
 
 

Journal of System Management (JSM) 
Online ISSN: 2538-1571, Print ISSN: 2322-2301 
Doi: 10.30495/JSM.2023.1984177.1812 
9(4), 2023, pp. 221-237 
 

RESEARCH ARTICLE               Open Access 
 

Scenario Development of Talent Management System in Iran's 
National Oil Products Distribution Company 

 

Gholamreza Ghadirinejad1, Mojtaba Rajab Beigi2*, Abdul Khaliq Gholami3 
 

Abstract 
Undoubtedly, the present is the age of organizations and custodians of these organizations are humans, 

humans who, by possessing the greatest source of power, that is, thinking, can create the causes of 

excellence, movement and growth of organizations. By integrating effective talent management 

strategies into their workforce programs, organizations can use proven methods and systems to properly 

optimize human capital resources to increase their competitive advantage and maintain their market 

share. In this article, the system dynamics method is used in the design of the talent management system 

model. In this research, using articles, library sources, and using the opinions of experts and experts of 

the National Petroleum Products Distribution Company, as well as academic experts in the field of talent 

management, cause and effect diagrams have been drawn. Vensim software has been used to design the 

dynamic model of the system and the variables of talent alignment, human resources empowerment, 

organizational strategy and talent evaluation are the accumulation variables. The talent management 

model is specified as the final accumulation variable. Other variables are communication skills, mental 

characteristics, moral values, flow variables, and finally, five scenarios were developed to analyze the 

talent management system. 

Keywords: Scenario, Talent Management System, National Oil Products Distribution 

Company 

 

Introduction 

Attention to the development and 

improvement of the quality of human 

resources is one of the most important 

concerns of large companies and 

organizations (Sabet et al,. 2021; Sabet, & 

Razeghi, 2019).Accordingly, paying 

attention to the quality of employees' 

performance through the improvement of 

effective factors can be a way forward 

(Danaei Shandiz et al,2020). Talent 

management has been the focus of many 

researchers in the last two decades 
(Barkhuizen& Gumede, 2021). Because it 

has predictive potential for various individual 
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and organizational outcomes (Mokgojwa, 

2019, Masale, 2020, Barkhuizen et al,. 2020), 

and creates a competitive advantage for the 

organization (Pagan-Castaño et al,. 2022) and 

is considered a suitable moderator for 

organizational performance (Kaewnaknaew 

et al,. 2022). The authors believe that people 

are born with a unique gift(s). These gifts 

should be discovered and nurtured so that 

people are recognized as a talent in the 

workplace and enable them to make a 

valuable and distinct contribution to 

achieving organizationalgoals(Barkhuizen& 

umede, 2021). These characteristics are 

complemented by the desire and ability to 
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acquire and maintain basic employment skills 

(Barkhuizen, 2015). Regarding talent 

management, most definitions seem to 

include the concepts of "attraction", 

"development" and "Retention" of core skills 

(Abili, 2016, Fitzgerald, 2014). Some 

researchers look at talent management from a 

more "Strategic" approach by defining talent 

management as "Integrated systems and 

processes", "Corporate strategy", "Achieving 

business goals", "Competitive advantage" 

and "Sustainability" (Collings & Mellahi, 

2009, Sparrow et al,. 2016 ). 

Academicians and specialists believe that 

talent management is one of the priorities of 

organizations worldwide because it can be a 

source of sustainable competitive advantage 

in the highly dynamic and often uncertain 

environment of the 21st century market 

(Kurbanov et al,. 2017). , rewarding and 

motivating people is done, part of talent 

management as well strategic planning forms 

the workforce (DeVaro, 2020). Talent 

management is a systematic method for 

implementing human resources tasks, with a 

broader view and more detailed performance. 

Talent management is a complete set of 

processes to identify, employ and manage 

people in order to successfully implement the 

business strategy required by the 

organization. In simple language, talent 

management assures the organization that 

competent people, with the right skills, are in 

the right job position in order to achieve the 

expected goals of the business (Farjam & 

Malekpour Naqneh, 2015). These processes, 

which are effective in the life cycle of 

employees, are divided into three main areas: 

talent attraction, talent alignment and 

retention, and talent development (Mirza 

Hakim& Poursaid, 2017).  

