaz oyl eslaiwl 9 Sy o 30
LQlow |) (2,0 s ol 2l bl |) jg=oosls
aS 23S 0 920 0301 g Egdesls Lasasie Sy
Gloame >hb gl ilojlu el I 33lg5 o
9 lsla=iwl s g Wed blas Jud=i b
325 Gl poaw (s 3,8 0,02 38485 (5 S pacua
LSl 23,59, 9 ladse o (20 lalud
o doles sl s adse el 3l 35,00
zrge A Sjlwise diepllas |y slasiuwl g (250
9 390 51 Gl gl S0 A g 50
9 Uil R ele Glowez)lz p adpo o
b Gis ol gloaidly 3l lgiwl 3gadeiil
oLas o ST (V) 0lSos g aSsS Wisllas
(YolV) ICF (YoVF) latio g olidS (Ve\5)
(Vo1a) gl g (VeYo) CIPD ((Ye))) gl (s pLu

Ll 85l

oyl ) (6,5 (200 poIim ) 323 Calgd )

S0 3990 shal sl eV Silojlw sl 9
Uit ol loadlie .l Bglase lasiuwl
slodoliy (935 Jold) 1S 2p0 (53wl «Jolid
(s S iro B3l b s3hiwl (29w 9 55200

9 waobian &Sud Juloi (o115 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 59150 a0l Ldj30mmo (@l pligy

6 8>



1l Sl lio g e ale doliliad o5

Journal of Sustainable Human Resource Management

Y55 G YEe Oliuo N Fol bl g 5lgs ) o)lass A 0)95

oauh Gl F Sl ) plegiy (2led Jeo -l guw 9 wwlgyge (Ye¥Y) ohles g (9 (VVF) g
Cowl -P.m (YeYY) UIJIS*’-“’ 9 UMT ((Y°YF) U')l&m

93 sl glojlw 43 slasiwl (5,5 0 J3o F S

638 wloslpiiny @l Gulwlp aoeldl ) h8luials @ olgi o w9 i ol gledygliws 5l
239850 B ;5 &Iyl g slasial 65200 pogio oard b a5

k_JLQ-‘-Q-'*-’ PR as _\)S oJl_(;,| o) U"l s L;J-\‘)
(olpoglle L uwl oaud aisls ol U yieS UV
slopasly g lbadie (elpuiy Jlo )
:(_S-))é Ef—la-M’ Aw > &Ol& (5))&9) l_, LS)SL;’)-O

ISP U Cuws g slpuiw ()
oS sl lp (Ajgel slodaly
(o (Jl&d gaud sl S
UJ' BRIV ‘o|_&9| (599 3.)|)| 9 L;).J_\J\_QUa.v.ﬂ

9 iS)line log el 9 s>k Olul b 520 4z 20 pasub ludl e plawadio
g plovil o b b ipaai g Gl g masd sloShg 4z

¢ o “s2l8 4z 351 rizen g lagbjgel g looygs az

Pl Sl Gubioly shasil ol (¥ ol 4z wlussl b llallon sl
OI?J.U:LQ Lw o leﬁ, 'xsu,u by=o a2z ;0 Culgip g loghy, 9 SWSS

LSLQQ,OLJO.O 9 LSIQDJ.) YJ;"LSLQL;)L{))I Slasiwl o O|9.J.C4J J~3|93L55 LsJL‘bLSJJI)""W'

@bl Ll lwlid cags @bl bzl S gl

9 wsolian &l Julodi (S5 3,509 2 (o (193 lplojl 45 Slastiunl (5,520 J3o -1 (59150 a0l Ldj30mmo (aLS pligy
G




YEF G YFe Olxbs NFold (sl g ylgs F o)lais A 0)9>

1l Sl golio g jse ale 4olilad o5

Journal of Sustainable Human Resource Management

Ol Sl Juld olpse Jled (Sluiin
el glaslng, ©)liSn 9 @990

B b 5,80 St plop,sily i

sl wldley il I xS

sloshd 2bil 9 Sy o

Cd Olads o985 Jold s Sr0

g eslesl (5 SIS 9 103,955

dnwgi baoliy 5l Jols glaosls I (1o
b oys3ih g 3Sdac (Dbl «e2s8
G lwtingy gz )3 3i0die (g pSpaeal
gy Solaswl slasiawl (5,8 0 2,9
RV

