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Abstract

The present study aimed to design a human resource ecosystem model at Payame Noor University using a grounded theory approach and to identify its
dimensions, strategies, and outcomes within the framework of sustainable human resource management. This qualitative basic research was conducted
using grounded theory methodology. Participants included academic experts and senior managers of Payame Noor University who were selected through
purposive and snowball sampling. A total of 15 participants were interviewed until theoretical saturation was achieved. Data were collected through
semi-structured interviews and analyzed using MAXQDA software in three stages: open coding, axial coding, and selective coding. Reliability of the
findings was assessed through inter-coder agreement and Holsti’s coefficient. The findings revealed that the human resource ecosystem model consisted
of six major components: causal conditions, contextual conditions, intervening conditions, central phenomenon, strategies, and consequences. Among
causal conditions, organizational factors had the highest frequency and were identified as the most influential component. In the contextual dimension,
maintenance and retention of human resources were recognized as the most significant factor. Legal-environmental limitations emerged as the most
influential intervening condition. Regarding strategies, performance-based payment systems and merit-based recruitment were identified as the most
critical strategic mechanisms. In terms of consequences, employee welfare and organizational well-being represented the most important outcomes of
the human resource ecosystem. The results further indicated that promoting organizational sustainability and green culture management could
significantly improve economic productivity, employee satisfaction, and sustainable organizational development. The findings suggest that establishing a
sustainable human resource ecosystem at Payame Noor University requires structural reforms, redesigning compensation systems, strengthening
supportive infrastructures, and reducing legal and environmental constraints. The proposed model, by explaining the systematic relationships among
human resource components, offers a practical framework for improving organizational productivity, sustainable development, and employee welfare in
the university context.

Kcywords: Human Resource Ecosystem, Payame Noor University, Grounded Theorlv, Sustainable Human Resource Management, Meritocracy, Green Culture

Authors’ Information: @ ®®

a.mazidi@iau.ac.ir o

© 2026 the authors. This is an open access article
1. PhD Student, Department of Management, AK.C., Islamic Azad University, Aliabad under the terms of the CC BY-NC 4.0 License.
Katoul, Iran

2. Department of Management, AK.C., Islamic Azad University, Aliabad Katoul, Iran


http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

S S > M;\,gﬁ‘@ﬁbgzﬁw«iwm}6:;”;JQ,J&ijtm\im;);@m@uqﬂ,\“?téumﬁ
(SN smen Sl e slaplss (b el 6503 0l 51 i o bl wle 5 2505 W e slaslg Ol yeay LnolKiils ol
gl b (s ol 5 4 s § o Unol&il s go 5ol 508 5 ook amen 5 izd s> I g 5 5557 55 eVl L
23 IS s 15 olazr| 5 w158 Dl b Gl Ol e 5 Sl 0105k O Jalad 0o ¢ Sladl e o oS S e o
03 Sl bl p s IS dailsy Jdo sl el gty Olsiea (Ll e s ST o sk ¢ 1> e 3503 OT 3 Slas
.(Dlouhy et al., 2024; Wang, 2025) <ol 4 5 )| 5 4> 5 3,90 5507 slaOb
&ggiiqu)>@,ﬁaués)@uju&.A;cu@p‘usuu‘glﬁ,\ﬁ‘otsjgswu,mu,z;&_\ﬁ@utdua o |
5 sl (Glejle c3p ol g Ol etz Jala ams Sludl wlis 5 et (o ly ol 53 S (0 Jas S s 5 b
ASTE S e 3l Gl s Glejle ol ¢ blize Dbl g esy @u\ctﬁ%ﬁ.ugdh}c&jlj\} 3,50, onl vl Jaos
W s J i ¢ Sladl mlin Sl paly Ols Slazail S Lzed SLOT (Gige 05 50T SOk jlu oS Llesls OLES o (sl i g3 3505
(Elmholdt et al., 2024; Orabi et al., 2024) 1S sl Islw _elazxt b3l 5 Slojle Kin 3

(P ot gt § ol e O 8 85 (6 8t ) g 1y Gl s g ke oo el s e 4 nal&tils 35,5 5 461518 Y o
(g (o 0 ad 55 (6, 505L a3 LaolKiils 47 Wlodd o ga 03l e (slacs sl 5 Ll e ke (s S (gl
Sl 5 (Kin b (6, atingy S (w5l Lo &5 Ol ey g8 Sl s J o Oln o) 3 sl 555 DL, (S3lukiadl 5 5 o5
g el UnolS2313 53 Il s J goed o o7 Wlosls LS Caliien Slalllan 5 )18 o 31 Gl i s 1 3 Locditns 4873 55 o -
Hindarto, 2023; Iskandar, 2023; ) ol glojlu ssle 5 g5k ole SKinles 5 2 pte Coles ¢ Ll ol LT Ol
(Rijal, 2024

e o ke s o 5T ol (6l 1y skt (slacs b 5 ba 20l ChAtGPT wile ol 5 (o snan a5 28 s (55
o cpe 5 bl (Lsd diadgn 55507 arms 3 Gf-frf"*“’ et (G900 S, go 315 o Lagsl ol sl 03 S slow] Sl
Lol LaolKails ¢ 5 e 4 Lilos S sloul Slail (59,8 B i 5 kS Sutel (BT e gl M 0 lys ola LS
Nam & Bai, 2023; Orabi ) 1S 1 5, dols Sluil gla il Laim 5 (55ls 51 eslizal Ol Sl g 45 Aizun 2Bt ST b

(et al., 2024



(e il Sl 51 (5l 5 ol Slajle Sl 5 () Vbt L Als claolils s Ll el e ST g slad 51 S
&aﬂduwﬁﬁdﬂ\ju,ui;ﬁuﬂ@;f&bﬁrwU,;u,iw&g;ﬂ,;wum,;@muuu el
sloul 457 Wlosls Ol Slalllas .k 4 olils 5, Shes oS 3l ) onie g 05ls L2l 1, OUSIT 35501 Al 5 oo lews o5 55 o otalin
DU o500 5 b ol ¢l g 5L 53 (5330 A5 il oo e 5 ol (g5 Vs Ly (mn Ll olie (slaplls
.(Baruch et al., 2025; Verma & Kaur, 2023) 45" |

Cin lael S el OB o el ok S oSl gl (slaai s 51 (S 4 Sl 4l SIS cObe a5
Bl A5le el g o7 s o 0L a5 il e OT L Lol 1 (6ol & diman la Ml ¢ maduie slag 0 & rlgs 5 ake
LS L QLS Lo s (gloisS s L 5 e S sl Sim b 5 ik ol (g1ab o iy (s b o Sle o e ¢ L] b
Kumar, 2024; ) @b o i3 0S8 dges o BBl Jla| (sl oS Culem (glis > 4 Slay ) u_mli.i.s\: Lo 4 a
.(Verma & Kaur, 2023

Sl mle ol Tl ok - e A Sy ke 6 (slas S, 51 (S 0l ey Sl Ele S pde 53 ol psgie ccnl pogdle
S0 ol g Sl Ol aoeen ;5 leml (oalamil Coldal Ol dsle sl Jolis a8 (s OLS S Lo (glime & G
LS g 55 e 6 pdiid s 5 slal Llis OUSHI ol 4 costhe 5 Ses 5 g0 & phied es L Lol
S8 5k 5 Sl 6,85k (s sT s sl 1y belails b b il 5 e Sl e S (Sla s ST 457 ilosls OLAS o Sl 25
.(Sursock, 2023; Wang, 2025) Las il 5l Ol i b