When managers try to identify talented 

employees, they give opportunities to 

employees to prove their abilities and talents, 

and they support enthusiastic people to work 

better, and scientific and field efforts are 

made to select talented and capable 

employees, and there is a difference between 

the position of employees and ability and 

Their talent must be matched, then the level 

of innovation will be improved and finally we 

can witness a talent-oriented and coherent 

organizational system in the National Oil 

Products Distribution Company.  

Therefore, one of the gaps in talent 

management research is the lack of a unified 

and coherent theory and theoretical 

framework in this field. In order to achieve 

this goal, we will evaluate the principles 

emphasized in human resource policy (at the 

top of which is talent management) so that we 

can examine and identify the importance of 

each of the components in the five 

dimensions of recruitment. , employment, 

development and maintenance of talents. 

Therefore, according to the mentioned 

contents, the talent management system 

scenario has been discussed in Iran's National 

Oil Products Distribution Company. 

 

Theoretical Framework 

In the 21st century, a lot of emphasis has 

been placed on retaining talented people in 

such a way that it has become one of the basic 

priorities of human resource management in 

organizations. But the skill that needs to be 

learned is talent management, the managers 

of the organizations should be familiar with 

the way of talent management in the 

organization and be able to discover the 

hidden talents of the employees by adopting 

appropriate talent management policies and 

according to the needs of the organization, 

take steps to flourish their talents in To 

organize according to the goals (Suwarno, 

2022). 

Today, talent management has become a 

fundamental need for organizations, and most 

organizations agree on capital and talented 

human resources that create a competitive 

advantage. In the last 15 years, no topic has 

been as much attention as talent management 

in the human resource management literature; 

nevertheless, the lack of a clear and precise 

definition of talent management has become 

one of the key challenges of management 

science scholars over the past decade. This 

has caused the current organizations to face 

the phenomenon of the destruction of talents 

and the preservation and maintenance of key 
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talents has become a problem for human 

resource managers (Khaligh, G., & 

ranjbarian). 

Talent management is defined as an 

integrated process to ensure that the 

organization can attract, retain and motivate 

the talented employees it needs to achieve its 

goals. The process of talent management 

includes planning and developing succession 

in the company, realizing the development 

and optimal use of talents. Talent 

management is a set of activities that are 

carried out in the organization and refers to 

the way of attracting, selecting, developing 

and managing employees by the organization 

in a strategic and integrated way (Suwarno, 

2022). In another perspective, talent 

management is a part of the human resources 

management process that focuses on 

managing a specific group of human 

resources of the organization, such as talents 

and elites (O’Connor et al, 2019). 

Talent is a general word that is used in 

various fields, however, there are still 

significant ambiguities and fundamental 

differences between the existing theories 

about it, since there is a need for specific and 

well-defined approaches to identify talent and 

its correct orientation. The existence of these 

ambiguities and the current multiplicity have 

created obstacles for the realization of this 

importance in societies (Gallardo-Gallardo, 

2013).They define talent as a characteristic 

that depends on individual abilities, the 

environment in which a person works, the 

organization and the conditions in the 

organization also affect these characteristics. 

According to individual, environmental and 

organizational factors, the talent management 

system can be defined as "a person with 

special abilities (knowledge, skills, 

experience) who is committed to his work 

and helps the organization to achieve its goals 

(Saddozai et al, 2017). 

 The supremacy of scientific evidence and 

psychological knowledge requires a 

rethinking of giving meaning to human 

potential. Such an effort helps to resolve 

social disputes related to public education, 

especially the education of gifted people and 

educational policies that guarantee justice 

and promotion of talents (Du et al, 2020). 

