wbile Jsou g (655 anw g

I o 53 S 55,5505 il s AT 350 s Sl gl Lokl 15 Jou

Ol !

(e w3l 3 (S e (lala 1 passlaal b g
OB s (VEF) Bl el 5 gobr e
55y bl A as0 s Sl ale sl bt
o jlo Jami 5 (638 are s Ol ) S8 G 53 S 5

A=Y (D)

'.:1}3 ﬂlrﬁgrwmgnﬁ)% A gmé.)_}_,ip S5 L\JM.AW
Ol rd s (ol 33T oS 2y dls D53 S pde 05 5 .
Ol Glpal gl 33T ols lgal dls (g pdo 05 5 .Y

Ol Oy« oSl T oRils (Dl 5 pshe domly ¢ (53 S ke 03,8 T

foad.makvandi@iau.ac.ir :J st sdw 5 ool #

VY o) ol mb
VEOF sl =YY 1 S5t o
VEF sl =YY :Jzﬁ.g'@)u

VEY s A bl sl

|
Sl Gaim eles VE Y © 57 _nc

O geots dlie Sl Gl sl 55 4 Glate dllas oyl
(CC BY-NC 4.0) _#I5 L illas oI5 ooz

el S s

S

5 AN 53 el P2 5 Kb e bt Slasle gls o St ol Olsear Ll gl Syl sbis
Sk 51 S il 528 sl s 0,15 S Ol peas Ol 58 o ils Laplol i
53 Sl e el 2B Lot Gt L 3k gl el o3l 3 Ko 35 5 L ane 5 g Ll
AS Slgomn oo 5 S 515 s S AS i 3 sl 03,8 361 1y oS 5 (63,5055« Slesl i ST
3,8 I8 4 (5 e gLl e (3ladie 5 s (B o oS i 3 At eslinal (S slaadlfe plals sl
S s o O okl 13,8 13 s 3550 Ol 5 Sl Sl suiniy 3l 5 byl b 2
5 S G e Sl s (BT Sl U5 (e slen bl Sl gl slacills
ol S das e DL sd 3l dute ¢ pmima 515 Sl i 315500 53 ol 36 (653 au s 5 dow
s 3 Sy 5 om0 SR se LOT g 5 0l suaih Jlajlw il gl 3 e LB
Sl Sl x5 (5l s i i a0l o8 il T 51 Sl 3 lss IS b 355 0 SIS
Sl s sk cpl Aol e ) et 5 5 (LIGLG ( SLS] @L-‘-ﬁdj\-«-\'»i‘j Gk B S s
sl Sl G kB Gl sl Sl (Sl mbe I8 a5 Cer emly

s o Sl GLA dns 85 oG emti— (gl (g3ludbe ¢ Slesle J'w_ﬂdi)‘)l (sl Gt" PRI LS (PRNLS

olul 58



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

Personal Development and Organizational Transformation

Analyzing the Role of Human Resource Capabilities in Organizational Value Creation:

A Hybrid Approach in Iran’s Gas Industry

Tahmineh Soltani!, Foad Makvandi'*, Mohammad Hemati?, Vahid Chenari*, Ghanbar Amirnazhad?®
1. Department of Public Administration, Sho.C., Islamic Azad University, Shoushtar, Iran.
2. Department of Management, Ahv.C., Islamic Azad University, Ahvaz, Iran.

3. Department of Public Administration, SR.C., Islamic Azad University, Tehran, Iran.

*Corresponding Author’'s Email: foad.makvandi@iau.ac.ir

How to cite: Soltani, T., Makvandi,
F., Hemati, M., Chenari, V., &
Amirnazhad, G. (2025). Analyzing
the Role of Human Resource
Capabilities in Organizational Value
Creation: A Hybrid Approach in
Iran’s  Gas Industry. Personal
Development and Organizational
Transformation, 3(2), 1-13.

