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Abstract:

The objective of this study was to validate a talent management model based on psychological capital in the Iranian insurance industry. This
applied quantitative research employed a descriptive—correlational, cross-sectional design. Data were collected using a 30-item Likert-scale
questionnaire administered to 322 employees and managers in insurance companies across four provinces during Spring—Fall 2023.
Instrument validity was confirmed through content validity and convergent validity (AVE>0.5), while reliability was established via
Cronbach’s alpha and composite reliability (CR>0.8). Data were analyzed using SPSS and SmartPLS through confirmatory factor analysis,
structural equation modeling, and model fit indices (SRMR, NFI, GOF). The results indicated significant positive effects of organizational
policies (=0.42), employee empowerment ($=0.375), psychological capital (=0.284), and organizational performance ($=0.474) on talent
management. The R2 value for talent management was 0.614, demonstrating that 61.4% of its variance was explained by the model. Model
fit indicators showed acceptable levels (SRMR=0.058, NFI=0.901, GOF=0.609). All factor loadings exceeded 0.50, confirming convergent
validity and strong structural alignment. The study concludes that psychological capital, supported by organizational policies and employee
empowerment, plays a critical role in enhancing talent management within the insurance industry. Strengthening these factors can improve
employee retention, productivity, and overall organizational performance. The validated model provides a strategic foundation for human
resource development and evidence-based decision-making in the insurance sector.
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Extended Summary

Introduction

Talent management has become a critical strategic priority across organizations operating in increasingly dynamic, digital,
and competitive environments. The rapid diffusion of digital technologies, ongoing organizational transformations, and shifts
in employee expectations have reshaped the foundations of workforce management, requiring new models capable of
integrating psychological, structural, and technological dimensions (Yumhi et al., 2025). As organizations navigate continuous
digital transitions, effective talent management practices emerge as essential mechanisms for sustaining competitiveness and
ensuring long-term survival (Mahroof & Rafi, 2025). Research highlights that learning organizations and knowledge-based
structures provide a fertile platform for talent development and continuous capability building, underscoring the need for
integrated frameworks that connect learning, innovation, and strategic workforce planning (Chinchilla & Grau, 2025).

Digital transformation has intensified the complexity of organizational change, compelling organizations to revise traditional
human-resource structures and design more agile, technology-enabled models for talent identification and development
(Montero Guerra & Danvila-Del Valle, 2024). These transformations demand strengthened employee readiness, resilience,
adaptability, and psychological resources. Psychological capital—comprising hope, resilience, optimism, and self-efficacy—
plays a fundamental role in facilitating employee engagement, improving performance, and strengthening talent-related
behaviors (Chamisa et al., 2020). Prior research shows that psychological capital significantly enhances organizational
citizenship behavior, innovative work behavior, and well-being, which collectively contribute to successful talent management
outcomes (Zhang et al., 2020).

Simultaneously, organizational policies, transparency, empowerment structures, and participation-oriented decision-making
processes shape employees’ perceptions of fairness and opportunity, thereby influencing their career decisions and long-term
commitment (Maleki et al., 2024). Studies demonstrate that talent management is most effective when organizations align
structural policies with developmental opportunities and provide a supportive work environment that encourages motivation
and engagement (Tan, 2024). The role of empowerment is particularly critical, as it strengthens employees’ psychological
ownership, initiative, and readiness to assume strategic roles within the organization (Sanusi et al., 2025).

At the same time, a growing body of research emphasizes the need for context-specific and culturally grounded models of

talent management, especially within public-sector and service-oriented institutions (Mohammad Nejad & Pahlavan Sharif,
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2024). The evolving expectations of employees, the pressures of digital transformation, and the challenges of retaining a skilled
workforce in uncertain labor markets highlight the necessity of developing tailored frameworks capable of integrating
organizational policies, psychological resources, and participatory structures (Sulistyorini, 2023). Complementary findings also
show that dynamic talent management models informed by foresight techniques enhance strategic planning and organizational
adaptability, particularly in sectors undergoing rapid reform (Pajouhan et al., 2024).