In fact, the future is already here and is 

constantly evolving. Undoubtedly, 

management changes do not only cause 

instability in the traditional and established 

human resources function, but also become 

an opportunity for talent management in 

organizations (Claus, 2019). In the field of 

talent management, several definitions have 

been presented in modern theories of 

organization and management, so that 

Omotunde & Alegbeleye (2021) state that 

one of the distinctions of a successful talent 

management program is the creation of a 

talent pool in an organization, which makes 

an internal resource Organizational and 

reliable and compatible with talent to be 

provided for the organization. The 

development of talent resources facilitates the 

training and development of desirable skills 

and traits in a wide group of employees and 

ultimately leads to improved performance in 

tasks and levels. 

 De Bok et al. (2018) believe that talent 

management is the strategic management of 

the flow of talent through the organization, 

the purpose of which is to ensure the 

availability of talents and to place the right 

people in the right job and time based on the 

strategic goals of the business. It has been 

proven in the experiences of top companies in 

the world that talent management belongs to 

all human resource development processes 

and it should be institutionalized as a system 

in the flow of each human resource 

development process, so with this point of 

view, talent management is also a system for 

Identifying, recruiting, nurturing, promoting 

and maintaining talented people is aimed at 

optimizing the organization's ability to realize 

business results. 

McDonnell et al. (2017) consider talent 

management as a forward-looking activity 

and consider the issue of talent management 

to be affected by the definition of the category 

of talent by the managers of each 

organization. Krishnan and Scullion (2017) 

liken talent management to the process of 

organized recruitment, identification, 
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employment, employment and maintenance 

and expansion of people with potential 

growth opportunities and believe that the 

presence of such people in organizations has 

a special value for them. It brings and ensures 

that the application of talent management 

puts the right skilled professionals in the right 

place. 

 Makram (2017) believes that the category 

of talent management in the role of a process 

to identify, employ, cultivate, develop and 

maintain talented people, with the aim of 

optimizing the power and value creation 

within the organization in order to achieve 

job results, is of great importance in 

organizations. Has several factors can be 

considered as principles in the definition of 

talent management presented in table (1). 

 

Table 1. 

Several factors in the definition of talent management (Ashton and Morton, 2005)  
Talent mindset Values that are intrinsically held and behaviors that reflect the assumption that people 

have the potential to be the most valuable capital that can be developed for the 

organization. 

being different Knowing which role makes a difference in the organization and ensuring the fit between the 

job and the employee. 

Success Awareness that talent is owned by operational managers is enabled by HR. 

Structure    Having the necessary enablers for talent management (tools - processes and techniques) to 

achieve business goals. 

System  Creating lasting policies to embed talent knowledge and talent management in the foreseen 

framework. 

  

The current state of the global economy has 

led to an overall increase in job seekers in the 

labor market worldwide, but there is still a 

significant talent shortage in various sectors 

and countries, leading to an increase in the 

"talent mismatch" problem. As today's 

corporate world requires someone with multi-

tasking skills, talent acquisition is becoming 

increasingly difficult. As a result, finding the 

"right" person for a particular job becomes 

more challenging. Not only acquiring, but 

also retaining talented workforce has become 

the biggest challenge of the organization. The 

human resource system can provide the 

possibility of gaining a competitive 

advantage for the organization when it has a 

high power. The talent management system 

gives the necessary power to the human 

resource system.  

Talent management will be very effective 

in creating an organization that is based on 

human capital. Organizations around the 

world have realized the role of the 

knowledge, skills and abilities of their 

talented employees as a main source for 

gaining a competitive advantage for their 

organization. Therefore, organizations should 

develop specific strategies for the 

maintenance of talented employees. The 

design of employee development systems 

leads to the improvement of the job prospects 

of employees and ultimately improves the 

company's performance and employee 

retention (Deery & Jago, 2015). 

Therefore, the organization can integrate 

effective talent management strategies in its 

workforce programs from proven methods 

and systems for proper optimization of 

human capital resources to increase their 

competitive advantage and maintain their 

market share, and also "prepare" employees 

as replacements for such is the relative 

transfer and increase of points (hongal & 

Kinange, 2021). 