Q

o pleadlse sl WG Ghegly ol )0
9 Uaegih Wlol dollas L slasiwl LS)fLs-.’)"
35 silgs loolojl 51 55 ol bo Wl
ol 39 @l auoeo g (Slojlw (s3)8 A duw
62910 s A sy (Ss,licel Holaiedy (Jl>
Uil 0 505 laploilu )3 leaalse ool ol
Gl Olidss by wplply b wyp g
R plie Olellas dgdo Slgidin
Grdpemess U dgd el ladype glogl)lw
2 olgise wnbrogle b Giahdl laaisl
S wloadio @IS ST Glayiegs
0 Pjlw gleslbsiwl dewgs o 1) slasiwl
S R
@l)}.&ggw
S prizxo obbjl 9 phlcslo el
33,5 6k Uhegly bl e )3 ) o8
.>9.uub.o @'.})_\ngg.uu

OB Xing) pgw
Cowl Ulf.).uu.:g.: Uua.mg).: )lS Jool> dles Ogl
&9l Slai

)85 3929 ey ol Ho (=8l Slal e

o Ui slayl gl calin sl Siug
3,8 oslaswl

GRG0 Gl rus 52935 U o
ol 3 gl pladl laglojlw s slasiwl
6|).o.a>4.l ‘L;JLo)Lu) )LOLuJ BE ULU).O (_5‘).:
9 cawlio Caoss ol (5l glocus,9
Sl @l dowgi )3 i) sloyids

wloo,gs O.)Jb:)f wlp OVMagus CCGU
CIPD L (Yo\V) ICF s5lo yxie  lollem
slacl @ ygin sl dosjl (YeoVe)
sl g 05551 sl 9 (Sjgel (S s0

el 350 Hln oo o (sl49 >

6l S0 Lils oL slaul @ s
Slasiwl yluye paaxi g Giwls slas)l
o sllely Gglase cpl @ agl pladl
Shdl g o3 gl Jluss oKk
slopld (panaxi OUlEs (F8ge oyl
oslésul sl S0 wlalil 9 (ijgel

ol L.i'..fol) Sl glojlw lo e

do )by rbiwl ohb 4 Caw
Ol 0> e plsdl slasiwl (5,550
6l gol> o, &id Sy gai «aladl,
Sljlw WS Glsal L aS S0
iyl Glpae eS)lie L Wb Lh»b‘am
Slojlw dowgs Glawasio g (Sl galis
9 Lf.’l:’.j)| Pua-l szl.uo_)L&,. LSti*”b 5
L s S o b 219531
6o ol (o )il (bl el
L S 5 ol @ 39350 DLl
Sloe 534S logasldy I eslaiul

9y (silos 63850 sbasd skl sl
G2o | yoliumo doungi g (5830 )9

(¥

(F

(5

9 waobian &Sud Juloi (o115 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 59150 a0l Ldj30mmo (@l pligy

6 8>



1l Sl lio g e ale doliliad o5

Journal of Sustainable Human Resource Management

Ark, Mathijs van; Elferink-Gemser, Marije
T; Roskam, Ad; & Visscher, Chris.
(2016). Important features of talent
coaches for talent development in
sports.https:/ /books.google.com /
books?hl=en&lr=&id=Svw9pWAAG
qoC&oi=fnd&pg=PA179&dq=Ark,*M
athijstvan%3B+Elferink-Gem-
ser,+*Marije+T%3B+Ros-
kam,+Ad%3B+%26+Visscher,+Chris
.+(2016).+Important+fea-
tures+of+talent+coaches+for+tal-
ent+develop-
ment+in+sports.&ots=7ax-
pbQtLFmM&sig=ewfm4R5Tqb8ys-
tRe3AAvghit7p4#v=onep-
age&q&f=false

Atkinson, A., Watling, C. J., & Brand, P. L.
(2022). Feedback and coaching. Eu-
ropean journal of pediatrics, 181(2),
441-446.
https:/ /link.springer.com /arti-
cle/10.1007/s00431-021-04118-8

