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Accepted: Human resource brand-building behaviors mean displaying the distinctive features of a brand's personality
May 9, 2024 . in the form of the behavior of its employees and human resources. Therefore, the present study aimed to
Available online: identify and understand human resource brand-building behaviors’ antecedent and postoperative factors.
November 24, 2024 The statistical population of the present study is experts who were selected using the snowball sampling

method based on the principle of theoretical competence. The data collection tool in the qualitative part
was a semi-structured interview, and the quantitative part was a questionnaire, whose validity and
reliability were confirmed using theoretical validity methods, inter-coder reliability, content validity, and
retest reliability, respectively. In this study, the Atlas.ti software and coding method were used to analyze
the data in the qualitative part, and the DEMATEL Fuzzy method was used in the quantitative part. The
results indicate that the most important anticipatory and influential factors on human resource brand-
building behaviors are human resource training, interaction-oriented training strategies, staff selection and
employment programs with strong social relationships and appropriate communication skills, and
customer relationship management. Moreover, the results show that the most important factors behind the
consequences of human resource brand-building behaviors are creating an unparalleled competitive
advantage, building a strong brand and organization position among customers, creating more brand and
organization aspiration among customers, and customers' positive experience of interacting with
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Extended abstract important management tools for managers and
. . organizational leaders to create a kind of

L.introduction flexibility in line with the changing external

conditions in the organization. Forward-looking
talent management, by creating a cognitive
learning mechanism, positive motivation, and

Today, in leading businesses and organizations,
the category of talent management and human
resource competencies is considered as one of the
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transformation in the behavioral actions of
employees, creates a link between their
capabilities and competencies and the
consequences of the organization's talent
management, such as innovation and increasing
the efficiency of the organization's forward-
looking workforce (Mears, 2020). Specialized
and efficient human resources, which are today
identified as human capital, are a precious
element and are considered one of the main
factors for the survival of organizations
(Shariatnejad et al., 12:1400). Therefore,
forward-looking talent management is considered
a fundamental and unique element in confronting
the competitiveness and superiority of other
competitors (Mackenzie, 2018). According to
research by Tyke and Schulz (2010), forward-
looking talent management can be created by
attracting elites and employing talents with the
aim of achieving a sustainable competitive
advantage for the organization (Alanzi, 2018).
Hiring efficient and elite personnel increases the
organization's capabilities in accuracy and speed
to handle assigned matters, provide desirable
services in a short period of time, as well as attract
new shareholders and gain the satisfaction of
current stakeholders (Almboglia and Mancini,
2020; cited in Bigpanah et al., 1400). Human
resource managers can play a role in
organizational success by employing, hiring, and
retaining employees and creating motivation,
creativity, and empowerment in individuals by
implementing programs (Montezari et al.,
1402:169). Talented human resources with the
necessary potential and core competencies are
considered as talented individuals for the future.
Accordingly, it is important for organizations to
manage the talents needed for the future by
utilizing the capabilities of employees and
making optimal and efficient use of the cognitive
capacities of their elites to achieve the strategic
goals of the organization (Mest-Chaman et al.,
2021). Foresight in today's jobs has become an
integral element for the human resources working

in future positions due to the project-oriented
nature of jobs and the need to pay attention to the
knowledge and skills required for the future and
having  diverse  potential  (Diaz-Milenzo-
Manches, 2004; Peters et al., 2017). The
functional and behavioral requirements of the
career path of future-oriented talents include a set
of (cognitive-behavioral) approaches that are
created in order to enhance the potential and
capacities of the skilled workforce, in line with
future job needs (Clement and Camus, 2017). In
such circumstances, future human capital, in
order to succeed in employment and develop their
career path, must have the necessary initiative
and flexibility to learn new skills and capabilities
to create distinctive competencies (Chogtai,
2019). Based on the statement of the problem, the
research questions are posed as follows:

1- What are the key components of future-
oriented talent management in the era of digital
transformation?

2- How is the prioritization of the key
components of future-oriented talent
management in the era of digital transformation?

2.Research Method

This research is applied in terms of purpose and
has a mixed approach in terms of implementation
strategy. The statistical population of the
qualitative part of the research included
university professors specializing in human
resource management, 10 of whom were selected
as a sample based on the principle of theoretical
adequacy, and using the content analysis method
in the form of open, axial, and selective coding of
data obtained from semi-structured interviews,
the key components of forward-looking talent
management in the era of digital transformation
were identified and the relevant data were
analyzed with the help of ATLAS.TI software.
Also, in the quantitative part of the research, the
statistical population included experts and
specialists in the field of human resources of
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government organizations in Lorestan province,
30 of whom were selected as a sample based on
the purposive sampling method, and the extracted
components of the qualitative phase were
analyzed and prioritized by these experts in the
form of a questionnaire. A summary of
information related to the characteristics of the
expert members is in Table (2).

3.Result

To validate the research process and qualitative
interviews, two methods were used: member
review and consensus method. In the member
review method, the findings were provided to
three interviewees and they were asked to review
the research process and express their opinion,
which ultimately confirmed the data analysis
process and extracted categories. Also, based on
the consensus method, a university graduate in
management who was familiar with content
analysis and coding was asked to re-code the
three interviews conducted, based on which the
reliability of agreement between the two coders

was 75 percent and acceptable reliability was
achieved. The results showed that the
establishment of primary core centers based on
prospective recruitment, elitism based on gaining
digital competitive advantage, increasing
efficiency based on talent-based, and a new
vision based on merit-based opportunities are
considered the most important components of
prospective talent management
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