Considering the importance of the research 

topic, studies have been conducted that have 

similarities with the current study in terms of 

approach, which we mention a few examples: 
In Latin Studies; Shet & Bajpai, (2023) 

examine the challenges ahead in the 

integration of competency modeling (CM) in 

talent management (TM) and propose a 

framework for this integration. 
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Kaliannan et al. (2022) stated in their 

research that comprehensive talent 

development (that is, career development 

through training for all employees regardless 

of individual performance) can complement 

management to retain employees. 

Omotunde & Alegbeleye (2021) showed 

that there is a positive and significant 

relationship between the performance of 

talent management and the job performance 

of librarians. Kelechi-Kanu (2020) also 

showed that all dimensions of entrepreneurial 

talent management in contrast to 

entrepreneurial skill and entrepreneurial 

knowledge significantly affect adaptability 

and alertness Liu et al. (2020) presents a 

model that examines the multi-level 

dynamics of bicultural talent management. 

Hersh and Festing (2019) have presented a 

contextual perspective through which the 

process of inherent dynamic capabilities of 

talent and organization can be explained 

Clive (2019) talent management includes 

management frameworks such as design 

thinking, management agility, behavioral 

economics and analytics to enhance human 

resource competencies. Organizations will 

not be able to sustainably innovate their 

existing talent management practices unless 

they expand the talent management 

discourse. Awadhi and Kamali (2018) 

concluded that, if examined, three factors add 

great value to talent management processes. 

These factors are: a- communication, b- 

understanding, c- preparation of managers. 

Sharifi et al. (2022) showed in their 

research that the "strategic categories" of 

talent management in Tehran schools include 

4 subcategories: school leadership; merit-

oriented; continuous growth and 

development of teachers; Decentralization 

and delegation. Babaei et al. (2022) showed 

that the main dimensions and categories of 

managers' talent management include 

planning and organization, talent search, 

professionalism and development-oriented, 

justice-oriented, specialization and 

meritocracy, livelihood, knowledge creation, 

providing feedback, culture building, and 

staffing and human resource management. 

Akhavan Dorbash et al. (2019) showed that 

the optimal model of talent management 

consists of causal conditions, which include 

factors (inside and outside the industry), 

contextual conditions (organizational 

development), intervention conditions 

(organizational learning), central 

phenomenon ( talent management and 

development), strategy (establishment of a 

comprehensive performance management 

system) and finally, the consequences consist 

of three categories of individual, 

organizational and extra-organizational 

consequences. 

Shakuri et al. (2019) classified talent-based 

management coding which includes four 

processes, strategic convergence, attraction, 

development and application of diverse 

talentBarzegar et al. (2019) presented a 

suitable framework for moving towards the 

ideal state of talent management, which 

includes 185 primary codes, 53 concepts and 

18 categories. Khalili et al. (2019) she owed 

that performance management has the highest 

degree of importance in the field of talent 

management and personal development, and 

has the lowest degree of importance. 

Roshan et al. (2019) talent management 

system should at least include three key 

components of recruitment and selection, 

training and development, and maintenance. 

Therefore, it seems necessary to design the 

map of the talent management system for the 

organization, all three components should be 

considered and emphasized in human 

resource planning. 

Khaajeh Ali Jahan Tighi and Geshtegar 

(2017) showed that there is a direct and 

meaningful relationship between talent 

management and organizational innovation. 

There is a direct and meaningful relationship 

between attracting talents, developing human 

resources, and maintaining talents and 

organizational innovation, but there is no 

significant relationship between evaluating 

and discovering talents and organizational 

innovation. The best predictor of 

organizational innovation is talent attraction, 

so it was suggested that managers formulate 
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and implement short-term and long-term 

plans for talent management in the bank. 

System dynamics (SD) is a valid method for 

modeling and understanding the behavior of 

complex systems. This model has been 

widely used to model the dynamic behavior 

of complex nonlinear systems. Liao et al. 

(2015) developed a system dynamics 

computer model to assess the dynamic 

relationships between an organization's IT 

investment strategy and market performance. 