QLS Ol dalg,y & aS o o Slojlo &Kt 5 5,05 (S i Sl e e ST (6 S IS s 55 Gl Kn b g g ge
2S5l 5 B (S sl Kb sl 4 gy il (S Olejle 53 gla B ar 5 5,8 IS8 68 Dlakisd 5 O pe
Sl essT 5 S Ol p ilg oo Slojlo $Kin 3 iman diyls Sl slo o SBT3 Ol 5 (6 2t oUl5 Y pome (i
(Elmholdt et al., 2024; Sethi & D., 2023) 5,1i& 5t gl > sl ks anw 55 5 Jlios J s G lw

a5 3doun g5 Laol&ils 55 Ll e S ke o5 el ol il (3L el 5 Jle 35 5T 3 slazbsibe 3,055 st (sladbe s
S 5 oS ileals OLES Wt g 2005 it LLISI 65 5T 5 5 (6 (25 50T o) sl (5 )5ld Aile plao) > U S (s 15 05

53 0 a 358 LelKuils eluml ale pw o g 5 35 50] kS 35 ¢ Sl SO lge dmur s o ge Ll 5 oo (lazi yOLe slas S,



Ayeni) das 5l b5 peT (cidm Sl ol il 5 (14 glozaly 505l slapllsi L Ll mlie Sy ke Gl STEM 35 50T o5
(et al., 2024

28 Sho b i 3 5 63 Shas glajlas 5 b astli 3 6 S5k Ll Slele I 4 plies 6 bel&ails K5 (g 5 |
Lasbme ol odigls ASTE L drm g 5 ol o Sl ¢555T 5 el s J s ¢ Ll oo CoaS aile olaail e, A& Jls
Sbl 5 Sl e diedgr Sy e 53 OT (U5 4 el S ¢ 515 A5 4 il 56 0T 55 Lnol&tils ol o o dins oo LS
(Naveen, 2024; Sursock, 2023) 55 sl 5 L 5, (sla gt S

S s atls 9345 o b AR 5 o gae Slodst plas ST, 5 Sl 45 s o O Cilibue (5la s 5387 4y i (s 2 omet
Sl (5146 an g 5 S Sl (65 Vst L olazel p mn Jass Lzl 5 o5 o laolSails 5 i ps .l Sl e Gla sl
3l plal wlow Al Co e Ll 5 oo Sl gl laawlw )3 Cand ¢ filie 53 Llos gy 53850 Saaite lay o5 o )3 s
(Pilichowski et al., 2023) 552 bl > Shas

(Lo 3l Gl 0. amalr ol a3l 21311 LaolSasls s> Sl e G2 Cap a5 Sy 5000 analr s 5 (Jaomn o S i
.MJ’L»@ALATAS‘)}Q)Q%L;La.b:m\{%‘yélﬁbéﬁ@u\éjﬁiu.\5@(}#\)\.&4@‘:3:)|3.\:§E@u‘éuj\:}l{wﬁ
Saler (6535 5 Ol Oln 5 g2 47 Conl g ST b5 Slajlo 6 i Collanit Sl iy > S sl dnn 5 p s ol
(Rijal, 2024) 15 sl

Slosln Banb o 3T A o Sl bt (Gl o7 ins a0 Ll e Sy e 0 g Dlallan ol g gl HUS” )3
WYsle glacalw 55 45l 0T Sl Sl e Sl 03 53 (e 5 (AL Sla el LBl a2l ao&zils 5 Shae
Sethi & D., ) 558 oS, 25500 Cusi 5 gl Sl 5500 ¢ Slojlo slezel L2l 3l Comgn il g5 o 3 Shas ) e 5 olid
i) (8l 5 Hledin) LI5Sl e Ui Sl Sy e &S Wlosls Olas Calides gOL L s sldplesil Dlid>s uzen (2023
(Ullah et al., 2023; Yashaswini et al., 2023) (b il 56, Coje 5 s5lasl

o3l Calanin 2 5 (i 5Lyl 3155 (o 5 paT Sl o 51 (6 koo claolStils 53 Sl mlin om0 930595 mtl 555
e il go dhocr 1 Ll mlte IS o 53 Cands 5 41555 Glaist L 5 555 ¢ 556 SLad gos i 1 53 Cuaglin S 8
el Jmd Al 3 157 on (sl S paze (sl ¢ 35 (sLaol&iails )3 03 54 g o SLedl mlin (55 (S ST 1l o &S

.(Donica et al., 2025; Rana & Kaur, 2023) &l 4>l 2l L1, Sl



3 ol BT bl 5 (Soap g8 YU i (S5 28 b pa8 laelails 0 56855 51 (K Olsea s ol oK1
Wc&&;&iwwr»&udhﬁ%>ﬁ).@l@u\ctﬁw;lc§-ngill@bbvujggéijdbdbjbjéJw
(S Asy s Sl e (0l Ol (Saloal 5 (506 (il 53 Cind (s el 555 03, Shae Ly (gtn s pll
Sl Al sladaly SaST, K g S Sl 0387 Ol g3 1y ol 2l Sl e o ke gl s GG

.;wm;di.\,:L;@,\;g,e%L;tax.,mQbati,ubatﬁ@u\cquu‘,,:fca”w;ws\,gm?uwmJ@J,.:
Ol Ol Loy 5 boadl o ol o Lalid OGN Wl 5o Sl wlin s ST) G b sy sbuesls 3 Sy 3 eslizal ¢ bl pl
b a5 ol kol Con s 35T g5 4 55 ol o8Cs (Gl 1) (53,2087 5 gne Joke 5] e 5 LS al 1y Ciliien ol o

Wl OT (ladaly 5 W paly slal gLl 5 sbsesls 3, 55 31 ealizal b 5 5 ply ol 3 Sl oy ey &S

by

Cond a5 gl sl onls gy S AST Sidw )3 il o0 (A Olaadod £ 31 gl (ool Slided ¢ g 5l Oua L I G )
S 5 o s ST O Kn g5 e dle (S m 3Ll 5Lty 0315 (g a0 a5 5 a1 a8 S Kin g 13 g oo 03lizul _a sgie Jke 03557
ST andllos Comd glailelo 5 Laog 5 ool 3l glael s Ol 5 1S 4 s 5 bpds oo 05 4 lils odge p baosls s 43 &S
S o oge 5y 35 (Slaodil s 5 Laoid cla oy3 ol e S S S

