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Abstract

In today’s rapidly evolving era, futures studies offer a structured opportunity for examining transformations
and envisioning a desirable outlook for policymakers, particularly in labor-intensive organizations.
Accordingly, this article aims to present a reasoned discussion on rethinking a foresight model in the
domain of human resource provision and its requirements within the Judiciary. To this end, the research
method was qualitative, employing the Delphi method based on the STEEP model. Data were collected
through fieldwork using in-depth semi-structured interviews and a researcher-made questionnaire. A
purposive sampling approach was used, and data saturation was achieved after 25 interviews. Based on
the research findings—utilizing the fuzzy Delphi technigue—the dimensions, components, and indicators
of the proposed foresight model for the human resources and capital chain in the Judiciary reflect key
parameters (actions and interactions) in political, social, cultural, economic, and technological domains.
However, each of these factors, throughout its evolutionary path, will be influenced by information
technology innovations, including the expansion of electronic environments and systems thinking
approaches, in response to the time- and location-specific conditions of society (constant changes). The
results indicate that the final model enjoys acceptable validity and, in addition to enhancing adaptability
capacity and efficiency, entails the development of an effective and up-to-date electronic communication

infrastructure, deepening organizational culture, and more.
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Extended Abstract
Introduction
In the context of the accelerating complexities of the twenty-first century, the strategic role of human
resource systems in state institutions—particularly the judiciary—has become increasingly central to
national governance and the implementation of justice. As societies transition into knowledge-based
economies and become more deeply interconnected through technological advancements, the need
for anticipatory governance and institutional foresight is no longer optional but essential (Ahmadi,
2016; Voros, 2008). In such dynamic environments, traditional planning models in human resource
management (HRM) are often insufficient to respond effectively to emerging uncertainties and
discontinuities. Instead, future-oriented approaches that integrate multiple dimensions of change are
required to ensure institutional readiness and adaptability (Pedram & Jalali-vand, 2018; Popper
Villarroel & Popper, 2009).
Foresight studies, as an applied interdisciplinary field, offer strategic methodologies to explore
possible, probable, and preferable futures. When applied to human resource systems in judicial
institutions, foresight allows for proactive planning in areas such as workforce development,
recruitment, retention, and talent management—all of which are increasingly challenged by
demographic shifts, policy transitions, technological disruptions, and changing public expectations
(Fardai Banam et al., 2019; Jazaei et al., 2024). Despite their critical role, HR systems in Iran’s judiciary
remain largely reactive and disconnected from long-term strategic goals, suffering from gaps in
integration, systemic inefficiencies, and underutilization of data-based forecasting tools (Hassan Beigi
& Jahangir, 2010; Qurashi et al., 2022).
Moreover, the judiciary, as a key pillar of governance and public trust, faces unique challenges in
aligning its human capital strategies with societal expectations of transparency, equity, and justice.
These demands further underscore the urgency of a structured foresight model capable of identifying
the political, economic, social, technological, and environmental drivers shaping the future of HR in
this institution (Hadavand, 2020; Jamshidi et al., 2021). Past studies have demonstrated that
institutions capable of integrating foresight into their HR strategies are better positioned to build
workforce resilience and institutional legitimacy over time (Komlosi, 2020; Santos et al., 2020).
To address this strategic gap, the present study investigates the design and validation of a foresight-
based model for human resource provision in the judiciary of the Islamic Republic of Iran. Drawing
upon the STEEP analytical framework (Social, Technological, Economic, Environmental, and
Political dimensions), this research employs a qualitative Delphi methodology to elicit expert insight
and construct a contextualized model grounded in systemic drivers. The goal is to enable anticipatory
capacity and forward-looking policy alignment in the human capital systems of the judiciary, thus
ensuring its sustainable functionality in the face of accelerating internal and external transformations
(Saadat, 2023; Saeed Zarei & Haji, 2025).
Methods and Materials
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The research employed a qualitative exploratory approach, using the Delphi technique based on the
STEEP model to identify the most critical factors affecting the future of human resource provision in
the judiciary. Data collection was conducted through in-depth, semi-structured interviews with 25
purposively selected experts from the judiciary’s Human Resources Department, academic
professionals in HRM and foresight studies, and senior policy advisors. Interviews were continued
until theoretical saturation was reached. A structured questionnaire was also designed and validated
through expert consultation.

