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Abstract

This study aimed to design, explain, and fit a human capital management model for the education sector in Khuzestan Province aligned with Iran’s Seventh
Development Plan. This applied study used an exploratory mixed-methods design. In the qualitative phase, data were collected through semi-structured
interviews with 12 experts and managers in human resource management and education and were analyzed using thematic analysis in MAXQDA. In the
quantitative phase, the statistical population consisted of staff members of the General Directorate of Education in Khuzestan Province, from whom 168
participants were selected through random cluster sampling. The quantitative instrument was a researcher-made questionnaire developed based on the
qualitative findings and scored on a five-point Likert scale. Data were analyzed using SPSS and Smart PLS through partial least squares structural equation
modeling. Inferential findings indicated that the final model consisted of six dimensions: development of teachers’ professional competencies, talent and
succession management, compensation and motivation system, performance management and productivity, organizational culture and climate, and
strategic human resource planning. All 18 components had factor loadings above 0.40 and t-values greater than 1.96. The KMO index was 0.913, and
Bartlett’s test was significant. Cronbach’s alpha, composite reliability, and AVE values for all dimensions were within acceptable ranges. R? values ranged
from 0.325 to 0.382, and Q? values ranged from 0.225 to 0.255. The GOF index was 0.412, indicating strong model fit. The proposed model provides
a valid, localized, and practical framework for human capital management in education and can guide the improvement of competencies, productivity,
motivation, talent management, and strategic alignment with the goals of the Seventh Development Plan.
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Extended Abstract

Introduction

Human capital management has become one of the most significant strategic priorities for contemporary
organizations because sustainable organizational performance increasingly depends on the quality,
competencies, and adaptability of human resources rather than solely on financial or physical assets. In
knowledge-based economies, human capital is recognized as a fundamental source of innovation, productivity,
resilience, and competitive advantage (Kampoowale et al., 2026; Thompson, 2025). Modern organizations
are therefore required to design integrated systems for attracting, developing, motivating, and retaining talented
employees in order to achieve long-term effectiveness and sustainability. Human capital management extends
beyond traditional personnel administration and focuses on value creation through competency development,
organizational learning, strategic alignment, and employee empowerment (Kamali Rad et al., 2024;
Stefanova & Kucharcikova, 2024).

Educational organizations, particularly public education systems, are highly dependent on the quality of their
human capital because teachers and educational staff play a direct role in shaping future generations and
supporting national development. Consequently, weaknesses in human capital management may negatively
influence educational quality, organizational effectiveness, and social development. Research has
demonstrated that investment in human capital development significantly contributes to organizational
productivity, intellectual capital, innovation, and employee performance (Chen et al., 2021; Timothy, 2022).
Moreover, strategic human resource management practices have been associated with high-performance work
systems and organizational effectiveness in public organizations (Alamdari et al., 2024).

Rapid technological change, digital transformation, and the emergence of Industry 4.0 have further intensified
the need for effective human capital management. Organizations are now expected to develop employees’
competencies continuously and create flexible organizational structures capable of responding to

environmental uncertainty (Stefanova & Kucharcikova, 2024). Recent studies have shown that human capital



mediates the relationship between digital transformation and organizational performance, indicating that
technological advancement alone cannot improve organizational outcomes without capable and motivated
human resources (Kampoowale et al., 2026). Similarly, remote work flexibility and organizational resilience
depend heavily on effective human resource strategies and managerial support (Chatterjee et al., 2022;
Douglas, 2021).

Another critical dimension of human capital management is talent management and succession planning.
Educational systems require competent leaders and highly qualified teachers to ensure continuity,

sustainability, and effectiveness in educational processes. Studies have emphasized the importance of talent

identification, professional development, and succession planning in educational institutions and public
organizations (Al Awadhi & Muslim, 2023; Sayyahpour & Farjad Bileh-Savar, 2024). Organizations that
systematically manage talent and succession are more capable of maintaining organizational stability and
improving employee performance.