5 2K o = Jﬂuowd)u.»ﬁ:;l”srL:,:oti,u\;,;dutGtﬁw;@,ﬁn&ué\ﬁ&,’w}&ugu);
ool (5 &5 gd b 3,3 1) ST o S5 G 53 6 (931 31 (AST i 53 A5 szl (g ply o815 i Ol ke) Slejle 08
2L T (6 LUl oS canlin b gyl (anSTL Gt 315 Slaash 45 Sl diadilas (5,5 4505 25 (55 (65 6 pmiikd dal
2o A § o S35 leg 4 55 o (6,5 pes sl 51 (5,5 (68 4500 il oo (5L el 0k SSle 5SS Jl
(S5 (6,5 305 sloaly it o Eagh s 20 ey b b 0 OSUE Gadsie Sli & plasly gy . ulasly 55 258
Dl sz cnlie Glad gio L gl oo corgo 5 Al 0 55 313N L bnasmban slds Jdowd 5 4 jod I 50 &7 i glaas e 5 a i
DB WS oS Obasl (1 ol mduic ol l s dal s bl 0T (655755 L Ole s nosls (6,08 S0 (ST LT slasl
3 5 Sl e e ST b 50 b oS (S0 3 Ml T S mased o) g ol Ly 3131 2 B o cal (AS 56 )
Doy 1 (3 S 05 4y iabits (503 2 46 g iy S olizal b 3131 ] o7 (il axils iee BL3I 253 0L o 5 (Sl (slaes s

.-UJ&QB&\JL\DASMQBJ\&JEJC@\@



SRR Bgad (U Cumesr Lol 3l (SlAeYS ) Jguer

(Ao )3) (o G151 5 3ldes Slasin Slasia g
A% 1 4] S
ALY ¥ ol -
A\ Y ol s &5k
ALY ¥ Ll i) -
e q G5 -
ALY Y Juoty &5 aila
fAnx 1) Jlye kg -
fAdz A b Ve Sl e -
1% 4 o5 ply oails s Jels e
AR v (30 Olais3) O K g5 5 Ol s 5 b -
AR ¥ (Kas8T 08 ) Jali&db Ricgees -

(S s Al o6y JUESH ol o7 Gios CodST 4 ambiae SSG (slgioe ol gl S o i slaesls Bl S0 ¢l s dsle
1> Sy sl i § 5 4 ) 5 B gr el (5 1y Ol
53 kS dlos (g Tl 0 0315 s 5 Ol 05b 53 (oS (gl gmn o Wl 53 5 ol e il O il I (S (gl s
Slaosls kS el Sl 1y Jn b sed g8 Kb on MU Wl o 53 53 Ogte gy 2l 53035 dgr S 5 Ol e S Dliiend
sl o3 S &1, Percentage of Agreement Observation b weuasedslis 3815 Lo )30 s p ool

PAO = YM/(Ny+NY)
A Lo g5 0 ()18 US 310 adS sl 5 5 4 NY SNV sl o IS S 55 0w 5 e (108 US 5 150 sl M 545 Jga 5 s
OYMs i) il o o sllan asly 855 030 18T 5 ol (JalS 331 3) &S5 5 (815 pde) o o PAO lie .ol 55 5 U
Gﬂjl)}ku o 8l 0 sd e oslinal (glg_jjl))\f.xf): bug b5 0903 By oyl AS Olides CtS awle gl Gnalf
6 ) US oY Slaosed 5 la sl S oS L OIIEUS) jtass S Olge 4 b wul s 5355 <y pde o) L5l |
b dizes aplin 5 &8 ST 5033150 O gt L it liia 5 55 155 )3 48T g LaalS claalan 1 IS o 53558 oo Jime has e
el 5 ey Sleslinal sy 0 5 4 Jdosd kST ot i Ol ety 7 (0 58 50 0953 G315 Ao )3 Ll o aedin (B 55 pko) O 5o
P

LA-XfJf:|J:J+(L§é‘}§>|M)=Gc}.,é}.eojj.sdéljsz



YA o) ol sy 5 S slazel S 5 N AS sl » 5 O S el ol a s
L_glqd‘&'fML}Auchleﬂ‘4{5\:)0.}}10]@6)}:-'\;;&3‘)}‘} uo)m‘é}};‘)«&)|}é\r}j‘obw‘J_;l,é'jd.i‘}?rjh:«e-

baisl

WS gy el Bl (ST S g e 53 okd plnil o e e S 5w o )
Sodiz) gl ol valin (AS7 sla a5l eldl b ia s omab o sehe (51 conlio 08 315 sl ) glate Sl (SIS al 5o )
3 ol e s 5 3 st bl 53 Ll (653755 (O s ASTh 550 sla el 5 s aze LIB 5o canlllas y3 ST g5 ol
s 61 O 5 bl
W23l olamt ad gl U8 (ST S5 gl p s b ol JalST b alas o e il cal s ol )
.;,:fs.rt?u'tL;qu@\.'\f.\s‘c,;bf,s.unu;,ﬂ\w);} wjlpta@)juu:&,k@\);g,@@m;,ind;mélﬁ
S s 1 S w5 3 4 IS U g5 cal Sl bl 5 a (S5 g e 53 adsls Lism 5 a4 s s dar, 0T 3 (6 somn (5,188
68,8 s gl el s Sb S A 1 ol slal 5 le S5 e cal o cpl 55 355 s eal 15y gee ¢ oo
25 2leul LOT Ole Luls s 05L 53 (glontsl 5
:)'\,utc,,\,ps@\u;w,:1,&;16\45\,\;?5),>u6,uf,64>fﬁ sl il

el 0z SET 3L 108U o S 0T sl 5 &K sla S 55055 0L )

oy 65 4 by e sladaly 5 il Gl 1S 00 b S O SUS Bl b plutis LY

S o atia |, OT LI (S8 o ool S Gl 5l ila sl & aska, T

sls Vs S 4 ol sla San (sla s ey K8 2 oS baesls 55 g s i
a3 o 13 gy B S e 5315 0T 5038 sl (s gme Olgie 4 1y Sl (S AS a1 S sluesls 15 i cdl el s
S o b Vgmn o jo pl i o Lo o (el daaly 5 Sl le Loyl shaa) Ll 5 e e Lol fols cla s e
O 1) badaly 5 Salstlie 5 glas Ll cas paly ¢ Jo Ll a0l dalg,y SI1 ) il ol jam 16,1808 (6 S Ol gie Cos ls g

O-F ) das e



Gosmn ool ol ololid cdas o LS5 1y a0 55 6K alol &7 (6 gme Ol @ 5L (510808 Sl oueT sy slajl (S gl ol 5o
P ol S s ol aie 8 bl (o258 515 (6o NS (6 S (55 e i Ol 5o

N o b o S b by g e Ll s )

PR CPN TGN P R I S 0P P S S -

el Azl el S oy 1 83 oy g G gy LT

yls ety a8 ases glae) Ll dr Sl Ll s ¥

g g AU (6 ms oty SIS Lol gla S s b b S s sl O

s paly gl 2l 5l ool sla s 5 tacaly LY
B d>las 3l ovd !l Sl putdlin .V J9u>
G b s sl as (ealie (o asMs) ad sl slaus”
e Jelse Sl e Sl b 35S Sl 5 S0l eelel o 301 el 5 0 301 4o 3l sl

Sl gl bl wlle (b 5 e ol e Kowls s 18wl Ll ol SSledail s
Sl e 55 ¢ Ll B i ¢ Sl lin 40 ¢ Sl s
anal 5131 S lie OV STl el gl s Sl (b 0B S ES L Olaind &S ke

©3lasl g )