In their study, system dynamics is a useful 

support tool for analyzing IT investment 

strategies. Liu et al. (2015) also analyzed the 

lake watershed system through system 

dynamics modeling for lake water quality 

management, and they used two reinforcing 

loops and three balancing loops in their 

dynamic model hypothesis. 

 

Research Method 

The current research method is of the 

applied type according to the purpose, and in 

terms of the research data collection methods, 

it is in the category of descriptive methods. 

The basis for designing the talent 

management system model in Iran's National 

Oil Products Distribution Company is using 

fuzzy Delphi technique and system 

dynamics. The results of the research provide 

a picture of the relationship between different 

factors and variables in the creation of this 

talent management. The sample of the 

statistical population of this research includes 

5 selected university professors and 15 

selected managers within the reach of Iran's 

National Oil Products Distribution Company. 

The tool used was the library method (in the 

library method of internet sites, books and 

articles, documents and official reports in the 

field of talent management in Iran's National 

Oil Products Distribution Company), as well 

as open interviews with relevant experts in a 

semi-structured manner. It was structured. 

Knowing the influencing variables, the 

relationships between the variables is one of 

the output results of the interview. Finally, 

the system dynamics models combine both 

quantitative and qualitative aspects of the 

problems and investigate the behavior of the 

system. The qualitative aspect of the model is 

the cause and effect diagrams that show the 

structure of the system and the relationships 

between its parameters. The quantitative 

aspect also includes data and simulation 

model materials (Sweeney et al, 2000) which 

shows the assumptions and impact of the 

implementation of strategies, policies and 

decisions on the system and the risks of these 

implementations using the scenario tool. In 

this way, this method provides the possibility 

of checking various hypotheses and tests by 

this simulation approach. 

 

Research Findings  

Based on the expert interviews conducted, 

15 indicators were finally identified out of 

115 indicators. Fuzzy Delphi method has 

been used to screen and ensure the 

importance of the identified indicators and 

select the final indicators. Experts' point of 

view has been used to measure the 

importance of indicators. Although experts 

use their mental skills and abilities to make 

comparisons, it should be noted that the 

traditional process of quantifying people's 

views cannot fully reflect the human thinking 

style.  

 

Screening with fuzzy Delphi technique 

In other words, the use of fuzzy sets is more 

compatible with linguistic and sometimes 

vague human explanations, and therefore it is 

better to use fuzzy sets (using fuzzy numbers) 

to make long-term predictions and make 

decisions in the real world. In this study, 

triangular fuzzy numbers have been used to 

the experts' point of view. The opinion of 

experts about the importance of each index 

has been compiled with a 7-degree fuzzy 

spectrum. Table (2) mentions the open coding 

of the components. 

 

Table2.  

Symbolization of open codes in Delphi 

technique 
Open coding No. 

Talent components C1 

Talent retention C2 

Policy C3 
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Open coding No. 

Organizational Culture C4 

Career passion C5 

Identification and recruitment of talents C6 

Homogenization of talents C7 

Talent development C8 

Supervision C9 

Workforce analysis C10 

Talent assessment C11 

Empowering human resources C12 

Creating individual capabilities C13 

Organizational strategy C14 

Implications of effective talent 

management 

C15 

 

System dynamics model 

System dynamics method has been used to 

design the pattern of causal relationships of 

variables. System dynamics is an approach to 

understand the nonlinear behavior of 

complex systems over time using feedback 

loops. This method was introduced in 1961 

by Jay Forrester in the book Industrial 

Dynamics and spread rapidly.  

To design a dynamic system, first of all, the 

variables of the model must be identified. A 

closed boundary refers to a range that clearly 

separates the variables of a dynamic problem 

from unrelated variables. Each closed 

boundary has feedback loops that affect each 

other. For the effects of the mentioned rings, 

the behavior is desired. Each feedback loop is 

actually the cornerstone of the desired system 

structure. This theory is presented against the 

traditional view that considered the flow of 

influence between phenomena to be one-way. 

