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Abstract

This study aims to design and validate an indigenous excellence model for human resource performance management aligned with the
mission and value-based nature of public service organizations, focusing on the Martyrs and Veterans Affairs Foundation. The study
adopted an applied, quantitative, and descriptive—analytical design using structural equation modeling; the statistical population comprised
1,200 managers and experts, from whom 291 participants were purposively selected, data were collected through a researcher-developed
70-item questionnaire covering 19 components and five main dimensions, and content validity, construct validity (convergent and
discriminant), and reliability (Cronbach’s alpha > 0.80) were confirmed, with data analyzed using SPSS and LISREL. Confirmatory factor
analysis and structural modeling results indicated adequate model fit, significant factor loadings for all dimensions, and acceptable
convergent and discriminant validity, confirming the explanatory power of leadership excellence, human capital excellence processes,
organizational excellence culture, performance excellence system, and performance transformation outcomes. The validated model
provides a context-specific and practical framework for enhancing effectiveness, fairness, learning, and service quality in value-driven
public service organizations.
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Extended Abstract

Introduction

Human resource performance management has evolved from a narrowly defined administrative control
mechanism into a strategic system that plays a critical role in enhancing organizational effectiveness, service
quality, and sustainable value creation. Contemporary perspectives emphasize that performance management
is not limited to periodic evaluation of employee outputs, but rather represents a continuous, integrated, and
developmental process that aligns individual capabilities with organizational mission and long-term objectives.
In public service organizations, this transformation is particularly significant, as these institutions are entrusted
with public resources, social accountability, and the delivery of equitable and high-quality services. Research
has consistently shown that ineffective performance management systems in the public sector contribute to
low motivation, diminished service quality, weak accountability, and erosion of public trust (Armstrong &
Taylor, 2023; Pulakos, 2015).

The complexity of public organizations, especially in developing countries, further amplifies the need for
excellence-oriented performance management models. Bureaucratic rigidity, limited incentive mechanisms,
cultural resistance, and resource constraints often hinder the effective implementation of modern human
resource practices (Entekhabi, 2023). Empirical studies indicate that traditional, compliance-driven appraisal
systems are insufficient for addressing these challenges and may even intensify perceptions of injustice and
disengagement among employees (Decramer et al., 2012; Mousavi & Heydari Mousa, 2022). As a result,
recent scholarship increasingly advocates for holistic and context-sensitive performance management
frameworks that integrate leadership commitment, organizational culture, human capital development, and
continuous feedback mechanisms (Aguinis et al., 2022; Al-Dhaafri & Alosani, 2023).

Another important development in this field concerns the growing recognition of cultural and contextual
influences on performance management effectiveness. Comparative studies demonstrate that national culture,
organizational values, and institutional environments significantly shape how employees perceive evaluation
systems, feedback, and reward structures (Peretz, 2024; Stanton & Pham, 2013). Consequently, the direct
transfer of performance management models from private sector organizations or foreign contexts to public

service institutions may lead to limited effectiveness or implementation failure. This has created a strong



demand for indigenous and excellence-based models that are aligned with local values, missions, and service
orientations (Li & Zheng, 2024).

Technological advancements have also reshaped the landscape of performance management. Artificial
intelligence, machine learning, and advanced analytics enable organizations to monitor performance in real
time, identify key performance indicators more accurately, and reduce human bias in evaluation processes
(Ekejiuba, 2025; Shenbhagavadivu et al., 2024; Sun, 2025). However, scholars caution that technological
tools should complement rather than replace human judgment, leadership interaction, and developmental
dialogue within performance management systems. In parallel, emerging approaches such as sustainable and
green human resource management emphasize the inclusion of ethical, social, and environmental dimensions
in performance evaluation, extending the concept of performance beyond purely economic outcomes
(Mohammadi et al., 2024; Rahman & Saba, 2025; Shafiei & Mazroei, 2023).