625 S S ns  olie K5 BT Slmn 2 pm sl el s ol 228 T 5 e
Sl 35 sB S5

el 058 s 1 el 5 e e (D Sl e e oS Sl (03 e

b3 bl 5 o szsle (ol S S

O3 Lulen 3 g anale @ls o seen 4 a5 Olaind Ble Oljle ls 4 e 5 ‘otf)t{cfm)ouju Bl sl s
Whjle @l Ol b Gl ks o) 3155 5 il 5
WB.-}:JSQ

Sl bl slgbile (Jad i a (lojle $Kin b o olaml (50 e (1S Sy pe
(3l cbable Ol s ‘_gjfr.la.? a3 O, lS glebls = ‘wfivl
aaal sl s 513l Caglin (Sljle slaanT 3 g w¥sle L)l wble
(JAS by (Bl SLIUS sl lanl ol mlae skl (bl o)l

S sl ¢ 55 slanel

Oljl Las e S T P

s Jole ©3paly et pr (plarl ) Jaoue s Slus &4 55 (G5 0 9 (S50 Lo

PR e ol Lo a5 e (plotl Gl 5 3m s amai ) SUE 4 1S G a3
e o Slame Lodo ¢ (Jamme S 20

sl oKl bl 5 b, sy OESLE BT O, bl sl e plisal asliaal Oy e

Sk oL, O, 6,8 55 (o Sty

alf..\i: Card g Olelusl ‘alfu\.l: C}k.a‘

ulﬁu\a i{rw ‘[)L"wa.lj_v‘j ab‘) L&'._r‘ﬁu\ﬁ




RS Lo p Gl (e
SRS I

Sl oKl Sloile Cands bl (G5B Slal e (3le s CoblB (e Slajle g sl el plil 3 N

Sl o Gl (8L Olaiiy 3 slazel o 5185 ¢ il wlio draddn 5T 6313l mlis

el (olaz| S stes Olady 3 5 Caliden Sl O STl sl Oolaal cClde 5 sl

425 g el (R glas b Jas

K glayly) Sl 5 ol Kb iy
sl

Ty R v e e 51 3131 sl o6Vt s OIS 2 8 ¢ Sosls y 2im plitsnzad

Slle  Lula oVl Ls

Jri 51

o 5 Ll s i slael )8 Jid Sl S e Jrd 5 i o 5 42

Szl s sl mle Glaaly Gl 5 Gl las el (ol laael p Culia 5 G Ol Gl mbe Sy e gladel (sl

ale slas sl Sl B P P W P AR B
Sl

5 S ol sl s, 65 6 Gl S 4 Ol el (6,51 4 b sl S5y (3N a1 (AT

pla Ol ezl oL, e
Sl e Sl

sl T - T N LS - PG v - S A T g PO PR J S [P -

e Send Sl gl pllss 51 650 0 (sn L
Sl

Copde sl Sl Ol ¢ Jasme S 4V DI plnil Gain 03 Shae e Sl ol (6,80

“ S Flal Sl B g B g (e S el e sk 5 L
s S
sy,

o pde J sl wlolu oy (Ll Cu e cbluail &y e

&3 aly Jdos wlp sl Olejle Colial (6 Kooty ¢ Ll e o pite ol 4 oy e (8 Se T

by p cme bl 6 Sl e (il s

@3l glaaslp it gl dambw ol (6l ) 5 Sula (il g Jame (Al el o (iU

Sdadils 9 Sdaol ST (laasls s sl ol colal (ol 1 5

5 aly J S ol 5 J S 13! ol Mol (slaanl  camaler T 31 (6 Sty culin poandS

=B @lasl e ol gl @slasl Bl ol gLl ol y (glamil Lal b 5

ST ST, 5 LK Suserp s o

s s Sl 3 Ses Ol 65T 0w Olsle S oIl (slojlo i) Il atee 35 cHILL 550

Slejle S5 S Ol g 6 Olesle Sl Cte s g sl ¢ Glojl & e 5000 g 52

=8

L;Laé_,ﬂa.a Slejle 5 Shas 55 GSL»:JSLs.o:)_:e_:A()LA)'L,«‘_;)}ajﬁjgb:ﬁwgobjb);é)yﬁ

s el ety Lo panny mle dd) o plal 0B 35 sl ) wnn g 5 Sl Slas 5 BB B0 Gl

S OSLE OS5 ol 5 e ¢ Sl
Sl el




35 b 3 Bl ol eaalie o 1558 S 51531p 5 55 ()55 301E alal e cmal g Lae STy bl (g1 el o ol 53
Pl oks el oot GoionS ol e iy 51 IS a1y o s gn DL sy (s gome sk i 3 O
ol Ol jls Lo 5 Slasle Jule ¢ Slail Jole Jod 51 glaoi 1S 5 s (L) ,3) Je Jalse
ool Sl bt sl 5 Ll e (53,8 5o S 505 0 Gl pulin 5801 O e gatlin okl 13 35 Sl Jole @
Sl skl 5 canslr 558 Olajla @ilis gl on Olejle r§L> bl 056 O oman atlis odiyls )5 Slojle Jule @
NG rh Y P R Ry
el (Jaen (Giadipa 5 Olojlu Glil mlie oS5 Olajlu (Jle wlie oS5 O oo (cootlie oipls )3 Olejlo Loes @
Gl Slsle ol 5 Olosle (Il Cgr bistlu ) 6,8 K (Sl [ G 5 sl e 3 ook ;S ys (glaie ol se
Bl Gl e sl
j@utcu;ﬁﬁy%rﬂol{,\‘@utcuﬁ\;3;,1;,-\6)%@,&;,,,1“&\,;“.\;)\;”;@ulcuﬁd,u&gLj} .
.w\@ulc\;ﬁ)gﬁﬁmwg;
Ole3le (5ol (G518 Sy €Ol (Il (BT 3 2y O goeds gactlin suli 13 1103 Olejl (1L g S Lo (5,5, @
sl O3l (L 5 50T s
el Glejle oy Z)lge 53 g8 el Ly Slole oy O smman cemalis a3 )3 Sl mlie L ¢l Slejle o, @
Wl (Jid Izl il Slejleoliy 5 ks Coenl
Sl s gdous 5 Jasmem S5 (Slaly s gious ¢ slarb b Gy s sdoes u5le olaedi ;S 55 (hediS ) Salsle Lol ge
Wl
Cudgdous 5 o S 4l pde s giloms (S 33wl Cudgdous O e catlis oiyls ) ol wl Al 5sdoe @
Ll eloz e pe
9 o8P Cus g 9 Jaoes cl;.a Cudgdoes (Dledst 5l Ludgdons O oman cotlin sliyls ;)5 Lo S4B Gl sgds @
Ll S Oy i
Ole gy byl I Cusgdme 5 Ol pde Jlo Cusgioes QLS HIS Jb Cus gies O gomad sotlis 0l yls 555 Jb slalusgios @

