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Abstract 

Human resources are considered one of the fundamental factors 
contributing to sporting success and sustainable performance in 
sports organizations. This study aims to examine the role of human 
resources in sporting success, with emphasis on recruitment and 
selection, training and development, empowerment, motivation, 
performance evaluation, and organizational support. The study 
employed a descriptive–analytical approach based on a review of 
scientific literature and relevant studies on human resource 
management and performance in sports organizations. The findings 
indicate that effective recruitment and selection, continuous training 
and development, empowerment, and appropriate motivational 
practices can enhance employees’ competencies, commitment, and 
performance. Furthermore, fair performance evaluation and 
effective management of athletes, coaches, managers, and support 
staff contribute to strengthening team coordination and fostering a 
positive organizational culture. Therefore, sporting success does not 
depend solely on athletes’ physical and technical abilities; effective 
management and development of human resources also play a 
fundamental role in achieving sustainable performance. 
Accordingly, integrating human resource management into the 
policies and strategies of sports organizations can provide a basis 
for improving performance and achieving sustainable sporting 
success. 
Keywords: Athletes, Human Resource Management,Sports 
Organizations,Sports Managers, Organizational Performance, 
Sporting Success. 
 

 
 
Introduction 

Sports organizations, due to their unique characteristics and significant social importance 
in most countries, face particular challenges in managing their human resources. This 
reality stems from the fact that sporting competitions are continuously scrutinized by the 
public, mass media, political parties, and even governments. Consequently, organizations 
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that produce and oversee sports (as well as their leaders and managers) are often under 
public observation. In such circumstances, emotions and sentiments can easily interfere 
with the governance of these organizations, the management of human resources, and the 
planning, communication, and implementation of changes (Sotiriadou, 2013). 
Therefore, the management of sports organizations may be rewarded or penalized based 
on perceived performance. The actions of managers are not only assessed through 
advanced technical models and methods but are often judged by the success of athletes 
and teams in competitions. For instance, the number of Olympic medals is typically 
considered a primary indicator of managerial effectiveness, particularly in relation to elite 
athletes, as well as broader aspects of sports programs. These aspects include talent 
identification and training, coach education, and facility management. Overall, this 
demonstrates that a causal relationship—often without clear scientific evidence—has been 
established between sporting success and organizational structures and managerial 
performance (Bull, F. C., Al-Ansari 2020). 

Material and Method  

This study is a qualitative, analytical–descriptive literature review. The study was 
conducted through a systematic search of credible scientific databases and the selection of 
articles and sources relevant to the research topic. The selected literature was reviewed, 
compared, and analyzed, and the findings of various studies were qualitatively 
synthesized and summarized. 
Selection of Sources 
The study-selection process was conducted in several stages. First, all records identified 
through the database searches were collected and duplicate records were removed. 
Second, the titles and abstracts of the remaining records were screened according to the 
predefined inclusion and exclusion criteria. Third, potentially relevant studies were 
retrieved in full text and assessed for eligibility. Studies that did not satisfy the eligibility 
criteria were excluded, and the reasons for exclusion were documented. 
The final set of studies included in the qualitative synthesis consisted of [number] studies. 
The search and screening process should be reported using a PRISMA flow diagram if the 
review is presented as a systematic review or follows systematic-review procedures. 
Data Extraction 
Relevant information was extracted systematically from the included studies. The 
extracted information included author(s), publication year, study context, research design, 
sample or population, human resource management dimensions examined, major 
outcomes, principal findings, and relevant theoretical perspectives. The extracted 
information was organized to facilitate comparison across studies and to identify common 
patterns, differences, and relationships between human resource management and 
sporting success. 
Qualitative Data Analysis and Synthesis 
A qualitative thematic synthesis approach was used to analyze the findings of the included 
studies. First, relevant findings concerning human resource management and sporting 
success were extracted from each study. Second, the extracted information was coded 
according to recurring concepts and HRM dimensions, including recruitment and 
selection, training and development, motivation, empowerment, performance evaluation, 

https://kuijis.edu.af/index.php/kuijis


Rasheedi T/ Kdz Uni Int J Islam Stud and Soc Sci 2026;3(3): 360-369                                                                       KUIJIS 

 
 

 
https://kuijis.edu.af/index.php/kuijis                                                                                                                                    e-ISSN: 3078-3895 

