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Abstract

The objective of this study was to design and explicate an optimal human resource Toughness model aimed at reducing administrative corruption in
Hormozgan Governorate. This qualitative research was conducted using a grounded theory approach based on Strauss and Corbin’s systematic
methodology. Participants included managers, experts, and senior personnel of Hormozgan Governorate and its affiliated units. Through purposive
sampling and theoretical saturation, 20 key informants were selected. Data were collected via semi-structured interviews and document analysis.
Trustworthiness was ensured using Lincoln and Guba’s criteria, including credibility, transferability, dependability, and confirmability. A test-retest
procedure was applied to assess reliability, yielding an average coding agreement of 78.1%. Data analysis was performed through open, axial, and selective
coding, leading to the development of a paradigmatic model. The results indicate that human resource Toughness is shaped by causal conditions
encompassing individual, organizational, structural, and environmental factors. Contextual conditions (geographical-regional, administrative, local
human resource, and socio-cultural characteristics) and intervening conditions (temporal-political and cultural-structural factors) influence strategic
implementation. The principal strategies identified were employee empowerment and preventive-supervisory management. Implementation of these
strategies led to enhanced organizational transparency and accountability, improved human resource productivity and efficiency, and strengthened ethical
culture and organizational trust. The proposed model demonstrates that systematically strengthening human resource Toughness can function as a
localized and effective mechanism for reducing administrative corruption and promoting organizational integrity within Hormozgan Governorate.
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Extended Abstract

Introduction

In contemporary public administration and organizational management, human resources are increasingly
recognized as the central driver of organizational integrity, performance sustainability, and institutional
resilience. Modern organizations operate within highly complex governance environments characterized by
rapid technological transformation, increased public scrutiny, and expanding administrative responsibilities.
Under such conditions, administrative corruption has emerged as one of the most critical threats to
organizational effectiveness, public trust, and socio-economic development. Corruption undermines
institutional legitimacy, weakens governance systems, and disrupts equitable resource allocation, thereby
necessitating innovative approaches that move beyond purely legal or supervisory mechanisms toward human-
centered preventive strategies (Amar & Ilyas, 2024, Breili et al., 2025).

Recent scholarly attention has shifted toward the role of human capital and ethical organizational culture as
fundamental determinants of anti-corruption effectiveness. Studies indicate that corruption is not solely the
result of regulatory gaps but arises from the interaction between individual behaviors, organizational structures,
and environmental pressures (Demirgilic-Kunt et al., 2023; Kakavand et al., 2020). Consequently,
strengthening employees’ psychological, ethical, and professional capacities has become a strategic priority
for organizations seeking sustainable administrative health. Within this context, the concept of human resource
Toughness has gained prominence as a multidimensional construct encompassing ethical commitment,
resilience, professional responsibility, and behavioral stability under pressure (Biswas et al., 2025; Zulfigar
& Saeed, 2025).

Human resource Toughness extends beyond traditional resilience by emphasizing active ethical persistence
and principled decision-making even in environments exposed to financial, political, or social pressures.
Research demonstrates that organizations with higher levels of employee Toughness exhibit improved

adaptability, organizational learning, and ethical conduct, which collectively reduce vulnerability to deviant



workplace behaviors (Blaique et al., 2025; Jones et al., 2024). Conversely, destructive leadership practices,
workplace stress, and perceived injustice may increase tendencies toward corruption or organizational
deviance (Haider & Yean, 2023; Irshad et al., 2021). Therefore, strengthening Toughness represents both a
preventive and developmental approach to organizational governance.

Technological developments have also reshaped human resource management practices and anti-corruption
strategies. The integration of artificial intelligence and digital HR systems has enhanced transparency,
performance monitoring, and organizational commitment, although scholars caution that technological
solutions must be aligned with human values to prevent organizational alienation (Mo et al., 2025; Shin et al.,
2025). Similarly, governance studies highlight the importance of institutional participation, transparency
mechanisms, and innovative technologies such as blockchain in reducing corruption risks (Ayeboafo et al.,
2025; Pavlik & Young, 2025). Nevertheless, empirical evidence suggests that structural reforms alone are
insufficient without resilient and ethically grounded employees capable of sustaining integrity within
administrative systems (Hindawy, 2023; Odii et al., 2025).

From a developmental perspective, corruption negatively influences economic growth, innovation capacity,
and public-sector modernization efforts (Némec et al., 2022; Tang, 2024). Research further indicates that
anti-corruption policies become effective when combined with investments in human capital, organizational
justice, and merit-based management systems (Li et al., 2024; Liu & Liu, 2025). Studies conducted in
organizational behavior also demonstrate that fairness, ethical leadership, and participatory management
reduce employees’ inclination toward opportunistic or unethical conduct (Malik & Lenka, 2020; Tafolli &
Grabner-Krauter, 2020). These findings reinforce the argument that administrative integrity must be rooted
in human resource development.

Furthermore, psychological models of corruption emphasize the role of moral disengagement, tolerance toward
unethical behavior, and weak accountability systems in shaping corrupt tendencies (Ogungbamila et al., 2024;
Reshadatnia et al., 2024). Human resource Toughness, therefore, functions as an internal regulatory
mechanism that strengthens ethical self-control and organizational responsibility. Empirical evidence from
public-sector studies confirms that organizations investing in ethical competencies and employee
empowerment achieve higher productivity and reduced corruption risks (Ranjbar & Ebrami, 2025;
Triatmanto & Bawono, 2023). Building upon these theoretical and empirical foundations, the present study
seeks to develop a localized and comprehensive model of human resource Toughness aimed at reducing
administrative corruption within Hormozgan Governorate.

