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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.

Submit Date: 28 March 2025
Revise Date: 11 June 2025
Accept Date: 17 June 2025
Publish Date: 22 June 2025

© 2025 the authors. This is an open
access article under the terms of the
Attribution-
NonCommercial 4.0 International
(CC BY-NC 4.0) License.

Creative Commons



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

Sl Jg% 3 53p drugi

-

dedie

Sl e & a2dS O LSS e Slesbe g BT Gl sty Jlele Ol a3 L) e 4 St 51 Gt W03l
lobes Laolsle (5l 5 5 5edecay s ji5e bl upedal lasle jur alinns mln sl ol sladl s i e I (55,5 Gy
ol Oy Olseas sl mlis glaclB 25 el o2l > (Flamholtz, 2002 #229087:Becker et al., 2001) wlo.z
Asadi, <Hamilton & Sodeman, 2020) <l 4l glouul 3 Connl Jaos Sl uis U Gl 5 (55505 Slasle 5 Shas anw s
(2023 #229076

(s sior LB Sl ol s il Sl slas s AE pale e 5 L5l mass Gla S s Ol ) S cais
S 3 25 Sl Sl L8 Cono ) 53 sl b B S5 o Sl il XS e oskr wbio Lol S L
Avaze, 2019 ‘Fathollahi et al., 2022) s,5 .« 50 €U S Low 5 bl (ol (o pde glaclge Lals 4L el
55 0l o Gob 516 el Sl Bl Gl 5 o (lamin 6l el Je o3kt B a0 2S00l (#220077
(Rahimi et al., 2022) 5 5 =5 > 2, Cuse 5 Ll o 3l 5550 g

Slasbe laslirle 5 Ll G b o Jolas coiS 51 the s a5l i Slosle 313000 ke sl 53 s (55
3kl o33l dslae 5550 syl 1y Sladl e o oS a5 S LS (VAVY) 355058 5 o) Ll gle o Jba 51 alSs ol ol 0l S
Gusre b ol Sbi) 6l Vi 5 585 Gadis axw s s s (Lev & Schwartz, 1971) wils o ol gl O
.(Flamholtz et al., 2002) Ll

BB 5585 Slov 5 Sl 6l u s Slates b (5lSesls 5 o pme hsm osls o 4o 03 p g SV s DT esdle
smaeals (5la Jokm 51 (5 S e g oS Wlosls OLE (6 58 Ko andllan il ¢ Ll b oSl 3 ala2a sy iles S sl 3 L
wrw 5 ol een s (Arellano et al., 2017) 550 S e g2l S st 5 5 Shas ) oS el C g Ll
oo bl s LB (bl Lo 6l 5l joas L1500 L g 00,0 (oS 5 (AS Sl Sy, 5 Olejen oS S 5 slas S,
(Testorelli, 2024 #191837:Habibi et al., 2015) s, ool b ol

S5 alge il G b 5l sl Ll e oS sl ol nl L ils S 08 Gl SlaclB oS s slas S
Ly and o opl otl gla fass oS o 31 s Il )0 B s dedl glabe e Olgea (s slagssle b BLl 5 et
312l Ll o a3l il 55 05 58 0di 1S3k 5 o (63 30 o lgs Ao 1l gy LB ane 5 4 Wles S AT
.(Low, 2025 #191998¢Simoén et al., 2024) »5 § » Jljl S

Gl il oz Gl mlie L3l 6ln e ot G050 &S Lilpdse cpl e 55 At Sladllas Ol ) 58 s o
Hassani Azar Daryani, 2019 +Dehmardeh Ghalehno et al., 2020) coulaale v ol 31 g (Gul5 po e 53 ol

ﬁ}}i WL )LA.J:A.: LS)))" 6JA\ ‘-;:Lw.:\ CLA LSLAC»:LG w‘).? 9 LSJVJCE—.N LL;!‘L\NL«;? S d}?;)k}: bbu‘ ‘JJU"‘ )‘ (#229081



Personal Development and Organizational Transformation

Ll cpl (g5leang 5 OIS 25,0 8l 63 208 5 (o sgie dibe S dlis @0 (S 5 (AS) (oS 5 (52,500, 51 650, b ol
(Asadi & Asadi, 2023) <l Ol 1 8 Cxs 53

