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Abstract

The present study aimed to identify the dimensions, components, and indicators of a human resource productivity model in the social sector of the
Welfare Organization with an emphasis on employer branding enhancement. This applied study adopted a descriptive design using a mixed-method
(qualitative—quantitative) approach. The research population consisted of human resource experts within the Welfare Organization, from whom 20
participants were selected through purposive and judgmental sampling. Data were collected through an extensive review of knowledge resources and
semi-structured interviews. Data analysis was conducted using directed qualitative content analysis supported by MAXQDA software. The analytical
process included open coding, categorization, and theme development. Content validity was confirmed through expert review, and reliability was
assessed using the Holsti coefficient. The findings revealed that human resource productivity in the Welfare Organization is shaped by a multidimensional
system of internal and external determinants. At the macro level, political, economic, technological, and socio-cultural factors formed the contextual
environment influencing productivity outcomes. At the organizational level, managerial practices, organizational culture, structural arrangements,
technological capacity, operational processes, and individual employee characteristics emerged as core drivers of productivity and employer brand
development. The interaction among these dimensions demonstrated that human resource productivity is a systemic phenomenon arising from the
alignment between institutional context, organizational mechanisms, and employee experience. The final model comprised 502 conceptual codes, 92
indicators, 10 components, and two overarching dimensions, providing a comprehensive framework for sustainable productivity improvement. The study
concludes that improving human resource productivity in social service organizations requires an integrated systemic approach combining environmental
alignment, managerial transformation, organizational culture development, and individual empowerment, through which employer branding can emerge
as a strategic outcome of sustainable organizational performance.
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Extended Abstract

Introduction

In contemporary organizational environments characterized by knowledge-based competition, technological
transformation, and increasing workforce mobility, human resource productivity has emerged as a central
determinant of organizational sustainability and effectiveness. Organizations increasingly recognize that
productivity is not solely dependent on operational efficiency but is fundamentally rooted in the quality,
engagement, and strategic management of human capital. Modern human resource management paradigms
emphasize that employees represent strategic assets capable of generating innovation, organizational
resilience, and competitive advantage when effectively managed (Qavidel & Mahboubi, 2025; Vardi et al.,
2025). Consequently, organizations—especially public and social service institutions—are required to develop
comprehensive models that integrate productivity enhancement with employee-centered management
strategies.

One of the most significant developments in recent decades has been the emergence of employer branding as
a strategic approach within human resource management. Employer branding refers to the collective
perception of an organization as a desirable workplace and reflects how employees and potential candidates

evaluate organizational values, culture, and employment experience (Rahimian, 2013). Research



demonstrates that employer branding significantly influences employee attraction, retention, motivation, and
performance outcomes, thereby contributing directly to organizational productivity (Anselmsson et al., 2016;
Nazari et al., 2018). Rather than functioning merely as an external marketing tool, employer branding has
evolved into an internal organizational mechanism that aligns employee expectations with organizational
identity.

Recent studies highlight the role of internal communication, organizational trust, and participatory
management in strengthening employer branding and improving workforce productivity (Fernandes et al.,
2023). Organizations capable of creating positive employee experiences and fostering work—life balance are
more successful in maintaining talent engagement and achieving higher productivity levels (Maurya et al.,
2021). Employer branding thus acts as a mediating mechanism connecting human resource practices with
employee commitment and organizational performance.

Implementation research across various industries indicates that employer branding initiatives require the
integration of organizational culture, leadership practices, and human resource systems (Kargas & Tsokos,
2020). Empirical findings further confirm that strong employer brands enhance both individual and
organizational performance by reinforcing employees’ sense of belonging and professional identity (Ghorbani
et al., 2020). In this context, personal development opportunities and professional identity formation play an
important role in shaping employees’ engagement and productivity outcomes (Figurska, 2016).

Within Iranian organizational contexts, scholars have increasingly focused on developing localized employer
branding models adapted to institutional and cultural realities. Studies have demonstrated that employer
branding contributes significantly to attracting and retaining skilled human resources in public organizations
(Borjinia et al., 2023). Models designed for educational and governmental institutions emphasize
organizational justice, career development opportunities, and value alignment as critical factors influencing
employer brand effectiveness (Falah Noushabadi et al., 2022). Similarly, research focusing on talented
workforce expectations indicates that organizational support, participation, and recognition significantly
strengthen employee loyalty and productivity (Mazraeh et al., 2021).

Comparative studies between public and private sectors reveal that structural rigidity, limited motivational
systems, and weak communication channels can reduce employer brand attractiveness and negatively affect
employee productivity (Shoghi Lord et al., 2019). Strategic human resource management approaches
therefore advocate internal brand-building processes that integrate talent management, organizational learning,
and employee engagement mechanisms (Reddy & V, 2024). Furthermore, talent management implementation
has been identified as a critical driver influencing organizational productivity and workforce development in
public institutions (Salman Al-Oda et al., 2024).

Emerging perspectives also highlight knowledge-based productivity models that integrate organizational
learning, technology adoption, and human capital development as key productivity drivers (Mogaddar Kargar,

2025). Studies conducted in service and sports organizations demonstrate that human resource brand



development enhances employee motivation and organizational effectiveness (Naghi, 2024). Additionally,
employer branding frameworks emphasize the importance of aligning organizational goals with employees’
personal and professional aspirations to achieve sustainable productivity outcomes (Beig et al., 2022; Salehnia
& Seyedamery, 2021).

