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This study aims to design a talent management model in Iran’s higher education with an
emphasis on the succession planning approach. Given the necessity of enhancing academic
governance and preserving human capital, this research examines the current status of talent
management and seeks to offer a localized model aligned with the structure of the country’s
higher education system. The research method is qualitative and based on the grounded
theory approach (Strauss and Corbin's method). Data were collected through semi-
structured interviews with 17 managers and experts in higher education and human
resources, using theoretical and snowball sampling. The data were analyzed through three-
stage coding (open, axial, and selective). Findings indicated that the central phenomenon in
talent management within Iran’s higher education is “talent management as a lever for
transformation in governance.” Accordingly, the designed model includes causal conditions
(sustainable development of human capital and leadership in higher education), contextual
conditions (cultural and structural prerequisites for talent management), intervening
conditions (the dual role of management in advancing or hindering academic processes),
strategies (managerial flexibility in developing and retaining academic talents), and
consequences (dual outcomes of human capital development and talent migration). The
study concludes that talent management, if implemented properly, can serve as a key factor
in enhancing academic governance and strengthening national human capital. However,
mismanagement may lead to adverse consequences such as institutional blockage, reduced
motivation among elites, and brain drain. Additionally, weak governance, lack of
transparency, and injustice can result in the instrumentalization of talent management and
obstruct its genuine development.
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1. Introduction

Talent management is recognized as a critical
strategic priority within higher education
systems worldwide, particularly in countries
facing challenges such as brain drain, talent
migration, and the loss of human capital. In Iran,
despite significant investments in academic
infrastructure and human resources, the
absence of an indigenous, structured, and
culturally compatible talent management model
has limited universities' ability to effectively
attract, develop, and retain top-tier academic
talent. Moreover, issues such as administrative
instability, lack of succession planning, and
inadequate policies have compounded the
difficulty of sustaining institutional growth. This
study addresses this gap by designing a talent
management model tailored to the Iranian
higher education context, incorporating a
succession planning approach. The objective is
to provide a conceptual framework that enables
universities to manage academic talent
strategically and sustainably, while responding
to organizational, cultural, and policy-related
complexities unique to Iran.

2. Research Methods

This qualitative research adopted a Grounded
Theory methodology based on the Strauss and
Corbin approach. The study relied on in-depth,
semi-structured interviews conducted with 17
key informants, including university
administrators, human resource professionals,
and higher education policy experts. Participants
were chosen through purposive and snowball
sampling to ensure diverse viewpoints and to
reach theoretical saturation. Interviews were
transcribed and analyzed manually using a
systematic three-step coding process—open,

axial, and selective coding—to derive key

categories and develop a conceptual model.
Analytical rigor was maintained via triangulation
of data sources, member checking with
participants to validate findings, and peer
debriefing with academic colleagues to minimize
researcher bias. The research was conducted
without the use of coding software, emphasizing
deep engagement with the data and iterative
refinement of emerging concepts.

3. Results

The analysis led to the identification of the core
category: “Talent Management as a Lever for
Transformation in Academic Governance.” This
core theme  emphasizes that talent
management, when strategically aligned with
institutional goals, can drive meaningful reform
and innovation in higher education governance.
The proposed model consists of five

interconnected components:

1. Causal Conditions: These include the
sustainable development of human capital,
proactive leadership in talent identification and
cultivation, and the alignment of academic goals
with talent strategies.

2. Contextual Conditions: Institutional culture,

regulatory environments, organizational
structures, and the presence (or absence) of
performance-based incentives influence how
talent management is perceived and

implemented.

3. Intervening Conditions: These involve the
mediating role of leadership styles, transparency
in decision-making, and the alignment of
national policies with university-level objectives.
Leadership can function as both a facilitator and
a barrier.

4. Strategies: Flexible and context-aware
strategies for talent development, retention,
motivation, and succession planning are
essential. These include mentorship programs,
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career path development, recognition systems,
and regular performance evaluations.

5. Consequences: The outcomes are dual in
nature. Positive consequences include the
enhancement of institutional innovation,
empowerment of academic staff, and improved
human capital. Negative consequences, in the
case of mismanagement, include stagnation,
demotivation, talent migration, and erosion of
trust within academic communities.

The study underscores that in environments
lacking transparency, fairness, and good
governance, talent management risks being
instrumentalized for political or short-term
gains, leading to inefficiency and alienation of
academic elites.

4. Conclusion

The findings suggest that a well-designed,
culturally-sensitive, and institutionally-aligned
talent management model can play a
transformative role in strengthening governance
and human capital in lranian universities.
However, superficial or misaligned
implementation can exacerbate structural
weaknesses, encourage talent migration, and
damage institutional credibility. Therefore,

successful application of the model requires not

only strategic planning but also leadership
accountability, stakeholder involvement, and an
emphasis on ethical governance. The proposed
model provides a practical roadmap for
policymakers, university administrators, and HR
professionals seeking to institutionalize effective
talent management practices. Future research is
advised to validate the model across diverse
university settings and to assess its long-term
impact on academic performance and retention.
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