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ABSTRACT 

Background. Organizations are always trying to retain and empower their talented employees so that they can perform 

well. However, they are still afraid of losing their human capital. Objectives. The purpose of this study was to design 

a job retention model for swimming coaches based on talent management and the quality of working life. 

Methods. It was an applied descriptive-survey study. The statistical population included the swimming coaches of 

East Azarbaijan province (773 persons). According to the Cochran formula, 285 people were selected by a stratified-

proportional random sampling method. Data collection tools included Katajar Employees' Talent Management 

Questionnaire (2012), Stephen et al.'s (2015) Quality of Working Life Questionnaire and a Researcher-made Job 

Retention Questionnaire. Results. The results showed the direct and significant effect of talent management and quality 

of working life on job retention. The mediator role of quality of working life also had a mediating effect on the 

relationship between talent management and job retention. Finally, the proposed model has a good fit. 

Conclusion. Since talent management system plays an essential role in enhancing the quality of working life and job 

retention of swimming coaches, managers and officials of swimming federation need to do careful planning to improve 

the talent management system. 
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INTRODUCTION 
Given the critical role of coaches in sports, 

recruiting and subsequently maintaining good 

quality coaches in sports programs is very 

important. Every year a significant number of 

coaches leave coaching. This change can have 

devastating effects on athletes, sports programs 

and coaches. For example, it can be a source of 

stress for athletes and a limiting factor in 

establishing a strong relationship between coach 

and athlete (1). Approximately 35% of coaches 

cease to work with the US Swimming Federation 

each year. Sports organizations recognize that 

coaching is essential for maintaining quality 

sports programs, and therefore consider coaching 

turnover as an important issue. However, the 

reasons why some people continue to coach and 

some leave coaching are not well understood (2). 

Studies show that over the next five years, global 

staff turnover rates will increase from 20.6% to 

23.4% (3). 

The turnover rate of coaches is not only costly 

but also has broader implications for sports 

programs and sports. Coaches are crucial to the 

development of sports culture, and sports 

organizations know that coaching is essential for 

maintaining sport quality (4). 

The task of coaching has been described as 

very valuable and, at the same time, very 
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stressful. Records show that coaches who feel 

supportive of their organization are less likely to 

think about coaching turnovers, so sports 

organizations should start sharing conversations 

with coaches about the organizational stressors 

(5). Knowing the factors that influence coaches' 

decisions to continue or leave coaching may 

allow organizations to take steps to retain coaches 

(6). The particular value created by talented 

employees and their stake in organizations in a 

highly competitive global economy has made 

talent management a strategic priority for 

organizations. Talent management is advocated 

as an essential strategy for retaining talented 

employees, but the academic studies that examine 

their relationships are limited. The ability to 

develop and implement integrated talent 

management is seen as a roadmap for 

organizational success, with benefits such as 

increased employee returns, less downsizing, 

lower turnover among top employees, lower 

voluntary turnover rates, and more exceptional 

ability to hire the best talent and to develop great 

leaders (3). The success of organizations depends 

to some extent on the challenges faced in 

identifying, recruiting, managing and retaining 

talent as well as adapting to these challenges as 

they evolve that requires managing talented staff 

(7). For organizations to benefit fully from the 

implementation of talent management, managers 

need to be aware of the organization's talents and 

to communicate with them continuously through 

talent management practices (8). 