Attride-Stirling, J. (2001). Thematic net-
works: an analytic tool for qualita-
tive research. Qualitative research,

1(3), 385-405.
https://doi.org/10.1177/1468794101
00100307

Braun, Virginia; & Clarke, Victoria. (2022).
Conceptual and design thinking for
thematic analysis. Qualitative Psy-

chology, 9(1), 3.
https://doi.org/10.1037 /qup0000
196

Bubna, Kabir; Trotter, Michael Geoffrey;
Watson, Matthew; & Polman,
Remco. (2023). Coaching and talent
development in esports: a theoret-
ical framework and suggestions for
future research. Frontiers in Psy-

chology, 14, 1191801.
https://doi.org/10.3389/fpsyg.2023.1191801

&lo

Chartered Institute of Personnel and De-
velopment. (2020). Coaching and

mentoring. CIPD.
https:/ /www.cipd.org /uk /knowl
edge /factsheets /coaching-men-

toring-factsheet/

Cheng, Ching-Hsue; & Lin, Yin. (2002).
Evaluating the best main battle
tank using fuzzy decision theory
with linguistic criteria evaluation.
European Journal of Operational
Research, 142(1), 174-186.
https://doi.org/10.1016/S0377-
2217(01)00280-6

Cooke, Fang Lee; Saini, Debi S; & Wang,
Jue. (2014). Talent management in
China and India: A comparison of
management perceptions and hu-
man resource practices. Journal of
World Business, 49(2), 225-235.
https://doi.org /10.1016 /j.jwb.2013
11.006

Downey, M. (2014). Effective modern
coaching: The principles and art of
successful business coaching (3rd
ed.). LID Publishing.
https:/ /books.google.com /books
/about /Effective_Mod-
ern_Coaching.html?id=hYa-
ToAEACAA]

Fey, N., Nordback, E., Ehrnrooth, M., &
Mikkonen, K. (2022). How peer
coaching fosters employee proac-
tivity and well-being within a self-
managing Finnish digital engineer-
ing company. Organizational Dy-

namics, 51(3), 100864.
https:/ /doi.org /10.1016 /j.or-
gdyn.2021.100864

Golshahi, B. and Moeinyfard, S. (2023). Ex-
plaining the Value Foundations
Supporting the Culture of Believing
in talent in LR. of Iran Army. MILI-
TARY MANAGEMENT QUARTERLY,

9 waobian &Sud Juloi (1155 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 (59150 a0l Ldy30mmo (aLS pligy

G

Y55 G YEe Oliuo N Fol bl g 5lgs ) o)lass A 0)95



https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://books.google.com/books?hl=en&lr=&id=Svw9pWAAGqoC&oi=fnd&pg=PA179&dq=Ark,+Mathijs+van%3B+Elferink-Gemser,+Marije+T%3B+Roskam,+Ad%3B+%26+Visscher,+Chris.+(2016).+Important+features+of+talent+coaches+for+talent+development+in+sports.&ots=7axpbQtLFm&sig=ewfm4R5Tqb8ystRe3AAvghit7p4#v=onepage&q&f=false
https://link.springer.com/article/10.1007/s00431-021-04118-8
https://link.springer.com/article/10.1007/s00431-021-04118-8
https://doi.org/10.1177/146879410100100307
https://doi.org/10.1177/146879410100100307
https://doi.org/10.1037/qup0000196
https://doi.org/10.1037/qup0000196
https://doi.org/10.3389/fpsyg.2023.1191801
https://www.cipd.org/uk/knowledge/factsheets/coaching-mentoring-factsheet/
https://www.cipd.org/uk/knowledge/factsheets/coaching-mentoring-factsheet/
https://www.cipd.org/uk/knowledge/factsheets/coaching-mentoring-factsheet/
https://doi.org/10.1016/S0377-2217(01)00280-6
https://doi.org/10.1016/S0377-2217(01)00280-6
https://doi.org/10.1016/j.jwb.2013.11.006
https://doi.org/10.1016/j.jwb.2013.11.006
https://books.google.com/books/about/Effective_Modern_Coaching.html?id=hYaToAEACAAJ
https://books.google.com/books/about/Effective_Modern_Coaching.html?id=hYaToAEACAAJ
https://books.google.com/books/about/Effective_Modern_Coaching.html?id=hYaToAEACAAJ
https://books.google.com/books/about/Effective_Modern_Coaching.html?id=hYaToAEACAAJ
https://doi.org/10.1016/j.orgdyn.2021.100864
https://doi.org/10.1016/j.orgdyn.2021.100864