362 

 

organizational support, and organizational culture. Third, related codes were grouped into 
broader thematic categories. Finally, the themes were compared and synthesized to 
identify common findings, differences between studies, and the mechanisms through 
which human resource management may contribute to sporting and organizational 
performance. 
The Concept of Human Resources in Sports  
Human resources represent one of the most important organizational resources in sports 
because sporting performance is ultimately produced through the knowledge, skills, 
motivation, coordination, and decisions of people. In sports organizations, human 
resources extend beyond athletes and coaches to include managers, administrators, 
medical and performance-support personnel, referees, technical specialists, and, in some 
contexts, volunteers. Therefore, human resource management (HRM) in sport involves 
more than recruitment and personnel administration; it encompasses the systematic 
acquisition, development, motivation, evaluation, and retention of people whose 
capabilities contribute to organizational objectives (Martindale, 2017). 
The strategic importance of HRM can be explained through Human Capital Theory, which 
views employees' knowledge, skills, competencies, and experience as resources in which 
organizations can invest to improve performance. It is also consistent with the Resource-
Based View (RBV), according to which valuable and difficult-to-replicate organizational 
resources can contribute to sustained competitive advantage. Within sports organizations, 
specialized coaching expertise, athlete development knowledge, managerial competence, 
organizational experience, and effective teamwork may constitute strategically important 
human resources. Consequently, investment in human resources can create value not 
simply by increasing the number of personnel but by improving the quality, coordination, 
and strategic use of their capabilities (Wright, 2001). 
Human Resource Management and Sporting Performance 
The contribution of HRM to sporting performance can be understood as a process in which 
human resource practices influence individual capabilities and motivation, which in turn 
affect team functioning and organizational performance. Effective recruitment provides 
organizations with personnel whose competencies correspond to specific sporting and 
managerial requirements. Training and development enhance these competencies, while 
motivation, empowerment, and appropriate performance-management systems can 
influence effort, commitment, and role performance. At the team level, communication, 
leadership, and organizational support may facilitate coordination and collective 
effectiveness (Sotiriadou, 2013). 
Training, Development, and Empowerment 
Recruitment alone cannot ensure sporting success because human capabilities require 
continuous development. Training and development allow athletes, coaches, managers, 
and support personnel to update their knowledge and adapt to changes in sport science, 
technology, competition, and organizational practice. From a human-capital perspective, 
such investment can increase the knowledge and competencies available to the 
organization (Sotiriadou, 2013). 
For athletes, development may include technical and tactical preparation, psychological 
skills, recovery strategies, and sport-specific education. For coaches and managers, 
professional development may involve leadership, communication, analytics, talent 
development, ethics, conflict management, and strategic decision-making. The 
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effectiveness of these interventions, however, depends on whether training is aligned with 
organizational needs and whether participants have opportunities to transfer new 
knowledge into practice. Therefore, sports organizations should evaluate training not 
simply according to participation rates but according to changes in competencies, 
behavior, and relevant performance outcomes (World Health Organization. 2020). 
Empowerment provides an additional mechanism through which development may 
influence performance. Giving appropriately qualified personnel greater autonomy and 
opportunities to participate in decision-making can strengthen ownership and 
responsibility. However, empowerment without adequate competence, accountability, or 
organizational support may not produce positive outcomes. The evidence therefore 
suggests that empowerment should be combined with clear roles, professional 
development, feedback, and appropriate performance-management systems (Ferkins, 
2015). 
Motivation, Performance Management, and Organizational Culture 
Motivation represents another pathway connecting HRM practices to sporting 
performance. Sports organizations operate in environments that require sustained effort, 
resilience, cooperation, and commitment. Reward systems, recognition, feedback, career 
opportunities, and supportive leadership may influence the willingness of athletes and 
employees to invest effort in their roles. Nevertheless, motivation should not be reduced to 
financial rewards. Self-Determination Theory, for example, emphasizes the importance of 
autonomy, competence, and relatedness in supporting high-quality and sustainable 
motivation (Bull, F. C., Al-Ansari, 2020). 
This theoretical perspective is particularly relevant to sport because excessive reliance on 
external rewards may not produce the same motivational outcomes as an environment 
that supports intrinsic motivation and a sense of competence and belonging. Sports 
organizations should therefore develop balanced motivational systems that combine 
appropriate material rewards with recognition, professional development, participation in 
decision-making, supportive leadership, and opportunities for meaningful achievement 
(Deci, 2000). 
These practices can contribute to organizational culture. A culture characterized by trust, 
learning, collaboration, accountability, and shared goals may facilitate communication and 
team cohesion. However, organizational culture should not be assumed to automatically 
produce sporting success. Its influence depends on how cultural values are translated into 
leadership behavior, decision-making, communication, and everyday organizational 
practices (Ferkins, 2015). 
Health and Well-being of Sports Employees 
Employee health and well-being represent an increasingly important component of 
strategic HRM. In sports organizations, the issue is particularly complex because 
employees may face demanding workloads, irregular schedules, performance pressure, 
travel, job insecurity, and high expectations. Athletes may additionally experience 
intensive training, injury risk, competitive stress, and psychological demands. 
Consequently, well-being should be considered as an organizational issue rather than 
solely as an individual's responsibility. 
Recent research on occupational health and well-being suggests that organizational factors 
such as workload, recovery opportunities, leadership, psychological safety, social support, 
and work-life balance can influence employee well-being and the risk of burnout 
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(Proper2002). In the sporting context, this implies that health-support programs should 
extend beyond medical treatment and physical exercise to include psychological support, 
workload management, injury prevention, adequate recovery, nutrition, and supportive 
organizational policies (Moreira, 2016). 
Practical Implications for Sports Organizations 
The evidence and theoretical perspectives discussed above indicate that sports 
organizations should manage HRM as an integrated strategic system rather than as 
separate administrative activities. First, organizations should establish evidence-based 
recruitment and talent-identification procedures that combine objective indicators, expert 
assessment, and longitudinal development. Second, training programs should be linked to 
identify competency gaps and evaluated according to their effects on performance and 
professional development. Third, motivational and performance-management systems 
should provide fair recognition, constructive feedback, opportunities for development, 
and appropriate autonomy (Taylor, T., Doherty, 2015). 
Fourth, organizations should incorporate employee and athlete well-being into strategic 
planning rather than treating health services as an isolated support function. Finally, 
managers should regularly evaluate whether HR practices are producing the intended 
outcomes through measurable indicators such as retention, employee engagement, athlete 
development, coaching effectiveness, team cohesion, injury-related absence, and relevant 
sporting-performance indicators (World Health Organization. 2020) 
Table (1). Comparative Importance of Exercise for the Health and Well-being of Sports 
Employees 