Another critical factor that can affect 

employees' job retention is the quality of working 

life. Probably the term quality of work-life 

originated from the first International Labor 

Relations Conference at Arden House, Columbia 

University in New York in 1972 (9). The focus of 

quality of working life is on improving employee 

well-being and organizational performance, 

defined as employees' perceptions of how 

working conditions in an organization can meet 

their personal and work needs (10). Quality of 

working life includes feelings about job content, 

physical work environment, salaries, benefits, 

promotions, autonomy, teamwork, decision 

making, occupational health and safety, job 

security, communication, peer and manager 

support, and work-life balance (11). The focus on 

the quality of working life today is a reflection of 

the importance that everyone attaches to it. Many 

employees are dissatisfied with their job, looking 

for more meaningful work. Research findings 

showed that implementing these programs 

reduces staff complaints, reduces absenteeism, 

stress, and conflict between management and 

practice, reduces discipline, enhances employees' 

positive attitudes, and increases their 

participation in job offerings programs, job 

security, and their functioning (12). Many 

swimming coaches drop out of coaching after a 

short period, looking for another job or looking 

for a second job. The low retention rate of 

swimming coaches seems to be related to some 

components of the quality of working life and 

talent management. 

Therefore, due to the importance of the subject 

and the role of coaches in the training of athletes 

and the lack of research on talent management, 

quality of working life and job retention among 

swimming coaches, the researcher seeks to 

answer the question of what is the relationship 

between talent management and job retention of 

swimming coaches with the mediating role of the 

quality of working life? 

In a study evaluating coaches' job retention 

strategies at sports clubs in South Africa, Surujlal 

and  Grobler (2014) outlined several plans for 

staying in the coaching profession: rewards, 

training and development, participatory decision 

making, resource allocation, and budgeting and 

participation in classification and contracts (13). 

Monsah's (2019) results showed that talent 

management had a direct and indirect impact 

through perceived organizational support on 

turnover intention (8). Also, Osaru (2019), Qusi, 

Mehravar, and Shakeri Navai (2016), Saberfard 

and Deira (2014) and Hosseini (2011) showed 

that there was a significant positive relationship 

between talent management and job retention (14-

17). 

Ogbuabor and Okoronkwo (2019), Parveen, 

Maimani and Kassim (2017), Korunka, 

Hoonakker and Carayon (2008), Chan and Wyatt 

(2007), Siegrist, Wahrendorf, Von dem 

Knesebeck, Jürges and Börsch-supan (2007), 

among others showed that the quality of working 

life affects the turnover rate of employees (18-

22). The results of this study can identify areas for 

improvement in enhancing swimming coaches' 

positive job retention factors, and senior 

executives can design effective strategies and 

targeted programs for better coaching 

performance, and thus witness the remarkable 

progress of swimmers and coaches so that we'll 
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get better results at international competitions, 

including the Olympics. 

The purpose of the present study was to 

present a model of job retention of swimming 

coaches based on talent management and the 

quality of working life. Although researchers 

in their conceptual models have referred to 

different factors for measuring job retention, 

talent management, and quality of working 

experience, they did not use structural 

equation modeling for job retention, talent 

management and quality of working life 

among swimming coaches. Also, a nativized 

instrument has not been used for studying 

these variables. Based on the above, which is 

based on theories and background in this field, 

the conceptual model of the research is 

presented in Figure 1. 
 

 
Figure 1. Conceptual Model of Swimming Coaches' Job Retention based on Talent Management and Quality of Working Life 

MATERIALS AND METHODS
Research Design. The purpose of this study 

was applied a descriptive-survey correlation 

using structural equation modeling. 

Participants. The statistical population of the 

present study was all swimming coaches of East 

Azerbaijan province. According to the 

information obtained from East Azarbaijan 

Swimming Pool, the total number of coaches 

(Grade 3, Grade 2, Grade 1, International and 

Lecturer) was 773 and there were 420 women and 

353 men coaches. In the present study, the 

Cochran formula was used to select the sample 

size for greater confidence in obtaining the 

optimum sample size due to the probability of a 

lack of access to the total population. Using 

Cochran's formula, 256 was obtained and 285 

individuals were selected by stratified-random 

sampling considering the likelihood of non-

cooperation. 

Instruments. In this study, three 

questionnaires were used for data collection, two 

of which are standard questionnaires, and one is a 

questionnaire designed by the researcher. The 

Katajar (2012) talent management questionnaire 

consisting of 15 closed-ended questions that 

measure four components of dynamics, process 

and advancement, identification and promotion 

were used based on the five-point Likert scale 

(23). Its reliability was measured and confirmed 

by Cronbach's alpha (α = 0.78). The Stephen et al. 