The dynamics of systems is caused by 

feedback loops. Therefore, the modeler 

should try to make the cause and effect chain 

into a cause and effect loop. The continuity of 

system dynamics requires the existence of 

cause and effect loops. Vensim software has 

been used to design the dynamic model of the 

system. Table (3) mentions the components 

of the research. 
 

Table 3. 

Components of the research model 
Open coding No. 

Talent components C1 

Talent retention C2 

Policy C3 

Organizational Culture C4 

Career passion C5 

Identification and recruitment of talents C6 

Homogenization of talents C7 

Talent development C8 

Supervision C9 

Workforce analysis C10 

Talent assessment C11 

Empowering human resources C12 

Creating individual capabilities C13 

Organizational strategy C14 

Implications of effective talent 

management 

C15 

 

Modeling 

After reviewing the criteria raised in the 

qualitative section and evaluating them using 

experts' opinions, the criteria transferred to 

the model and the relationships between them 

are expressed in Figure (1). 

 



Journal of System Management (JSM) 9(4), 2023 Page 228 of 237 

 

 

Scenario Development of Talent Management System       Gholamreza Ghadirinejad 

 
Figure 1. Research problem model 

  
In the beginning, the variable is the design 

mode of the talent management system model in 

Iran's National Oil Products Distribution 

Company. In this talent management model, it 

consists of various factors. The positive 

performance of learning improves performance 

and consequently increases the productivity of 

support management in this regard. This effect 

leads to the improvement of the business process 

performance as well as the improvement of the 

functional characteristics of talent management 

and trust considerations. 
 

Drawing the accumulation-flow diagram 

Cause and effect diagrams provide a visual 

understanding of system structure; but these 

diagrams are not enough to investigate the 

behavior of the system over time, and for a better 

understanding of the behavior of the system, the 

relationships between the variables of the system 

must be formulated and the value of the variables 

must be simulated over time. To do this, flow 

charts must be designed. Drawing the causal-

disability pattern is done qualitatively, but at this 

stage, quantitative methods should be used. 

Formulating means expressing the relationships of 

the variables of the conceptual model in the form 

of mathematical relations, which is based on the 

accumulation-flow diagram. 
One of the main parts of system dynamics 

modeling is the flow diagram of the model, whose 

main components are state variables and flow 

variables. Because system dynamics studies have 

both quantitative and quantitative aspects, 

feedback circles should be defined by a 

quantitative and calculable tool. For this purpose, 

the activity of a feedback loop is defined by 

measurable variables. 
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In order to be able to explain the activity of a 

feedback circle, two types of variables are 

necessary: the first type of variable must show the 

level or state of the system continuously, and the 

second variable should represent any type of 

increase or decrease in the level or state. Flow and 

state are the names of the variables that exist in the 

system and are used in drawing the stock-flow 

diagram (the stock is the state variable  .)  

This study is based on a period of 5 years (60 

months) and the simulation was carried out in this 

period of time. Also, the simulation has been done 

according to Euler's proposed method with 

monthly time steps. The state-flow diagram of the 

implementation of the talent management model is 

presented. The variables of talent alignment, 

human resource empowerment, organizational 

strategy and talent evaluation are accumulation 

variables. Finally, the talent management model 

has been identified as the final accumulation 

variable. Other variables such as communication 

skills, mental characteristics, moral values, are 

flow variables. 
 

Figure (2) shows the cause-effect diagram and the 

loops of the model, and Figure (3) shows the state 

diagram of the talent management model. 

 
Figure 2. Cause-effect diagram and model loops 
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Figure 3. State diagram of the effective implementation of the talent management model 

 

Validation of the model structure  

In the boundary adequacy test, the question must 

be answered whether the important concepts 

related to the problem within the model have been 

considered? In this research, the proposed model is 

based on the literature review and qualitative 

analysis, and all the key variables of the model are 

built, based on the recognition of their importance 

in the literature review related to the design of the 

talent management model. In addition to this, the 

necessity and importance of all the variables 

mentioned in the research literature for related 

decisions in expert meetings with experts have also 

been examined, and the variables in the model are 

the results of the variables confirmed by the 

research literature and experts.  