Despite the expanding body of international research, there remains a notable gap in the literature regarding
comprehensive excellence-oriented performance management models tailored to public service organizations
in Iran. Existing studies have often focused on isolated components such as competency development,
motivational systems, or cultural factors (Mohammadi Yazdi et al., 2024; Rajabi Farjad & Toranian, 2024;
Saeedi & Saeedi, 2025), rather than proposing an integrated framework that simultaneously addresses
leadership, culture, processes, systems, and performance outcomes. Addressing this gap is essential for
advancing both theoretical understanding and practical implementation of human resource performance
management in mission-driven public organizations.

Methods and Materials

The present study adopted a quantitative, applied, and descriptive—analytical research design, utilizing
structural equation modeling as the primary analytical approach. The statistical population consisted of
managers and experts working in a large public service organization, with a total population size of 1,200
individuals. Based on Cochran’s sampling formula and a confidence level of 95 percent, a sample of 291
participants was selected using purposive sampling to ensure sufficient expertise and familiarity with human
resource performance management practices.

Data were collected through a researcher-developed questionnaire comprising 70 items distributed across 19
components and five higher-order dimensions of human resource performance management excellence. These
dimensions included excellence-oriented leadership, human capital excellence processes, organizational
excellence culture, performance excellence system, and performance transformation outcomes. Content
validity was assessed through expert review, while construct validity was evaluated using confirmatory factor
analysis to establish convergent and discriminant validity. Reliability was confirmed by calculating Cronbach’s
alpha coefficients for the overall instrument and each dimension, all of which exceeded acceptable thresholds.

Data analysis was conducted using SPSS and LISREL software packages, with model fit assessed through

multiple goodness-of-fit indices.



Findings

The results of confirmatory factor analysis demonstrated that all five dimensions of the proposed model
exhibited satisfactory factor loadings and met established criteria for convergent and discriminant validity. The
structural equation modeling results further indicated that the overall model achieved an acceptable level of
fit, confirming the coherence and internal consistency of the proposed excellence framework. Excellence-
oriented leadership showed a strong and significant contribution to the effectiveness of human resource
performance management, highlighting the importance of managerial commitment, inspirational guidance, and
participatory goal setting.

Human capital excellence processes, including competency-based recruitment, employee retention, continuous
training, and career development, were found to play a substantial role in enhancing individual and collective
performance. Organizational excellence culture, characterized by justice, trust, shared values, and service
commitment, demonstrated a significant influence on employees’ acceptance and engagement with
performance management practices. The performance excellence system dimension, encompassing transparent
indicators, continuous feedback, linkage to rewards and development, and the use of supportive technologies,
also showed a meaningful impact on performance outcomes.

Finally, performance transformation outcomes reflected improvements in service quality, employee
motivation, competency development, and organizational accountability. Together, these findings confirm that
human resource performance management excellence is a multidimensional construct that requires alignment
among leadership, culture, processes, systems, and outcomes to achieve sustainable effectiveness in public
service organizations.

Discussion and Conclusion

The findings of this study underscore the necessity of adopting a holistic and excellence-oriented approach to
human resource performance management in public service organizations. Rather than viewing performance
management as a technical or procedural activity, the results demonstrate that it functions as an integrated
system embedded within broader organizational structures and values. The strong role of leadership highlights
that performance excellence cannot be achieved without committed, developmental, and participatory
managerial practices that foster trust and learning among employees.

The significant influence of human capital processes confirms that performance management is most effective
when closely linked to recruitment, training, and career development, enabling organizations to translate
evaluation results into tangible growth opportunities. Similarly, the importance of organizational culture
suggests that fairness, transparency, and shared mission are essential conditions for the successful
implementation of any performance management model. Without these cultural foundations, even well-
designed systems may face resistance or superficial compliance.

The results also emphasize that modern performance management systems benefit from structured feedback

mechanisms and supportive technologies, provided that these tools are applied in a way that reinforces human



interaction and developmental dialogue. Ultimately, the proposed model demonstrates that excellence in
human resource performance management can generate transformative outcomes, including enhanced service
quality, stronger employee commitment, and greater organizational legitimacy. This study concludes that
implementing an integrated, context-sensitive excellence model offers a viable pathway for public service

organizations seeking sustainable improvement in performance and human capital development.
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