The data were analyzed using thematic coding and structural content analysis. A combination of
deductive and inductive strategies was used to identify major themes, sub-themes, and relationships
between key drivers. To validate the extracted dimensions and indicators, a fuzzy Delphi process
was conducted across multiple rounds. Additionally, a SWOT analysis was performed to evaluate
the strengths, weaknesses, opportunities, and threats present in the judiciary's current HRM system.
Reliability of the data collection tools was confirmed using Cronbach’s alpha (a > 0.75), and
triangulation was applied for cross-validation.

Findings

Analysis of the data revealed five overarching drivers that significantly influence the future of human
resource management in the judiciary: economic instability, sociocultural transitions, political
governance, technological evolution, and environmental-demographic shifts. Within the economic
domain, the most frequently cited challenges included structural unemployment, inflation, and the
declining growth rate, all of which reduce the judiciary’s capacity to attract and retain high-quality
personnel. Sociocultural drivers included the aging population, generational value gaps, and
diminishing job appeal in public institutions. The political dimension was characterized by ambiguity
in policy implementation, lack of legislative clarity, and public skepticism about institutional
performance.

Technological drivers highlighted the growing dominance of digital platforms, increased reliance on
automation, and the need to develop digital competencies among staff. Environmental and health-
related factors, particularly workforce aging and the associated decline in labor supply, were also
emphasized. These five driver categories collectively informed the proposed foresight model, which
includes a set of strategic criteria such as career pathway design, performance-based compensation
systems, competency modeling, targeted recruitment strategies, and integrated digital HR
infrastructures.

The SWOT analysis identified both enabling and obstructive conditions within the judiciary’s HR
system. Strengths included the existence of a transformation document, commitment to centralized
recruitment planning, and progress in digitizing employment processes. Weaknesses, however,
encompassed misalignment between staff capabilities and job roles, absence of a performance
evaluation culture, and fragmentation between HR units. Opportunities were seen in the judiciary’s
national reach and increasing policy interest in elite recruitment. Threats included external political
interference, uneven geographic distribution of courts, and lack of effective succession planning.
Based on expert interviews, 11 major variables were identified as determinants of future HR
strategies in the judiciary. These included the digital economy, youth population decline, changes in
age distribution, mismatch between qualifications and roles, and inadequacies in HRD policies. The
model also incorporated policy recommendations related to structured recruitment, competency-
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based promotion, performance-linked incentives, and the establishment of talent identification
centers.

Discussion and Conclusion

The results of this study underscore the pressing need for a paradigm shift in human resource
planning within the judiciary of Iran. Traditional approaches that rely on reactive policymaking and
short-term staffing forecasts are inadequate in a context marked by systemic instability and
technological disruption. By integrating the STEEP model with expert-based scenario planning, this
research provides a validated framework for anticipatory governance of human capital. Such a
framework empowers policymakers to navigate complexity, anticipate shifts in workforce dynamics,
and build institutional resilience through strategic foresight.

The judiciary, as a justice-delivering institution, must not only fulfill legal mandates but also respond
effectively to the evolving needs of society. The findings reveal that internal fragmentation,
inequitable compensation structures, and a lack of systemic coordination in HR planning continue to
undermine the potential of the judiciary to retain qualified staff and institutional knowledge. A well-
designed foresight model, therefore, serves as both a diagnostic and a prescriptive tool for
institutional reform.

Moreover, the study brings to light the importance of addressing generational differences and future
expectations of employees, particularly among younger cohorts. Ignoring these shifts risks not only
reducing the judiciary’s appeal as an employer but also creating long-term inefficiencies and
disengagement. Future-proofing the judiciary’s HR systems requires sustained investment in
organizational learning, culture transformation, and adaptive leadership.

By proposing a model grounded in interdisciplinary foresight literature and contextualized to Iran’s
judicial structure, this research offers a roadmap for transitioning towards a proactive, learning-
oriented, and sustainable human resource system. The ultimate goal is to align the judiciary’s human
capital strategies with its constitutional mission of justice, equity, and public trust. Through such
alignment, the judiciary can enhance its operational integrity, policy coherence, and service delivery
in an uncertain and rapidly evolving future.
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