(2015) quality of working life questionnaire 

containing 21 questions and six dimensions of 

satisfaction and respect, mobbing, mental strain at 

work, collaboration, communication and 

feedback, and appraisal was used. In the study of 

Stephen et al. (2015), to examine construct 

validity, regression analysis was performed 

which had satisfactory results (24). , The internal 

reliability of the questionnaire, was calculated 
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through Cronbach's alpha (α = 0.84). To construct 

the job retention questionnaire, Leon, Shi, Yen, 

Jin, and Qing (2013), Kumar (2013) and Hoseini 

Shahpur (2012) studies were used (25). The first 

13 factors consisted of 105 questions. In a 

qualitative study conducted by professors and 

experts, duplicate questions and elements that 

were not commensurate with the work 

environment of swimming coaches were 

eliminated and corrections were made. A pilot 

questionnaire was administered to examine the 

psychometric properties among a sample of 150 

instructors. Finally, after analyzing the 

correlation coefficients, exploratory factor 

analysis and confirmatory factor analysis of job 

retention questionnaire with eight factors, 44 

questions were investigated, and Cronbach's 

alpha coefficient of 0.94 was obtained. 

Data collection. For better sampling, the 

province was divided into three regions: north, 

center, and south. To determine the sample size of 

each district according to Table 1, based on the 

definition of the cluster sampling method, the 

ratio of the number of coaches in each district to 

the total number of coaches in the province was 

calculated. Given the difficulties and 

disadvantages faced by the researcher in the 

initial stage when they were visiting and 

requesting a questionnaire in the pool 

environment, they preferred to send the surveys 

electronically. Finally, 285 questionnaires were 

completed with follow-up. 
 

Table 1. Sample Size by Region 

Zone Male coach Female coach Total Sample share Sample size 

(Center 1) 226 339 565 73% 73% * 300 = 219 

(North 2) 21 15 36 5% 5% * 300 = 15 

(South 2) 106 66 172 22% 22% * 300 = 66 

Total 353 420 773 100% N=300 

Statistical Analysis. The structural equation 

modeling method was used to investigate the 

hypotheses and to evaluate the fit of the job 

retention model based on talent management and 

quality of working life. However, before testing 

the theories, it was necessary to examine the 

normality assumption. For this purpose, the 

Kolmogorov-Smirnov test was used. Considering 

the significant levels (significance levels greater 

than 0.05), it is concluded that the variables of 

talent management, job retention and quality of 

work-life had a normal distribution and therefore, 

parametric tests were used. 

RESULTS 
According to Table 2 of the total sample, 

32.6% were female, and 67.4% were male. In 

terms of marital status, 42.1% were single and 

57.9% were married. In terms of education level, 

the highest frequency was a bachelor degree with 

40.7%. In terms of coaching, grade three was the 

most abundant with 54 percent. Most coaches 

(72.6%) were from the provincial capital. 

In terms of age and coaching experience, the 

mean age of the coaches was 32.62 years, the 

youngest was 18, and the oldest was 57 years. The 

average coaching experience was 10.06 years, the 

lowest was one and the highest was 40 years. 

For the research variables, mean, standard 

deviation, skewness, elongation, minimum and 

maximum were calculated. Scores can range from 

one to five. The results are presented in Table 3. 

The skewness and elongation coefficients of the 

variables were less than one, indicating that none 

of the variables were outliers, and the data 

distribution was normal. 
 

