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Abstract:

The present study aims to design a digital human resource management model for the country's sports system using the fuzzy Delphi method.
Based on its objective, the research is developmental, and its methodology is descriptive and qualitative. In the first stage, indicators and
dimensions were collected through documentary and library research, followed by the application of the fuzzy Delphi method. The statistical
population for the qualitative approach consisted of 20 experts in sports management. A total of 23 models of digital human resource
management and training with various components were presented, and the synthesis of these models identified five dimensions, 25
components, and 52 indicators. The five dimensions obtained included digital recruitment, employee socialization and alignment,
performance management and compensation system, digital training and development, and digital retention and exit. The validity of the
questionnaires in the qualitative section was confirmed using CVR and CVI methods with the input of sports management experts. In the
quantitative section, validity was confirmed through factor analysis. The normality test of the questionnaire and its reliability, assessed using
Cronbach's alpha, resulted in a value of 0.96, indicating high reliability. The analytical model was drawn using "path analysis" with SPSS

and AMOS software. Finally, based on the obtained findings, research suggestions were presented.
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Extended Summary

Introduction

In recent years, human resource management (HRM) and training have been on the brink of a significant transformation,
driven by digital technologies such as artificial intelligence (Al), big data, social networks, cloud computing, and blockchain
(Adeosun & Ohiani, 2020). The convergence of HRM and digital transformation has given rise to a new concept known as
digital human resource management (Digital HR), which is reshaping how organizations manage their workforce (Schoeman
& Chakwizira, 2023). One of the defining characteristics of the digital age is interaction, facilitated by social media platforms
that enable better communication and engagement with employees (Cai et al., 2024; De Cremer & Pang, 2021). Additionally,
the connectivity of the digital age allows employees to stay connected with external stakeholders, regardless of their physical
location, enabling remote work and digital support from organizations (Salehi et al., 2024; Salvetti et al., 2024).

Another critical feature of the digital era is data analytics, which allows HR professionals to analyze workforce data and
make informed decisions (Dhanush et al., 2022). In the competitive landscape of talent acquisition, digital technologies play a
pivotal role in attracting top talent (Hoye et al., 2020). The unstable changes in the workforce and workplace, driven by

demographic shifts, alternative work arrangements, and remote work technologies, have necessitated a reevaluation of
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traditional HR practices (Kadak & Laitinen, 2023). While digital tools accelerate change, they also provide HR teams with new
methods to attract, motivate, and equip talent.

Recent literature highlights both advancements and challenges in integrating technology into organizational processes. For
instance, Cai et al. (2024) found that job applicants perceive Al-driven resume screening as less fair compared to human
evaluation, with perceptions of fairness influenced by Al expertise and outcome desirability (Cai et al., 2024). Similarly, van
Zyl et al. (2024) examined the productivity spillover effects of incentive schemes and found consistent impacts across different
industries and geographic regions (van Zyl & Magau, 2024). Salvetti et al. (2024) explored the challenges posed by digital
humans in interviews, emphasizing the importance of mindset in diversity and inclusion practices (Salvetti et al., 2024).
Schoeman et al. (2023) developed a simple performance management tool for local governments, aligning performance
evaluation processes across various public sectors (Schoeman & Chakwizira, 2023).

Given the increasing importance of sports in the global economy, particularly in Iran, where sports contribute significantly
to national development, there is a pressing need to integrate digital HRM practices into the sports system. The seventh
development plan of Iran emphasizes the role of sports in achieving various policy goals, making it essential to design a digital
HRM model tailored to the country’s sports system. This study aims to address this gap by identifying and designing a digital
HRM model for Iran's Ministry of Sports and Youth.

Methods and Materials

This research adopts a developmental objective and a mixed exploratory approach, combining qualitative and quantitative
methodologies. The study is divided into two main phases. In the first phase, indicators and dimensions of digital HRM were
collected through documentary and library research. The fuzzy Delphi method was then applied to refine these indicators. The
qualitative approach involved 20 sports management experts who provided insights into the identified factors. A total of 23
digital HRM and training models were synthesized, resulting in five dimensions, 25 components, and 52 indicators. The five
dimensions identified were digital recruitment, employee socialization and alignment, performance management and
compensation systems, digital training and development, and digital retention and exit.