Motivation and compensation systems also represent essential components of human capital management.
Employee motivation directly affects job satisfaction, organizational commitment, and performance quality.
Research findings indicate that fair compensation systems, ethical leadership, recognition, and supportive work
environments significantly improve employee engagement and productivity (Ahmed & Ishfaq Khan, 2023;
Ahmed et al., 2023). Additionally, workplace spirituality and welfare-oriented human resource practices
positively influence employee satisfaction and organizational effectiveness (Nasiri, 2024; Qaedamini
Harouni et al., 2022). In educational environments, motivated teachers are more likely to demonstrate
commitment, creativity, and instructional effectiveness.

Organizational culture and sustainable human resource management have also gained increasing attention in
recent years. Organizations with supportive cultures, ethical governance, and participatory leadership
structures provide more suitable conditions for employee development and organizational learning (Qaleh
Aghababaei, 2023; Sobouri Pour et al., 2025). Sustainable human resource management promotes balance
between organizational objectives and employee well-being, thereby strengthening organizational legitimacy
and resilience (Huseynova, 2022). Furthermore, knowledge-sharing practices and intellectual capital
development are strongly associated with effective human resource systems and long-term organizational
success (Dalkir, 2020).

Despite the growing importance of human capital management, many educational organizations in lIran still
face challenges such as inadequate strategic planning, inefficient compensation systems, insufficient
succession planning, weak competency development, and limited organizational flexibility. Studies conducted
in Iranian organizations have highlighted several pathologies in human resource management systems,
particularly in recruitment, development, evaluation, and leadership processes (Dehghan, 2023; Niknejad,

2023). Although previous studies have examined specific dimensions of human capital management, there



remains a lack of comprehensive and localized models specifically designed for the educational sector and
aligned with national developmental policies.

Therefore, the present study aimed to design and fit a comprehensive human capital management model for
the education sector in Khuzestan Province. The study sought to identify the major dimensions and components
of human capital management within the educational system and to validate the structural relationships among
these dimensions using a mixed-methods approach.

Methods and Materials

This study employed an applied mixed-methods exploratory design. The research was conducted in two
consecutive qualitative and quantitative phases. In the qualitative phase, thematic analysis was used to identify
the dimensions and components of human capital management in the educational sector. Semi-structured
interviews were conducted with 12 experts, senior managers, and specialists in human resource management
and educational administration. Participants were selected using purposive and snowball sampling methods
based on their professional experience, academic expertise, and familiarity with educational human resource
management. Interviews continued until theoretical saturation was achieved.

The qualitative data were analyzed using thematic analysis with MAXQDA software. Initially, interview
transcripts were reviewed repeatedly, and open coding was performed to extract primary concepts. Similar
codes were then grouped into subthemes and main themes. The extracted themes formed the basis for designing
the conceptual model and the quantitative questionnaire.

In the quantitative phase, the statistical population included all employees working in the central administration
of the Department of Education in Khuzestan Province, consisting of approximately 296 individuals. Based
on Cochran’s formula and considering a 95% confidence level and 5% margin of error, a sample size of 168
participants was determined. Random cluster sampling was used to select participants from different
organizational departments.

The quantitative instrument was a researcher-made questionnaire developed according to the findings of the
qualitative phase. The questionnaire used a five-point Likert scale ranging from strongly disagree to strongly
agree. Content validity was confirmed by experts in human resource management and educational
administration. Reliability was assessed using Cronbach’s alpha and composite reliability coefficients.
Convergent and discriminant validity were also examined.

Data analysis in the gquantitative phase was conducted using SPSS and Smart PLS software. Descriptive
statistics were first calculated to describe the demographic characteristics of the participants. Subsequently,
Partial Least Squares Structural Equation Modeling (PLS-SEM) was used to evaluate the measurement model
and the structural model. Factor loadings, t-values, Average Variance Extracted (AVE), composite reliability,
Cronbach’s alpha, coefficient of determination (R?), predictive relevance (Q?), and Goodness of Fit (GOF)
indices were calculated to assess the model.