Methods and Materials

The present study employed a qualitative research design using the grounded theory methodology based on
the systematic approach proposed by Strauss and Corbin. The research was conducted as a case study within

Hormozgan Governorate and its affiliated administrative units. Participants consisted of managers, senior



experts, and experienced administrative personnel selected according to criteria including managerial
experience, familiarity with organizational policymaking, and access to strategic information.

Purposive sampling combined with theoretical saturation was applied, resulting in the selection of twenty key
informants. Data collection was conducted through semi-structured interviews supported by document
analysis. Interviews focused on identifying determinants of human resource Toughness, mechanisms
contributing to administrative corruption reduction, and organizational strategies promoting ethical
governance.

To ensure trustworthiness, Lincoln and Guba’s criteria were applied, including credibility, transferability,
dependability, and confirmability. Interview questions were reviewed by academic experts, research
procedures were fully documented, and findings were evaluated by independent reviewers. Reliability was
assessed through a test-retest coding procedure in which selected interviews were re-coded after a defined
interval; comparison of coding results demonstrated acceptable stability.

Data analysis followed grounded theory procedures involving open coding, axial coding, and selective coding.
Concepts were extracted from interview data, categorized into thematic structures, and integrated into a
paradigmatic model describing causal conditions, contextual conditions, intervening factors, strategies, and
outcomes related to human resource Toughness and administrative corruption reduction.

Findings

Data analysis revealed that human resource Toughness emerges through a complex interaction of causal,
contextual, and strategic factors. Causal conditions included four primary dimensions: individual factors,
organizational factors, structural factors, and environmental factors. Individual factors comprised ethical
commitment, work conscience, psychological resilience, self-control, and value orientation. Organizational
factors involved organizational justice, transparency of administrative procedures, ethical leadership, and fair
reward systems. Structural factors included merit-based recruitment, professional training systems,
performance evaluation mechanisms, and effective internal and external supervision. Environmental factors
encompassed legal frameworks, economic conditions, public oversight, and social trust.

Contextual conditions influencing the model included geographical and regional characteristics, administrative
complexity of a border province, local human resource composition, and socio-cultural dynamics. These
contextual elements shaped how organizational strategies were implemented and how employees responded
to administrative pressures.

Intervening conditions were identified as temporal-political and cultural-structural factors. Frequent
managerial changes, short-term policymaking cycles, political pressures, social tolerance toward minor
corruption, and resistance to transparency acted either as facilitators or constraints affecting the effectiveness
of anti-corruption initiatives.

The central phenomenon emerging from the data was the development of human resource Toughness through

six interconnected domains: competency development, professional value orientation, motivational and reward



systems, organizational processes, interpersonal interactions, and flexibility and innovation. These domains
collectively represented the core mechanism linking organizational conditions to corruption reduction
outcomes.

Two major strategic categories were identified. The first strategy involved employee empowerment, including
ethical training programs, professional development initiatives, motivational systems, and promotion of
organizational culture emphasizing integrity. The second strategy consisted of preventive and supervisory
management, encompassing monitoring systems, disciplinary policies, transparency mechanisms, and
administrative process reform.

Implementation of these strategies produced three primary outcomes. First, organizational transparency and
accountability increased through improved reporting systems and participatory decision-making. Second,
human resource productivity and efficiency improved as employees demonstrated stronger commitment and
reduced operational conflicts. Third, an ethical organizational culture and institutional trust were strengthened,
creating a stable administrative environment resistant to corruption pressures.

Discussion and Conclusion

The results indicate that reducing administrative corruption requires a systemic transformation centered on
human resource development rather than isolated legal or supervisory interventions. The proposed model
demonstrates that human resource Toughness functions as an integrative mechanism connecting individual
ethics, organizational structures, and governance strategies. Employees who possess ethical resilience and
professional stability not only resist corrupt practices but also contribute to shaping organizational norms that
discourage unethical behavior.

The findings highlight the importance of combining empowerment strategies with preventive management.
Training programs, ethical leadership, and transparent evaluation systems enhance employees’ internal
motivation to act responsibly, while supervisory mechanisms provide external reinforcement that sustains
accountability. The interaction between these internal and external mechanisms creates a reinforcing cycle
through which organizational integrity becomes institutionalized.

Another significant implication concerns the role of contextual adaptation. The study shows that anti-
corruption models must reflect regional administrative realities, cultural norms, and socio-economic
conditions. Organizational reforms that ignore contextual variables may fail despite strong theoretical
foundations. Accordingly, localized governance models grounded in human resource capacities are more likely
to achieve sustainable outcomes.

The results also demonstrate that organizational trust emerges as both an outcome and a reinforcing condition
of human resource Toughness. Increased transparency and ethical culture strengthen employees’ sense of
belonging and responsibility, which in turn promotes long-term administrative health. In this regard, the

proposed model contributes to bridging the gap between organizational behavior theories and practical anti-

corruption policymaking.



Overall, the study concludes that human resource Toughness represents a strategic foundation for establishing
transparent, accountable, and efficient public organizations. By integrating ethical development, organizational
reform, and preventive governance mechanisms, the model provides a comprehensive pathway toward
reducing administrative corruption and enhancing institutional resilience. The findings emphasize that
sustainable administrative integrity cannot be achieved solely through regulation or punishment; rather, it
depends fundamentally on strengthening the moral, professional, and adaptive capacities of human resources

within public institutions.
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