Aas o Ol Ollis 5 5,50 55 pl A ealizal (SIS (Sla ot s 5 Waadl o ol Sl gl S 513 sy Sl sy A4S > e o
e A 53 e sl ge 3l 535 a4 563 S il S ) (i Sldlae (a3l oS gy slaasl U
OB ot s Ll (gl s o o oS 4 e 3 0T JLise ((Fathollahi, 2022 #229080¢Habibi et al., 2015) il s
Ol iy a b s, cnl A 4 S L8 w0 badd e o Jaly) s 6l (6 il b (g3ledie 5 la o ls sl cpns
‘Rahimi et al., 2022) Wl (s 1) LGl Ole hjoahides 5 o Jals) 5 dwy o mdave & oo 5 o 516 il
(Testorelli, 2024 #191837

(535 5 s S l) al mlaw 51 a8 Sl Ll G cbl 5l mhaw iy Jold ol o >l fags onl > oS S
e 5 o (e Gl LB laasl bl 3,8 e 03 1 (Glesle 5 SOl e ) 4 iy mlaw b
¢ Avaze, 2019 #229077*Munksgaard et al., 2024) 1S o Wl 5l gl 5 Slosle s ,Shes ol s 1) (i op 2i
5 (e 5 (Bl slales ) o5 GaB o ol5dles Coanl  Gaiss Slaal (pizes (Salihi, 2024 #155578
s ST (3 e lge 5 s 35l i) o glac L

5 Slile S5k (s Sl Gl mbe Glac B Sl shdr sl 4 e s ol Jtass slagssls Bl S
Guslob 3 S ol Olsea 5300 2B, glad 3 Ll (lodle J piis o (sladibe 31 (ol 55 Wadljo pl sl (6 p 0o s
ol o S e e 0L alies o1 (XU, 2024 #55613:Rumokoy & Frank, 2025) & 58 s atlid 6 pdiGedes 5 Sl
el a3l w3200 1 53 R IUS) )50 o Slil b 4 sty

Sl 2 e 3l i Sl (S el S (g s 53 20ls Gl e Sl mlie o 53 (g gmeesls R 4 R sk onl 058
Ll b ookl dedis axw s 5 ige abille (om 55 Olpde 4 L5 oo Ll e WSClUT 1 eslinad s 1l o3l
3 eslizal &S s e Ol o Bassi adlas i s a3 .(SimoON, 2024 #101515¢Hamilton & Sodeman, 2020)
Bassi & McMurrer, ) 5,13 56 Olojle IS oL 5 ¢ Slosle Kan b (g b axw s » eiioms 5 5bts Ll o Ll mlis (slaosls
(2016

ot S0 gaT 5 disnty 55 o dnasls (oS5 el 51 B ol O 1 3l i o 5 S Soni i o) 085 5 L
a1 0l 58 s 3 Ll sl sl 5 IS 251 sl SUles 5 53 2 ke

b )

53 el 03,5 e3linal SLudl sl S a3l die b 5 Ldod (6l e 08 5 S slas Sy ol casseal (355 51 ity o)
Joo crmmen el bt 43 S s SIS laa e il 5 e e Dl dsplll e sl S 1 ) ST RS S

NQA CRRT I V1) GV P W el Ol 38 Cxs s sl @U.a@.]pﬁf slesl 5 U530 335 o) p yskeieds S (lgime



Sl Jg% 3 53p drugi

Sl B L aay cnl el 63 S eslinud st plulis sla e ls aul 5 o 8008 gl s i, 5l heah (oS Lisu
(rl pedle l sl (iladie 6l olg Slaskae S Com e 5 el plonil Al e ki 3 Ll e Ol e 5 08
les Gk 5l dde pl sl ol a8 88 @ Guod laite Ol Lals) (e 5 Sl Sl (G mdim ol 5ledue
el ol iyl bk Sltle S LIB s Guiw gl et la s by 5 el Ll MICMAC