The validity of the questionnaires in the qualitative section was confirmed using the Content Validity Ratio (CVR) and
Content Validity Index (CVI) methods, with input from sports management experts. In the quantitative section, validity was
confirmed through factor analysis. The normality of the questionnaire distribution was tested, and its reliability was assessed
using Cronbach's alpha, resulting in a value of 0.96, indicating high reliability. The analytical model was drawn using path
analysis with SPSS and AMOS software.

The statistical population for the quantitative approach included 500 individuals, with 225 participants selected through
simple random sampling based on Cochran's formula. The sample comprised senior officials from the Ministry of Sports,
experts from provincial sports departments, heads of sports federations, and other relevant stakeholders. Four types of
questionnaires were used to collect data, focusing on identifying factors, content validity, components, and the final model
design.

Findings

The study identified five key dimensions of digital HRM in Iran's sports system: digital recruitment, employee socialization

and alignment, performance management and compensation systems, digital training and development, and digital retention
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and exit. These dimensions were further broken down into 25 components and 52 indicators. The fuzzy Delphi method was
used to validate these dimensions, with experts confirming their relevance and importance.

Path analysis revealed significant relationships between the dimensions. Digital recruitment was found to influence digital
training and development but had no direct impact on the other dimensions. Employee socialization and alignment were
influenced by performance management and compensation systems, as well as digital retention and exit. Performance
management and compensation systems had a strong influence on digital recruitment, employee socialization, and digital
training and development. Digital training and development was influenced by all other dimensions but did not significantly
impact them in return. Digital retention and exit were influenced by employee socialization and performance management but
did not influence other dimensions.

The structural equation modeling (SEM) analysis confirmed the model's fit, with high reliability and validity. The final
model provides a comprehensive framework for implementing digital HRM practices in Iran's sports system, emphasizing the
interconnectedness of the five dimensions.

Discussion and Conclusion

The findings of this study highlight the importance of integrating digital technologies into HRM practices within Iran's
sports system. The five dimensions identified—digital recruitment, employee socialization and alignment, performance
management and compensation systems, digital training and development, and digital retention and exit—provide a holistic
framework for managing human resources in a digital age. Each dimension plays a critical role in ensuring the effective
management of talent, from attracting and onboarding new employees to retaining and developing existing ones.

Digital recruitment emerged as a foundational dimension, influencing digital training and development. This suggests that
the way organizations attract talent in the digital age has a direct impact on how they train and develop their workforce.
Employee socialization and alignment, influenced by performance management and digital retention, underscore the
importance of integrating new employees into the organizational culture and ensuring their alignment with organizational goals.
Performance management and compensation systems were found to be central to the model, influencing multiple dimensions
and highlighting their role in driving employee performance and satisfaction.

Digital training and development, while influenced by all other dimensions, did not significantly impact them in return. This
suggests that while training is essential for employee development, its effectiveness may depend on other factors such as
recruitment, performance management, and retention strategies. Finally, digital retention and exit, influenced by employee
socialization and performance management, emphasize the need for organizations to focus on retaining talent through effective
onboarding and performance management practices.

The study's findings align with previous research, emphasizing the transformative potential of digital technologies in HRM.
The integration of Al, big data, and other digital tools can enhance recruitment processes, improve employee engagement, and
streamline performance management. However, the study also highlights the challenges associated with digital transformation,
such as ensuring fairness in Al-driven recruitment and addressing the digital divide in employee training and development.

In conclusion, this study provides a comprehensive model for implementing digital HRM practices in Iran's sports system.
The model emphasizes the interconnectedness of various HRM dimensions and highlights the importance of leveraging digital
technologies to enhance organizational effectiveness. Future research should focus on validating the model in different
organizational contexts and exploring the long-term impact of digital HRM practices on organizational performance and

employee satisfaction.
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