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Abstract

This study aimed to design a comprehensive model for human resource performance management excellence in the Martyrs
and Veterans Affairs Foundation to enhance efficiency, motivation, and alignment of individual and organizational goals.
This applied study employed a mixed-method approach (qualitative—quantitative). In the qualitative phase, semi-structured
interviews were conducted with 20 HR experts using purposive homogeneous sampling. Data were analyzed through
thematic and directed content analysis. In the quantitative phase, 108 managers from regional and central offices were
sampled, and 76 completed questionnaires were analyzed using PLS software. Model validity was evaluated using GOF, R?,
and Q2 indices. The qualitative results yielded four sub-models: goal setting, monitoring and coaching, performance
evaluation, and performance review. In the goal-setting model, top managers (f=0.78), middle managers ($=0.86),
supervisors (f=0.80), and employees ($=0.42) were validated. In the monitoring model, training content design (f=0.92)
and needs assessment (=0.86) were most influential. In the evaluation model, performance indicators (=0.87) and
evaluators (B=0.81) had the highest effects. In the review model, mutual agreement on session process (f=0.90) and
maintaining employee dignity (=0.72) were the strongest predictors. The findings highlight that achieving excellence in
performance management requires a systemic approach emphasizing precise goal setting, continuous coaching, fair
evaluation, and constructive feedback. The proposed model enhances job satisfaction, perceived justice, and organizational
effectiveness, providing a foundation for sustainable human capital development.

Keywords: Performance management excellence; goal setting; monitoring and coaching; performance evaluation;
performance review.
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Introduction

Performance management excellence has become one of the core components of strategic human resource
development, especially in public and semi-public organizations where transparency, accountability, and
efficiency are crucial to sustainability (Soltani, 2011). In recent decades, performance management has shifted
from a mechanistic process of evaluation to a strategic framework that aligns individual and organizational
objectives (Decramer et al., 2012). This transformation reflects a broader movement in human resource
management (HRM) towards integrating human capital development, organizational learning, and leadership
empowerment as interconnected elements of performance excellence (Stanton & Pham, 2013).

In the Iranian context, many public institutions, including the Martyrs and Veterans Affairs Foundation
(Bonyad Shahid va Omur-e-Isargaran), face structural and cultural challenges that hinder the full
implementation of an integrated performance management system (Mousavi & Heydari Mousa, 2022). These
challenges include centralized decision-making, lack of effective feedback mechanisms, and insufficient
managerial competence in applying performance assessment principles. Therefore, the current study aimed to
design a Human Resource Performance Management Excellence Model that addresses these limitations
through a combined qualitative—quantitative methodology.

International literature highlights that effective performance management systems rely on mutual
understanding between managers and employees, continuous coaching, and the alignment of performance
goals with strategic vision (Hatami Manesh & Zanjirchi, 2013). Similarly, (Hormozi Moghaddam et al.,
2024) confirmed that educational excellence models emphasizing participatory goal-setting and feedback-
oriented learning have a direct influence on human capital development. From a global perspective, (Pradhan,
2024) and (Mwambela, 2024) found that the effectiveness of performance management systems in Nepal and
Zambia, respectively, depended on transparent evaluation, skill-based training, and empowerment of line
managers. These findings reinforce the idea that excellence in performance management should be viewed as
a dynamic, cyclical process rather than a static assessment tool.

Recent research also emphasizes the role of artificial intelligence (Al) and data analytics in strengthening HRM
systems. (Shenbhagavadivu et al., 2024) argued that Al-based performance management enhances objectivity
and reduces biases by providing real-time data on employee behavior and productivity. Likewise, (Zhang &
Villanueva, 2024) noted that data-driven engagement programs increase employee commitment and job
satisfaction. However, despite these advancements, most organizations still struggle to establish systems that
integrate human-centered and technology-driven dimensions coherently. In Iran, (Shameradi et al., 2021)
developed a native model for performance management with a developmental orientation, showing that
incorporating cultural and contextual factors leads to higher organizational acceptance and effectiveness.
Based on the above literature, the present study was conducted to design and empirically validate a
comprehensive model of Human Resource Performance Management Excellence for the Martyrs and Veterans
Affairs Foundation. The model sought to incorporate four key dimensions—goal setting, monitoring and
coaching, performance evaluation, and performance review—each reflecting both behavioral and structural
determinants of performance excellence. The theoretical foundation of this model is grounded in a participatory
and developmental philosophy of HRM, where performance management serves not only as an evaluative
mechanism but also as a vehicle for employee learning, motivation, and growth (Peretz, 2024; Rajabi Farjad
& Toranian, 2024).

Methods and Materials

This research adopted an applied, exploratory mixed-method design consisting of two phases: a qualitative
phase for model construction and a quantitative phase for validation.

In the qualitative phase, data were collected through semi-structured interviews with 20 experts affiliated with
the Martyrs and Veterans Affairs Foundation who possessed expertise in HRM and direct experience in
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performance evaluation processes. Sampling was purposive and continued until theoretical saturation was
achieved. Data analysis was carried out using the directed qualitative content analysis and thematic analysis
methods, enabling the identification of 23 main categories that formed the structural basis of the proposed
excellence model.

In the quantitative phase, the statistical population included all managers across regional and central offices of
the foundation. A total of 108 managers were invited to participate, and 76 valid questionnaires were returned.
The instrument was designed based on the findings of the qualitative phase and assessed through confirmatory
factor analysis using Partial Least Squares Structural Equation Modeling (PLS-SEM). Model fit was evaluated
using the Goodness of Fit (GOF) index, R?, and Q? values to ensure validity and predictive power.