Sl ann i 5 SLl mlie (ol L Jas o Slbiies 5 mlie (&S 25 53 ol 03 i 53 Jald ta g ool (ol ansl
b laaabio s Ol 5 Jo S 5 s sla 218 ¢ oade SV ol mlie ol it s 0101 58 5 s Cmis s L
3 Shn iy b e e ele dlie Y2 slaas sy Sl e LB ladie ane) 5o el Sllle 5 il Cmis Sl
Ak ol gl

CSlie s gy dul B s a8 W s Olnl 5K s OB 5 Gl e OLLLEIS Ol e ol (ol amalr (oS 5 s
s el 5 OB S S Hlie Ol seas Cars OB o 31,8 P slias 5 A eslinul o mes 5 Ladda (35 5l (6 S 4 sas (5 lizils
izdls oS lie Jue Aol anT 3 3 S 5l8 65 8 s 53 i V0 5 sl al e 3 L8 Yo Ol ol 15 Ol

A oy S s 5 el Dl Sl eslinal b AS s s edd glalid slaadl e 5 slal gl s sleel 5 35 5 Ol (51
3lie 6 13 8 alos s S QU s LS L L 5 s LB Ot 5l a5 b 51 sl oS i 3 eonl pesdle
sy s sbaolpl el slasl sdiasOlis oy ol YL

Sl ol sl gl AS Glyomn o b eslinad (blizal 5 oo 5 bl sla sy 3l tassy onl slaesls ko sa 325 (51
Lokt Olos Jasl s oaans (8l (6= (6l o (g3Ladie copizmon b5 IS w03 oLl slse o S8 gl (s hss 5 )
A3 S aste (golgin Jde sl 5 A plnil b et ls dulan o MICMAGC 53l 5 51 eslinal b eoulg s s ||
Laasl

deo3 Vo L Sl /YYO o e cpl el ol o3ls OLES Y Jsd L3 s Il s L3 JIAS 3ol5 o s el =k
Wl a8 S5 ol JalS et sy ol 1l GBS e b OB slae

A Jsl sg3 JIAS G5 e o S N Jo

Y- O s olaw

YYD JsS” 3lg o

YO YYY SsSl 5
feen & olins

A gl pos iy

Shrs sl 030 Y 4, 0 Sl 50 e a4l 0 SVL el ealinad i 0 O S b 5l s welidi 0 SOl a5 L



Personal Development and Organizational Transformation

53 et la YYA s Jol ads o 55 F (gl b S 1 80ke (shils (sla pate Gl L b5 o ogmme il Jsl 0 aslidn 5 Jl
b S 13 a5, se add s OF LG

Wl 0 0313 QLIS Y gt 53 05051 cnl b 8 slind IS G315 b 51 s KL o 3815 Ol (s A3 035 533 3 13does
Aol e ol w S plil Ll lext 55 cpl 5100508 G35 wa b OB glael do s Ar Lo 85 oy sl CVAT L s ol
el g /0 3 JIS o b S el

A 093,93 IS Gl g oo s Y g

Y- OBy Slows

“IVAY Jass” 3lg o
VYATYA oSl 65
oo &, lise
sk gl i

ol esdls Aol B LB g 5 OB L o8 L;é\y“cla.dga\;,-}:lf),\;;ﬁ\‘L;\Il;.&:ﬁt:ﬁh;l)\:;*arp)p (S350 Sl e ¢ sames |

LS 43S 53 Gl e sehe Jie sl B8 sla pine
&j‘ﬁ‘d&@&@kﬁf&kﬂ}as‘mu{.MdﬁEOJ;byA.L.ZLQJWMb}@b@dﬁf‘j‘ﬂ@fﬂ)ﬁ&%%
o e slac LB oy bl oo G ClBigile g o b @ by o Sl 3 slaas o meS 5 adl 3o Jlgl 3V sl L