Table 2. Sample Statistical Description 

Sub-index Frequency Percent 

Sex   
Female 93 32.6 

Male 192 67.4 

Total 285 100.0 

Marriage status   

Single 120 42.1 

Married 165 57.9 
Total 285 100.0 

Education level   

Diploma 10 3.5 
Associate 33 11.6 

Bachelor of science 116 40.7 

Master of science 112 39.3 

Ph. D. 14 4.9 

Total 285 100.0 

Field of study   

Non-physical education 133 46.7 

Physical education 152 53.3 
Total 285 100.0 

Coaching degree   

Grade 3 154 54.0 
Grade 2 83 29.1 

Grade 1 27 9.5 

International 9 3.2 
Lecturer 7 2.5 

Total 285 100.0 

Zone   
Center 207 72.6 

North 15 5.3 

South 63 22.1 

Total 285 100.0 

 

The bootstrapping method was used to 

investigate the mediating effect of quality of 
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working life on the relationship between talent 

management and job retention. In this method, the 

main results of the independent and dependent 

variables were first examined. If the two variables 

were significant, the mediator variable entered 

into the model and the three variables were 

examined. If both direct and indirect effects were 

significant, there was a partial mediating effect, 

and if immediate effect was insignificant and the 

indirect effects were significant, there is a full 

mediating effect. According to Table 4, it was 

observed that without the intervention of the 

quality of working life, talent management had a 

significant positive relationship with job retention 

(p = 0.001, t = 5.07). Therefore, mediation 

analysis can be continued. The standardized 

regression coefficient for an indirect path of talent 

management - the quality of work-life -on job 

retention was 0.41 at a 95% confidence level 

significant. 

On the other hand, in the mediator model, the 

direct path of talent management with job 

retention was significant at a 95% confidence 

level (p = 0.001). It is therefore concluded that the 

quality of working life had a mediating effect on 

the relationship between talent management and 

job retention. The values in Table 4 showed that 

the conceptual model of the research was well-

fitted. 

Fit indices have three types of absolute, 

adaptive, and purposive that must be reported for 

each of the classes. In this study, at least two cases 

were reported. If at least three indices are 

acceptable, it can be concluded that the model is 

well-fitted. The significance level of the chi-

square statistic was 0.001 which is not acceptable 

according to the criterion considered (higher than 

0.05). However, since the level of significance is 

sensitive to the number of samples and is almost 

always significant in large samples, other indices 

have been used to evaluate the fit of the model. 

The values in Table 5 show that the conceptual 

model of the research was well-fitted. According 

to the structural model presented in Figure 2, it is 

observed that talent management had a significant 

positive relationship with job retention. The 

impact intensity was 0.27. 

In other words, with one standard deviation 

increase in talent management, job retention 

increases by 0.27 standard deviations. Besides, 

the quality of working life had a significant 

positive relationship with job retention and the 

magnitude of the impact was 0.64. Finally, talent 

management had a meaningful positive 

correlation with the quality of working life and 

the importance of impact was 0.47. 

 
Table 3. Descriptive Indexes of Talent Management, Job retention and Quality of Working Life 

Maximum Minimum Std. Deviation Skewness Kurtosis mean N Variables 

4.80 2.67 0.37 -0.05 -0.10 3.80 285 Talent management 

4.93 1.32 0.64 -0.03 0.05 2.93 285 Job retention 

4.29 1.95 0.39 0.13 0.20 3.14 285 Quality of working life 

 
Table 4. Coefficients based on the Structural Model of the Impact of Talent Management on Job Retention by Mediating Quality of Work Life 

Standard total 

Effect 

Standard Direct 

Effect 

P-

value 
C.R SE R2 Path 

0.564 0.564 0.001 5.070 0.171 0.869 
The Direct Effect of Talent Management on Job retention 

(Without Mediating Quality of Working Life) 

0.571 0.271 0.001 3.494 0.122 0.425 
The Direct Effect of Talent Management on Job retention 

(With Mediating Quality of Working Life) 

- 0.409 0.001 - 0.072 0.632 The indirect Effect of Talent Management on Job retention 

 
Table 5. Fit Indexes of Structural Model of the Impact of Talent Management on Job Retention by Mediating Quality of Working Life 