Supporting 
Sources 

Relevance to 
Employees of  

Evidence-Based 
Scientific  

Exercise-
Related  

Category Number 

 Sport 
Organizations 

Explanation 
 

Outcome   

WHO, 2020; 
Bull et al., 
2020 

Employees of 
sport 
organizations 
can benefit 
from regular 
opportunities 
for physical 
activity, 
particularly 
those whose 
administrative 
duties require 
prolonged 
sitting. 

Regular physical 
activity is 
associated with 
improved 
cardiorespiratory 
fitness and a 
reduced risk of 
several 
cardiovascular 
conditions. The 
magnitude of the 
benefit depends 
on exercise 
frequency, 
intensity, 
duration, and 
individual 
characteristics 

Improved 
cardiovascular 
health 

Physical 
Health 

1 

Moreira-
Silva et al., 
2016 

This is 
particularly 
important for 

Appropriate 
physical activity 
and exercise can 

Reduction in 
musculoskeletal 
problems 

Physical 
Health 

2 
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administrative 
and support 
staff in sport 
organizations 
who spend 
long periods 
sitting or 
performing 
repetitive 
activities 

help maintain 
musculoskeletal 
health and 
reduce some 
problems 
associated with 
physical 
inactivity and 
prolonged 
sitting. Exercise 
programs should 
be tailored to 
occupational 
demands and 
individual 
conditions 

WHO, 2020; 
Bull et al., 
2020 

Sports 
organizations 
can integrate 
physical 
activity and 
health-
promotion 
programs into 
employee 
wellness 
programs. 

Physical activity, 
combined with a 
healthy diet, can 
help maintain a 
healthy weight 
and reduce the 
risk of metabolic 
diseases. 

Weight 
Management 
and Improved 
Metabolic 
Health 

Physical 
Health 

3 

Singh et al., 
2023; WHO, 
2020 

Employees of 
sports 
organizations 
who face 
competitive 
pressures, 
demanding 
work 
schedules, 
and 
organizational 
stressors can 
benefit from 
appropriate 
and accessible 
physical 
activity 
programs. 

Scientific 
evidence 
indicates that 
regular physical 
activity is 
associated with 
improved mental 
health and may 
help reduce 
symptoms of 
anxiety and 
depression. 

Reduced Stress 
and Improved 
Psychological 
Well-Being 

Mental Health 4 

Ryan,2020 Improved 
psychological 
well-being 
and cognitive 
functioning 

Physical activity 
is associated 
with several 
cognitive and 
psychological 

Improved 
Cognitive 
Performance 
and 
Concentration 

Mental Health 5 
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may 
contribute to 
greater 
concentration 
and better 
decision-
making 
among 
coaches, 
managers, 
administrative 
staff, and 
other 
employees 

benefits. 