Abstract

In today’s world, human resources are recognized as the most valuable organizational asset and play a
fundamental role in value creation and organizational effectiveness. Iran’s gas industry, as one of the vital
pillars of the national economy, requires the strategic utilization of human capabilities to achieve
sustainable development and improve organizational performance. This study adopts a hybrid approach
to analyze the role of human resource capabilities in organizational value creation. In the qualitative phase,
meta-synthesis and qualitative content analysis methods were employed to identify key components. In
the quantitative phase, the Delphi method and Interpretive Structural Modeling (ISM) were used to
categorize and prioritize human capabilities within the organization under study. The findings indicate that
human resource capabilities—including technical skills, communication abilities, managerial
competencies, cognitive and analytical capabilities, and personal development—significantly contribute to
organizational value creation. Furthermore, the proposed model reveals that these capabilities are
stratified across different organizational levels, and their enhancement leads to increased productivity and
competitiveness within the gas industry. Overall, the results of the study suggest that organizations must
formulate strategies aimed at developing human capabilities to ensure empowerment of human resources,
thereby guaranteeing sustainability and continuous growth. In addition to providing a framework for valuing
human resources, this research offers practical strategies for enhancing organizational capabilities.
Keywords: Human Resource Capabilities, Organizational Value Creation, Interpretive Structural

Modeling, Human Resource Development, Iran Gas Industry.
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Extended Abstract
Introduction
In today’s dynamic and knowledge-driven global economy, the human resource (HR) function has
evolved beyond its traditional administrative role to become a central pillar of organizational strategy.
Human capital is now widely recognized as one of the most vital assets contributing to organizational
performance, innovation, and competitive advantage. Scholars and practitioners alike emphasize
that the development, deployment, and valuation of human resource capabilities are critical to
achieving sustainable organizational value creation (Becker et al., 2001; Flamholtz et al., 2002; Lev &
Schwartz, 1971). In this context, the gas industry of Iran—a strategic and capital-intensive sector—
faces unique challenges and opportunities related to human capital optimization. The complex and
high-risk nature of gas operations necessitates highly skilled, adaptive, and strategically aligned
personnel to ensure operational efficiency, safety, and competitiveness in both national and global
markets (Asadi & Asadi, 2023; Avaze et al., 2019).
Despite the growing significance of human capital, many organizations still rely on outdated models
for evaluating and managing HR, overlooking the latent potential embedded in their workforce.
Modern approaches to HR management, particularly those that integrate data analytics and
predictive modeling, offer organizations new pathways to diagnose gaps, develop capabilities, and
link HR investments directly to value generation outcomes (Arellano et al., 2017; Hamilton & Sodeman,
2020). Previous research highlights the importance of using people analytics and structured
frameworks to not only identify key HR competencies but also to assess their cascading impacts on
broader organizational goals (Bassi & McMurrer, 2016; Simoén et al., 2024). Moreover, the integration
of interpretive structural modeling (ISM) and qualitative synthesis methods presents a unique
opportunity to uncover the multilevel structure of HR capabilities and their interrelationships
(Testorelli et al., 2024; Xu & Chen, 2024).
This study aims to explore the role of human resource capabilities in organizational value creation
within the Iranian gas industry.
Methods and Materials
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This research employed a mixed-methods approach to comprehensively explore the human
resource capabilities contributing to value creation in Iran’s gas industry. In the qualitative phase, a
meta-synthesis methodology was used to systematically review and integrate findings from 46
relevant studies, reports, and official HR guidelines from the gas sector. Qualitative content analysis
was then performed to extract patterns, dimensions, and indicators related to HR capabilities.