sl




3 i St daal 5 ld 131 plastad ¢ Gl e Gl pllss el 5 (5,850 b 1 alaodi 1S 55 (OOl 5 DLl Las ol
Pl St plai (8IS g S ke s
5 Kol el il (B o 1 AT O mmen coalin skils 3 Sl gl o plls 1l SN e
Ll Sl Sl Cfu S e saasl o (gl
CA R S Bl 5 Vet ls (e sl 31 20 80 s contlie 015 555 Jad 51t sl el ol 31 plusaad o
ol Jrs gl S5
ool B3 ptn 03 o (e ol pllss (6,855 O gman (oudlin olipls rps ol plii (6,85 S S ke gl @
G P O P P S CWE P [ JCH PN
el 65 5 ezt ol 5 el Sl o G i 3 ke B 5 s eki 1S 005 655 e ey
(e a3 i 1 e 5 e S5 DLl 4 ] S G B 5 O et catlin 0difs 53 s B Sy ple @
Sl
425 35 5 S Kb a3l (6,85 Sl Cands 5 CuBds Oamed antlie 0igl 05 Slajlo Sl oKl e
Ll g5l
oS 5 DU IS o lilyy U3 ¢ pltinial 355055 Ol e o6 ys O mman ganalie sl 55 (5,185 5 oloz| Kl o
el Il Jad Lo 30555055 O e
5 ool Olejl tnan 5 5 (Sla3lo oy Cogar OUS SIS mlin onls el Sln (630l (650, Ju ) (laoni 157003 (ol 5 ,6T) sl
ol e S il 4
SICT anw s bl 5 Slesle (6550 s ¢ Slajlo ol ) g (s3LzBl Bl Oped (goplie 0yl 53 Ol oolail (550,40 @
ool (g3l e uals
ol 5 OLSHIS Codl dnw g5 ¢ olail 0By Cuo b anw 5 O gomad cotlio iyl 55 L;'Lajuelé)g;.e-()tf)\fcétﬁwu .
GOV [ Vo] Gt“’ P
MWl 2als ¢ aoe Cas 5 ST 2ol O oman camtlie o )ls 55 oo G ) flis & 4 55 plol 5 Olojlo drw s @

.;.»\sz;\;b,.mdm{}@tﬁ



Fl s oIl 1557 uSa 131 05 55 eanlie 35 5 (S3le a2 SLSS @ (a5 meliae (51 03y sl (sl Al el

Slesbes Lsma o lajles Jle (bl ke 1 ety

oLfJL> ‘\_g)l.'._-'iJ 9 GcLa...JJ ol.i.llJ- s e \_i,.kJ,S N_AJ)JM GL.Q‘ Lgla’bo.\.;d.a

SR 2222, lae; bl
Sals A Jit sl Lol gl g ol alashzd e el 5 L
ol slo Sadgacee Sl e sl 3512l (12l g (ges e

Loz . ] v =
e )| Bl iz pllas Ll g 525,15 4 (PROETITRPI L
e sle Cusgaze Ll <Z - .
V| < oleibe sk e
il o . o
s S o s PSS (55150 Sz e Jpo! Sl @l Glasle o,
by I P
ool

alesle golazdl (g ,90 0
Slojlo old; cym (LSS adlio s

(i 35 (G105 u57) dlay 018 4y 2l gy 31 ol ! Pl Joro Cilad Y O

1l b3 o S e e 53 T LSS el Gl LS 45, Sl o

| Code | — All coded segments | Position
Hl AB 12 2
m - BA . 11 - 4
[2¢) . EB r B | . 14
m ' FB 11 ‘ 17
' DC ’ 10 | 12
m - EA 10 ' 13
= A CB =] - 8
m - FC 9 A 138
m  AC 8 | 3
O . BC 8 ‘ S
= | CA 8 | 7.
m cc 8 | =
. DA 8 | 10
m ‘ FA 7 ‘ 16
=  EC 6 | 15
[ - AA S ' 1
i) A BB 5 | 5
- DB S A 11

G (Slvas” 4y Y S




DAl ol s e sl el o 515G

el o S5 0, V0 58N by g ey (A) aSTL (el 2) Jo Julse 55 5155 op tin lyls AB) 5SL Sbojle sle -

j‘JD\\ bj}oJ":(F)vSL(ij)UT)uv\Alﬁ)))‘ﬁd.jl.&.f6‘)‘.}(FB)A{‘.{JL&)L&O\&)C’#QL{)KGL&u:at. -

RGW PR v\:it' erﬁ-\b

S5 0,5 V0 a1 b}:,uﬁ(B)St{dl@;&\f,;,t;qa};ﬁéi,b(BA)Sg@ulcuwt@,b -

RO PR

o 031,51 Jau g 503 (B) uSL (535 o o) ol (ladl gie 53 51 ST o 2ty slyls (BB aS7L ool oSl -

Sl 0 u\.‘.‘;U

ju,{(D)fp(;amw,gm.@t)mﬁb,;,\ﬁa,;:.ﬁd\,u(DC).\ft,c,suﬁcwéﬁf,&.%qﬁ.ugyl -

sl okl J S0, V0 a1 bw g

W bug 5035 (C) 48 L (LS L) Salstle ol se 53 5SS o i @lols (CB) 4871 Joses — 546 glacyssioms -

RGO POTE W PR T S

GRI R mdlie Sgua 9 Sl 4L T Joa

Sty Olye

(Ll,2) o Jolgs Sl Jale

(sl ,2) s Jalss Slojle Juls

(L)) o Jolgs Olesle Lo

Slaay Jolse Sl plee SIS 5 Lo

Sl Jolse Olejlo (551l g sl 5 (6,5 ,K

Glaas Jol e Sl e (551l (51 (LSl o

(oiS” fuws) Salstlte Julge VS R I IR PR
(Lo k) Salstlta fulse e 556 (a3 s
(Lo Jys) Salstlta Jul e S S sons

(Sl 5 DLl s ,al,

Sl e ol ol ) il 5 S

(SMelas 5 Dlelsl) Was ,aly

Jas Sl dal 5 lal 3130 plaseel

(SMelas 5 lelsl) Was ,aly

s p ol (5,5 4 S S pke J gl

(6;}‘: n.b_.-\{.) L;"é‘ sl

e 85 e

(6}{;‘ c-\-y\-;) ‘_A.p‘ leﬂs

Slejbe sl oSl

(6;}‘: n.b_.-\{.) L;"é‘ sl

Gy 5 olaml oKl

Oleslu (solasdl (55 90 g

(@L’J))U'T) \AAAL:L.

@bjba&;@@aatf)lfébwt

s G filos 4 55 bl Olejle dnw 5




oromen 5 Sl Glas bkl ¢ pade sll | i o 1y 53550 Sy d i U tagh ol (6,8 eIl 15 o ol gy skt &

..u:L;,,?w),;(giotia.;bﬁyudutcuqﬁmow,ouujtfjtu;ﬂ,,,u”wb,guu,w
oy 355 216 JSE 4 ST (65 me S eslizal b 5 0Lyl Dl e 31 g a3l (58 el e (sl e s 13!