1l Sl golio g jse ale 4olilad o5

Journal of Sustainable Human Resource Management

YEF G YFe Olxbs NFold (sl g ylgs F o)lais A 0)9>

23(89), 91-120. [In
Prsian] https://doi.org/10.22034/1A
MU.2023.1998883.2862

Golshahi, B. and Moeinyfard, S. (2024). The

talent in business. SAGE publica-

tions. DOI:10.4135 /9781071801345
International Coach Federation. (2017). ICF

credentialing: The standards and

basic assumptions of the talent cul-
ture in the army of the Islamic Re-
public of Iran. Quarterly Journal of
Interdisciplinary Studies on Strate-
gic Knowledge, 13(53), 233-211. [In
Prsian]
20.1001.1.24234621.1402.13.53.9.0

Golshahi, B., & Montazer, G. (2024). Recog-

nizing Antecedents and Conse-
quences Developing Mental Agility
of Military Leaders based on Com-
bined Methodology of Thematic
Analysis and Fuzzy DEMATEL. De-
fensive Future Studies, 9(34), 1- 30.
[In Persian]
10.22034 /dfsr.2024.2040866.1822

Golshahi, B., Bigdeli, H. and Mohebi, A.

(2024). Optimized Talent Develop-
ment Model in the Islamic Republic
of Iran's Army: A Combination of
Network Content Analysis and
Fuzzy Sets Theory. Defensive Fu-
ture Studies, 8(30), 67-96. [In
Prsian]
10.22034/dfsr.2024.2015491.1746

Gormley, H., & Van Nieuwerburgh, C.

(2014). Developing coaching cul-
tures: A review of the literature.
Coaching: An International Journal
of Theory, Research and Practice,
7(2), 90-101.
https://doi.org/10.1080 /17521882.
2014.915863

Horvath, Z., Wilder, R. S., & Guthmiller, J.

M. (2024). The power of coaching:
Developing leaders and beyond.
Journal of dental education, 88,
671-677.

https://doi.org/10.1002 /jdd.13535

Hunt, J. M., & Weintraub, J. R. (2016). The

coaching manager: Developing top

requirements for professional
coach certification. International
Coach Federation. https://coach-
ingfederation.org/about /the-icf-
ecosystem /icf-credentials-and-
standards/

khosravi, M., hosseini, A., & ghasemi, J.

(2020). Design a fuzzy inference
system to identify talented faculty
members. Journal of Sustainable
Human Resource Management,
2(3), 45-217. [In Prsian]
doi:10.22080 /shrm.2020.2980

Lee, Celia; & Rezaei, Shahamak. (2019). Tal-

ent management strategies in the
public sector: A review of talent
management schemes in Southeast
Asia. In'Y. Liu (Ed.), (Y. Liu, Ed.), Re-
search Handbook of International
Talent Management. Edward Elgar
Publishing.
https://doi.org /10.4337 /97817864
37105.00027

Mangion-Thornley, K. (2021). Coaching in

the context of talent management:
An ambivalent practice. Interna-
tional Journal of Evidence Based
Coaching and Mentoring, (S15), 4-
19.

https://doi.org /10.24384 /dkvw-
da37

Mansour, Hadeel; Ibrahim, Ishaq; Oraibi,

Bha-Aldan Mundher; & Enaizan,
Odai. (2024). Emerging Role of
Electronic Human Resources Man-
agement Functions in Jordan-A
Critical Review. JOURNAL OF AD-
VANCE AND FUTURE RESEARCH,
2(10), 113-132. https://www.re-
searchgate.net/publica-