 

Border adequacy test 

To investigate this question, does the behavior 

of the model show a significant change after 

removing the boundary assumptions? The results 

of the presented model were examined after 

removing parts of the model and changing the 

model boundary. 

Scenario 1 - Removing the monitoring variable 

Figure (4) shows the effect of removing the 

monitoring agent. This is a policy factor. 

Removing this variable means ignoring it in the 

simulation (and not the lack of...). This case shows 

the necessity of considering all the variables and 

the relationships between them. If this variable is 

not included, the system shows a virtual 

performance increase, which is far from the real 

conditions. 
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Figure 4. The effect of remove of monitoring variable 

  

Scenario 2 - Removing the variable of 

organizational strategies 

Figure (5) shows the effect of removing the 

factor of organizational strategies. This factor is 

effective on the empowerment of human resources, 

policy making and organizational culture and all 

the variables of accumulation. Removing this 

variable means ignoring it in the simulation (and 

not the lack of...). This case shows the necessity of 

considering all the variables and the relationships 

between them. If this variable is not included, the 

system shows a virtual performance increase, 

which is far from the real conditions. 

 
 

Figure 5. The effects of removing organizational strategies variable 

  

Organizational strategies are one of the 

important and influential factors on the talent 

management model. Removing this factor, which 

means ignoring it in the design and planning of the 

system, has shown a decrease in virtual 

performance according to the blue diagram. 

Meanwhile, by considering this variable and in the 

case of problems in the multidimensional analysis 

section and discovering hidden relationships and 

patterns, the red diagram shows the real conditions 

of the system. In the diagram, the effect of 

removing the fine and deepening factor is shown 

in the information. Based on this form, by 

removing an important factor such as 

organizational strategies, it cannot create real 

conditions. However, the exclusion conditions 

indicate the high importance of the variable of 

organizational strategies in the overall 

performance of the proposed dynamic model. 

 

Structure evaluation test 

The purpose of the structure evaluation test is to 

determine the conformity of the model structure 

with the descriptive knowledge related to the 

system and to check the rationality of the decision 

rules in shaping the behavior of the variables and 

the correctness of the structure of the model 

equations. Since in this research, the equations 

related to the model are written in the Vensim 

software environment, the correctness of the 

structure of the model equations was confirmed by 

the software. Which is shown in figure (6). 
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Figure 6. Confirmation of correctness of the structure of equations in Vansim software 

  

Limit condition test 

The limit condition test answers the question 

whether the model shows appropriate behavior 

when its inputs are placed in limit conditions such 

as zero or infinity. In other words, the model must 

be stable even in limiting conditions; there are two 

ways to perform the limit condition test: firstly, all 

the equations used in the model are examined in 

the limit conditions of their variables; second, it 

examined the behavior of the model in the 

scenarios where the inputs of the model are in limit 

conditions. In the adequacy test section, the status 

of variables in the zero state (minimum value) was 

checked. 

 

Scenario 3- Model behavior in the limit states of 

business processes 

- The first situation: in this situation, the 

empowerment of human resources is at its best 

(black diagram). 

- The second situation: in this situation, 

human resource empowerment is at its worst (blue 

diagram). 

 

 
Figure7. Model behavior in the limit states of business processes 

 

Scenario 4 - Behavior of the model in limit 

states of talent alignment 

- Third state: In this state, talent 

alignment is at its maximum (red diagram). 

- Fourth state: In this state, talent 

alignment is at its minimum (blue diagram). 
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Figure 8. Behavior of the model in limit states of talent alignment 

  

Scenario 5- Model behavior in limit states of 

talent assessment 

- Fifth state: In this state, talent 

assessment is at its maximum (red diagram). 

- Sixth state: In this state, talent 

evaluation is at its minimum (blue graph). 