Conclusion Value Criteria Fit index 

   Absolute 

Ideal 4.41 ≤5 CMIN/DF 

bad 0.001 ≥0.05 p-value x2 

Ideal 0.95 ≥0.90 GFI 
   Comparative 

Ideal 0.89 ≥0.90 TLI 

Ideal 0.92 ≥0.90 CFI 
   Parsimony 

Ideal 0.069 ≤0.08 RMSEA 

Ideal 0.66 ≥0.5 PNFI 
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Figure 2. Research Structural Model; Amos Software Output 

 

Pearson correlation test was used to examine 

the relationship between age and coaching 

experience with job retention, talent management, 

and quality of working life of coaches. Pearson 

correlation results in Table 6 showed that there 

was no significant relationship between coaches' 

age with job retention, talent management and 

quality of working life (p < 0.05). Also, there was 

no significant relationship between coaching 

experience with job retention and talent 

management (p < 0.05). However, there was a 

significant positive relationship between 

coaching experience and quality of work-life (r = 

0.16, p < 0.05). 

 
Table 6. Pearson Correlation Test to Investigate the 

Relationship between Age and Coaching Experience with Job 

Retention, Talent Management and Quality of Work Life 

Quality of 

working life 

Job 

retention 

Talent 

management 
 

   Age 

0.052 -0.058 -0.003 
Correlation 
coefficient 

0.380 0.327 0.962 p-value 

   
Coaching 

experience (years) 

0.164** 0.010 0.018 
Correlation 

coefficient 
0.005 0.868 0.756 p-value 

 

DISCUSSION 

The results of the structural model analysis 

showed that talent management had a significant 

positive causal relationship with job retention of 

swimming coaches in East Azarbaijan province. 

Therefore, the talent management of swimming 

coaches leads to a more extended stay in their 

job. Talent management is a series of integrated 

activities designed to ensure that talent is 

attracted, motivated, and retained, at present and 

in the future by the organization. The goal of 

talent management is to develop and maintain a 

pool of talents consisting of the skilled, engaged 

and committed workforce to ensure the flow of 

talent. 

Talent management ensures that the right 

people with the right skills are in the right place 

and focused on, and engaged in, the right 

activities. Awareness of the leaders of 

organizations that it is their employees' talents 

and abilities that drive their business to success 

can help organizations engaging in talent 

management and striving to retain employees 

with their potential. Mansah (2019), Osaru 

(2019), Narayanan (2018), Ghusi and others 

(2016), Saberfard and Deira (2014), and 

Hosseini (2011) also concluded that talent 

management enhances job retention (3, 8, 15-

17). 

The results of the structural model analysis 

showed that there is a significant positive 

relationship between the quality of working life 

with job retention of swimming coaches in East 

Azarbaijan province. Quality of work-life 

enhances employee loyalty to the organization 

and reduces turnover rates, absenteeism, and 

strife between managers and employees. Coaches 

should be considered as the growing human 
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resources of the organization and their learning, 

growth and professional development will be a 

factor in continuing to provide quality services in 

the organization. 
 

Studies by Ogbuabor and Okoronkwo(2019) 

and Al-Maleki et al. (2012) showed that 

organizations with high levels of quality of 

working life showed high productivity, low 

turnover rate and high job satisfaction (10, 18). 

Also Parvin et al. (2017), Korunka, Hoonakker 

and Carayon (2008) and Chan and Wyatt (2007) 

cited improved quality of life as a reinforcing 

factor for job retention (19, 21, 22).The results of 

the structural model analysis showed that talent 

management had a significant positive causal 

relationship with quality of working life in the 

coaches of East Azarbaijan province. Applying 

talent management and its four components 

(dynamics, process and growth, cognition and 

promotion) had a positive effect on improving the 

quality of working life of coaches. Improving the 

quality of working life leads to coaches' 

motivation for better work, increased job 

satisfaction and better collaboration resulting in a 

better attitude towards the organization and all of 

these factors lead people to perform better in the 

organization. Ultimately, it increases the 

productivity of the organization. Fibrinanda et al 

(2018) also found that having a talent 

management system helps organizations increase 

the quality of working life of employees (26). 