(IS8 codlos g laadd go Slsl 3 Yol b S o Sl ann gy Sludl sl o e sl LB Sl CL;.«;JKL.&

sy ol A sla Culils

e Gy o Ui Culid
3 Sdae Cy e 3 AL ) 5 58 drus i Culid
el cnlilag Sy culls

S il sla culisd

4 e 5wyl

A culla Alas o ald cnlid
5 shble culld

M}bdhw‘,ﬁ 3|M4.3.b‘,.3,4 6)"“‘) J‘}‘fé A JS,:



Sl Jg% 3 53p drugi

s a0l &S ils VU ikl SOl ral Glaclb 5 aass bl o Ses Co e wanl 0l esls OLES ) IS s ansls
3 (g S glaslasl wlio o e 5 iy bl ASle Ll S Jlie sl Glesle (i 1055 e 0T L5 el
AL 5 s o ol 28 Oy K508 s das0LE Ll o S

DL ol (slaasily 13 plnil Ol 58 Canis 53 sl o 312500 52 Gl e ol (28 ol Ba L iy 0l
5 baesls o 51 ol s S o Wl (3050 53, 50ee 3500 > SIS 28 Olosle ol Ses Olsieas Ll b &5 sl
T N N R RS S JUL

gle el b b e (st la VY sliad (oS 513 5 oS lyims Jolosd iy 5o Ll bl o bl gauaib 5 pluls -
e el YA (s iy 5l esbinad b g S5 51 e 5 Kl uluarws aile OF LIB 43 ba el cpl s plalis L)
SLEAB ol o8 W58 i 1 Sl e (65108 35,0 Je 53 ol day V8 08 s o il 5 G505 05 S s S oS
(ble (o 5 s (e 5 e (s (LA, 5 608 drn s (e (e 5 (BLI (iledg  panass
B35 Sldl mbo ana s S5 5 sloile ann g 5 Sl e o e (GLAT b 5 Ses o e Sl (SOl (g5 3
OF) el

2 S BB Sl Ll sl lac bl S sl 0L baesls o st glesbe (s ST 3550 5 (SLl bl o bLs ) -
ORIl e s s S (B e B ann s G b S Sl 68 bl Al Slele sse e
Laddas gla 530l 5 Ll b anw s 0 & Glaolole 45 Ad jasiie uoes 5 s Sloile 5 Shes 35 5 6 pbul,
sls g SR s oIl s Ses 5 Lol 55 (6 e (1l Glac se Sl digls a5

Pl Ol S s 53 B a3 K5 b Sl e (55108 5551 Jue 1 Gt e (65108 3550 de (1 b Y
Shadlge 0o Lol Jehd A5 505 (S =55l ($3Ludite 255 s MICMAC 53l 5 5l sslizal b Je pl ks | b sl
Sl (e cnl 5350 VL = slas s (OIS Sl givaih o 5ol paw 3 Ll Glacllls aan 5 o 5ls OLES By
Al Ol ys il bl 1y 5t riy ol s Slesle o pde  aas

e gl 3 Ol 58 Cmis s Sl e Soanl 12 e oS sy OLES e 1 gLl e (65138 3500 sl il oy -
i 55 e Slalusgdome Sludl mle 501 lawis el rlﬁ_} Sy pde Als (godais Gla s Gy S 6,0 2L
S ol sk slgdy K lulid oS a5l akes 51 OUSLIS 5 Shee Ul 6l 4 i slacesls 35S 5 dlaslaazal
L Sl S5 Lol 5385 Hsba A5l b S ealitad oS i i o 5 (9580303 Opman o5 Lhdos sla i, 5l baolesla
Como 3 Jld glacS 12 sl B0 I 5 5l SIS s Glesle wle e G Olsear Sl sl oS s e 0L Laasly (gl

HLaas ol Slesle (ghge g s el W51, s L;La.k.;.ﬂj.é (bl @t.» Silwang sladds Sleslanal b il g 0 0 1 58