 

 
Figure 9.Behavior of the model in limit states of talent assessment 

  

Integrity error test 

This test shows the sensitivity of the results 

of the model to the choice of time period, 

which was changed from 36 months to 72 

months to perform this test. As it is clear from 

figure (10) and two graphs of 36 and 72 

months, no change in the behavior of the 

model was observed with the change in the 

time frame of the model, and the factors 

affecting the talent management model, if 

controlled, will still improve the talent 

management model. 

 

 
Figure 10. Integrity error test 
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Behavior reproduction test 

This test answers the question whether the 

built model is able to reproduce the behavior 

of the real system. As explained in previous 

chapters, the model of this research claims to 

include the effective variables of the talent 

management model and is able to predict the 

behavior of the system after identifying the 

criteria. It is shown in figure (11) that by 

controlling the factors affecting the 

performance, it is possible to prevent the 

reduction of productivity. But there are many 

factors involved in improving performance, 

which require more time to coordinate. 

 

 
Figure 11. The behavior of the talent management model after controlling the factors 

  

Sensitivity analysis test 

After simulating and observing the behavior 

of all the components of the model in the 

desired period of time, changing the different 

variables of the model and analyzing their 

effect on the main variable under 

investigation, which is the model of the talent 

management model, which in fact in the 

previous sections, this test was also tested 

and its results were shown in different graphs 

with changes in boundary and non-boundary 

values. 

 

Conclusion 

Talent management is one of the main 

issues facing every organization. 

Unfortunately, this aspect of organizational 

management in our country suffers from both 

scientific poverty and practical poverty. The 

lack of awareness among managers of 

organizations regarding the necessity and 

importance of managing the potential and 

actual talents of employees and human 

resources at their disposal has become one of 

the prominent challenges in the field of 

managing organizations. When the dynamic 

modeling of the system is done, it means that 

a model is designed that does not become 

obsolete and still has its own dynamics and 

innovation, based on the model that has been 

designed and the factors that have been 

confirmed in Delphi, it is concluded that all 

these factors influence each other. They are 

transitional and some influence each other 

back and forth and finally we can have the 

alignment of talents, have the capability of 

human resources, talent assessment, and 

organizational strategy and finally reach the 

effective sustainability of talent 

management. 

As seen in the model, workforce analysis, 

talent component, talent retention, etc., cause 

talent alignment to happen, and talent 

alignment itself leads to human resource 

capability, and talent evaluation leads to 

human resource capability, which is a 

component are the main ones, and finally, the 

capability of human resources leads to the 

development of talent, and also the 

organizational strategy can have the effective 

sustainability of talent management, and 

again, the capability of human resources has 

the effective sustainability of talent 

management. The variables that are inside 

the box and those that are drawn in the form 

of clouds and talent development are the 

main variables that by keeping one of the 

variables dynamic, the other variables that do 

not have a box can always be kept up-to-date 
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and dynamic, and the talent management of 

the oil company updated the 

Based on the results of the research, the 

variables of talent alignment, human 

resources empowerment, organizational 

strategy and talent evaluation are 

accumulation variables; The talent 

management model is defined as the final 

accumulation variable, and other variables 

such as communication skills, mental 

characteristics, moral values, and flow 

variables, and if these variables are not 

considered, the system shows a virtual 

performance increase, which is different 

from the real conditions. Has gone away the 

positive performance of learning improves 

performance and as a result increases the 

productivity of support management. This 

effect leads to the improvement of the 

business process performance as well as the 

improvement of the functional characteristics 

of talent management and trust 

considerations. Finally, the factors affecting 

the talent management model in the case of 

open control lead to the improvement of the 

talent management model. Omotunde & 

Alegbeleye (2021), Kelechi Charles et al 

(2020); Liu et al. (2020); Shakuri et al (2019) 

and Barzegar et al.(2019) also showed 

models and patterns of talent management in 

their articles. But paying attention to the 

model of talent management system in Iran's 

National Oil Products Distribution Company 

was not considered with the system dynamics 

approach, so in this article, an attempt was 

made by using the presented analysis; a 

comprehensive system model should be 

considered. 
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