Findings

The qualitative analysis revealed four major sub-models constituting the broader framework of performance
management excellence: goal setting, monitoring and coaching, performance evaluation, and performance
review.

In the goal-setting model, four hierarchical elements emerged: top managers, middle managers, supervisors,
and employees. The model emphasized vertical alignment and communication across levels. Results from the
quantitative phase showed that top managers (B = 0.78), middle managers (B = 0.86), supervisors ( = 0.80),
and employees (B = 0.42) significantly contributed to effective goal determination. These results demonstrated
that participatory and cascading goal-setting mechanisms enhance goal clarity and shared accountability within
the organization.

In the monitoring and coaching model, two major dimensions were identified: coach competence and employee
progress review. Quantitative findings indicated that “designing educational content for employees” (B =0.92)
and “identifying educational needs” (B = 0.86) were the most influential variables, while “organizational
capability” (B =0.71) and “reviewing work progress” ( = 0.50) showed moderate influence. The overall GOF
value of 0.693 reflected a strong model fit.

The performance evaluation model consisted of six themes: evaluation indicators, time intervals, evaluators,
methods, approach, and result communication. The strongest predictors were “performance indicators” (B =
0.87) and “evaluators” (f = 0.81), followed by “evaluation method” (B = 0.64) and “time frame” (f = 0.61).
The GOF value of 0.652 confirmed strong predictive validity.

Finally, the performance review model highlighted three main themes: review meetings, process management,
and feedback mechanisms. The analysis revealed that “mutual agreement on the meeting process” (f = 0.90)
had the highest influence, followed by “employee dignity preservation” (f = 0.72) and “training the session
organizer” (B = 0.65). The GOF of 0.633 indicated strong overall fitness. These results collectively
demonstrated that the designed model successfully captures both the structural and humanistic aspects of
performance management in the foundation.

Discussion and Conclusion

The findings of this study confirm that achieving performance management excellence requires the integration
of participatory goal-setting, structured coaching, evidence-based evaluation, and reflective performance
review. The results showed that mutual agreement between managers and employees in review sessions is the
strongest determinant of performance improvement, underscoring the importance of dialogical and trust-based
communication. This aligns with the theoretical assertions of participatory leadership and organizational
justice, which argue that open dialogue increases ownership, motivation, and satisfaction among employees
(Rajabi Farjad & Toranian, 2024).

The role of educational design and competency-based coaching was also found to be pivotal. These findings
are consistent with prior evidence that continuous learning and targeted development programs are the
foundation of sustainable performance management (Hormozi Moghaddam et al., 2024). The study
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demonstrated that effective monitoring systems are not merely tools of control but mechanisms for professional
growth and knowledge sharing. In this regard, the model provides a bridge between traditional HR practices
and modern learning-oriented approaches to performance excellence.

Furthermore, the research highlighted the critical role of well-trained and impartial evaluators. The emphasis
on evaluator competence supports earlier findings that technical expertise and behavioral sensitivity of
evaluators are essential for ensuring fairness and credibility in assessment processes (Hatami Manesh &
Zanjirchi, 2013). The data also reinforced the idea that the inclusion of transparent and measurable
performance indicators reduces subjectivity and bias, which is vital for enhancing employee trust in the
evaluation system (Decramer et al., 2012).

From a technological standpoint, the study resonates with emerging perspectives that advocate for the
integration of data analytics and artificial intelligence in HRM systems (Shenbhagavadivu et al., 2024; Zhang
& Villanueva, 2024). By leveraging technology, organizations can increase the accuracy, speed, and
objectivity of performance monitoring while simultaneously generating insights for talent development.
However, the model proposed in this study maintains a balanced human-centered orientation by emphasizing
dialogue, empathy, and ethical responsibility.

The present model also aligns with the sustainability-oriented HRM perspective, which views performance
management as a catalyst for long-term employee engagement and well-being (Peretz, 2024). Rather than
focusing solely on quantitative outcomes, the model incorporates qualitative elements such as respect,
transparency, and continuous feedback, which foster an environment conducive to moral commitment and job
satisfaction. The emphasis on preserving employee dignity and maintaining open communication channels
further reinforces the ethical dimension of HRM practices.

Another significant implication of the findings lies in the recognition of cultural factors in performance
management. In Iranian organizations, cultural norms such as collectivism, hierarchy, and respect for authority
often influence feedback dynamics and employee perceptions of fairness (Mousavi & Heydari Mousa, 2022;
Shameradi et al., 2021). The designed model responds to these contextual realities by incorporating culturally
sensitive mechanisms—private review sessions, participatory decision-making, and customized
communication styles—that enhance the acceptability and functionality of the system within the foundation.
Finally, the integration of all four sub-models—qgoal setting, coaching, evaluation, and review—into a unified
framework represents a major contribution of this study. It provides an operational blueprint for transitioning
from fragmented HR practices to a holistic performance management architecture. The strong GOF values
across all structural models indicate high internal consistency and validity of the proposed framework.

In conclusion, the Human Resource Performance Management Excellence Model developed in this study
demonstrates that sustainable organizational performance depends not merely on evaluating results but on
cultivating a culture of learning, fairness, and dialogue. The model is particularly suited for public and semi-
public institutions like the Martyrs and Veterans Affairs Foundation, where ethical responsibility, service
orientation, and employee dignity are paramount. Implementing this model can help such organizations
enhance managerial effectiveness, strengthen employee engagement, and align individual aspirations with
organizational missions. The study thus contributes both theoretically and practically to the discourse on HRM
excellence by offering a culturally grounded, empirically validated, and developmentally oriented model for
managing human performance in complex institutional environments.
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