From a theoretical standpoint, employer branding represents a convergence of branding theory and strategic
human resource management, where employees become internal brand ambassadors contributing to
organizational value creation (Alipur, 2016). Contemporary research further supports the argument that
productivity enhancement results from integrated systems combining organizational culture, leadership
effectiveness, compensation practices, and employee behavioral responses (Salim et al., 2025; Taufik et al.,
2025). Despite growing international evidence, there remains a research gap concerning comprehensive
productivity models incorporating employer branding within social welfare organizations.

Given the complexity of social service institutions, where employee motivation and service quality are closely
intertwined, examining human resource productivity through an employer branding perspective becomes
particularly essential. Accordingly, the present study aimed to identify the dimensions of a human resource
productivity model in the social domain of the Welfare Organization based on an employer branding approach.
Methods and Materials

This study employed an applied research design with a descriptive orientation using a mixed-method approach
combining qualitative and interpretive analysis. The research population consisted of human resource
managers, specialists, and experienced professionals working within the Welfare Organization. Participants
were selected using purposive and theoretical sampling methods to ensure deep experiential knowledge
relevant to organizational productivity and human resource management.

Data collection was conducted through two primary sources: an extensive review of theoretical and empirical
literature and semi-structured in-depth interviews with experts. Interviews continued until theoretical
saturation was achieved. Each interview was transcribed verbatim and systematically analyzed.

Qualitative content analysis served as the principal analytical method. The analytical procedure included open
coding, categorization, comparison of conceptual units, and theme development. Coding was conducted
iteratively to refine conceptual relationships and construct a coherent productivity model. Reliability was
assessed using the Holsti coefficient, and validity was ensured through expert review and iterative refinement
of extracted concepts.

Findings

The findings of the study revealed a comprehensive multidimensional model of human resource productivity
consisting of two overarching dimensions: internal organizational factors and external environmental factors.
The analytical process generated 502 initial conceptual codes derived from interview data and documentary

analysis. These codes were subsequently grouped into 92 indicators, which were consolidated into 10 core

components and ultimately categorized into two main thematic dimensions.



The first dimension, internal factors, included managerial factors, organizational culture, structural factors,
technological capabilities, operational processes, and individual employee characteristics. Managerial factors
emphasized leadership effectiveness, performance management, meritocracy, and participatory decision-
making. Organizational culture reflected shared values, trust, collaboration, and employee respect. Structural
factors included organizational transparency, communication mechanisms, evaluation systems, and job
security. Technological and process-related factors highlighted modernization of service delivery,
simplification of procedures, and adoption of digital tools. Individual factors encompassed motivation,
professional competence, commitment, psychological well-being, and job satisfaction.

The second dimension, external factors, consisted of political, economic, technological, and socio-cultural
environments influencing organizational productivity. Political and regulatory conditions affected resource
allocation and managerial autonomy. Economic conditions influenced employee welfare and organizational
stability. Technological infrastructure shaped service innovation capacity, while socio-cultural conditions
influenced workforce expectations and social legitimacy.

The integrated model demonstrated that human resource productivity emerges from dynamic interactions
between organizational systems and external environmental contexts. Employer branding appeared implicitly
embedded across all components, reflecting employees’ collective perception of organizational attractiveness,
support, and professional value.

Discussion and Conclusion

The results indicate that human resource productivity in social welfare organizations is fundamentally systemic
rather than isolated within managerial or individual domains. Productivity arises from the alignment of
organizational structures, cultural values, leadership practices, and environmental conditions that collectively
shape employees’ work experiences. The study highlights that employer branding functions as an integrative
mechanism linking internal organizational dynamics with external institutional legitimacy.

The model demonstrates that managerial effectiveness and organizational culture play foundational roles in
shaping employee engagement. When employees perceive fairness, recognition, and developmental
opportunities, they internalize organizational values and demonstrate higher commitment and performance.
Structural transparency and participatory governance further strengthen organizational trust, creating
conditions conducive to sustained productivity.

Technological adaptation and process optimization were found to reduce operational inefficiencies and
enhance service responsiveness. In social welfare settings, where service quality depends heavily on human
interaction, technological advancement complements rather than replaces human capabilities by enabling more
efficient resource utilization.

The findings also underscore the importance of external environmental influences. Political policies, economic

stability, and societal expectations significantly affect organizational performance by shaping resource



availability and employee morale. Consequently, productivity enhancement strategies must extend beyond
internal reforms to include alignment with broader institutional ecosystems.

Overall, the study confirms that employer branding is not merely an image-building activity but a strategic
organizational capability emerging from consistent human resource practices, supportive leadership, and
meaningful employee experiences. Organizations that successfully integrate employer branding into
productivity strategies can enhance employee motivation, strengthen organizational identity, and improve
service effectiveness.

The proposed model provides a holistic framework for understanding human resource productivity within
social service organizations. By integrating internal organizational development with external contextual
awareness, institutions can move toward sustainable productivity grounded in human-centered management

principles.
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