Personal Development and Organizational Transformation

S S e 5 Lou

ol S o L) Glosl g ST 501 AT 3 53 bSOl 5 bl (25 Ll e (slac i o ol 0T Sl s onl s
S les (e Gacakl ( Judow 5 ol la JUls o mass sla,ls Osman el bl a5 Wl oL aasl (ols
Ol 58 s 53 Slosle s Sas (100 5 6 pdecull) (Sose e Rl Pl 55 et 18 5 pdites )50t (30 dn s 5 (bLS
Becker ) wixus bl jon Sals i1 A5 lojlo i yo olS bale Olsisay Sladl agle 28 o8 sl mas b ol ) 0 5
e Ui B s Sl mle sl walllas ool 53 ead > b Jts ulul » (Hamilton, 2020 #229086tet al., 2001
s 5B 0a 53 5 il pmabeds 5Ll Sl LBl Ans e DL o Uikd gtipatns 5 oo

Coa 2 e s L e G Ll s U R ) Semdim bl o Sl ol s o Seee S S
Sisn plesl sl asT a5l Sl es (Simom et al, 2024) adlhs mls b e adl ool g Slsle o 315500 5V
sl (aman (3L s Laoble 3 Il o)l Gl 4 018 e QLS bl glac LB 5 b 5l o siae Jpa L L
ot dae i L3 o 0L &S ol Lulyoa (Fathollahi et al., 2022) 5 (Low, 2025) Sllas L s ol 5 sl (hass
S e Olesle OIS 5 Shas 55 4 Slo iy Oy gots LIS o Slesle 5 (63,5 slac LB

SSlen 5 5 s Osmmas S S LB S s ible 5 bl slacles w3l o5 kB Coaal (Jasy s Ko S
sz Sla b e 5 Glaslad s SVl ¢ ad LIS e 3 (S B ELbB Slos S 03 o 2l les (pl ol paass
S oS S e aub 1y sl opl 55 (Avaze et al., 2019) ;5 (Arellano et al., 2017) Cladlas 1 laasl S o bl Jases
Sl b i il Sy e 55 5 S0 5 OUS,IS s 2] 53 (6 350 A i diall s ke 5 (B slacslen 53 oS
W ls

olre Slosl 53 4SOl 355 b (6 n e 5 ( Jlimes il s el 5l & o Wsls Olis Jiash gbaal isen
58 cas 3 Lol (( Salihi, 2024 #155578<Rumokoy & Frank, 2025) tleds atls - 51 %5 ) o Jolse Olgea o ke
s eiledlizs ¢l Slsla df;LeT phe lysld glacsla 5508 3l SU Llg e cins pl L)l (g Sins A ga ol !
Sk ol IS sl 5l Sl A8k OUSUIS 3 Jhes Slee anms sl e e sl iigel 30 ran
d 1L L o oo anm 5 5 ol s (53l Jims (g gt S >

u;-.’.)ﬂui’)')l oy 3 ) b Sl o gl 5 65,8 glac LB oS sl oL MICMAC Ju. Gk sl ety s gjii; S
Dehmardeh Ghalehno et) sls_zas5 55 sdiail)l gladde L asl -pl .t LaolB ple drw s S e s pa 5 LS o W
Sl e @8 55,0 e ann s 3 o3k sbaolgs Cuesl o (Hassani Azar Daryani et al., 2019) , (@l., 2020

Rl gs b e}:.<}\) sl $ASsk (ol glac e Aol 4l slac LB ans s O n,<.3: Ssle wly calles (s J.SL,

S dials g Ll e gilesig LI



Sl Jg% 3 53p drugi

a0 ol S ealizal g SLl e (S glaadlse 5 e ls 2VG s ils ags D DU e slas sl 51K (S
Lo ool S ole Glagarls ¢ pioolael oo & A3 O Ol g 58 BB plaxl 4 olies @ oo o 53 50
el Ll yon ok (slaad] 5o AL E gl Al 56 Sl eslinad o5 > (Habibi et al., 2015) slaas 5

orlals 0l olasla s ol Sl 5 LB o bailyy Ll 5o 1) (6 pmdim bl (lud s a5 S8 iomen a3
53l Ces Gl mlis a4 o il eakdis 5 et s 4 b lee b S a0 Gl B das e o3l Ol e 4 )5
S s 5 ¥ sladde 5,8 &S s e 0L 50 (Xu & Chen, 2024) 5 (Testorelli et al., 2024) cldlas (o s
sad wly fse Glasle (658 wanad Sladnl b (s latng 53 Ll5 0