6 8>

9 waobian &Sud Juloi (o115 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 59150 a0l Ldj30mmo (@l pligy


https://doi.org/10.22034/IAMU.2023.1998883.2862
https://doi.org/10.22034/IAMU.2023.1998883.2862
20.1001.1.24234621.1402.13.53.9.0
10.22034/dfsr.2024.2040866.1822
10.22034/dfsr.2024.2015491.1746
https://doi.org/10.1080/17521882.2014.915863
https://doi.org/10.1080/17521882.2014.915863
https://doi.org/10.1002/jdd.13535
doi:10.4135/9781071801345
International%20Coach%20Federation.%20https:/coachingfederation.org/about/the-icf-ecosystem/icf-credentials-and-standards/
International%20Coach%20Federation.%20https:/coachingfederation.org/about/the-icf-ecosystem/icf-credentials-and-standards/
International%20Coach%20Federation.%20https:/coachingfederation.org/about/the-icf-ecosystem/icf-credentials-and-standards/
International%20Coach%20Federation.%20https:/coachingfederation.org/about/the-icf-ecosystem/icf-credentials-and-standards/
International%20Coach%20Federation.%20https:/coachingfederation.org/about/the-icf-ecosystem/icf-credentials-and-standards/
doi:10.22080/shrm.2020.2980
https://doi.org/10.4337/9781786437105.00027
https://doi.org/10.4337/9781786437105.00027
https://doi.org/10.24384/dkvw-da37
https://doi.org/10.24384/dkvw-da37
https://www.researchgate.net/publica-tion/385108405_Emerging_Role_of_Electronic_Human_Resources_Management_Functions_in_Jordan_-A_Critical_Review
https://www.researchgate.net/publica-tion/385108405_Emerging_Role_of_Electronic_Human_Resources_Management_Functions_in_Jordan_-A_Critical_Review

1l Sl lio g e ale doliliad o5

Journal of Sustainable Human Resource Management

tion/385108405_Emerg-
ing_Role_of_Electronic_Hu-
man_Resources_Manage-
ment_Functions_in_Jordan_-
A_Critical_Review

Martens, Rainer; & Vealey, Robin S. (2024).
Successful coaching. Human kinet-
ics.
https:/ /books.google.com /books
/about/Successful_Coach-
ing.html?id=rEWOEAAAQBAJ

McKeown, Stephen; & Lyle, John. (2024).
Talent Development Coaching:
Challenges and Realities. Interna-
tional Sport Coaching Journal,

1(aop), 1-8.
https:/ /doi.org /10.1123 /iscj.2023-
0120

Mensah, James Kwame. (2015). A “coa-
lesced framework” of talent man-
agement and employee perfor-
mance: For further research and
practice. International Journal of
Productivity and Performance
Management, 64(4), 544-566.
https:/ /doi.org /10.1108 /1JPPM-
07-2014-0100

Mohammed, Atheer Abdullah; Hafeez-
Baig, Abdul; & Gururajan, Raj. (2019).
Qualitative research to explore
practices that are utilised for man-
aging talent development in the
higher education environment: A
case study in six Australian univer-
sities. Journal of Industry-Univer-
sity Collaboration, 1(1), 24-37.
https://doi.org/10.1108 /JIUC-02-
2019-003

Moritz, B. (2024). Exploring the Impact of
Organizational Coaching Culture
on Leadership Coaching Practices
(Doctoral dissertation, Adler Uni-
versity).
https:/ /search.proquest.com/ope
nview /0490ab6d468a74c9144d6f5
c3e0f74c4 /1?pq-

origsite=gscholar&cbl=18750&diss=
y

Moyes, B. (2009). Literature review of
coaching supervision. International
Coaching Psychology Review, 4(2),
162-173. https://groups.psychol-
ogy.org.au/As-
sets /Files /ICPR%204_2.pdf#page
=44

Palao-Pons, Pedro. (2022). Coaching as a
Method to Develop Soft Skills in
Human Talent Management: For
Organizational Sustainability. In
Handbook of Research on Organi-
zational Sustainability in Turbulent
Economies (pp. 1-18). IGI Global.
DOI:  10.4018/978-1-7998-9301-
1.ch001