Given these global trends, talent management is increasingly understood as a multidimensional construct shaped by
psychological, structural, and strategic components. Evidence from higher education, sports organizations, and public-sector
institutions reinforces the need for robust models that address both individual and organizational factors (Talebzadeh et al.,
2024; Thapa, 2023). The challenge is particularly profound in contexts where workforce instability, skill shortages, and digital
disruptions intersect with structural inefficiencies. Thus, the present study responds to the critical need to validate a talent
management model that integrates psychological capital, empowerment, and organizational policy dimensions, offering an
empirically grounded framework for improving talent practices in contemporary organizations.

Methods and Materials

This quantitative study employed a descriptive—correlational design using a cross-sectional survey approach. The target
population consisted of employees and managers working in the insurance sector across selected western provinces. A
structured questionnaire containing 30 items based on a five-point Likert scale was administered, measuring psychological
capital, organizational policies, employee empowerment, performance outcomes, and talent management constructs. Content
validity was established through expert review, while construct validity was assessed via confirmatory factor analysis and the
average variance extracted (AVE). Internal reliability was examined using Cronbach’s alpha and composite reliability indices.
Data were analyzed using SPSS for descriptive statistics and SmartPLS for structural equation modeling, path analysis, model
fit evaluation, and second-order factor validation.

Findings

The sample included 322 participants, with 82.8% male and 86.9% married. More than half of the participants (55%) held
doctoral degrees. Descriptive statistics indicated moderately high means across key study variables, including psychological
capital (mean=4.04), employee empowerment (mean=3.82), organizational policies (mean=3.42), talent management
(mean=3.79), and outcome variables (mean=3.85). Standard deviations ranged from 0.65 to 0.85, suggesting moderate
variability.

Normality testing using the Kolmogorov—-Smirnov method confirmed that all variables followed an approximately normal
distribution (p>0.05). Measurement model results revealed strong factor loadings exceeding 0.50 for all indicators. Cronbach’s
alpha values exceeded 0.70 for all constructs, demonstrating adequate reliability, while composite reliability values surpassed
0.80. AVE values were higher than the threshold of 0.50, supporting convergent validity.

Path analysis revealed that organizational policies had a significant positive effect on talent management ($=0.42).
Employee empowerment similarly influenced talent management positively (f=0.375). Psychological capital also demonstrated
a meaningful effect (B=0.284), while organizational performance exhibited the strongest impact ($=0.474). The coefficient of
determination indicated that 61.4% of the variance in talent management was explained by the model (R?=0.614).

Model fit indices showed acceptable performance: SRMR=0.058, NFI1=0.901, and GOF=0.609. The second-order factor

models for psychological capital, empowerment, and organizational policies also showed acceptable loadings.
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Overall, the structural model confirmed the significance of organizational, psychological, and empowerment-related
components in shaping talent management.

Discussion and Conclusion

The findings demonstrate that talent management is substantially shaped by organizational structures, psychological
resources, and empowerment mechanisms. Organizational policies, including transparency, fair decision-making, and job
security, significantly contribute to shaping employee perceptions and engagement with talent-related practices. Empowerment
emerged as a foundational driver, enabling employees to participate actively in developmental processes and assume strategic
responsibilities that align with organizational goals.

Psychological capital proved to be a critical personal resource influencing employee motivation, adaptability, and resilience.
Employees with high levels of hope, optimism, self-efficacy, and resilience are more likely to pursue growth opportunities,
engage in developmental initiatives, and embrace organizational change. The results further showed that overall organizational
performance reinforces talent management effectiveness, indicating a mutually reinforcing relationship between strategic
workforce practices and organizational outcomes.

Taken together, the findings underscore the need for integrated models that combine structural, psychological, and
developmental components. Organizations seeking to improve performance and retain high-potential employees must invest
in policies that promote fairness, empowerment, and psychological well-being. Strengthening these dimensions can create a
sustainable environment that cultivates talent, supports innovation, and improves organizational resilience. The validated model
provides a robust empirical foundation for designing evidence-based interventions and strategic policies aimed at enhancing

talent management in contemporary organizational settings.
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