S5 A 9 oy

Laaly 5 Las oaly ¢ Salst e cglasn s o o Jolge 5l (glas gazen 51 5 el oKils 53 Sl e e 148 31 0L gyl (sl
3 Slosle Jale o 505 DL s i3l @l 1 il Glasl mlie Sy e G 4t REP PR WL ORI W SN PR E R K S
L;uvua;‘&;bs‘L;,mdu,t,'mfwaﬁtﬁagJ_l.,\564u,"ldu\Gmw;\6ﬁfp,aljﬁa%}@|ggp
gu,ua;?,“,\ﬁzct?g\duh;@,;gg@@\.moti:“;u);@u\cu”;wwwteww‘@ﬁmémx@}&b,\
SV b1 35 Sl s sla sl b izl 5 48 iz 10T (3850 (AN (glapllss S o ASTE &8 il gonan Jlo 25507
Slapls & by o slaadl b sl mls ees (Baruch et al,, 2025; Dlouhy et al., 2024) Wl Kales (6556 5 Jasme
Jeted 1) Sl e J s 4;:»5‘@ujud,w,{@gﬁjﬂ%g)u\du)uumgog6&\@\)(.&4%;@&:;\&%.\,
.(Hindarto, 2023) 15"

ol ool 55 by oS Sl lin s ST 55 slaten Jole 05 n Lol e (55106 5 Lol oS 15 DL i 293, (slal
sl 5 o olhy (sl ¢ amainie QLS Lo bl s o Sl i Sleibe bl 4 glows (s Lol 457 das o 0L 4ot
mdl,@\wuﬁ@_bcua;;,;;1szuouf,tfdzj:is\umf}olié;;@ﬁmtixu;lww,;.w;ﬁsdmfg;:;,.\
nd ake i sliael C I S 5 Ll e il o5l ps ool Slallan b idw pl ol das 2l 1y Ol e (5T, 15 oo
Kumar, ) 5,5 0US )" bis  cesdtes 56 Slojle Sllde 5 5106 Ay Cs b S ulam ()5 James 355 5 Lilosls Ol &8 ol
Sl 63,0 () ke sl Sl 487 Wlosls OLES 55 n gas Slodsm o) - (sla_ia g5 opl » 0sd\e .(2024; Verma & Kaur, 2023
{(Pilichowski et al., 2023) cul OUS 87 by & 4 5 Ol jas 5 Sl e Gl CoiS 4 duly (631 b b anatte

23b ol sy O s s Sl Jalge Olyear a5 (S50 (Slasd sdous oo 5 (2R 55 et sl 51 s (S
asl ol Ll i, @'L.,;\GL;ACﬁ,;éu_sﬂ,al,L;\ﬁ.l,u\,:@;f.uLgugﬁwp,gusuq;,.\;u@)ma% ol g8 4 Lis g
S 5 bl Cueslie Wlesls OLis &S Col guar Jlo 5500 T 3 &S S ! e S gt o) 53 oddplasl lahag b

oimen (Rana & Kaur, 2023) L5 g o gmome 1olSiils 55 Slail mlio Jpod wlsn o Fpte 51 G556 oCslays Cand



Gi mle (o3l ey s gl Sy Oolail Gl awlw 555 a5 Wlosls Ol cade slaslg 5o Slul (69,0 anw s b bad o (gla iy
(Donica et al., 2025) 5 o A& slaplss 55 5,57 5

> Shas 5 e Sl ol 8 S g Do pite Dol ¢Sl e s ST (slas ol Ol 53 887 31 O Sl s s
S el 5 A Ole ilate DLl g s Shas ol 55 Cudlid (s s e &5 Sl OT S0l 4l ol s yls 1) Coenl o 2
Llosls OLis o 3)ls Cibllas il s M il 0 5 Slalllan b 4z ol S oo Lyl olKi15 OUST)S™ (5550 4 5 L5501 )3 (s S™
cemen (Sethi & D., 2023) wiss Jas il 5 5SS (Gl dgwd 25l o ge il 3 Shae  gme St (slaplls
Cbls a6 5o slae s Shae Gloj QLSS o Wlosls 0L Slads 5 o sladlejlo Ll s o) 53 skbplomil sla a3,
(Yashaswini et al., 2023) 5,5 . 51 3 35k 5 obj, 3,0 a¥sle &) gots OUT 5 a8 ol |

ol s GLl wle (e ST IS obe Sl $n b e 5 Gloilo Il oSl 487 513 DL Laaly (s oy o 3
5 Sl $Ka b 5 a5 (sla)ls) ¢ olamml o s 4 il 03 Shae 5 (55042 4 457 05k Lol 487 das oo LS aets
53580 wld Sl wle &y pe 51 Al (S Ol sea oML (AR Sy e L slas Sy 53 il il a5
o .(Sursock, 2023; Wang, 2025) 18" | 5 , Jsbs e 9 sl (oolaBl Colual Ol Uil g 7 dzes 535 90 o AOL L
ol Ol ¢t Ml 5 Sl K b S o ASTT 45 ol gnen a3l 3 a2 (65955 4 bgr e Dlalllan b ragy ol el
(Elmholdt et al., 2024) & 3 o sues 2 pke (5las il y Coiid 4o

szl & s S 0ly Srass 08 o 1 QLSS plasaal 5 o 3 oV leaisls » ASTT bl 2asss e slaasily 51 K05 (SO
05 Sl iass b Bl el Sl b Il e ST (68 IS8 slaSL L S (S o Jols 5 b s 5 (Sals e
Sl slezel 215l s Sl ayle gl ate s cdlie 5 Sls ) e (6146 o (s s Lilosls Ol 457 3 1y Cisllae a1 (g pon
Gy saeliils & wS o AST Al I laplis b s e Slllas opomes (Baruch et al,, 2025) wS' o ol )
(Naveen, 2024) &S+ > b s Shes 5 awass (giail g olul 51555 Sl e glE ) 5 ol sl 3

Al el sils Sl GL;., M;\ o T )5 cage 2B p g (Sbas sl l esliinl 5 Jlizess J g 45 315 QLS Cpioman R (slaasl
Pl sl mlin (Sladis] b g o po Ll 5 oo i pn (a6 535 (6,8 5w 5 s (Sl l 5 dnw g5 oS iz g dizms O
O o7 ol omn o (25 50T 53 Jlimys did size) 53 sokbplandl Slaiasy b s () 258 65 el kS 2500 5 o505t

((Iskandar, 2023; Rijal, 2024) tzus oy 5 slas,ysls 1 oslinl 4 » U 26y oo 55 i gl A0S Sladljle Las



S e (o (S0 s il g on e s (Slags )55 48 Lilesls DL Gludl b Ty pide 5 (2 same Fga b o e Sla R cnl g osDle
(Nam & Bai, 2023; Orabi et al., 2024) 4,1 ol on 4 35 146 > 5 (B Gl il iy S oo |5 Gl e

OT Kby 4l cpl ol sl e e ST 51l oy 5 gn OUT il el 5 OUS IS ooy 457 513 DL omen sl ol s
55 0SS 6l ol 5 8 alem (ol Jamn sl 4 e 303l (5550 42 Sl b e Sl ol S ke olg Coda S
Slile 3 Shes 1S o a5 OUS LS 6l > 5 olazl ¢ Sloy ol 4 &S Sl jle & Wlosls Ol Calzbes Slafllas .3 )ls ool
G315 055 s iash waen (Pilichowski et al., 2023; Verma & Kaur, 2023) dzs Hls) 5 5 (5 i Jad dgns 5 5V
(Ullah et al., 2023) 5 5% Ol jlu Jlbl ar 5 5 (6557 5 (BN Sludin s il 5 o QLSS 6y 457 Wilosls OLas Slals