Pasandideh, Javad; Ahmadi, Gholam Ali;
Sabaghian, Zahra; & Hasan Moradi,
Narges. (2025). Designing a
grounded theory-based model for
talent management for future Iran.
International Journal of Nonlinear
Analysis and Applications, 16(4),
137-150.
10.22075 /ijnaa.2024.32486.4833

Passmore, J., & Fillery-Travis, A. (2011). A
critical review of executive coach-
ing research: A decade of progress
and what is to come. Coaching: An
International Journal of Theory,
Research and Practice, 4(2), 70-88.
https:/ /doi.org/10.1080 /17521882.
2011.596484

Plotkina, L., & Sri Ramalu, S. (2024). Un-
earthing Al coaching chatbots ca-
pabilities for professional coaching:
a systematic literature review.
Journal of Management Develop-

ment, 43(6), 833-848.
https:/ /doi.org/10.1108 /IMD-06-
2024-0182

Popo-Olaniyan, Oluwatamilore; James,
Oladapo Olakunle; Udeh, Chioma
Ann; Daraojimba, Rosita Ebere; &

9 waobian &Sud Juloi (1155 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 (59150 a0l Ldy30mmo (aLS pligy

G

Y555 Ve Gloio NFod bl g lgs NF o)lasis A 6,95



https://www.researchgate.net/publica-tion/385108405_Emerging_Role_of_Electronic_Human_Resources_Management_Functions_in_Jordan_-A_Critical_Review
https://www.researchgate.net/publica-tion/385108405_Emerging_Role_of_Electronic_Human_Resources_Management_Functions_in_Jordan_-A_Critical_Review
https://www.researchgate.net/publica-tion/385108405_Emerging_Role_of_Electronic_Human_Resources_Management_Functions_in_Jordan_-A_Critical_Review
https://www.researchgate.net/publica-tion/385108405_Emerging_Role_of_Electronic_Human_Resources_Management_Functions_in_Jordan_-A_Critical_Review
https://www.researchgate.net/publica-tion/385108405_Emerging_Role_of_Electronic_Human_Resources_Management_Functions_in_Jordan_-A_Critical_Review
https://books.google.com/books/about/Successful_Coaching.html?id=rEW0EAAAQBAJ
https://books.google.com/books/about/Successful_Coaching.html?id=rEW0EAAAQBAJ
https://books.google.com/books/about/Successful_Coaching.html?id=rEW0EAAAQBAJ
https://doi.org/10.1123/iscj.2023-0120
https://doi.org/10.1123/iscj.2023-0120
https://doi.org/10.1108/IJPPM-07-2014-0100
https://doi.org/10.1108/IJPPM-07-2014-0100
https://doi.org/10.1108/JIUC-02-2019-003
https://doi.org/10.1108/JIUC-02-2019-003
https://search.proquest.com/openview/0490ab6d468a74c9144d6f5c3e0f74c4/1?pq-origsite=gscholar&cbl=18750&diss=y
https://search.proquest.com/openview/0490ab6d468a74c9144d6f5c3e0f74c4/1?pq-origsite=gscholar&cbl=18750&diss=y
https://search.proquest.com/openview/0490ab6d468a74c9144d6f5c3e0f74c4/1?pq-origsite=gscholar&cbl=18750&diss=y
https://search.proquest.com/openview/0490ab6d468a74c9144d6f5c3e0f74c4/1?pq-origsite=gscholar&cbl=18750&diss=y
https://search.proquest.com/openview/0490ab6d468a74c9144d6f5c3e0f74c4/1?pq-origsite=gscholar&cbl=18750&diss=y
https://groups.psychology.org.au/Assets/Files/ICPR%204_2.pdf#page=44
https://groups.psychology.org.au/Assets/Files/ICPR%204_2.pdf#page=44
https://groups.psychology.org.au/Assets/Files/ICPR%204_2.pdf#page=44
https://groups.psychology.org.au/Assets/Files/ICPR%204_2.pdf#page=44
doi:%2010.4018/978-1-7998-9301-1.ch001
doi:%2010.4018/978-1-7998-9301-1.ch001
10.22075/ijnaa.2024.32486.4833
https://doi.org/10.1080/17521882.2011.596484
https://doi.org/10.1080/17521882.2011.596484
https://doi.org/10.1108/JMD-06-2024-0182
https://doi.org/10.1108/JMD-06-2024-0182

