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Abstract

The present study was conducted with the aim of presenting a comparative model of human resource emotional well-being in subsidiary
companies of Iran’s electricity industry. The research method was exploratory mixed-method. Participants in the qualitative section
included experts and specialists with extensive work experience and postgraduate education in academia, as well as managers of subsidiary
companies in Iran’s electricity industry, totaling 15 individuals. The statistical population in the quantitative section for the fuzzy Delphi
technique, used to screen dimensions, components, and research indicators and to determine their importance, consisted of 19 selected
experts. In addition, the quantitative section included employees of subsidiary electricity companies in Tehran, among whom 253
individuals were selected through simple random sampling. The research instrument in the qualitative phase was a semi-structured
interview, while in the quantitative phase it was a researcher-developed questionnaire derived from the qualitative section. To analyze the
collected data, in the qualitative section, the template analysis and thematic network method was applied using MAXQDA software. In
the quantitative section, fuzzy Delphi, confirmatory factor analysis, structural equation modeling techniques, best—-worst method
prioritization, and comparative analysis were used with the aid of SPSS, Smart PLS, and Lingo software. In total, 124 initial codes were
identified, from which 57 basic themes were extracted from the interview texts for the model of human resource emotional well-being in
subsidiary electricity companies in Iran. Subsequently, after categorization, 9 organizing themes were obtained. At the final stage, through
reviewing the organizing themes, 4 overarching themes were extracted, namely: supportive policies, social interactions, positive work
environment, and mental health. Based on the results of the fuzzy Delphi, all factors of the human resource emotional well-being model
in subsidiary electricity companies in Iran were considered to have the expected importance and were accepted by the subject-matter
experts. In the next step, using the path analysis technique, it was found that the significance number of the paths between all variables
was greater than 1.96, and the obtained significance levels were lower than 0.05 and even 0.01. Therefore, all the above-mentioned
relationships were accepted. The prioritization of the indicators of the human resource emotional well-being model in subsidiary electricity
companies in Iran showed that mental health ranked first with 0.520, positive work environment second with 0.389, supportive policies
third with 0.054, and social interactions fourth with 0.037. Furthermore, the comparative findings indicated that state-owned companies
in the thermal power generation sector ranked first with 82 percent, followed by Niroo Research Institute with 47 percent similarity in
second place, the Renewable Energy and Energy Efficiency Organization with 44 percent in third place, and state-owned electricity sector
companies with 32 percent similarity in fourth place.
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Extended Abstract

Introduction

The electricity industry is a fundamental sector underpinning national development, economic progress, and
social welfare. As an essential infrastructure, it directly influences industrial growth, agricultural productivity,
and service sector efficiency (Parvish & Asadi, 2023; Pasandideh et al., 2021). Human resources constitute
the core drivers of this industry, and their performance, innovation, and adaptability determine the overall
effectiveness and resilience of the sector (Daneshfar et al., 2017). In this regard, emotional well-being of
employees has emerged as a critical dimension of organizational success, as it encompasses employees’
psychological health, emotional stability, workplace satisfaction, and motivation (Jarden et al., 2023;
Wijngaards et al., 2022).

Emotional well-being is a multidimensional construct involving hedonic (pleasure-oriented) and eudaimonic
(meaning-oriented) perspectives (Pincus, 2023; Rahmani et al., 2018). It goes beyond mere job satisfaction,
extending to elements such as intrinsic motivation, personal growth, flourishing, resilience, and positive
interpersonal interactions (Pipera & Fragouli, 2021; Ruggeri et al., 2020). Previous studies have consistently
demonstrated that higher levels of employee well-being are associated with reduced stress, enhanced creativity,
stronger organizational commitment, and improved team collaboration (Borhani & Hadizadeh Moghaddam,
2016; Zheng et al., 2015).

In recent decades, organizations worldwide have placed increasing emphasis on employee well-being,
recognizing its significance for organizational performance and societal progress. The World Health
Organization has highlighted workplace stress as one of the most pressing occupational health challenges,
emphasizing the need for supportive policies and structured interventions (World Health, 2020). Empirical
research has further confirmed that well-being initiatives such as flexible working hours, employee assistance
programs, continuous training, and psychological counseling substantially contribute to workplace resilience
and productivity (Aiswal & Arun, 2020; Dent et al., 2024; Dong & Yan, 2022).

Specifically in Iran, a growing body of literature indicates that workplace well-being is influenced by cultural
norms, organizational structures, and socio-economic conditions. For example, studies have found that social
capital and organizational culture strongly mediate employees’ subjective well-being (Abbasi et al., 2020;
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Abdollahzadeh Namanlou & Bahramzadeh, 2022). Others have emphasized the role of innovative
organizational cultures and supportive leadership in sustaining employee engagement and knowledge-sharing
(Abdoli et al., 2023; Akbari et al., 2022).

Despite increasing attention, challenges remain in measuring and operationalizing employee well-being in
complex sectors such as the electricity industry, where employees often face high workloads, technological
pressures, and emotional exhaustion (Moradiani Gilani & Zartoshtian, 2020; Riforgiate et al., 2021). The
present study aimed to develop a comparative model of emotional well-being among human resources in Iran’s
electricity industry subsidiaries, using a mixed-methods design to integrate qualitative insights with
quantitative validation.