S3bes Ml 3 J55e ol ¢ Sl b LB o 1l 2 LE TYA 5 a0 0F 5 ma b ol 2a 55 i35 505 20553
St o Shos Srais Glatogn (b (sl lon 155 oo ba sl ul ol a2l 01 ) 5 Canio s Ll sl Sl
syl p oS 3l Gl (Asadi & Asadi, 2023) axdlas s b ol jsba ol ool S 15 OUS IS (s1ad > x5 (3500
el 03,8 ST 5528 Sl mlis 53 Sl mbe sl g5l o 551 1)

AT 53 Gladl e Gl (A8 5l el e 5 4Bkl el (62 5 (G ol gl oS S 015 e snper 2
5K cms Ll be Ol e (sl (52,15 o o Olgisas Ll o pitme o2 Jolod 5 (658 (k8 ailsnd Ly ls 11 Slesle
(Lev & Schwartz, 1971) LT alex 31 Ml 5 Jls Slosl b ol Slten cpmomen 3,8 13 eslizal 3550 01l
wlis mlo ple o Lol o G rlpnens 5 baasily luel & 3o (Bassi & McMurrer, 2016) , (Flamholtz et al., 2002)
ol

b,siS b mbo s al, salists b Sl (Sos o Condl 011 58 Caris 2 O 55 505 sy ol bl oy sdoma 51 S
P S Sl odd Lo go ¢ el Dl g Waple sl Jotls ledlbl @ ooty 53 s gdowe ¢ pooman 53l s J6 LS sba
BERUI gt Gbcﬁ{:ju\m (RS S 33 LS I3 g ayse pes Slresls &5 OB L Shsl 3 b Sl ki sulS sla st ls
23 a0 ol s st lyime Julos 55 (658 g et 555 Sl e gla bl wie

(S 5B emadsy olal) cilises mlbio Ole ik (gla Jows ol Dliions 55 350 g0 slgidey (hag5 (oS 5 Cotlo 4 x5 L
s sl B ng:f)lSA__, ot .JJJ§ P L;;xqu slacalld s Lol b syl ¢l>,=3| L5_}L.mj\ @\;.a slac bl e D98 53
Slalllas S oS Ll b s Ko 3 Olgy sl alalid 4 15 o ile 650l U Glosle olomnl (slaesls il il
5 Ll Ol alaly 53 5 1 sers S b Db (555l it Glajle Soa b dile mile glaine 1 A5 e sk
w3 x5 )50 e AR

2l S b DL SllB pslis (2l 5 axe g el Sy 2l el Lk Ol 5B Caxis 3 Sl s O
S dasan o35 sel Glaasly (b 5 ol e a6l e sl (Ll e slaesls il gl et sa slasilels

sk b dg)_éfui)')\ sl exls 4l OLsH8 s Shee L5 ) <=Ué_} Ss o dlgl (romen s (ool e Kl e



Personal Development and Organizational Transformation

D3 e 2l o Olgeas b 93 50m 5 Jams (LB @ s 5,8 515 ol s Olesle Sle mskans 5 (6 s w5
S e SIL 5 S0l Jase <Y go L agrlse 55 bl b s S

d‘é).‘j} ’S.md:'.
.J.J“T@J»&@@b).ﬁ))&xJJJJSf\J@bLaJ@)}; o rlq:.ll):aSJlL,SJabjj\
OBk 5 S L

L S ) SLSS i 08 d 8 elad sl 5SS s

él;.a oo\
2,00 5y bl slaS dﬁ@ ol anlllas el s
SN 5l e
el oy B ol rasy el 5 50 L as e O gl ol hash e eles )
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; Simon 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 sKkills,
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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