Singh et al., 
2023; WHO, 
2020 

Sports 
organizations 
should 
combine 
opportunities 
for employee 
physical 
activity with 
workload 
management, 
opportunities 
for rest and 
recovery, 
psychological 
support, and 
the 
development 
of a healthy 
work 
environment. 

Physical activity 
can support 
psychological 
well-being and 
stress 
management; 
however, 
exercise should 
not be 
considered a 
substitute for 
organizational 
interventions 
addressing 
excessive 
workload, 
inadequate rest, 
poor leadership, 
and psychosocial 
risk factors. 

Potential 
Contribution to 
the Prevention 
of Occupational 
Burnout 

Occupational 
Well-Being 

6 

Doherty,2015 Exercise 
programs 
may indirectly 
contribute to 
employee 
performance 
by improving 
health, 
energy, work 
engagement, 
and work 
ability. 

Workplace 
physical activity 
interventions 
have been 
associated with 
improvements in 
some aspects of 
employee health 
and well-being. 

Potential 
Improvement 
in Work 
Performance 
and Work 
Engagement 

Job 
Performance 

7 
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Motivation and Job Satisfaction 
Motivation holds a special importance in all organizations, as it has a direct impact on 
employee outcomes and performance. Employees who are highly motivated approach 
their tasks with energy and commitment, which in turn enhances quality and improves 
organizational effectiveness. Job motivation plays a crucial role in improving both 
individual and organizational activities. Evidence suggests that motivated employees 
perform approximately 20% better than their less motivated counterparts. They are more 
prepared to confront new challenges and utilize their skills to the fullest in accomplishing 
tasks. High levels of motivation among employees in administrative settings foster 
stronger organizational relationships, higher profitability, and a greater tendency to seek 
creative solutions to workplace problems. In sports organizations, job motivation is 
particularly beneficial, as it energizes individuals to achieve organizational goals more 
accurately and effectively. It also enables employees to reach their objectives more quickly, 
since they are more likely to maximize opportunities available in their work environment 
(Moreira, 2016). 
Research conducted by Reward Gateway further demonstrates that approximately 7 out of 
10 employees expect their employers to provide additional services to enhance motivation. 

WHO, 2020; 
Proper et al., 
2002 

Sports 
organizations 
can assess 
absenteeism, 
employee 
participation, 
health 
indicators, 
and program 
costs to 
determine the 
organizational 
value of 
employee 
health-
promotion 
programs. 

Improved 
employee health 
may contribute 
to reduced 
sickness absence 
and a lower 
health-related 
burden on 
organizations. 

Potential 
Reduction in 
Sickness 
Absence and 
Health-Related 
Costs 

Organizational 
Outcomes 

8 

Singh et al., 
2023; WHO, 
2020 

Inclusive and 
appropriate 
group sports 
and wellness 
programs can 
strengthen 
interaction 
among 
coaches, 
administrative 
staff, support 
staff, and 
managers. 

Group-based 
sports activities 
can provide 
opportunities for 
social interaction 
and shared 
participation. 

Improved 
Social 
Interaction and 
Workplace 
Cohesion 

Social and 
Organizational 
Well-Being 

9 
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This study, which surveyed 6,812 individuals across the United Kingdom, the United 
States, and Australia, revealed that when Australian employees were asked about their 
feelings toward their work, 54% reported that their wages merely allowed them to pay off 
loans. The findings highlighted the negative consequences of low motivation among 
employees. In Australia, five major outcomes of demotivation were identified: decreased 
mood, inappropriate behavior, reduced productivity, diminished psychosocial health, 
lower work improvement, and a tendency toward unhealthy dietary habits (Wicker, 
(2013). 

Conclusion  

Overall, human resources are among the most important factors influencing the 
performance and sustainable success of sports organizations. Success in sport is not 
limited to the physical and technical abilities of athletes; rather, it also depends on the 
quality and competence of coaches, managers, referees, and other staff, as well as on how 
they are managed and developed. Therefore, effective human resource management 
should be considered an essential component of the strategic policies and plans of sports 
organizations. Recruiting and selecting competent individuals, continuous training and 
development, empowerment, motivation, performance evaluation, talent management, 
and attention to the health and well-being of employees can provide the basis for 
improving individual, team, and organizational performance. However, sporting success 
is a multidimensional phenomenon, and various factors such as coaching quality, athletes’ 
abilities, training systems, leadership, facilities, financial resources, and organizational 
conditions also play a role. Therefore, strategic attention to human resources and the 
creation of an appropriate environment for their professional growth and development 
can enhance the capacity of sports organizations to achieve optimal performance and 
sustainable success. 
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