Methods and Materials

This study adopted an exploratory mixed-methods approach (qualitative—quantitative sequential design). In
the qualitative phase, semi-structured interviews were conducted with 15 experts, including senior managers
of electricity subsidiaries and academic specialists in human resource management. Data were analyzed using
thematic template analysis with MAXQDA software, resulting in the identification of initial codes, basic
themes, and organizing themes.

The quantitative phase comprised two stages. First, a fuzzy Delphi method was applied with 19 experts to
screen and prioritize the identified dimensions, components, and indicators of emotional well-being. In the
second stage, a survey was administered to 253 employees of electricity subsidiaries in Tehran, selected via
simple random sampling. Data collection was facilitated by a researcher-developed questionnaire derived from
the qualitative phase.

Quantitative analyses included confirmatory factor analysis, structural equation modeling, and best—worst
method prioritization, conducted with SPSS, Smart PLS, and Lingo software. Validity and reliability were
established through expert validation, Cronbach’s alpha, and AVE/CR indices.

Findings

Qualitative findings generated 124 initial codes, from which 57 basic themes and nine organizing themes were
derived. These were subsequently condensed into four overarching dimensions of emotional well-being: (1)
supportive policies, (2) social interactions, (3) positive work environment, and (4) mental health.

The fuzzy Delphi process confirmed the importance and validity of all identified factors, with expert consensus
achieved across dimensions. Structural equation modeling further indicated that all path coefficients between
variables were significant, with t-values greater than 1.96 and p-values below 0.05 and 0.01, confirming the
hypothesized relationships.

Prioritization results using the best—worst method revealed that mental health was the highest-ranked factor
(0.520), followed by positive work environment (0.389), supportive policies (0.054), and social interactions
(0.037).

Comparative analysis across organizations indicated that state-owned thermal power generation companies
achieved the highest alignment with the emotional well-being model (82% similarity), followed by Niroo
Research Institute (47%), the Renewable Energy and Energy Efficiency Organization (44%), and state-owned
electricity sector companies (32%).

Discussion and Conclusion

The results of this study underscore the centrality of mental health in shaping emotional well-being among
employees in the electricity industry. Employees who benefit from stress management programs, realistic goal-
setting, and psychological support demonstrate greater resilience, reduced burnout, and higher performance
levels. These findings are consistent with international studies that emphasize the positive correlation between
workplace mental health and organizational effectiveness (Dent et al., 2024; Jarden et al., 2023; Wijngaards
et al., 2022).
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The second key dimension, a positive work environment, highlights the necessity of fostering learning
opportunities, innovation culture, and supportive leadership structures. In technologically demanding sectors
like electricity, where adaptability and creative problem-solving are crucial, such environments directly
contribute to long-term competitiveness. This aligns with prior studies confirming that organizational
environments promoting innovation and collaboration enhance job satisfaction and employee well-being
(Borhani & Hadizadeh Moghaddam, 2016; Pardawala et al., 2024; Pipera & Fragouli, 2021).

Supportive policies emerged as the third dimension, emphasizing structured career paths, flexible working
arrangements, and organizational inclusivity. This finding resonates with the social exchange theory,
suggesting that employees reciprocate organizational support through heightened commitment and
discretionary effort (Abbasi et al., 2020; Moradiani Gilani & Zartoshtian, 2020; Torkestani & Jamshidi
Boroujerdi, 2015). Such policies are especially critical in the electricity industry, where employees frequently
face stress due to unpredictable workloads and safety concerns.

Although ranked last, social interactions were nonetheless crucial for fostering teamwork, solidarity, and a
sense of belonging. These findings corroborate research demonstrating that positive interpersonal relationships
buffer against occupational stress and strengthen organizational cohesion (Abdollahzadeh Namanlou &
Bahramzadeh, 2022; Riforgiate et al., 2021; Zarrinjouy Alvar & Bavi, 2021). Engaging employees in
collective activities, workshops, and informal gatherings not only enhances emotional well-being but also
builds trust and knowledge-sharing networks.

The comparative analysis across organizations revealed structural and cultural differences in the extent to
which emotional well-being practices are institutionalized. The higher ranking of state-owned thermal power
companies may be attributed to their established human resource systems and larger workforce structures,
necessitating more comprehensive well-being initiatives. Conversely, smaller organizations exhibited lower
alignment, indicating gaps in formal policy implementation.

Overall, this study contributes to the literature by offering a context-specific and empirically validated model
of emotional well-being in the electricity sector of Iran. It highlights the interconnectedness of mental health,
supportive environments, and social dimensions, reinforcing prior scholarship that well-being is a
multidimensional construct requiring integrated organizational strategies (Dong & Yan, 2022; Khatri &
Gupta, 2019; Ruggeri et al., 2020).

By integrating qualitative and quantitative approaches, the study provides a nuanced understanding of both the
subjective experiences of employees and the structural determinants of well-being. These insights not only
extend theoretical discussions but also offer actionable guidelines for policymakers and managers in Iran’s
electricity industry to enhance workforce sustainability, innovation capacity, and organizational resilience.
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