YEF G YFe Olxbs NFold (sl g ylgs F o)lais A 0)9>

1l Sl golio g jse ale 4olilad o5

Journal of Sustainable Human Resource Management

Ogedengbe, Damilola Emmanuel.
(2022). A review of us strategies for
stem talent attraction and reten-
tion: challenges and opportunities.
International Journal of Manage-
ment & Entrepreneurship Re-
search, 4(12), 588-606. DOI:
10.51594 /ijmer.v4i12.673

Roberts, A. H., Greenwood, D. A., Stanley,
M., Humberstone, C., Iredale, F., &
Raynor, A. (2019). Coach knowledge
in talent identification: A system-
atic review and meta-synthesis.
Journal of science and medicine in

sport, 22(10), 1163-1172.
https://doi.org /10.1016 /j.jsams.20
19.05.008

Rowshan, S. A., Barzegar, K. and Yaghoubi,
M. (2020). Designing a Basic Model
for Talent Management System.
Public Management Researches,
13(47), 161-188. doi:
10.22111/jmr.2020.29665.4569

Shahi, T., Farokh Seresht, B., Taghipourian,
M. J., & Aghajani, H. (2021). Provide
a native model of talent manage-
ment in the tourism industry with a
focus on identifying behavioral
characteristics. Journal of Sustain-
able Human Resource Manage-
ment, 3(4), 251-231. [In Prsian]
doi:10.22080/shrm.2021.3562

Sweeney, Tony. (2007). Coaching your way
to the top. Industrial and Commer-

cial Training, 39(3), 170-173.
https://doi.org /10.1108 /00197850
710742270

Varina, H. B., Kovalova, O. V., & Huz, V.
(2023). Coaching as an innovative
technology of human resource
management. JIHIIIPOBCHKUA
HayKOBUHM 4Yacomuc My6siyHOTro
yIIpaBJliHHS, ICUXOJIOTIi, IPaBa, (2),
67-76. DOI

Rafati, M., Mousakhani, M., Zabihi, M.R,
Ghorbani, M. (2021). Designing an
Organizational Coaching Model for
Public Organizations: An Organiza-
tional Soft Productivity Approach.
The Journal of Productivity Man-
agement, 15(1), 77-106.
10.30495/qjopm.2020.1875757.2581
https:/ /doi.org /10.51547 /ppp.dp.
ua,/2023.2.10

Voskoglou, Michael Gr. (2015). Defuzzifica-
tion of fuzzy numbers for student
assessment. American Journal of
Applied Mathematics and Statis-
tics, 3(5), 206-210.
DOI:10.12691 /ajams-3-5-5

Williams, G. G., & MacNamara, A. (2020).
Coaching on the talent pathway:
Understanding the influence of de-
velopmental  experiences  on
coaching philosophy. International
Sport Coaching Journal, 8(2), 141-
152.
https://doi.org /10.1123 /iscj.2019-
0099

9 waobian &Sud Juloi (o115 3)599) 12 (o (193 lolojlw 43 Slasianl (5,520 J3o -1 59150 a0l Ldj30mmo (@l pligy

6 8>


doi:%2010.51594/ijmer.v4i12.673
doi:%2010.51594/ijmer.v4i12.673
10.30495/qjopm.2020.1875757.2581
https://doi.org/10.1016/j.jsams.2019.05.008
https://doi.org/10.1016/j.jsams.2019.05.008
doi:%2010.22111/jmr.2020.29665.4569
doi:%2010.22111/jmr.2020.29665.4569
doi:10.22080/shrm.2021.3562
https://doi.org/10.1108/00197850710742270
https://doi.org/10.1108/00197850710742270
DOI%20https:/doi.org/10.51547/ppp.dp.ua/2023.2.10
DOI%20https:/doi.org/10.51547/ppp.dp.ua/2023.2.10
DOI%20https:/doi.org/10.51547/ppp.dp.ua/2023.2.10
doi:10.12691/ajams-3-5-5
https://doi.org/10.1123/iscj.2019-0099
https://doi.org/10.1123/iscj.2019-0099