Sl b s Shae 083 ol bl LS o Colam Sl wlin Sy s 53 (ot 15 8055 51 bl s (sloal (s ka5 a5
ol o515 3 S 3 sdmee (151 (Slaanlin 4 B o 1 0T 015 cod 5 Sl aen 5 41555 ¢ Sla3lo Sl ol g Oln (Sbmpir Jales ams
Dl 5 (Kn b 55 bl o ST 15 el (555 i 5 el S 6ok 31 e Yokt 505 28 Slajla Ol gre 5 5
4 dms o OLES gy Slaasil .l 0387 ol ooy (sealp a0 1y Gl mlie e calite (sladry 55 olazr 5 g3l Ll
58 Glole (Il 5 S (LIS 35 g 5038 wal 3 1 Jolse (nl Ole (Siales aionj Ll 5 o Sl bt s ST 5l
Bl o pde (G5S Lal s s S s e Loty sl e S e 55 slad)0be 3 S0 5) Comal s 2855 al b
Slllan .ol L5155 @8 s 5 (655 55 coyslie 25 50T (63515 Aile o g b a8y s (613 (gl o s Sl
> Slas CohS WIS o 100 dr g 5 i) seT e gleinly Slaplls b Ll mle Sy e Godls 8 Llools 0L 55 STEM 25 50T o5
Ola lBlen 1 5 m Bl or 5 ply oty Sl b i ST late ol 51 (Aveni et al,, 2024) das sl 1 belails
-wﬂw‘} 3T 5 Slesle Calises lao ) o

drn 5 ¢ Glajle (lasls b Sl p ke 50 ol oKils s Ll e e ST 51l 87 s 0 DL Sl i S 6 saze 3
S ol ol Sleslo 551l 5 QLSS oy 4 Ol o a5 5 0 5 (5L 31 65 0 e e slosle $Kn 3 5 VLt L glaplls
5 e (550 0 SN atn) 5 5,8 513 eslinal 35 5m LaolSlasls s Ll mbe Sy e Jpd 51 63,08 sl Ol Ll
D3l @l B 1) Il an 5

o il andllas 4S Coale 5 5 clﬁalf\‘:;\;jg;..a,;%;ﬁ; OB S S e 31w 0352 5 gdoms 4 Ol 5 oo bl SEB a5 (SO 5 sulons

By Sl e sba Al 05153 ST O 51 OISl ¢ Sl Sl b Gl 3 some I3 4 O st 1 (5 s 35



5 il wsliE 3 08w w8l glaolC s ol (Ko oEiils Cilibes ooty oblu 5 Kin b Loyl 5 Solis S (g )
S 5 gdoen |y Laasl L;J'l'lig"?“’:

oo Sl gl e ST saadl 3o Ol Lol okl (ladie 5 (oS Sl R, Sl ealil o T (sl gy 55 olgiiy
I3, 5 (Fed colSils 45 Sl e S e (glapllss aglin 5 5587 ki laoEasls Ola _gindss Soladllae plol poman S
Jlirs SLl mlis Glaptuns 5 3570305 (o8 sume b go ile 0 55 (SLas )5l LA gy p S S8 0] pl Dol Sl 4 il 5 8
g dal 0T ta g age laae) K05 5l 55 GLadl e ot ST ann i )

Sl 5 plasal 5o (G Yleannls Sy 55 (Lt el 5o S & Ll 5 el o813 O ke 395 on Slgi 63,08 5 3
bl LgLa(,aLEJ slowl @fjl.&» &AJB Co 58 O, Syl s ‘5;)"’#-‘- Saal p dnw g pioman LS CIJEI Jlows gzl )
I 5 S 55 S (Sl e s (S5 (5l e sl STl Sl e (551 53 gage G Ll gr ey e s Shas
5k oal 3 081 3 15 el Sl b s 5T Bl 4ion; L5 0 55 Sla3lr 5 Ty Collan

QU 99 5 ylino

55 el GG 18 08 s 5 oles s ol 365 s

&l )

Sy 3 gy bl 5L quf@wyu anlas plowil 3

S (5 190

el o> B uley g pladl 5 L Jad e SN sl pSl Sagl ol il o

S 309 g S

AT Jos 4 G138 5 S L5 S alen [l ags ol planil 55 &7 GLuST ales |

Extended Abstract

Introduction

In the contemporary competitive and knowledge-driven world, human resources are recognized as the most
strategic asset of higher education institutions. Universities are no longer viewed merely as educational
organizations; rather, they are complex ecosystems in which human, technological, organizational, and

environmental components interact dynamically to produce knowledge, innovation, and social development.



As a result, the traditional administrative perspective on human resource management has gradually shifted
toward a strategic and ecosystem-based approach. The concept of the human resource ecosystem emphasizes
interdependence among employees, organizational structures, technologies, stakeholders, and institutional
culture in shaping sustainable organizational performance (Dlouhy et al., 2024; Wang, 2025).

The emergence of digital transformation, artificial intelligence, and smart organizational systems has
significantly altered the nature of human resource management in higher education institutions. Universities
are increasingly required to redesign their recruitment systems, professional development mechanisms,
performance evaluations, and compensation structures in response to technological and social transformations.
Studies indicate that successful educational institutions are those capable of integrating digital transformation
with sustainable human resource strategies and adaptive organizational cultures (Hindarto, 2023; Rijal,
2024). In this regard, digital infrastructure and technological readiness are considered essential dimensions of
modern university management systems.

The expansion of artificial intelligence technologies such as ChatGPT has also generated both opportunities
and ethical challenges for higher education and human resource management. Al-based systems can improve
efficiency, communication, and decision-making processes, yet they simultaneously raise concerns regarding
academic ethics, employment security, fairness, and professional identity. Consequently, universities need
integrated human resource ecosystems capable of balancing technological innovation with human-centered
organizational values (Nam & Bai, 2023; Orabi et al., 2024).

Another critical issue in university human resource ecosystems is meritocracy and organizational justice. In
many higher education institutions, problems such as non-transparent recruitment procedures, inadequate
performance evaluation systems, inequitable compensation mechanisms, and limited career advancement
opportunities negatively affect employee motivation and institutional productivity. Research has demonstrated
that merit-based systems and transparent HR policies can significantly enhance organizational commitment,
faculty retention, and job satisfaction (Baruch et al., 2025; Verma & Kaur, 2023).

Human resource sustainability has likewise become one of the central concerns of contemporary universities.
Sustainable human resource management goes beyond maintaining personnel and focuses on balancing
economic performance, social responsibility, environmental sustainability, and employee well-being.
Universities that establish supportive organizational climates and sustainable professional opportunities are
more capable of retaining talented staff and adapting to environmental changes (Sursock, 2023; Wang, 2025).
Furthermore, organizational culture plays a crucial role in shaping the effectiveness of human resource
ecosystems because it influences communication patterns, innovation acceptance, collaborative behaviors, and
institutional identity (Elmholdt et al., 2024).

Recent literature also highlights the interdisciplinary nature of human resource management in educational
settings. Modern universities increasingly integrate management, technology, counseling, leadership, and

educational development into their human resource practices. Interdisciplinary approaches have been shown




to improve organizational adaptability, educational quality, and workforce development (Ayeni et al., 2024).
Similarly, studies on innovation ecosystems emphasize that human resource systems are fundamental drivers
of institutional innovation and economic performance (Ullah et al., 2023).

