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Abstract

One of the most significant topics of the past decade globally is human capital. Human capital—meaning
the quality of the workforce or the institutionalized knowledge within individuals—contributes to increased
productivity and economic growth in countries. The aim of the present study is to model human resource
excellence aligned with identified crises, using a case study of the country’s medical universities.
Methodologically, this research is categorized as a meta-analysis. The study adopts a mixed-methods
approach (qualitative and quantitative). For the qualitative phase, thematic analysis and the Delphi
technique were utilized. The statistical population and sample for the qualitative phase included 15
interviewees comprising faculty in the field of management, emergency physicians and nurses, head
nurses (matrons), hospital administrators, and civil defense experts from universities. For the quantitative
phase, the statistical population consisted of human resource managers from medical universities across
all 31 provinces, selected via purposive sampling to complete a 22-item questionnaire. Data analysis was
conducted using SPSS software with a one-sample t-test. According to the results obtained from the
analysis of the research questions, crises were categorized into six groups: natural crises, social crises,
medical crises, managerial crises, infrastructural crises, and political crises. Corresponding actions were
identified for each type of crisis, including job analysis, selection, recruitment, human resource planning,
training and socialization, health and safety, and employee relations. These components were determined
using the Delphi method through expert consultation. Based on the findings, all variables—except for
human resource planning—were assessed as being below the desired level in terms of current status (i.e.,
job analysis, selection, recruitment, training and socialization, health and safety, employee relations). In
light of these findings, it can be concluded that achieving excellence in human capital under crisis
conditions depends on implementing appropriate human resource and managerial actions tailored to the
specific type of crisis, which must be given proper attention.
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Extended Abstract
Introduction
In recent decades, the role of human resources (HR) in ensuring organizational resilience and long-
term performance has gained significant attention, particularly in the context of crises. As
environmental, health-related, socio-political, and infrastructure-related disruptions intensify,
institutions—especially in the healthcare and academic sectors—must rely on human resource
excellence to maintain service delivery and institutional sustainability. Human capital is no longer
viewed solely as a labor force, but rather as a dynamic and strategic asset capable of enhancing
productivity and fostering innovation in turbulent environments (Minbaeva & Navrbjerg, 2023;
Okunade et al., 2022).
The COVID-19 pandemic revealed structural and strategic weaknesses in many organizations' HR
systems, especially in sectors critical to public well-being. As argued by (Edvardsson & Durst, 2021),
human resource management (HRM) in crisis settings must extend beyond conventional
administrative functions and take on strategic, psychological, and communicational roles.
Furthermore, in the healthcare sector, where human resources are often on the frontline of crisis
response, the need for comprehensive, crisis-specific HR models is paramount (Ashrafi et al., 2022).
This is particularly true for medical universities, where the overlap of educational, clinical, and
managerial demands intensifies the pressure on HR systems.
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Several studies have emphasized the importance of agile, resilient, and context-aware HR models
in crisis situations. For instance, (Kutieshat & Farmanesh, 2022) demonstrated that modern HRM
practices—including digital learning platforms, remote performance evaluations, and transparent
communication—play a critical role in maintaining innovation performance under crisis conditions. In
parallel, (Anwar & Abdullah, 2021) and (Ismail & Mohd-Yusof, 2023) linked effective HRM directly to
improved organizational outcomes, even under high-stress and uncertain scenarios.

In Iran, local research has contributed to contextualizing global HR models to fit specific institutional
and environmental settings. For example, (Mousavi et al., 2020) designed and implemented a model
of HR excellence tailored to police organizations, stressing leadership and operational readiness.
Similarly, (Eshaghieh Firouzabadi et al., 2021) utilized system dynamics modeling to examine factors
affecting HR excellence in industrial sectors. In academia, (Beheshti et al., 2024) and (Kashtidar et
al., 2024) proposed HR models for medical and physical education institutions, respectively,
emphasizing sustainability, accountability, and spiritual leadership.

Yet, despite growing recognition of HR's importance during crises, a gap remains in the integrated
modeling of HR excellence specifically for medical universities in Iran. These institutions face a
unique set of crises—ranging from natural disasters and pandemics to political instability and
infrastructure limitations—that require a nuanced and proactive HR approach. Therefore, the present
study aimed to develop a comprehensive HR excellence model tailored to these identified crisis
categories. This model not only supports institutional preparedness and adaptability but also ensures
the well-being and sustained performance of healthcare professionals in medical university settings
(Angeles et al., 2022; Mohammadi Khani et al., 2020; Sanjghi et al., 2022).

Methods and Materials

This study adopted a mixed-methods approach using both qualitative and quantitative methods. In
the qualitative phase, a thematic analysis and Delphi technique were employed. Participants
included experts in management, emergency medical personnel, hospital supervisors, and civil
defense specialists from medical universities across Iran. Fifteen individuals were interviewed until
thematic saturation was reached.

For the quantitative phase, a structured 22-item questionnaire was distributed to human resource
managers across medical universities in all 31 provinces of Iran. Participants were selected through
purposive sampling. Data were analyzed using SPSS software, specifically employing one-sample
t-tests to assess whether the status of various HR dimensions met acceptable standards.

Findings

The results revealed that, among the multiple dimensions assessed—job analysis, selection,
recruitment, human resource planning, training and socialization, health and safety, and employee
relations—only human resource planning met the desirable threshold. All other dimensions scored
below acceptable levels.

In terms of crisis categorization, six major groups were identified: natural crises, social crises,
medical crises, managerial crises, infrastructural crises, and political crises. Each category was
mapped against specific HR actions based on expert input via the Delphi method. For example,
natural and medical crises emphasized the importance of health and safety, while managerial crises
demanded improvements in employee relations and selection systems.

Furthermore, the study identified a lack of integration and coherence across HR functions, with siloed
responses to crises dominating the current approach. This fragmentation was particularly evident in
training and socialization programs, which were often reactive rather than preventive.

Discussion and Conclusion
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The findings of this study underscore the urgent need for an integrated, systemic approach to human
resource excellence in medical universities operating under crisis conditions. Despite the relative
strength of HR planning, the underperformance in other critical areas—such as employee safety,
onboarding, and inter-staff communication—signals a gap between strategic intent and operational
execution. In environments where healthcare and education intersect, such as medical universities,
this disconnect can compromise not only institutional stability but also public health outcomes.

The categorization of crises into six domains allowed for the targeted alignment of HR functions,
which enhances the model's practical relevance. By anchoring HR strategies in specific crisis types,
universities can prioritize and allocate resources more efficiently. For instance, investing in robust
recruitment systems and psychological support mechanisms becomes paramount in medical and
social crises, while enhancing communication and digital infrastructure is critical during political and
managerial disruptions.

Moreover, the findings validate prior assertions that HRM should serve as a strategic partner in crisis
response. The lack of desirable outcomes in dimensions such as training and employee relations
confirms the observations made in global studies: traditional HR models are ill-equipped to navigate
modern crises. Instead, there is a pressing need to develop adaptable frameworks that incorporate
resilience, agility, and proactive learning. The HR excellence model developed in this study offers a
structured yet flexible tool for institutions aiming to build such capabilities.

In conclusion, this research contributes both theoretically and practically to the discourse on human
resource management in crisis contexts. The proposed model not only reflects international best
practices but also incorporates the unique challenges faced by Iranian medical universities. Moving
forward, institutional commitment, leadership engagement, and continuous evaluation will be key to
translating this model into sustainable HR transformation.
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