In the quantitative phase, the Delphi technique was conducted with 40 experts including HR
managers, organizational consultants, and senior personnel from the Iranian gas industry. The
process involved two iterative rounds to refine and validate the list of identified capabilities and
indicators. Following this, Interpretive Structural Modeling (ISM) was used to analyze the hierarchical
relationships among the validated HR capabilities. The ISM analysis was performed using MICMAC
software, which enabled the classification of variables based on their driving and dependence power.
The final output included a multilayered model of HR capabilities, categorized into key domains such
as strategic, technical, cognitive, emotional, and managerial dimensions. The reliability of findings
was ensured through expert validation and Cronbach’s alpha analysis, and the conceptual
framework was constructed based on convergence between qualitative insights and quantitative
validations.

Findings

The study resulted in the identification and classification of 238 HR capability indicators organized
under 54 components and further grouped into 16 main dimensions. These dimensions included
technical capabilities, optimization skills, communication and collaboration, foresight and predictive
skills, personal and psychological development, digital capability, leadership and managerial skills,
cognitive and analytical competencies, emotional intelligence, individual agility, strategic thinking,
organizational alignment, performance management, HRM, organizational development, and human
resource learning.

The Delphi method revealed progressive consensus across rounds. In the first round, Kendall’s
coefficient of concordance was calculated at 0.225, suggesting weak agreement. After refining the
items, the second round achieved a coefficient of 0.783, indicating a strong consensus and
theoretical saturation. All selected indicators achieved a mean score above the threshold of 4 on a
five-point Likert scale, confirming their validity for inclusion in the ISM framework.

The ISM analysis revealed that foundational capabilities such as cognitive skills, analytical thinking,
and technical expertise form the base layer of the HR capability model. These elements act as key
enablers influencing higher-level strategic and organizational competencies. On the other end of the
spectrum, advanced competencies such as strategic foresight, organizational leadership, and
performance optimization emerged as the highest-tier capabilities with strong dependence power.
Radar analysis of the 54 components showed that strategic, technical, and managerial capabilities
received the highest frequency and importance ratings, reflecting their pivotal role in value creation
within the gas industry. Conversely, digital capability, performance management, and organizational
development received lower rankings, suggesting underutilization or lack of maturity in these areas.
Discussion and Conclusion

This research provides compelling evidence that human resource capabilities are a critical
determinant of organizational value creation, particularly in technologically intensive and strategically
vital industries such as gas. The findings corroborate previous studies that emphasize the
multifaceted nature of HR capabilities, extending beyond technical know-how to include cognitive,
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managerial, and interpersonal domains. By mapping out the multilayered structure of HR capabilities,
the study provides a practical blueprint for organizations seeking to leverage their human capital for
sustained growth.

The hierarchical model developed through ISM offers valuable insight into how capabilities interact
and reinforce one another. Foundational capabilities such as analytical reasoning and
communication underpin more complex capabilities like strategic leadership and organizational
foresight. These interdependencies underscore the necessity of adopting a holistic and integrated
approach to HR development. Rather than treating competencies in isolation, organizations should
foster ecosystems of learning and capability building that enable employees to evolve across multiple
dimensions.

The underrepresentation of digital capabilities and predictive skills in the current landscape highlights
a critical area for intervention. As the global energy sector moves toward digital transformation and
smart infrastructure, the lack of readiness in digital skills could hinder the gas industry’s ability to
innovate and respond to change. Strategic investment in digital literacy and data-driven HR systems
is therefore essential to remain competitive and future-ready.

Moreover, the strong alignment between expert consensus and empirical modeling validates the
robustness of the research methodology and underscores the practical relevance of the proposed
framework. The inclusion of both qualitative and quantitative data enhances the generalizability and
reliability of the results, offering a balanced view of subjective insights and objective patterns.

In conclusion, this study advances both theory and practice by establishing a comprehensive and
empirically validated model of human resource capabilities and their contribution to organizational
value creation. It reinforces the view that human capital, when systematically developed and
strategically aligned, is not just a support function but a core driver of enterprise success.
Organizations in the Iranian gas industry—and potentially in other high-tech sectors—can benefit
from adopting this framework to unlock the full potential of their workforce, build resilient systems,
and achieve long-term strategic objectives.
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