Payame Noor University, as one of the largest distance education universities in Iran, operates through
geographically dispersed units with diverse cultural, social, and economic conditions. Such complexity creates
substantial challenges in managing human resources effectively. Issues including outdated job classification
systems, weak performance-based payment mechanisms, inadequate alignment between jobs and
competencies, insufficient professional development programs, and limited organizational flexibility highlight
the need for a comprehensive human resource ecosystem model. Despite the importance of this issue, there is
a lack of context-specific conceptual frameworks addressing human resource ecosystems in lIranian higher
education institutions. Therefore, the present study aimed to design a human resource ecosystem model for
Payame Noor University using a grounded theory approach.

Methods and Materials

This study was conducted using a qualitative grounded theory methodology with a basic research orientation.
The purpose of the study was to identify and conceptualize the dimensions of the human resource ecosystem
at Payame Noor University based on the experiences and perceptions of experts and senior university
managers.

Participants consisted of university experts, academic specialists, and senior managers of Payame Noor
University who possessed substantial experience in human resource management and organizational
administration. Sampling was conducted through purposive and snowball techniques. Theoretical sampling
continued until data saturation was achieved, resulting in a final sample of 15 participants.

Data collection was performed through semi-structured interviews. The interview protocol focused on
identifying organizational challenges, human resource structures, contextual conditions, strategic actions, and
expected outcomes related to the university’s human resource ecosystem. Interviews were recorded,
transcribed, and analyzed simultaneously.

Data analysis was conducted using MAXQDA software following the three main stages of grounded theory
coding: open coding, axial coding, and selective coding. In the open coding stage, initial concepts and
categories were extracted from interview transcripts. During axial coding, relationships among categories were
identified and organized within a paradigmatic framework. Finally, selective coding was used to integrate
categories into a coherent conceptual model of the human resource ecosystem.

To ensure trustworthiness and rigor, the study employed credibility, confirmability, and dependability
procedures. Inter-coder agreement and Holsti’s coefficient were applied to assess coding reliability. The coding
consistency index exceeded the acceptable threshold, indicating sufficient analytical reliability.

Findings



The findings revealed that the human resource ecosystem model of Payame Noor University consisted of six
major dimensions: causal conditions, contextual conditions, intervening conditions, central phenomenon,
strategies, and consequences.

The causal conditions included three main categories: human factors, organizational factors, and organizational
environment. Among these categories, organizational factors had the highest frequency and were repeatedly
emphasized by participants. Organizational factors included organizational structure, fairness in evaluation
systems, legal frameworks, alignment of organizational and employee interests, and organizational culture.
Human factors included employee motivation, competencies, emotional intelligence, professional awareness,
and participation. Environmental factors included financial resources, strategic intelligence, and environmental
awareness.

The contextual conditions consisted of maintaining and retaining human resources, applying organizational
sustainability infrastructures, and organizational welfare. The retention of human resources emerged as the
most significant contextual factor. Participants emphasized that employee retention depended on long-term
professional development, job security, organizational support, and work-life balance. Organizational
sustainability infrastructures included educational systems, legal support mechanisms, and procedural
frameworks that facilitate sustainable organizational functioning.

Intervening conditions included political-social limitations, legal-environmental constraints, and financial
limitations. Legal and environmental constraints were identified as the most influential intervening factors.
Participants highlighted bureaucratic regulations, centralized policies, limited institutional autonomy, and
financial restrictions as major barriers to implementing innovative human resource strategies.

The central phenomenon of the model consisted of green culture management, sustainable organizational
position, and social-behavioral status. Sustainable organizational position received the highest level of
emphasis. This dimension included organizational learning, social responsibility, trust-building, innovation,
job security, and positive organizational climate. Green culture management referred to environmentally
responsible organizational behaviors and sustainable management practices. Social-behavioral status included
managerial attitudes, psychological needs of employees, and sustainable employment perspectives.

The strategic dimension included the establishment of human resource recruitment systems, merit-based
employment, and management principles for performance-based payment systems. Merit-based recruitment
and performance-oriented compensation were identified as the most important strategic mechanisms.
Participants emphasized the need for transparent recruitment procedures, competency-based employment, fair
evaluation systems, and incentive structures linked to employee performance.

The consequences of implementing the human resource ecosystem included organizational economic
productivity, employee welfare and organizational well-being, and environmentally sustainable organizational

development. Employee welfare and organizational well-being emerged as the most significant outcomes.

Participants stated that effective human resource ecosystems improve employee satisfaction, professional



motivation, organizational commitment, and institutional productivity. In addition, sustainable organizational
development was associated with reduced resource waste, improved environmental responsibility, and
enhanced institutional reputation.

Discussion and Conclusion

The findings of this study demonstrate that the human resource ecosystem in Payame Noor University is shaped
by complex interactions among organizational structures, human capabilities, contextual conditions,
managerial strategies, and environmental factors. The results suggest that traditional approaches to human
resource management are insufficient for addressing the multidimensional challenges faced by modern
universities. Instead, universities require integrated ecosystem-based frameworks capable of aligning
organizational sustainability, technological transformation, employee welfare, and institutional effectiveness.
The prominence of organizational factors in the findings indicates that structural and managerial issues play a
decisive role in shaping the effectiveness of human resource systems. Problems such as outdated administrative
structures, lack of transparent evaluation mechanisms, and weak alignment between performance and
compensation significantly undermine organizational sustainability. Therefore, institutional reforms focusing
on meritocracy, transparency, and flexibility are necessary for improving university performance.

The study also highlights the critical importance of employee retention and organizational welfare. Sustainable
universities are not merely institutions that achieve economic efficiency; they are organizations capable of
creating supportive professional environments that foster job satisfaction, motivation, and long-term
commitment. In this regard, welfare systems, professional development opportunities, and fair compensation
mechanisms are essential components of a sustainable human resource ecosystem.

Another important finding concerns the role of digital transformation and technological adaptation.
Universities are increasingly operating in technology-driven environments where artificial intelligence, digital
platforms, and electronic management systems influence organizational processes. Consequently, the
successful implementation of human resource ecosystems depends on integrating technological infrastructure
with human-centered management approaches.

The findings further demonstrate that legal and bureaucratic constraints remain major barriers to organizational
transformation. Centralized administrative regulations and financial limitations reduce organizational
flexibility and hinder the implementation of innovative human resource strategies. Therefore, reducing
bureaucratic barriers and increasing institutional autonomy are crucial prerequisites for establishing sustainable
human resource ecosystems in higher education institutions.

Overall, the proposed model provides a comprehensive and context-specific framework for understanding the
dynamics of human resource ecosystems in universities. The model emphasizes the interconnectedness of
organizational sustainability, technological transformation, meritocracy, employee welfare, and strategic
management. It also offers practical guidance for policymakers and university administrators seeking to

improve institutional effectiveness and human resource sustainability.



The study concludes that the establishment of a sustainable human resource ecosystem at Payame Noor
University requires organizational restructuring, digital transformation, performance-based compensation
systems, merit-based recruitment, and supportive welfare policies. By adopting an ecosystem perspective,
universities can enhance organizational productivity, employee satisfaction, and sustainable institutional

development in an increasingly complex and competitive higher education environment.
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