Finally, the results of the structural model 

analysis showed that the indirect effect of talent 

management on job retention of coaches through 

the quality of working life was significant and 

means that talent management can lead to 

increased job retention by improving the quality 

of working experience of coaches. Mansah 

(2019) demonstrated the direct and indirect 

impact of talent management on job retention 

through perceived organizational support 

mediation (8). It is suggested that corporate 

managers adhere to the principles of talent 

management to facilitate coaches' job retention 

commitment, which in addition to enhancing job 

retention, can positively lead to the quality of 

working life of coaches. Moreover, with the 

increase in talent management in the 

organization, coaches will shift to more 

collaboration, communication and feedback, 

while reducing organizational bullying and work 

pressure, thereby enhancing the organization's 

growth and job retention. The results showed 

that there was no significant relationship 

between age and coaching experience with job 

retention, talent management and quality of 

working life coaches except one case that there 

was a meaningful positive relationship between 

coaching experience and quality of working life 

coaches that means with increasing work 

experience, swimming coaches have a higher 

quality of working life. Coaches with a 

managerial background are likely to be more 

respected and considered in decisions, and less 

likely to be mentally challenged than those with 

no prior experience. 

CONCLUSION 

Given the critical role of coaches in 

swimming, it is essential to retain and 

subsequently maintain good quality coaches in 

sports. Coaches are skilled people who work with 

athletes of all ages in different fields. Educators 

have a tremendous impact on children and 

adolescents and often commit them to produce 

internationally competitive results that are the 

basis of a country's pride and identity. However, 

retaining coaches has become a severe challenge 

for sports organizations in recent years. 

Swimming is one of the most popular Olympic 

sports, with many medals being distributed and 

ranked second in the Olympics with 34 medals. 

This explains the importance of swimming, 

especially in the Olympics. More attention should 

be paid to this sport in Iran. In this regard, the 

present study aimed at providing a model of 

effective factors in job retention of swimming 

coaches and it was found that this model for 

suitable for developing job retention swimming 

coaches. 

Like any other study, the present study had 

limitations. As the primary research questionnaire 

was set up electronically and online, the lack of 

internet literacy of some educators to complete 

the survey was considered a limitation. The 

psychometric properties of the research questions 

were evaluated on a small sample of swimming 

coaches. It is best to test these features on a larger 

sample. Finally, this research is limited to the 

swimming coaches of East Azerbaijan province. 

Looking at the research background, it is clear 

that there was no research into the factors 

affecting job retention of swimming coaches in 

the leading countries. It is, therefore, necessary to 

examine the factors affecting the development of 

job retention of swimming coaches in leading 
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countries such as the United States, Australia, 

Germany and China in future studies. 

APPLICABLE REMARKS 

- According to the results, talent management 

has a direct and indirect effect on job 

retention of swimming coaches. Therefore, it 

is recommended that managers and officials 

of the Swimming Federation increase job 

retention by providing appropriate areas of 

dynamics, growth, recognition and 

promotion among coaches. 

- The results showed that quality of working life 

has a positive effect on job retention of 

swimming coaches. Therefore, managers can 

enhance the quality of working experience and 

subsequently the job retention of coaches by 

closing appropriate contracts, involving 

coaches in decision making and 

communication, giving feedback on coach 

performance and respectful behavior. 

- According to the results, seventy-three percent 

of swimming coaches are in the capital of 

the province. However, the north and south 

of the area have a small share of swimming 

coaches. Therefore, to decentralize, it is 

suggested that more coaching classes be 

held in the north and south of the province 

to develop swimming coaches’ abilities. 

- According to the results, most swimming 

coaches have a degree in coaching. 

Therefore, it is suggested that second, first, 

international, and school coaching classes be 

held in the province. 
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