Findings



The findings revealed that the proposed human capital management model consisted of six major dimensions:
development of professional competencies, talent management and succession planning, compensation and
motivation systems, performance management and productivity, organizational culture and climate, and
strategic human resource planning. Each dimension included several subcomponents extracted from the
qualitative analysis.

Demographic analysis showed that the majority of participants held bachelor’s degrees, while a smaller
proportion possessed master’s or doctoral degrees. The sample also included employees with varying years of
work experience, ranging from less than five years to more than twenty years. Male participants constituted a
larger proportion of the sample than female participants.

The confirmatory factor analysis demonstrated that all factor loadings exceeded the acceptable threshold of
0.40 and all t-values were above 1.96, indicating acceptable construct validity. The KMO index was 0.913,
and Bartlett’s test was statistically significant, confirming the adequacy of the sample size and the suitability
of the data for factor analysis.

Reliability analysis showed that Cronbach’s alpha coefficients for all dimensions exceeded 0.70, indicating
satisfactory internal consistency. Composite reliability coefficients were also above the acceptable threshold,
and AVE values exceeded 0.50 for all constructs, confirming convergent validity.

The Fornell-Larcker criterion demonstrated adequate discriminant validity because the square roots of AVE
values for all constructs were greater than the inter-construct correlations. This finding indicated that the six
dimensions represented distinct and independent constructs within the model.

Structural model analysis indicated acceptable predictive power and explanatory capability. The R2 values
ranged from 0.325 to 0.382, suggesting moderate explanatory power for the endogenous constructs. Predictive
relevance indices (Q?) ranged between 0.225 and 0.255, confirming the model’s predictive capability.
Furthermore, the overall Goodness of Fit (GOF) index was calculated at 0.412, indicating strong overall model
fit.

Among the dimensions, development of professional competencies demonstrated the strongest explanatory
power, emphasizing the central role of competency development in educational human capital management.
Talent management and succession planning also showed substantial influence on organizational effectiveness
and sustainability. The findings additionally highlighted the importance of motivation systems, organizational
culture, and strategic planning in improving employee performance and organizational productivity.
Discussion and Conclusion

The findings of this study demonstrated that human capital management in the educational sector is a
multidimensional and integrated phenomenon requiring simultaneous attention to competency development,
talent management, motivation systems, organizational culture, performance management, and strategic
planning. The strong model fit indicated that the proposed framework provides a valid and comprehensive

structure for understanding and improving human capital management in educational organizations.




The dominant role of professional competency development suggests that educational organizations depend
heavily on continuous learning, professional empowerment, and skill enhancement among teachers and staff
members. Competent educational personnel are more capable of adapting to technological change,
implementing innovative teaching approaches, and contributing to organizational effectiveness. The findings
also highlighted the importance of talent management and succession planning in maintaining organizational
continuity and leadership sustainability within the educational system.

The study further confirmed that motivation and compensation systems significantly influence employee
performance and organizational commitment. Fair compensation, professional recognition, and supportive
organizational environments contribute to increased job satisfaction and productivity among educational
employees. Similarly, organizational culture and participatory leadership were found to strengthen innovation,
collaboration, and organizational learning.

Another important finding was the strategic role of human resource planning in aligning educational human
capital policies with developmental goals and environmental changes. Strategic human resource planning
allows educational organizations to anticipate future workforce needs, reduce organizational vulnerabilities,
and improve institutional resilience.

Overall, the proposed model provides a localized and comprehensive framework for human capital
management in the educational sector. The integration of qualitative thematic analysis with quantitative
structural equation modeling enabled the study to identify both the structural dimensions and the causal
relationships among the components of human capital management. The model can therefore serve as a
practical and policy-oriented tool for educational managers and policymakers seeking to improve the quality,

productivity, and sustainability of human resources in educational organizations.
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