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In today's competitive environment, identifying and exploiting the appropriate behavioral
characteristics of human resources in any business is one of the most important measures of
talent management. The purpose of this study is to present a local model of talent management
in the tourism industry with a focus on behavioral indicators. The research method is mixed
(qualitative-quantitative) and the study approach is descriptive-exploratory. The main tool of
data collection in the qualitative part of the interview is semi-structured and in the quantitative
part of the questionnaire. The statistical population includes the employees of tourism facilities
in the northern provinces, which were determined by staged cluster sampling. The validity of
the indicators was calculated and confirmed from the experts' point of view using the Leuche
technique and the reliability of the questionnaire through Cronbach's alpha coefficient. Factor
analysis was used for the validity of the questionnaire. Research data and hypotheses were
analyzed by structural equation modeling by Amos, LISREL, and SPSS software. The
relationships of the variables are plotted using the test structural equation method and finally
the final research model. The results confirmed the effect of the eight components on talent
management, and among them, the component of motivation-nurturing ability had the most
effect and the factor of interactive-information ability had the least effect. The identified
Keywords: components and the presented inferential model are expected to draw a roadmap for achieving
Indigenous model inference, competitive advantage in the field of tourism.

Behavioral Characteristics,
Tourism industry, Talent

management
Extended abstract management. In fact, all activities that are done to
hire, retain, develop, reward and perform
1. Introduction individuals are part of talent management as well
Today, talent management is recommended as a as strategic workforce planning. By using the
strategy in  optimizing human  resource knowledge of strategic human resource planning,
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it is possible to improve and develop the value of
business and the possibility of companies and
organizations achieving their goals. Talent
management strategy must be linked to business
strategy and local context to function more
appropriately (Tyskbo, 2019). Tourism plays an
important role in the growth of the international
economy (Khdour, 2021). Due to the service
nature of tourism activities, the main issue in this
area is the employment of appropriate manpower.
For this reason, people, as an important part of
product providers, are the main pillars of
destination development and tourist satisfaction.
Therefore, applying the strategy of human
resource development in the tourism industry to
maintain and preserve the performance of the
system in human resource development is
necessary (Ziaei et al., 2012). According to the
above issues and based on the latest Global
Competitiveness Report published by the World
Economic Forum in October 2019, in the labor
market component among 141 countries, Iran is
ranked 139" in talent identification and merit,
104" in talent retention and 108" in talent
acquisition.  Inadequate status of talent
identification and meritocracy indicators, as well
as talent acquisition and retention in Iran require
the use of talent management strategy to attract
and employ skilled and efficient manpower,
especially in  human-centered  industries.
Therefore, the researchers in this study,
understanding the importance of this issue, seek
to identify and prioritize behavioral indicators
affecting talent management to answer the
question of: “What can be the local model of
talent management with a behavioral approach in
the tourism industry?”

2 .Research Methodology

The main purpose of this study is to present a
native model of talent management in the Iranian
tourism industry. For this purpose, a mixed-
method approach (quantitative and qualitative)
has been used. First, qualitative data were
obtained through interviews with managers and
activists of the tourism industry in the Northern
provinces. For this purpose, for the statistical
sample, 25 people were identified based on the
purposeful sampling strategy. Then, according to
the data saturation criteria and data repetition, 11
people were interviewed. Data from the semi-

structured interviews were analyzed using a
combination of directional and summary
qualitative analysis and MAXQDA 11 software
was used for coding.

The statistical population in the quantitative
part included all the 2048 employees of tourism
facilities in the Northern provinces (Mazandaran,
Gilan, Golestan). Using Morgan’s table, the
sample size of 384 people was determined. To
collect and analyze the data in the quantitative
part, the required data were clustered using a
researcher-made questionnaire with sampling
distribution method. The analysis of the collected
data by descriptive correlation method was based
on the structural equation model.

Structural ~ equation  modeling  (SEM)
technique in LISREL Software was used to
confirm the confirmatory factor and present the
research model.

In the present article, the reliability of the
questionnaire was calculated using Cronbach's
alpha coefficient and the validity of the
questionnaire was calculated using confirmatory
factor analysis. Research data analysis was
performed using the method of structural
equation analysis of partial least squares. The
software used to perform the SPSS data analysis
was LISREL. The final model of the research was
made based on the main variables of the research
according to the value of the path coefficient of
the variables.

3.Research Findings

Based on the research literature (semi-structured
interviews and data coding), a researcher-made
questionnaire was developed, and eight main
factors were identified in the form of 49
indicators. Each of the eight central codes is
considered as a hypothesis. Validation of the
collected data was performed through Cronbach's
alpha and the total reliability of the questionnaire
was obtained (0.962). Hypotheses of the research
were analyzed using structural equation modeling
(SEM) in the LISREL Software. To fit the
structural model of the research questions, the
normal chi-square index of simple chi-square
division on the degree of freedom of the
calculation model was used and an optimal result
was obtained. The research hypotheses were
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tested using the structural equation model and
confirmed. The proposed study model was drawn
with the help of Amos software.

4. Conclusion

Human resources are one of the key input sources
to the organizations and addressing their related
issues is of particular importance. Attracting,
developing and retaining talented employees is
still an important interest of organizations. Lack
of real talented staff, lack of effective and
efficient human resources and increased staff
expectations have doubled the importance of
talent management today (Bani-Hani, J. 2021).

The 8 main factors in the study included
adaptation of intrinsic-normative values, moral-
value intrusion, self-control affordability,
empathy-perceptual skills, motivation-nurturing
ability, skill adaptability, organizational support
measures and interactive-information ability.

Prioritizing the  components of talent
management and behavioral performance in the
field of tourism industry was done according to
the findings of this study and the value of the path
coefficient of variables. Route 60% belongs to the
component of interactive-information ability.
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